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We examine the argument that predominantly female occupations attract women because
they are relatively easy to combine with family responsibilities. Some traditionally female
occupations offer relatively low penalties for labor force withdrawal, but other “female”
occupations reduce the costs of employment to mothers by facilitating the combination of
worker and mother roles. We test the hypothesis that a woman’ s response to the character-
istics of her occupation and to other factors depends on her preference for employment vs.
homemaking over the long run. Using data from the National Longitudinal Survey of Youth,
the analysis focuses on the period from the year prior to the first birth through the two years
following the birth as the time of maximum conflict between employment and child rearing.
We find no effect of occupational sex composition on the likelihood that prospective or re-
cent mothers are employed. Occupational characteristics that raise the cost of labor force
withdrawal (high education, wages, and job-specific training) tend to decrease the probabil-
ity of women’ s withdrawal from work, as do nonmonetary occupational characteristics. All
women respond to the cost of labor force withdrawal, but women with low work commitment

also respond to financial pressures and convenience of the work setting.

Ithough women have made rapid gains in

their level of labor market activity, they
have made much less progress in attaining wage
parity with men (Smith and Ward 1989). Despite
some improvement, women remain segregated
in a small number of predominantly female oc-
cupations (Beller 1985; Jacobs 1989). Possible
explanations for the continued occupational seg-
regation of women include socialization during
childhood, discrimination and tracking, and con-

scious choice for reasons of convenience (Reskin

and Hartmann 1986). We examine the last expla-
nation — that women choose primarily female
occupations because they are convenient for
women with family responsibilities. According
to this reasoning, occupations attract women
workers by making it easy and relatively cost-
free for them to withdraw from the labor force
while their children are young (Polachek 1979,
1987). Predominantly female occupations also
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may facilitate the combination of employee and
mother roles.

We examine women’s employment during
pregnancy and in the two-year period following
the first birth. We focus on the first birth because
the birth of a child, especially the first child, great-
ly increases what economists call the “shadow
price of time in the home,” i.e., the value to the
family of women’s time in homemaking. Preg-
nancy and childbirth impose psychological and
physical strains on women,; previous research has
suggested that the effect of fertility on female
labor force participation is greatest at this time
(Hout 1978; Cramer 1980). Hence, if occupa-
tional characteristics have any effect on a wom-
an’s ability to combine family with work, these
effects should be strongest during pregnancy and
immediately following the birth of the first child.

We test hypotheses about the characteristics of
women’s occupations and preferences for work
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and their effects on work before and after the
birth. We argue that some traditionally “female”
occupations offer relatively low penalties for la-
bor force withdrawal, but that other “female”
occupations reduce the costs of employment to
mothers by facilitating the combination of work-
er and mother roles. We test the hypothesis that a
woman'’s response to characteristics of her occu-
pation and other factors depends to some extent
on her preference for employment vs. homemak-
ing over the long run.

THEORETICAL FRAMEWORK

Much of the literature on sex segregation in labor
markets has suggested that certain occupations
are especially compatible with family responsi-
bilities (Rosenfeld and Spenner 1990), making
them attractive to women, who tend to be respon-
sible for family and homemaking duties even when
they work (Spitze 1986; Ross 1987). According
to this argument, this compatibility results in a
concentration of women in these occupations
(Reskin and Hartmann 1986; Polachek 1979).

Women who have — or expect to have —
spouses and/or children may consider their cur-
rent or future family responsibilities when choos-
ing an occupation. First, women who do not ex-
pect to work continuously following childbear-
ing may select occupations that are relatively easy
to leave and re-enter. These occupations — which
may provide adequate to generous starting sala-
ries— may assess lower penalties for labor force
withdrawal, either through lower rewards for ex-
perience (Polachek 1979, 1987), or through few-
er requirements for job-specific training (Wolf
and Rosenfeld 1978) compared to other occupa-
tions.

‘Women who expect to work continuously fol-
lowing childbearing may select occupations that
offer nonmonetary benefits, like flexible hours
or safe and physically undemanding work. These
nonmonetary benefits may make it easier to com-
bine work and family. Some scholars argue that
women receive low wages relative to men with
comparable job-related characteristics because
women are willing to trade off wages for these
nonmonetary benefits (Filer 1985; Hudis 1976).
In a recent controversial paper, Schwartz (1989)
suggested that by providing such nonmonetary
benefits, employers may be able to encourage
women to return to work relatively quickly fol-
lowing childbirth.

Both of these mechanisms could explain wom-
en’s concentration in a relatively small number

of occupations. However, predominantly female
occupations are not homogeneous on these di-
mensions: Some may have relatively low oppor-
tunity costs of labor force withdrawal, while oth-
ers may provide nonmonetary benefits. If so,
women who plan to work while they have young
children may use different criteria when select-
ing an occupation than do women who plan to
withdraw from the labor force. And women who
prefer to work over the long run may respond to
different characteristics of occupations in decid-
ing on employment during pregnancy and after
the birth of a child.

Not all women consciously “choose” their oc-
cupations, and many women move from one oc-
cupation to another over their work lives, quite
commonly between “female’” and “male” occu-
pations (Jacobs 1989). We expect that women
who find themselves in an occupation that makes
it easy to combine work and childrearing or in an
occupation that penalizes labor force withdraw-
al, would be more likely to return to work after a
birth than other women, regardless of their rea-
sons for selecting the occupation in the first place.
This relationship may be weakened by constraints
on women'’s occupational choice, like actions of
employers or characteristics of the labor market.

Preference for Employment

Some women prefer to work exclusively in the
home over the long run, whereas others prefer to
combine work and family.! This underlying pref-
erence for work over other activities is often called
work commitment, or subjective orientation to-
wards work. Work commitment indicates the
importance of market work in an individual’s life,
but is distinct from labor force attachment (Biel-
by and Bielby 1984; Rosenfeld and Spenner
1986). While women with a high degree of labor
force attachment are more likely to be continu-
ously employed, employment, by itself, does not
imply a high level of work commitment — some
women who would prefer not to work are pro-
pelled into the labor force by financial pressures,
and some women who prefer to work may be
unable to work because of family responsibili-
ties (Moen and Smith 1986).

Work commitment also seems to be distinct
from occupational attainment. Both Rosenfeld

! Although women could prefer to work and not
have children, this is a relatively rare response among
the young women in the NLSY sample. Of the wom-
en who had no children in 1979, most (92 percent)
expected to have children.
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and Spenner (1986) and Gerson (1985) suggest-
ed that although work commitment for women
rises with higher occupational status, many wom-
en report high levels of commitment to work
despite holding low-status jobs. Work commit-
ment reflects both personal preferences and the
importance of intrinsic features of work such as
how important and interesting it is and extrinsic
features like relationships with co-workers.

