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The effects of part-time work on women’s occupational
mobility in Britain: Evidence from the 1958 Birth Cohort
Study

Abstract

This paper aims to examirtbe effects of working partime on the occupationahobility of
British women who were born in 1958argescalenationally representative longitudindata
from the National Child Deslopment Study provided information amomer(3 occupational
careers between the ages of 16 &6d Occupations were rankdzhsed on theccupationOs
hourly average earnings of fillme workersOur analyses show\eary stronglink betweerfull-
time/parttime transitions and the incidence of downward and upward occupational mobility over
womenOs lifeourse. The probabities of occupational mobility we affected by womenOs
personal traitsthe supplyside factorsand byoccupational characteristicBemaneéside factors
has an evemore pronouncednfluence The most frequent victims of downward mldfion
moving from full-time to paritime work wee women at the top lewelof the occupational
hierarchywho worked in mal&lominated or mixed occupatiartsowever, at higher occupational
levels,theincidence of downward mobility vedess if there wiee moreparttime jobs available in

theoccupatioal group
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The effects of part-time work on women’s occupational
mobility in Britain: Evidence from the 1958 Birth Cohort
Study

Introduction

Parttime work started to grow in the 1960s in Britain and quickly became synonymiibul®w

paid jobs inboth the serviceand manufacturingectos, occupied primarily by women with
children. There is no doubttiis also popular in other countries well (OOReilly and Fagan
1998; Blossfeld and Hakim 1997). Thexee supply side attrdmns to mothers of working part
time, but it is clear that employers, on the demand sicdie tliese jobs very attractive poovide

for greater flexibility which enable therto match the working patterns of their workforce to
fluctuations over the day drweek in customersO needs for service (McGregor and Sproull 1991;
Hunter and Macinnes 1991; Gragit al. 2005). Partime jobsare strongly associated with the
family responsibilities starting withmothers@irst returrs to work after childbirth. Nearlpne

half of all employed womenOs jdbsBritain were pardtime in the 1970s and early 1980s and
approximatelytwo thirds of the jobs they took on first returning to work after childbirth (Etex

al. 1993; Dex and McCulloch 1995pespite its popularity aong mothers, disadvantages of
working part time have been noted with parte pay penalty, when compared with ftithe

jobs (Joshi and Paci, 1998; Manning and Petrolongo, 2008), and in an associatiortiofepart
hours with downward occupational mobilityspecially over childbirth (Dex, 1987, 1992, Dex et

al, 2008; Smeaton, 2006). However, little investigation has taken place into the effects later in a
career of taking a part time job earlier in a working [ifeis paper sets out to examine the effects
of working parttime on the occupationahobility of British women who were born in 1958.
While thissingle cohortwill not allow us tomake general statement on the nature of association

of parttime work and workife occupational mobility for the popation at largetheir career



progressiorup to 2004, age 46 of interestfor evaluating gender equality and its barriers in this
particular generation. While there are known penalties attached to working part time immediately
after childbirth, the sadled Ohidden brain drainQ (Darton and Horrell, 2005), there are still
unanswered questions about the longer term effects on womenOs careers, and by implication, or

gender equality.
Part-time work and career mobility

Research on examining the associatibparttime work and women@scupationatrajectories

is not extensivegxcept in the window over first childbirtalthough some investigations of
working parttime on subsequent employment patterns have been undertaken (Burchell et al.,
1997; Francescomnd Gosling, 2005)Early researchin Britain found that movingdown the
occupational scale wagenerally linkedo taking up partime jobs (Elias and Main 1982; Martin

and Roberts 1984; Joshi 1984; Stewart and Greenhalgh 1984; Joshi and Newell 19838 Dex
Smeaton, 2006 Jacobs (1999) also shedthat there was considerable occupational mobility
over womenOs lifetimes, as measured by the-Bojdthorpejob desirability index. Alsobeing
childless as well as being highly qualified helpedachieveupward occupational mobility
whereas being employed pérhe did not. Cromptoet al. (2003) found in the smasicale study

of several workplaces Britain that even in more progressive firms, women who tookjpag

or career break options were not @egarily making career progression at the same rates as men
thereafter.Examining worklife occupational mobility using the 1958 and 1970 British Birth
Cohort Studies,Bukodi and Dex(20() also point out that holding patitne jobs significantly
decreasesvomenOs chances of upward mobility and makes downward moves more probable
However, this research also demonstrates that women whontarepast work experience in
parttime jobs donot appear tte at greater risk of downward or upward occupatiomatbility

after controlling for a wide range of individual characteristitsfmeisterOs (2006) results show

that in the US paitime work increases both the chance of upward mobility and the risk of



downward mobility. But in the Netherlands women in fiame employment are much less likely

than fulktimers to make occupational moves of either direction (Kalmijn and Luijkx, 2006).
However there is no existing researaxaminng the extent to which womés transitions
between fullitime and partime workare Inked to their risks of downward occupational mobility

and their chances of upward mobility and what might be the underlying mechanisms behind this
linkage Connolly and Gregory (2008gs an exceptiofoundthat about onguarter of women
switching from tll- to parttime work move to alower-level occupation.But they applied a
rather crude l®ccupatiorgroup classification ranked according to the average occupational
level of education for measuring womenOs occupational standing; they did not iteyestiga
equally detailed way, the chance of upward occupational mobility on switching out -bimpaurt

to full-time employment.

The above findings raise at least two questidinst, why do womentend tobe overrepresented
in parttime work, and seconayhy do they tend to experience downward occupational moves as
a result of taking up patime jobs. There are supply and demand side contributions to answering

these questions.

Francesconi and Gosling (2005) clearthe mainly supphside correlates oBritish women

working parttime as having lower educational qualificatiarsl having a child aged-8. They

also revieved the economic and sociological theories that have hessd to explain an
individualOs choice of paitne hours. Factors like preferesscand attitudes have to be brought

into these theories to underpin the more visible economic force of labour immobility at work,
such as less willingness to travel any distance to work, and searching in a constrained spatial area
(see Blossfeld and Hakif997; OOReilly and Fagan 1998; Hakim 2000). There is no doubt that
an important reason for why many women work piane, therefore, is to combine work and

caring responsibilities



The view that the patime work decision is a choicemade on the basisf anderlying
preferences for the majority of women is an argument suggested by Hakim (2000). Hakim calls
women who give family commitments priority and prefer to base their work commitments around
their family commitmentdaptive workersin contrast tdyome-centredor work-centredwomen.
However, Grangt al. (2005) suggest a preference for garte hours is only one of five reasons
why women would take a patitne job that is below their potential, and the other four reasons

aremorerelated to constrais they face.

Blossfeld and Hakim (1997) charted the macro background to the growth dginpaijobs in

sectoral change and growing competition. Western economiesO production and employment have
shifted out of manufacturing into service industries, andehmoved towards being 24
societies. Paitime jobs offer employers greater flexibility, and they offer customers longer
service or business hours over the day and week and move in the direction of treating workers as
a reserve army of labouin the USA parttime jobs have expanded, especially in the eighties,
because employers view them as efficient means to cut labour costs, and not because more peopl¢
prefer working part time (Tilly 1991; Kalleberg 200@rantet alOs (2005) recent smatlale

study of employes alsofound thattheir rationaldfor using partime workwas either tasked or
demanded. However, if employerthink they need to employ more workers in flexible positions

in order to compete, theyill also need to invest in the mainter@ and trust of their workforce.

