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ABSTRACT Despite much in ter est in how par ent hood con trib utes to the gen der pay gap, 
prior re search has rarely ex plored firms’ roles in shap ing the par ent hood pay pen alty or 
pre mi um. The hand ful of stud ies that in ves ti gated par ent hood’s ef fects within and across 
firms gen er ally com pared par ents and their child less peers at a given time and failed to 
ac count for un ob served het ero ge ne ity be tween the two groups. Such com par i sons also 
can not in form how hav ing chil dren may al ter in di vid u als’ earn ings tra jec to ries within 
and across firms. Using 26 rounds of the National Longitudinal Survey of Youth 1979 
and fixed-ef fects mod els, we ex am ine how be ing a mother or fa ther is linked to earn ings 
growth within and across firms. We find that wom en’s pay de creases as they be come 
moth ers and that the across-em ployer moth er hood pen alty is larger than the with in-
 em ployer pen al ty. By con trast, fa ther hood is as so ci ated with a pay pre mi um, and the 
with in-em ployer fa ther hood pre mium is con sid er ably greater than the across-em ployer 
one. We ar gue that these re sults are con sis tent with the dis crim i na tion ex pla na tion of 
the moth er hood pen alty and fa ther hood pre mi um. Because em ployers are likely to trust 
women who be come moth ers while work ing for them more than new re cruits who are 
moth ers, their neg a tive bias against moth ers would be more sa lient when eval u at ing 
the lat ter, which could re sult in a larger be tween-or ga ni za tional moth er hood pen al ty. 
Conversely, em ployers’ likely greater trust in existing work ers who be come fa thers than 
fa thers they hire from else where may am plify their pos i tive bias fa vor ing fa thers in 
assessing the for mer, which could ex plain the greater with in-firm fa ther hood pre mi um.

KEYWORDS Motherhood pen al ty • Fatherhood pre mi um • Earnings growth • Par-
enthood ef fects be tween and across firms

Introduction

Research on gen der and fam ily has long shown that par ent hood has di ver gent ef-
fects on wom en’s and men’s earn ings. Whereas women typ i cally un dergo a wage 
de crease with the ar rival of each child (Budig and England 2001; Gangl and Ziefle 
2009; Gough and Noonan 2013; Yu and Kuo 2017), men’s earn ings tend to in crease 
with their tran si tion to fa ther hood (Glauber 2008; Hodges and Budig 2010; Killewald 
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2013). As a re sult of the wage pen alty as so ci ated with moth er hood and the wage 
pre mium tied to fa ther hood, the gen der pay gap wid ens as men and women move 
through the life course. Parenthood is there fore a key con trib u tor to gen der in equal ity 
(Angelov et al. 2016; England 2005).

Corresponding to the im por tant role of par ent hood in shap ing earn ings in equal i ty, 
much re search has been de voted to explaining the moth er hood pay pen alty (Budig 
and England 2001; Correll et al. 2007; Gough and Noonan 2013; Staff and Mortimer 
2012) and ex plor ing fac tors that mit i gate or am plify this pen alty (Anderson et al. 
2002; England et al. 2016; Gangl and Ziefle 2009; Glauber 2012; Yu and Kuo 2017). 
Because employing or ga ni za tions are po ten tial driv ing forces for wage disparities 
(Baron and Bielby 1980; Petersen and Mor gan 1995), re cent stud ies called at ten tion 
to the or ga ni za tions in which moth ers work (Fuller 2018; Fuller and Hirsh 2019; 
Petersen et al. 2010). Using linked em ployer-em ployee data from Norway and Canada, 
re spec tive ly, two stud ies showed that moth ers’ lower earn ings largely resulted from 
their greater con cen tra tion in firms that pay less. Wage dif fer ences be tween moth ers 
and nonmothers within firms accounted for a rel a tively small por tion of the moth er-
hood pay pen alty in these countries (Fuller 2018; Petersen et al. 2010).

Despite existing ev i dence on the with in- and across-firm moth er hood pen al ties, it 
re mains un clear how wom en’s earn ings change with moth er hood and firm set tings. 
Because the rel e vant re search has gen er ally re lied on cross-sec tional ob ser va tions 
(Fuller 2018; Petersen et al. 2010),1 we do not know whether the wage dif fer ences 
be tween moth ers’ and nonmothers’ firms in di cate that the firms for which women 
work be fore and af ter child bear ing pay dif fer ently or that women in low er-pay ing 
or ga ni za tions more likely be come moth ers. It is pos si ble that women pri or i tiz ing 
fam ily over ca reers choose a par tic u lar type of em ployer to be gin with and that such 
women tend to be come moth ers soon af ter en ter ing their firms. Similarly, with cross-
sec tional com par i sons be tween moth ers and their child less peers within firms, prior 
re search can not tell whether the tran si tion into moth er hood in deed ham pers a wom an’s 
earn ings growth within her firm or, in stead, cer tain un ob served per sonal traits, such 
as rel a tive com mit ment to work, lead those who chose to be come moth ers to re ceive 
lower wages than their co work ers who chose oth er wise.

Precisely be cause of the dif fi culty of rul ing out al ter na tive ex pla na tions with cross-
sec tional com par i sons, most re search on the moth er hood pen alty has used lon gi tu di nal 
data and con cep tu al ized this pen alty as the pay de crease a woman ex pe ri ences af ter 
child bear ing rather than as the wage gap be tween moth ers and their child less coun-
ter parts (Anderson et al. 2002; Budig and England 2001; Budig and Hodges 2010; 
England et al. 2016; Gangl and Ziefle 2009; Yu and Kuo 2017). To be con sis tent 
with this con cep tu al i za tion, re search ers in ter ested in moth er hood’s ef fects within and 
across firms should ask how much post-birth shifts in wom en’s earn ings within or ga-
ni za tions, com pared with pay dif fer ences be tween wom en’s or ga ni za tions be fore and 
af ter child bear ing, con trib ute to the over all earn ings dis ad van tage of moth ers.

This study spe cifi  cally ad dresses this ques tion us ing 36 years of data from the 
National Longitudinal Survey of Youth 1979 (NLSY79). In the pa per, we re fer to 

1 Although Petersen and col leagues’ (2010) study in cluded a subanalysis us ing re peated ob ser va tions of the 
same wom en, their main find ings—re lated to the mag ni tudes of with in- and across-or ga ni za tional moth er-
hood wage pen al ties—were based on the com par i son of dif fer ent women within and across or ga ni za tions. 
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a post-birth de crease in earn ings within a firm as the within-firm moth er hood pen-
al ty; we re fer to a pay re duc tion be tween a wom an’s pre- and post-birth em ploy-
ers as the across-firm moth er hood pen al ty. Unlike pre vi ous stud ies fo cus ing only 
on moth ers (Fuller 2018; Petersen et al. 2010), we also ask how fa ther hood shapes 
men’s earn ings growth within and across employing or ga ni za tions, and we com pare 
their ex pe ri ences with wom en’s. Prior re search has rarely ex am ined the with in- and 
across-firm fa ther hood pre mi ums, with just one Ca na dian study show ing how the 
dif fer ing em ployers be tween fa thers and child less men ex plain the for mer’s higher 
wages (Cooke and Fuller 2018). Because that study re lied on cross-sec tional da ta, 
how ev er, the ques tion of how fa ther hood al ters earn ings growth within and across 
firms re mains unanswered.

Besides show ing the with in- and across-em ployer par ent hood pen al ties or pre mi-
ums, this study helps dis en tan gle the var i ous mech a nisms pro posed to ex plain how 
hav ing chil dren al ters wom en’s and men’s earn ings. For ex am ple, one ex pla na tion of 
why be com ing a par ent in creases men’s and de creases wom en’s pay is that it en hances 
men’s mo ti va tion to pro vide for the fam ily but re duces wom en’s avail  able time and 
en ergy for their jobs (Budig and England 2001; Gough and Noonan 2013; Killewald 
2013). The cor re spond ing changes in ef fort and pro duc tiv ity lead moth ers to earn less 
and lead fa thers to earn more. If this is the case, then par ent hood should ham per wom-
en’s earn ings growth while am pli fy ing men’s both within and across firms be cause 
men and women would mod ify their ef fort re gard less of their or ga ni za tional set tings. 
Conversely, be cause dis crim i na tion based on the as sump tion that moth er hood re duces 
wom en’s work ef fort is likely weaker when an em ployer is al ready fa mil iar with the 
wom an’s job per for mance (Fuller 2018), a dis crim i na tion-based ex pla na tion would 
lead us to ex pect the im pact of par ent hood to be weaker when women re main with the 
same em ployers than when they move across firms. Our anal y sis of with in- and across-
firm pay pen al ties and pre mi ums thus has the o ret i cal im pli ca tions for ex pla na tions of 
gen dered re la tion ships be tween par ent hood and earn ings.

Parenthood and Pay Within and Across Firms

Researchers have stud ied par ent hood’s ef fects on earn ings ex ten sive ly. Using data 
from var i ous co horts and across in dus trial countries, sev eral stud ies have shown that 
hav ing a child leads to a wage pen alty for wom en, even af ter many ob serv able and 
un ob serv able per sonal traits were taken into ac count (Anderson et al. 2002; Budig 
and England 2001; Fuller 2018; Gangl and Ziefle 2009; Gough and Noonan 2013; 
Petersen et al. 2010; Staff and Mortimer 2012; Yu and Kuo 2017). Conversely, fa ther-
hood is as so ci ated with a 3% to 10% pay pre mium (Glauber 2008; Hodges and Budig 
2010; Killewald 2013; Lundberg and Rose 2000, 2002).

