]

. exits are more strongly influenced by child care problems and measures of jobattachment

e

“This article looks at the determinants of jobsmmover among mothers of infants, using
intentions to change jobs orexit the labor force assessed at 1 year postpartum among a sample
of 246 employed mothers. Hypotheses were that exit intentions should be more influen
by household factors determining labor supply and other personal characteristics indica%
job attachment. Additionally, whereas both types of tumover intefitions should decrease as
workplace supports for mothers increase, child care satisfaction should affect exit intentions
more than inteptions to change jobs. Results showed support for the notion that labor force

- than are job changes, though models correcting for selectivity reveal that the child icare
problems are not directly influencing exit intentions. Supervisor and co-worker support
impede intentions to both exit the labor force and change jobs. However, other dimensions
of workplace support affected intentions to exit and intentions fo change jobs differently.

- Workplacé Support, Child Care,
and Turnover Intentions among
Employed Mothers of Infants

3 ) - JENNIFERL.GLASS

SARAH BETH ESTES
Univer&i{y of Iowa

A

Studies of women’s job mobility and the gender gap in wages frequently
allude,to the importance of childbearing interruptions in explaining
women’s inferior position in the labor force. Labor force intermittency is
thought to reduce. women’s wages by reducing their job experience,
opportunities for training and placement within firm internal labor mar-
kets, and possibly depreciating their human capital. Although nt
'studies show a significant drop in the extent to which women leave the N
labor force to bear children (DeSai & Waite, 1991; Waite, Haggstrom|& -

~_Kanouse, 1985), child care responsibilities continue to exert a significhnt

x| . . S
influence on women’s labor force continuity. Investigations of women’s

" job'mobility frequently focus on the period immediately following birth;

o

- in contrast,the present study will focus onthe future work intentionsiof

{Aubies Note: Suppéri for s research was provided by a grant from the National Sciehce . .
: (Sﬂ%wf)mmmwakmwiasmmmmm?m -
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i te participation during the 1st year

postpartum. The reason for this shift in emphasis is twofold: (a) Most job

quits by women of childbearing age do not occur in conjunction with a

birth but do occur more often among women with young children (Felm-

lee, 1984; Glass, 1988), and (b) studies of child care and women’s labor’
force participation show that child care problems and job-family conflicts.
often force women to leave employment for varying periods of time until

scheduling or child care problems can be resolved (Love, Galinsky, &

Hughes, 1987; Presser & Baldwin, 1980).

. Earlier research using the data presented here analyzed the determi-
nants of labor force withdrawals and job changes following childbirth
(Glass & Riley, 1994) and found that over 80% of respondents returned
to some form of employment during their 1st year postpartum. However,
11% of these workers reported that theyf were likely to quit the labor force
in the coming year, whereas another 25% intended to change jobs in the
near future. Clearly, these figures indicz:%te that a substantial amount of job
turnover and labor force intermittency may occur even for individuals who
maintained labor force participation across a childbearing event. There-
fore, this article will focus on the determinants of future work intentions
among employed mothers of infants. | ‘ '

|
BACKGROUND
|

\

The most important demographic shift in the labor force over the past
century has been the increasing labor force participation of mothers. In -
recent decades, the most dramatic shift has been the increasing labor force
participation of mothers of young children, infants in particular (U.S.

.Bureau of the Census, 1992), and the failure of childbearing to begin a

period of labor force withdrawal for the majority of employed women

(DeSai & Waite, 1991; O’Connell, 1990). Yet this notable increase in

women's labor force attachment masky the still considerable difficulties
faced by employed mothers of young children in the management of job

- -and family responsibilities. (Hewlett, 1987; Hochschild, 1989) and the
- extent to which this increase in labor supply has been involuntary. For
~ example, attitudinal surveys show that most American mothers prefer that

| . their children be cared for by a parent rather than substitute provider
-| . (Mason-& Kuhlthan, 1989) and that spibstantial numbers of mothers of
| infants are employed because they arg! single, divorced, or partnered to
-}, men whose earnings are low (0’Co ~ |

» 1990).
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~ In the data used here, 28% of the sample of pregnant employees
preferred to withdraw from the labor force postpartum but actually con-
tinued employment. Another 31% wanted to work only part-time, but
planned full-time employment postpartum. Thus the general increase in
* mothers’ labor force participation has been accompanied by increasing
" pressure on mothers to provide financially for their families despite their
professed desires to also care for their own children. Coupled with
shortages of high quality affordable child care (Hofferth & Phillips, 1987;
Presser, 1989) and work environments that are not especially hospitable
for mothers of infants (Glass & Camarigg, 1992), it should not be
surprising that substantial numbers of employed mothers of very young

children express intentions to change JObS or qult the labor force entuely
' M they can.