This leads to a segmentation of the labour maikét, Ocore® and OperipheryQ, a tendency that
was describeth theearly 1970s (Doeringer and Piore 1971). The core segment offertelong

stable employment with structed and predictable career opportunities. But jobs on the
periphery, e.g. patime work, have lower skill requirements, lower wages, fewer career
prospectsand higher risks of job losdn the case of Britain OOReilly and Bothfeld (2002) and
also Gash (20B) showed that only a small proportion of women are able to usémartvork as

a bridge to a secure fuiime work career, and a substantial proportion end up dropping out of

employment, suggesting the high relevance of the segmentation theory ilabdmesemarkets.



Parallel to the growing flexibility of the labour market, advanced societies have experienced a
large increase in demand for both highly qualified personnel and for workers-skilted, and
low-paid jobs, chiefly due to the expansionsafvices and also to technological developments.
This polarisation is already wallocumented fothe USA (Wight and Dwyer 2003; Presser
1995), but also fothe UK (Goos and Manning 200European Foundation for the Improvement

of Living and Working Condions 2008, and may contribute to the further segmentation of the
labour marketswhere many of the rapidly growing lelevel jobs are in fact highly Ofeminized®

e.g. care and education assistants, nursery nurses, hospital ward assistants. In athénevord
lower tier of the employment structure appears to be increasingly dominated by Ofemale jobsO.
Studies addre@sg the relation between occupational sex segregation and employment status
argLe that sex segregatian Europeis higher in partime thanin full-time employment (Martin

and Roberts 1984; Fagan and Rubery 1996; Hakim 1997; ®imith1998). The constraint of

high costs of childcare, or low levels of its provision have also been argued to fuel the supply of
parttime work among less quaid mothers(Dale 1987). If partime jobs are segregated by
gender,and a nomegligible proportion of them aia the bottom of the occupational hierarchy,
then switching out of fultime to paritime employmenis likely to involve substantial downward
occupational mobility. Thisnay beespecially the case for women who start out working in-+mnale
dominated or mixed occupationssamehigher levels of the occupational hierarchy. Blackwell
(2001)in factshows that women switching from fiime to pat-time work wee most likely to

move to more feminized occupations, and also tend to be downwardly mohgesegmented
labourmarket theory wouldlsosuggest that women in lelevel, femaledominatedoccupations

are unable to escape frahrese jobseven i they switch out of pattime to fulktime work.

Following the arguments ohé well-known human capital theorywe can also expect that
women working in femakelominatedoccupations (anchostly atlower levels of the occupational
hierarchy) are less likgto experienceipwardoccupational mobility on transition from pdine

to full-time work, but also downward mobility when switching out of -futie to parttime
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employment The argument here is that women who anticipate intermittent employment &nd par
time workD mainly over child rearin@invest less in training and skills required Fagher level

paid work (Polachek 1976). Thus, those who opt for Oetgyesd jobs would be concentrated in
maledominated or mixed occupatiomsth higher risks of dwnward mobility once deciding to
move to partime employmentwhile those who anticipate discontinuous employment careers
would be concentrated in the less efiotensive femalelominated occupations (Corcoranal.

1984).

Another possible demargide reason for women experiencing downward occupational mobility
when taking up patime jobs is that they are constrained to accept lower quality, in most cases
lower paid jobs, because of the lack of opportunities with their current emptmyand in the
current occupationso work parttime. Connolly and GregoryOs (2008b) analyses covering the
period of 19912001 and a sample @&ritish women of all ages found that having a-pohool

child contributel to the total risk ofmoving to an occupation withower qualification
requirements by onl$-5 per cent. Howevethe lack of partime opportunities in occupations

adced a further 35 per cent to the risk.

In sum, the linkage between fdiine/parttime transitions and occupational mobility is marked.
Apart from supplyside factors, this relationship is strongly determined by dersmiedfactors,

such as occupational sex composition or the availability oftpaet jobs in occupations. There

are some reasons to believe that the risk of downward mohiligpmdching to partime work is

high in maledominated and mixed occupations, especially if there are ndip@&bpportunities

in these occupations. Also, there are good reasons to believe that both the risks of downward
mobility and the chances of upwdamobility are relatively low in femaldominated occupations,

even when switching out of paitme to fulktime work, suggesting a Oghetto effectO in these

segments of the labour market.



This paper aims to contribute to our knowledge about the efféctgoking part time on
subsequent career progression by addressing a number of research questions with data on

occupational careers from a large longitudinal birth cohort born in 1958.

(1) The first ishow far women switching to patime work tend to movéo lowerlevel
occupationsb based on average earnings in occupatienand how far those switching out of

part-time to fulltime work tend to move upwards the occupational hierarchy.

(2) Our second research question askeether, if differences in madity chances of moving
between partime and fulltime work do exist, are these differences the same at each level of the
occupational hierarchyr do women at higher occupational levels experience more status loss

once switching to paitime work or gairmore once switching into fufime employment

(3) The third research questiortaswhat extent the incidence of occupational mobility on moving
between partime and fulltime work is affected bgemandside factors, such agccupational
sex segregatiom the labour market as well as by the availability of garte opportunities in

occupations.

The 1958 cohort data

The data we use to investigate #ndent to whichwomen experiencedownwardand upward
occupational mobility when they maddetween fuktime andparttime work come from the
employment histories of the 1958 British Birth Cohort members, the National Child Development
Study (NCDS). NCDS is a nationally representative longitudinal survey of over 17,000 births in
1958 followed up until agé6. NCDS contains detailed employment, occupational and education
histories for its members since leaving {the education. Our basic concern here is to design
analyses so that we can examine the extent to which women change occupational position on

switching between patime and fulitime employment. Therefore, this study makes use of the



sweeps conducted at age 23, 33, 42 and 46. Thesefatacludes recall information on each job
respondents had héldhe timing of job changes recorded in months, dccupation into which
each job fefl and whether cohort members were employed-timé or partime’. In the
subsequent analyses we considely OsignificantO jobs: i.e. those that lasted at least 3 months

and were taken up after the age when coherhbrers first left fulltime education

Given that we use several different sweeps of a longitudinal survey, the problem of missing data
emerges. NCDS has suffered considerable attrition of respondents across successive surveys a
well as a nomegligibleamount of item nomesponse. Hawkes and PlewisOs (2006) examination

of attrition and nofresponse, however, found few significant predictors ofnamaom loss in

the NCDS. This suggests that the data we use here are reasonably representative of the

popuktion.

Occupational histories were available for analysis from just over 7000 wdrakle. 1 displays

the summary of employment status histories of NCDS women bearing in mind the data are
censored at age 46. Approximately one third (34%) of these womgrewer engaged in spells

of full-time work and 4 per cent of them only ever worked pane; 29 per cent of them
experienced the transition from fdiine to parttime work. Also, 17 per cenbf NCDS women

had followed the transition from fulto parttime by a move back into fulime workby age 46,
implying that previous fultime employment is likely to lead a considerable proportion of part
timers to move back to futime work in Britain like in the US (Blank 1998urther12 per cent

of the NCDS wmen experienced multiple transitions between-tfole and partime

employmentt

Insert Table 1

Since we wish to examine the chances of moving up and the risks of falling down the

occupational hierarchy, we need, first of all, to construct an occopasoale in order to make
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reliable measurements of these moves. This immediately raises the problem of what one means
by the quality of occupations. There is a wide range of attributes of occupations that may matter
to people. Accordingly, there are a noen of ways and methods to design an occupational
ranking schera (see Goldthope and Hope 197#eiman 1977 Stewartat al. 1980; Nickell

1982; Ganzeboom and Treiman 19%@arrenet al. 1998;Chan and Goldthorpe 2004). However,

as one of the most importaattributes of occupational quality is pay, in this paper we use a
ranking schema based on occupational wage rates. This scale was devel&uadiyet al.
(forthcoming) and is based on the mean hourly wages ofifudl workers in each occupation

