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1 Project Overview

1.1 Introduction

The Work Family Initiative at UC Berkeley is seeking funding from the Alfred P. Sloan Foundation for a two-year assessment and implementation of a complete package of work and family policies that will improve the career and family lives of ladder-rank faculty throughout the entire ten-campus University of California system.  This comprehensive approach to policy, the Family Friendly Package, will coordinate, revise, and extend UC’s current policies.  At its core, the Family Friendly Package will make flexible career paths and part-time status a viable option for ladder-rank faculty with caregiving responsibilities.  Due to the sheer size — more than 7,500 ladder-rank faculty and 180,000 students — and influence of the University of California, policy changes instituted at UC are likely to be adopted by policy makers at other institutions of higher education.

1.2 The Family Friendly Package
As currently envisioned, the Family Friendly Package will include the following elements:

Proposed Elements of a Family Friendly Package for UC Ladder-Rank Faculty

· An institutional commitment to part-time options for ladder-rank faculty with substantial familial caregiving responsibilities.

· A guaranteed right to a one-semester relief from teaching duty, known as Active Service-Modified Duties (ASMD), for faculty who are new parents with substantial childcare responsibility (if adopted, the child must be under five) with a right to petition for a second semester of ASMD.

· A guaranteed right to a one year tenure clock stoppage for Assistant Professors who have substantial childcare responsibility for children under five or substantial adult dependent care responsibility. 

· A guaranteed right to six weeks fully-paid leave for birth mothers and the right to request additional leave for medical reasons.

· A guaranteed right to request unpaid leave of up to one year to care for a sick family member.

· A centralized fund, administered by university-level staff, that reimburses departments for replacement faculty when regular faculty take ASMD or leaves because of child care or adult dependent care responsibilities.  

· University-level work and family offices and advisory committees that monitor and support the departmental use of family friendly programs.

· An annual "school for chairs," tailored for department heads and deans, that focuses on work and family issues and policies.

· A UC-wide work and life website for faculty, staff, and students that compiles up-to-date information about childcare and eldercare resources, family leave, work-family benefits, children’s schooling, etc. 

· A UC-wide online interactive public web site for faculty, staff, and students to post their experiences and advice in achieving a successful balance between work and family life.

· An outreach brochure that is given to all job candidates and current faculty that describes the Family Friendly Package.  

· An institutional commitment to make high quality child care and infant care available to all ladder-rank faculty.

1.3 The Moment of Opportunity is at Hand for the Family Friendly Package 

The timing is right for the Family Friendly Package.  In the next decade as a generation of senior scholars retires and the student population of the University of California surges an average of 6 percent per year, the University of California will be faced with an unprecedented wave of new tenure-track faculty hires, estimated to be an average of 500 each year through 2010.  Periodic surveys conducted by UC have indicated that family issues are very important in successfully recruiting first-choice faculty.  After issues of salary, the issues of spousal employment, family, geographical location, and affordable housing are most often cited as reasons that a desired candidate chose a non-UC institution (University of California Office of the President, 2002).  A comprehensive set of work and family policies will be an essential tool in bringing the best and brightest to the University of California to assure its continuing academic excellence.  
1.4  The Family Friendly Package Builds on Existing Policy

Rather than starting from scratch — a cumbersome, slow, often ineffective process — the Family Friendly Package starts with existing policies, corrects their weaknesses, and supplements them with new initiatives that will bring efficiency and synergy to the entire package.  The part-time option, Active Service-Modified Duties (teaching relief), paid and unpaid family leaves, and tenure-clock stoppage are all already in effect, but they are structured in ways that minimize their use.  They are stand-alone policies, crafted mostly in the mid to late 1980s at the high water mark of an earlier era of policy reform.  They have never been assessed fully for effectiveness.  Funding from Sloan will enable us to complete a comprehensive assessment of existing policies and formulate a new vision for work and family policy at the University of California that will be in the system’s best interest to enact.

1.5  Sloan’s Dual Ladder Program and the Family Friendly Package
This project is conceived in the spirit of Sloan’s Dual Ladder Program, which observes that the current structure of the two ladders of academia — the tenure track and the adjunct-lecturer — undermine successful career and family formation.  Recognizing that the ladders are interrelated, policy changes must ultimately address both categories of faculty.  However, because only a relatively small proportion of faculty at UC hold non-tenure track positions, our focus here is on the tenure-track ladder faculty.  We will continue to advocate as we have in the past for policy changes that address the problems of both types of faculty — and academic staff too (Mason & Goulden, 2001).  