'Iheoretxcally, these facts lead to the conclusion that patterns of i mter-

" mlttency and | job mobxhty in moth employment may not dnsappear as
-/ ‘'mothers’, labor force attachment gro vs but may. change dramatically in -~
" character. In previous decades, wor interruptions were structured by
normative constraints against the employment of mothers of infants
(including employer discrimination) and the lack of child care services for
_ very young, chddren ‘This normatxve pattern was bolstered by relatwely
and out-of-wedlock chlldbeanng In contrast, mothers today may face
. greater financial constraints and marital instability, which would make
" labor force withdrawals contingent on the availability of unearned income
or other family support. Thus withdrawals would be less predictable in
. their timing and duration and less likely. to occur in conjunction with
"4, childbirth per se. Moreover, withdrawals of long duration should diminish
:significantly and job changes (perhaps with a period of brief unemploy-
‘mént in between) should increase. Both withdrawals and job ‘hanges
should be increasingly structured by the absence of workplace supports
and dissatisfaction® with child”care arrangements. Finally, job moves
" “should bé more dependent on mothers’ wage rates and less dependent on
family composition or partner’s income (trends that have been demon-

* strated empirically in Mroz, 1987; Klerman & Leibowitz, 1994). ~
3 Similarly, the normative climate of support for full-time mothering in
- the early years of life has disintegrated into a number of competing
maternal ideologies that each claim substantial gumbers of adherents’
(Glass, 1992). Some women remain traditional in tHeir desire to stay home

_ full-time todevote memselvestochlldcare, whereas others supportshared o |

parentmg and full-nme employment for mothers Somewhere in the
o . 'y

‘¥



| middle lies a substantial porlion o} |

- specifically on workplace support and hild care satisfaction as factors

: provrded an exhaustive samplmg frame because they were the" ly
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women torn between: these two
polarities, who prefer some-type of employment but are suspicious of

nonmaternal child care in the first few years of life (Greenstein,_ 1986)

In the present study, we will draw on the precedmg analysis to' focus

that should differentiate movers and stayers among employed mothers,

- controlling for family composition ang partner’s income, We separate”~

intentions to quit the labor force from mtentrons to change jobs, hypothe-
sizing that intentions to quit the labor force should be more closely related
to family characteristics and income opportumtres for the mother and
father, as well as mothers’ traditionalism|and preference for homemaking.
However, we believe that both intentions to change jobs and to leave the
labor force should be affected by workplace ‘policies and child care *

.., arrangements. Specifically,” benefits or personnel polrcres ‘that .reduce
s 5% job-family ‘conflict should decrease quit inténtions, as should socral ‘sup-

port from supervisors and co-workers: Sausfymg, affordable chrld care;-; ~
arrangements should also decrease quit intentions, although we suspect ~
these might have stronger effects on intentions to leave the labor force™ "
than intentions to.change jobs. Because #nost child care arrangements are
independent of any particular job, drfﬁcplues with child care may not be. -,
resolved by taking a different job, (unless, of course, the work schedule of

- the current job is causing the child caré drfﬁculty) HoweVer leaving the

labor force is sure to elumnate problems with’ substrtu e

Respondents were récruited from prenatal hosprtal records in northern '
Indiana in 1991 and 1992."Area hospitals served an approxrmate 60-mile .
radius, including southwest lower Michi an and north central Indrana, and..., .

sources of maternity care in the coun d drew srgmficant nurnbers of

- women from surrounding rural countie Any bras in the sample is hkely
|  tostem from the disproportionate omissjp n of [ poor, margmally employed
~+.|. ortransientrespondents. The survey hadlan effeetrve response rate of 70%
.t - ofthosein the initial sampling frame, 8 b ‘of those successfully contacted :.
-| - for'an interview. At the time of the i interview, respondents . were - .
woof i either in their last trimester of pregnan or, occasionall tlielrslst month
SN fpostpartum ' i v»
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Descriptive statistics indicate that the mean age of the sample was 28,
51% were experiencing a first birth, 10% listed a non-White ethnicity, and
91% were married or living with their partner. Regular hours at work

