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ABSTRACT 

Kstorically, black women's employment levels have exceeded those for white 

women. However, looking only at young cohorts of women, the employment levels of 

black and white women were equal by 1969, and by 1991 white women's employment 

greatly exceeded black women's employment. If this continues to be true for successive 

new cohorts, it suggests that, overall, white women will soon be working at significantly 

higher rates than black women for the first time in history. Identifying the determinants of 

women's employment today becomes an important issue not only for explaining the factors 

that affect labor market outcomes but also for explaining the prospects for black and white 

women in the labor market. Utilizing the National Longitudinal Survey of Youth, I use 

event history methods to analyze the determinants of black and white women's 

employment in the contemporary U.S., and explain any race gaps in employment that 

emerge. My findings suggest that a race gap in the hazard of part-time employment exists 

among women in which the rate of part-time employment is lower for black than white 

women. This gap is explained by race differences in human capital and past welfare 

receipt. A race gap in the hazard of full-time employment exists among unmarried women 

in which the rate of full-time employment is lower for black than white women. This gap 

is explained by race differences in age, human capital, and past welfare receipt. I find that 

opportunities and constraints provided by the local economic environment, human capital, 

family structure, and past welfare receipt are an important influence on black and white 

women's employment. 
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INTRODUCTION 

Why Study Women's Employment? 

ffistorically, the level of inequality that certain groups experience has been 

assessed primarily by looking at their relative levels of income or poverty. However, other 

factors that influence income and poverty, such as education and employment, have also 

been considered. Employment is one indicator of a person or group's access to resources. 

Among men, unemployment levels have traditionally been higher among disadvantaged 

groups. However, the relationship between employment and inequality has not been as 

clear cut for women. Lower employment levels have not traditionally been considered an 

indication of inequality among women. In fact, the higher employment levels of black 

women historically have been associated with a disadvantaged position wherein black 

women did not have the privilege of remaining at home as many white women did. 

Traditional gender norms reinforced the idea that staying home was preferable to working 

in the labor market for women. However, only privileged women, those with personal 

wealth or whose spouses had an adequate income, were able to conform to this idea. 

Thus, low levels of employment among women have been associated with privilege rather 

than disadvantage. However, the dramatic increase in women's labor force participation 

over the past two decades indicates that employment has become a more important source 

of gaining access to resources for women than in the past, and that employment levels 

among women may now bear a relationship to inequality similar to that of men. 
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Knowledge about women's employment is also important due to the emphasis on 

women's employment in current welfare policy debates. Current policy debates about 

welfare revolve around the issue of forcing single mothers into employment. Welfare 

policy debates have raised the question of whether women should be employed, although 

the question is not applied to all women. Current policy decisions clearly indicate that the 

momentum has firmly shifted towards requiring unmarried women with children who have 

no other means for support to work in the labor market. Thus, while policy debates have 

not explicitly raised the issue of employment for all women, they have brought to the 

foreground the question of a woman's obligation to work in the labor market when she 

does not have access to resources through some other means. 

Should Women Seek Paid Employment? 

Both of the above issues, inequality and welfare policy, raise the question of 

whether women should seek paid employment. However, the emphasis of the question is 

different for each. In considering the relationship of women's employment to inequality, 

asking whether women should seek paid employment amounts to asking whether women 

gain something (access to resources, greater autonomy) from paid employment that they 

do not get elsewhere. In other words, the question is about whether women benefit from 

paid employment more than from other means of achieving access to resources. However, 

the emphasis of the question being raised in welfare debates is one of a moral obligation. 

Moral judgements have been applied to women receiving AFDC that suggest these women 

have a moral obligation to seek paid employment, regardless of their circumstances. 
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While some advocates of conservative welfare policy may suggest that employment is 

"better" for these women than the "dependency" of welfare, the central issue is not really 

about what is best for the women. The real issue is about the moral obligation of women 

receiving welfare to other citizens who pay taxes. 

Regardless of one's own opinions about the moral obligation to work of women 

on welfare, an answer has been supplied for the time being by policy initiatives. Women 

who receive welfare are soon to be forced into the labor market. The question of whether 

women in general should seek employment because it is more beneficial to them than other 

options is more difiBcult to answer. While women surely gain a level of personal 

autonomy fi-om employment not available to them when relying on a partner for financial 

support, the low wages and labor market discrimination that women face make it difBcult 

for all but a minority of women to support themselves solely through paid employment. It 

is common for most women to engage in some sort of "income packaging" wherein 

income is combined fi-om a number of sources to meet one's financial needs (Spalter-Roth 

and Hartmann 1993). Spalter-Roth and Hartmann delineate three primary sources of 

income that women in capitalist patriarchal society utilize for income-packaging (Spalter-

Roth and Hartmann 1993). Women may combine income fi^om wage labor, men (usually 

male partners), or the state. The problems of relying on state support have been 

delineated; recent policy initiatives are well on the way to denying women this option. 

Even while state support is still available, the levels of support available are notoriously 

low and insufficient for meeting a minimal standard of living. 
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Dependence on paid employment for support is also problematic for women given 

the low wages and labor market discrimination that is typical in the labor market (Spalter-

Roth and Hartmann 1993). In addition, some scholars argue that requiring women to 

conform to a full-time employment model ignores the family constraints on employment 

that some women face, especially single mothers, and requires these women to face a 

double duty of paid and unpaid labor (Mink 1995). Accepting the assertion that it is 

beneficial for women to seek employment ignores the value of the unpaid caring labor that 

many women perform and are not remunerated for. Discussions of the value of women's 

unpaid labor often proceed towards recommendations that women should be remunerated 

by the state for their contributions to public goods. While this argument has merit, it is 

extremely unlikely to hold political sway currently given the retrenchment against 

"welfare" that is taking place. Dependence on male partners for financial assistance is also 

problematic in that it is likely to strengthen and maintain gender inequality. A woman's 

personal autonomy is greatly reduced, women are less likely to share equally in marital 

power, and the risk of spousal abuse is present. In addition, reliance on male partners for 

financial support is likely to perpetuate racial inequalities in income between women given 

the inequities in income between different racial and ethnic groups of men (Spalter-Roth 

and Hartmann 1993). Given the potential for exploitation that each of these sources 

represents for women, and the fact that most women carmot survive by relying exclusively 

on one source of income, Spalter-Roth and Hartmann (1993) suggest that we focus on 

legitimating the concept of "income packaging." By combining income fi"om multiple 
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sources, women lessen their dependence on any one source. In addition, Spalter-Roth and 

Hartmann believe that legitimating the notion of income packaging should help to reduce 

the stigma associated with welfare receipt since all families income package to meet their 

needs. While the answer to the question of whether women should seek employment is 

not easily answered, it is clear that a number of trends are necessitating a greater reliance 

on employment for women. 

Marital Trends 

Marriage rates have declined significantly in the past couple of decades. 

Whether it is increased interest in or opportunities for employment that has led to the 

decline in marriage rates or vice versa, it is clear that employment has become a 

necessary means of support for many more women than has been true in the past. 

