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ABSTRACT

Experts in the field of human resource managemant falways emphasized on human work force as tls mo
important strategic factor and the organization'®gnvaluable asset and believe that effective mamagt of
human resources is the key to organizational siecd@scruitment and selection are one of the aspdsiman
resource management that are of great importanckadopting appropriate policies in this area copisvide the
appropriate use of human resources. In universidied higher education institutions, faculty membams one of
the major capitals and development and applicabbappropriate policies play a major role in thesuccess. This
study is based on critical review where relevararsk terms were used to collect the studies uskignsive and
structured search of the databases. One hundréd tfifes were retrieved. Then, with purposive skmgp texts
screening was conducted in three stages: A) prinsargening or title screening on the grounds thrat associated
with managing recruiting faculty members, B) se@mgdscreening performed based on study summary and
introduction texts, and C) tertiary screening: ttexts were briefly studied and the texts were ftiad based on
conceptual richness and related to contextual ssi@dind irrelevant articles were excluded. Compéatd in-depth
study of the richest papers began. Forty-five &ticand text were examined. The results suggestinhaost
universities management of recruiting faculty memhbs decentralized and based on the departmemidiRgs
show that policies such as reducing the use ofreetrack, the long-term contracts, limiting the tea to faculty of
science, limiting tenure to higher levels of asatziprofessor and design the diverse career patiths different
forms of employment are of the policies that carcdmesidered by university managers. The findings aluggest
that universities can use flexible policies, suchimcreasing pre-tenure probationary period, thesgbility of
transition between employment tracks, increased abepart-time and decreased full-time employment,
implementation tenure-clock-stopping policies airihf both couple policies are used as a range itsftbral(win-
win) policies (for universities anfhculty members). Universities should proportionfateulty recruit policies and
practices in line with the economic realities oéithenvironment and consider policies that enhapegormance
and create a balance between work and life of tgauembers.

Keywords. Recruitment, Employment, Policy, Faculty memberi€ review

INTRODUCTION

Today, human resources are considered as the mpsttant strategic resource of organizations agearzations
managers most concern is with human resourcesigmland regulations (1). Human Resources Manageiment
responsible for several tasks, including selecti@cruitment, development and retention of empley&d and
hiring and recruitment policy making in the fielfl uman resources as the aspects that are of spapiartance

().

356



Farin Tatari et al Int J Med Res Health Sci. 2016, 5(12): 356-364

The adoption and formulation of appropriate pobcien employment and human resources could provide t
context for the use of human resources and bedhdd<organizational success. Now, employment fedjccareer
paths changes and recruitment and employment forenssed by environmental changes and technologyfare
interest to all organizations and can enhancedtberIproductivity and quality of organization's foemance (3).

Higher education organization and universities afenstitutions and systems where human resourcesof
particular importance. In higher education, facuitgmbers are one of the main capitals that havedtite of

training of specialized staff, are responsible gooviding scientific, and research services. Thievelopment and
growth of institutions depend on the correct use effective management of faculty and updated fdiin this

area can improve the productivity and progresscimexing the goals of higher education institutiaml play a
decisive role (4).

In medical science universities that have the nasibdity of the society health, faculty member ragament,
specially managing their recruitment is of greapamance, because appropriate employment of facnétgnbers
could lead to graduates in accordance with prafessicertain standards that enter the health syatainthrough
health promotion provide grounds for further depetent. Considering the importance of recruitmeict selection,
we decided to conduct a study on faculty membestsuitment and employment policies in medical swésn
universities, so that through critical analysigluse policies, we can help university managersvising policies
and contributing suitable approaches.

MATERIALSAND METHODS

Preliminary review showed that a number of titles mon-research documents and for such cases|yustaewing

methods are used. Critical review approach was tsetthieve a degree of innovation and conceptyathssis
through which the literature was first extensivedarched and then their quality was critically eatdd. Evaluation
of articles is beyond the mere description and ya@malof texts detected and involves a degree otegtual

innovation.