« averaged 38.6 per week for the sample, and respondents reported mean

annual earnings of $18,451. These statistics are quite close to national
large sample estimates for women employed the year prior to the birth of
a child (Garrett, Lubeck, & Wenk, 1991). a

The prenatal interview contained extensive information on the respon-
dent’s primary job or last job held, the respondent’s family situation, and
demographic variables, as well as future work prefgsences and intentions.
Respondents were then recontacted at 6 and 12 months postpartum to
ascertain their current job status and child care arrangements. The 6- and
12-month follow-ups captured 94% and 93% of the original sample,
respectively. Data on child care and working conditions for the job held
at 12 months postpartum were used for this study. After deleting 11 cases

with missing data, 246 cases of mothers employed at 12 months postpar-
tum were available for analysis.

MEASUREMENT OF VARIABLES

Quit Intention

Future work intentions measured at ] year postpartum were assessed
by the following questions: How likely is it you will make a genuine effort
to find a new job with another employer in the next year? and How likely
is it that you will leave your present job to become a full-time homemaker
in the next year? Response categories for both questions were 1 (not ar all
likely), 2 (somewhat likely) and 3 (very likely), but for purposes of analysis .
they were combined into O (not likely) and 1 (somewhat or very likely).
The categories of 2 and 3 were combined for two reasons. The ns for the

separate categories were too small to accommodate separate analyses (for

exit intentions, the ns were 5 and 21, whereas for change intentions the ns
were 35 and 33). Additionally, it makes more substantive sense to include -

" the ¢ategory of somewhat likely with those likely to quit than to group
- them with respondents indicating no intention of quitting their current job.

Responses to both questions were then combined into one 3-category
variable representing the respondent s future work intention—same job,
new job, or homemaker. In six cases, respondents indicated that they were
likely to both change jobs and quit the labor force entirely. These six cases
were allocated acoondmg to their ﬁrongest preference; if both desunatxon



- statuses were equally lrkely, they were

- the other. The resulting distribution for the dependent variable given in
“Table 1 shows that there were 65 wom

women who intended to stay in the s

- presence of other preschool-aged chi

" A years of education measure was a

-that variable was highly correlated Wi

" nonmaternal care in several rnodel
- week (for all children requiring c

.- relative care in hbme or out, formal car
* . -created, under the assumption that' 0
,-;drﬂ'icult to coordmate and more
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domly assigned to one status or

indicating an intention to change
to quit the labor force, and 155
me jOb .

The independent variables represent| the ,tlu'eekey areas of (a) famrly
status and personal background, (b)|chi ld‘ are arrangements, and (¢)*
workplace support, subdivided into macrolevel orgamzatronal charac-
teristics and microlevel working cond ons and 1nterpersonal support ‘

jobs, 26 women indicating an intenti

.

Family Status and Personal Backgn onnd Varrables -

wh 4

Respondent’s age, marital status
partner’s income, respondent’s hourly| v

en were all 1ncluded as farmly or
sociodemographic controls.! In addition, a measure of tradmonal famrly
ideology (agreement that it is best fo ,‘ I eoncerned if the man earns the
money and the wife stays home to r¢ ¢ for the home and chrldren) was

human capital.

Child Care Variables

" The three basic dimensions of c i
turnover are amount, cost, and quality. Alt
provide the total number of hours theiy ne

mother s hours of employment,
{We:did,:however, .test a dummy
nt spent more than 40 hrs a week in
ost was measured:in dollars per
e);.and ’qualrty was ascertained by
asking respondents to rank their satigfe ction v with their present child care -

arrangement on p scale from 104, A d 'nonally. awariable measuring the: .

‘numbser of different types of child ¢ respondents utilized (father care, )

in "home or out;: and other) was ~ -
ttple forms of care are both more
vceptrble to: breakdown. Frnally,