To the extent that women workers are hetero-
geneous with some having an underlying prefer-
ence for employment over alternative activities,
any model of women’s labor force behavior must
incorporate this heterogeneity. Sixty-two percent
of the young women respondents in our data set
prefer to work over the long run, and 38 percent
prefer homemaking.

Work commitment may predict women’s em-
ployment, but it may also condition the effect of
occupational characteristics on employment.
Compared to women with lesser work commit-
ment, women with strong work commitment may
be less responsive to characteristics of occupa-
tions that make it easy (or hard) to combine work
with childrearing.

Thus, occupations may encourage women’s
labor force participation surrounding a birth in
two ways: by making it relatively easy to com-
bine work with motherhood; or by making it dif-
ficult to stay away from work. We first present
our hypotheses about occupational characteris-
tics that increase the costs of remaining away
from work for extended periods. Then we dis-
cuss occupational characteristics that facilitate a
new mother’s return to work.

Factors That Discourage Staying Away
From Work

Some occupations may increase the chances that
their female incumbents return to work follow-
ing a birth by raising the costs of time away from
the job. Certain personal characteristics of work-
ers index costs of time away from work, e.g., a
women’s earnings or earnings potential represents
the opportunity cost to her of time spent at home
taking care of her child rather than working. The
higher the opportunity cost, the greater the chance
that she will return to work. In addition, a wom-
an’s ability to acquire high quality, dependable
care for her young child increases with her earn-
ings (Leibowitz, Waite, and Witsberger 1988).
Thus, we hypothesize that the higher a woman’s
earnings in the year prior to the birth, the more
quickly she will return to work afterward.

The impact of education on return to work is
more complex and the net effect difficult to pre-
dict. Historically, highly educated women have
been more likely to work than women with less
education when they did not have young chil-
dren and less likely when young children were
present (Leibowitz 1974). This pattern has weak-
ened recently, but may persist. On the other hand,
highly educated women may face greater depre-
ciation of job-related skills from time out of the
labor force compared to women with less school-
ing. This depreciation would encourage their re-
turn to work. -

We hypothesize that women in occupations
that require substantial job-specific training will
return to work quickly to minimize the deprecia-
tion of their work skills. In addition, the more
job-specific skills a woman has, the stronger the
incentive to keep that job, perhaps by returning
quickly after childbearing. A woman with gener-
al training can more easily quit her current job
and seek another when her child is older.

Factors That Facilitate Combining
Motherhood and/or Pregnancy With Work

Because flexibility of work schedules helps moth-
ers meet the often conflicting demands of a young
child and a job (Glass and Camarigg 1991), we
hypothesize that women in occupations that of-
fer part-time or part-year work are more likely to
return to work following a first birth than women
in occupations that offer primarily full-time and
full-year schedules.

The presence in an occupation of mothers of
young children signals something about the ease
with which women in this occupation can com-
bine work and parenting roles. These occupa-
tions may offer flexible work schedules on a day-
to-day basis, they may offer social support for
working mothers, or they may allow women to
work at home or to care for young children on
the job. Thus, we hypothesize that the more moth-
ers of young children in an occupation, the more
likely a new mother in that occupation will re-
turn to work following her first birth.

‘Women may find it difficult to continue work
during pregnancy if their work is physically de-
manding. Hence, women who are employed in
occupations that are not physically taxing and
require less strength for performance of job du-
ties may find it easier to continue working during
late pregnancy.
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Effect of Preference for Employment

Finally, evidence suggests that women differ in
their preferences for employment vs. other activ-
ities, especially homemaking (Heckman and
Willis 1977). Women who prefer to be employed
over the long run tend to make investments in
training (both formal and on-the-job) that pay off
later in higher wages (Shaw and Shapiro 1987).
Women’s early preference for paid employment
appears to predict later behavior quite well
(Rexroat and Shehan 1984).

We expect that women who prefer to be em-
ployed over the long run will weigh the charac-
teristics of their jobs and their situations differ-
ently than will women who prefer to be full-time
housewives. Rexroat and Shehan (1984, p. 357)
concluded that the employment behavior of wom-
en who want to remain at home may be a tempo-
rary response to changes in their domestic roles.
They found that fertility and marital status affect
employment only for women who prefer to be
homemakers, and have no effect for women who
prefer employment.

We hypothesize that the impact of both occu-
pational characteristics and financial need on
women’s employment during pregnancy and af-
ter the first birth depends on work commitment.
We expect both factors to matter less for women
who prefer employment over the long run than
for those who prefer to be full-time homemakers.

Processes Influencing Employment Before and
After Birth

The physical and emotional demands made on
the mother by events leading up to and following
the birth of a child are not homogeneous. We
outline four distinct periods during pregnancy and
following the birth in which we expect different
processes to affect a woman’s employment.

The first two trimesters of pregnancy. Most
women are physically capable of working at most
jobs during early and middle pregnancy. Women
who leave work during the first two trimesters of
pregnancy have probably resigned, as few em-

ployers provide long (unpaid) leaves prior to -

childbirth. The decision to quit a job is influ-
enced by factors like cost of time away from
work, convenience of work setting, and financial
need. We expect that early exits from the labor
force will be most strongly (and inversely) af-
fected by the cost of withdrawing from the labor
force, so that high education, high wages, and
job-specific training requirements would all re-

duce the rate of job-leaving during this period. In
contrast, the scheduling flexibility of an occupa-
tion that makes it easy to combine work and moth-
erhood may be relatively less important in preg-
nancy because the woman has not yet faced the
practical problems of childrearing.

The third trimester of pregnancy. Job exits
during the last trimester of pregnancy increas-
ingly reflect short-term rather than long-term ex-
its (Klerman 1990). Although many women, es-
pecially those who intend to return to their jobs,
work during most of pregnancy, medical consid-
erations may prompt women to leave work in the
last trimester, blurring the distinction between
women who want to withdraw from the labor
force and women who have to for health reasons.
In addition, advanced pregnancy may make per-
formance of job tasks demanding high levels of
physical effort difficult or impossible.