After a brief survey, the articles are ranked basedonceptual and contextual richness in relatiotine subject of
the research and deep and rich study of articlginbg5). According to the study topic, related afoglary and
structured texts were selected and extensive see@siconducted, and 150 texts and articles werieat at this
stage. Then, according to purposive sampling, sangevas conducted in three stages:

(A) Initial or title screening, based on the titlegiich are relevant to the management of facultymbers’

recruitment. (B) Secondary screening, which wasopered according to the study of summary and thmduction

of texts. (C) Tertiary screening: At first, theieles were briefly studied and related articlesevgrioritized based
on the conceptual and textual richness on the subjeresearch, and irrelevant articles were exaduttom the
study. Then a full and deep study was begun franitthest articles.4éarticles were analyzed.

RESULTS

Reviewing employment policies in universities comf§ that the use of tenure track is in a declirpath and shift
to the non-tenure track has emerged. There wasevihen tenured faculty was a norm, but nowadays faculty
members are non-tenured. In 1969, tenured facudtynbers constituted approximately 78.3% and 21.7%hef
posts were non-tenure. 40 years later, in 200Qréehpositions decreased to 33.5% and 66.5% weardemured
faculty members (6).

This trend is specially the case in the Schoolsleflical Sciences and clinical faculty members.hia years 1981-
1983, 68% of clinical faculty members in assistamafessor rank were in tenure-track, while from 299 1999 this
rate was reduced to 46%, which represents a changew hiring practices (3). This trend has affdctiee basic
science groups. In the early 1980s, almost 65%ewfly hired full-time staff in groups of Basic Sctas were
employed in tenure employment, but this figure gegbto 45% in the late 1990s (7).

Moreover, a 25-year review in 1984-2009 done onleympent situation in American universities showattthe
rate of qualified faculty members hired in tenured® has reduced from 59.6% to 32.9% which mean6.a 2
percent reduction. The percent of eligible freshrfeeulty tenured in 1984 was 46.2%, while in 2088 figure
dropped to 25% in 2009. Investigators have stdted if this negative trend in employment continire®.8% a
year, we will witness tenure employment for freshnrmembers of the clinical academic posts until 2040
almost disappear (8).
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Despite applying restrictions, it does not seent thadical schools in America leave tenure employnaed only
five Medical School of Ponce, Central del Caribarbhouse, Mayo and Boston have no tenured emplayfhén
An increase in non-tenure employment at universitie Australia, the UK, Belgium, Germany, Italy,dathe
Netherlands is visible. In Australia, between 1888 2000, less than one out of every 10 membettsedBculty is
tenured and temporary and untenured faculty mentiere become two-fold. In the UK, between 1981 20@0,
the number of tenured faculty members has reduge¥%h In Belgium, 40% of employment of faculty mesnbis
contractual. In Germany, Italy, and the Netherlarnksre is only 25% possibility of tenure employimdn Asian
countries, Singapore is of the states that havexamum of 40% of faculty members tenured (9).

The results also show that some universities havieeld tenure to faculty members of basic sciefidese medical
schools include Brown, Loma Linda, Ohio, Tufts, istsana and New Orleans (10). Some universities lwdse

limited granting tenure employment to levels higkiean associate professor, or a number of them haa to

separate associate professor discussion from teieuneloyment (11).

Research and reports indicate that the majorityurufersity presidents tend to place long-term emmient
contracts instead of tenureship. Of course, unitiesshave not clearly expressed their intentiometimove tenure
employment, but in practice that is happening splgcivith regard to the forthcoming clinical facyltinembers (12,
13).

The results show that universities accept fewearfaial obligations to employment. The question rofp@sed in
tenure employment and increasingly being discugséuk financial commitment of an organization tisatlevoted
to granting tenure employment and can be 100% wentisalary to a fixed amount depending on thelle¥ the

faculty (e.g. $ 75,000 for a tenured professor)weleer, it seems that universities avoid committindull salary

and since committing to high fixed rates createmoizational burden and more anxiety in the marsageanagers
are willing to keep this amount low (14).

A study in 2008 by the American Association of Uity Professors (AAUP) shows that 41% of 111 wedi
schools that had tenure employment system did awe lany financial obligations for employment. Moreg

schools offering that kind of specific financialmemitments have fallen over time, so that in 2002%050f the

schools had tenure employment and a certain fiahnoimmitment to basic science tenured faculty memwhile

in 1999, 60% of schools had such a commitment.

In addition, the total number of schools that hadnmitted the whole salary to tenured basic scieacelty
members has significantly decreased from 46 in 182% schools in 2002 (15).