SO it was dropped from the analys‘ :
variable measunng whether their infa

wy
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TABLE 1

Means and Standard Deviations for Variables in the Analysis

2

dummy variables representing each mother’s primary form of child care

Standard
Mean Deviation
Age 28.96 449
Education 14.55 258
Married/living together 92 27
Child under 6 (1 = presenr) 34 - 47
Hourly wage 10.91 5.67
Partner’s income (in thousands) 25.55 1692 .
Gender traditionalism (1 = low, 4 = high traditionalism) 1.73 81
Prefer change postpartum 20 40
Prefer home postpartum 33 47
Child care satisfaction (1 = dissatisfied, 4 = very satisfied) 356 74
Child care cost (in dollars) 53.26 45.082
Father provides child care : .18 38
Percentage of mothers in job category 20.44 26.51
u!ob flexibility (1 = any form) 87 34
Work at home possible 24 A3
Social support (1 = low, S = high support) 2.89 .88
Sick leave available [ 46
Frequencies for the dependent variable and its components
Intentions to change jobs
1 = very likely 1=35
2 = somewhat likely 2=33
3 =not at all likely _ 3=176
Intentions to leave labor force
1 = very likely 1=5
2 = somewhat likely .2=21
3 =not at all likely '3=220
. Quit intentions ,
O=sayinjob ¥ 0=155
1 = change jobs 1=63
2 = exit labor force 2=26
NOTE: N= 246.

were constructed (father care, relatiye care, formal care, and other).

" Workplace Support Va‘riables : { |

These variables were subdivided into those ofganizational and occu-
pational variables that might affect the extent to which workers’ family
needs would be supported by the employing ‘organization and job level
variables measuring on-site working conditions and social support from
. supervisors and coworkers. On the organizational side, measure:s, of work-

S
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- job was represented by a labor u

- dummy variable indicating the p epce of any of the followmg an
~ evening or night shift, a rotating

- following items:

- ables). To augment that measure,
-+ whether the respondent could usg sick leave to care for sick family

place size (ﬁ;lmber of employees), !:E ionization (whéthcr respondents’s
respondent’s job catégory, and percef
job category were the foyr variables|used to indicate whether employers
had any motivation or capcity to attend to the job and family conflicts of
employees. We also incjud cupational and industry categorical vari-

ables to test for any gross effects |of occupational sector or industry
location. . T

The most direct measures of wo
about the respondent’s specific jo
working conditions were measured
tions to assess support for employed jr

p}ace support came from questions
or work site. The _following four

single-item dichotomous ques-
thers: whether the respondent was

>~

. able to work regular hours at home, whether the respondent could work

part-time, whether she had ever r enved a promotion with her current
employer, and whether a future promotion was likely. In addition, social
support from supervisors and coworkers was measured with a scale (alpha.
reliability of .67) combining five it dealing with the extent to
which supervisors were rated as supporjive, or mentioned as positive:
aspects of the respondent’s job, and|two fealiag with the extent to whlch
co-workers were rated as supportive or mentioned as positive aspects of
the job. Additionally, unusual work scheduling was measured: ‘with"a

flexibility y variable registered posm-

. 'l decide w‘hcn I take breaks on mjy j

¢ It would be very hard for me to
coded).

coded).
¢ It would be very hard for me to
care of personal or family matte:

|ld care assistance measure:_ .oded
1 if the respondent received any form|of child care assistance from'Her

. employing organization (child carg referral and information,’ child care

vouchers or money, or on-site -measured as dichotomous vari-

o included a variable indicating

on), percentage of females in the , -
ge of mothers in the respondent’s;i

’:-’1

. ¢




. Analysm of Data 2o “a o, ' LR SE e it & wmoa W

members Descnptlve statnstlcs for the vanables ultlmately'used in the o
* analyses are llsted inTable. 1 B

- -,' 3 ‘_
RO T
P R
5
s

Multmormal logistic regressions were run to snmultaneously r:;gel the
two lmportant contrasts constituting the dependent variable of future work
intention: (a). the log odds of intending to quitithe labor force rather than

stay w1th one’s current employment and (b) the log odds: of movmg to a

new job rather than staying with one’s current pmployment First, fannly
status, personal backgrbund and child care variables were entered into the
equatron as.a block. Then, thé'sets of organizational charactenstlcs and
workplace support were added sequentially. Because of the limited sample

size and the large number of potential independent variables, the models
shown in each block umformly mclude only those variables showmg
mographlc controls. The final model for each contrast in column 4 was
constructed - by entering. the variables within each block in stepwise
fashion, keeping only those variables showing statistical sighificance’ ‘at
any point in the stepwise selection process. To check on the robustness of
this cross-sectlonal analysis, the four models were reestlmated using a

correcuon for selectmty bias in the sample of employed mothers of
infants. # :

RESULTS

Results for all models are ‘presented.in. 1%1;2 Model l dnsplays the_'_'si :
coefficients for the family background and chrld‘“care vanables only
Model 2 adds the first block of orgamzatlonal van les, and Model 3 adds’