(see Aopendix Table A). The scale is strongly correlated (0.850) with the more frequently used
international scale of occupational prestige, i.e. SIOPS (Treiman 1977), but is a much better

reflection of the income dimension of occupational position than geesti

Occupational mobility on transition between full-time and part-time

work — a descriptive view

In order to provide a general context for the analyses that follow, we first show the amount of
occupational mobility that NCDS women experienced over #maployment careers up to age

46 (Table 2)When defining occupational mobility, we use two approaches. In the first exercise,
downward mobility is recorded if a job shift entaalsy decrease in occupational score, i.e. when
the score attached to jpbl is lower than that of jop taking every job that a woman has had
over her career into accouWhen the shift leads to any increase in score, it is taken as upward
mobility. In the second exercise we only considger-band mobility. For this purpose, we
convert occupational scores into temad bang, each covering approximately 10 per cent of the

distribution of scores. We then defined mobility as moving adhesse banslof the occupational

11



scale. Downward (upward) mobility is therefore recordethef score attached to j¢bl is in a

lower (higher) level of the occupational scale than that of.job

From the panel of Oany moveO of Table 2 it can be seen that only about a quarter of the NCDS
women havenot experienced either downward or upward wgEational maility up to the mid

forties. Twentytwo per cent of therhad one occupationahangeonly, but morethan a half of

them hadchanged their occupational positions at least twice over their employment careers.
Upward mobility is clearly more fregnt than downard mobility, indicating upwardareer
progression taking place overall. Ten per cent of women had two or more upward moves and no
downward move over their careers, in contrast with the 3 per cent of women who moved down
the occupational hrarchy more than once and never experienced any upward move. However,
the most frequent event is when aman experiencedoth upward and downward occupational
mobility in the course of her work career (42%j)dicating a considerable degree of career
instability. The second panel of Table 2, which describes occupational movements applying the

(nter-band mobilityrule®, gives essentially the same pattern of results.

Insert Table 2

Since our main focus is on the occupational mobility associated withiparand fulitime work
decisions, Table 3 shows the incidence of mobility on switching betweetnielland partime
employment.The figures in this table are based on analyseanoDeverypeO datset which
transformed the data on women® job hesdrito a persemonth file. To reduce the number of
records that were generated in this way, we grouped job durations interibingle periodsThe
transition from fult to parttime work in two consecutive threenonth period®f the occupational
historywas an infrequent event, involving only about 1 per certldfansitions. However, once
having switched to pattme work the persistence wehigh; 30 per cent of transitions invoiive

those in which partimers remaied in parttime work in thenextthreemonth period. Although,

12



it is far below the 68 per cent persistence rate oftiimérs parttime work wa, on average, not

a shoriterm episode ithesewomenOs work care®rs

The occupational stability wsa very high for women who remad in parttime or fulttime
employment, irrespective of how we defiheipward and downward mobility. However,
transitions between futime and partime workwere much more likely to result in changes in
occupationaposition For women who switad from full- to part-time work, downward mobility

was the mat frequent experience, while for those who swettfrom parttime to fulktime work
upward mobility wa the dominant occupational move. If we apply the Oany move ruleO, almost
one half of women switching into patime work move down the occpational scale. The
proportion wa somewhat lower using that@r-band moveO approach (42%). More or less the
reverse patterwas apparentor women who switobd out of paritime to fulttime employment.

In sum the commorassociation between downward occupational mobility and rgdvam full-

to parttime work wa visible in thee NCDS womenOs experiences. Perhaps what is less
commonly noted is that mosefrom part to full-time work wee also subject to downward
occupatimal mobility in 21 pe cent of transitions, ani approximately the same extent (23%),

moves from fuH to parttime work resulted in upward occupational moves.
Insert Table 3

We also uniquely examidethe duration of time spent in downgraded occupatipoaltions on
moving from fulttime to parttime work B using the iBter-band moveO approach. As Table 4
shows around 42 per cent of these downgraded positionsdasbre than ten yegrand only 16
per cent of them we shorter than two yedrap to age46. This indicates that concomitant
downward occupational mobility can lead to a lengthy spell of workimgw-level occupational
positionsfor women moving from fultime to partime employment. It ishereforenot merely a
brief interlude. Howeverhere are notable differences by occupational letity-threeper cent

of downgraded occupational spelvae longer than ten years if womenQOs jobbsri® the fifth

13



level of the occupational hierarchy before moving to fiane work (clerical and seetarial
occupations etc.). This figuris only 30per centif womenOs joblsefore switching to patime
employmentwere in the top levebdf the rank (e.g. legal professionals, business and financial
professionals). But in the latter case the chance aipational recovery, i.e. the proportion of
women returning to ap that falls into the tenth levef the occupationalank, wa very low, 5

per cent. To some extent the figures may retieetfact thatess qualified womenvere having

their children atyounger ages compared with highly qualified womérmo were haing their
children at older ages, the lattbereforehaving had less timep since childbirth up to age 46,

to recover lost occupational status. None the less, women in top occupatioti@hp@gno move

to parttime work may experience lengthy or even enduring adverse effects on their career

development.

Insert Table 4

Modelling occupational career mobility

Methods, variables

In order to help understanthe underlying mechanismis the links between occupational
mobility and transitions pattme and fulltime work we now turn to multivariate analyses. As
mentione¢we transformed womenOs work histories into pgvednd data, and we can therefore
employ a standard method, binomial ikigp regression, for analysing discrete response data.
When analysing work trajectories, events such as upward and downward occupational mobility
may occur more than once to an individual. Repeated events lead tclevélvbierarchical
structure, wherevents are nested within individuals. The duration between events for the same
individual may be correlated, sinchete may be unobserved individisglecific factors that

affect the hazard of the occurrence of eagént To allow for the dependence bewrverepeated

14



events for the same individual, statistical models will be used in which unobserved characteristics

are represented by random effects.

We modetd the probabilities of a downward (upward) move occurring in a particular-three
month period. We apyp the Ointeband rule®, i.e. downward (upward) mobility is defined as
moving downwards (upwards) across tbeelsof the occupational scal@. discretetime evert

history model for downward mobility can be written in the following way:
Logit pDOWijt= BODOWDijt + BIDOW XDovvijt + uDovvi ’ 1)

where we denote tquo""ijt the probabilityof adownward occupational moveuring threemonth
time periodt in jobj for individuali. po°°" Dj; is the baseline function that is a function of job

duration and sgpred job duratiorv,(Do""ijt are covariates affecting the probability ol@vnward

DOW

move andu iis an individuallevel random effect.

In explaining womenOs occupational mobility, we include a wide range of personal and

occupational characteristics@r models. These include the following.

Employment transitiongOur main explanatory variable of interest is the transition between full
time and partime employment. We therefore constructed a set of dummies which euifzat
each threemonth period whether the cohort membeaontinuedin full- or parttime work,
switched out of fulltime into paritime employmentor switcted from parttime to fulttime

work.

Cumulative labour market experienck set of variablesapturedaspects of individuals® Wor
experience gained up to the point @ftering the current joblinear and squared forms of
cumulative amounts of work experience (measured in montai® includedand the percentage
of previous labour force experience spent in-tiaxe employment. Fraresconi and GoslingOs
(2005) analysis of partand fulttime employment found that an additional year of a woman
working parttime (full-time) considerably increased (reduced) the likelihood of working part

15



time in the future. One may expect, thereforat tthhe accumulation of patitne work in an
employment career is likely to reduce the chance of upward mobility, as it represents slower

accumulation of human capital.