Moreover, the results showed that universities hanagle the policies and processes of employmenibfexit
seems that although universities have used nomrdgemethods in faculty recruitment and lowered tHigiancial
obligations, tenureship has not been disappearediatrsities. In fact, it seems that universitiese maintained
tenure employment by adding flexibility to the pegs and employment policies for basic science fiacnémbers
eligible for tenure employment. These policies td:

1. Increasing Pre-Tenure Probationary Period

In 1940, American Association of University Profess(AAUP) recommended that probationary period lyears,
and it is more than seventy years that the 7-yeabygtionary period is applied at most universides institutions.
The results show that in 25 years passed univessising the probationary period have increased(ff years to 9
to 10 years) (16).

2. Examining and revision of the “up-or-out” praeis

Traditional tenure systems are predicated on thertqut provision that terminates the employmentfaifulty
members who do not receive tenure at the end opithkationary period. Historically, medical schoelaployed
up-or-out provisions for basic science faculty, bahools have changed significantly since the eB®90s. Less
than half of the medical schools with tenure systérad up-or-out policies for basic scientists i®20compared
with more than 80% of schools in 1994. In 2002,s8400ls allowed basic science faculty members wtadt
receive tenure at the end of the probationary gdetigoremain on a renewable appointment basis andéaluated
for tenure in the future; another 30 schools alldvier continuous appointment but not tenure ellgibin the
future.

3. Ability to transfer between employment tracks

Medical schools are increasingly allowing their ibascience faculty members to transfer betweenreegligible
and non-tenure tracks. In 2002, Association of Acam Medical Colleges (AAMC) studied faculty pensel
policies and showed that there were 103 medicabashwith tenure systems reported that basic seidaculty
members initially appointed to a nontenure tracklddransfer to a tenure-eligible track. Frequersttyhools hire
junior researchers on a nontraditional track atmalathem to switch to the tenure track at a lataetedso they can
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focus on developing successful research prograrisuti the pressure of the tenure-track time comggraNinety
schools also allowed their faculty members on areligible track to transfer to a non-tenurekrac

4. Reduction of full-time employment and using glarte system

In 2002, 48 schools announced that they have &t tioard members work part-time and remaining darare
eligible track. Of these schools, 28 set the mimmpercentage of time under such arrangements atdQ%ore.
Another fifteen schools did not have a clearly e limit.

5. Tenure-clock-stopping policies

These policies allow faculty members in the patheoiured employment to continue probationary perind002,
more than three-quarters (92 cases) of the medatalols of the United States with tenure systenas“tenure-
clock-stopping” policies that allow tenure-eligibfaculty members to remain “on track” but to haveit
probationary period extended. In these 92 schttmdsglock-stopping policies were often done foethreasons:
child care (in 69 schools), taking care of sick fgrmembers (62 schools) and medical disabilit&s ¢olleges) (3).

The research in 2007 also shows that this poli®0@5 and in 82 medical schools has been in forohidd care in
87%, taking care of sick family members 84%, andlics disabilities 84% of schools. Medical schobhbsve
continued the attempt to implement flexible polci&ome schools have proposed creative ideas.Xaonme, in
2005, Princeton University began, spontaneouslyddpate an extra year probationary period to al feéculty
members who had a new baby (13).

In addition to the policies mentioned above, trsults show that diverse career paths and new fofrfeulty have
emerged in universities. There are two career dattfgculty members:

1.The tenured track: the appointment of permanentfalidime faculty members and ensure that the ersity
cannot dismiss a person who has achieved thisigositithout sufficient evidence and legal procedutmless
organizational financial constraints exist (17)cRiétment is done in 2 ways:

1.1 Investigator track: those that spend more 8G# of their time (usually 80%) on research andrést of their
time is spent, based on the needs, for teachimycal care, and administrative activities. Theg axpected to
attract funds outside the university to carry ocesearch projects, and design verifiable and credslidies to
publish results in journals. They must also proadeice and supervision the students.

1.2 Educator track: those who spend more than 508er time for teaching residents and medicatistus, and
the rest of the time is spent on providing patare, research, and administrative activities.