Despite much ev i dence on moth ers’ earn ings dis ad van tage and fa thers’ earn ings 
ad van tage, rel a tively few stud ies have dis tin guished be tween with in- and across-firm 
moth er hood pen al ties or fa ther hood pre mi ums and com pared these pen al ties or pre-
mi ums. Among a hand ful of stud ies that made this dis tinc tion are stud ies by Petersen 
and col leagues (2010) and Fuller (2018), who used linked em ployer-em ployee data 
from Norway and Canada, re spec tive ly. Both stud ies com pared moth ers with child-
less women who were oth er wise sim i lar and found the two groups less likely to 

D
ow

nloaded from
 http://dup.silverchair.com

/dem
ography/article-pdf/58/1/247/915906/247yu.pdf by guest on 10 April 2024



250 W. Yu and Y. Hara

 re ceive un equal pay when they worked in the same es tab lish ment than in dif fer ent ones. 
The au thors there fore ar gued that the moth er hood wage pen alty largely arises from 
 moth ers’ con cen tra tion in low er-pay ing firms. Evidence from Canada also in di cates 
that the un even dis tri bu tion of fa thers and child less men across es tab lish ments ex plains 
the ma jor ity of the fa ther hood wage pre mium for men with lower ed u ca tion but not for 
the highly ed u cat ed. Among high-skilled Ca na dian men, fa thers earn 5% to 6% more 
than their child less coun ter parts within the same firms (Cooke and Fuller 2018).

The find ings from the stud ies in Canada and Norway sug gest that for women 
and at least some men, par ent hood’s ef fect on earn ings may be greater across than 
within firms. Nearly all  these stud ies, how ev er, com pared par ents and nonparents 
who were oth er wise sim i lar (Cooke and Fuller 2018; Fuller 2018; Fuller and Cooke 
2018), mak ing it pos si ble that the re sults were con founded by un mea sured per sonal 
traits that both dis tin guish par ents from nonparents and ex plain the two groups’ 
dif fer ent earn ings (e. g., val ues placed on jobs vis-à-vis fam i ly). More im por tant, 
cross-  sec tional com par i sons can not in form whether hav ing a child ac tu ally al ters 
an in di vid u al’s earn ings within and across firms. Some ev i dence sug gests that the 
with in-firm earn ings shifts fol low ing child birth may con trib ute to a rel a tively small 
part of the over all moth er hood pen al ty. Two stud ies, for ex am ple, found that moth-
ers with more em ployer changes since child birth re ceive lower wages (Gangl and 
Ziefle 2009; Glass 2004). Cooke and Fuller (2018) also showed that Ca na dian men 
who moved to their jobs re cently ex pe ri enced smaller fa ther hood pre mi ums, im ply-
ing that fa thers gain more by remaining with the same em ployer over time. None 
of these stud ies, how ev er, of fered di rect es ti ma tes on the par ent hood pen alty or 
pre mium at trib ut  able to post-birth changes in earn ings within firms vis-à-vis that 
resulting from the pay discrepancies be tween in di vid u als’ or ga ni za tions be fore and 
af ter hav ing a child.

Rationales for Within- and Cross-Firm Parenthood Effects

Answering the ques tion of how par ent hood af fects pay dif fer ently within and across 
firms re quires an un der stand ing of why moth ers face a pay pen alty while fa thers re-
ceive a pay pre mium in the first place. Prior re search has pro posed three ma jor ex pla-
na tions, which have dis tinc tive im pli ca tions for whether hav ing chil dren may af fect 
earn ings growth more within or across firms. We dis cuss these ex pla na tions and their 
cor re spond ing hy poth e ses re gard ing the with in- and across-firm par ent hood ef fects.

Work Effort and Productivity

One main rea son why par ent hood may al ter wom en’s and men’s earn ings is that it 
strength ens tra di tional gen der roles, mak ing men feel a greater re spon si bil ity to pro vide 
for the fam ily and com pel ling women to spend more time on do mes tic work (Sanchez 
and Thomson 1997; Sayer 2005). These changes are thought to lead fa thers to al lo cate 
more ef fort to their jobs and moth ers to al lo cate less (Becker 1985). Because fa thers’ 
in creased work ef fort en hances pro duc tiv i ty, fa ther hood may aug ment men’s earn ings 
even if they spend the same amount of time at work as they did be fore hav ing a child 
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(Killewald 2013). Conversely, be cause lower ef fort re duces pro duc tiv i ty, women ex pe-
ri ence a wage de crease with each ad di tional child (Gough and Noonan 2013).

If par ent hood does am plify men’s work ef fort and pro duc tiv ity and if, as the 
pro duc tiv i ty-based ex pla na tion as sumes, men are  able to bar gain for higher wages 
or move to or ga ni za tions that prop erly com pen sate their in creased pro duc tiv i ty, then 
we should find that a man’s earn ings in crease equally whether he re mains in the 
same firm or moves to a dif fer ent firm. We should there fore find com pa ra ble fa ther-
hood pay pre mi ums within and across employing or ga ni za tions. Likewise, a mother 
with re duced work ef fort would ex pe ri ence de creases in pro duc tiv ity and pay af ter 
hav ing a child re gard less of whether she was in the same or a dif fer ent or ga ni za tion, 
as long as her re duced ef fort is en tirely due to moth er hood. Thus, the with in- and 
be tween-firm moth er hood pen al ties should also be sim i lar in mag ni tude. We sum-
ma rize these ex pec ta tions and pres ent them as the effortandproductivityhypothesis 
in Table 1.

Because the ef fort and pro duc tiv ity per spec tive as sumes that moth ers’ di min ished 
work ef fort is rooted in their in creased care ob li ga tions at home and fa thers’ en hanced 
ef fort re flects the ex tra fi nan cial bur den an ad di tional child brings, this per spec tive 
has an other im pli ca tion: as moth ers’ care re spon si bil i ties and fa thers’ fi nan cial bur-
den both grow with the num ber of chil dren, the changes in their work ef fort should 
cor re spond to rises in their fam ily size. Therefore, we can fur ther ex pect wom en’s 
earn ings to de crease and men’s to in crease proportionally, both within and across 
firms, with in creases in the num ber of chil dren.

Compensating Differentials and Selection Into Workplaces

An al ter na tive ex pla na tion for the moth er hood pay pen alty is rooted in the com-
pen sat ing dif fer en tials the o ry, which fo cuses on work ers’ se lec tion into jobs and 
 workplaces. This the ory main tains that worker com pen sa tions en com pass both wages 
and nonpecuniary ame ni ties, such as paid leaves and sched ule flex i bil i ty, and that 
in di vid u als may trade part of their wages for pre ferred ame ni ties in choos ing jobs 
(Glauber 2012; Heywood et al. 2007). Having a child is thought to af fect work ers’ 

Table 1 Explanatory frame works and hy poth e ses about with in- and across-firm earn ings growth

Explanations Hypotheses

A. Effort and Pro duc tiv ity Motherhood will re duce, and fa ther hood will in crease, 
pay growth within and across firms to a sim i lar ex tent.

B. Compensating Differentials Motherhood will de crease, and fa ther hood will in crease, 
earn ings growth across firms but not within firms.

C. Discrimination
 C1. Differential trust The moth er hood pen alty will be smaller within firms 

than across firms, whereas the fa ther hood pre mium 
will be larger within firms than across firms.

 C2. Differing in for ma tion avail abil ity Both the moth er hood pen alty and fa ther hood pre mium 
will be smaller within than across firms.
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pref er ences and, there fore, their de ci sions about the trade be tween pay and job ame-
ni ties. Because moth er hood intensifies wom en’s pref er ences for jobs com pat i ble with 
their fam ily ob li ga tions, moth ers may more likely choose fam i ly-friendly work places 
at the ex pense of earn ings (Fuller 2018; Petersen et al. 2010). Conversely, be cause 
par ent hood amplifies men’s re spon si bil ity to pro vide fi nan cially for their fam i ly, 
fa thers may be more will ing to sac ri fice nonpecuniary ame ni ties, such as a short 
com mute, for jobs that pay more.

A few prior stud ies have cast doubt on the ar gu ment that moth ers’ work set tings 
are more fam i ly-friendly than nonmothers’ (e. g., Glass and Camarigg 1992; Glauber 
2012). However, be cause such stud ies did not ac count for all  dif fer ences be tween 
work places, it re mains pos si ble that par ent hood leads peo ple to se lect work places 
with un mea sured ame ni ties or disamenities, resulting in de creased or in creased pay. 
Although we can not tell whether peo ple ac tu ally trade wages for job ame ni ties or vice 
versa when chang ing em ployers, we should find a siz able fa ther hood pre mium across 
firms if the com pen sat ing dif fer en tials ar gu ment is val id. Compared with child less 
men, fa thers may more ac tively seek to move to high-pay ing work places and bar gain 
harder for wages (in stead of other ame ni ties) when they move. Men there fore are 
likely to earn more at the firms they shift to af ter be com ing fa thers. At the same time, 
if moth ers in deed pri or i tize fam i ly-friendly work ing con di tions over pay in choos ing 
work places, women can be expected to be com pen sated less at the firms they en ter 
af ter child birth, resulting in a neg a tive as so ci a tion be tween moth er hood and earn ings 
across firms.