Past occupational mobilitySince previous research (e.g. Jacobs 1999nd@ynand Gregory

2005) suggestethat individual® mobility chances and riskspened on their past occupational
mobility histories, the models incorpordte variable to characterise womenOs occupational
trajectories up to the point of entering their current joisindjuishing the following categories:

no significant occupational change; at least one upward move, but no downward move; at least

one downward move, but no upward move; both kinds of move.

Levels of qualificationThere is abundant evidence that higheounts of human capital make it

less likelyfor an individualto experience downward occupational mobility, whereas women and
men with greater amounts of human capital will be more likely than others to make upward
occupational moves, after controllingrfother factors (e.g. Blossfeliills, and Bernard2006).

To capture the effects of human capital endowments, we irthudienevarying variable of the
highest level of qualification attained up to the each thmeath period, distinguishing the
following categories: less than O level (equivalent to general elementary and basic vocational in
the widely used international CASMIN classification (see Brauns and Steinmann 1997)), O level
or equivalent (lower secondary), A level or equivalent (higher secgndaubdegree /

professional qualification (lower tertiary), and finally, a degree qualification (higher tertiary).

Family responsibilitiesOur models incorporatehe numbeof children the respondent hagd to

each threemonth episodefurther, two dmmies indicated whether the cohort member aag
children under the age of 6 and between the ages of 6 amal tbéhe start ofeach threanonth

period. We includé these variables because many womenOs labour market careers are limited by
their family responsibilities, and indicators on dependent children may tap, at least partly,

potential differences among women in ssdfection processes.

16



Career preferencedn general, we would expect women with aspirations for having a job with
good career prospeots decent pay to be more successful in moving upwards and be less likely
to move down the occupational hierarchy. Aspirations that are mainly for convenient working
hours are usually cited as the major cause of women opting fetirparjobs after childioth

(Hakim 2000). We would expect to see, therefore, a higher risk of downward occupational
mobility, and possibly a lower chance of upward occupational mobility for women with such
aspirations. Most often we do not have data on job aspirations or pfeli@ crossectional or

even in longitudinal surveys, and this becomes part of the unobserved heterogeneity captured in
residuals. However in the NCDS data at ages of 11 and 23, details of job aspirations were
collected. The cohort members were giveisiaof job attributes and were asked to select three
that might be the most important, the second and the third most important to them in choosing a
job. These job attributes were the following: convenient hours and conditions, variety, chance of
promotia, the chance of being in chargeather people, the chance to be your own boss, a clean
job, the opportunity of helping others, not too much responsibility, working with hands, the need
to think, outdoor work, and good pay. We constructed a set of durarigbles where the value

of 1 indicates whether or not the female respondent selected that particular job atibaieg
important In order to transform these possibly correlated items into a smaller number of
uncorrelated variables, waarried out Rctor Analysis,separately for items at age 11 and [23.

both cases the analyses have yielfted component factoravhose loadings were extracted as
factor scores for each respondent, explaining 44 per cent of the total variation of all items. We
labelled thefactorsas follows: Qinteresting and useful smeanual jobd (preferences for need to
think, variety, the opportunity for helping others); Ogood career prospectsO (preferences for chance
of promotion, good pay, being in charge for other people)d@myimanual job, being own bossO
(preferences for outdoor work, the chance to be your own boss, working with hands); Oconvenient
working hours, good conditionsO (preferences for convenient hours and conditions, not too much

responsibility, a clean job).hHe threemonth episodes starting from age 16 up to age 22 are

17



assigned scores of these components based on the data from age 11, episodes starting from age 2
are assigned scores based on the data from age 23. If data on job aspirations are missing in the
sweep conducted at age 23 but are available at age 11, scores of the components based on th
agell-survey are carried on over the whole career. But we also added a dummy variable to
capture Omissing valuesO on these measures if data on job aspiesgions available at ages

11 and 23%r were available only at age 23.

Occupational levelThe career mobility literatureuggestghatthe better the current occupation

an individual holds, the lower the chances of upward and the higher the risk of downward
occupational mobilitycf. Sorensen and Tuma 1981). However, one may expectiaoootonic

effect of current occupational position on further mobility chances and risks. It is for instance
conceivable that working in a logtatusoccupation decreases théds of downward mobility but
working in arelatively high-status job does not necessarily increases the risk. To control for the
non-monotonic effect of occupational level, we include a set of dummies in the models indicating
thelevel of the occupatioriacale to which the womanOs current occupation bel®hggerson
periods wheré¢he score of respondefiturrent occupatianfdl into the 18" (the ) decile of the
occupational hierarchy we omitted from the analysis of upward (downward) mobiligcause

in these periods respondsmere not at risk of moving further up (down) the occupational

ladder.

Sex composition of occupatiorfSome previousresearch findings suggest that itnmich less
likely that a woman who works in a mademinated (or nxed) occupation experiences upward
mobility (e.g.Reskin and Hartmann 1986; Reskin 1988; Kalmijn and Luijkx 2OBGwever,
there aralsostudies suggesting women have equal career chances to men-glomatated and
mixed occupations (e.g. England 298ultin 2003). In order to examine thisatterfurtherin
relation to transitions between faline and partime work, our models incorporatiea variable

on occupational sex composition. This variable represents the percentage of womexligittwo
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occupational (SOC90) categories, and originates fromUKepopulationCensuses conducted in

1991 and 2001. The thremonth episodes starting from 19ug to 1991 wee assigned a value

for occupational sex composition calculated on the basis of the 1991 cepmasles starting

from 1992 up to 2004 are assigned a value for occupational composition calculated on the basis
of the 2001 census. Since previous literature suggestiineam effects of sex composition on
womenOs occupatiordiances, the continuousase wa transformed into a categorical variable,
distinguishing between mattominated (where women account fe29.9%), mixed (3¢59.9%),
femaledominated (6689.9%), and heavily femalgominated (961.00%) occupations (cf. Chan

1999).

Part-time opportmities in occupationAs mentioned, e availability of partime opportunities
might be one othe key demaneside factors in determining womenOs risks of downward and
chances of upward mobility. We tiefore constructed a variable to capture demahd,
proportion of partimers in the twedigit occupational (SOC90) categoriesing the datdrom

the 1991 and the 2001 censusdse Threemonthepisodes between 1974 and 199tenassigned

a value for partime opportunities calculated from the data of #1891 census, and peds

starting from 1992 onwards veeassigned a value calculated on the basis of the 2001 ¥ensus

Descriptive statistics for all the covariates are presented in the Appendix (Table A2).

Results'!

Table 5 reports the effects of emyhoent transitions on the probabilities iafer-level upward

and downward mobility. This model includes only the dummies for employment transitidns
the function of job duratianClearly, moving between employment statuses makes occupational
mobility much more probable than remaining in either {iane or fulktime work. In accord with

the resul$ of Table 3, women who switeld from parttime into ful-time employment we more
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likely than those switching into patitne work to moveup the career laddemdless likely to
move downwards. In fact, the probabildy upward mobility for a woman switching from part
time into fulttime work was 169 per cent (8°%°B1) higher than for her counterpart switching
from full-time to paritime employment and thergbability of downward mobilitywas 69 per

cent (€"1°°B1) lower.

