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Occupational Inflexibility and Women’s Employment 
During the Transition to Parenthood

Patrick Ishizuka and Kelly Musick

ABSTRACT The typ i cal U.S. work place has adapted lit tle to changes in the fam ily and 
remains bound to norms of a work week of 40 or more hours. How jobs are struc tured and 
remu ner ated within occu pa tions shapes gen der inequal ity in the labor mar ket, and this 
may be par tic u larly true at the crit i cal junc ture of par ent hood. This study pro vi des novel 
evidenceshowinghowtheinflexibilityofoccupationalworkhoursshapesnewmothers’
employment.Weuseafixed-effectsapproachandindividual-leveldatafromnation-
ally rep re sen ta tive pan els of the Survey of Income and Program Participation (N = 2,239 
women) merged with occu pa tional char ac ter is tics from the Amer i can Community Survey. 
Wefindthatwomeninpre-birthoccupationswithhighersharesworking40ormorehours
perweekandhigherwagepremiumstolongerworkhoursaresignificantlylesslikelyto
beemployedpost-birth.Theseassociationsaresmallinmagnitudeandnotstatistically
significantformen,andplaceboregressionswithchildlesswomenshownoassociations
betweenoccupationalinflexibilityandsubsequentemployment.Resultsillustratehow
individualemploymentdecisionsarejointlyconstrainedbythestructureofthelabormar-
ket and per sis tent gen dered cul tural norms about bread win ning and care giv ing.

KEYWORDS Gender • Parenthood • Occupations • Employment

Introduction

Men’sandwomen’semploymentpatternsdivergefollowingparenthood,withimportant
consequencesforgenderinequalityinthelabormarket.Whereasmen’slaborsupply
remainsstableorincreaseswhentheybecomefathers,women’semploymentandwork
hours decline significantly (Byker2016a; Damaske and Frech 2016; Killewald and 
Zhou 2019; Lu et al. 2017;LundbergandRose2002; Musick et al. 2020).Reductions
inmothers’cumulativeworkexperienceduetoemploymentgaps,inturn,accountfor
a large por tion of both the moth er hood wage pen alty and gen der wage gap (Aisenbrey 
et al. 2009;BlauandKahn2017;BudigandEngland2001;GanglandZiefle2009). 
Evenshortworkinterruptionscanresultinsubstantiallong-termwageandcareercosts
(Bertrandetal.2010; England et al. 2016).Parenthood-relatedgaps inemployment
are penal ized in hir ing (Weisshaar 2018), and work adjust ments fol low ing birth appear 
tohavelong-lastingeffectsongenderspecializationinpaidandunpaidwork(Byker
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2016b; Patnaik 2019;RegeandSolli2013).Thus,despitethenarrowingofhumancap-
italgapsbetweenmenandwomen(DiPreteandBuchmann2006; Goldin 2006), men 
con tinue to earn more than women, and gen der gaps in earn ings widen over the life 
course (Goldin 2014).Identifyingfactorsthatshapewomen’semploymentresponsesto
par ent hood is cru cial for under stand ing gen der inequal ity in the labor mar ket.

Goldin (2014)arguedthatthe“lastchapter”inthelongprogressiontogenderequal-
ityinemploymentandearningsisinchanginghowjobsarestructuredandremuner-
atedtoallowforflexibilityinworkhours.Sheshowedthatthischangehastakenoffin
somehigh-earningoccupationsbutnotothers,andshelinkedindicatorsofjobhours
inflexibilitywithinoccupationstogreatergendergapsinpay.Relativetothoseofother
advanced indus tri al ized countries, U.S. work places have adapted lit tle to changes in the 
familyandremainboundtonormsofafull-time,full-yearworkerwithoutconstraints
on avail abil ity (Collins 2019; Gornick and Meyers 2003; Kalleberg 2011; Williams 
2000). A work week of 40 or more hours remains the stan dard, despite pref er ences to 
work less among many men and women, par tic u larly at the tran si tion to par ent hood 
(ReynoldsandJohnson2012). These work hour norms and prac tices, com bined with 
alackofinstitutionalsupportforreducedandflexiblehours,imposesignificantwage
penaltiesonemployeeswhowantfewerhoursandmoreflexibleemployment(Chaand
Weeden 2014; Mas and Pallais 2017; Weeden et al. 2016). Qualitative accounts have 
describedinrichdetailhowinflexibilityinworkhoursgenerateswork-familyconflict
that ulti mately pushes moth ers out of the labor force (Stone 2007).

Webuildonthislineofresearch,advancingtheliteratureonworkhourinflexibility
and gen der inequal ity in the labor mar ket in three key ways. First, fol low ing Goldin 
(2014) and oth ers, we argue that the way work hours are orga nized and com pen sated 
attheoccupationlevelproducesgenderdifferencesinemployment,andweextend
thisresearchtoexaminetheprevalenceofthe40-plus-hourworkweekandwagepre-
miumstolongerhoursacrossabroadrangeofoccupations.Second,weexaminethe
linkbetweenoccupationalinflexibilityandemploymentatthecriticaljunctureofpar-
enthood,askingwhetherhigherlevelsofoccupationalinflexibilityareassociatedwith
job-leavingfollowingthetransitiontofirstbirth,particularlyamongmothers.Third,
we link detailed occupation-level data onwork hour inflexibility from theAmeri-
can Community Survey (ACS) to large, nation ally rep re sen ta tive pan els of men and 
women from the Survey of Income and Program Participation (SIPP), allowing us 
to directly mea sure the struc ture and remu ner a tion of work hours in occu pa tions and 
assess their role in shap ing the employ ment out comes of new moth ers and fathers. 
Our approach sheds light on how indi vid ual employ ment deci sions are jointly con-
strained by the struc ture of the labor mar ket and per sis tent gen dered cul tural norms 
about bread win ning and care giv ing.

Background

Workplace Organization and Gendered Employment Following Parenthood

A key prem ise of our work is that occu pa tions are an impor tant but understudied site of 
workplaceorganizationrelevanttobothworkhourinflexibilityandmothers’employ-
ment. Weeden and Grusky (2005)foundthatdetailedoccupationsexplainmuchofthe
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var i a tion in work ing long hours (49+hours),workingfull-time,andweeklyworkhours,
net of indi vid ual and fam ily char ac ter is tics. They argued that work hour norms dif fuse 
attheoccupationlevelandareinternalizedbyworkersandthatworkpracticesembed-
dedininstitutionalcontextsfurtherconstrainindividualdiscretionregardingworkhours
(seealsoBergetal.2004; Landivar 2014; Yu 2009).Workersmayfeelpressuretodem-
onstratetheirdevotiontoworkbyconformingtoworkhournorms(Blair-Loy2003; 
Cha and Weeden 2014; Turco 2010),andtheymayfinditdifficulttofindajobwith
more accom mo dat ing hours within the same occu pa tion (Cortés and Pan 2017).

Goldin (2014)showedhowworkhour inflexibilityoperatesat theoccupational
levelandisdifferentiallyassociatedwithmen’sandwomen’semploymentandearn-
ings. Occupations dis pro por tion ately reward lon ger work hours when employ ees are 
less-effectivesubstitutesforoneanother.Forexample,inbusinessoccupations,the
importanceofpersonalrelationshipsand“facetime”increasesthevalueofaspecific
employeeworkinglongerandparticularhours.Bycontrast,inpharmacy,technolog-
i cal changes and the shift to retail chain and hos pi tal employ ment have meant that 
one phar ma cist can eas ily pick up where another left off and that there is lit tle gain to 
work ing lon ger hours (Goldin and Katz 2011). These occu pa tional dif fer ences play 
intogenderedemploymentoutcomes:relativetowomeninbusiness,whofacesub-
stan tial pen al ties to reduced hours and few reduced hour options, it is more com mon 
forwomeninpharmacytoworkpart-timeandlesscommonforthemtotaketimeout
ofthelaborforce(Bertrandetal.2010; Goldin and Katz 2016).