According to this frame work, par ent hood should not sig nifi  cantly af fect earn ings 
growth within firms be cause peo ple who change par ent hood sta tus while with the 
same em ployer likely made de ci sions about trade-offs be tween pay and nonpecuniary 
job ame ni ties be fore the change. Because most nonpecuniary ben e fits and fami ly-
respon sive pol i cies are work place-spe cific (Fuller 2018; Heywood et al. 2007), work-
ers are typ i cally un able to trade job ame ni ties for pay (or vice ver sa) upon en ter ing 
par ent hood with out chang ing em ployers.2 Of course, the de ci sion to stay with a given 
em ployer upon hav ing a child may not be ran dom. It is pos si ble that women in rel-
a tively fam i ly-friendly work places, which may have a lower po ten tial for long-term 
wage growth (Glass 2004; Heywood et al. 2007), are more likely to make the choice 
to have a child with out leav ing their em ployer. Similarly, men may elect to have a 
child when they work for em ployers that of fer bet ter wage pros pects over the long run. 
Nevertheless, nei ther se lec tion would lead a given worker to have dif fer ent earn ings 
tra jec to ries be fore and af ter par ent hood within the same firm, as long as the em ployer 
does not dis crim i nate based on par ent hood sta tus. Because our anal y sis fo cuses on 
with in-per son, with in-firm earn ings changes by par ent hood sta tus, work ers’ de ci-
sions to stay with an em ployer would not al ter the compensatingdifferentials-based
hypothesis, which sug gests that moth er hood will de crease earn ings and fa ther hood 
will in crease earn ings across firms but not within firms. We also list this hy poth e sis 
in Table 1.

2 In less com mon cases, an em ployee may be  able to switch to a po si tion with dif fer ent ame ni ties or a 
part-time sched ule within the same firm upon en ter ing par ent hood, but con trol ling for changes in de tailed 
oc cu pa tions and work sched ules should largely ac count for these sce nar ios.

D
ow

nloaded from
 http://dup.silverchair.com

/dem
ography/article-pdf/58/1/247/915906/247yu.pdf by guest on 10 April 2024



253Parenthood and Earnings Growth Within and Across Firms

Discrimination on the Basis of Parenthood Status

Another per spec tive com monly pro posed to ex plain the moth er hood wage pen-
alty and fa ther hood wage pre mium cen ters on em ployer biases, which tend to work 
against moth ers but fa vor fa thers (Budig and England 2001; Fuller 2018; Hodges 
and Budig 2010; Killewald 2013).3 This per spec tive con tends that em ployers’ abil ity 
to mea sure work ers’ pro duc tiv ity is lim it ed, which prompts them to use par ent hood 
sta tus as a proxy for work ers’ pro duc tiv ity lev els. Being a moth er, as a sta tus char-
ac ter is tic, sig nals to em ployers that the woman must di vide her de vo tion be tween 
fam ily and work, mak ing her the op po site of the “ideal work er” that em ployers have 
in mind (Ridgeway and Correll 2004; Williams 2001). Upon be ing con vinced that 
moth ers are sub op ti mal work ers, em ployers may hold moth ers to a higher stan dard, 
de val u ate their job per for mance, and re ward them less fi nan cially (Correll et al. 
2007). By con trast, the sta tus of fa thers is as so ci ated with a greater fi nan cial re spon-
si bil ity and a higher level of mo ti va tion to earn. Employers are there fore likely to 
view fa thers as more de voted to their jobs than child less men. In turn, em ployers 
may ap ply a more le nient stan dard to fa thers and over pay fa thers for a given level 
of pro duc tiv i ty. Consistent with this ar gu ment, ex per i ments have shown that fa thers 
have an ad van tage in obtaining a job over equiv a lently qual i fied men who are not 
fa thers (Correll et al. 2007). Fuller and Cooke (2018) also found that the fa ther hood 
wage pre mium is greater in firms that lack for mal ized pro ce dures to eval u ate job 
per for mance, supporting the ar gu ment about em ployers’ ten dency to over es ti mate 
fa thers’ pro duc tiv i ty.

Although dis crim i na tion or fa vor it ism based on par ent hood sta tus could af fect 
par ents’ earn ings growth both within and across firms, the mag ni tudes of the par-
ent hood ef fects may not be the same. Differences in mag ni tude likely arise from 
em ployers’ dif fer en tial trust in their existing em ploy ees vis-à-vis new re cruits, who 
are vir tu ally strang ers to them. Research has shown that in di vid u als’ trust in oth ers 
de pends on their so cial dis tance from the peo ple they are judg ing and whether they 
con sider those peo ple in-group mem bers (Brewer 1999; Buchan et al. 2002; Foddy 
et al. 2009; Platow et al. 2012). People are likely to trust ac quain tances more than 
strang ers, es pe cially if the ac quain tances share cer tain iden ti ties with them or be long 
to the same loosely de fined group (e. g., same work places) as they do. Employers are 
gen er ally more fa mil iar with their existing em ploy ees than with new job ap pli cants, 
and they are more likely to see the for mer as in-group mem bers. Because in di vid u als 
tend to judge those they trust less harshly than oth ers (Taylor and Koivumaki 1976), 
em ployers’ greater trust in existing em ploy ees com pared with un fa mil iar new re cruits 
should lead them to ap ply a more le nient stan dard to the former. This leniency may 
strengthen em ployers’ be lief that fa ther hood en hances pro duc tiv ity when they eval u-
ate those who be came fa thers within their or ga ni za tions, and this com bi na tion would 
lead to a larger fa ther hood bo nus for these fa thers than for fa thers hired from else-
where. Conversely, em ployers may dis count the pro duc tiv ity of moth ers who are 

3 Although we gen er ally use “em ployers” to re fer to the ones who eval u ate work ers’ per for mance and 
de ter mine the lat ter’s pay, some times it is ac tu ally the work ers’ su per vi sors, man ag ers, or even the peo ple 
hir ing the work ers for con tract work who are re spon si ble for pay dis crim i na tion. For sim plic i ty, how ev er, 
we use “em ployers” to rep re sent all  agents who may eval u ate work ers and de ter mine work ers’ earn ings.
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job seek ers more than that of women who be came moth ers while work ing for them 
be cause em ployers are more le nient to ward the lat ter. Being a mother may there fore 
be more det ri men tal to earn ings when women move across firms than when they stay 
with the same em ployers. This ar gu ment—differentialdiscriminationbytrust—thus 
leads to the hy poth e sis that the with in-firm moth er hood pen alty will be smaller than 
the across-firm one, whereas the with in-firm fa ther hood pre mium will be larger than the 
across-firm one (see Table 1).

There is an al ter na tive rea son why em ployer dis crim i na tion or fa vor it ism may lead 
the wage ef fects of par ent hood to dif fer within and across or ga ni za tions. Based on 
the dis crim i na tion ac count, em ployers use ste reo types as so ci ated with moth ers and 
fa thers to es ti mate their worth partly be cause an ac cu rate mea sure of pro duc tiv ity is 
rarely avail  able. Although psy cho log i cal re search has yielded mixed re sults re gard-
ing whether fa mil iar ity re duces the use of ste reo types in judg ing peo ple (Funder and 
Colvin 1988; Garcia-Marques et al. 2016; Smith et al. 2006), it is pos si ble that hav-
ing more di rect in for ma tion en ables em ployers to gauge work ers’ per for mance more 
ob jec tive ly. Because em ployers typ i cally know more about their existing em ploy ees than 
about new re cruits, they may let the for mer’s par ent hood sta tus af fect their as sess ment 
less than they do new re cruits. Thus, fa thers and moth ers alike would en coun ter a greater 
par ent hood-based bias when chang ing em ployers than when stay ing with the same 
em ployers. This ar gu ment leads to the differentialdiscriminationbyinformationavail-
abilityhypothesis, which con tends that both the moth er hood pen alty and the fa ther hood 
pre mium will be smaller within than across firms (as shown in Table 1).4

Data and Methods

The data for the study come from 26 rounds of the NLSY79, conducted from 1979 
to 2014. The sur vey has followed a na tion ally rep re sen ta tive co hort of in di vid u als 
who were 14–22 years old in 1979, collecting in for ma tion an nu ally through 1994 and 
bi an nu ally there af ter. At the last round in cluded in our sam ple, fielded in 2014–2015, 
vir tu ally all  re spon dents were in their 50s. Because child birth over age 50 is rare even 
among men, the 26 rounds of the NLSY79 have es sen tially cap tured the re spon dents’ 
com plete fer til ity his to ries. In ad di tion to in clud ing com pre hen sive fer til ity his to ries, 
the NLSY79 data have the ad van tage of containing long and de tailed work his to ries. 
At each round, the sur vey asks re spon dents to re port jobs they have held each week 
since the last in ter view and to iden tify the em ployer for each job. Over the 36 years 
cov ered by the 26 rounds of the NLSY79, nearly all  re spon dents have worked for 
mul ti ple em ployers, and many of their em ployer spells are long. Such data make it 

4 The lack of in for ma tion on pro spec tive em ploy ees may also lead em ployers to be un cer tain about the 
for mer’s par ent hood sta tus, hence pe nal iz ing or re ward ing them less for be ing a par ent. If this is the case, 
both the moth er hood pen alty and fa ther hood pre mium will be greater within than across firms. We do 
not for mally pro pose this hy poth e sis, how ev er, be cause re search has shown that em ployers of ten pick up 
non–job-re lated in for ma tion of pro spec tive em ploy ees from sub tle cues in re sumes or in ter views (Rivera 
2012; Rivera and Tilcsik 2016). Employers may even ac tively seek in for ma tion that is il le gal to use in 
re cruit ment (Rivera 2017). In ad di tion, em ployers may ob tain ideas about pro spec tive em ploy ees’ par ent-
hood sta tus when checking the lat ter’s ref er ences.
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pos si ble to ex am ine how in di vid u als’ earn ings growth within and across firms cor re-
sponds to changes in their par ent hood sta tus.