As regards the effects of job duratioregative dependence prevails: the longer the job spell,
lower the probabilityof a downwardor an upwardccupational movealthoughthe signifcant
guadratic terms gpbb durationindicates that after an initial drop mobility rates, these effects

leveled off.
Insert Table 5

A wide range of other covariates were thatroducedto capture personal trajtsupplyside
factors, (labour market xperience, past occupational history, qualification, dependent children,
and jobaspirations) occupational characteristied demandide factorgcurrent occupational
position, proportion of pattimers in occupation, and occupational sex compositiés)lable 6
indicates, controlling for these variables generally brings some reduction in the size of the
coefficients for transitionbetween work hourdutin the case of upward mobilitthe size of the
coefficient forswitching fromparttime tofull-time employment somewhat increasé&tius,the
odds of upward (downward) mobility with transition from pimie to fulktime employment
remaired very strong. Theprobability of an upward move waX2 per cent higher for the
transition from fulitime to partime work than for the transition from futime into paritime
employmentand the probability of a downwdimove wa & per cent lower. This indicates that
transitions between futime and prttime employment themselves rgestrongly associated with

upward and downward occupational mobility.

We now summarize the effects of personal characteristics on the probabilities of upward and
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downward occupational mobility (Table 6). Consistent with findings of other studies on British
womenOs career mobilitygeGolsch 2006), chances of occupatlanability in either direction

were higher over the first phase of employment careers: the more work experience women
accumulated, the lower the probability of their moving downwasdsupwards. But the
significant quadratic terms of employment experience indicate that these effectedeu!
Contrary togeneralexpectationput in line with our previous results (Bukodi and Dex, 2009),
those womenvho had a higher proportion of their emplagmh careers in patime jobs werenot

at greater risk of downward mobilityand wee not less likely than those with less garte
experience to move upwardscépational mobility history between labour marketry and
current job influencethe chances and the risks of furtbecupational movemegtoffering clear
evidence for path dependence. Women who experienced ocagbatiofts in either direction

were more likely to move than those who have stable occupational careers. It is apparent from
Table 6that qualifications &d a systematic effect aimnesewomenOs occupational mobility. The
higher the educational level attained, the more likely a womvas to move upon the
occupational ladder. Likewise,igier levels of educatiomppearedo decrease the risk of

downward mobity.

The importance of the presence of dependent children on th@npartiecision can be seen in
our preliminary resultgnot reported hereWomen with a child under age 6 rgemuch more
likely than childless women or those with schagk children tewitch to partime employment.
However, womenOs ammtional movement werkess depereht on whether or not they had
children, after controlling for the transitions between-fufle and partime employment as well
ason a wide range of personal and opational characteristics. Tineore children a woman had,
the more likely she movedown the occupational hierarchigput she wa no less likely to
experience an upward movelaving a preschool child didna have asignificant effect on
womenOs occupatidmaobility. At the same time, the presence of a primary or secondary school

age child decreasl the likelihood ofany occupationamobility. It may be due to women with
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school age children being more likely than childless women or those wis$cipoel chid to
experience a number of career breaks over their working lives. Also, frequent intermittent work
spells may decrease the likelihood of moving in either direction along the occupational ladder.
However, even after controlling forveide rangeof individual attributes, child and early adult job
aspirations hadhotable effects on womenQOs occupational mobility. Womenewpiessed a
preference foan interesting and useful nomanual jobor for good job prospects weeless likely

to experience a downwardave and at least in the case of preferences for useful johs mere

likely to experience amupward move than thoseith other preferences. In contrast, having
stronger preferences for convenient hours and good wamiitions significantly reducethe

probability of upward mobility.

We now turn to the effects of occupational characteristics on womenQOs occupational mobility. In
a model including only occupational level in current job as an additional covariate (not reported
here), its effectwas as expded. Working in higHevel occupations increases the risk of
downward mobility by more than the chance of upward mobility, with the reverse fdevelv
occupations. However, incorporating variables occupational sex segregation aride
proportion of p&-timers inthe occupationchanged the pattern, at least in the case of downward
mobility. Compared to women in middling occupational positions, only @lgagsO, those in the

top decileof the occupational hierarchywere more likely to move downward$his indicates

that sex composition and/or tlack of) availability of paritime employment in the occupation

may have an especially strong impact on the risk of downward malatityomen working in

thehighest paid occupations

Women being employedn femaledominated, especially in heaviljemaledominated,
occupations we less likely than those in mixed or maleminated occupations to climb up the
occupational hierarchy, in line with both the segmented laboukanand the human capital

theorie® expectationsThe likelihood of downward mobilityvas also significantly lower in
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femaledominated occupations than in mixed ones. In other words, our findings intlieate
wasa strong occupational stability in femaleminated occupations. It is caieable that the
morework experience is accumulated in these types of occupations, the lowietiod of

exit out of them, which in turn reduces the chance of upwadidipationalmobility but also

reduces the risk of downwaatcupationamobility.

Even after controlling for occupational sex composition, a higher proportion etirpartvorkers
in womenOs curreotcupatioal groups decreasetie risk of downward mobilityand slightly
increased the chance of upward mobility, pointing twoeanegligble role of the availability of

parttime work opportunitiesn womenOs career mobitity

Insert Table 6

Occupational characteristics and transitions between full-time and part-time work: the

joint effects

Having established a clear association betwten probabilities of upward and downward
mobility and occupational level, sex composition and the proportion oftipets in the
occupation further questios arse about whether or not theassociatioa vary withtransitions
between fulltime and partime work Should we expect, for instance, chances of upward and
risks of downward moves at various occupational levels to depend on whether women switch out
of full-time to paritime work or on whether they switch from p#rhe to fulktime employment?

In other words, are there joint effects of occupational characteristidsasnsitionsbetween fuH

time and partime work on the occupational mobility? To examine this, we calculated the
probabilities of women being downwardly and upwardly mobile iy th&itch between fultime

and paritime employment (Figure 1 and 2).

The slopes of the lines in panel A of Figure 1 depict the strength of the effect of occupational
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level in current job on the likelihood of downwarsbbility if a woman moves frora full-time to

a parttime job andvice versaln both cases, a woman svanore likely to be downwardly mobile
with increasing occupatiah level. If she switchetb part-time employment, her risk of moving
down he occupational ladder increaskeg around25 percetage points across the range of the
occupational scale. The rateferall increase wsalower, b percentage points, when switching
from parttime to fulktime work. Acordingly, at the bottom end of the occupational schle
maximum difference betweethe probabilities of downward mobility for women moving into
parttime and thos moving out of partime work wa around25 percentag@oints, while at the
top endof thescale it was clearly larger, 3fercentage points. This all suggests that the sftdct
occupational level orthe risk of downward mobility we more pronounced for women who
switched out of full-time to paritime employment than for those who swedtirom parttime to
full-time work.In fact womenat top occupational levels hatrikingly high risks of downward

mobility if they movel from a fulktime to a partime job.

We now turn to examine the relative importance of the sex composition of occupations and the
level of occupation on the probability of a woman being downwardly mdhikbis case, we set

the occupational level and occupational sex composition at different values, and calculated the
probabilities of downward mobility for transitions out of ftithe to paritime work only (Panel

B of Figure 1). Overall, the effect of agpational sex composition, i.e. the proportion of females

in occupatioal groups, wa strong, but th strength of the effect depended the level of
occupation of thevomanOs current job. The probability of a woman with a job in tH{a@8p of
occupaional decile moving dowmwhen switching to a paftime job wa aound 7080 per cent if

she workedn a maledominated occupation and only-80 per cent if she workeid a female
dominated occupatiott her occupation wain the secondecileof the higarchy, the probability

of experiencing downwardhobility was about 40 per cent moving out@maledominated and

30 per cent moving out @ heavly female-dominated occupatiorin other words, the effect of

sex composition of occupations is especiallarked for women at the top end of the
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occupational hierarchglthough it was also visible at the bottom end as well. This imihlggsn
maledominated or evenni mixed jobs OhighyersO, such aspecialist managers, legal
professionals, business anddncial professionals, fag@an enormous risk of downward mobility

if they switched out of ful-time into paritime jobs.