The first three months after the birth. Most
women who return to their pre-birth jobs return
relatively soon after the birth. Few women hold
jobs that allow them to take more than three
months leave following the birth. In fact, Nation-
al Longitudinal Survey of Youth data on mater-
nity leaves collected in 1983 showed that the
modal length of maternity leave for women who
took leave was six weeks. We expect that these
early returns to work respond to costs of labor
force withdrawal, especially education, wages,
and job-specific training. Additionally, charac-
teristics of the occupation that make it easier to
combine work and motherhood, like a flexible
work schedule, may be important to women’s
employment decisions at this juncture.

More than three months after the birth. If wom-
en do not return to work within three months of
the birth, they tend to return to a different job.
The longer a woman has been out of the labor
force, the less relevant the characteristics of her
past occupation for future job choices. For this
reason, occupational characteristics during preg-
nancy should have progressively smaller effects
on return to work with time since the birth.

DATA

Our analyses use data from the National Longi-
tudinal Survey of Youth (NLSY). Designed by
the Center for Human Resource Research of the
Ohio State University and fielded by NORC, the
NLSY began in 1979 with a national probability
sample of individuals who were aged 14-21 on
January 1, 1979 and living within the United
States or who were on active military duty out-
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side the United States. A total of 12,686 persons
completed interviews in 1979. These included an
oversampling of Hispanics, blacks, nonblack and
non-Hispanic economically disadvantaged indi-
viduals, and a separate sample of 1,280 persons
on active duty in the military.

In the baseline year, the respondents provided
detailed information on family background,
schooling and training history, work history,
marital and fertility status, current job, earnings
and income, and a series of attitudinal measures.
Respondents were reinterviewed in every subse-
quent year to the present, with excellent reten-
tion of the original sample; our analyses use data
through 1986. '

To test our hypotheses, we focus on women
who had a first birth between the 1979 interview
and the 1985 interview. These women had an age
at first birth varying from 15 to 27 years. This
allows us to observe the employment behavior of
the women for one year prior to first birth and for
atleast one year after the birth. The resulting sam-
ple is representative of the experiences of women
who have children early and at average ages, but
underrepresents late childbearers.?

We concentrate on the last occupation of the
woman before childbirth, arguing that this occu-
pation indicates the type of work available to her
and also reflects her occupational choices in an-
ticipation of pregnancy (Darian 1975).

Sample

The sample consists of the 1,158 women who had
a first birth between the first interview in 1979
and the 1985 interview, who worked in the year
before the first birth, and who worked at least 20
hours per week in the last job held before the birth
and who worked at least 9 weeks at that job. We
exclude women who worked less than 20 hours
per week or less than 9 weeks at the last job held
prior to birth because the NLSY does not pro-
vide detailed occupational information for these
women.? The analysis of employment during

2 Since higher education and market orientation
lead to delayed first birth, our sample is not fully
representative of the occupations women engage in.
In particular, women in occupations requiring high
training are more likely to be underrepresented.

3 To obtain occupational information, we selected
women using two criteria: (1) women who worked in
the year prior to the birth; and (2) women who worked
at least 9 weeks and 20 hours per week in their last job
(NLSY did not collect occupational information for
women who worked less than that). Although these

pregnancy uses the 1,055 women of these 1,158
who were employed at some point between con-
ception and the birth, omitting those who worked
in the year prior to the birth but not after the con-
ception.

Dependent Variables

The NLSY provides a week-by-week work his-
tory for each respondent, constructed from ques-
tions asked in each year about the beginning and
ending dates for each job during the previous year.
Respondents were also asked the starting and
ending dates of any gaps in work that occurred
while they were employed by a particular firm.
They reported on “any periods of a full week or
more during which [they] did not work for em-
ployer, not counting paid vacations or paid sick
leave.” We merge this employment history for
years 1978 through 1986 with information on the
date of birth of the first child to construct a histo-
ry of work surrounding pregnancy.

We analyze two dependent variables: elapsed
weeks of gestation when the woman stopped
working, and weeks between the first birth and
the mother’s return to work. Our data on mater-
nity leave are based on an employment history
that provides: (1) time at work; (2) time em-
ployed but not at work; (3) time either out of the
labor force or looking for work. Time spent on
paid vacation or sick leave was counted as time
employed and at work. Respondents were in-
structed to report short absences like “maternity
leave with pay” as time on the job. Thus, a large
share of women — 21 percent —report no gap in
employment when their first child was born.

However, information on maternity leave col-
lected in the NLSY in 1983 offers some insight
into this restriction on the employment data. In
1983, female respondents were asked if they had
worked at all during their last pregnancy. If they
had, they were asked if their employer offered
maternity leave, if they took such leave, and when
they returned to work following the birth. We
examined women in our sample who also re-
sponded to the 1983 questions on maternity leave.

criteria bias our sample toward women with a strong
market orientation, the bias due to missing occupa-
tional information appears to be relatively minor. Only
170 women were excluded because of missing occu-
pation data. Results for the effects of individual char-
acteristics on women’s employment for the full sam-
ple (consisting of all women who worked in the year
prior to the birth) were similar to results for our cur-
rent sample.
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Table 1. Descriptive Statistics for Variables in the Analy-
sis: NLSY Women Employed During Pregnancy

1979-1985
Variable Mean
Background Characteristics:
White (nonblack, non-Hispanic) 571
Black 237
Hispanic .192
Married at birth of child .653
Not married at birth of child 347
Age at birth of child 21.120
(2.399)
< 12 years of school completed .196
= 12 years of school completed .546
> 12 years of school completed 258
Other family income $6619.791
(6477.905)
Other family income (log) 6.569
(3.849)
Hourly wage at last job 3.230
(1.409)
Hourly wage at last job (log) 1.402
(.269)
Missing Wage .095
Plan to work at age 35 .622
Occupational Characteristics:
In predominantly female occupation .624
In occupation with many mothers .504
In occupation with many part-time .540
female workers
In occupation with many part-year 522
female workers
Specific vocational preparation -4.242
(1.423)
Strefigth requirement 2.056
(.681)
Physical demand 1.665
(.650)
Number of cases 1,058

Note: Numbers in parentheses are standard deviations.

Only 9 percent of the women who reported that
they were employed in the week prior to delivery
actually returned to work in the week following
delivery, although 74 percent of these women
reported no gap in employment under our defini-
tions. Nevertheless, according to the 1983 inter-
view, women in our data set who reported no
gaps in employment did return to work fairly
quickly — 83 percent returned within the first
three months after the birth.

Because we can’t identify paid time away from
work in the work history data, we put all women
who returned to work within the first three months
following childbirth into a single, short materni-
ty leave, category. After that point, the data dis-
tinguish quite well those women not on the job,
and we treat week of first return to work as a
continuous variable.