Marriage rates have declined among the entire population, but the decline has been 

largest among young people in their twenties. This is due to both a decline in marriage 

rates and a trend towards later marriage. From 1955 to 1992, the percent of women 

unmarried rose from 31 to 68 among 20-24 year olds. Among 25-29 year olds during 

the same period, the percent of women unmarried increased from 14 to 41. Marriage 

rates among teenagers have also declined dramatically. The percent of 18-19 year-olds 

who were unmarried increased from 68 percent in 1955 to 91 percent in 1992 (Moore, 

1995). 
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The decline in the marriage rate among young women is fairly dramatic. Racial 

differences in the decline in marriage among young women are also dramatic. In 1994, 

51 percent of black women aged 25-34 were never married compared to 22 percent of 

white women in the same age group. Of women aged 25-34, only 29 percent of black 

women were married with a spouse present compared to 64 percent of white women. 

Among women aged 15-24 years, 90 percent of black women were never married 

compared to 79 percent of white women, while 7 percent of black women were married 

with a spouse present compared to 17 percent of white women (Taeuber, 1996). Racial 

differences in the likelihood of ever marrying are also significant. In 1980, 12 percent 

of black women and 5 percent of white women aged 35-39 had never married. In 

1993, 30 percent of black women aged 35-39 had never married, compared to 10 

percent of white women (Taeuber, 1996). 

In addition to a decline in marriage rates and a trend towards later marriage, 

divorce rates have also increased over the past few decades. All three factors 

contribute to a growing proportion of women who must rely on the labor market for 

economic support. Thus, understanding the determinants of women's employment has 

become increasingly important as more women have needed to turn to employment. In 

addition, the racial differences in marital trends indicate that understanding the 

determinants of employment, as well as the impact of race on employment, may be 

even more important for black women than white women today. 
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Conservative Policy Initiatives 

With the recent passage of the Welfare Reform Act of 1996, conservative policy 

makers have successfully set in motion a process that may ultimately enforce work 

requirements and relatively short time limits for AFDC recipients. This means that 

even more women will be thrown into the labor market to seek employment. 

However, the implications of the passage of this poUcy go beyond a mere numerical 

increase in the number of women seeking employment. The welfare recipients most 

likely to be forced into the labor market by this policy are long-term recipients. The 

labor market activity of short-term recipients, and cyclers to some extent (although 

cyclers will be adversely affected by the life-time time-limits being imposed), is 

unlikely to be affected by the policy since they tend to use welfare as short-term, 

transitional assistance. Thus, short-term recipients are unlikely to be forced into the 

labor market since they are likely to already have returned to employment by the end of 

the time-limit. Thus, it is the small percentage of long-term recipients among women 

who ever receive welfare that are likely to be forced into the labor market by the 

Welfare Reform Act. 

As Bane and Ell wood (1994) point out, long-term recipients are more likely to 

have lower levels of education, less employment experience, a disability, to be 

unmarried, and to be black (The difference in long-term recipiency between black and 

white women is very small when all else is equal. However, because African-
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American recipients are more likely relative to white recipients to have low levels of 

education, large families, and to be single, African-American women have longer 

spells of welfare than white women when other factors are not held constant.). Thus, 

long-term recipients tend to have very low levels of human capital skills that are 

important in obtaining employment. The implications of this are that the women who 

are likely to be forced into the labor market by this policy are a select group of women 

in that they enter the labor market with handicaps that will make obtaining employment 

more challenging for them. It also suggests that the passage of the act will have a more 

devastating impact on black than white women given the larger proportion of black 

recipients with characteristics that make obtaining employment difficult. In order to 

fully understand the potential consequences of enforced employment for this select 

group of women, we must better understand the dynamics that drive women's 

employment today. 

Thus, both the changing marital trends and the recent passage of conservative 

welfare policy make it essential that we understand the dynamics of women's 

employment today. The fact that more women now than ever are remaining unmarried 

and delaying age at marriage suggests that more women now than ever will find 

employment necessary. The fact that many women will soon find access to AFDC 

assistance cut short suggests that a select group of women that may not have had to (or 

been able to) find employment in the past will find employment necessary today. To 
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understand the implications of these trends for women's employment, we need to 

understand what factors influence women's employment. 

In chapter 1,1 review the literature relevant to understanding black and white 

women's employment. Details of the data and methods used in the current analysis of 

black and white women's employment are presented in Chapter 2. In chapter 3,1 present 

results for an analysis of racial differences in black and white women's employment. I 

examine racial differences in the hazard of employment for black and white women and 

explore explanations for the race gap in employment. In Chapter 4 I examine the 

determinants of women's employment and racial differences in the determinants of 

women's employment. I analyze the determinants of employment separately for black and 

white women. Interactions between race and other factors are considered in order to 

determine whether the employment of black and white women is influenced by similar 

factors. A discussion of the results, conclusions drawn, and implications for future 

research are given in Chapter 5. 
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CHAPTER 1 

WOMEN'S EMPLOYMENT 

Historically, black women have had relatively high rates of labor force 

participation since their wages have been a necessary addition to family income. By 1890, 

40 percent of black women participated in the labor force (England 1992, p.6). During 

the same period, white women's labor force participation was only around 16 percent. 

Corcoran and Parrott (forthcoming) argue that contrary to descriptions based on broad 

statistics, if we focus on young workers (those with less than 10 years of potential work 

experience), black women were working at about the same rate as white women by 1969, 

and by 1991 white women's employment greatly exceeded that of black women. If this 

continues to be true for successive new cohorts, it suggests that, overall, white women 

will soon be working at significantly higher rates than black women for the first time in 

history. Identifying the determinants of women's employment today becomes an important 

issue not only for explaining the factors that aflfect labor market outcomes but also for 

explaining the prospects for black and white women in the labor market, and by extension 

their prospects for autonomy. I will use event history methods to analyze the determinants 

of black and white women's employment in the contemporary U.S., and explain any race 

gaps in employment that emerge. My empirical analysis will not attempt to explain the 

changes in employment trends over time for black and white women, although I review 

these and related trends below for background. 
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Trends in Black and White Women's Employment 

Overall, women's labor force participation' has been increasing almost 

continuously since about 1880 (Bergmann 1986; Goldin 1990). In 1890, almost 19 

percent of women participated in the labor force (England 1992, p.6). By 1950, this 

figure had increased to 30 percent and by the late 1980s women were participating in the 

labor force at a rate of 56 percent. The only time that women's employment has declined 

in the past century was immediately following World War n. If we look at the trends for 

women by race, it is clear that black women and white women have had different 

experiences in labor force participation historically. Relative to white women, the labor 

force participation rates of black women have leveled ofiFin recent years (Mott 1978). In 

1890, black women participated at a rate of 40 percent whereas white women participated 

at a rate of only 16 percent (England 1992, p.6). By 1950, white women's participation 

had jumped to 29 percent while black women's had fallen slightly to 38 percent. By the 

late 1980s this gap had narrowed significantly to a participation rate of 56 percent for 

white women and 58 percent for black women. Thus both black and white women's 

' The labor force participation rate refers to the proportion of the female population of 
working age that is in the labor force. In the labor force is defined as both those who are 
employed and those who are actively looking for work (the latter are called unemployed). 
Since the unemployed are a small proportion of those in the labor force, trends in labor 
force participation and employment follow one another closely. Thus, although my 
analysis will take employment as the state of interest, I rely on studies on labor force 
participation as well. 
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participation rates have been increasing since the late 1800s but white women's rate has 

increased substantially during this period while the increase for black women has been 

more marginal. 