Finally, Panel C of Figure 1 shows the magnitude of the effect of occupational level on
occupational mobility in comparison with tleéfect of the availability of paitime employment

in the occupation, when making transitions out of iithe to parttime work™. Where a woman
hada job at middle or high occupational levels, the probability of kergodownwardly mobile
decreasedjuite notably, by 255 percentage points, with increasitige share of partimers in

the occupationlf her occupation is ithe second decile, the declinesfairly modest, about@
percentage points. The implication is that womemigher levels occupabns where partime
opportunities are scarce facéigh risks of downward mobility when moving into péne
employment. However, at lower occupational levels the lagkadftime opportunities affected

the risk of downward occupational mobility a muh lesser extent
Insert Figure 1

Figure 2 shows the predicted probabilitiesaofoman being upwardly mobilePanel A of the
figure, shows thathe probability of a woman moving up the opational hierarchy declineas
her occupational leveincreased with the difference over the whole occupational scale
amounting to some 455 percentage points. Clearly, the probability of a woresperiencing
upward mobility was higher if she movém parttime to full-time work than if she moved
from full-time to pat-time empoyment, especially if she wain a loweflevel occupation.
However, athe lowest levels of the occupational scéte probability of being upwardly mobile
was in fact quite high at between 30 and 50 per et for women switching out odilf-time

to parttime work suggesting that some floor effects were operating here
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Panel B offigure 2 gives further evidence that the probability of a woman experiencing upward
mobility when moving from paitime to fulktime employment wavery stronglyrelated tothe
occupational levelThe magnitude of the effect of occupational sex composition relatitieato

of occupational level waclearly more modest. Considering a woman Wwhd a job in the
bottom level of the occupational hierarchy, the probiabiof her being upwardly mobile wa
around75 per cent if she workeith a maledominated occupation, and 60 per aérshe worked

in a heavily femalelominated occupation. For her counterparts in the sixth and the ninth
occupatioml deciles the differemces between these probabilitiesrevenegligible. Thus, in the
case of upward mobility when moving out of pame to fulFtime employment, the effectf o
occupational sex composition svenuch less pronounced, bug thffect of occupational level wa

moremarkedthan the comparable effect in the modetlofvnward occupational mobility.

Finally, as regards the relative importance of the effects oftipa&t opportunities versus
occupational level, Panel C of Figure 2 shows that the availability ctipgemployment im
womanOs curreniccupatiomal group had a less pronounced effect on the chances of upward
occupational mobility thait had on the likelihood of a woman being downwardly mobile. The
probability of a woman moving up the occupational laddeemswitchingout of a partime job
increasedonly by 25 percentage points across the range of proportions cfimpars in her

current partime occupation, irrespectivef her occupational level.

Insert Figure 2

Discussion and conclusions

In this paper we have investigated the associatibthe transitionsbetween fulitime and part
time work and occupational mobility for British womemho were born in 19580ur analyses

show evidence ofa stronglink betweenfull-time/parttime transitions and # incidence of
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downward and upward occupational mobility over womenOsdifese. The probability of a
woman being downwardly mobile on switching @aitfull-time to paritime work wa about 50
per cent’, while moving from a paitime to a fulttime job, was much lower, around 2%er cent.
When a womarswitchedout of paritime to fulttime work, the bance of making an upward
move was much greater @5 per centthan when switching from fulime to paritime
employmentat20 per centThe probabilites of occupational mobilitwere affected by womenOs
personal traitsthe supplyside factors includingob preferences, the impacts of occupational
characteristicsandeven more pronouncethe demandgide factorsThe most frequent OvictimsO
of downwardmobility on moving fom full-time to paritime work wee women at the top level
of the occupational hierarchy. For instance, in the case of specialist managers or business and
financial professionals the risk of moving to an occupation where the occupstiaverage
hourly pay is well below thatfdheir previous fullitime job wa around70 per cent, and such
women most often end up as personal assistants or numerical clerks while workirignpart
However, from thestatter occupations the chance af apward move when switching (back) to
full-time work was more modest, around -39 per cent, suggesting that for OtfigarsO part

time employment can lead to a permanent disadvantage in their career prospects.

WomenOs chances of upward mobility on mo¥iogn parttime to fulktime work wee also
strikingly affected by the occupational level in their current-paré jobs. For women whiank

low on the occupational scale, e.g. hairdressers or those in childcare occupations, the likelihood
of being upwardl mobile wa as high a$0-65 per cent However, the chance declinstarply

as the level ofthe occupation increased, and it waisly around 20 per cent for associate
professionals or secretaries. This implies that switc{idagk to full-time employmetninvolves

upward occupational mobility only for women whose current-fsaré jobs are in the lower tie

of the occupational hierarchy. dhen in middling positionsvho in most cases had experienced
downward mobilitywhen moving into a patime job from a more advantaged position, had

limited chances to regain their earlier more advantaged pasition
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As both the human capital and the segmented labour market theory would suggest, for women
who start out in femaldominated occupationsespecially at low lesls of the occupational
hierarchy,the probabilities of occupational mobility of either kinds are very low, whether they
switch to partime work or move to fultime employmerif. But Ohigfilyers® in male or mixed
occupations, when switching to pdirne work, face an enormous risk of moving to an
occupation where the average pay is substantially lower than that of their previdimdybb.
However, OhigfiyersO, and even women in middling occupational levels, who work in more
femaledominatedjobs face a lower risk of downward mobility. This suggests that female
dominatedoccupationsnay OprotectO from significant status loss when moving ttrparvork,

although they do not foster the upward mobility when movioagk to full-time work.

Connollyand Gregory (2008b) were the first to point to the central role of the availability of part
time work in determining the risk of downward mobility when moving to-par¢ employment.
Our results from only one birth cohort are in line with theirs, althouglletecsmaller effects.
Among women born in 195&e risk of downward mobility was greater if their current-futie

jobs fdl into an occupation with scarce pditne opportunities. However, the riskaried
considerablyby occupational levels. At Veer levels the availability of patime work within
occupationsscarcely matteredbut at higher levels thecidence of downward mobility vga
considerably lesg therewere more parttime jobs available ithe occupation.This may suggest

that parttime jobs are not inherently bad.

In summary, our study points to the fact ttransitionsbetween fulitime and partime workare

very strongly associated with womenOs chances and risks of upward and downward occupational
mobility. The trangion to parttime work itself wa far more important than the presence of a
pre-school child in étermining whether a woman movedan occupation wére the average pay

was well bebw that of her previous fulime job. But our research also shows that the impacts of

switching to partime employment we not the same for women at differing levels of the
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occupational hierarchy. Women in ahaged occupational positions reemuch more
vulnerable than their counterpartsmiddling andlow occupational levels when switcig to
parttime work. Moreoverthey had weak chances for occupational recov@uy we also foand
that women in higher paid occupations meless vulnerable when moving to pame
employment if theiprevious fulltime job was in a sectasf the labourmarket where womenOs

employmendominated and where there were abunganttime opportunities.

All'in all, the patterns of occupational mobility described in this paper indicate that many women,
but not all, get thrown off their occupational paths whe#tching to paritime employment.