2. Non-tenure track: This path is done in thre®foing ways:

2.1 Research track: are people who spend 80 to 1§f0%teir time on research activities. They mayéavlittle
teaching or clinical responsibility or just haveearch activities. Since that they are often inddpet researcher or
a member of research teams, there is less exmawddtom them to attract extramural research bsdget

2.2 Clinician—educator track: those who spend ntiss@ 50% of their time providing patient care (Usua5-80%)
and the rest of their time is spent on teachinggaech and administrative activities. Their secondareer is often
education (10-20%), which may vary from teachingidents and medical students on the wards, teachivasic
medical science course, or running a clerkshigtleLiime (5-10%) is allocated to research thatssally clinical or
educational.

3- Clinical track: the path for doctors who likdaage part of their time (90-100%) to be allocatechealth care
providing and to be involved limitedly in teachiagd research. These people are very valuableasibliyf member
in clinics due to refund and financial interestsosé activities are invaluable to universities andgitals. This is
the lowest percentage of employment in univers{tiey.

Our research shows that the universities applyltiacoembers in the ways noted above in various foas follows:
1.visiting: the faculty members who are in recruitmehother full-time college or university and aueed for a
limited time at a university

2. Adjunct: the part-time faculty members to teaehtain courses that professors hired cannot cover.

3. Emeritus: faculty members who were hired fuitdi before at a university and are hired now foranaor to
continue their activities.

4. Volunteer: They are volunteer teachers that dioreceive remuneration for instruction and sewifrem the
university. These faculties engage in patient eakteaching activities in the medical school.

5. Research: research faculty members who are giqgpoesearch grants and their appointment dependgant.
6. Clinician educator- Clinical scholar: in clinic&kaining as a clinical researcher hired and Has primary
responsibility of teaching forms, teaching and gaticare or just taking care of patients. Theyraagnly used to
research for patient care and teaching. To proitingte, there is no need for original research agigublished in
peer-reviewed medical and scientific journals.

7. Traditional tenure: faculty in tenured employmisnexpected to mainly focus on teaching, reseacholarship,
and patient care. Scholarship is evaluated based opginal research and publication of that redean peer-
reviewed medical and scientific journals. (18).
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Moreover, the results suggest that in most unitiessrecruitment management of faculty membereéedtralized,
and universities have autonomy in this regard. AAK@orts that in many medical schools' faculty wéament is

decentralized and department-based. A small nuimiblem use centralized or hybrid model. At the uénsity of

Southern California and Alabama, employment anduignent of faculty and staff is decentralized a®gpartment-
based (5). At the University of Rochester, whicbrig of America's famous universities, attractiagufty members
is decentralized and department-based (6). At Qlorwhaich is a great decentralized university arabs 10,000
faculty and staff, each college is responsibletii@r recruitment of their employees (7). In univiéesi of UCLA,

Berkeley (6), Michigan (7), Washington (9) and $tad (15), the departments are responsible forcfelg and

recruiting faculty. In most universities in Amerjazhairman of recruitment committee is usually d&pant head or
a senior faculty member in the same field or reldtelds. A faculty member of the department's espntative is
present in the committee (5).

At the University of Western Australia, each comegthas a separate selection committee and thensbpity for
selection of applicants. Chairman of the schooésponsible for committee (8). At Karolinska Unisigy, heads of
departments are responsible for decision-makingeiruiting faculty members. Feilden's research tliba
independence of universities as well as reseamlitseshow that Mexico, Netherlands, Poland, Alistréreland,
England, Denmark, Sweden, Norway, Finland, and Waudtave full autonomy in the choice of hiring thei
employees (13).

DISCUSSION AND CONCLUSION

As mentioned in the results, varied career pathacademia and various forms of employment have gaderlt
seems that during the past 30 years, a major changpe complexity and the availability of jobs hascurred in
universities of medical sciences. At the beginringhis period, the number of faculty members wag &nd their
activities used to happen within the traditionalietional departments. This would allow interactaord a clear
understanding of responsibilities and career patiagable to faculty members.

Patient care was directly associated with teachimtjresearch missions and the faculty members netrexpected
to achieve their salary through the developmenmdinical work independently, but they were expediztie equally
productive in all three areas of education, reseaand clinical care. It seems that today, achgpwihthree areas is
more difficult and more diverse career paths anthbres of the faculty usually play a major role ire®f the areas
of research, education and clinical care and less is spent on the other two areas (18).