Since we do not know the date of conception,
we assume that all births are full term, i.e., born
after 39 weeks of gestation.* Thus, to calculate
the elapsed weeks of gestation at the time the
woman left work, we count backwards from birth.

Individual and Family Characteristics

In our analysis, we include the following charac-
teristics of the woman: her race/ethnicity, mari-
tal status, age, education at childbirth, family in-
come excluding woman’s earnings and AFDC
payments, and her wage in the last job held dur-
ing pregnancy. Definitions of variables are shown
in the Appendix and descriptive statistics are pro-
vided in Table 1.

We have suggested that the effects of individ-
ual and occupational characteristics on a wom-
an’s labor force participation depend on her pref-
erence for employment over the long run. This
notion of differentiating between women with
high and low labor force commitment is similar
to the concept of unobserved heterogeneity used
in the economics literature. This heterogeneity is
usually thought to reflect differences in wom-
en’s labor force attachment (Flinn and Heckman
1982). However, the economiics literature usual-
ly distinguishes women according to their actual
labor force behavior, which may not be consis-
tent with their long-run preferences for employ-
ment vs. work in the home.

We directly measure women’s preference for
employment vs. homemaking over the long run.
Ineach year, the NLSY asked respondents, “What
would you like to be doing when you are 35
years old?” Using responses to this question at
the interview before birth, we divide women into
those who want to work at age 35, whom we
classify as having high work commitment, and
those who prefer to be at home or to be engaged
in some other activity, whom we characterize as
having low work commitment.

This definition of women’s work commitment
assumes that this preference is relatively stable

4 About 74 percent of all deliveries occur between
weeks 37 and 41 of the pregnancy (Guttmacher 1956).
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over time, which may not be the case (Gerson
1985). However, we are assuming this stability
over a very short period, and prior research (Biel-
by and Bielby 1984) has suggested that women’s
work commitment is not affected by childbearing.

Occupational Characteristics

Characteristics of occupations come from two
sources: (1) the Current Population Survey; and
(2) the Dictionary of Occupational Titles. After
pooling data from the 1979 through 1982 Cur-
rent Population Surveys, we calculated average
characteristics for each three-digit Census occu-
pational category: percent female in the occupa-
tion; percent of women in the occupation who
worked part-time, i.e., fewer than 30 hours per
week; percent of women in the occupation who
worked part-year, i.e., less than 48 weeks per year;
and percent of all incumbents in the occupation
who are women with own children under three
years of age.> Because these variables are highly
skewed with long right tails, we dichotomized
each variable at or near the midpoint of each dis-
tribution (see Appendix).

The second set of occupational characteristics
comes from the Dictionary of Occupational Ti-
tles (4th ed.). Using a data tape matching Dictio-
nary of Occupational Titles (DOT) data to cen-
sus occupation codes (Roos and Treiman 1980),
we matched the information on occupational char-
acteristics to occupational categories in NLSY
data.® Since even three-digit Census detailed oc-
cupation codes are too broad in some instances,
we used a seven-digit code based on the census
occupation, industry, and class of worker classi-
fication developed by Temme (1975). This re-
sulted in 574 occupational categories.

We used three DOT-based occupational char-
acteristics in our analysis: specific vocational
preparation, strength requirement of the occupa-
tion, and physical demands. Definitions of vari-
ables are presented in the Appendix. Descriptive
statistics are presented in Table 1.

3 We pooled the CPS because the characteristics of
interest vary little over this period and some occupa-
tions were not adequately represented in any one sur-
vey. This strategy has the added benefit of covering
almost all the years in which the women in our sam-
ple were having their first births and deciding about
returns to work.

¢ This tape maps over 12,000 DOT categories into
574 census occupation-industry categories by taking
a weighted average of each DOT characteristic for
the set of DOT occupations falling into each broader
census category.

METHODOLOGY

We analyzed the data using two different event-
history analyses — a discrete-time hazard model
estimated using logistic regression (Allison 1982),
and a continuous-time, piece-wise constant, ex-
ponential hazards model (Tuma and Hannan
1984). Because we could not determine the exact
return time for women who returned to work with-
in three months of the first birth, we first analyze
the return to work with a logistic regression model
using a dummy variable for return to work with-
in the first three months. For women who did not
return to work within the first three months fol-
lowing the birth, we model the week of return to
work in a continuous-time framework. Work dur-
ing pregnancy is also analyzed using a continu-
ous-time hazard model. Because we argue that
the effects of covariates on leaving work in preg-
nancy and returning to work after childbirth are
not constant throughout the time interval, we use
a piece-wise constant exponential model that as-
sumes that the baseline hazard remains constant
within a short period, but changes between peri-
ods.” The effects of covariates are assumed to be
constant within a time period but vary between
periods. Models are estimated using the comput-
er program RATE (Tuma 1980).

RESULTS

Patterns of Employment Before and After the
First Birth

The hazard of leaving work during pregnancy (not
shown) is relatively constant over the first six
months of pregnancy, but rises sharply in the last
trimester. This pattern — together with theoreti-
cal considerations —underlies our decision to
analyze these two periods separately. In a normal
pregnancy, very few maternity leaves begin in
the first two trimesters. Hence, women who leave
work in this interval tend to leave that job perma-
nently. These women plan to stay out of the labor
force at least for a while and perhaps return at
some future date. On the other hand, women who
leave work in the last trimester, especially in the
last month of pregnancy, may be planning a la-
bor force withdrawal or they may simply be tak-
ing a short maternity leave.

Figure 1 shows the hazard of returning to work
after the first birth. This hazard is nonmonotonic,

7 After experimenting with different intervals, we
chose intervals over which the effects of covariates
remained approximately constant.
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Figure 1. Hazard of Returning to Work by Weeks Since
First Birth

first increasing with time to a peak at about 13
weeks after the birth and then declining. The haz-
ard remains relatively stable in the second year
after the birth (not shown). This nonmonotonic
duration dependence in the hazard supports our
use of a partially-parametric modelling strategy.

About 43 percent of the new mothers in our
sample had returned to work within three months
of the birth of their first child, and 69 percent had
returned to work within 12 months. Of the wom-
en observed for three or more years, 86 percent
had returned to work. These figures are higher
than national figures (U.S. Bureau of the Census
1986), which show labor force participation rates
of about 57 percent for mothers of a first child
born in the last year. However, our sample con-
sists of market-oriented women who were em-
ployed in the year before birth, worked at least 20
hours per week, and were employed for at least 9
weeks at their last job. Among all women in the
NLSY sample who had a first birth between 1979
and 1986 (N = 1,837), labor force participation
rates were similar to the national figures.