Occupationalworkhourinflexibilityshouldposeparticularchallengesforwomen
atthecriticaljunctureofparenthood.Thecaregivingandhouseworkdemandsintro-
ducedbyanewchildaredisproportionatelybornebywomen(Baxteretal.2008; 
Gjerdingen and Center 2005;Killewald andGarcía-Manglano2016; Sanchez and 
Thomson 1997; Yavorsky et al. 2015),evenwhenemployedfull-time(Musicketal.
2016;Raleyetal.2012). The increase in fam ily respon si bil i ties at the tran si tion to 
parenthood heightensmothers’work-family conflict and contributes to their labor
force with draw als (Glass and Camarrig 1992;GlassandRiley1998; Stone 2007). 
Gendered pat terns of work at home and in the labor mar ket con tinue to be shaped by 
culturalnormsthattiefatherhoodprimarilytofull-timeemploymentandmotherhood
totime-intensive,child-centeredcaregiving(Blair-Loy2003; Hays 1997;Jacobsand
Gerson 2016;Ridgeway2011; Townsend 2002). Such pat terns leave moth ers more 
time-constrainedinmanaginginflexibilityonthejob.

Work Hour Inflexibility

Relative tootheradvanced industrializedcountries, theUnitedStatesprovides little
institutionalsupportformitigatingworkhourinflexibility(Collins2019; Glass et al. 
2016; Gornick and Meyers 2003; Kalleberg 2011).Cross-nationalevidenceshowsthat 
women’semployment ishigher incountrieswithmorepart-timeworkandpolicies
thatsupportflexibleworktimeandproportionalpayforreducedhours(BlauandKahn
2013; Pettit and Hook 2009). Amer i can women have lost ground to those in other 
OECDcountriesintermsoflaborforceparticipationrates,andnearlyone-thirdofthe
relativedeclinecanbe traced toa lackofwork-familypolicies, includingpart-time
workentitlements,equaltreatmentforpart-timeworkers,andpaidparentalleave(Blau
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and Kahn 2013).ManyEuropeancountrieshavealsoreducedtheirstandardfull-time
workweektoamorefamily-friendlyrangebelow40hours(GornickandMeyers2003), 
whereas work hour stan dards in the United States have remained com par a tively sta ble. 
ThetypicalU.S.workplacecontinuestoabidebytheideal,always-available-worker
norm,andthisall-or-nothingstructuredoesnotalignwellwithcaregivingresponsi-
bil i ties (Acker 1990; Correll et al. 2014; Goldin 2014; Kelly et al. 2010; Moen and 
Roehling2005; Williams 2000).Thelackofflexibilityinworkandfamilydomains
generates time constraints that are difficult to resolve (Clarkberg andMoen 2001; 
JacobsandGerson2004;ReynoldsandJohnson2012; Stone 2007; Williams 2010).

Opportunitiestoreduceworkhoursbelowthe40-hourstandardmaybeespecially
consequential for new mothers’ employment. Although long hours (“overwork,”
definedasworking50+ hours per week) are an impor tant dimen sion of work hour 
inflexibility(e.g.,Cha2013; Cha and Weeden 2014; Cortés and Pan 2019; Weeden 
et al. 2016), the 40-hour full-time standard is the critical threshold for themodal
work ing mother. Women in the United States work an aver age of about 40 hours 
perweekbutwouldprefer toworkcloser to30 (JacobsandGerson2004; Kalle-
berg 2011), and mis matches between ideal and actual hours increase at the tran si tion 
toparenthood(ReynoldsandJohnson2012).Workers’statedidealworkhoursmap
poorlyontoalabormarketthatoffersfewoptionsbetweenthestandard40-plus-hour
workweekandpart-timejobsoflessthan20hoursperweek,oftenwithoutbenefits
(JacobsandGerson2004; Gornick and Meyers 2003).Stone’squalitativeaccountof
opting out among pro fes sional moth ers sup ports this notion: all  of her sub jects cited 
theinabilitytoobtain“viable,meaningful,andvaluedalternativestofull-timework”
asamajorreasonforjob-leaving(Stone2007:101).

Theeconomiccostsofworkhourreductionsfurtherlimitworkhourflexibilityin
waysthatbearonemploymentdecisions.Inthecontextofidealworkernormsand
a lack of institutional support for proportional pay and benefits for reducedwork
hoursintheUnitedStates,shorterhoursandmoreflexibleemploymentcomewith
significantwagepenalties(ChaandWeeden2014; Gornick and Meyers 2003; Mas 
and Pallais 2017; Weeden et al. 2016).Thelowerremunerationreducesthebenefit
of employ ment rel a tive to drop ping out of the labor force (Goldin 2014;Jacobsand
Gerson 2004). It also dis cour ages work ers from con sid er ing reduced work hours. For 
example,indatafromthe1992NationalStudyoftheChangingWorkforceand1998
GeneralSocialSurvey,workers’preferencesforworkhourreductionswereweaker
when the eco nomic costs of work hour reduc tions were made salient or when changes 
inpayweredisproportional toearnings (JacobsandGerson2004). The sys tem of 
employer-providedhealth insurance in theUnitedStates furthercontributes to the
costsofreducedworkhoursforemployersandemployees.Asafixedcostofemploy-
ment,healthinsuranceistypicallytiedtofull-timehours,andthepotentiallossof
health insurancepresentsamajorhurdle todroppingbelowfull-timeemployment
sta tus (Kalleberg 2011), espe cially for men and women not cov ered by a spouse.

Occupational Variation in Work Hour Inflexibility and Mothers’ Employment

Ourapproachfocusesonthetransitiontomotherhoodandtheconstraintsonemploy-
mentimposedbyworkhourinflexibilityattheoccupationallevel—inparticular,the
prevalenceofthe40-plus-hourworkweekandwagepremiumstolongerhours.Asmall
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bodyofstudieshasdocumentedoccupationaldifferencesinmothers’employment,
findingevidenceconsistentwithgreaterflexibilityinworkhoursamongwomenin
pro fes sional and man a ge rial occu pa tions. Landivar (2014) described var i a tion across 
92occupationsinmotherhoodemploymentpenaltiesusingcross-sectionaldatafrom
the ACS. She found that moth ers in man a ge rial and pro fes sional occu pa tions came 
clos est to their coun ter parts with out chil dren in employ ment, but they also had the 
big gest gaps in work hours rel a tive to women with out chil dren, suggesting that these 
occupationsofferedmoreflexibilitytoscalebackworkhoursinresponsetofamily
cir cum stances. Damaske and Frech (2016)usedgroup-basedtrajectoriesandpanel
datafromtheNationalLongitudinalSurveyofYouth1979(NLSY79)tochartwom-
en’semploymentexperiencesacrossadulthoodbasedonsocioeconomic,work,and
familycharacteristicsatage25.Theyfoundthatwomenworkinginprofessionaloccu-
pationsatage25weremorelikelybothtoexperiencedecreasinghoursandtoover-
work rel a tive to women in the ser vice sec tor. Lu et al. (2017) used sequence anal y sis 
andSIPPpaneldata tochartwomen’sshort-termemploymentpatterns in theyear
fol low ing child birth. They showed that women in pro fes sional and man a ge rial jobs 
were more likely to remain con tin u ously employed fol low ing birth, whereas women 
in ser vice, sales, and cler i cal jobs were more likely to drop out of work. In line with 
Landivar (2014), Lu and col leagues pos ited that these dif fer ences may be due to the 
relativeflexibilityandautonomyofwhite-collarjobscomparedwithblue-collarand
ser vice jobs, although they did not directly test mech a nisms.

Recentstudieshavefurtherexploredmechanisms,examininghowparticularindi-
catorsofworkhourinflexibilityattheoccupationallevelareassociatedwithmother’s
employ ment. Goldin (2014)showedthatface-timerequirementswithinhigh-earning
business,health, science, and technologyoccupationswereassociatedwithdiffer-
ences inwomen’swages.UsingpaneldatafromtheSIPP,Cha(2013) focused on 
male-dominatedoccupationsasaproxyfornormsofoverwork,andsheshowedthat
moth ers work ing 50 hours or more per week in these occu pa tions were more likely 
to leave the labor force. Drawing from a cross sec tion of 18 indus tri al ized countries, 
Cortés and Pan (2017)alsofoundthatfewerever-marriedwomen(theirpartialproxy
for moth er hood) worked in occu pa tions with a high prev a lence of over work. Con-
versely,elitecollege–educatedwomeninpre-birthworkplaceswithahighershareof
part-timeworkersweremorelikelytoremaininthelaborforce15yearsafterchild-
birth (Herr and Wolfram 2012). Qualitative accounts have documented the resis tance 
that mothers face from employers in time-intensive professional and managerial
occupationswhentheyrequestreducedhours(Blair-Loy2003; Stone 2007; Webber 
and Williams 2008).