\\\\

were unaffected by child care Gost and sausfacuon Age and mantal status ¥
both served to:significantly inhibit: change intentions.’ Presumably, the ¢
propensity to change jobs declines as age | increases.. Thus it follows that
change mtenuons would - also -decline. Havmg ‘a partner may unpede
change mtentlons because the mcreased ﬁnancnal responsnbxlnty that at-

s N

N o R VAT
” ",_ # v‘.m NURT o L




*

DoeT o I O _ovu.__ g0'>=d, 'g0>=d

S "9y7 =N ‘410N

Eootw e oteT C sv¥ v L ¥

o @S- M.Aknv.ﬁw - T rSI L T (TLE) #E18- . S ; éﬁ:&:gnzo.m
T (6EE) oS6L— 1 (TIT) 499 (9T€) oSEL= 1 (60T) 498E - Do . S
. (00L) #LLE 1= (6LY) 48E8-" G%V.an_... (viv) L9L- SIS

v (888)ss8". (106)66T ¢ (#8)S801 " :9:2 . i L
(600) 110" . ,,asv.as....‘. (800) 110° b&ss._asﬁeaa%ouzg
_ , (orL)898- (826) dsp6- . ame) prg sopiacid saqwd

:858_.. §3.§ - cmtm.au
- (800 210~ GoSSon.ﬁ * (800 110— ~ (500 800~ (L00) $210-
(0£€) 4055~ - . A».ﬂ.:! ﬁﬂ jevs- s (108) jzo5=

T (seg)ovL- (evp)Eso .. o (0E9) SIS - - (sep)g00-  (ess) LTl

——fevg)esT ¢ — Kﬂ.ﬁn.a«z.n& J%Aswg_ _.

65 ..Sa_n....“._. e.nﬁ os,,ﬂ, §3 ...§. "(eT) S1o 65 ee19L ; _,aﬁunmonf 53 ._.3..

- p 0 0 - . \
.§3 «.s.,, 88:&? - - (8£0') 80— (550) 040~ 98:8!._”
: Qi) dELe1-. W) 1Ll [ (#¥59) £50° T.a (sov) L8e-  (e09)6vL-. - (G6EDTEL-. ., - T
S (00181 SEY6  (T9)#SLT1- aonsco%m “(€29) 46911~ (00€°L81) $8L'6 .M.:.«S:ﬂ T 688333 (909) 4L90'1-
NS (CIVE L (5800880 = 1 (€1 SOT> - (¥BO) 9OV (6I)SO. (080041800 & ((LII)OSD £ [ (6L0)T90°

U0 990~ G&?ws...m 68:3-. 58.«8.. 685? :87«8:.., 6828.: :858.._

P (96L) ELT 1~ (198) 466 )
(00) 4110~ (500 LOO-
(s62) 4evs— - (SET) 9E0
“(o8S) EEL- i (61¥)SETN

-2,

@“ ) w.vw 5 - - =, A

N a.a_c — . m L &.a_a
~§=3E|w§§ Sa&s:&&ﬁgua e 33&6:53:3.4 B
: ‘ . Eegeu ustuklm PPN, .a:ﬁ& \s.egnla 1°POH

eé .-uhc_mﬁﬁ awreS PIM u:.mﬁm *sa 3304 Joqe-] SummQ Jo pus
E..s_uv .a?_._sm swres 5.3 u..ssm sA Be_. u___».a._o J° SPPO uﬁ_,

g

TN
S




 § Glass, Estes/ EMPLOYED MOTHERS OF INFANTS 327

:+ tendg the birth of a chxld 1s better met with two incomes than with one.
e Bec se mamed women have their spouse’s income to augment their own,

v they may, h’ave less of a ﬁnanctal uppetus to pursue a new job than do
| unpartnered women.

Prenatal intentions to change jobs were also significantly associated

“with intentions to change jobs at 12 months postpartum. Perhaps- some

respondents felt constrained to stay in their prenatal job to obtain medical
. or leave benefits for. chnldbearmg, or perhaps a common response bias
affects both prenatal and postpartum quit intentions. However, most of the
. women with prenatal quit intentions had already quit their prenatal job.

.and were reporting on a new job at 12 months postpartum, indicating their .