Figure 2 indicates that the hazard of returning
to work is higher for women with long-run plans
for employment, and this differential persists over
most of the first year. (We do not plot returns
within two weeks of the birth because these are
primarily paid leaves).

Figure 2. Hazard for Returning to Work by Weeks Since
First Birth and Work Commitment

Tables 2 through 4 present the results of the
multivariate analyses. Table 2 contains models
for leaving work during pregnancy, Table 3 pre-
sents models of returning to work following the
birth, and Table 4 gives results for returns to
work within 3 months of the birth estimated sep-
arately for those who do and do not plan to work
over the long run. We analyzed women’s leaving
work during pregnancy (Table 2), and women
returning to work after 3 months (Table 3), using
a piece-wise constant exponential hazard model
with the effects of covariates constant within pe-
riods and allowed to vary across periods.® Mod-
els for women who returned to work within 3
months (the first set of models in Table 3), were
estimated using logistic regression.

“Model 1” in each table presents what we con-
sider the basic model and includes characteris-
tics of the woman and her family. Model 2 re-
places the measure of whether the respondent’s
last occupation was predominantly female with
detailed measures of the woman’s occupation;
Model 3 adds presence of mothers in the occupa-
tion to Model 2.°

8 Table 2 estimates the probability of leaving work,
whereas Table 3 estimates the probability of return-
ing to work, and hence, in general, a given variable
will have opposite signs in these two tables.

® We report statistical significance for one-tailed
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Table 2. Effect of Selected Independent Variables on Women’s Leaving Work During Pregancy: NLSY Women Em-

ployed During Pregnancy, 1979-1985

0-6 Months of Gestation 6-9 Months of Gestation
Independent Variable Model 1 Model 2 Model 3 Model 1 Model 2 Model 3
Constant -2.007 -2.664 -2.538 -388 -505 -363
Black .198 .206 .198 462 .018 011
Hispanic .105 .108 .099 -.109 -.141 -.153
Not married at birth of child 637" 589" 583" .008 -.024 -.032
Age at birth of child -.046 -.027 -.027 -072° -.067" -.067"
< 12 years of school 438" .389** 389" 076 041 046
> 12 years of school -.403" -.366" -363" -079 -.045 -.042
Other family income (log) 047 049" .048* -.003 .000 .000
Last wage (log) -1.249"  -1.034™  -1.037" -.003 -701" 704
Missing wage 417 292 .304 =761 -271 -260
Plan to work at age 35 -019 -.036 -.035 -273™ -273" 272"
In predominantly female occupation -.165 — — .046 — —
Specific vocational preparation — 122" -.130" — -.090" -.101"
Many part-year workers — .006 .008 -.107 -172 -.174
Many part-time workers — 141 141 — .100 .099
Strength requirements —_ .240™ 201* —_ 134 .087
Physical demands — -.118 -.096 — 076 110
Many mothers in the occupation — — -.078 — — -.109
Number of cases 1,055 1,055 1,055 699 699 699
Number of women who left work 356 356 356 306 306 306
x2 303.19 332.54 333.50 303.19 33254 333.50
Degrees of freedom 23 31 33 23 31 33

*p<.05 * p<.01

Note: Models are estimated using a single piece-wise constant, exponential hazard model.

Sex Composition of the Occupation

The literature on occupational sex-segregation
advances two competing hypotheses accounting
for women’s choice of predominantly female
occupations: (1) they plan to withdraw from the
labor force, at least while their children are young;
and (2) these occupations provide nonmonetary
benefits that presumably make it easy to com-
bine work with childrearing. If women choose
predominantly female occupations because these
occupations have low opportunity costs of with-
drawal, then women in these occupations should
be more likely to withdraw during pregnancy and
after the first birth. On the other hand, if women
choose traditionally female occupations because

tests for all coefficients for which we hypothesize the
direction of the effect. For all others, we report signif-
icance levels for two-tailed tests.

these occupations provide nonmonetary benefits,
then women in these occupations may be more
likely to continue to work during and after preg-
nancy. Because these theories suggest opposite
effects of the sex composition of the occupation
on employment, we make no predictions about
their size or sign.

Of course, women’s occupational choices are
constrained, for example, by discrimination, so-
cialization, and labor demand. A sizable propor-
tion of women move between traditionally fe-
male, mixed, and traditionally male occupations
over their adult lives, and both men and women
end up in jobs without much active “choice.”
Regardless of how women end up in an occupa-
tion, characteristics of that occupation will influ-
ence employment choices before and after a birth.

In fact, Tables 2 and 3 show no effect of the
sex composition of an occupation on women’s
labor force participation either during pregnancy
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Table 3. Effect of Selected Independent Variables on Women'’s Return to Work Following First Birth: NLSY Women

Employed in Year Before First Birth, 1979-1985

Return Within 3 Months®  Return Within 3-11 Months® Return Within 12-24 Months®

Independent Variable Model 1 Model 2 Model 3 Model 1 Model 2 Model 3 Model 1 Model 2 Model 3

Constant -2779 -2.832 -2937 -5.064 -5.102 -5.126 -3.792  -3.604 -3.559

Black 123 119 123 057 .064 .068 -085 -079 -.092

Hispanic 159 156 179 -052  -052 -.045 -097  -104 -.121

Not married at birth -846™ -809™ -792" 120 127 129 .370 .381 371
of child )

Age at birth of child 065" 051 .046 .013 .004 .003 -057 -049 -.048

< 12 years of school -A484™  -490™ - 443" -051 -.041 -038 -181  -159  -.164

> 12 years of school .165 149 164 202" 248" 246" 127 .160 175

Other family income (log) -.089™" -.089"" -.088" .021 .018 .019 .079 .083 .081

Last wage (log) 1.394™ 1.320" 1.323"* .200 192 192 -222  -239 -236

Missing wage -617" -550" -.585™ -051 -016 -024 .093 059 .070

Plan to work at age 35 .200 213 212 228° 250" 245" -008 -.012 .004

In predominantly female ~ -.047 — — .054 — — -011 — —
occupation

Specific vocational — 093" mr — 072 .074 — -079 -.084
preparation

Many part-year female — 284 309" — -236 -230 — -012  -.025
workers i

Many part-time female - 366" -.364™ — 167 .165 — -056  -.047
workers

Many mothers in the — — 224" — — .044 — —  -.088
occupation

Number of cases 1,158 1,158 1,158 661 661 661 349 349 349

Number of women who 497 497 497 312 312 312 121 121 121
returned to work

© 101.52 105.25 105.11 51.73 59.23 59.58 5173  59.23 59.58

Degrees of freedom 11 13 14 23 27 29 23 27 29

*p <.05 *p<.01

a Models of return within 3 months estimated with logistic regression.