Wage pre mi ums to lon ger hours at the occu pa tion level are another indi ca tor of 
work hour inflexibility associated with gendered labor market outcomes. Cross-
 sec tional data show that gen der wage gaps are larger in occu pa tions with higher wage 
pre mi ums to lon ger work hours (Cha and Weeden 2014; Cortés and Pan 2019; Goldin 
2014),presumablybecausecaregivingdemandslimitwomen’sabilitytoworklonger
hours in such occu pa tions. Among women and men who remain in the labor force, 
occupation-level changes in both the prevalence of longer hours and how longer
hours are rewarded have con trib uted to stalled prog ress toward gen der wage equal ity 
(Cha and Weeden 2014). Longitudinal data pro vide evi dence linking work hour wage 
premiumstomaternalemploymentinDenmark.Danishwomenworkinginpre-birth
occu pa tions with higher wage returns to lon ger hours were more likely to shift out 
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oftheprivatesectorandintothemorefamily-friendly—andlower-paying—public
sectorfollowingabirth(Pertold-Gebickaetal.2016).

Insum,prior literaturehasdocumentedsignificantoccupationalvariation inwork
hoursandwagepremiumstolongerhours.Studieshavefurthersuggestedthatthestruc-
tureandcompensationofworkhoursattheoccupationlevelshapemothers’work-related
outcomes,althoughdirectevidenceislimited,particularlyaroundthetransitiontopar-
enthood.Muchofthepriorworkinthisareahasusedcross-sectionaldatatolookat
broad occu pa tional clas ses, often among non rep re sen ta tive sam ples, col lege grad u ates, 
orhigh-wageworkers.Ourstudyextendsthislineofresearch.Itisnovelinusingnation-
allyrepresentativeindividual-levelpaneldatamergedwithdirectoccupation-levelmea-
suresofworkhoursandtheircompensationtoassesshownewparents’employmentis
shapedbypre-birthoccupationalworkhourinflexibility.Itisalsouniqueincomparing
within-personemploymentchangesamongmothers, fathers,andchildlesswomen to
differentiatebetweengeneralemploymentpatternsaffectingallworkersinanoccupa-
tion and work place pro cesses that distinctly disadvantage mothers.

Our Study

Weexaminehowtheprevalenceofthe40-plus-hourworkweekandwagereturnsto
lon ger hours inter act with the demands of new moth er hood to con strain employ ment. 
Given gen dered par ent ing norms and pat terns of care giv ing, we posit that occu pa tional 
workhourinflexibilitywillreducemothers’employmentbutnotfathers’.Wefurther
hypothesizethatoccupationalinflexibilitywillbeinconsequentialforwomenwithout
theintensivecaregivingdemandsofyoungchildren.Toassessourhypotheses,weesti-
matetheassociationbetweenpre-birthoccupationalworkhourinflexibilityandsubse-
quent employ ment among new moth ers and new fathers, and we test the robust ness of 
ourfindingswithsamplesofwomenwhoremainchildlessandmothersbeforepreg-
nancy.Wemergerecent,nationallyrepresentativeindividual-levelpaneldatafromthe
SIPPwithoccupation-levelmeasuresfromtheACS.Individual-levelpaneldataallow
us toestablish temporalordering in therelationshipbetweenpre-birthoccupational
workhourinflexibilityandpost-birthemploymentandtoaccountfortime-invariant
factorsthatmaybeassociatedwithbothoccupationalchoicesandemployment—such
asorientationtowardworkandfamily—withindividualfixedeffects.

Our ana lytic strat egy pro vi des trac tion in rig or ously eval u at ing our argu ment that 
occupationalworkhourinflexibilityconstrainsmothers’employmentspecifically.We
esti mate par al lel mod els for men and women transitioning to par ent hood to assess the 
interactionofparenthood,gender,andoccupationalworkhourinflexibilityingener-
atingwork-familyconflictand,inturn,employmentexits.Tofurtheraddressthepos-
si bil ity that occu pa tional var i a tion in gen dered employ ment pat terns for new par ents 
is con founded by fac tors inde pen dent of par ent hood, we con duct pla cebo regres sions 
with women who remain child less through out the SIPP pan els, ran domly assigning a 
“placebo”birthtochildlesswomenandassessingwhetherpre-placebobirthoccupa-
tionalworkhourinflexibilitypredictssubsequentemployment.Finally,forasubsetof
womenwhoareobservedatleastthreeyearsbeforeafirstbirth,weconductanaddi-
tionalfalsificationtesttoexaminewhetheroccupationalinflexibilitymeasuredmore
than three years before a birth pre dicts employ ment in the year before a preg nancy.
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Ourmodels control foranumberof individual- andoccupation-level factors that
could confound the relationship between pre-birth occupational work hour inflexi-
bilityandpost-birthemployment.At the individual level, these includepersonfixed
effects;calendaryeardummyvariables;and time-varyingsociodemographiccharac-
ter is tics, such as age, school enroll ment, income of other house hold mem bers, region, 
andhigher-orderbirthsduringtheobservationperiod.Giventhathusbands’longwork
hours increasethechances thatwomenexit the laborforce(Cha2010; Shafer 2011; 
Stone 2007),wealsoadjustforcombinationsofpartnershipstatusandpartners’work-
inghoursforbothmenandwomen(unpartnered,partnernotemployed,employedpart-
time,employedfull-time,andoverworking).Wecontrolseparatelyformaritalstatus,
which, in combination with the partnership and partner employment indicators in mul-
tivariable models, captures the distinction between married and cohabiting individuals. 
Becauseownworkhoursandwagesmaybeendogenoustoemploymentchanges,we
includethesemeasuresonlyinsupplementarymodels.InourResultssection,wereport
ontherobustnessofourfindingstotheinclusionofseveraltime-invariant,conventional
individualpredictorsofmaternalemployment(pre-birtheducation,wages,workhours,
job ten ure, race and eth nic ity, and age at birth) interacted with moth er hood sta tus.

At the occu pa tion level, we include inter ac tions between parental status and mean 
occu pa tional wages, edu ca tion, and share unem ployed. Longer work hours and higher 
wage premiums to longer hours tend to be correlated with higher wages, more-
edu cated work ers, and more job sta bil ity (Cha and Weeden 2014; JacobsandGer-
son 2004; Kalleberg 2011). Accounting for mean occu pa tional wages interacted with 
motherhoodstatus,forexample,allowsustoestimatehowtheprevalenceoflonger
hours and wage pre mi ums to lon ger hours are asso ci ated with employ ment among 
new moth ers, net of the aver age eco nomic rewards of employ ment in a par tic u lar 
occu pa tion, which should increase the eco nomic incen tive to con tinue work ing.

Data and Method

Individual-Level Panel Data and Samples

SIPP Panels

We track changes in employ ment around the tran si tion to par ent hood using data from 
the 2004 and 2008 SIPP pan els. These pan els are nation ally rep re sen ta tive and include 
rich, monthly infor ma tion on fam ily tran si tions, employ ment, occu pa tion, and income 
of all  house hold mem bers based on inter views conducted every four months. The 
2004 panel fol lows respon dents for up to 48 months, and the 2008 panel fol lows them 
for up to 64 months.

The SIPP pan els have mul ti ple advan tages for our anal y sis. First, sam ples are large 
enoughtoidentifytransitionstoafirstbirthwithsufficientstatisticalpowertoeval-
u ate our hypoth e ses. Second, the data pres ent a rel a tively recent por trait of the U.S. 
population(2004–2013).Third,high-qualitymonthlymeasuresofemploymentand
income for all  adults in the house hold allow us to time employ ment changes rel a tive 
tobirthmonthandtoaccountforpotentiallyimportantconfoundersoftherelation-
shipbetweenpre-birthoccupationalinflexibilityandpost-birthemployment,suchas

D
ow

nloaded from
 http://dup.silverchair.com

/dem
ography/article-pdf/58/4/1249/934199/1249ishizuka.pdf by guest on 19 April 2024



1256 P. Ishizuka and K. Musick

house hold eco nomic need. Finally, the panel struc ture of the data and inclu sion of men 
andchildlesswomenprovideleverageinnettingoutstablecharacteristicsofindivid-
u als and test ing the pre dic tions of our the o ret i cal model.