Although the NLSY79 does not con tain em ployer-em ployee linked da ta, which are 
typ i cally used to as sess with in- and across-firm wage in equal ity (Fuller 2018; Petersen 
and Mor gan 1995; Petersen et al. 2010), it has the ad van tage of hav ing re peated ob ser-
va tions of a na tional sam ple. To our knowl edge, no large-scale, lon gi tu di nal em ployer-
em ployee linked data are avail  able in the United States. Without a ran dom sam ple 
of work ers from each firm, the NSLY79 data can not tell us whether firms in which 
par ents con cen trate pay dif fer ently from other firms. We can nev er the less ad dress the 
ex tent to which pay dif fer ences be tween one’s firms be fore and af ter child bear ing 
con trib ute to the over all pen alty or pre mium one ex pe ri ences with par ent hood, which 
is a cen tral ques tion in stud ies com par ing the ef fects of par ent hood within and across 
firms (Cooke and Fuller 2018; Fuller 2018). The lon gi tu di nal na ture of the NLSY79 
also en ables us to es ti mate how much par ent hood al ters earn ings growth within or ga-
ni za tions. Because the vast ma jor ity of re search mea sures the moth er hood pen alty and 
fa ther hood pre mium as an in di vid u al’s gain or loss in earn ings with the tran si tion to 
par ent hood (Budig and England 2001; Gangl and Ziefle 2009; Glauber 2008; Kille-
wald 2013; Yu and Kuo 2017), rather than as pay dif fer ences be tween par ents and their 
child less peers, our es ti ma tes of how hav ing a child changes peo ple’s earn ings within 
and across or ga ni za tions are more con sis tent with pre vi ous re search than those based 
on pay gaps be tween dif fer ent groups within and across firms.

To con duct the sta tis ti cal anal y sis, we pool all  rounds of the NLSY79 to cre ate 
a per son-month sam ple. Although the NLSY79 is widely used, re search ers rarely 
take ad van tage of its weekly job re cords, which can bet ter cap ture em ployer changes 
and var i a tions within each em ployer spell than an nual or bi an nual re cords. The typ-
i cal ap proach, which uses re spon dents’ jobs held at the in ter view time to gen er ate 
a per son-year sam ple (e. g., Budig and England 2001; England et al. 2016; Kille-
wald 2013), would ex clude em ployer spells that re spon dents ex pe ri enced be tween 
rounds. As a re sult, firms with high turn over rates would likely be un der rep re sent ed. 
Moreover, when us ing the per son-year ap proach, re search ers can ob serve earn ings 
changes within em ployer spells only if re spon dents reported the same em ployers at 
two or more in ter view times, mak ing the ob served with in-em ployer earn ings growth 
se lec tive.5 Using per son-month data pro vi des more ac cu rate in for ma tion on earn ings 
changes over time. We con vert re spon dents’ weekly re ports of jobs and em ploy ment 
sta tus (i. e., hav ing a job, un em ployed, or vol un tar ily away from the la bor force) to 
monthly ob ser va tions. When a re spon dent held mul ti ple jobs or sta tuses within the 
same month, we use the job or em ploy ment sta tus with the lon gest du ra tion to rep re-
sent the month’s sta tus.

In our per son-month sam ple, we fill in re spon dents’ time-vary ing mar i tal and par-
ent hood sta tus us ing the NLSY79’s re ports of the years and months dur ing which 
re spon dents’ mar i tal sta tus changed and their chil dren were born, re spec tive ly. For 
var i ables that are recorded on only a yearly ba sis, such as re spon dents’ geo graphic 
lo ca tion, we as sume that re spon dents’ in for ma tion did not change be tween  in ter views 

5 Our ex plor atory anal y sis showed that us ing a per son-year, in stead of per son-month, sam ple would 
re duce the num ber of em ployers in cluded in the anal y sis by more than one-half.

D
ow

nloaded from
 http://dup.silverchair.com

/dem
ography/article-pdf/58/1/247/915906/247yu.pdf by guest on 10 April 2024



256 W. Yu and Y. Hara

if they reported the same con di tions for two ad ja cent rounds. When there was a 
change be tween in ter views, we as sume that the change oc curred in the month in the 
mid dle of the two ad ja cent rounds.6

Because the NLSY79 pro vi des lim ited job in for ma tion for those on ac tive mil-
i tary du ty, we ex clude such per son-month ob ser va tions from the sam ple. Given 
our fo cus on earn ings and firms, we also limit the sam ple to months dur ing which 
re spon dents reported hav ing a job and pro vided valid in for ma tion about their 
em ployers and pay. Because par ents’ ob li ga tions con sid er ably de cline when all  
their chil dren reach adult hood, we fur ther elim i nate per son-months when re spon-
dents’ youn gest child was age 20 or older. When we used dif fer ent ages of the 
youn gest child to re strict the sam ple (e. g., 18 or 25 years old) or im posed no such 
re stric tion at all , the main re sults were sim i lar. To show how var i a tion in par ent-
hood sta tus cor re sponds to changes in re spon dents’ earn ings be tween and within 
their employing or ga ni za tions, we also elim i nate cases where no changes are pos-
si ble. Specifically, we ex clude 6.4% of NLSY79 re spon dents for hav ing reported 
only one em ployer or only em ployer spells that lasted one month or less through out 
the ob ser va tion pe ri od. Finally, we re strict the sam ple to those whose job in for-
ma tion was pro vided within three years from the time the job was held be cause 
in for ma tion such as earn ings pro vided many years  lat er—as a re sult of re spon dents 
miss ing cer tain rounds—may suf fer from re call er rors. After all  these se lec tions 
and elim i na tion of cases miss ing in for ma tion on key var i ables, our an a lytic sam ple 
con tains 1,176,234 monthly ob ser va tions from 5,933 men and 1,039,476 monthly 
ob ser va tions from 5,749 wom en.

Models and Measurement

The out come of in ter est for our study is the reported hourly pay of re spon dents’ 
jobs (in cents). Because of the skewedness of earn ings dis tri bu tion, we take the 
nat u ral log of the hourly earn ings. Like most stud ies of the moth er hood pay pen-
alty and fa ther hood pay pre mi um, we use fixed-ef fects mod els to pre dict log hourly 
earn ings (Budig and England 2001; Gangl and Ziefle 2009; Glauber 2008; Kille-
wald 2013; Yu and Kuo 2017). Because the se lec tion into par ent hood is un likely 
to be ran dom, re gres sion mod els that com pare earn ings be tween par ents and their 
oth er wise sim i lar peers face the prob lem that other un ob served fac tors that con-
trib ute to the two groups’ child bear ing de ci sions, such as de vo tion to em ploy ment 
ca reers, may also ac count for dif fer ences in pay. Fixed-ef fects mod els, by con trast, 
en able us to take into ac count all  un mea sured char ac ter is tics that do not vary across 
ob ser va tions for a given sub ject, be it a per son, an oc cu pa tion, or an employing 
or ga ni za tion (Allison 2009). Such mod els can bet ter ad dress the prob lem of un ob-
served het ero ge ne ity.

6 When re spon dents missed a round, we use the in for ma tion pro vided by the next avail  able in ter view to 
code the 12 months be fore the in ter view for the years through 1994 (when the sur vey conducted an nual 
in ter views) and to code the 24 months be fore the in ter view for years af ter 1994 (when bi en nial in ter view s 
were conducted).
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We be gin with a model of the fol low ing form:

  ln( payit ) = γ 0 + γ1parentit + ΣajXjit + µ i + yeark + εit ,  (1)

where the out come is the log hourly pay of per son i (i  = 1, 2, 3, . . . , n) at month t; γ0 
is the in ter cept; γ1 is the co ef fi cient for be ing a par ent; Xjit  de notes j time-vary ing var-
i ables that may also af fect earn ings (e. g., ed u ca tion, work ex pe ri ence); μi and yeark 
are fixed ef fects for i in di vid u als and k cal en dar years in the data set, re spec tive ly; 
and εit is the er ror term. Equivalent to a dummy var i able for each per son, μi cap tures 
all  time-con stant char ac ter is tics for the in di vid u als, even when the char ac ter is tics are 
un ob serv able. With yeark, the equiv a lent of a dummy var i able for each cal en dar year, 
the model fur ther takes into ac count any year-to-year shifts that in flu ence work ers’ 
pay (e. g., eco nomic down turns).7

Because oc cu pa tional char ac ter is tics are im por tant to earn ings (Kilbourne et al. 
1994), es pe cially moth ers’ earn ings (Yu and Kuo 2017), we also fit the fol low ing mod el:

  ln( payit ) = γ 0 + !!γ1 parentit + ΣajX jit + µ i + yeark + occpo + εit ,  (2)

where occpo rep re sents fixed ef fects for the o oc cu pa tions. Adding oc cu pa tion fixed 
ef fects en ables us to ac count for all  sta ble oc cu pa tional dif fer ences that may shape 
earn ings, such as oc cu pa tional train ing and qual i fi ca tions, oc cu pa tional sta tus, and 
the gen der dom i nance of the oc cu pa tion. The dif fer ence be tween γ1, the es ti mated 
par ent hood ef fect from Eq. (1), and !!γ1, the es ti mated ef fect from Eq. (2), thus in di-
cates the ex tent to which oc cu pa tional shifts be fore and since en ter ing par ent hood 
ex plain the as so ci a tions be tween par ent hood and earn ings.