While labor force participation rates have increased for black and white women 

since 1890, particular subgroups of women have experienced declines in labor force 

participation recently (Corcoran and Parrott forthcoming; Mott 1978). Specific subgroups 

of black women have been particularly vubierable to declining labor force participation. 

Corcoran and Parrott (forthcoming) show that while black women as a whole have 

worked at higher rates than white women from the mid 1800s up through the 1980s, black 

and white young women worked at about the same rates in 1969, and by 1991 the 

employment rates of young white women greatly exceeded those for black women. The 

trends for young black and white women (women aged 18 years and older with 0-9 years 

of potential experience") are similar to those for all women. Young black and white 

women were about equally likely to have worked in 1969. Between 1969 and 1991 young 

black women's employment varied only slightly while young white women's employment 

increased substantially. By 1991, young white women's employment exceeded that of 

young black women by 15 percentage points. 

Corcoran and Parrot point out that the stability in black women's employment over 

time obscures the fact that subgroups of black women have very different employment 

- Potential experience is defined as (age - education - 6). 



21 

behavior. Married and unmarried black women have displayed very different trends. 

Corcoran and Parrott find that in 1969, young married and single black women were 

equally likely to work. Throughout the 1970s and 1980s married black women's 

employment increased while employment for single black women with and without 

children decreased. By 1991 married black women's employment was significantly greater 

than single black women's employment. Whites too have seen disproportionate increases 

among the married and decreases among the single, but the disparity in trends is not so 

stark as for blacks. Specifically, young married white women were much less likely to 

work in 1969 than single white women with or without children. Throughout the 1970s 

and 1980s married white women's employment increased and single white women's 

employment decreased slightly so that by 1987 married and single white women were 

equally likely to work. Thus while married and single white women were equally likely to 

work by 1987, married black women were much more likely to work than single black 

women. Browne (1997) points out that the racial gap in employment for black and white 

women is being driven by the greater employment of white than black women among 

female heads of households. 

Employment trends among young black women vary by education as well. Mott 

(1978) finds that women who left the labor force between 1967 and 1972 had significantly 

less education than women who remained in the labor force and the diflference in 

education between those who remained in the labor force and those who did not was 

larger for black women than white women. Corcoran and Parrott (forthcoming) find that 
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from 1969 to 1987, there were employment declines for all groups of black women except 

those with some college. In contrast, during this same period employment increased for 

white women in every education group, although more rapidly among those with more 

education. 

In addition, Corcoran and Parrott find that employment declined somewhat for 

young black women living in the center city between 1969 and 1987 while employment for 

young black women living in the suburbs grew during this period. In comparison, 

employment for young white women living in the center city grew at about the same rate 

as employment for young white women living in the suburbs. Trends in employment 

patterns for black and white women also vary by region. Region does not affect the 

likelihood of employment for white women. However, employment varies by region for 

black women. In 1969 black and white women are about equally likely to work in all 

regions. By 1987, white women's employment was higher than black women's 

employment in all regions, however, the difference in employment was greatest in the 

Northeast and Midwest. 

Both Mott (1978) and Corcoran and Parrott (forthcoming) stress the importance 

of recognizing that while black women's employment has been relatively stable for a 

number of years, there are subgroups of black women for whom employment has declined. 

Both young black high-school dropouts and young, single black mothers experienced large 

declines in employment. The only subgroups of black women to experience an increase in 

employment were the overlapping categories of married women, women living in the 



suburbs, and those with at least some college. 

The fact that young black women's employment is lower than that for young white 

women suggests that there has been an important and significant change in the experiences 

of black and white women in the labor market. What factors have led black women to 

participate in the labor force at rates lower than white women for the first time in history? 

Is this the result of changes in the structure of the labor market and the opportunities 

available to black and white women? Or alternatively have differences in the 

characteristics of black and white women changed so as to effect the relative employment 

levels of black and white women? While it is beyond the scope of this dissertation to 

explain these trends, my hope is to shed light on their underlying dynamics by studying 

factors affecting transitions to employment in recent cohorts. 

Explaining Women's Employment 

A good deal of research has offered explanations for the increasing labor force 

participation of women throughout this century (England 1992; Goldin 1990; 

Oppenheimer 1970). However, most of this research has focused on explaining the broad 

trend of women's increasing labor force participation, trends numerically dominated by 

white women, rather than looking at racial differences in trends and explaining those 

differences. Given the changes in women's labor force participation in this century, other 

research has analyzed women's employment at specific points in time to determine what 

factors influence whether women are employed. Some research has focused on racial 

differences in women's employment, asking what factors are responsible for the racial 
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differences in women's employment at a specific point in time. My research will ascertain 

what factors encourage or hinder women's employment in the contemporary U.S., rather 

than explaining changes in trends over time. Nonetheless, I will review the research on 

trends in women's employment as factors that explain changes in employment levels may 

identify variables that can also explain the determinants of employment for black and white 

women in the U.S. today. In the following section, I will review the explanations offered 

to explain women's increasing labor force participation generally, and the explanations 

offered to explain racial differences in trends in employment, as well as the explanations 

that have been offered to explain women's employment levels and racial differences in 

women's employment levels at specific points in time. 

Explanations for Trends in Women's Employment 

A large portion of the increase in women's labor force participation since the mid 

1900s has been the result of increasing employment among married women (Goldin 1990, 

Killingsworth and Hecianan 1986, Oppenheimer 1970). A good deal of research has 

attempted to explain what factors have led married women to increase their employment 

(England 1992, Goldin 1990, Oppenheimer 1970, Shaw 1985). A number of different 

factors have been identified as responsible for the increase in married women's 

employment. Bergmann (1986) and Butz and Ward (1977) suggest that an increase in the 

wages available to women drew married women into the labor force because the 

opportunity cost of "staying home" increased. Goldin (1990) suggests that the process 

leading to the increase in married women's employment was much more complex than an 



increase in wages available to women. Goldin finds that in addition to a wage efifea, 

married women's employment was affected by changes in fertility, education, employment 

experience, and the availability of clerical occupations. As fertility decreased among 

women, more women experienced a decrease in family constraints which allowed more 

women to seek employment. As more women achieved higher levels of education and 

more employment experience, women were drawn into employment because their 

potential earnings increased. The availability of clerical occupations increased the demand 

for female labor, and drew women into the labor force. Oppenheimer (1970) argues that 

the increase in married women's labor force participation was due primarily to an increase 

in demand for female labor due to the growth of the service industry and the 

responsiveness of the supply of women to this demand. England (1992) suggests that 

married women's employment increases were due in part to an increased perceived need 

for employment after 1973. Since the average wage for men stagnated after 1973, women 

in households with men may have experienced an increased need for employment. Once 

men's wages began to rebound, the perceived need for employment may have persisted if 

losses in income are perceived as greater than gains of the same amount. 