1.6 Institutional Mechanisms and the Family Friendly Package
The architects of this project, Mary Ann Mason and Angelica Stacy, are in a unique position to shepherd large-scale policy change at UC.  They are both upper-level administrators and full professors at the flagship of the UC system and have explicit support from the Chancellor of UC Berkeley, Robert M. Berdahl, and the current President of the University of California, Richard Atkinson (please see the enclosed letters from Chancellor Berdahl and President Atkinson offering their support for our project).  

In early November 2002, President Atkinson convened a summit of senior women faculty members and administrators to address the issue of faculty gender equity throughout the UC system (http://www.ucop.edu/pressummit/).   In this forum, Mason and Stacy described the impact of work-family policies on gender equity and announced the launch of a faculty survey at UC Berkeley to assess the effectiveness of the current policies.  Summit participants concurred that work and family policies are an important component of initiatives to assure the gender equity and excellence of the entire UC faculty.

Shortly after the Summit, President Atkinson committed to some possible preliminary areas of revision to policy and practice.  He agreed that the current policies are in need of reform and endorsed extending the UC Berkeley faculty survey to the entire UC to establish a base-line foundation of knowledge upon which future policy can be built.  On February 6, 2003, he sent a letter to the Chancellors of the UC system to this effect, summarizing the major outcomes from the Gender Equity Summit and announcing his support for making changes to the existing family friendly policies and for conducting the system-wide assessment survey (please see the enclosed copy of this letter in this package).

1.7 The Two Phases of the Project

There are two major phases to this project, assessment and implementation.  In the next half-year (Spring and Summer 2003), the assessment phase will be completed, via two instruments: (a) a modified and extended version of the UC Berkeley faculty work-and-family survey to be administered on all UC campuses, and (b) a series of focus group discussions with faculty about the relative effectiveness of current family-friendly policies and potential enhancements.  Information gained from these assessments will enable us to develop further the case for making policy changes at the system-wide level.

After the assessment phase is completed, the implementation phase of policy reform will begin (Fall 2003).  We will build upon existing collaborative relationships with the Office of the President, the Academic Senate, UC Faculty Equity summit participants, University Relations, and work-life committees to refine current policy and develop new policy.  We will strive to build the necessary consensus to bring the Family Friendly Package into existence by seeking support at all levels of the UC system.

2 Completed Work

2.1  The "Do Babies Matter?" Project

The roots of our project lie in earlier work we have done on the national structure of academia and the effects of gender and family on the career outcomes of Ph.D. recipients.  That project — titled “Do Babies Matter?” —  found that the increasing feminization of graduate student populations has not translated into a similar increase in the feminization of ladder-rank faculty populations.   Analysis of data from Survey of Doctoral Recipients (SDR: a national biennial longitudinal survey, since 1973, of Ph.D. recipients in the U.S., funded by NSF and others) revealed a fundamental gender split in career and family experiences of men and women doctoral recipients.  For men, high familial gains in the form of marriage and children are associated with future high career gains in the form of tenured faculty positions; while for women, high familial gains are associated with future low career gains in the form of non-tenured positions.  The inverse holds true: men with high career gains experience future high familial gains, and women with high career gains experience future low familial gains, including lower rates of marriage, higher rates of divorce, and fewer children (Mason & Goulden, 2002).  

Analysis of SDR data suggested that the current structure of academia hampers the ability of women to balance work and family commitments and that current family friendly policies, where they exist, have not gone far enough in addressing this problem. 

The University of California, Berkeley, strikingly illustrates this national problem, in that women are 45% of our most recent incoming graduate student class but are only 23% of our ladder-rank faculty.  This disparity has continued despite the implementation of a package of highly progressive work and family policies in July 1988 by the Office of the President of the University of California.    Those policies entitled all UC faculty parents with newborn, newly adopted or newly fostered children under age five who have substantial childcare responsiblities to teaching relief for a semester and tenure-clock stoppage for up to a year (in 1998, this was extended to two years).  Birth mothers could also take fully paid six-week leave for childbearing and all faculty could take up to one year unpaid leave for parenting responsibilities.  Although these policies were great advances at the time, they seem not to have been ambitious enough.

2.2  The Work Family Initiative and UC Berkeley Assessment Survey

In June 2002, Mary Ann Mason and Angelica Stacy  convened a research group — called the Work Family Initiative —to assess UC Berkeley's current family friendly policies and to learn who uses and who does not use them, and why.  A web-based survey was designed to ask ladder-rank faculty about their work and family experiences and their use of policy. 