The multiplicity of roles and the pressure thatnigefop in all three areas puts on the faculty mamibeuld rise

problems. Studies show that the multiplicity ofe®will lead to stress. Stress makes people beli@tehey are not
able to deal with the situation and lead to a fegbf anxiety, tension, frustration, and anger. €ant stress could
lead to reactions of anxiety, depression, physiealth problems, as well as dissatisfaction with jo

Stress, burnout, and job dissatisfaction are ingmorissues for faculty and health care professgrmcause these
issues have significant risks to the health and-baihg of medical faculty and are connected toauotion in the
quality of health care, job burnout, and reducttmmmitment (19). Therefore, it seems, taking intooant the
diverse career paths for faculty members could botiid the consequences mentioned above and as@vbry
faculty member is able, according to the experdisd interest in the various career paths, to fausne of his
main areas of research, education, and clinic&l. car

In connection with the policy of reducing the ugaemure employment and the shift to non-tenure leympent, it
should be acknowledged that tenure employment msysteuld create challenges for universities. Tenure
employment can create excessive job security amlicee performance, retaining faculty members of low
performance, deprive the university from creativel @ffective faculty, and reduce governance overfétulty.
Tenure employment system can also cause long-feendial commitments and clog the resources (14).

We believe that higher education institutions reggjuality faculty to achieve their missions. Thudigy to recruit
and retain a new generation of university facultgnmbers is affected due to adverse economic condjtiaging
faculty, and rapidly rising health care costs. Agsarsities seek to respond to the new environnreahagers need
to understand long-term and short-term consequarmseform of employment policies.

Employment decisions can be based on cost and gtieitys comparisons of various types of faculty.search has
shown that a main reason for the increasing usmpftenured faculties is the low salary of non-tedufaculties in
comparison with tenured faculties. We believe thatore must be assessed whether the use of momeid faculty
members has a negative impact on the ability ofamities to perform their tasks or not. Studiesdeated in this
regard have shown different results: a numberuafist cite the following negative consequences:
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1.Dividing the faculty into high and low states thatrms ethics among academics society.
2.Lack of integration and support for non-tenurediufgcat the university as full partners (20)

In addition, some argue that non-tenured employmeyt also affect institutional quality:

Harington et al. found that an increase in studertrly exposure to untenured faculty speciallyt-piare can
reduce the amount of retention of students in #heoisd semester. Jagger et al. also reported siwifacts,
especially when part-time faculty members are nppsrted adequately.

A lot of research in this area includes positiveutts:

Some research suggests that the performance aofenoned faculty members is often the same as tdrfaulty
members. Studies show that non-tenured faculty reesndre very committed to teaching and learningtedents
and often bring real experiences to the workplacernhance the classroom experience. Moreover, erurgd
faculty members, simply because that sense of atidig and duty to support student success, share &nd
resources beyond the rules of the contract or casgi®n.

The study by Lesli and Gappa shows no evidencelieagffectiveness of non-tenured faculty on stutkarning is
less than their tenured counterparts. The studyigitio et al. about the courses taught by non-tedufaculty
shows that non-tenured faculty members are ablactease their students' learning outcome as maderaured
faculty members or even better than them.

It should be noted that, many non-tenured faculiynioers face poor working conditions such as lastitaihiring

decisions, lack of time for training preparationievh leads to education quality reduction, lack otess to

orientation opportunities, induction and supervisiempowerment and participation in conferences saminars
outside the university, lack of access to officacsy educational resources and support of emplamsnanagers.
Other conditions such as compensation inequaltgiusion from health benefits and pension plans, exclusion

from participation in management are the added|pnog.

The cumulative impact of working conditions hindéhe individual ability of non-tenured faculty meemb to
interact with students and to use the talents agatiwity, to maximize the effect, in the classrodrherefore, it can
be acknowledged that the non-tenured faculty mesnaer not responsible for the negative consequehaépoor
working conditions could be causing these consetpgerMany researchers believe that the negatieetsfbf this
category of faculty are not due to the type ofkrdaut because of inappropriate policies and laickupport (21).
Thus, providing sufficient support and opportursti® contribute to the progress of their effortsildoimprove
students' learning outcomes.