2

personal prqpensity to change jobs frequently to search for more satisfac-

tory employment. Finally, father care as the prithary child care mode
serves to impede job changing. Job changing in this context might disrupt
a carefully orchestrated work schedule-that makes father care possible.
In contrast, intentions to leave the labor force were associated with
partner’s income and gender traditionalism (both of which increased the
odds of quitting) as well as child care satisfaction and child care cost
(which decreased the odds of quitting). Although the inverse relanons&;;
-f.;;;'between clnld care cost and odds of quitting the labor force may app

to be. countenntumve, a closer look suggests that indiViduals who pay

more for child care are those in well-paying jobs exhibiting greater job
--attachment and thus.are less likely to quit the labor force. All told, these
results provide some support for our original hypothesis that intentions to
leave the labor force should be more strongly affected by child care
satisfaction, gender traditionalism, and respondent/partner wages than
. intentions to change jobs. However, respondent’s wage did not predict the
odds of leaving the labor force, all else equal, nor did the other measures
of attachment (prenatal intention to leave the labor force).

Other model speclﬁcatlons that were explored included a dummy
variable measunng ¢hild care equal to or in excess of 40 hrs a week, a
count of the types of child care used, and a series of dummy variables
representing father care, relative care, formal care, and other types of care;
" These variables weré not only unrelated to change or quit intentions but

* their inclusion did not affect the other coefficients in Models 1-4. Thus
they were dropped from the analysis. Father care was retained because of
its substantive importance (see Maume & Mullin, 1993, for evidence that
father care encourages mother’s 3oq_qmtung) and because preliminary

analyses showed that its effects on intentions were most different from the:

' .other categories 0 care, although not reaching statxstxcal sxgmﬁcance
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Model 2 displays the results for the second specification adding orga-
. nizational variables thought to inc Fease Workplace support. Unionization,
- firm size, occupation and industry|sector, and percentage of females in the

- respondent’s job showed no effects for ejther form of job leaving and were
dropped from further consideratign. Hqwever, percentage of mothers in ,
the respondent’s job category decreased job chariging but not intentions
~ to ledve the labor force. Bécaus percentage of females did not affect
 intentions tp change jobs, we suspiect that the percentage of mothers does
not reflect the power of employegs in the workplace to mold policy but
instead ‘serves as a proxy for social support at the workplace or for

unmeasured variables that indicate th
motherhood. .
Turning to Model 3, results show
working conditions negatively affected
social support from supervisors and c¢

compatibility of that job with

nat some, but not all, supportive

quit intentions. The measures of
-workers consistently decreased

“both intentions to change jobs and wit]

other determinants of exit and change in
 ability to work at home decreased exit §
sick leave for family members decrease
other workplace supports (child ¢ istance, ability to work part-time,
likelihood of promotion, absence of unusual work hours) affected respon- -
dents’ work intentions and all were eliminated from consideration. The
 inclusion of workplace support variablesserved also to eliminate the effect
of child care cost on change intentions. This suggests that supportive
- working conditions are associated with higher expenditures on child care,

. again due to the generally positive association between wages and work-

- ing conditions.
. Finally, Model 4 includes all the variables showing effects in stages
1-3. This comprehensive model shows the robustness of most previously
specified effects. In this model, th¢ demagraphic factors of age and marital
status, the child care variable of father care, the occupational characteristic
- variable of percentage of mothers in the job, and the support variables of
~ workplace leave for family illness all served to

hdraw from the labor force. The
tentions diverged from here. The
ntentions, and the availability of
d change intentions. None of the

ility to work at home emerged

n'inhib full model, as well.
- Robust effects were also demopstra

- intentions. The presence of additipnal young chilfiren, though not signifi-

. cant in Model 1, was significent fn the.

i oAl fodel 1, was nal three models and exerted an
.. inhibiting effect on intentions tolexit the labor force. That women with -

in the models of labor force exit -
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TABLE 3 -

Seleetlon Model for Postpartum Labor Force Status
Vanables Measured Prenalally b(SE)
Constant .. -~ -, ey gy -.026 (.943)
+ Child under 6 ,,‘,é o -435 (410)
Mamedlhvmg together - ) . =.686(.480)
Gender tmdmonahsm B 103 (.115)
‘Partner’s income = - s -.011 (.008)
Firstbirth o5 & 2o o o . —3562 (.395)
Educaton. - . - -, . .101* (.050)
Hourly wage s 0441 (.026)
Hours worked per week - 007 (.012)
Ternporary job ' ’ 1335 (.365)
Employer tenure RN -.013 (.031)
Job interest and challenge 063 (.039)
Received promotion in past - ‘ 063 (.215)
Days off for maternity leave ~ 005 (.004) A
Mandatory overtime ¥’ - -.174 (.252)
Schedule flexibility Te .174 (268)
:Sick leave for farmly members . -110(.221)
Soclal support . Sl 001 (.108)