b Models estimated with a single piece-wise constant, exponential hazard model.

or after the first birth. This is consistent with
results obtained by Gwartney-Gibbs (1987). Per-
haps women’s employment in primarily female
occupations has little relationship with their fam-
ily responsibilities, but is a function of employer
discrimination and/or childhood socialization.
However, this result is also consistent with the
existence of competing effects that cancel each
other out, or there may be no effect of sex com-
position of the occupation. In all the theoretical
formulations on this topic, percent female acts as
a proxy for other characteristics of the occupa-
tion, like ease of exit and re-entry, flexible work
schedules, or social support for women on the
job. We can examine some of these characteris-
tics directly.

Convenience of Combining Work and
Motherhood

We hypothesized that the difficulties of combin-
ing work and motherhood or impending mother-
hood could push women out of the work force
during pregnancy and after the birth. During preg-
nancy, only strength requirements of the job had
a significant effect on exits from work (Table 2).
Strength requirements show the same pattern
during the last trimester, but the coefficient is
smaller and not significant. Effects for the vari-
ety of physical demands in the occupation, the
prevalence of part-year or part-time employment
in the occupation, or the presence of mothers in
the occupation were not significant.
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Table 4. Effect of Selected Independent Variables on Women’s Return to Work Within Three Months Following First
Birth, by Women’s Plans for Work: NLSY Women Employed in Year Before First Birth, 1979-1985

0-6-Menths-of Gestation; 6-9-Months-of Gestation;
Independent Variable Model 1 Model 2 Model 3 Model 1 Model 2 Model 3
Constant -3.444 -3.168 -3.159 -1.300 -1.878 -2.058
Black .061 .081 .082 463 443 483
Hispanic .303 315 312 -012 -.017 064
Not married at birth of child -764* -714* -712° -1.061 -971 -933
‘Woman’s age at birth of child .078 .057 .055 .041 .035 021
< 12 years of school -512" -.503"* -497" -451 -.544* -442
> 12 years of school 219 200 202 -.002 -.048 -.007
Other family income (log) -.049 -.048 -.051 -.165™ -.160™ 152"
Last wage (log) 1.646™ 1.509* 1.509* 1.033" 1.097* 1.081*
Missing wage -.823" -703" -719™ -316 -.395™ -439
In predominantly female occupation -.163 — — 117 — —
Specific vocational preparation — .090 .093 — 107 139"
Many part-year female workers — 142 159 — 502" .509"
Many part-time female workers — -472" -492™ — -111 -.065
Presence of mothers in the occupation — — .096 — — 409"
Number of cases 720 720 720 438 438 438
Number of women who returned to work 321 321 321 174 174 174
x 88.71 96.29 95.41 24.57 28.05 29.19
Degrees of fredom 10 12 13 10 12 13
*p<.05 *p<.01

How do these measures of the ease of com-
bining work and family affect returns to work
after childbirth? Table 3 shows that these mea-
sures are significant only for returns to work with-
in the first three months after the birth. Model 3
shows that women in occupations with opportu-
nities for part-year work are more likely to return
to work within three months of the birth, as are
women in occupations with a relatively high pro-
portion of mothers. But women in occupations
with relatively many part-time female workers
are less likely to return within three months. Most
scholars agree that working part-time is a com-
mon strategy for combining work and childrear-
ing and we expected occupations with relatively
large proportions of part-time female workers to
attract and retain women, especially mothers with
very young children. Perhaps the flexibility these
occupations offer to mothers is overshadowed
by relatively low pay, poor benefits (including
maternity leave), and competing alternatives com-
mon to these occupations.

Model 3 also shows that women in occupa-
tions that employ relatively many mothers with

young children are more likely to return to work
within the first three months following the birth.
The presence of many women with young chil-
dren in the occupation may provide social sup-
port to the young mother, or it may signal some-
thing about the flexibility of the work schedule,
both of which make working easier for a new
mother. The larger the proportion of an occupa-
tion’s labor force who are mothers of young chil-
dren, the more accommodations employers may
have made to help their workers combine their
two roles.

Opportunity Cost of Labor Force Withdrawal

‘We hypothesized that the higher the opportunity
costs of labor force withdrawal, the less likely
women are to withdraw from the labor force ear-
ly in pregnancy and the more likely they are to
return to work relatively soon after birth. Tables
2 and 3 show the expected effects for the three
primary indicators of the opportunity cost of stay-
ing home: wages, specific vocational preparation,
and education. Other family income indexes the
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woman’s ability to pay the costs of labor force
withdrawal, and so should increase the likelihood
that she leaves early in pregnancy and returns
slowly after the birth.

These measures are generally powerful pre-
dictors of women’s employment near the first
birth, but their effects are strongest for the deci-
sion to remain in the labor force through the first
six months of pregnancy (Table 2), and to return
to work within three months of the birth (Table
3). In the last trimester, both specific vocational
preparation and last wage tie women to their jobs,
but neither education nor other family income
have significant effects. None of these measures
affect returns to work more than three months
after the birth, with the exception of education.
Felmlee (1984) also found that high wages on a
job lowered rates of leaving during pregnancy.

Women with some college education are no
more likely to return to work during the first
three months after the birth than women with a
high school diploma (Table 3). But college-edu-
cated women are more likely to return to work
within 3-11 months, given that they did not re-
turn before three months. College-educated wom-
en breastfeed their infants at much higher rates
than do women with less schooling (Haaga 1989).
Hence, college-educated women may place an
especially high value on remaining at home dur-
ing their child’s first months and delay a return to
work to breastfeed their children. If education
generally increases women’s chances of work-
ing, but decreases their chances of working while
very young children are present, as Leibowitz
(1974) has suggested, then the lack of effect on
returns within the first three months may reflect
these conflicting effects. When the children are
older, the pull into the labor force of high levels
of education seems to reassert itself.

Women who are high-school dropouts are sig-
nificantly less likely than women with more
schooling to return to work within three months
after the birth (Table 3). These women are less
likely to have jobs that offer maternity leave and
so take leave without pay. These women may be
less attached to their employers and face a wider
array of relatively unattractive alternatives than
do women with more schooling.