Explanations for Trends in Black and White Women's Employment 

Shaw (1985) reports racial differences in the factors that explain the increase in 

married women's employment. White women's increased work attachment in the ten year 

period between 1966 and 1976 was explained by decreasing family responsibilities, an 

increased prior exposure to paid employment, and changing attitudes about women's roles. 



26 

While the greater work attachment of black women is also explained in peirt by decreasing 

family responsibilities, higher educational attainment and improved health also contribute 

to a greater work attachment among black women. 

Corcoran and Parrott (forthcoming) offer a few possible explanations for the racial 

differences in trends in women's employment. One explanation suggests that the 

decreased demand for low skilled labor since about 1980 may explain the declining 

employment of young black women who drop out of high school. However, Corcoran 

and Parrott point out that if this is true, it is not clear why employment for young white 

women who drop out of high school continued to increase. The effects of economic 

restructuring may explain why black women living in the suburbs have experienced an 

increase in employment while those in inner cities have not. However, Corcoran and 

Parrott point out that this could also result from black women moving to the suburbs 

when they gain employment. And again, it cannot explain why white women living in inner 

cities have not experienced a decline in employment. 

Another explanation suggests that the trends in black women's employment can be 

explained by the rapid inflow of white women into the labor market. If black and white 

women are competing for the same jobs (which the high level of sex segregation of 

occupations would suggest), then the rapid inflow of white women into the labor market 

would drastically increase the supply of workers for "female jobs." This could be 

detrimental for the employment of black women in two ways. First, white women's influx 

into the labor market may have affected employer's expectations about white and black 
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women as workers such that statistical discrimination may favor white women. White 

women's increased employment may have altered employer expectations about labor force 

attachment so that employers are no longer likely to assume that black women are more 

likely to remain employed than white women. This could disadvantage black women in 

hiring decisions if they benefitted from these kinds of employer expectations in the past. 

Second, the increased presence of white women in the labor market also makes it easier 

for employers to engage in pure discrimination against black women in hiring. Thus black 

women's employment may have declined in part because employers gained a greater 

opportunity to engage in discrimination at reduced costs. Unfortunately, it is difBcuIt to 

measure the extent to which the labor supply of white women has affected black women's 

employment levels. 

There has been a proliferation of research on the nature and effects of the 

economic restructuring that arose during the 1970s in response to international 

competition and that has characterized the economies of many countries (Gottdiener and 

Pickvance 1991; Lazonick 1991; Sabel 1989; Stewart, Garrahan, and Crowther 1990; 

Streeck 1991). The restructuring of the economic base in the U.S. has involved a 

movement from a mass industrial goods-producing economy to an economy that is heavily 

service-based and which specializes in high technology manufacturing and information 

processing. Many scholars interested in the effects of restructuring have focused on the 

economic effects and have suggested that restructuring has allowed for improvements in 

economic performance through the effects of "flexible specialization" or "diversified 
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quality production" (Lazonick 1991; Sabel 1989; Streeck 1991). 

While much of the literature on economic restructuring has focused on the positive 

economic consequences of flexible specialization and has often suggested or implied that 

reorganizing along the lines of flexibilization holds the promise of future economic gains, 

other scholars have suggested that flexibilization does not have positive consequences for 

everyone and may actually increase the hardship of specific groups (Forrest 1991; 

Gottdiener and Pickvance 1991; McDowell 1991; Roberts 1991; Wheelock 1990). One 

consequence of economic restructuring that has been a focal point of research has been the 

movement of jobs out of urban centers. Research indicates that the movement of 

employment opportunities out of urban centers has contributed to unemployment among 

urban blacks (Kain 1968; Wilson 1978, 1987). Residence within a central city may also 

have a detrimental impact on women's employment because many low-skill jobs have 

moved out of central cities. Thus residents of central cities who seek low-skill jobs will 

find it extremely diflBcult to obtain employment. This is particularly relevant to black 

women's employment given that poorer blacks with low levels of skill and education tend 

to be concentrated in central cities^. Theories of industrial restructuring have also focused 

on the effects of the movement of manufacturing jobs out of Northeastern and Midwestern 

cities on black men who are concentrated in these cities. While black women are not 

^ A measure that reliably distinguished women who live within a central city from those 
who do not was not available. Therefore, a measure testing for the effect that living 
within a central city has on employment will not be included in the current analysis. 



concentrated in manufacturing jobs in inner cities, Browne (1997) suggests that black 

women may also be detrimentally eflFected by industrial restructuring because black 

women are heavily concentrated in service occupations which have grown faster in areas 

of the "sun belt" than in the "frost belt." Thus as jobs have moved out of inner cities in the 

"frost belt" where black women are concentrated, the job opportunities for black female 

heads of household have declined. Therefore the movement towards a service oriented 

economy may have reduced the employment of black women. However, contrary to her 

initial hypotheses, Browne (1997) finds no support for the effects of industrial 

restructuring on black women's employment. Black female heads of household have lower 

participation rates in urban centers in all regions. 

Both McDowell (1991) and Wheelock (1990) argue that most flexibilization 

theorists (such as Piore and Sabel) ignore the impact of flexible specialization on women. 

Roberts (1991) argues that restructuring has had negative consequences for poor 

households in that they have been exposed more to market forces. Both arguments hinge 

on the fact that in the U.S. economic restructuring has been accompanied by a reduction in 

collective welfare provisions. Sabel (1989) also suggests that flexible specialization is 

accompanied by a decline in welfare provisioning as states turn to the task of creating jobs 

rather than dispensing welfare. 

McDowell (1991) points out that a reduction in welfare provision by the state has 

the effect of increasing the amount of labor performed by women in the form of unpaid 

domestic work. This is an observation that other scholars have made as well (Balbo 1987; 
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Peterson forthcoming). Peterson argues that global economic restructuring has led states 

to change their role relative to their own economies. Whereas states once managed their 

economies and provided welfare to citizens, states are now forced to respond to 

international economic pressures. One way in which states have responded to 

international economic pressure has been by cutting back on collective welfare provisions. 

Balbo notes that when states experience accumulation crises, the unpaid and the low-paid 

service work that women provide within households and the paid labor market allow 

states to off-load the provisioning of welfare benefits. This allows states to redivert 

resources from the welfare budget to aid in capital accumulation. Thus the privatization 

of collective welfare provisioning increases the unpaid and low-paid work of women. The 

importance of cutbacks in welfare provisioning for the issue of black women's employment 

concerns the flip-side of this issue. If welfare provisioning is being cutback, this implies 

that jobs in welfare provisioning for state workers who provide these services are being 

lost as well. This should have particularly negative consequences for black women's 

employment if they have had easier access to state-provided positions than jobs in the 

private sector as Higgonbotham (1987) argues. 