‘NOTE: N= 294 R :12; cht-square/degxees of freedom = 31.46/17.

more young ch:ldren were less hkely to plan to leave the labor force is
consnstent with fmdmgs of recent research showing that increasing num-
_bers of § young children represent added financial responsibility for moth-
ers (Rosenfeld & Spenner, 1992). Additionally, partner’s income and
gender tradmonahsm remained positivély associated with exit intentions.
Fmally. cluld ‘care. satisfaction, ability to work at home, and workplace
soclal support all served'to decrease ext intentions in this final model.

Workmg condmons 'were hypothesized to have similar effects on
change and quit intentions. To test the equivalence of these effects, we -
performed a t-test for the difference in coefficients across the change and
qunt coefficlents for socna.l support and the ability to work at home.? In line
w1th our hypotheses, these tests revealed that the effects of social support
in magmmde =

From this, we glean that our original hypotheses concerning the impor- .
tance of chlld care for labor force exits, and social support variables for
_both exltmg and changmg jobs, are supported. Our expectation that respon-
/’\drbnts’ wages would predlet ehange/exnt behaviorremains unsnbstannated

T
f
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.sick-leave effects remained the same,

" be endogenous with respect to wor
‘coefficient for child care satisfaction) was significant in the first two

S|/ May {996

. . ) . ‘ . N - M
However, these results are biased|in thaf the sample is restricted to women
- remaining in the labor force folloyving childbirth. The data used here offer

acorrection to this selectivity bias from|the subsample of women who did
not return to:the labor force fojlowing the birth of their child. Using

- Heckman’s correction procedure, we created a lambda variable that mea- '
. sured the respondent’s probabili

of being in the labor force at 12 months
postparturm; based on prenatal job and family characteristics. The sample
selection equation shows that women jn better quality jobs with higher
levels of human capital were morg likely to continue employment follow-
ing childbirth."Turnover intention models correcting for sample selection

~ bias are thus adjustlng the effects|of jobjand family variables to reflect the

behavior 6f women in lower quality jobs. These models controlling for

 postpartum labor force status reveal a slightly different story.

Results in Table 4 show that in the selection model for change inten-
tions, the age, marital status, proportion of mothers in job, and available
e relationship between prenatal
change preferences and preferences at 1 year postpartum weakened, and
the effect of workplace social sypport increased slightly. However, the
negative effect of father care on inténtions to change jobs disappeared in
all but one of the models correcting for selectivity bias. -

Turning to the labor force exitimode], the selection correction brought

- forth one hypothesized relationship and obscured another. Wotkplace

social support remained negatively associated with exit intentions. Part-
ner’s income also remained a significant positive influence. However,

~ along the lines of our hypothesis, respondent’s hourly wage did show a

significant (p = .057) negative influence on exit intentions in the final

- model (column 4). Although the demographic facfor of partner’s income

still played an important role in encouraging intentions to leave, mothers’

- wages emerged as an.important factor in exit intentions once the bias

toward high wage earners was cdrrected.’ Finally, the insignificant result
for child care satisfaction shown|in Mpdels 3 and 4 spggests that it may

ace social s'upport. Although the

L)

~ . models, with the addition of support variables in Model 3, the effect of

. childcare satisfaction on labor fo
- - Itremained insignificant in the final model. Perhaps child care arrange-

- ." ments for these women are satisfactory in part because they could either
. alter work toavoid child care problems/or could choose the child care they

_ - " desired because supervisors and ¢o-wopkers supported whatever schedule
-'i;j;}:changes the mother needed to an
.4 ¢ satisfaction Temains an important factor with regard to turnover, but child

exit was attenuated to insignificance.

ge that care. In this scenario, child care

3
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('c care satisfaction itself, like turnover, js affected by workplace social ;