It should be noted, the heavy use of non-tenuredltfain fundamental first- and second-year undaalgate courses
tends to separate tenure-track faculty from theothtctory teaching that is critical to their undargling of the
student body and of the basic questions that nedests ask about their disciplines. This reducastamt with
undergraduate students makes it more difficulttémure-track faculty to sustain the cohesion affiectéfeness of
the curriculum (22). Therefore, we agree with AAEtommendations that basic lessons should be tdanght
tenured faculty.

Some schools have already begun to adopt polidiésng-term contract involving the use of untenurfadulty
members to provide a different combination of skiind experience. This faculty, sometimes refetceds
professor of the practice, often lacks the latesearch degrees, and is not interested in resddostever, they are
well skilled in their field and profession in addsing and solving practical problems. They canetfoge provide a
different kind of enrichment for students, so udimg non-tenured faculty can be useful for bdgarning.

We believe that the use of temporary non-tenuredltiais effective when well integrated in the teang, learning
and the life and culture of the organization. lis ttase, the faculty can have an impact on theirgity and depth
of students' learning experience. In any case,sskoe reliance on non-tenured temporary faculty bem may
lack academic achievement for addressing the redpitities of self-government, controlling the qgialand long-
term development (20). Thus, moving through tenwegbloyment path towards non-tenured employmentldho
be done with proper planning.

Regarding the use of non-tenured faculty membes$iduld be noted that the recruitment, retentiom retirement
interactions and these three are not independesaaif other. If a university intends to maintagwitork force in a
fixed rate, higher rates could make it possibleitféo hire more faculties. On the other handh#é school wants to
increase employment, but has no vacancies causadtibgment, should increase non-tenured facultmaver.
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However, if a school feels that the high rate aihtwer of non-tenured faculty disturbs morale ambple's
motivation, it is forced to consider raising thér@ment incentive to maintain newer faculty.

One way to influence the balance of these variabtes be using the non-tenured adjunct and part-fanalty.
Therefore, the use of no-tenure track can varyraaog to the circumstances universities.

The budget is considered as a basis for employdegisions. The decision to employ tenured faculjgitast non-
tenured and temporarily faculty members affectrthiative costs and available funds to hire thelfsiccu

A tenured appointment with a long-term commitme3@ ears or more) may be wise, but no one accejuis s
obligation unless it is reasonably predictable sewf funding for the post in the long term (23).

The results show that most universities attemphdwe long-term contracts and contract renewals (B,
Therefore, it seems that it can avoid the challsrf@éenured employment.

It should be noted, with regard to the benefitsof-tenure track and economic and budgetary contsraf the
present era if universities want to increase theimber of faculty members, they should increaseptiulp
appropriate mechanisms to manage non-tenured yacoé#mbers (evaluation, promotion, compensation and
motivation).

About limited university financial obligations, fimcial commitments should be lowered in the formwaes,
specially in the present era we face rising casiitéd financial resources and third generation amah-budgetary
universities. Thus, universities commitments topdyull salary of faculty members should be redliesd part of
those salaries should be provided by researchggeart clinical revenues (according to model incg®eerating
centers). This would stop creating financial oliigas, creating organizational burden, and anxadtynanagers
(12, 13).

About the limitations on the policy of granting tea to faculty of science, studies suggest thaireship remains
in basic science groups for the following reasons:

1. Basic science groups in comparison clinical geoloiad not explosive growth in the number of posts

2. The salary of basic science faculty membernsds than their clinical counterparts

3. Culture of Basic Science in comparison with tieare environments of clinical departments is ndependent
on academical traditional habits

It also seems that, faculty attitudes, speciallyichl faculties, toward tenured employment havangjed, they think
that tenureship is not that important to make tlgam the required eligibility (8).

Restrictions on granting tenure to higher levelstiod associate professors are one of the politias some
universities have applied. It seems that tenuresimijch is granted to the faculty members that haeen awarded
promotion at least once, can prevent subsequenatiqe of faculty and academic stagnation.

Some universities have tried to separate grantemyreship and granting associate professor of edcér.
Application of this policy can promote faculty meenb without dependence to the granting of tenudefayancial
burden caused by it. It can also prevent a higeesenjob security, performance decrement and sfieestagnation
(11).