Esping-Andersen (1990) argues that the structure of welfare states is central to 

understanding the organization of labor markets and labor market outcomes. The 

structure of welfare states is an integral force in the organization and stratification of 

economies. An important influence of welfare states on the organization of the labor 

market involves the role they play as employers. Esping-Andersen argues that welfare-
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states cluster into three regime types. The U.S. is representative of the "liberal" type in 

which employment in the welfare state is well developed, but dominated by private 

employment. In contrast, the "social-democratic" type is characterized by large welfare-

state employment while the "corpcratist" type is characterized by an extremely low level 

of welfare-state employment. The welfare state's role in employment in these three regime 

types has important implications for the effects of economic restructuring on employment 

change. 

Esping-Andersen argues that economic restructuring has resulted in the growth of 

service-oriented industries. However the nature and level of growth of these "post-

industrial" industries varies by regime type. The U.S. has experienced growth in producer 

services (business services, finance, insurance, and real estate), "fun" services (recreation 

and leisure services), and health, education, and welfare. Growth in these three industries 

accounts for the overwhelming amount of employment growth in post-industrial U.S. The 

growth in these "post-industrial" industries has overwhehningly occurred in the private 

sector (This point is also made by O.E.C.D. [1994]). What is significant for the effects of 

the welfare state on labor market outcomes is the role that the state plays in providing 

these services. Because women have historically constituted a large proportion of 

workers in the health, education, and welfare industry, the role of the state in providing 

these services in particularly important. 

Esping-Andersen argues that the U.S. welfare state plays only a marginal role in 

providing health, education, and welfare services. In contrast, the Swedish welfare state 



plays an overwhelming role in providing these services. The consequences of these 

arrangements are that in the U.S. women are largely employed in the market whereas in 

Sweden women are overwhelmingly employees of the welfare state. A number of 

important implications of these differences in women's employment in different welfare 

regimes are suggested by Esping-Andersen. However, what is important here are the 

implications of these patterns for explaining the trends in women's employment. It follows 

that if economic restructuring has led to a groAvth in female-typed service jobs in the 

private sector in the U.S., but black women have benefitted fi^om government employment 

opportunities in the past, economic restructuring may have created employment 

opportunities that have disadvantaged black women relative to white women. 

There appear to be two alternative paths by which economic restructuring may 

effect women's employment. First, restructuring may involve a reduction in provisioning 

for welfare services that leads to a reduction of those social service jobs within the state 

that are predominantly filled by women and to which black women have historically had 

greater access. Second, restructuring may create a reduction in well-paid manufacturing 

jobs and a tremendous increase in jobs within the "post-industrial" services which, in the 

U.S., means a tremendous expansion of social service jobs within the private sector. If, as 

Higginbotham (1987) argues, black women gained access to government positions more 

readily than private positions due to greater discrimination in the private sector, either of 

the above paths (or a combination of the two) could partly explain a reversal in black 

women's employment patterns. While Browne (1997) finds no support for the effects of 



economic restructuring on black women's employment, her work refers more to the 

regional and spacial effects of the latter path rather than to the effects of a shift from 

public to private service provisioning. Browne examines the regional effects of the decline 

in manufacturing jobs in the North and Northeast and the subsequent growth in service 

jobs in the West on black and white women's employment by looking at whether the 

region in which a woman lives affeas her employment. She also examines the spacial 

effects of the movement of manufacturing jobs out of inner cities into the suburbs on black 

and white women's employment by looking at whether living in an inner city has an effect 

on women's employment. 

The above research on explaining trends in women's employment suggests a 

number of factors that have influenced changes in women's employment levels over time. 

Many of these factors may also be important factors in determining women's employment 

today. Having more rather than less labor market experience may increase the 

employment rate of women. The employment rate for women with few labor market skills 

may be lower than that of women with more labor market skills. Economic restructuring 

may have created a situation in which the employment rate of women living in the North 

and Northeast is lower than the employment rate of women living in the South or West. 

Factors that decrease family responsibility for women may serve to increase their 

employment rate relative to other women who have more family constraints. If white and 

black women compete for the same jobs, the increased labor force participation of white 

women in the last few decades may have created a labor market in which black women 
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experience more competition. Thus black women who live in regions in which more white 

women seek employment may experience lower employment rates than black women in 

other labor markets. Similarly, black women who live in areas in which there is a larger 

proportion of government social service jobs as opposed to private social service jobs may 

have a higher employment rate than black women in areas with less government social 

service jobs. 

Cross-Sectional Explanations for Women's Employment and Racial 

Differences in Women's Employment 

Marital Status 

A number of factors have been identified as important determinants of women's 

labor force participation. Marital status has been considered an important influence on 

women's employment decisions (Desai and Waite 1991, England 1992, Killingsworth and 

Heckman 1986, O'Neill 1981). Marital status can be an indication of a woman's need to 

engage in employment in the paid labor force. Single, separated, and divorced women are 

much more likely than married women to find employment necessary for economic 

survival (Killingsworth and Heckman 1986). However, recent studies find that married 

black women are more likely to be employed than unmarried black women for reasons that 

are not well understood (Corcoran and Parrott forthcoming). 

Husband's Earnings 

Among married women, employment is related to husband's earnings. Other 

things equal, married women whose husbands have low earnings are more likely to be 



employed than married women whose husbands have higher earnings (Killingsworth and 

Heckman 1986, O'Neill 1981). Husbands' more frequent unemployment and lower 

earnings have usually been seen to account for the higher rates of married black women's 

labor force participation historically, compared to that of whites (Bell 1974; Lemer 1979). 

However, Bell (1974) finds that black wives who have husbands with higher earnings are 

more likely to work full-time than black wives who have husbands with lower earnings. 

Children 

The relationship between female employment and fertility has been the topic of a 

great deal of research (Bowen and Finegan 1969, Bumpass and Westoflf 1970, Cramer 

1980, Fehnlee 1993; Lehrer and Nerlove 1986; Smith-Lovin and Tickamyer 1978, 

StoLzenberg and Waite 1977, Rindfiiss 1991). Researchers have agreed on the negative 

relationship between female employment and fertility but have disagreed about the causal 

direction of the relationship (Cramer 1980, Smith-Lovin and Tickeunyer 1978, Stolzenberg 

and Waite 1977). Stolzenberg and Waite (1977) suggest that female employment has 

long-term effects on fertility but find no analogous effects of fertility on employment. 

Smith-Lovin and Tickamyer (1978) find that fertility has a direct effect on women's 

employment but that women's employment does not effect fertility. Cramer (1980) argues 

that the causal direction between female employment and fertility operates in both 

directions dependent upon whether one takes a short-term or long-term perspective. In 

the short-run, the causal effect of fertility on women's employment dominates the effect of 

women's employment on fertility given that very young children are a much stronger 
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deterrent on women's employment than older children. However, in the long-run, the 

causal effect of women's employment on fertility dominates the opposite effect given that 

the effect of children on employment declines sharply as children age. 