- DISCUSS][ON

This analysis began with the go
the determinants of mothers’ labor
-we hypothesized that indicators of

ofitesting severah hypotheses ‘about
rce plans at 1 year postpartum “First, 4
bor force attachment, such as family .
status (partner’s income, mother’s agé and number and age[s] of chil-
* dren) and traditional gender ideology, should show a stronger relatlonshrp
to intentions to exit the labor force than intentiops to change jobs.
Although marital status significantly decreased the odds of change inten-
tions' (but not exits), results showed that gender traditionalism, respon-
dant’s hourly wage and partner’s ingome showed significant relationships
to exit intentions but not job changes. Thus the hypothesis that household
and family determinants of labor sypply should affect intentions to exit
the labor force more than intentions to change jobs is supported
Our second hypothesis concerned our belief that workplace support et
should significantly decrease the odds pf both types of.job turnover, as "
- substantial numbers of women reportdifficulties managing job and family ="
responsrbthtres ‘Workplace support was operatronahzed at both the
macrao- and microlevels of operationj the former is mdrcated by organiza- -
tional characteristics that raise the visib lity of mothers’ concems ‘and the
latter by the presence of family resppnsive personnel pohctes and social ;
‘support from supervisors and co-workers. Results here show that only one i
organizational variable consistently showed .a relatnonshrp to" turnover
‘intentions—the percentage of mothers ih the job category had a negauve o
effect on job changirig but no effect|on labor force exits. *” o
~ Our measures of family responsive policies and. workplace social Y
“support fared somewhat befter. Spcial support from supervisors and
co-workers and the ability to work| at home each dec__reased the odds of
* leaving the labor force, and workplace social support and sick leave for
family members showed significant{negative effects on job change inten- _ -
. tions, Although workplace social suppart is an important determinant of
~_-both job change and exit intentions, \we|can only speculate as to why the
- other type of 'support that affected job change and exit intentions differed.
~:If labor force exits are conceptualiz¢d as a pathway to meet a mother’s
- . desire to be at home, it follows that) the ability to work at home might
o mhrbrt exit intentions. In this way, wonmen who would like to be at home
FIN -can accomphsh thrs goal whrle working. Alternatively, the availability of .
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sick leave for family members’ illness may not be enough home time for
those women who may prefer to be at home but may be a valued benefit
for those more attached to the labor force. The ability to be at home with
sick' family members meets a crucial need for mothers who have few
options for caring for sick children other than doing it themselves.

It should also be noted here that a variety of job accommodations to
family needs showed no effects on quit intentions, including,the ability to
work part-time and to avoid ovemme or irregular work schedules. Vari-
ables measuring past promotions and the potential for future promotion
at the current job also failed to affect quit intentions among this sample of

mothers. . :
" Finally, we hypothesized that Chlld care cost and satisfaction should
affect both types of quit intentions—but intentions to exit the labor force
more strongly than intentions to change jobs. However, child care cost did
not affect turnover intentions of either type, and child care satisfaction
significintly decreased only intentions to exit the labor force and this only
before controlling for selection bias in postpartum labor force status. The
fact that cost did not influence quit intentions in this sample runs counter
to prior research on mothers’ actual labor force behavior (Maume, 1991)

and may reflect the presence of child care satisfaction in this analysis but

not earlier research. Child care satisfaction may incorporate satisfaction
with the cost of care, as well. Finally, we suspect the attenuated effect of
child care satisfaction in the selection models is, in part, a function of
satisfaction’s endogeneity with regard to working conditions and work-
place social s&pport. Though our hypothesis that child care satisfaction
should be a stronger determipant of labor force exits than job changes
-@ea:s to be only weakly supported once sample selection is controlled,
\viewing child care satxsfactlon as endogenous to workplace social support
-directs attention to thé way in which job conditions influence mothers’
ability to locate and maintain satisfactory child care arrangements.
Although this study showed that certain forms of workplace support
did decrease quit intentions and thus increased job stability among em-
* “ployed mothers of infants, drawbacks in this design merit caution in
generalizing these results to the population of mothers at large. The
dependent variables measure only future work intentions, not actual labor
force behavior. These self-reports are reasonably accurate predictors of
future behavior based on evidence from our longitudinal records, but some
- slippage does occur. Nevertheless, these results bolster the contention that
" job mobility rates among mothers are more job or context dependent than

previously suspected although life cycle stage and famxly status effects
snn exlst. | :
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NOTES

1. A measure of hours worked per week was included in early model specifications, but
the pattern of effects did not change with hours worked per week held constant nor was the
work hours variable itself significant. This variable was therefore excluded from further
analysis, Y.

2. This t-test uses the following formula;

l=Bl~ﬂ2.qG|+Oz-20|z o

3. This makes good sense because labor force exits should be more sensitive to wages’
at the low end of the scale than at the high end. An alternative specification using logged
wages was tried but did not praduce different results in either the corrected or uncorrected
turnover models. s
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