We fit mod els with broad and fine oc cu pa tion fixed ef fects, re spec tive ly. The 
NLSY79 used the three-digit 1970 cen sus oc cu pa tional codes through 2000 and 
switched to the 2000 cen sus codes there af ter. We fol low Meyer and Osborne’s (2005) 
guide lines to cre ate stan dard three-digit oc cu pa tional codes across all  the years, 
resulting in 372 fine oc cu pa tions in the an a lytic sam ple. We then group var i ous fine 
oc cu pa tions un der the same gen eral oc cu pa tional cat e gory to cre ate 22 broad oc cu pa-
tional categories (e. g., ex ec u tive and man a ge rial oc cu pa tions, tech ni cian and re lated 
sup port oc cu pa tions, me chan ics and re pair ers, and ma chine op er a tors and as sem-
blers). We use broad oc cu pa tional categories as an al ter na tive mea sure to as sess how 
oc cu pa tional dif fer ences ac count for par ent hood’s as so ci a tion with pay.

Next, we in ves ti gate how be yond oc cu pa tions, employing or ga ni za tions may fur-
ther con trib ute to the par ent hood pre mium or pen al ty. The spe cific model can be 
expressed as fol lows:

 ln( payit ) = γ 0 + γ1!parentit + ΣajXjit + µ i + yeark + occpo + employerf + εit ,   (3)

where employerf de notes fixed ef fects for f em ployers. The NLSY79 pro vi des a 
unique iden ti fi ca tion num ber for each em ployer a re spon dent has had through-
out his or her ca reer. The avail abil ity of mul ti ple monthly ob ser va tions with each 

7 We use reghdfe, a us er-writ ten pro gram for Stata to es ti mate mod els with mul ti ple fixed ef fects (Correia 
2016). The pro gram uses an al go rithm to achieve the equiv a lent of in clud ing dummy var i ables for ev ery 
fixed-ef fects cat e go ry, given that the lat ter is com pu ta tion ally dif fi cult.
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em ployer en ables us to es ti mate mod els with em ployer fixed ef fects. Because all  
em ployer  iden ti fi ca tion num bers in the sur vey are re spon dent-spe cifi c, our mea sure 
of em ployers is fully nested in the ob ser va tions of the same in di vid u als: each in di-
vid u al’s months in the sam ple can be di vided into var i ous em ployer spells. Thus, 
the em ployer fixed ef fects in cluded here are, in fact, per son-em ployer fixed ef fects, 
which cap ture all  sta ble be tween-firm dif fer ences for given in di vid u als. Because the 
per son-em ployer fixed ef fects would cap ture any time-con stant be tween-in di vid ual 
dif fer ences, the re sults would be iden ti cal re gard less of whether we in clude in di vid-
ual fixed ef fects in Eq. (3).

With employerf tak ing into ac count dif fer ences be tween em ployer spells, Eq. (3) 
ul ti mately es ti ma tes how al ter ations in in di vid ual at tri butes cor re late with changes in 
earn ings with in em ployer spells. Thus, γ1! rep re sents how be com ing a par ent af fects an 
in di vid u al’s earn ings while the in di vid ual works for the same firm—that is, the with in-
em ployer par ent hood pre mium or pen al ty. Following Fuller (2018), we es ti mate the 
be tween-em ployer par ent hood pen alty or pre mium by com par ing the mod els be fore 
and af ter adding em ployer fixed ef fects (i. e., Eqs. (2) and (3)). Specifically, be cause 
Eq. (3) fur ther ac counts for av er age pay dif fer ences be tween em ployers, the change 
in the par ent hood co ef fi cient from Eqs. (2) to (3) (!!γ1 − γ1! ) can be interpreted as the 
ex tent to which the par ent hood pen alty or pre mium is at trib ut  able to pay dif fer ences 
across employing or ga ni za tions. Fuller (2018:1450–1451) re ferred to this change as 
the “be tween-firm par ent hood pen al ty” (or pre mi um). We sim i larly con sider (!!γ1 − γ1! ) 
as the be tween-em ployer con tri bu tion to the par ent hood ef fect on earn ings. We test the 
sta tis ti cal sig nifi  cance of this con tri bu tion fol low ing Clogg and col leagues’ (1995) pro-
ce dures to com pare co ef fi cients for the same var i able from two nested mod els.

To pro vide more de tails about em ployer spells in the an a lytic sam ple, Table 2 shows 
the num ber of em ployers and du ra tions with reported em ployers by gen der. Both men 
and women ex pe ri enced more than seven em ployers dur ing the months ob served. Alto-
gether, these ex pe ri ences amount to 43,505 per son-em ployer spells for men and 38,744 
per son-em ployer spells for women (i. e., the av er age num ber of em ployers mul ti plied 
by the to tal num ber of re spon dents). Because the av er age num ber of em ployers is some-
what large, vir tu ally all  the re spon dents who have ever had a child changed em ployers 
af ter they be came par ents.8 Hence, our es ti mate of how much pay dif fer ences be tween 
re spon dents’ pre- and post-birth firms con trib ute to the over all par ent hood pen alty or 
pre mium is not just based on the ex pe ri ences of a small, se lec tive group of par ents. On 
av er age, men and women both spent more than 3 years with any given em ployer, and 
the mean of the lon gest du ra tion with an em ployer is nearly 10 years for men and nearly 
9 years for wom en. The con sid er able length of time most re spon dents spent with a firm 
en ables us to ob serve am ple earn ings var i a tion within their em ployer spells.

We mea sure the main pre dic tor of in ter est, par ent hood, as a bi nary var i able based 
on the pres ence of any bi o log i cal chil dren. We fo cus on bi o log i cal chil dren be cause 
re search has shown that the fa ther hood wage pre mium applies to only fa thers with 
bi o log i cal chil dren (Killewald 2013) and be cause the NLSY79 lacks in for ma tion on 
non bi o log i cal chil dren’s birth months or the ex act month when they en tered re spon-
dents’ lives. For an ad di tional anal y sis ex am in ing how men’s and wom en’s earn ings 

8 Less than 4% of the re spon dents never had a new em ployer since they be came par ents.
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vary by their num ber of chil dren, we also con struct time-vary ing dummy var i ables 
in di cat ing whether re spon dents have (1) no child, (2) one child, (3) two chil dren, or 
(4) three or more chil dren dur ing a given month.

All the fixed-ef fects mod els also con trol for a se ries of time-vary ing in di vid ual 
char ac ter is tics that may af fect earn ings. First, we in tro duce a set of hu man cap i tal 
in di ca tors, in clud ing the level of ed u ca tion com pleted (less than high school, high 
school, some col lege, and uni ver sity or more), work ex pe ri ence, and job ten ure. We 
cre ate a monthly mea sure of work ex pe ri ence based on the NLSY79’s weekly re cords 
of the to tal amount of time re spon dents have held jobs. Job ten ure is mea sured as the 
num ber of months re spon dents have worked for the same em ployer.9 We also in clude 
the square terms of work ex pe ri ence and job ten ure to cap ture po ten tially non lin ear 
re la tion ships. To ac count for the pos si bil ity that moth ers’ fre quent job turn over and 
ca reer in ter rup tions ob struct their earn ings growth (Gangl and Ziefle 2009), we in tro-
duce the num ber of em ployer changes and ma jor em ploy ment breaks into the mod els. 
We de fine an em ployer change as a tran si tion from one em ployer to an other with no 
more than six months with out a job be tween the two spells. By con trast, an em ploy-
ment break is a job sep a ra tion followed by a job less pe riod of six months or lon ger.10 
Because the NLSY79 has lim ited in for ma tion on work his to ries be fore re spon dents 
en tered the sur vey, which was as late as age 22 for some, we count only the num ber 
of em ployer changes and em ploy ment breaks from age 22 on ward. Our other rea-
son for do ing so is that work ers are un likely pe nal ized for high job turn over rates at 
a very young age, when job in sta bil ity is com mon and expected. Starting counting 
em ployer changes and em ploy ment breaks at age 22 also re quires us to in clude a 
dummy var i able to cap ture the per son-months be fore that age in the sam ple. Our 

9 Had ev ery one moved strictly from one firm to the next and never returned to a pre vi ous em ployer, the 
in creases in job ten ure and work ex pe ri ence with time would be iden ti cal within each em ployer spell. Nev-
ertheless, a num ber of re spon dents reported work ing for the same em ployer for sep a rate pe ri ods of time, 
and when they returned to an em ployer, they gen er ally ex pe ri enced a greater gain in work ex pe ri ence than 
ten ure with the em ployer. It is there fore pos si ble to in clude both job ten ure and work ex pe ri ence even in 
mod els fo cus ing on with in-em ployer pay var i a tion (i. e., those with em ployer fixed ef fects).
10 We do not con sider a job less spell of six months or lon ger as an em ploy ment break if re spon dents 
returned to the em ployer they were work ing for im me di ately be fore the job less pe ri od: such breaks may 
rep re sent pa ren tal or other fam ily leaves obtained from the em ployer.

Table 2 Statistics for em ployers and em ployer du ra tions in the an a lytic sam ple

Men Women

Total Number of Employers Experienced 7.6 (4.7) 7.3 (4.2)
Average Employer Duration (month)a 42.4 (38.7) 38.7 (40.8)
Maximum Duration With an Employer (month) 119.2 (87.5) 105.0 (80.5)
N 5,933 5,749

Notes: Values in pa ren the ses are stan dard de vi a tions. All num bers are weighted by the NLSY79 lon gi tu di-
nal weights. The unit of anal y sis for the de scrip tive sta tis tics is in di vid u als.
a This re fers to the av er age em ployer-spell du ra tion across in di vid u als. We cal cu late this av er age by first 
es ti mat ing the av er age em ployer-spell du ra tion for each in di vid ual and then tak ing the av er age of the 
in di vid u al-spe cific val ues.
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ex plor atory anal y sis none the less in di cates that mea sur ing em ployer changes and 
em ploy ment breaks from the time re spon dents en tered the sur vey or not in clud ing 
the dummy var i able for age un der 22 years would not cause mean ing ful changes in 
the re sults.