Samples

We restrict our main sam ple to women of child bear ing age (18–45) who were child less 
whenfirstobservedintheSIPP(N = 29,183), added a new born child to the house hold 
dur ing the panel (N = 3,192), and were observed work ing in any of 24 months before 
firstbirth(N =2,281).Wefurtherexcludewomenwithmissingdataoncovariates,fora
finalsampleof2,239women.Totrackbirthtransitionsandemploymentchangesover
thepanel,weconvertthisperson-levelfiletoaperson-monthfileandfollowwomen
fromapproximatelyoneyearbeforeafirstbirthtouptothreeyearsfollowingthebirth.
Becauseofvariationinthetimingofbirthtransitionsoverthepanels,wehaveanunbal-
ancedpanelthatvariesinthenumberofmonthswomenareobservedpre-andpost-birth.
Womeninourmainsampleareobservedforanaverageof35months,andourfinal
person-monthsampleofwomenwhotransitiontomotherhoodincludes77,912records.

We fol low anal o gous pro ce dures for gen er at ing our com par i son sam ples of fathers and 
child less women. Our sam ple of fathers includes 1,667 men (N =54,281person-months)
whowereobservedbothpre-andpost-birthandwhowereworkingduringatleastone
pre-birthobservation.Becausewedonothavefertilityhistoriesforoursampleandcode
child birth on the basis of house hold ros ters, we can not observe new par ent hood for those 
who live apart from their chil dren over the entire panel. Although this arrange ment is rare 
among moth ers, it is more com mon among fathers (Killewald 2013). All fathers in our 
samplearethusmarriedorcohabitingwiththechild’smotheratsomepointpost-birth,
buttherearesomeunpartnered(noncoresidential)person-monthobservations.Ourcom-
par i son sam ple of child less women includes 16,878 women (N =439,312person-month
obser va tions) who had no chil dren at any point dur ing the SIPP.

Individual-Level Measures

Transitions to First Birth

We con struct a dichot o mous indi ca tor of paren tal sta tus using infor ma tion on house hold 
rela tion ships and child age to iden tify the month in which a new born child appeared in 
the house hold. In addi tional ana ly ses, we cre ate a set of dummy var i ables to assess years 
sincethefirstbirth.Althoughtransitionstohigher-orderbirthsarerelativelyuncommon
givenright-censoringandamaximumof36monthsoffollow-upinoursample,we
includeatime-varyingindicatorforthenumberofadditionalbirthsbeyondthefirst.

Employment

We con struct a monthly employ ment indi ca tor based on ques tions about whether the 
respondentheldajobfromanemployer,abusiness,oranotherworkarrangementdur-
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ing the ref er ence month. We pre fer this mea sure to labor force par tic i pa tion (employed 
or seek ing employ ment) because time not employed for what ever rea son should be 
associatedwithoccupationalworkhourinflexibilityandhavesimilarlynegativecon-
sequencesforcareertrajectoriesandhumancapitaldepreciation(Bertrandetal.2010; 
Mincer and Ofek 1982).Becauseourinterestisinwhethernewmothersareworking
forpay(whetherforanemployerorintheirownbusiness),wealsoincludetheself- 
employed.Wereportonthesensitivityofourresultstoourmeasurementofemploy-
mentstatusintheResultssection.

Pre-Birth Occupation

TheSIPPcollectedoccupationdataat the three-digit level (N = 504 occu pa tions) for 
everyjobtherespondentworkedoverthepanel.Weselectoccupationsfromtheemploy-
mentobservationclosestto12monthsbeforefirstbirth,andwemergetheseoccupa-
tion codes to occu pa tional work hour mea sures assessed in the ACS (see the upcom ing 
dis cus sion). We select the occu pa tion mea sured clos est to 12 months before birth in an 
efforttoidentifyoccupationalcharacteristicsthatarerelevanttopost-birthemployment
deci sions with out simul ta neously cap tur ing occu pa tional changes in antic i pa tion of a 
birth. Depending on when births occur rel a tive to the start and end of the SIPP panel, 
nonparticipationinagivenwaveoftheSIPP,andmovementsintoandoutofemploy-
ment across months, there is some var i a tion in the tim ing of this mea sure ment. Most 
observationsaretakenfromexactly12monthsbeforethebirth(55%),40%arefrom
lessthan12monthspre-birth,andtheother5%arefrommorethan12monthspre-birth.
Justunderone-quarter(24%)ofwomeninoursamplechangedoccupationsbetween24
monthspre-birthandthebirthmonth.Wetestthesensitivityofourfindingstomultiple
alternativepre-birthreferencepointsforidentifyingpre-birthoccupations.

Individual-Level Controls

Allmodelsincludeindividualfixedeffects,singlecalendaryeardummyvariables,
logged income of other house hold mem bers, age, whether cur rently enrolled in 
school, region (West,Midwest,Northeast, or South), combinations of partnership
sta tus and part ner work hours, and mar i tal sta tus. Table 1presentsdescriptivestatis-
ticsonindividual-andoccupation-levelvariablesmeasuredatthefirstpre-birthwork
obser va tion for our ana lytic sam ple of women and men who tran si tion to par ent hood 
dur ing the SIPP pan els.

Occupation-Level Data and Measures

Weusedataonworking-age (18–64)employedmenandwomen from thepooled
2004–2013ACStogenerateoccupation-levelcharacteristics.TheACSisanationally
representativehouseholdsurveythat includesinformationondemographiccharac-
teristics,occupations,workhours,andwagesforlargeU.S.samples.Thelargesam-
ples of the ACS allow us to col lapse infor ma tion at the detailed occu pa tion level and 
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1258 P. Ishizuka and K. Musick

generateaggregatedmeasuresofoccupationalworkhour inflexibility.Our sample
forestimatingtheseoccupation-levelmeasuresincludesmorethan12millionmen
and women (N = 12,057,661) work ing in 541 occu pa tions.1 Estimating occu pa tional 
char ac ter is tics from both male and female work ers reduces mea sure ment error due to 
smallsamplesinhighlygender-segregatedoccupations;wetesttherobustnessofour
results to occu pa tional mea sures drawn only from male work ers.

The ACS has sev eral other advan tages for our study. First, the ACS cov ers the 
same period as the SIPP data, which is impor tant given changes over time in the 
prev a lence of and wage pre mi ums to work ing lon ger hours (Cha and Weeden 2014). 
Second,theACSallowsustoconstructalternativemeasuresofworkhourinflexibil-
itytoevaluatetherobustnessofourfindings.Finally,thedataenableustomeasure

1 BecausetheSIPPaggregatessomeoccupations,therearefewerSIPPoccupationcodes(504)thanACS
occu pa tion codes (541). For aggre gated occu pa tions in the SIPP, we take the aver age of char ac ter is tics 
from more detailed occu pa tions in the ACS.

Table 1 Descriptivestatisticsforwomen’sandmen’sfirstpre-birthworkobservation

Women Men

Mean SD Mean SD

Pre-BirthOccupationalInflexibility
 Share 40+ weekly work hours .651 .203 .816 .143
 Weekly work hour wage pre mium .877 .124 .845 .146
Pre-BirthOccupationalControls
 Years of edu ca tion 13.9 2.2 13.9 2.2
 Log hourly wage 2.84 0.52 2.96 0.41
 Share unem ployed .057 .033 .058 .035
Individual and Household Characteristics
 Other monthly household income 4,354 4,312 2,929 2,762
 Age 26.5 5.8 31.8 8.0
 Currently enrolled in school .159 .082
Region
 West .216 .228
 Midwest .273 .286
 Northeast .168 .166
 South .343 .321
Partnership Status and Partner Employment
 Unpartnered .381 .174
 Partner not employed .027 .049
 Partnerworkspart-time .035 .136
 Partnerworksfull-time .401 .547
 Partner over works .157 .095
Married .548 .728
N 2,239 1,667

Notes:Thesample iswomenandmenwhowereworkingbeforeafirstbirth.Descriptivestatisticsare
unweighted.

Source: SIPP, 2004 and 2008 pan els.
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keyoccupation-levelcontrolvariablesthatmaybecorrelatedwithbothworkhour
inflexibilityandemployment.