In November 2002, emails signed by Chancellor Berdahl were sent to all UC Berkeley faculty, encouraging participation in the survey.  To date, a 55% response rate has been achieved (742 respondents out of 1351 faculty with valid email addresses).  Early findings suggest deficiencies in the current family friendly policies and the need to develop new policy interventions.

2.3 Problems with Existing Family Friendly Policies at UC Berkeley

Early analysis of UC Berkeley assessment data indicate that the core set of existing policies — Active Service-Modified Duties, tenure clock stoppage, paid and unpaid parental leave, and the part-time option for ladder-rank faculty — all suffer from a common set of problems that limit their use.  The most significant impediments to assuring full use of the policies are as follows: 

· Lack of Knowledge about the Policies

Forty-two percent of UC Berkeley faculty did not know about the existence of the ASMD (teaching relief) policy; 31% did not know about the tenure clock stoppage policy; 28%, 6 week paid leave policy; and 58%, the unpaid child leave policy. While the part-time option was not specifically asked about in this survey, it appears that awareness of this option is practically non-existent; a mere handful of faculty members have ever used it.

· Lack of Departmental Compensation

Currently, departments receive no additional funding when their faculty members make use of these policies.  Requests to use these policies are perceived by some Chairs and administrators as a drain on departmental resources.

· Fear of Retribution

Under current rules, faculty must request modified duties, leaves, and tenure clock stoppage rather than receive them automatically.  For this reason, a number of faculty indicated that they were afraid to use the policies.  They feared that colleagues would have overt or covert negative reactions to their request and their careers would suffer as a result.

Other clear messages from the UC Berkeley assessment survey are that the current policies are too limited in scope and the available resources are too few.  Our findings suggest that the current policies do not adequately address the fundamental tension that faculty experience in attempting to resolve the competing demands of career and family formation.  Both family and career outcomes suffer as a result.  On the family side, faculty delay or forgo family formation to benefit their careers and this results in a large proportion of women (39%) and men (19%) faculty who indicate that they had fewer children than they wanted to have.  On the career side, women (70%) and men (49%) faculty who do have children are quite likely to indicate that they slowed down or made sacrifices in their career in order to be a good parent. Moreover, currently available resources are inadequate, particularly in regard to childcare facilities.  In open-ended comments, respondents frequently cited the importance of resources such as childcare facilities to achieving a successful balance between work and family.
3 Future Work (Contingent on Funding from Sloan)
3.1 Completing the Assessment Phase

A grant from the Alfred P. Sloan Foundation will assure the completion of the assessment phase of this project in the next half year and allow us to determine whether these patterns hold true across the entire UC system and whether there are additional weaknesses in the current policy not already identified.  The UC Berkeley assessment survey will be modified in the next few weeks to better take into account the diversity among the UC campuses; specific questions will be added about faculty's knowledge of, use, and level of interest in the part-time option.  

A series of focus groups also will be organized to trial-test possible policy solutions and to help revise the Family Friendly Package.  These focus groups will provide avenues for exploring in depth issues raised in the assessment survey and for better understanding how individuals use current policy and what types of additional options would be most useful to them.

3.2 Current Status and Proposed Future Directions for the Family Friendly Package 

The Proposed Elements of a Family Friendly Package for UC Ladder-Rank Faculty shown on pages 1-2 of this proposal will guide future reform efforts in collaboration with the University of California Office of the President, the UC Academic Senate, and other relevant parties.  Our role will be to analyze in detail the possible ramifications of policy change, lobby others to enact these changes, and provide them with the necessary materials that will lead to a sea change throughout the entire system.  

The following sections identify the current status of existing policies, offer rationales for their continuation and/or revision, and — in areas not addressed by current policy — for their creation.

3.2.1 The Part-Time Option 

· An institutional commitment to part-time options for ladder-rank faculty with substantial familial caregiving responsibilities. 

a. Current Status and Problems

As it stands, faculty members in the professor series at UC have had since 1985 the option to request a part-time appointment (University of California, Academic Personnel Manual, 220-16-c and 220-16-d), but they must have the Chancellor’s approval to do so:  “An appointment for less than full-time service with a title in this series may be authorized under appropriate circumstances, provided that the Chancellor specifically approves the arrangements as being in the best interests of the University and fully justified by the particular circumstances.”  We know of only two individuals who have ever used this option, but we are investigating this further and will include questions about this policy on the UC-wide assessment survey.
b. Rationale for Existence and Revision