Effect of Women’s Preference for Employment
Over the Long Run

Our last hypothesis focuses on the interaction
between long-run work preferences and other fac-
tors in determining exits from employment dur-

ing pregnancy and returns to work after the first
birth. Table 2 shows a significant negative main
effect of preference for employment at age 35 on
chances of leaving work during the third trimes-
ter of pregnancy. Table 3 shows that women who
plan to work at age 35 are more likely to return to
work during the child’s first year (although the
coefficient is not statistically significant for re-
turns within three months). This measure reflects
work commitment: Preferring to work long-term
increases the costs to the woman’s career of with-
drawing from the labor force and so increases the
chances of returning to work.

Following Rexroat and Shehan (1984), we
hypothesize that women who prefer to hold a job
over the long run will be influenced less by their
current situations than will those who prefer to
stay at home. Thus, we expect smaller effects of
job convenience and need for the income for the
work-commiitted than for women who prefer to
remain at home. Results of a likelihood-ratio test
indicate a statistically significant interaction be-
tween women’s occupational and individual char-
acteristics and her work commitment for returns
to work during the first three months following
the birth, but not for any other period. For this
reason, we consider in more detail only the first
three months after the birth.

Table 4 suggests that the work decisions of
new mothers with low levels of work commit-
ment depend somewhat more on current finan-
cial pressures than do those of women with a
long-term commitment to employment. The neg-
ative effect of being unmarried on employment
immediately following the first birth is a little
larger for women who prefer to remain at home
than for those who prefer to work over the long
run. Marital status reflects eligibility for transfer
income through AFDC, an option less often avail-
able to married mothers. However, the differ-
ence in the coefficients is not statistically signif-
icant. Other family income affects employment
decisions only for women who do not plan to
hold a job over the long run.

Table 4 also shows that the entire effect of
presence of mothers in the woman’s occupation
results from its importance for women who pre-
fer to remain at home; this measure of conve-
nience has no effect for women who prefer em-
ployment. Another measure of convenience, pres-
ence of a large number of part-year female em-
ployees, has a significant positive effect for wom-
en with low levels of work commitment, but is
not significant for highly committed women.
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Availability of part-time employment, another
measure of convenience, has no impact on wom-
en who prefer not to work, and a significant neg-
ative effect for work-committed women. These
occupations frequently do not offer maternity
leaves or other job benefits and are probably eas-
ier to leave and re-enter. Perhaps women plan-
ning to work over the long run leave these jobs
and return later to other similar jobs, whereas
women without long-run work plans hope to leave
the work force soon anyway. Specific vocational
preparation for the occupation has a significant
effect on returns to work only for women who do
not want to hold a job over the long run. These
women might be especially valuable employees
whose bosses make adjustments to keep them.
This increased “convenience” apparently ties
some of these uncommitted workers to the occu-
pation, but has no effect on women with long-
run preferences for employment. These differ-
ences in the coefficients for the measures of fi-
nancial need and convenience between women
with and without plans to work over the long run
are statistically significant at .10 or better.

When Individual and Occupational
Characteristics Matter

Tables 2 and 3 indicate that although a number
of individual and occupational characteristics af-
fect women’s labor force participation during the
first six months of pregnancy and in the first three
months following the birth, these factors have
very little effect on women’s employment prob-
abilities in the last trimester of pregnancy or three
or more months following the birth.

Health and medical problems may be overrid-
ing considerations late in pregnancy, weakening
the effects of the variables in our models. But the
lack of effect for returns to work after the first
three months must arise from different causes.
We suggest the following possibilities. The longer
women remain away from work after a birth, the
greater the chance they will return to a different
job. Factors like specific vocational preparation
become less important in predicting employment
the longer women remain out of the labor force.
The woman’s last wage before the birth becomes
less relevant for predicting her wage at a new job
than for predicting wage at the same job. Since
all of our independent variables measure the sit-
uation at or before the birth, they become weaker
predictors in later periods in part because they do
not reflect the woman’s current situation.

DISCUSSION

We examine women’s employment choices at a
point of maximum conflict between work and
family roles — the first pregnancy and birth. We
test the general hypothesis that traditionally fe-
male occupations attract women because they are
easy to combine with motherhood, and therefore
retain workers prior to and following a birth. Some
authors have argued that predominantly female
occupations attract women because they are easy
to exit when children are born and to re-enter lat-
er. However, we find no effect of the sex compo-
sition of the occupation, which could result from
the operation of these competing effects or could
signify that the sex composition of the occupa-
tion has no influence on the employment of preg-
nant women and new mothers.

Second, we tested hypotheses derived from
the argument that occupations retain women with
children either by making it easy for women to
combine work and parenting or by making it cost-
ly for women to leave the labor force (or, alterna-
tively, by making it profitable for women to re-
main at work). We examined characteristics of
occupations that reflect the “convenience” of
working and “costs” of not working. Our models
also include individual characteristics that reflect
the cost of staying at home.

‘Women respond to both convenience and costs
in deciding how long to work during pregnancy
and when to return to work after the child is born.
The greater the rewards from working, the slow-
er women are to leave their jobs during pregnan-
cy and the sooner they return to work after the
birth. The same pattern is observed for occupa-
tional characteristics that reflect convenience, al-
though the particular measures that are impor-
tant differ for pregnancy and the postnatal peri-
od. Measures reflecting both convenience and
costs tend to have their strongest effects in the
first six months of pregnancy and the first three
months following the birth.

Finally, we tested the hypothesis that women
who are committed to the work force over the
long run would respond differently to character-
istics of their occupations and to their own cir-
cumstances than would women who preferred
not to work over the long run. We found some
support for this hypothesis. Our measures of the
convenience of combining work and motherhood
tend to have stronger effects for women who do
not plan to work long-term, as does specific vo-
cational preparation, a measure of the cost of
labor force withdrawal. None of the convenience
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measures have any impact on the employment
decisions of women who prefer work to home-
making.