Work Hour Inflexibility

Ourfirst indicatorofoccupationalworkhour inflexibility is theprev a lence of the 
40-plus-hour work week, or the pro por tion of work ers in a given occu pa tion who 
work at least 40 hours per week. Our sec ond indi ca tor is the wage return to work-
ing lon ger hours in an occu pa tion. To mea sure returns to lon ger hours, we fol low a 
regression-basedapproachsimilartothatofCortésandPan(2019) and Goldin (2014) 
and esti mate the slope or elas tic ity of earn ings with respect to weekly work hours in 
eachoccupation(seetheonlineappendixnote).Highervaluesindicatehigherpremi-
ums to lon ger hours and steeper pen al ties to reduced hours.

Occupation-Level Controls

Weincludeinteractionsbetweenparentalstatusandotherpre-birthoccupationalchar-
acteristicsthatmayconfoundtherelationshipbetweenoccupationalworkhourinflex-
i bil ity and employ ment, includ ing mean log hourly wages, mean years of edu ca tion, 
and the share of work ers cur rently unem ployed in the occu pa tion.

Fixed-Effects Approach

WeleveragetheSIPP’smonthlydataonlaborforceparticipationandentryintopar-
enthoodoverthecourseofthepaneltoassesschangesinemploymentfollowingfirst
birth.Ourmainspecificationincludeswomenwhohaveafirstbirthinthepaneland
relies on a dichot o mous indi ca tor that col lapses monthly birth tim ing into the months 
before and after the transition to parenthood to identify within-person changes
(Kuziemko et al. 2018).Becauseour interest is inhowemployment is influenced
byindicatorsofwomen’spre-birthoccupationalworkhourinflexibility,weinclude
interactionsbetweenourtime-invariantpre-birthoccupationalcharacteristicsandour
time-varyingparentalstatusindicator.Thisapproachallowsustoestimatewhether
within-personemploymentchangesfollowingthetransitiontoparenthooddependon
levelsofpre-birthoccupationalworkhourinflexibility.

Ouranalysis takes the formofa linearprobabilitymodelwith individualfixed
effects and can be writ ten as fol lows:

Workingit = α i +β1Parentit +β2OccShareFortyPlusi × Parentit
+β3OccHoursWagePremiumi × Parentit +βk

k =1

K
∑ X ikt

+β j
j=1

J
∑OccControlsij × Parentit + eit ,

where i indexes individuals, t indexes time inmonths relative to thebirth, andα i 
isanindividualfixedeffect.Parentisatime-varyingindicatorforthetransitionto
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par ent hood, OccShareFortyPlus × Parent is an inter ac tion between the prev a lence 
of40-plus-hourworkweeksinanindividual’spre-birthoccupationandtheirparen-
tal sta tus, and OccHoursWagePremium × Parent is an inter ac tion between the wage 
returntolongerhoursinanindividual’spre-birthoccupationandparentalstatus.The
model includes a vector of time-varying individual-level controls and interactions
betweenparentalstatusandoccupation-levelcontrols:meanloghourlywages,mean
years of edu ca tion, and the share of work ers who are unem ployed.

Weprefer fixed-effect linear probabilitymodels (LPMs) over fixed-effect logit
mod els in esti mat ing employ ment changes fol low ing birth because LPMs allow us 
topreservealargersample(maximizingourstatisticalpower).WepreferLPMsover
random-effectlogitmodelsbecauseLPMsenableustoisolatewithin-personchanges
inemploymentbasedonpre-birthoccupationalinflexibility.Interpretinginteractions
and com par ing esti ma tes across LPM mod els is also more straight for ward. We report 
laterontherobustnessofourfindingstoalternativemodelspecifications.

Weestimateseparatemodelsforourmainsampleofwomenwhotransitiontoafirst
birth,aswellasourcomparisonsamples:menwhotransitiontoafirstbirth,childless
women assigned a “pla cebo” birth, and moth ers before preg nancy. To con struct our 
placebobirthsample,werestrictouranalysestowomenwhoarechildlessatfirstobser-
va tion in the SIPP and who remain child less through out the SIPP panel. We then assign 
a pla cebo birth in a ran dom month for each woman and iden tify the work obser va tion 
clos est to 12 months before the pla cebo birth month. For our anal y sis of moth ers before 
pregnancy,weexaminewhetheroccupationalworkhourinflexibilitymeasuredatleast
threeyearsbeforeabirthaffectsemploymentuptooneyearbeforebirth.Becauseevents
thathavenotyetoccurredordidnotactuallyoccurcanhavenocausaleffects,thesepla-
cebo regres sions pro vide impor tant ana lyt i cal lever age in test ing our the o ret i cal model.

Results

Occupational Work Hour Inflexibility

Our indicatorsofworkhour inflexibilitydemonstratesubstantialvariabilityacross
occu pa tions. Panel a of Figure 1showsthattheprevalenceofthe40-plus-hourwork-
weekisright-skewed,withameanof0.78andastandarddeviationof0.17.Thisindi-
catesthatinatypicaloccupation,78%ofemployeeswork40ormoreweeklywork
hours—andthat40ormorehoursisthenorm.Panelaalsoshowssignificantvaria-
tionacrossoccupationsintheprevalenceof40-plus-hourworkweeks.Forexample,
whereasonly50%ofchildcareworkers,56%ofregisterednurses,and73%ofphar-
macistswork40ormorehoursperweek,90%ofpublicrelationsmanagers,92%of
marketingandsalesmanagers,and96%ofpoliceofficersdoso.

Panel b of Figure 1showsthattheestimatedslopeoftherelationshipbetweenlon-
gerworkhoursandwagesisapproximatelynormallydistributed,withameanof0.83
and a stan dard devi a tion of 0.19 (val ues greater than 1 indi cate that pay increases more 
than proportionally for a given change in weekly work hours, and val ues less than 1 
sug gest a change that is less than pro por tional). Data show sub stan tial var i a tion across 
occu pa tions in the returns to long hours. The esti mated wage pre mium to lon ger hours 
for den tists is 0.53 (the 6th per cen tile), 0.61 for mas sage ther a pists (11th per cen tile), 
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Fig. 1 Occupational share working 40+ hours weekly and estimated occupational wage returns to weekly 
work hours. Source: 2004–2013 American Community Survey.
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and 0.75 for teacher assis tants (31st per cen tile), and this rises to 0.94 for com puter 
sci en tists and sys tem ana lysts (73rd per cen tile), 1.03 for adver tis ing and pro mo tions 
managers(90thpercentile),and1.04forfinancialmanagers(91stpercentile).

To eval u ate what types of occu pa tions and work places tend to have higher lev els 
ofworkhourinflexibility,weexaminehowthestructureandcompensationofwork
hoursvaryacrossmajoroccupationalgroupingsandbyaverageworkerandjobchar-
acteristics.ThefirstpanelofTableA1(onlineappendix)showsthatmale-dominated
occupationalgroups—suchasconstruction,extraction,andmaintenance;production,
transportation,andmaterialmovingoccupations;andmilitaryoccupations—tendto
haveahigherprevalenceof40-plus-hourworkweeksbutrelativelylowwagereturnsto
longerhours.Consistentwiththesepatterns,wefindthattheoccupationalsharefemale
isnegativelycorrelatedwiththeprevalenceof40-plus-hourworkweeksbutpositively
cor re lated with the work hour wage pre mium. In addi tion, pro fes sional/man a ge rial 
occupationshaveaprevalenceof40-plus-hourworkweeksclosetothesamplemean
and high wage returns to lon ger hours, whereas ser vice occu pa tions have both a lower 
prevalenceof40-plus-hourworkweeksandlowerwagereturnstolongerhours.Sales
andofficeoccupationshavearelativelylowprevalenceof40-plus-hourworkweeks
butthehighestestimatedwagereturnstolongerhours.Additionaloccupation-level
correlates of work hour inflexibility indicate that occupations with more hourly
workersandmoreself-employedworkershavea lowerprevalenceof40-plus-hour
workweeks,andoccupationswithmoreunionizedworkersandmoreself-employed
work ers have lower work hour wage pre mi ums (see the sec ond panel of Table A1, 
onlineappendix).