Faculty members frequently forgo family formation because there is not enough time to enjoy both a successful career and family life.  A key strategy for resolving this problem is to allow Assistant, Associate, and Full Professors the option of working part-time at any point in the career path without losing professional status.  A recent survey conducted at the University of California, San Francisco, confirmed that many faculty would value such an option: 68% of the women faculty and 49% of men faculty agreed that “the academic senate should change the rules system-wide to allow academic senate faculty to work part time.”  If this option were readily available to ladder-rank faculty, UC could enjoy a competitive advantage in attracting high quality candidates.  Recent economic studies have indicated that the output of part-time workers exceeds that of full-time workers in terms of hourly production — 50% time workers typically produce more than 60% of the output of a 100% time worker (Bollé, 1997).  As long as such part-time positions are fully benefited and maintain the status of full-time professional positions, they are an excellent option for highly skilled workers with substantial caregiving responsibilities.  Ideally, workers should be able to change their part-time/full-time work status over their life course to better support their family life (Drobnic, Blossfeld, and Rohwer, 1999).

c. Proposed Future Plans

In the next six months, we will investigate why so few faculty have used the part-time option and whether there are specific institutional reasons that it is not a more widely available option.  Once we better understand the forces working against this option, we will suggest to Office of the President and the Academic Senate that a task force be established to examine fully the benefits of offering this option to all ladder-rank faculty with substantial caregiving responsibilities.  In our future national presentations and papers, we will argue that academia will never be truly family friendly unless the part-time option with full professional status is made available to ladder-rank faculty.

3.2.2 Active Service-Modified Duties, Family Leaves, and Tenure Clock Stoppage

· A guaranteed right to a one-semester relief from teaching duty, known as Active Service-Modified Duties (ASMD), for faculty who are new parents with substantial childcare responsibility (if adopted, the child must be under five) with a right to petition for a second semester of ASMD.

· A guaranteed right to a one year tenure clock stoppage for Assistant Professors who have substantial childcare responsibility for children under five or substantial adult dependent care responsibility. 

· A guaranteed right to six weeks fully-paid leave for birth mothers and the right to request additional leave for medical reasons.

· A guaranteed right to request unpaid leave of up to one year to care for a sick family member.

· A centralized fund, administered by university-level staff, that reimburses departments for replacement faculty when regular faculty take ASMD or leaves because of child care or adult dependent care responsibilities.  

a. Current Status and Problems

As mentioned previously, Active Service-Modified Duties, tenure clock stoppage, and fully paid and unpaid child leaves are already in existence.  Many faculty do not know about them, however; and they are not centrally funded and they currently place the onus on the individual to request their use.  Lack of knowledge about the policies, lack of departmental compensation, and fear of retribution all come into play, therefore, in the use or lack of use of these policies.  These issues were raised at the Faculty Gender Equity summit and policy makers at the Office of the President have begun to address these concerns.

b. Rationale for Existence and Revision

Our data from the UC Berkeley survey demonstrates that these policies are an important part of any family friendly package for faculty.  Prior to the UC Berkeley assessment survey, there were concerns that some faculty may have abused these policies, using them for professional advancement rather than to meet their substantial childcare responsibilities.  We did not find evidence of these types of abuses; instead, we found that they are important policies and UC should if anything remove caps on them and facilitate their use.

c. Proposed Future Plans

Currently, policy makers as the Office of the President are moving rapidly to correct the existing problems with these policies.  To address the financial concerns of departments, OP policy makers are proposing that ASMD and family leaves should be centrally funded.  When this plan goes into effect, departments will receive money to compensate them for the temporary loss of faculty on ASMD or family leave.  With this money, Chairs can hire replacement faculty and will have, therefore, no good reason to refuse the use of the policies.  In regard to the fear issue, OP policy makers are suggesting a core change to the wording of the policies.  In place of the current “may request,” which puts the burden on faculty members to request the use of the policy, the language would be changed to something more akin to “will receive.”  Faculty would then need to actively decide against using the policy.  The message to new parents with substantial childcare responsibilities would be that family leave, ASMD, and tenure clock stoppage are the norm rather than the exception.  We believe that all caps on the use of these policies, e.g. the tenure clock stoppage is currently capped at two years, should be removed and most of these policies should be available to individuals with substantial adult dependent care responsibilities.  We will seek to support Office of the President in their efforts to reform these policies by providing evidence from the assessment phase of our project to make the case for these changes and will encourage them to broaden the use of the policies. 