These results carry implications for the work-
ings of labor markets, for women’s job and ca-
reer choices, and for occupational segregation,
but caution is warranted. A number of reasons
for caution exist. First, the process that matches
workers to jobs is complex and ongoing. Some
exits from employment are involuntary, and em-
ployers may more often layoff — or even fire —
pregnant women than women who are not ex-
pecting a child. Some women, no doubt, do not
consider future motherhood and its stresses when
deciding to take a job. Some women think through
the kind of life they want to lead and make plans
to achieve their goals. Some succeed, but events
intervene, opportunities arise (or fail to material-
ize), and people change their minds. So the con-
nections between women’s plans and later be-
havior weaken. Women may chose occupations
for any number of reasons, and then find when
they begin their families that their occupations
have high (or low) costs of labor force withdraw-

- al, and are convenient (or inconvenient) to com-
bine with motherhood. Although predominantly
female occupations may be relatively easy to com-
bine with motherhood for the average woman,
women who choose — or remain in —more de-
manding occupations may have unmeasured char-
acteristics — an ability to handle stress, or a hus-
band with a low-demand job — that enable them
to combine work with family responsibilities. This
selectivity would attenuate the effects of occupa-
tional characteristics on the hazards of leaving
and returning to employment. Also, we do not
distinguish between women who work full-time
and those who work part-time, nor between wom-
en who return to the same job (or employer) and
those who do not. Future research should ad-
dress these issues.

Finally, although we model employment deci-
sions near a birth as determined by occupational
characteristics and characteristics of the woman,
some of these variables are — to some extent —
endogenous. The argument that women choose
occupations in anticipation of working or not
working after they have children suggests that
occupational characteristics are endogenous for
some. And women’s commitment to work may
determine their choice of occupations — those
who intend to work over the long run may choose
occupations that are easy to combine with moth-
erhood and invest more in education and job-
specific training. Because our models hold con-

stant education, training, and some occupational
characteristics, they may underestimate the total
effect of work commitment on employment near
a birth.

In spite of these caveats, we examine some
implications of our results for occupational seg-
regation, for women’s employment, and for em-
ployment and family-leave policies. If some oc-
cupations have characteristics like flexible work
schedules, short hours, or absence of extensive
travel that make them relatively easy to combine
with childrearing, as long as women have prima-
ry responsibility for childrearing then these oc-
cupations may be more attractive to women than
to men, at least on average. Women may be will-
ing to trade off earnings, chances for advance-
ment, or interesting work for this convenience,
as Filer (1985) and Hudis (1976) have argued.
Some women may actively seek out these occu-
pations in anticipation of motherhood, so that
these occupations may differentially retain wom-
en with children. Either process should lead a
concentration of women in these occupations rel-
ative to occupations that are more difficult to
combine with parenthood. And either process
would contribute to occupational segregation by
Sex.

Our results suggest that this process of recruit-
ment of women into “convenient” occupations
operates only for women who plan not to work
over the long run. Women who prefer to be em-
ployed show little effect of occupational charac-
teristics reflecting the ease of combining work
and motherhood. The proportion of young wom-
en who say that they prefer to hold a job later in
life (and, we presume, over the long-run) has
risen dramatically over the last several decades,
so our results imply that convenience for moth-
ers has become less important in drawing wom-
en into traditionally female occupations.!® In ad-
dition, some recent evidence has suggested that
those most likely to hold “convenient” occupa-
tions are males without dependent children (Glass
and Camarigg 1991).

Our results also imply changes in women’s
lifetime labor supply. As women’s preference to
work over the long run increases, the more wom-
en will be willing to combine work and childcare
during the stressful period when children are

10 Our findings may also understate the impact of
job convenience on women’s employment decisions
around the first birth if convenient occupations pay
less than others, since our analyses hold constant the
effect of wages.
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young. Time/budget studies suggest that em-
ployed mothers of young children fulfill both
roles in part by getting less sleep and enjoying
less leisure than other women or men (Stafford
1980). Although some women who remain at
work during this period might prefer to stay at
home with their babies if they had only the present
to consider, retaining their jobs is in their best
interests in the long run — if not the short run. As
employment of women over most of their adult
lives becomes more common, women’s wages

will rise (Smith and Ward 1989) and access to

jobs with other benefits should improve as well.
Our results suggest that women’s willingness to
work when they are eight or nine months preg-
nant, and when they have a two- or three-month-
old baby depends both on the rewards they get
from the job, and the ease with which they can
combine work with pregnancy or parenting.

As more employers invest in their female em-
ployees and expect them to remain at work about
as long as their male employees, they must help
women meet their obligations to job and family.
Other research has suggested that having a flexi-
ble schedule makes a tremendous difference
(Glass and Camarigg 1991), as does having a
supportive supervisor. As more mothers of very
young children return to work, arrangements for
the care of these children, their health, education,
and social and emotional development become
increasingly important.
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APPENDIX. Definition of Variables

INDIVIDUAL CHARACTERISTICS
Racelethnicity. Based on women’s primary self-identi-
fication.
Marital Status at Childbirth. From marital and birth
history.
Age. In completed years.

Education. Highest grade completed as of first birth.
Omitted category is completed grade 12.

Other Family Income. In the calendar year before the
birth. Excludes woman’s wage income and AFDC
payments.

Wage. Hourly wage in the last job held during pregnan-
cy, set to mean for women with missing wage data.

Missing Wage. 1 = missing, 0 otherwise.
High Work Commitment. 1 = respondent plans to work

at age 35. Based on question asked in the interview
before birth.

OcCCUPATIONAL CHARACTERISTICS
Occupation.Three-digit census category. Some occupa-
tions are divided into several sub-categories based on
the three-digit industry code and one-digit class of
worker code.

Predominantly Female Occupation. 1 = at least 75 per-
cent all incumbents in the occupation are female.

Presence of Mothers in the Occupation. 1 = at least 6.5
percent of all incumbents in occupation are women
with a child under three.

Many Female Part-Time Workers. 1 = at least 22 per-
cent of the female incumbents in occupation worked
less than 30 hours per week.

Many Female Part-Year Workers. 1 = at least 35 per-
cent of the female incumbents in occupation work
less than 48 weeks per year.

Specific Vocational Preparation. Amount of time re-
quired to learn the techniques and to develop facility
needed for average performance in a specific job-work-
er situation. Consists of vocational education, ap-
prentice training, in-plant training, on-the-job train-
ing, essential experience in other jobs. Scale ranges
from 1 (short demonstration only) to 9 (Over 10 years).

Strength Requirements. Scale ranging from 1 (sedentary
work) to 5 (very heavy work) based on strength re-
quired in any of these activities: lifting, carrying,
pushing and pulling.

Physical Demands. Based on whether the worker is
typically engaged in climbing and/or balancing; stoop-
ing, kneeling, crouching and/or crawling; reaching,
handling, fingering and/or feeling; talking and/or hear-
ing; and seeing. The scale counts the variety of phys-
ical demands and ranges from O to 5, based on the
number of activities.
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