In ad di tion to hu man cap i tal var i ables, we in tro duce a bi nary var i able in di cat ing 
the job’s full-time sta tus (more than 35 weekly work ing hours) be cause part-time 
jobs may im pose an ad di tional pay pen al ty. We also take into ac count mar i tal sta tus, 
which is thought to be rel e vant to fa thers’ pay pre mi ums and moth ers’ pay pen al ties 
(Killewald 2013; Petersen et al. 2010). Because a spouse’s work ing hours may af fect 
the amount of time and ef fort in di vid u als can put into their jobs, we cre ate a se ries of 
mu tu ally ex clu sive dummy var i ables containing in for ma tion about re spon dents’ mar-
i tal sta tus and spou sal work ing hours: (1) nev er-mar ried, not cohabiting; (2) nev er- 
mar ried, cohabiting; (3) mar ried with the spouse work ing fewer than 20 hours per 
week; (3) mar ried with the spouse work ing 20–34 hours per week; (4) mar ried with 
the spouse work ing full-time; and (5) sep a rat ed, di vorced, or widowed.11 Finally, we 
con trol for re gion (Northeast, North Central, South, and West, according to the cen-
sus defi  ni tions) and whether re spon dents lived in ur ban ar eas. Table A1 in the online 
ap pen dix pres ents de tailed in for ma tion about the pre dic tors in the mod els.

We es ti mate all  the sta tis ti cal mod els sep a rately by gen der. To ad just for the 
NLSY79’s oversampling of cer tain mi nor ity groups and for at tri tion over time, we 
ap ply the sur vey’s lon gi tu di nal weights to all  mod els. Along with the use of weights, 
we also es ti mate ro bust stan dard er rors through out the anal y sis.

Results

Table 3 pres ents a se ries of fixed-ef fects mod els predicting log hourly earn ings for 
men and wom en. Model 1, fea tur ing no con trols ex cept in di vid ual and cal en dar-year 
fixed ef fects, shows that be com ing a fa ther is as so ci ated with a 13% in crease in earn-
ings (exp(.124) – 1 = .132). The equiv a lent model for women (Model 5), by con trast, 
in di cates a 9% gross moth er hood pen alty (exp(–.092)  – 1 = –.088). Adding hu man 
cap i tal in di ca tors, mar i tal sta tus, and geo graph i cal lo ca tions re duces men’s earn ings 
pre mium by 60% ([.124 – .049] / .124 = .60), according to Model 2. Nevertheless, 
be ing a fa ther is still as so ci ated with a 5% pay in crease (exp(.049) – 1 =  .050). Human 
cap i tal dif fer ences also ex plain a large part of the moth er hood pen al ty, re duc ing the 
pen alty to 5% of the hourly pay in Model 6 (exp(–.050) – 1 = –.049).

Models 3 and 4 fur ther take into ac count po ten tial dif fer ences in oc cu pa tions be-
fore and af ter men’s en try into fa ther hood. The in clu sion of broad-oc cu pa tion fixed 
ef fects, which con trols for fa thers’ and nonfathers’ dis tri bu tions across broad oc cu pa-
tional categories, changes the co ef fi cient of be ing a par ent very lit tle. Accounting for 
the pay dif fer ences across fine oc cu pa tional categories ex plains a slightly larger share 

11 Our ex plor atory anal y sis in di cated that dif fer en ti at ing those who cohabited based on their part ner’s 
work ing hours would not af fect the main re sults. Similarly, de lin eat ing those who were sep a rated from 
those who were di vorced or widowed, or us ing some what dif fer ent cut off points for the spou sal work ing 
hours, made no mean ing ful dif fer ence to the re sults.
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of the fa ther hood pay pre mi um, but men’s hourly earn ings still rise by slightly more 
than 4% as they be come fa thers.

Similar to the re sults for men, in clud ing fixed ef fects of broad oc cu pa tional 
categories, hardly al ters the ex tent of moth ers’ pay dis ad van tage. Women con tinue to 
re ceive about 5% less pay as they be come moth ers (Model 6). Adding fine oc cu pa-
tional fixed ef fects, how ev er, re duces the moth er hood earn ings pen alty con sid er ably, 
by 47%. This change in di cates that how women are dis trib uted across fine oc cu pa-
tions be fore and af ter they be come moth ers ex plains a large part of the moth er hood 
pen al ty. This find ing is im por tant be cause most re search on the moth er hood pen alty 
has taken into ac count just a hand ful of oc cu pa tional char ac ter is tics (e. g., oc cu pa-
tional fe male con cen tra tion, oc cu pa tional train ing and skill re quire ments) and found 
them to be of lit tle rel e vance (Budig and England 2001; Budig and Hodges 2010). We 
show that when us ing a fixed-ef fects ap proach, which ac counts for all  sta ble dif fer-
ences across de tailed oc cu pa tional categories, oc cu pa tional dif fer ences do con trib ute 
to the moth er hood pen alty sub stan tial ly.

The con trol var i ables in the mod els in Table 3 are gen er ally con sis tent with what 
would typ i cally be expected, boosting our con fi dence in the re sults. For ex am ple, 
in creases in ed u ca tion, work ex pe ri ence, and job ten ure all  raise hourly earn ings, 
whereas a higher num ber of em ploy ment breaks is as so ci ated with lower pay. More-
over, mar riage, es pe cially to spouses who work rel a tively few hours, tends to be as so-
ci ated with higher earn ings for men.

To ex am ine earn ings changes within firms, we fur ther add em ployer fixed ef fects 
to the mod els. Table 4 con trasts the par ent hood ef fects be tween the mod els with-
out em ployer fixed ef fects (iden ti cal to Models 4 and 8 in Table 3) and the mod els 
with such ef fects. Model 2 in di cates that even af ter we con trol for dif fer ences across 
em ployers, fa ther hood is linked to a near 4% in crease in pay. Entering fa ther hood 
clearly boosts men’s pay growth within em ployer spells. Conversely, once we ac count 
for em ployer dif fer ences, be ing a mother is hardly as so ci ated with any de crease in 
wom en’s hourly earn ings (Model 4). Thus, women are rarely pe nal ized for be com ing 
a par ent while they work for the same firms.

Table 4 also shows the dif fer ences in par ent hood’s ef fects be tween the mod-
els with out and with em ployer fixed ef fects, which (as discussed ear li er) can be 
interpreted as the be tween-em ployer con tri bu tions to the moth er hood pen alty and 
fa ther hood pre mi um, or the across-firm pen alty and pre mi um. A com par i son of the 
dif fer ences with the co ef fi cients for be ing a par ent within firms (i. e., the co ef fi cients in 
Models 2 and 4 in di cates that the with in-em ployer fa ther hood pay pre mium is larger 
than the across-em ployer one, whereas the across-em ployer con tri bu tion to the moth-
er hood pen alty is greater than the with in-em ployer con tri bu tion (p < .05 for the tests 
of the dif fer ences). This re sult is in con sis tent with the se lec tion per spec tive, whose 
ar gu ment that fa ther hood in creases men’s ten dency to trade job ame ni ties for higher-
pay ing po si tions else where implies that most of the fa ther hood pre mium comes 
from pay dif fer ences be tween men’s firms be fore and af ter child birth. The find ing 
sim i larly casts doubt on the ex pla na tion fo cus ing on ef fort and pro duc tiv i ty, which 
would ex pect the par ent hood pen alty and pre mium to be sim i lar within and across 
em ployers. The un even moth er hood pen al ties and fa ther hood pre mi ums within and 
across firms are in stead con sis tent with the dis crim i na tion per spec tive that em pha-
sizes em ployers’ un even trust in, but not un even in for ma tion about, their em ploy ees. 
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Table 4 Results from re gres sions of log hourly earn ings with and with out em ployer fixed ef fects

Men Women

Model 1

Model 2 
(with in-firm 

ef fect)

Model 1 
– Model 2 

(across-firm 
ef fect) Model 3

Model 4 
(with in-firm 

ef fect)

Model 3 
– Model 4 

(across-firm 
ef fect)

Parent 0.042** 0.036** 0.006** −0.027** −0.006† −0.021**
(0.002) (0.003) (0.001) (0.003) (0.003) (0.003)

Fixed Effects
 Individual Yes Yes Yes Yes
 Calendar year Yes Yes Yes Yes
 Fine oc cu pa tion Yes Yes Yes Yes
 Employer No Yes No Yes
Sociodemographic 

Controls Yes Yes Yes Yes

Notes: The an a lytic sam ple con tains 1,176,234 per son-months from 5,933 men and 1,039,476 per son-
months from 5,749 wom en. Values in pa ren the ses are ro bust stan dard er rors for Models 1–4 and are stan-
dard er rors for the col umns show ing dif fer ences be tween mod els. The sociodemographic con trols in clude 
var i ous hu man cap i tal in di ca tors, full-time job sta tus, mar i tal sta tus, re gion, and be ing in an ur ban area 
(same as those in the mod els in Table 3). The NLSY79 lon gi tu di nal weights are ap plied in all  mod els.
†p < .10; **p  <  .01

Employers’ greater trust in those who be come fa thers while work ing for them com-
pared with fa thers who come from other or ga ni za tions could ex plain a larger fa ther-
hood pre mium for the for mer. Similarly, the greater trust in existing work ers could 
lead women who be come moth ers not to be pe nal ized while work ing for the same 
em ployers but to face a sig nifi  cant pen alty when switching firms.