Employment Patterns Around the Transition to Parenthood

Figure 2plotstheshareofwomenandmenworkinginthetwoyearsbeforeafirstbirth
anduptothreeyearsfollowingthebirth.Asignificantshareofwomenstopswork-
inginanticipationofthebirthandintheearlymonthsfollowingthebirth.Bythree
yearspost-birth,women’semploymenthasnotreturnedtoitspre-birthlevel.Because
men’semploymentremainshighpre-birthandshowsnodiscontinuitypost-birth,the
genderemploymentgapincreasessignificantlyatthetransitiontoparenthood.

Multivariable Regression Results

Multivariableregressionresultsassesshowpre-birthoccupationalworkhourinflex-
ibilityisassociatedwithpost-birthemployment,netofindividualfixedeffectsand
indi vid ual and occu pa tional con trols. Table 2 shows a sum mary of key results from 
lin ear prob a bil ity mod els of employ ment esti mated sep a rately for our main sam ple 
of women who tran si tion to par ent hood and our com par i son sam ples; Table A2 in 
theonlineappendixshowsourfullmodelestimates.Resultsarenotsensitivetoour
approachtoselectingthepre-birthoccupation(seepanels1and2ofFigureA1,online
appendix).Formothers(Table 2, col umn 1), results strongly sup port our hypoth e sis 
thatpre-birthoccupationalworkhour inflexibility reducespost-birth employment.
The interaction betweenmotherhood status and the share ofworkers inwomen’s
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pre-birth occupation thatwork40ormorehours perweek is large, negative, and
statisticallysignificant.A1standarddeviationincreaseintheshareof40-plus-hour
workersinanoccupation(0.17)isassociatedwitha3.1percentagepointlowerprob-
abilityofmothersworkingpost-birth.Theinteractionbetweenmotherhoodstatusand
the occu pa tional wage return to lon ger hours is also large, neg a tive, and sta tis ti cally 
significant.A1 standarddeviation increase in thewagepremium to an additional
hour of work in an occu pa tion (0.19) is asso ci ated with a 2.7 per cent age point lower 
probabilityofworkingpost-birth.

Resultsforfathers(Table 2,column2)arealsoconsistentwithourexpectation
thatpre-birthoccupationalworkhourinflexibilitywouldbeinconsequentialfortheir
post-birthemployment.Interactionsbetweenfatherhoodstatusandpre-birthoccupa-
tionalworkhourinflexibilityaremuchsmallerinmagnitude,andneitherisstatisti-
callysignificant.Theseanalysesprovidestrongevidencethatoccupationalworkhour
inflexibilityconstrainsemploymentfornewmothers—butnotfornewfathers.

Figure 3summarizesdifferencesbetweenmothers’andfathers’post-birthemploy-
ment based on pre-birth occupational work hour inflexibility, showing predicted
probabilitiesofcurrentlyworking.Beforeabirth,thereisarelativelysmallgapin
the prob a bil ity of work ing for women and men who were work ing at some point in 
thetwoyearsbeforethebirth.Becausemen’semploymentisnotaffectedbyeither
parenthoodoritsinteractionwithmeasuresofworkhourinflexibility,theiremploy-
mentremainshighfollowingabirthregardlessoftheirlevelofpre-birthoccupational
inflexibility.Women’spost-birthemployment,however,dependsonpre-birthoccu-
pationalinflexibility.Amongwomeninflexibleoccupations,whichweoperational-
izeasthosethatare1standarddeviationbelowthemeanintheshareof40-plus-hour
work ers (0.61) and 1 stan dard devi a tion below the mean in the work hour wage 
premium(0.63),anestimated79.2%ofwomenareworkingpost-birth.Incontrast,

.75

.80

.85

.90

.95

1.00
Pr

op
or

tio
n 

W
or

ki
ng

–24 –18 –12 –6 0 6 12 18 24 30 36
Months Relative to First Birth

Men

Women

Fig. 2 Proportionofwomenandmenworkingbeforeandafterafirstbirth.Source: SIPP, 2004 and 2008 panels.
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Table 2 Regressionsofparentalstatusandpre-birthoccupationalworkhourinflexibilityonemployment:
Fixed-effectslinearprobabilitymodels

Mothers Fathers
Childless Women: 

Placebo
Mothers: 

Pre-Pregnancy

(1) (2) (3) (4)

Parent 0.001 0.043 −0.037 0.126
(0.10) (0.06) (0.03) (0.11)

Share 40+ Weekly Work Hours × Parent −0.180** −0.034 −0.029 −0.060
 (0.07) (0.05) (0.02) (0.09)
Weekly Work Hour Wage Premium × Parent −0.142** −0.007 −0.016 0.034
 (0.05) (0.02) (0.02) (0.07)
NumberofIndividuals 2,239 1,667 16,878 813
Person-MonthObservations 77,912 54,281 439,312 18,968

Notes:Robuststandarderrorsareshowninparentheses.Allmodelsincludeindividualfixedeffectsand
con trol for parenthood status by occupational characteristics (mean years of education, mean log hourly 
wages,andmeanunemployment),calendaryearfixedeffects,loggedincomeofotherhouseholdmem-
bers, age, school enroll ment, region, part ner ship sta tus and part ner employ ment (unpartnered, part ner not 
employed,partnerworkspart-time,partnerworksfull-time,andpartneroverworks),andmaritalstatus.
Models1and2alsocontrolforhigher-orderbirths.Model4usesYears3and4pre-birthasthereference
periodandYear2pre-birthastheplaceboindicatorofparenthood.

Source: SIPP, 2004 and 2008 pan els.

*p < .05; **p < .01; ***p <.001(two-tailedtests)

amongwomenininflexibleoccupations,whichwedefineasthosethatare1standard
devi a tion above the mean in the share of those work ing 40+ hours per week (0.95) 
and 1 stan dard devi a tion above the mean in the work hour wage pre mium (1.02), only 
67.6%ofwomenareworkingpost-birth.

Our ana ly ses of child less women pro vide fur ther sup port for the pre dic tions of 
ourtheoreticalmodel,inparticularisolatingtheeffectofworkhourinflexibilityon
mothers’employmentratherthanmoregeneralemploymentdeclinesassociatedwith
occupationalinflexibilitythataffectallwomenregardlessoffamilydemands.Con-
sistentwithourhypotheses,forchildlesswomenwithaplacebobirth,wefindthat
interactionsbetweenpre-placebobirthoccupationalworkhourinflexibilityandpla-
cebomotherhoodare small inmagnitudeandnot statistically significant (Table 2, 
col umn 3). Similarly, for the sub set of women observed at least three years before a 
firstbirth,thesamenullfindingshold(Table 2, col umn 4). Occupational work hour 
inflexibilitythreetofouryearsbeforeafirstbirthdoesnotpredictwomen’semploy-
ment in the year before preg nancy. Our approach pro vi des crit i cal ana lytic lever age 
in isolatinghowworkhour inflexibilityat theoccupation levelcombineswith the
demandsofmotherhoodtoshapewomen’semploymenttrajectories.

Measurement of Occupational Work Hour Inflexibility

Weempiricallytestvariousoccupationalworkhourprevalencethresholdsandalterna-
tivemeasuresofworkhourinflexibility.First,weconsidertheappropriatenessofour
40-plus-hourworkweekthresholdforassessingworkhourinflexibility.Weexamine
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work hour prev a lence thresh olds at or below 20, 25, 30, and 35 hours, and at or above 
40, 45, 50, 55, and 60 hours. Figure 4(seealsopanel1ofTableA3,onlineappendix)
shows that inoccupationswithahighshareworking less than40hours,post-birth
employ ment is higher; in occu pa tions with a high share work ing 40 hours or more, 
post-birthemploymentislower.Foroccupationswithahighshareworking45hours
ormore, the associationwith post-birth employment is not statistically significant.
Weviewthisasanimportantandnovelfindingbecauseitsuggeststhattherelevant
marginfordecisionsaroundnewmothers’employment—inaperiodofparticularly
intensecaregivingdemands—isnot cuttingback fromoverwork to full-timehours
butrathercuttingbackfromfull-timehourstosomethinglessthan40hoursperweek.
Comparing mea sures based on dif fer ent seg ments of the work hour dis tri bu tion (the 
25th,50th,and75thpercentileofworkhoursinanoccupation)leadstosimilarcon-
clusions.Wefindthatthebottomandmiddleportionoftheworkhourdistributionis
morerelevanttonewmothers’employmentthanthetopoftheworkhourdistribution
(Table A3, panel 2).