They may be happy with compromising on reducing the hours they spend in paid work with their
domestic commitments. Ai¢ evidence of previous research suggests, women prefer having
gainful employment rather than beingedgla carer not only because being employed contributes
important income to the family budget, but also because paid work offers social opportunities and
escape from isolation (Dex 1999%s Booth and Van Ours (2008) fountleing employed
although not neessarily working paime hours -, increased womenOs life satisfaction.
However, alternatively, the downward occupational mobility associated withtipart
employment may be involuntary mobilityn fact, research findings from the US suggest that
parttime work, and most probably the concomitant occupational downgrading, is more a function
of immediate economic circumstances rather than apletined, behaviour patterns (Blank,

1998; Caputo and Cianni, 2001)
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Notes

! However, some research challesdgee view that sex segregation is higher in-gare than in fulitime jobs

(e.g. Kim and Levanon 2004).

% The job histories collected in NCDS recorded both betwazeployer changes and with@mployer changes.
We therefore capture withieamployer chages that result in a change of occupation, but not betesgroyer

changes that do not lead to occupational changes

% Across the cohort sweeps used in this paper, occupations were coded to changing official classifications (the
so-called SOC codes). TBuit was necessary to-oede occupations throughout the employment histories in a
consistent way. In fact the only coding frame that could be used for this purpose is SOC 90, although we
recognise hat SOC90 is not as good as SXDCO for identifying anddistinguishing between womenOs

occupations.

4 As we record job changes not employer changes, we detect changes of hours within jobs, or spells of leave,

such as maternity leave if there was no change of employer.

> StudentsO vacation jobs are therebjueded.

®In Burchell et alOs (1997) analysis of transitions in a set of womenOs retrospective employment histories
collected in 1986, of the total, 18 per cent were fromtfaie to paritime jobs, and when analysed over time,
rates were shown to varyrass periods and by the ages of the women. Transitions frortirparto fulktime

were a much smaller proportion and hardly varied over time or by age.

" Theindirect transitions, i.e. those allowing career breaks from employment, are also included.

8 Comolly and Gregory (2008b), using the British Hehsld Panel Survey and the Newr&ings Survey Panel

(NES), found a very similar pattern of transitions betweentiole and partime employment.
° Non-employment periods are also included.

1 One may hae concerns that there is a high correlation between the variable of occupational sex segregation

and the share of patitners in an occupatiogroup In our case the correlation between the two variables is not
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excessively high (03). Moreover, there ara number of occupational categories for which the scores of the

two metric variables appear to be markedly different. (Details are available upon request.)

1 As a sensitivity analysis we repeated the estimation of the statistical models presenteskittidrisusing the
Oany occupational mobility rule®. This exercise yielded essentially the same results as regards theheffects of

main variables ointerest. (Details are available upon request.)

12\We should note that the coefficients for proportibparttimers in the occupation were not significant either
for upward or downward mobility when using the Oany occupational mobility rule®. This suggests that the (lack

of) availability of parttime jobs in occupations affects only the lordestanced ocupational moves.

3 |n this analysis we include women in the nimkbcile of the occupational hierarchy instead of those in the

tenthdecilebecause in the latter caseththe occurrence and the dispersiohparttime work were fairlylow.

“The pobabilities are calculated under the model in Table 6, and evaluated at sample means.

> As mentioned, in our analysis of downward mobility we did not make a distinction between women who
moved directly to paftime work while remaining in adinuous empmlyment and who toolbreaks from
employment and then retwed to parttime work. In the latter group thprobability of moving downthe
occupational hierarchy when switching to a garmte job was, on averageh8 per cent; but the incidence sva

high in theformer group as well, 42 per cent.

16 Previous analyses show thatee if womenwho started out in lovievel occupationsnoved upwards the
occupational scale, a signifidaproportion of these shifts we quite Oshedistance, to theext band ughe
hierarchy; and women with low quality jobs tend to be hovering between the blettelaof the occupational

hierarchy ovethe rest otheir career¢Bukodi and Dex, 2009).
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Tables

Table 1: Incidence of part-time employment between a

ges 16 and 46

%

Full-time employment only
Parttime employment only

From full- to parttime employment
From part to full-time employment

From full- to parttime to fulk-time employment
More transitions between fdilme and partime
employment

Total

N of women

34.3
4.2
28.7
3.4
17.2
12.1

100.0
7004

Table 2: Occupational mobility between ages 16 and 46 (%)

Number of  OAny Of which: Olnter Of which

Occupational moveC downward upward both  band downward upward both
change moveO

None 23.0 - - - 32.6 - - -

One 22.5 8.7 13.8 - 27.7 9.0 18.7 -

More 54.5 2.8 10.1 41.6 39.7 3.6 12.7 234

Total 100.0 100.0

N of women 7004 7004

Table 3: Transitions between part-time and full-time work and occupational mobility

Work % of Of which Olnter Of which
transitions group OAny band
moveC downward upward moveO downward upward

Remains in 68.3 4.5 2.1 2.4 4.3 2.0 2.3
FT

Remainsin  30.0 4.2 2.1 2.1 4.5 2.2 2.0
PT
Switch from 1.1 71.1 48.5 22.7 61.3 42.3 19.0
FT to PT
Switch from 0.6 67.1 21.2 45.9 57.8 15.0 42.8
PTtoFT
Total % 100 100 100
N of events 17798 8490 9303 15035 7145 7890

Transition rates are threaonth averages over the career between age 16 and 46.
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Table 4: Consequences of transition from full-time to part-time work: duration of time
spent in downgraded occupational position, occupational recovery

Occupational  Time spent in downgraded occupational position ( % of

decilebefore lessthan 2 year  2-10 years more than 10 downgraded

moving to par years positions ended
time wak up with
occupational
recovery

2" 17.0 44.9 38.1 59.0
3¢ 16.4 37.0 46.6 40.5
4" 12.3 40.9 46.9 41.9
5" 8.0 39.3 52.7 25.6
6" 14.3 40.0 45.7 31.0
7™ 23.2 44.8 32.0 26.0
g" 23.9 47.3 32.8 26.3
el 20.4 46.3 33.4 27.3
10" (top) 16.1 54.0 29.9 5.3
Total 15.9 42.6 41.5 34.0

Occupational recovery: The proportion of women returning to a job thstirito the same or a high&vel of the
occupational hierarchy than they had before moving tetpaet work.

Table 5: Random-effects logistic regression on occupational mobility, transitions between
full-time and part-time work only

Downward Upward
B S.E. B S.E.
Transitions between futime and partime work
remains in fultime employment -5.043 0.080 ** -3.167 0.082 **
remains in pastime employment -4840 0.087 ** -3.959 0.089 **
transition to partime employment (ref.)
transition to fultime employment -1.168 0.112 ** 0.989 0.099 **
Job duration (in months) -0.008 0.001 ** -0.008 0.001 **
Job duratiof/100 0.001 0.000 ** 0.001 0.000 **
Constant -0.927 0.076 ** -0.832 0.082 **
Log-likelihood -10691.413 -13980.976
N of women 4920 4990
N of job spells 20509 24095
N of personperiods 356435 398532

** p<0.01
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Table 6: Random-effects logistic regression on occupational mobility, full set of covariates