Although the re sults presented so far sug gest that moth ers’ and fa thers’ pro duc tiv-
ity lev els can not fully ac count for their re spec tive earn ings pen al ties and pre mi ums, it 
is pos si ble that changes in work ef fort resulting from par ent hood con trib ute to some 
of the moth er hood pen alty and fa ther hood pre mi um. Because such changes should 
be sen si tive to the num ber of chil dren added to the house hold, we fit ad di tional fixed-  
ef fects mod els in which we dis tin guish par ents according to their num ber of chil-
dren at the time of ob ser va tion. Using the same meth ods as in Table 4 and re gres sion 
mod els with and with out em ployer fixed ef fects (the mod els also in clude in di vid-
u al, year, and oc cu pa tion fixed ef fects, along with sociodemographic con trols), we 
cal cu late the with in- and across-em ployer con tri bu tions to the earn ings pre mi ums 
or pen al ties of hav ing one, two, or three or more chil dren. Figure 1 il lus trates the 
re sults.

The fig ure shows that com pared with be ing child less, hav ing any num ber of chil-
dren en hances men’s earn ings. Nevertheless, each ad di tional child does not propor-
tionally in crease the fa ther hood pre mi um. Overall, men ex pe ri ence the larg est gain 
when transitioning from hav ing no chil dren to hav ing one child—that is, when they 
be gin to be subjected to pos i tive ste reo types as so ci ated with fa thers. The ad di tional 
gain from hav ing a sec ond or third child is com par a tively small. This pat tern fur ther 
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265Parenthood and Earnings Growth Within and Across Firms

sug gests that in creases in men’s work ef fort with their in creas ing fi nan cial ob li ga tions 
is not suf fi cient to ex plain the fa ther hood pre mi um.

More im por tant, distinguishing fa thers according to their num ber of chil dren does 
not al ter the fact that the with in-em ployer fa ther hood pre mium is greater than the 
across-em ployer pre mi um. As Figure 1 in di cates, the dif fer ences be tween em ployers 
hardly con trib ute to the fa ther hood pre mi um: none of the across-em ployer ef fects 
are sta tis ti cally sig nifi  cant. Conversely, the with in-em ployer pay pre mi ums are sig-
nifi  cant and siz able for men with one, two, or three or more chil dren. Once again, 
the un even fa ther hood pre mi ums within and across em ployers is con gru ent with the 
hy poth e sis that em ployers es pe cially fa vor the men who be come fa thers while work-
ing for them. The fact that the with in-em ployer fa ther hood bo nus in creases slightly 
with the num ber of chil dren (p < .05 for the dif fer ences in the ef fects) while the 
across-em ployer bo nus does not also sug gests that em ployer fa vor it ism, rather than 
work ef fort, more likely ex plains the fa ther hood pre mi um. Specifically, the pat tern 
that men’s earn ings rise only with the num ber of chil dren within em ployer spells 
could re flect em ployers’ un even knowl edge; em ployers are likely to know when their 
existing em ploy ees have an ad di tional child but are per haps un aware of such in for-
ma tion about their new re cruits.

Figure 1 shows that moth ers with any num ber of chil dren ex pe ri ence re duc tions 
in earn ings. The size of the moth er hood pen alty gen er ally cor re sponds to the num ber 
of chil dren both within and across employing or ga ni za tions, suggesting that moth ers’ 
greater car ing re spon si bil i ties and ham pered work ef fort at least partly con trib ute to 
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Fig. 1 Within- and across-employer parenthood effects by parity. The effects depicted here are derived 
from regression models identical to Models 4 and 8 in Table 3 and Models 2 and 4 in Table 4, but replacing 
the binary indicator of being a parent with time-varying dummy variables for the number of biological 
children present. All the penalties/premiums are in relation to not having a child. The asterisks indicate the 
statistical significance of the effect. **p  <  .01
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their earn ings dis ad van tage. The with in-em ployer moth er hood pen al ty, how ev er, re-
mains smaller than the be tween-em ployer pen alty when women have just one or two 
chil dren, which is con sis tent with the ar gu ment em pha siz ing em ployers’ dis crim i na-
tion and greater trust in work ers they know more.

When women have three or more chil dren, the rel a tive mag ni tudes of the with in- 
and across-em ployer moth er hood pen al ties nev er the less change. Compared with 
hav ing no chil dren, hav ing three or more chil dren is as so ci ated with a con sid er able 
earn ings re duc tion within firms (about 6%) but a smaller pay re duc tion across firms 
(about 2%). The es pe cially large in crease in the with in-em ployer moth er hood pen alty 
when women tran si tion from hav ing two to more chil dren sug gests a po ten tial limit 
to em ployers’ trust in the moth ers who have been work ing for them. Although trust 
could re duce em ployers’ bias against women in their or ga ni za tions who are hav ing 
their first or sec ond child, em ployers might draw a line for fe male em ploy ees they 
per ceive as hav ing too many chil dren. Employers may view women hav ing three or 
more chil dren as hav ing great er-than-av er age de vo tion to their fam ily and may no 
lon ger be will ing to give them the ben e fit of doubt as they do for women with fewer 
chil dren. Perhaps be cause em ployers have the chance to learn about each child birth of 
their existing work ers but typ i cally could not dif fer en ti ate new re cruits based on their 
num ber of chil dren, we find that wom en’s earn ings are dis pro por tion ately re duced 
when they tran si tion from hav ing two to three chil dren within the same firms but not 
be tween firms. In this sense, the find ing that the with in-em ployer moth er hood pen alty 
is greater than the across-em ployer pen alty for moth ers with three or more chil dren 
is still con sis tent with the ar gu ment about em ployer bi as. The per spec tives about 
moth ers’ lower work ef fort or se lec tion into low er-pay ing firms, by con trast, can not 
ex plain the greater with in-firm pay pen alty for women with three or more chil dren.

So far we have ar gued that our re sults sug gest that em ployer dis crim i na tion 
ex plains a sub stan tial part, if not all , of moth ers’ earn ings dis ad van tage and fa thers’ 
earn ings ad van tage. There is, how ev er, an al ter na tive ex pla na tion for our find ings that 
the moth er hood pen alty is larger across than within firms but the fa ther hood pre mium 
is larger within than across firms: moth ers and fa thers may stay lon ger in firms where 
they ex pe ri ence smaller pen al ties and larger pre mi ums. If so, our es ti ma tes of with in-
firm fa ther hood pre mium and moth er hood pen alty would be dis pro por tion ately based 
on ex pe ri ences from firms that treat par ents es pe cially well, explaining the rel a tively 
large fa ther hood pre mium and rel a tively small moth er hood pen alty within firms. To 
test whether the ex tent of par ent hood pen alty or pre mium is in deed re lated to how 
long one stays in a firm, we fit ad di tional mod els di vid ing em ployer spells based on 
whether they ended soon af ter re spon dents en tered par ent hood or had a child birth. We 
ar gue that only upon par ent hood are work ers likely to know how much their or ga ni za tions 
pe nal ize or re ward par ents. Those who feel that their em ployers overpenalize moth ers or 
undercompensate fa thers likely leave their work places soon af ter they find out. Fol-
lowing this log ic, par ent hood would be as so ci ated with a greater pen alty for women 
and a smaller pre mium for men in the or ga ni za tions that in di vid u als leave shortly 
af ter hav ing a child than in other or ga ni za tions.

Table 5 pres ents mod els in which we in tro duce an in ter ac tion be tween be ing a 
par ent and a bi nary in di ca tor for em ployer spells that ended less than three years 
af ter in di vid u als’ en try into par ent hood or af ter any child birth, along with all  other 
var i ables in cluded in the most com pre hen sive mod els in Tables 3 and 4. Because 
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the mod els in clude em ployer fixed ef fects, the main ef fects for the em ployer-spell 
char ac ter is tics are dropped from the mod els, given that they do not vary within an 
em ployer spell. Models 1 and 2 for men in di cate that em ployer spells that ended early 
in par ent hood or shortly af ter a child birth in deed re ward fa thers less; there is vir tu ally 
no fa ther hood pre mium within such spells. For moth ers, how ev er, the re sults con tra-
dict the ar gu ment that women ex pe ri enc ing greater with in-firm moth er hood pen al ties 
are likely to leave their em ployers soon af ter child bear ing. Women ac tu ally en coun ter 
a pay in crease with moth er hood dur ing em ployer spells that end early in par ent hood 
or soon af ter a child birth (p < .05 for the par ent hood plus in ter ac tion ef fects).

Although men’s re sults in Table 5 are con sis tent with the al ter na tive ex pla na tion 
that they tend to re main in firms that com pen sate fa ther hood more, it is note wor thy 
that men re ceive a very small fa ther hood pre mium across firms (0.6%, as shown in 
Table 4). If men in deed leave their em ployers be cause their fa ther hood sta tus is not 
rewarded, they are likely to move to firms that pay a siz able pre mium for the sta tus, 
which should lead the across-firm fa ther hood pre mium to be some what com pa ra ble 
with the with in-firm pre mi um. Given the min i mal be tween-or ga ni za tional fa ther hood 
pre mium and the lack of con sis tent re sults for wom en, we sug gest that the ar gu ment 
that em pha sizes the se lec tion to stay based on the ex tent of the moth er hood pen alty 
and fa ther hood pre mium is un likely to ex plain our find ings.