Second,weexplorethepossibilitythatoccupationswithmorevariationinweekly
work hours would apply less nor ma tive pres sure on indi vid u als with respect to work 
hours. We con sider var i a tion in work hours as an indi ca tor of occu pa tional work 
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hourinflexibility,andwefindapositivebutnotstatisticallysignificantassociation
(p = .07) between the stan dard devi a tion of weekly work hours in an occu pa tion and 
mothers’employment,netofaverageweeklyhoursinanoccupation(TableA3,panel
3).Addingthestandarddeviationofweeklyworkhourstoourfinalmodelsalsodid
notchangeourestimatedassociationsoftheshareof40-plus-hourworkersandwage
premiumstolongerhourswithmothers’employment.

Third,weconsiderwhetheritismoreappropriatetorelyononlymen’sworkpat-
ternstogenerateourkeyoccupationalmeasures,basedontheideathatmen’sbehav-
iormaysetthenormativeexpectationsforallworkersattheoccupationallevel.The
fourthpanelofTableA3showsresultsofourmainmodelbutwithoccupationalmea-
suresderivedfromthedistributionofmaleworkersonly(vs.allworkers).Results
areconsistentwithourkeyfindings,suggestingthattheworkhoursofmaleworkers
inanoccupationarenotuniquelyimportantinshapingnewmothers’employment.

Finally,followingCha’s(2013)researchtreatingthepercentagemaleinanoccu-
pationasanindicatorofworkhournorms,weexaminethepossibilitythatoccupa-
tional gen der com po si tion con founds the rela tion ship between our mea sures of work 
hourinflexibilityandnewmothers’employment.ThefifthpanelofTableA3shows
resultsofourmainmodelbutwiththeadditionofpercentagefemaleattheoccupa-
tionlevelinteractedwithparenthood.Theinteractionofpercentagefemalebyparent-
hoodisnotstatisticallysignificant,anditdoesnotchangeourkeyresults.Wefindno
evi dence that the per cent age female in an occu pa tion shapes mater nal employ ment, 
netofourmoredirectmeasuresofworkhourinflexibility.
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Additional Robustness Checks

Accounting for Time Following Birth

We test the sen si tiv ity of our results to our treat ment of time since birth. We replace 
ourdichotomousparentalstatusmeasurewithindicatorsforyears1,2,and3follow-
ingbirth,whichweinteractwithourmeasuresofoccupationalworkhourinflexibility.
Modelingassociationsbetweenpre-birthoccupationalinflexibilitybyyearsrelative
to birth allows us to assess whether the effects fade, remain sta ble, or increase over 
time and pro vi des lever age in eval u at ing whether the esti mated effects are plau si bly 
due to var i a tion across occu pa tions in access to paren tal leave that may be cor re lated 
withworkhourflexibility.2 If occu pa tional dif fer ences in access to paren tal leave are 
drivingtheassociationsbetweenworkhourinflexibilityandemployment,wewould
expect tosee theeffectsdisappearafterafewmonthsandtherefore toobservean
associationonlybetweenoccupationalworkhourinflexibilityandemploymentdur-
ingthefirstyearfollowingabirth.

Consistent with ana ly ses using our dichot o mous mea sure of paren tal sta tus, results 
inTableA4 (online appendix) show that the shareworking40ormorehoursper
weekandthewagereturnstolongerhoursinwomen’spre-birthoccupationsareboth
neg a tively asso ci ated with employ ment in each year fol low ing the birth. Interactions 
betweenourindicatorsofyearspost-birthandtheshareworking40ormorehours
weeklyarestatisticallysignificantinYears1and2(jointsignificancetestforallthree
years: p =.06),asareinteractionsbetweenyearspost-birthandwagereturnstolon-
gerworkhoursinYears2and3(jointsignificancetestforallthreeyears:p = .01). 
Moreover, given that the point esti ma tes for both indi ca tors of occu pa tional work 
hourinflexibilityarelargerinYears2and3relativetoYear1,theseanalysesprovide
noevidencethattheeffectsofoccupationalworkhourinflexibilityfadeovertimeor
are driven by dif fer ences in access to paren tal leave.

Measuring and Modeling Employment

Weexaminetherobustnessofourfindingstovariousapproachestomeasuringand
modelingemploymentfollowingbirth(seeresultsshowninTableA5,onlineappen-
dix).Inthefirstcolumn,wefindthatresultsfrommodelsoflaborforceparticipa-
tion (employed or seek ing work) are sub stan tively iden ti cal to those based on our 
employ ment mea sure. In the sec ond col umn, we dem on strate that results are robust to 
theexclusionofself-employedworkers.Inthethirdandfourthcolumns,wepresent
resultsfrommultinomiallogisticregressionmodelswithpart-timeemployment,full-
time employ ment, and not work ing as out comes. These results are con sis tent with our 
employ ment and labor force par tic i pa tion out comes. Finally, col umns 4 and 5 show 
thatfindingsarerobustusingbothrandomandfixed-effectslogitmodels.

2 The SIPP employ ment mea sure cap tures whether an indi vid ual had a job but was absent from work for 
one or more weeks in a month for rea sons other than a lay off, but it does not enable us to directly mea sure 
paren tal leave.
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Additional Potential Confounders

Finally,weestimatesupplementalmodelswithseveraltime-invariant,conventional
indi vid ual pre dic tors of mater nal employ ment interacted with moth er hood sta tus. 
Thesepre-birthmeasuresincludehourlywage,educationalattainment,ageatbirth,
raceandethnicity,whetherworkedfull-time,jobtenure,andindicatorsofpartnership
statusandpartnerworkhours.Althoughwepreferourmoreparsimoniousspecifica-
tion,analysesinTableA6(onlineappendix)demonstratethesamestrongandstatis-
ticallysignificantnegativeassociationbetweenoccupationalworkhourinflexibility
andmothers’—butnotfathers’—employment.

Discussion and Conclusion

Despitetheimportanceofparenthood-relatedworkinterruptionsinaccountingforthe
gen der wage gap and evi dence of con sid er able occu pa tional var i a tion in work hour 
inflexibility,relativelylittleresearchhasassessedhowstructuralfeaturesofthelabor
marketimpactmothers’employment.Thisstudyextendsscholarshipongenderedwork
andfamilyprocessesbyintegratinginsightsfromstudiesofworkhourinflexibilityat
the indi vid ual level with research on the social orga ni za tion and com pen sa tion of work 
hoursattheoccupationlevel.Ourinnovativeapproachconsidersmothers’employment
decisionsasembeddedinoccupationalcontextsthatprovidevaryingdegreesofflex-
i bil ity in man ag ing the com pet ing demands of moth er hood and employ ment. Using 
individual-levelpaneldatamergedtocharacteristicsofoccupations,weestimate the
effectoftwoindicatorsofoccupationalworkhourinflexibilityonnewmothers’employ-
ment.Wealsorunparallelmodelswiththeoreticallyrelevantcomparisongroupstoiden-
tifytheconditionsunderwhichoccupationalinflexibilityconstrainsemployment.Our
studyisthefirsttouserecent,nationallyrepresentativedatatoestimatethegendered
consequencesofoccupationalinflexibilityonnewparents’employmentdecisions.

Wetheorizethatintensivecaregivingdemandsandthegenderedculturalcontextof
parenthoodinteractwithworkhourinflexibilitytoconstrainnewmothers’—butnot
newfathers’orchildlesswomen’s—employment.Ourfindingsprovideconsistentsup-
portforourhypotheses:womenworkinginpre-birthoccupationswithahigherprev-
alenceof40-plus-hourworkweeksandahigherwagepremiumtolongerworkhours
weresignificantlylesslikelytobeworkingpost-birththanwomeninoccupationsin
which40-plus-hourworkweekswere lesscommonandworkhourwagepremiums
smaller. Comparisons with new fathers, pla cebo births among child less women, and 
pre-trendsbeforepregnancyamongwomenwhosubsequentlyhadafirstbirthdemon-
stratedthattheeffectsofworkhourinflexibilityonemploymentarelimitedtomoth-
ers.Althoughmediaaccountsoftenhighlightmothers’preferencesasdeterminantsof
deci sions to opt out of employ ment (Kuperberg and Stone 2008), our results are more 
con sis tent with qual i ta tive stud ies show ing that many moth ers are pushed out of the 
laborforcebyinflexiblejobsthatfailtoprovidemeaningfulandeconomicallyviable
reduced work hour options (Stone 2007).Ourfindingscontributetoagrowingbodyof
researchonworkhourinflexibilityandgenderinequalityinthelabormarket.