Downward Upward
B S.E. B S.E.
Transitions between futime and partime work
remains in fultime work -4.964 0.049 ** -3.098 0.051 **
remains in partime work -4.342 0.056 ** -3.641 0.062 **
switch to partime work (ref.)
switch to fulttime work -0.968  0.080 ** 1.107 0.072 **
Job duration (in months) -0.010 0.000 ** -0.008 0.001 **
Job duratiori/100 0.001  0.000 ** 0.001  0.000 **
LM experience (in months) -0.006 0.000 ** -0.003 0.000 **
LM experienc# 100 0.001  0.000 ** 0.001  0.000 **
% of parttime employment over tipastcareer -0.001 0.001 -0.001 0.001
Past occupational mobility
no occupational mobility (ref.)
only upward 0.292 0.048 ** -0.237  0.062 **
only downward -0.089 0.083 0.197 0.050 **
both kinds 0.331  0.055 ** 0.177  0.051 **
Qualifications
less than O level (ref.)
O level or equivalent -0.277 0.043 ** 0.381 0.041 **
A level or equivalent -0.619  0.056 ** 0.888  0.052 **
Subdegree / professional qualification -0.839 0.070 ** 0.963 0.067 **
Degree -1.111  0.094 ** 1.252 0.089 **
Children
number of children 0.052 0.025 * -0.043  0.027
any child aged-® 0.026  0.043 -0.036  0.043
any child aged-4.6 -0.148  0.052 ** -0.128  0.048 **
Job aspirations (scores)
interesting and useful nemanual job -0.057 0.018 ** 0.068 0.017 **
good job prospects -0.035 0.018 # 0.006 0.018
outdoor, manual job, being own boss 0.012 0.025 0.019 0.022
convenient working hours, good conditions 0.027  0.018 -0.116  0.017 **
missing information (dummy) 0.109 0.046 * 0.002 0.043
Occupational decile .
1% (bottom) - 1.753  0.084 **
2 -1.180  0.072 ** 1.116  0.068 **
3¢ -0.594  0.082 ** 0.841  0.091 **
4" -0.719  0.056 ** 0.907 0.059 **
5" 0.127  0.080 0.454  0.105 *
6" (ref.)
n -0.287  0.078 ** -0.124  0.096
g" -0.138  0.064 * -1.233  0.094 **
g -0.097  0.071 2173  0.136 **
10d"(top) 0.255 0.088 ** -
Occupational sex composition
maledominated 0.057 0.054 0.094 0.063
mixed (ref.)
femaledominated -0.610 0.060 ** -0.103 0.052 *
heavily femaledominated -0.698  0.082 ** -0.185  0.070 **
% of parttimers in occupation -0.181 0.000 * 0.162 0.098 #
Constant 1.843 0.093 ** -1.850 0.099  **
Log-likelihood -21299.42 -25260.955
N of women 4920 4990
N of job spells 20509 24095
N of personrperiods 356435 398532

** p<0.01; *: p<0.05; #: p<0.10
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The predicted probabilities are calculated under the model including the following covariates:
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children job aspiration, occupational scores, squared occupational scores, categories of occupational sex composition,
share of partimers in occupatiorApart from transitions between filime and partime work and occupational scores,
probabilities are evahted at sample means.
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Figure 1: Predicted probabilities of downward mobility
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The predicted probabilities are calculated under the model including the following covariates:
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from share of females in occupation and occupational levelbapilities are evaluated at sample means.
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Figure 2: Predicted probabilities of upward mobility
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Appendix

Table A1: Occupational rank

SOCI0 Title Score
10 General managers and administrators 99.18
24 Legal professionals 97.87
22 Health professionals 96.56
12 Specialist managers 95.25
33 Ship and aircraft officers 93.93
25 Business and financial professionals 92.62
36 Business and financial aggate professionals 91.31
15 Protective service officers 90
23 Teaching professionals 88.69
11 Production managers 87.38
19 Managers and administrators 86.07
21 Engineers and technologists 84.75
20 Natural scientists 83.44
26 Architects 82.13
32 Computer analysts 80.82
35 Legal associate professionals 79.51
13 Financial institution and office managers 78.2
70 Buyers, brokers 76.89
38 Literary, artistic and sports professionals 75.57
71 Sales representatives 74.26
31 Draughtspersons 72.95
14 Managers in transport and storing 71.64
29 Professionals n.e.c. 70.33
34 Health associate professionals 69.02
27 Librarians 67.7
39 Associate professionals n.e.c. 66.39
61 Security and protective service occupations 65.08
17 Managers and proprietons service industries 63.77
30 Scientific technicians 62.46
52 Electrical trades 61.15
51 Metal machining, fitting trades 59.84
37 Social welfare associate professionals 58.52
56 Printing and related trades 57.21
16 Managers in farming 55.9
83 Metal making and treating operatives 54.59
45 Secretaries 53.28
82 Chemicals, paper process operatives 51.97
88 Other transport operatives 50.66
53 Metal forming, welding and related trades 49.34
63 Travel attendants 48.03
89 Plant and machine operativese.c. 46.72
49 Clerical and secretarial occupations, n.e.c. 4541
41 Numerical clerks 441
50 Construction trades 42.79
57 Woodworking trades 41.48
79 Sales occupations, n.e.c. 40.16
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54 Vehicle trades 38.85
84 Metal working pra@ess operatives 37.54
42 Filing and records clerks 36.23
92 Other occupations in construction 34.92
85 Assemblers 33.61
40 Administrative officers and assistants 323
73 Mobile, market salespersons and agents 30.98
43 Clerks 29.67
59 Other craft n.e. 28.36
94 Other occupations in communication 27.05
80 Food, drink and tobacco process operatives 25.74
93 Other occupations in transport 24.43
86 Other routine process operatives 23.11
81 Textiles and tannery process operatives 21.8
44  Stores andlespatch clerks 20.49
46 Receptionists 19.18
87 Road transport operatives 17.21
91 Other occupations in mining 17.21
69 Personal and protective service n.e.c. 15.25
64 Health and related occupations 13.93
55 Textiles, garments and related trades 12.&
99 Other occupations 11.31
58 Food preparation trades 10
65 Childcare occupations 8.69
67 Domestic staff and related occupations 7.38
66 Hairdressers, beauticians 6.07
90 Other occupations in agriculture 4.75
62 Catering occupations 3.44
72 Salesassistants 2.13
95 Other occupations in sales and services 0.82
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Table A2: Means and ranges of covariates

Variable Minimum Maximum Mean Time-varying
Job duration (in months) 3 373 56 Yes
LM experience (in months) 0 367 81 Yes
% of parttime employmat over the career 0 100 13.7 Yes
Past occupational mobility
no occupational mobility 0 1 0.33 Yes
only upward 0 1 0.17 Yes
only downward 0 1 0.12 Yes
both kinds 0 1 0.38 Yes
Qualifications
less than O level 0 1 0.28 Yes
O level or equivalent 0 1 0.39 Yes
A level or equivalent 0 1 0.17 Yes
Subdegree / professional qualification 0 1 0.11 Yes
Degree 0 1 0.6 Yes
Children
number of children 0 6 0.77 Yes
any child aged-® 0 1 0.20 Yes
any child aged-8.6 0 1 0.32 Yes
Job aspirations (scores)
interesting and useful nemanual job -1.63 3.16 0.14 Only up to age 23
good job prospects -2.18 4.03 -0.14 Only up to age 23
outdoor, manual job, being own boss -1.55 4.64 -0.25 Only up to age 23
convanient working hours, good conditions -1.93 5.61 0.10 Only up to age 23
missing information 0 1 0.17 Only up to age 23
Occupational level
1° (bottom) 0 1 0.16 Yes
2 0 1 0.13 Yes
3¢ 0 1 0.06 Yes
4" 0 1 0.15 Yes
5" 0 1 0.05 Yes
6" 0 1 0.14 Yes
7" 0 1 0.07 Yes
g" 0 1 0.10 Yes
g 0 1 0.09 Yes
10"(top) 0 1 0.05 Yes
Occupational sex composition
maledominated 0 1 0.10 Yes
mixed 0 1 0.24 Yes
femaledominated 0 1 0.50 Yes
heavily femaledominated 0 1 0.15 Yes
% of parttimers in occupation 0.02 0.60 0.28 Yes
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