3.2.3 University Level Work and Family Offices and Advisory Committees

· University-level work and family offices and advisory committees that monitor and support the departmental use of family friendly programs. 

a. Current Status and Problems

Currently there are no clear system-wide criteria for the function, form, and existence of university-level work and family offices and advisory committees.  Every UC campus has a work and family liaison officer but the role of this individual in monitoring the use of family friendly policies is not clear.  At UC Berkeley, the Chancellor’s Advisory Committee on Dependent Care (CACDC) made up of faculty and staff has been in existence in one form or another since the mid-to-late eighties and has been actively involved in the formulation and support of UC-wide and UC Berkeley family friendly work policies and initiatives.   Other UC campuses have similar groups modeled on CACDC but there is no clear UC mandate for their existence.  To assure that faculty will feel safe to use family-friendly policies, work and family offices and committees may need to be charged with duty of watching over the use of policy, assuring that departments support their full use.  As Robert Drago has observed, the ideal worker in academia, as in other professions, “demonstrates commitment by working long hours throughout [his] career….  Individuals who take on substantial family commitments are therefore likely to suffer career penalties as a result.”  Thus additional institutional mechanisms may need to be in place so that faculty feel safe and supported in their use of family friendly policies. 

b. Rationale for Existence and Revision

To assure that faculty will fully make use of family friendly work policies and that the cultural climate of every UC campus is conducive to work and family balance.

c. Proposed Future Plans

Float this idea to policy makers at the Office of the President and in the Academic Senate.  If the idea seems promising, draft a possible proposal for the establishment and formalization of these types of institutional devices.
3.2.4  The School for Chairs, the System-Wide Work and Family Web Site, and the Outreach Brochure

· An annual "school for chairs," tailored for department heads and deans, that focuses on work and family issues and policies.

· A UC-wide work and life website for faculty, staff, and students that compiles up-to-date information about childcare and eldercare resources, family leave, work-family benefits, children’s schooling, etc. 

· A UC-wide online interactive public web site for faculty, staff, and students to post their experiences and advice in achieving a successful balance between work and family life.

· An outreach brochure that is given to all job candidates and current faculty that describes the Family Friendly Package.  

a. Current Status and Problems

With the exception of a central website on work and family policy, these institutional mechanisms do not currently exist as we envision them.  The four initiatives described here will publicize the existence of family friendly policies and endorse them at the highest levels of the UC system, in order to address the issues of lack of communication about the policies and faculty members’ fear of retribution.

b. Rationale for Existence and Revision

These mechanisms should assure that in the future faculty will know about the existence of all of the family-friendly policies.  The public-access interactive web site will provide a  forum which makes publicly available the currently private negotiations of individual faculty members with department chairs or others in regard to use of family friendly policies (e.g. a faculty member could describe for others how they negotiated part-time status with their department Chair).  Furthermore, the other web site will provide a location for the Office of the President to announce awards for exceptional contributions to work and family climate issues, e.g. The Most Family Friendly Department award for UC Berkeley, and so forth.

c. Proposed Future Plans

 
Work with others, Office of the President, the Academic Senate, and Groups that already set up similar apparatus, to bring these into fruition.  Draft proposals for each initiative.  Work with University Relations in publicizing the existence of the Family Friendly Package.

3.2.5 Child and Infant Care and Other Family Friendly Resources

· An institutional commitment to make high quality child care and infant care slots available to all ladder-rank faculty.

a. Current Status and Problems

The resource issue is also another difficult problem but is not intractable.  President Atkinson has been aware of this problem and has already put in place an initiative that seeks to address the inadequacy of existing childcare facilities.  Starting in March of 2001, the UC system agreed to match funding for all new childcare facilities proposed at the University level.  

b. Rationale for Existence and Revision

The President’s initiative is an important one which will certainly result in development of new facilities.   From a faculty recruitment perspective, the availability of university supported infant care and child care slots is quite important.

c. Proposed Future Plans

By including the childcare initiative in the Family Friendly Package, we seek to acknowledge and publicize the importance of the efforts already undertaken by the Office of the President.  We hope to generate future interest in resource issues and will investigate these issues further.

Project Timeline
With funding from Sloan, we can complete a full assessment of the existing work and family policies and can work to implement the Family Friendly Package.  Our proposed timetable for the project is as follows:

Phase 1:
Baseline Assessment 
· Use a modified version of the existing UC Berkeley survey instrument to survey faculty at all UC campuses on their use of family-friendly policies, including the part time option (Spring 2003).