Thus it is clear that the presence of children in the household is an important 

influence on women's employment decisions. However, the effect of children on women's 

employment depends largely on the age and number of the children present. Larger 

numbers of children and preschool age children tend to discourage women from 

employment given the added domestic work associated with children (Cramer 1980, 

Lehrer 1979). In addition, the cost of child care associated with the presence of children 

discourages female employment (Presser and Baldwin 1980). However this effect varies 

by race. The effect of children on deterring women's employment is much lower for black 

women than white women (Bell 1974, Carliner 1981, Lehrer and Nerlove 1984, Shapiro 

and Mott 1979). However the effect of children on black women's employment also 

varies by education (Lehrer 1992). Black women with more education experience a 

negative effect of children on their employment similar to white women whereas black 

women with less education show no effect of children on their employment levels. 

Female-Heads and Welfare 

The effect of children on the employment of women may vary by marital status. 

While the presence of children in the household may make it more difiBcult for women to 

engage in employment outside the household, the presence of children for women who are 

not married or do not have a partner present would increase the need for women to be 
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employed given the greater economic need that children bring to a household. The 

potential interaction between marital status and the presence of children is relevant to the 

attention that female-headed households have received in recent research. Women who 

are female heads of households have a strong push towards employment given the need to 

support children without the financial assistance of another adult. However, as Presser 

and Baldwin (1980) show, the cost of child care deters women fi^om employment. 

Rational choice theory would suggest that children provide an incentive for female heads 

to accept employment only if the value of the wage and benefits fi-om employment, minus 

the costs of child care, exceed the value of the payment and access to medical care from 

public assistance. (In most states, such assistance is only available to adults if they have 

children.) Thus some have argued that the availability of public assistance for female 

heads can provide an incentive to avoid employment (Gilder 1981; Murray 1984). This 

argument suggests that the availability of welfare provides a disincentive to employment 

for female heads, and that the disincentive is greater the higher the welfare payment levels. 

Other scholars have argued that the receipt of public assistance discourages 

women's future employment because it destroys the work ethic (Murray 1984). Harris 

(1993) shows that, contrary to this view, a large proportion of female heads on welfare are 

employed at some point during a spell of receiving welfare. In addition, the primary route 

oflf of welfare for women is through employment. (The other major route is through 

marriage.) This suggests that receipt of public assistance is not the deterrent to 

employment for female heads that many have suggested. Rather recent research indicates 
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that the resources available to a single mother determine both the likelihood of going on 

welfare and her ability to get off of welfare through employment (Harris 1993; O'Neill et 

al. 1987). O'Neill et al. (1987) find that women who stay on welfare for long periods 

differ significantly fi"om women who remain on welfare for short periods. Women who 

remain on welfare for long periods are more likely to have low levels of education, lower 

prior wages, less prior work experience, more children, children out of marriage, and ill 

health. Harris (1993) also finds that levels of human capital are essential for differentiating 

those on welfare fi^om those not on welfare as well as which route women take to get off 

of welfare. Women who have higher levels of education and fewer children are much 

more likely to exit welfare by obtaining a job that allows them to leave welfare upon 

starting the job. In contrast, women with lower levels of education and more children are 

more likely to find a job that does not allow them to move immediately off of welfare. 

Rather they combine employment with welfare until they have accumulated enough 

employment experience to obtain higher wages. Thus, it appears that it is the prior social 

characteristics of women that determine the ease with which they exit welfare rather than a 

reduced desire to work acquired fi-om receiving welfare. 

Human Capital 

Having higher potential earnings increases the likelihood of employment among 

women (Desai and Waite 1991, Killingsworth 1986, O'Neill 1981) because it increases the 

incentive for employment and the opportunity cost of forgoing employment. It follows 

then that women who have more human capital have a greater incentive to be employed 
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than women with less human capital. Higher quantities of human capital should be 

exchangeable for a higher wage than lower quantities of human capital. Thus women with 

higher levels of education or more years of employment experience should be more likely 

to be employed. 

Browne (1997) attempts to explain the gap in labor force participation between 

black and white women for women heading households. Browne points out that the racial 

gap in employment for black and white women is being driven by the greater employment 

of white women among female heads of households and that this is also one of the major 

causes of the large gap in family income between blacks and whites. Human capital theory 

suggests that black female heads of households have relatively low employment because 

they have low education, experience, and skill level. This low level of human capital leads 

to job offers at wage levels that are too low to provide black female heads of household an 

incentive to enter the labor market. Browne concludes that part of the racial gap in 

employment is due to differences in education between black and white heads of 

household since a higher proportion of black women are high school dropouts, and 

education affects employment. However, human capital theory cannot explain the entire 

discrepancy as black women have lower rates of participation than white women at the 

same education level. 

Disarticulation 

In analyzing the employment gap between black and white female-heads of 

households, Browne (1997) also considers whether theories of disarticulation help to 
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explain the gap. Theories of disarticulation suggest that employment for black female 

heads of household have declined as female heads have become disarticulated from ties to 

mainstream institutions that aid individuals in obtaining jobs (Jencks 1991; Wilson 1987). 

The idea is that ties to institutions such as marriage, education, and employment aid 

individuals in obtaining useful network ties, cultural capital, or mainstream values that are 

conducive to obtaining employment. Given that network ties have been shown to be of 

central importance in obtaining employment (Granovetter 1973), disarticulation may 

account for the lower participation rates among black female heads of household. Browne 

uses indicators of prior long-term welfare dependency and unwed motherhood as 

measures of disarticulation. She finds that long-term welfare dependency and unwed 

motherhood reduce the likelihood that a woman will be in the labor force, and that 

controlling for these variables reduces the race gap in employment among female heads. 

Browne argues that this provides support for the disarticulation hypothesis, although the 

mechanisms which cause the disarticulation of black women heading households is not 

clear. However, it is not clear that the effects of long-term welfare dependency and 

unwed motherhood necessarily support the disarticulation hypothesis. Establishing a 

relationship between long-term welfare dependency and participation in the labor force 

does not necessarily indicate that welfare dependency serves to cut women off from 

mainstream institutions that assist in obtaining employment. It is also possible that the 

relationship indicates that welfare dependency is aflfected by a woman's employment 

prospects and that those factors that determine women's employment prospects also effect 



the likelihood of receiving welfare for long periods of time. Similarly, unwed motherhood 

may be an indicator of disarticulation from mainstream institutions, but could also be 

picking up on other unmeasured characteristics of unwed mothers. I do not consider 

long-term welfare receipt or unwed motherhood to be particularly good measures of 

disarticulation. Since I do not have access to better measures of disarticulation, I do not 

consider it in my analysis. 

Local Labor Market Characteristics 

A number of local labor market conditions have been identified as important 

influences on employment (Bowen and Finegan 1966; Melendez and Barry Figueroa 

1992). Aggregate level characteristics of the local labor market (typically measured at the 

level of the SMS A or county) can encourage or discourage employment for women. 