Conclusions

Despite much schol arly in ter est in pay pre mi ums and pen al ties for par ents, re search 
on how par ent hood al ters in di vid u als’ earn ings tra jec to ries within and across employ-
ing or ga ni za tions has been lim it ed. To our knowl edge, this study is the first to com-

Table 5 Estimates of par ent hood ef fects by em ployer-spell char ac ter is tics from fixed-ef fects mod els 
predicting log hourly earn ings

Men Women

Model 1 Model 2 Model 3 Model 4

Parent 0.056** 0.055** −0.013** −0.021**
(0.003) (0.003) (0.004) (0.004)

Parent × Employer Spell Ended 
Early in Parenthood −0.090** 0.031**

(0.005) (0.007)
Parent × Employer Spell Ended 

While Having a Young Child −0.055** 0.045**
(0.005) (0.006)

N 1,176,234 1,176,234 1,039,476 1,039,476

Notes: Values in pa ren the ses are ro bust stan dard er rors. All mod els in clude the time-vary ing sociodemo-
graphic var i ables in cluded in the long mod els in Tables 3 and 4, as well as em ployer, in di vid u al, cal en dar 
year, and de tailed-oc cu pa tion fixed ef fects. The NLSY79 lon gi tu di nal weights are ap plied in es ti mat ing 
the mod els.

**p  <  .01
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pare with in- and be tween-firm fa ther hood pre mi ums and moth er hood pen al ties in 
the United States. With fixed-ef fects mod els, we show that the fa ther hood pre mium 
pri mar ily re sults from the ad di tional pay raises fa thers re ceive within firms; be ing a 
fa ther brings a rather small bo nus when men move to an other em ployer. Conversely, 
women ex pe ri ence a greater across-em ployer than with in-em ployer moth er hood pen-
alty ex cept when they have a com par a tively large num ber of chil dren. Until women 
have three or more chil dren, they tend to en coun ter a smaller pay re duc tion with their 
child bear ing tran si tion if they stick with the same firm rather than mov ing to a dif-
fer ent firm.

Earlier in this pa per, we de scribed the three ma jor ex pla na tions for the moth er hood 
pay pen alty and fa ther hood pay pre mi um: work ers’ ef fort and pro duc tiv i ty, work-
ers’ trade-offs be tween mon e tary and nonpecuniary com pen sa tions, and em ployer 
dis crim i na tion. We pro posed that these ex pla na tions pre dict dif fer ences in the rel a-
tive mag ni tude of with in- and across-firm par ent hood pre mi ums or pen al ties. Results 
from our anal y sis are most con sis tent with the the ory that em ployers fa vor fa thers but 
dis crim i nate against moth ers and that the ex tent of their fa vor it ism and dis crim i na-
tion cor re sponds to how well they know and trust their work ers. Employers ap pear to 
of fer a larger fa ther hood bo nus to men who be come fa thers while work ing for them 
than to fa thers they hire from else where, con trib ut ing to a greater with in- than across-
firm fa ther hood pre mi um. Even though we do not have di rect ev i dence on em ployers’ 
in ten tions, their likely greater trust in women who be come moth ers while work ing for 
them com pared with women who are moth ers at the point of hire could also ex plain 
the smaller with in-firm moth er hood pen al ty.

Although our find ings are con sis tent with the ac count em pha siz ing em ployer 
fa vor it ism and dis crim i na tion, they do not en tirely rule out the pos si bil ity that height-
ened work-fam ily con flict ob structs moth ers’ work ef fort, lead ing to their earn ings 
dis ad van tage. We show that the moth er hood pen alty is am pli fied with the num ber of 
chil dren, both within and across or ga ni za tions. This re sult sug gests that the in creased 
fam ily bur den with each ad di tional child may ham per moth ers’ job per for mance 
some what, even though the ef fort-based ac count can not fully ex plain why the moth er -
hood pen alty is gen er ally greater across or ga ni za tions than within them. Compared 
with the find ings on wom en, the ev i dence for fa thers’ en hanced work ef fort with the 
ad di tion of each child is weaker. Men ex pe ri ence only a mod est pay in crease with 
their sec ond or third child, and the pat tern of earn ings growth with each ad di tional 
child only ap pears with in, not across, em ployer spells. This lack of sym met ri cal gains 
across firms sug gests that em ployers’ be liefs about what adding a child does to men’s 
pro duc tiv i ty, rather than men’s ac tual changes in work ef fort, more likely ac count for 
men’s with in-firm pay raises with each ad di tional child.

Our re sults pro vide lit tle sup port for the ac count concerning moth ers’ and fa thers’ 
se lec tion into jobs that in volve dif fer ent trade-offs be tween nonpecuniary ame ni ties 
and pay. For men, the be tween-firm fa ther hood pre mium is rel a tively small, in di-
cat ing that be ing a fa ther does not lead men to move to work places that of fer higher 
wages at the ex pense of other ame ni ties. That the fa ther hood pre mium mostly re-
sults from fa thers’ greater earn ings growth within firms also shows that fa thers 
do not have to choose dif fer ent trade-offs be tween job ame ni ties and pay to gain 
fi nan cial ly. As for wom en, al though we show that they re ceive lower pay in the 
firms they shift to af ter child bear ing, this pat tern does not nec es sar ily sup port the 
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ar gu ment that hav ing a child leads women to choose firms that are more fam i ly-
friendly but pay less. Instead, the find ing could re flect a height ened pen alty that 
em ployers ap ply to pro spec tive em ploy ees who are moth ers. Because our data do 
not in clude mul ti ple work ers for each em ployer, we un for tu nately can not de ter mine 
whether the firms women move to af ter en ter ing moth er hood pay all  work ers less 
or just the women less. It is, how ev er, note wor thy that women en coun ter a con sid-
er able with in-firm moth er hood pen al ty—more than the be tween-firm one—when 
they have three or more chil dren. This ev i dence di rectly con tra dicts the claim that 
se lec tion into fam i ly-friendly work places is the root of moth ers’ pay dis ad van tage. 
Taken all  to geth er, our re sults sug gest that the com pen sat ing dif fer en tials ac count 
is un likely to be val id.

Beyond of fer ing ev i dence for the dif fer ent per spec tives, this study con trib utes to 
the gen der and work lit er a ture by ex am in ing par ent hood and earn ings growth within 
firms. As far as we know, no prior re search has sys tem at i cally ex am ined how par ent-
hood shapes the ex tent to which in di vid u als’ earn ings grow within their work places over 
time. Our study dem on strates that hav ing a child is linked with a steeper earn ings growth 
for men within firms, but it ham pers wom en’s earn ings growth within firms when they 
have more than one child. Thus, even if women can avoid the ex tra pay pen alty for job 
seek ers who are moth ers by remaining with the same em ployer for a long pe ri od, they 
still face an in creas ing gen der pay gap as they and their male col leagues have ad di tional 
chil dren. Despite prior re search not ing that moth ers’ fre quent job turn over rates di min ish 
their earn ings pros pects (e. g., Gangl and Ziefle 2009; Glass 2004), our study shows that 
a thor ough un der stand ing of gen der in equal ity at work also re quires at ten tion to how 
fa thers’ earn ings ad van tage ex tends with their ten ure within a firm.

More gen er al ly, our study il lus trates an in no va tive way to ex am ine how work-
places con trib ute to pay disparities in the ab sence of em ployer-em ployee linked da ta. 
As discussed ear li er, our ap proach of us ing unique em ployer iden ti fi ca tion in for ma-
tion from in di vid u al-level data means that we lack data from mul ti ple em ploy ees 
in each firm, mak ing it im pos si ble to tell how firms pay other work ers. Despite this 
lim i ta tion, this ap proach has the im por tant ad van tage of en abling lon gi tu di nal mod els 
that ac count for un ob served het ero ge ne ity. Because long-term lon gi tu di nal data are 
more read ily avail  able than em ployer-em ployee linked da ta, re search ers can eas ily 
use our ap proach to shed light on how other time-vary ing con di tions, such as in di vid-
u als’ mar i tal sta tus, health, and re ceipt of spe cial train ing or cer tifi  cates, may af fect 
earn ings dif fer ently within and across employing or ga ni za tions.

Finally, this study has a gen eral the o ret i cal im pli ca tion. Our re sults dem on strate 
the im por tant roles of employing or ga ni za tions in shap ing gen der in equal i ty. We find, 
for ex am ple, that wom en’s shifts across em ployers con trib ute to nearly as much of 
the moth er hood pay pen alty as do their shifts across de tailed oc cu pa tions. This find-
ing sug gests that firms are just as im por tant as oc cu pa tions in de ter min ing wom en’s 
earn ings tra jec to ries through out the life course, even though much more re search fo-
cuses on the in flu ences of oc cu pa tional char ac ter is tics on wages (e. g., Glauber 2012; 
Kilbourne et al. 1994; Levanon et al. 2009; Yu and Kuo 2017). Our re sults about the 
un even ef fects of par ent hood within and across firms fur ther sug gest that much of 
the earn ings dis ad van tage or ad van tage par ents face oc curs at the firm lev el. This 
study thus ech oes so ci ol o gists’ long-stand ing call to regard employing or ga ni za tions 
as the driv ing force for so cial strat i fi ca tion (Baron and Bielby 1980; Stolzenberg 

D
ow

nloaded from
 http://dup.silverchair.com

/dem
ography/article-pdf/58/1/247/915906/247yu.pdf by guest on 10 April 2024



270 W. Yu and Y. Hara

1978). More re search on firm set tings would help en rich our un der stand ing of earn-
ings in equal ity be tween women and men. ■
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