· Establish with a thorough analysis of survey data—quantitative and qualitative—baseline knowledge of how faculty use currently existing family-friendly policies in the UC system; and more generally, how the academic work climate interacts with the family lives of ladder-rank faculty.  Examine whether patterns are the same across the disciplines and the entire UC system, or specific to campus settings or disciplinary field.  Revise possible useful areas of policy reform based on data (Spring 2003).

· Create presentations that will make the case for policy change and begin to deliver them to audiences at all different levels of the UC system (e.g. Office of the President, the Regents, high-level university administrators, faculty committees, academics of higher education policy, and so forth—Spring and Summer 2003).  

· Convene a series of carefully designed focus group discussions with homogeneous groups of academics (e.g. women science professors). Trial-test existing ideas and brainstorm new ideas for realistic solutions to work and family problems (Spring and Summer 2003).

· Identify common themes of work and family tension and problems with and solutions to current family-friendly policies, e.g. the effect that tenure clock stoppage might have on colleagues’ expectations of productivity (Summer 2003).  

· Revise presentations to include findings from focus group discussions (Summer 2003). 

· Prepare a final report summarizing all findings from the baseline assessment  (Summer and Fall 2003)

· Organize a UC-wide conference with support from the Office of the President to discuss findings from the baseline assessment and raise awareness of the work-family issue with campus-level administrators, work-life committees, committees on the status of women, the Academic Senate, and other interested parties (Fall 2003). 

Phase 2: Implementation
· Work with Office of the President and the Academic Senate in the finalization of the revised ASMD, family leave, and tenure clock stoppage policies and centralized funding mechanisms (Fall 2003). 

· Encourage the formation of a UC-wide task force to examine the feasibility of increasing the use of the part time option among ladder-rank faculty.  Lobby to make this a viable option for the future faculty of UC (Fall 2003 and Spring 2004). 

· In partnership with the Office of the President, chancellors at each UC campus, University Relations and the Academic Senate, solidify the Family Friendly Package and develop outreach materials (Fall and Spring 2004).

· Draft additional policy initiatives: university-level work and family offices and advisory committees, annual School for Chairs on work and family issues, and the UC-wide work and life website.  Work in collaboration with the Office of the President, the Academic Senate, members of the Faculty Gender Equity group, and administrators to refine and implement these initiatives (Fall 2003 and Spring 2004). 

· Examine issues of family friendly resources and suggest ways to increase available resources, e.g. childcare facilities (Fall 2003 and Spring 2004).

· Deliver national presentations and papers on the Family Friendly Package at the University of California and lobby for national change, particularly in regard to the part-time option for ladder-ran faculty (Summer and Fall 2004). 

· Design systematic follow-up research with multiple methods to test the effectiveness of the policy intervention (Fall 2004). 

Conclusion
We hope, therefore, to reform the system from within.  We believe that we have the necessary connections and wherewithal to do so and that the moment of opportunity is at hand.  Our ultimate goal is to make the UC system a model for others looking for effective work and family policies.  With a grant from the Alfred P. Sloan Foundation, we can lay the framework for achieving this distinction and for bettering the lives of thousands of working families.

 References
Belden Russonello & Stewart (2002). The Climate for Women on the Faculty at UCSF: Report Of Findings From A Survey Of Faculty Members, (Report by consulting firm in Washington, DC.  Available on the Web at). 

Bollé, Patrick (1997).  "PERSPECTIVES: Part Time Work:  Solution or Trap?"  in International Labour Review, 136 (4),  (Available on the Web at http://www.ilo.org/public/english/support/public/revue/persp/97-4.htm).
Drobnic, Sonja; Blossfeld, Hans-Peter; and Rohwer, Gotz (1999).  “Dynamic of Women’s Employment Patterns over the Family Life Course: A Comparison of the United States and Germany” in Journal of Marriage and the Family, 66 (1), 133-146.

Drago, Robert et al (2001). Final Report to the Alfred P. Sloan Foundation for the Faculty and Families Project. Pennsylvania State University, Work-Family Working Paper #01-02.

Mason, Mary A. and Goulden, Marc (2002).  “Do Babies Matter? The Effect of Family Formation on the Lifelong Careers of Academic Men and Women” in Academe, 88(6), 21-27.

University of California Office of the President (2003).  Academic Personnel Manual, (Available on the Web at http://www.ucop.edu/acadadv/acadpers/apm/ ).

University of California Office of the President (2002).  “Long-Rang Planning: Presentation to the Board of Regents, September 19, 2002,” (Available on the Web at http://www.ucop.edu/planning/lrp/lrp.html).