Melendez and Barry Figueroa (1992) find that a higher average income for the local labor 

market encourages employment for black and Puerto Rican women but not for white 

women. The mechanism for this effect is not clear. They also find that a higher 

unemployment rate for a labor market discourages black and white women's employment 

but does not effect Puerto Rican women's employment. 

Women's employment has been associated with an increased demand for female 

labor. An increase in the demand for female labor has been attributed to the growth of 

female-typed occupations and to the growth of the service sector (Oppenheimer 1970), 

suggesting that, at any one time areas with a larger service sector will have higher 

employment for women. The availability of service sector jobs is still considered to be a 
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necessary factor to provide women with job opportunities. The demand for female labor 

characteristic of a locjd labor market can be measured by determining the proportion of 

the jobs in the labor market that are in the service sector. Women who reside in local 

labor markets with a high proportion of service sector jobs should be more likely to 

become employed. As far as I know, previous research has not tested this. 

Research has also analyzed how local labor market conditions affect the wages of 

blacks relative to whites (Maume 1985; Parcel 1979). Maume (1985) argues that black 

women benefit fi-om the participation of the government in the local economy. Black 

women's earnings are higher when the government acts as an employer in the local labor 

market and when a larger percentage of private sector output is consumed by the public 

sector. However white women fail to receive any wage benefits fi"om the participation of 

the government in the local economy. Burstein (1979) finds similar results for the effect 

of Equal Employment Opportunity Legislation on the wages of black and white women. 

Given that Executive Order 11246 mandates sex and race equality in employment 

opportunities, employees of the government or employees of private firms that produce 

products that the government consumes should have a reduced likelihood of experiencing 

sex or race discrimination in employment opportunities. Higginbotham (1987) argues that 

black women have gained access to government positions more readily than private 

positions due to greater discrimination in the private sector. Thus women who seek 

employment in local economies with a high proportion of federal, state, or local 

government employment opportunities should experience more job opportunities and 
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therefore be more likely to become employed. However, as indicated above, since the 

wage effect exists for black women (and men) but not for white women, government 

participation in the local economy may have a positive effect on the employment of black 

women relative to white women as well. 

Theories of Racial Inequality 

Bonacich's (1972) Split Labor Market theory suggests that ethnic antagonism 

arises when a labor market is split along ethnic lines such that one ethnic group has a 

lower price of labor for the same work as another ethnic group. Thus, ethnic antagonism 

is the result of economic competition rather than an outgrowth of racial or cultural 

differences between ethnic groups. Ethnic antagonism can have consequences for 

employment processes if the higher price ethnic group is able to use its power to exclude 

the lower price ethnic group from obtaining more desirable jobs. Bonacich's theory 

precludes any involvement of employers in discriminating against an ethnic group in 

employment. Employers are only interested in hiring labor at the lowest price possible. 

Thus, any hiring discrimination that occurs must occur as the result of the successful 

attempt of the higher price ethnic group to deny access to the lower price ethnic group. 

While evidence of hiring discrimination against black women may provide support for 

Bonacich's theory, it is not directly relevant to the analysis here since the focus of 

Bonacich's theory is on excluding minorities from more desirable jobs rather than 

employment versus nonemployment. In addition, there is no way to determine whether 

the hiring discrimination occurs as a result of the actions of the higher price ethnic group 



to protect their own position in the labor market, or as a result of the actions of 

employers. IDring discrimination that results from the decision of employers to exclude an 

ethnic group from more desirable jobs is consistent with theories of taste discrimination, 

statistical discrimination, and Marxist theories that claim employers engage in racial and 

ethnic discrimination to create divisions among the working class that will weaken it. 

Thus, even if evidence of hiring discrimination were found in the present analysis, there 

would be no way to determine whether this constitutes support for Bonacich's theory or 

one of these other theories. For these reasons, Bonacich's theory will not be tested in the 

present analysis. 

Segmented Labor Market theories suggest that the division of the labor market 

into a primary and secondary labor market has consequences for the earnings of minorities 

(Coverdill 1988; Beck, Horan, and Tolbert 1978; Beck, Horan, and Tolbert 1980; Hodson 

and Kaufinan 1982). The primary labor market offers jobs that tend to be more stable and 

have higher wages and more skill than jobs in the secondary labor market. Segmented 

labor market theorists have argued that minorities have been disproportionately relegated 

to the secondary labor market where wages are lower. These theories suggest that 

employers engage in hiring discrimination against minorities to keep minorities out of 

more desirable jobs. Because the focus is on the sorting of minorities into "good" and 

"bad" jobs rather than on employment versus nonemployment, these theories are not 

relevant to the analysis here and will not be tested. 
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CHAPTER 2 

DATA AND METHODS 

I analyze data from the National Longitudinal Survey of Youth (NLSY). The 

NLSY is a national probability sample of individuals who were 14-21 years old in 1979, 

the first wave of the survey. These individuals were interviewed once a year from 1979 to 

1993. These data are converted into a spell structure so that event history models can be 

used to analyze the determinants of the rate at which African-American and white women 

become employed. Spells of nonemployment are the unit of analysis and are terminated 

either by the event of interest (employment) or the end of the survey. Given the 

differences in the characteristics of part-time and fiiU-time employment, the process 

leading to employment for women may vary depending upon whether the employment is 

part-time or flill-time. Therefore, I model the process of employment separately for part-

time and full-time employment as competing hazards. A separate model treats both types 

of employment together. Three discrete-time"* event history models will be applied to the 

employment process, separately for African-American and white women. The dependent 

variables in the models measure the transition rate from nonemployment to employment, 

nonemployment to full-time employment, and nonemployment to part-time employment. 

The transition rate is estimated as a function of time and the explanatory variables. 

Explanatory variables include both time-invariant and time-varying variables. The basic 

* Discrete-time models are used since data from the NLSY are collected in discrete time 
units once a year. 
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model using partial likelihood methods is; 

log rg(t) = aij(t-t') + bijx 

where rg(t) represents the transition rates from nonemployment to employment, 

nonemployment to full-time employment, or nonemployment to part-time employment, t' 

is the time of the last transition, aij(t-t') is some function of the time since last transition, x 

represents a set of explanatory variables, and by represents a set of coeflBcients. 

Time-varying variables will be lagged one year prior to the dependent variable. 

We would not expect any effect of a change in a time-varying variable on the dependent 

variable to be instantaneous. Lagging by a year will provide time for the effects of the 

variable on the dependent variable to appear. Given that respondents were surveyed once 

a year for the NLS Y, a year is the shortest duration possible for lag-time for most 

variables. (Some variables are more finely measured by asking respondents the date of the 

event.) 

I use two strategies for amalyzing the employment of women. In chapter 3, the 

overall race gap in the hazard for employment, part-time employment, and full-time 

employment will first be determined by estimating pooled (black and white women's) 

models in which race is the only independent variable included. The "raw" efifects of race 

will indicate whether black and white women have different hazards for employment. 

