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Guidelines for the Dual Career Assistance Program 
 

Introductory Remarks 

The Office of the Provost’s Dual Career Assistance Program is designed to assist qualified partners 

of newly hired tenured and tenure-eligible faculty in obtaining faculty appointments at the 

University of Cincinnati. Non-academic positions such as staff or administrative positions are not 

typically considered part of this program; however, allowances will be considered in exceptional 

cases. These particular funds are targeted for faculty recruitment rather than faculty retention; 

however, allowances will be considered on a case-by-case basis.   

Program Requirements 

The Office of the Provost will provide partial, one-time support for faculty salaries up to two years 

(see appendix). Dual Career awards will be made when departments have met the following 

requirements: 

 Demonstrated academic program needs; 

 Support for the hire from the department/division as evidenced by an affirmative majority 

vote from the faculty (or group that votes) for the new hire at specified rank has been 

attained; 

 The Dean of the college endorses the hire;  

 The Provost approves the hire; and 

 The Associate Provost for Faculty Development and Special Initiatives approves the hire as 

a Dual Career hire. 

Board Rule Impact: Nepotism 

In the hiring of a qualified partner, nepotism must be avoided per Board Rule 3361:30-21-05.  

 

Hiring Categories, Policies, and Procedures 

The remainder of this document provides a brief overview of the partner-hiring policies and 

procedures for incoming faculty (Category 1: Pre-Hire) and current faculty (Category 2: Current 

Faculty). 

 

Category 1: Pre-Hire 
The Dual Career Assistance Program through the Office of the Provost provides administrative and 

financial assistance for applicants in this category. In this scenario, Board Rule 3361:30-21-05 on 

nepotism typically does not apply since the applicant is not yet formally employed at UC. 

 

Process: 

1) During the hiring process, the applicant notifies the search committee chair or his or her 

potential unit head/director that a partner is also interested in employment at UC. This 

notification typically happens after the potential new hire has received the initial offer letter. 

The finalist should be asked about the desired position of the partner (tenure-track, educator, 

visiting professor, etc.). 

2) The unit head/director or search committee chair secures a resume or curriculum vitae and any 

other materials conveying the interests and accomplishments of the partner and notifies the 

college Dean or designee of the desire to secure a position for the partner. Along with a request 

for consideration as a Dual Career hire, the Dean or designee submits the materials to the 
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Associate Provost for Faculty Development and Special Initiatives and notifies units within the 

college or other colleges who might potentially receive the partner.  

3) The Dean of the potential receiving college is strongly encouraged to seek approval to hire from 

the provost before beginning the hiring process. Depending upon the position sought, the partner 

may be invited by any potential hiring units to interview for available positions commensurate 

with his/her experience and credentials. Limited funding may be available through the Office of 

the Provost to assist with travel expenses. As noted above, the potential hire must fill a 

demonstrated need of the receiving unit and receive an affirmative majority vote from the 

faculty in the receiving department. 

 A position is not guaranteed and will likely depend on the existing needs and budget of 

the receiving college. 

4) Any offer of employment is made directly to the qualified partner. 

 

Category 2: Current Faculty  

The Dual Career Assistance Program through the Office of the Provost may provide administrative 

assistance but typically does not provide financial assistance for applicants in this category. If a 

faculty member currently employed by the University of Cincinnati has a partner who later seeks 

employment at the university, Board Rule 3361:30-21-05 on nepotism applies. Therefore, a specific 

set of requirements and processes must be followed. 

 

Process: 

1) The currently employed faculty member notifies his or her unit head/director that a partner 

situation exists. The head/director then notifies the Dean or designee, who then is typically 

responsible for initiating the process. From this point forward, the current faculty member must 

not be involved in the proceedings of the partner’s potential hire in any way. Any inquiry into 

the process, including contacting anyone involved may be considered a violation of Board Rule 

3361:30-21-05. 

2) It is the responsibility of the college Dean or designee to contact the partner to discuss the 

desired position (tenure-track, educator, visiting professor, etc.) and secure a resume or 

curriculum vitae and any other materials conveying the interests and accomplishments of the 

partner. The Dean may notify units within the college, or other colleges or units who might 

potentially receive the partner of the interest of the partner or request the assistance of the 

Associate Provost for Faculty Development and Special Initiatives with this step. If an 

exception is made and funding is requested, the Associate Provost for Faculty Development and 

Special Initiatives must be informed of the prospective hire.  

3) The Dean of the potential receiving college is strongly encouraged to seek approval to hire from 

the provost before beginning the hiring process. The partner may then be invited by any 

potential hiring units to interview for a position. The potential hire must fill a demonstrated need 

of the receiving unit, and the faculty in the receiving unit must support the potential hire through 

a majority vote. 

 A position is not guaranteed and will likely depend on the existing needs and budget of 

the receiving college. 

4) Negotiation is carried out directly with the partner, and any offer of employment is made 

directly to the partner. 
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Note: according to the Board Rule, the definition of “relative” includes a “Spouse” but this 

definition does not include a “Partner” at this time. This rule is currently being amended to include 

“Partner.” 

 

Appendix: Allocation of Strategic Hiring and Dual Career Assistance Dollars 

 

The Strategic Hiring Opportunity Program and Dual Career Assistance Program provide bridge 

funding to support hires that will be fully funded by the candidates’ respective colleges, schools or 

departments within two years. The Office of the Provost will seek equity (rather than equality) in 

the distribution of funds across the university and will distribute funds on a percentage basis to each 

receiving college based on the total number of requests received. Applicants hired through either 

program may not be funded by multiple hiring initiatives in the Office of the Provost.   

 

Each year the Office of the Provost will receive and approve requests for funding through the 

Strategic Hiring Opportunity Program and the Dual Career Assistance Program. The annual cycle 

will be as follows: 

 

May 1 – April 30 – will be calculated and awarded for the following fiscal year. 

 

The Associate Provost for Faculty Development and Special Initiatives will add the approved 

candidates to the comprehensive list of requests. At the end of each cycle (see above) the requests 

will be totaled. If the total exceeds the amount available, there will be a proration and awards will 

be made based on the percentage each request represents of the total requests. The award will be 

divided equally over the two years. If the total is less than the amount available, each award will be 

for 50% of the initial starting salary divided equally over two years. 

 

 

 

 

 

 