Regarding flexible policies, we believe that metifeaulties have changed over the last decadesuiRanents and
rules for research and employment in terms of pabbns and articles and research budgets haveaticay

changed and have become more difficult. Univesitlemographic have changed, and faculty’s lifecimmetely

different in comparison with the past.

In the last few decades, we have witnessed a chafingenerations and generational differences factlhere are

many differences between current generation (g&narX) compared to the previous generation (sigerieration)

of the faculty. Generation X marries later, if thelance allows, they work hard, wait for a gredt gearches, and
they are very selfless. In this generation, bottepis are employed outside the home probably. Badivorced in

the generation x is twice the silent generatiorcese of this category of life experiences, x gatien is in search
of a greater sense of family and with less prolitghibcates their jobs and work before family, frits or other

interests. Many individuals of the generation xénaxtnessed parents who have been paying for taghfor their

loyalty, so x generation tends to be more loydahtmselves than the organization.
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At the same time, they may be deeply committeché&ir twork, but less willing to sacrifice in thewhs than their
parents, and are less likely to delay life enjoy.

In addition to the differences between generatiomsjor changes have occurred in the faculty maskbich put
pressure on universities to consider more flexfmécies. Since most young women enter universitsird their
earlier reproductive years, and also large numlnéréaculty members have entered their 60s, colleged
universities must find ways to review and discimesunprecedented changes in the labor force (24).

The desire for flexibility and work-life balanceesvin the choice of discipline and expertise islent by male and
female students. Recent trends among medical studdiow that residency demands for expertise wihiferés
manageable (such as anesthesia and skin) andsaedrdamand for primary care has declined. Many gqeople
believe that they can succeed at the expense efdiml the health of their families and believe thatuller life
outside of medicine makes us better doctors” (25).

It is anticipated that in the next 30 to 40 yeé#ns, balance between work and life in the workpladebecome the
most important issue. This concerns specially milias led to action by corporations and even theegnment that
determines the day called "Day of work-life baldhicelreland, there is a month named "Work and Hamionth”
in America as well as consulting and start-up comgsmweb internet sites to spread the culture akviée balance
(26).

Therefore, more flexible policies should be consdefor faculty such as increased pre-tenure piofaty period,
the ability to transfer between tracks employmgatrt-time system, tenure-clock-stopping policies ¢are for
children, care for elderly family members and déseh and the combined employment of spouses thatgents
that the university have family friendly policiesdathinks of personal well-being of the staff.

For example, institutions that allow two track chas have been able to allow sufficient time onnba-tenure
clinical track for the faculty member to achieve tiecessary levels of scholarly activity. Thenlofeing a change
back onto the tenure track, the faculty member mayproposed for tenure. This flexibility serves faeulty

member and the institution by recognizing that mtiree is needed to achieve tenure rather than la ddic
appropriate talent or motivation. (27).

It should be noted that the environment and orgdiumal culture supports the use of flexible pelgciare
particularly important (13).

We believe that flexibility is very important andiuersities must be given increased competitioretouit talented
faculty and make faculty jobs more attractive. ©@héhe best ways to recruit and retain new and geufaculty for
longer is respecting and taking into account thiigabons and responsibilities as spouses and fthaeiilies. We
believe that flexible policies are win-win policiess both universities and faculty members.

Moreover, the results also show that faculty rearaint in most universities is decentralized andadpent-based.
It seems that the complex and nonlinear natureeskldpments have caused the decline of the feudabed
dominate a particular idea and gradually the grosnatovided for diverse individuals and groupgtoticipate in
organizational decisions (12). Due to the natur¢hefuniversity system, that is independence, anad&eedom,
professionalism, accountability, participation bpshuniversities, school and departments is inblgtin making
decisions (10).

Granting greater autonomy to universities and higpting the role of departments in decision-makiegpecially in
recruiting faculty reduces organizational hieraramgl enables the universities to respond more tyuiokchanges
in the environment. Moreover, with increasing décaization and giving more authority to universsj
departments and educational groups, needs, comslidgmd available local and regional facilities dan better
considered and will lead to better decisions. Gnanimore authority of decision to universities amalleges can
increase motivation for more achievements and agillse universities to choose higher goals whicliddead to a
higher performance level. Universities, collegesd adepartments, regarding this independence, shbeld
accountable for their decisions.
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