Our anal y sis none the less has impor tant lim i ta tions. Despite the meth od o log i cal 
strengthsofourapproach,causalityisdifficulttoestablishwithoutrandomassign-
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ment.Fewstudieshaveusedexperimentaldesignstoestimatethecausaleffectsof
workplaceflexibilityonworkeroutcomes(forexceptions,seeKellyetal.2014; Moen 
et al. 2016).Futureresearchcouldfurtherattempttoisolatethecausaleffectsofwork-
placeinflexibilitybyimplementinggroup-randomizedinterventionsthatallowwork-
ers to reduce their hours fol low ing a birth and elim i nate wage pen al ties to reduced 
hours. Studies could also lever age pol icy changes in Euro pean countries that pro vide 
full-timeworkerswiththerighttoshifttopart-timehoursandeliminatewagepenal-
ties to reduced hour employ ment.

Althoughtheperiodsurroundingthetransitiontoparenthoodisparticularlyimpor-
tantforunderstandinggenderinequalityinthelabormarket,alimitationofouranal-
ysis derives from the relatively shortwindowofobservation in theSIPP.Wefind
persistenceintheestimatedeffectsofworkhourinflexibilitythroughthethirdyear
post-birth,suggestingthatremaininginthelaborforcemaybechallenginginoccupa-
tionsthathavefewopportunitiesforreducedhoursandthatdisproportionatelypenal-
izeshorterhours,orthatshiftingintomoreflexibleoccupationsisdifficult.Research
focusingonhighlyeducatedwomenshowsthattheconsequencesofworkplaceinflex-
i bil ity on employ ment per sist over lon ger dura tions (Herr and Wolfram 2012; Stone 
2007).Further,weknowthatemploymentbreaksareassociatedwithsignificantlong-
termwagepenalties(Bertrandetal.2010;BlauandKahn2017; England et al. 2016) 
andthatemployersdiscriminateagainstworkerswithcaregiving-relatedemployment
gaps (Weisshaar 2018). Evidence thus points to barriers tomothers’ labormarket
reentrythatmaypersistorevenincreaseovertime.Theuseofnationallyrepresenta-
tivedatatoevaluatethepotentiallong-termconsequencesofoccupationalworkhour
inflexibilityisanimportantareaforfutureresearch.

Scholarshavetheorizedthatdespitegender-egalitarianidealsforsharingparent-
ingandpaidwork,workplace inflexibilityanda lackofpolicy supports forcom-
bin ing work and fam ily con tinue to push men and women toward more tra di tional 
pat terns of gen der spe cial i za tion at work and at home (Gerson 2010; Pedulla and 
Thébaud 2015).Ourfindingthatonlywomen’spost-birthemploymentisresponsive
toworkhour inflexibility isbroadlyconsistentwith thisperspectiveon thestalled
gen der rev o lu tion. It sup ports the notion that male bread win ner norms pre scrib ing 
full-timeemploymentcontinuetoconstrainfathers’optionsforcombiningworkand
family.Theculturalimperativeformentoprovidefinancially(Killewald2016; Sayer 
et al. 2011; Townsend 2002),men’slesserinvolvementincaringforchildren(Musick
et al. 2016;Raleyetal.2012),andthelowersocialacceptabilityofpart-timeworkfor
men (Pedulla 2016) pre sum ably result in less demand for reduced work hours among 
fathersrelativetomothers.Inthiscontext,occupationalworkhourinflexibilitymay
havelittlebearingonfathers’employmentdecisionsbecausemenfeelcompelledto
worklongerhoursdespitemanyexperiencingwork-familyconflictandfeelingthey
spend too lit tle time with chil dren (Parker and Wang 2013).

Our research pro vi des fur ther evi dence that lon ger hours and greater rewards for 
work ing lon ger hours con trib ute to gen der inequal ity in the labor mar ket (Cha and 
Weeden 2014; Cortés and Pan 2019; Gornick and Meyers 2003).Becausetheoccu-
pationalprevalenceof40-plus-hourworkweeksandthewagereturnstolongerhours
havegenderedconsequences,workhourinflexibilityincreasestheemploymentgap
betweenmothersandfathers.Workhour inflexibilitymayalsocontribute tooccu-
pa tional gen der seg re ga tion, with women dis pro por tion ately leav ing employ ment in 
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occu pa tions in which lon ger hours are more nor ma tive and lon ger work hours are 
more highly rewarded. Finally, workplace inflexibilitymay have implications for
work-family conflict andother aspectsof individualwell-beingamong thosewho
remainemployedbutareunabletoreducetheirhours.Employedmothersexperience
asignificantlyhighertotalworkloadthanemployedfathersatthetransitiontoparent-
hood (Yavorsky et al. 2015). They have maintained high lev els of time with chil dren 
bycuttingbackontimeinleisure,sleep,andpersonalcare(Bianchi2000).

Results from this study raise important questions for future research onwork-
familypolicy,theorganizationofwork,andpotentialtrade-offsbetweenlaborforce
par tic i pa tion and career attain ment. Weak work hour reg u la tions and labor mar ket 
institutionsintheUnitedStatesstronglylimitworkers’abilitytoreducetheirhours
(Bergetal.2004; Kalleberg 2011; Lyness et al. 2012). In con trast, many Euro pean 
countrieshaveadoptedpolicies toenhanceworkhourflexibilityand facilitate the
combinationofworkandfamilyroles,suchastherighttoreducehourstopart-time
andproportionalpayforpart-timework(BlauandKahn2013; Gornick and Meyers 
2003; Hegewisch and Gornick 2008).Whereasourfindingssuggestthatsuchpolicies
couldincreasemothers’employment,priorstudieshaveshownthattheycansimul-
taneouslylimitwagesandplacementinhigh-levelpositions(BlauandKahn2013; 
Connolly and Gregory 2010; Glass 2004; Mandel and Semyonov 2005; Pettit and 
Hook 2009).Forexample,wagereturnstoexperiencearegenerallylowerinpart-
timeversusfull-timejobs(ConnollyandGregory2010; England et al. 2016; Waldfo-
gel 1997). Goldin (2014) suggested that the reor ga ni za tion of work could poten tially 
limitthesetypesoftrade-offs,forexample,bymakingworkersmoreeffectivesubsti-
tutes for one another and thus lim it ing wage pen al ties to reduced hours.

Newparentsaremakingdecisionsinalabormarketandpolicycontextthatpro-
videshighlyconstrainedchoices.Yetstudiesofspecificoccupationsovertimeandin
cross-nationalperspectivedemonstratethatworkhourinflexibilityisnotinevitableor
inher ent to any par tic u lar type of work. Technological and orga ni za tional changes have 
increasedworkhourflexibilityinpharmacy(Goldin2014),andsoftwareengineers’
work hours are orga nized in fun da men tally dif fer ent ways in India, China, and Hun-
gary (Perlow 2001).All-or-nothingoccupationswith fewopportunities for reduced
workhourschedulesandsteeppenaltiestoreducedworkhourslimitmothers’choices
to quit ting or work ing lon ger hours (Clarkberg and Moen 2001; Goldin 2014). The 
40-plus-hourworkweekistypicalofmostoccupationsintheUnitedStates,andwage
pen al ties for reduced hours are per va sive. Work thus con tin ues to be orga nized pri mar ily 
around“idealworker”normsthatassumeafull-timeworkerunencumberedbyfamily
respon si bil i ties (Acker 1990;Blair-Loy2003; Kelly et al. 2010; Williams 2000). This 
studyprovidesevidencethatthismodellimitswomen’semploymentfollowingpar-
enthoodandsuggeststhatmovingtowardadual-earner/dual-caregivermodelislikely
to require sub stan tial changes in both gen dered cul tural norms of bread win ning and 
caregivingandthereorganizationofworktosupporttemporalflexibility.■
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