Once this is determined, sets of variables (grouped according to theoretical explanation) 

will be added to the models in order of causal priority to determine which variables 

"explain" the race gap in employment. Those variables that move the effect of race closer 
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to zero play a part in explaining the race gap in employment. Second, in chapter 4, 

separate models are estimated for black and white women to determine what factors are 

important influences on employment for each group. This allows race to interact with the 

other variables, relaxing the assumption of equal slopes that was implicit in chapter 3. 

Thus, we can determine whether there are race diflferences in which factors afifect 

employment. 

Measures 

The dependent variable measures the duration of a nonemployment spell in number 

of days. The central independent variable of interest is race. Race is split into two 

categories; black and white. Black women are those women who identified their 

racial/ethnic cohort as black. White women are those women who identified their 

racial/ethnic cohort as non-Hispanic, non-black, and did not identify their first/only 

racial/ethnic identity as any of the Asian, Latina, or black categories. 

Demographic Controls 

Demographic characteristics that may dififer on average between black and white 

women need to be included as controls. Age is one such characteristic. If the age 

distribution of black women differs fi"om that of white women and age affects 

employment, the differential age distribution could be partly responsible for any race 

differences in employment. Thus, a measure for age and age-squared will be included as 

controls. Age-squared is included to allow for any nonlinearity in the effect of age on 

employment. 
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Economic Restructuring 

Theories of economic restructuring suggest that regional residence afifects 

employment. Women who live in the North or North-Central should be less likely to 

obtain employment than women living in the South or West. Residence by region 

indicates whether a respondent lives in the North, North-Central, South, or West (the 

reference category). Region is a time-varying variable in that it may change over the 

course of a nonemployment spell if the respondent moves to a different region. 

Labor Market Characteristics 

A number of labor market characteristics may be important in influencing women's 

employment. Ail of the labor market characteristics are time-varying variables in that they 

may change over the course of a nonemployment spell. Labor market characteristics may 

vary over the course of a nonemployment spell because the respondent moves to a 

different county or because a county's "score" on a particular labor market characteristic 

(i.e. the unemployment rate) changes. A number of labor market characteristics may 

affect a woman's ability to get a job and the quality of job she is likely to obtain. The 

average wage level for the labor market provides an indication of the wage a woman can 

expect to obtain through employment. The higher the average wage level for a labor 

market, the higher the wage a woman can expect to earn through employment and, thus, 

the greater the likelihood that a woman will seek employment. The average wage level for 

a labor market is approximated by the per capita income of the county of residence for the 

respondent. The unemployment rate for the labor market provides an indication of the 
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availability of jobs and the competition for jobs. Women seeking employment in labor 

markets with a high unemployment rate should find it more difBcult to obtain a job than 

women seeking employment in labor markets with a low unemployment rate. 

Unemployment rate will be measured by the overall unemployment rate in the county of 

residence. 

Labor markets with a higher demand for female labor should lead to greater 

employment for women. Demand for female labor can be indicated by the percentage of 

industry in a labor market that is service industry. Women who seek employment in labor 

markets with a greater demand for female labor should be more likely to obtain 

employment. Demand for female labor will be measured by the percentage of the civilian 

labor force that is employed in the service sector in a respondent's county. 

Some labor market characteristics have been suggested as important only for the 

employment of black women. It has been suggested that black women obtain public 

employment easier than employment in the private sector. Thus black women seeking 

employment in labor markets with a higher proportion of public employment should be 

more likely to obtain a job. Likewise, black women seeking employment in labor markets 

with a higher proportion of social service jobs in the private sector as compared to social 

service jobs in the public sector should be less likely to obtain a job. A measure of public 

sector employment indicating the percentage of the labor force employed in government 

jobs in the county of residence will be included. 
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Gender Role Attitudes 

Attitudes and expectations about gender roles may influence women's decisions 

about employment. Women who hold more "traditional" attitudes about appropriate roles 

for women should be less likely to seek employment while women who hold more 

"progressive" attitudes about gender roles should be more likely to be employed. A series 

of scale items that measure the respondent's attitudes about gender roles will be included. 

These measures indicate the respondent's response to the following statements: A woman's 

place is in the home; A wife with a family has no time for employment outside the 

household; A working spouse feels more useful; Inflation necessitates the employment of 

both parents; and Traditional husband/wife roles are the best. Questions about gender role 

attitudes were asked in only three survey years. Thus, gender role attitudes may vary over 

the course of a nonemployment spell, however, they cannot vary from year to year as the 

other time-varying variables can. 

Human Capital 

The foUowing variables represent measures of human capital that are time-

invariant, i.e., that do not vary over the course of a nonemployment spell. Prior full-time 

and part-time employment experience are characteristics of women that aflfect a woman's 

ability to get a job and the quality of job that a woman is likely to get. The more 

employment experience in general that a woman has, the greater the likelihood of 

obtaining a job and the greater the likelihood that the job offer will include a higher wage, 

making the woman more likely to accept the offer and thus become employed. I calculate 
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the total weeks of employment experience for respondents from whatever part of the 

period of 1978 to 1993 that was prior to the spell of nonemployment. 

AFQT (Armed Forces Qualifying Test) is also an indicator of human capital that 

may affect a woman's ability to get a job and the quality of job that a woman is able to get. 

AFQT is included as a measure of past formal and informal instruction. Women who have 

had more prior instruction should be more likely to obtain employment and to be 

compensated for those skills with higher wages. AFQT is the Armed Forces Qualifying 

Test and was administered to the entire sample in 1980. It consists of four subtests which 

measure mathematical knowledge, arithmetic reasoning, work knowledge, and paragraph 

comprehension. One's AFQT score can change; however, since the test was administered 

only once in the NLS Y it must be treated as time-invariant. 

Education is a human capital measure that is time-varying, i.e. that may vary over 

the course of a nonemployment spell. Education affects a woman's ability to get a job and 

the quality of job she is likely to get. Because education indicates to some degree a 

person's qualifications and skill level, more education should be associated with an 

increased likelihood of employment and higher potential earnings for women. Education 

is measured as years of schooling. 

Family Structure 

Marital status, number and age of children, and husband's earnings are indicators 

of family structure that may vary over the course of a nonemployment spell. Marital 

status affects a woman's access to sources of income other than employment. Married 
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women may have access to alternative sources of income through a husband's earnings 

that may lessen the likelihood that they will see employment. The higher the husband's 

earnings, the less likely a woman will need to seek employment. Marital status indicates 

whether respondents are married or unmarried while husband's earnings is measured as 

annual dollar earnings. 

The number and age of children in the household affects both a woman's ability to 

get a job (in the sense of constraints on time and energy and the cost of child care) and a 

woman's access to sources of income other than employment (since eligibility for AFDC is 

contingent upon having children). Larger numbers of children and younger children 

should make it more difficult for a woman to seek employment while at the same time 

increase the financial need of the household, thus it is unclear whether the effects on 

employment will be positive or negative. The effect of children on women's employment 

may vary by marital status since the presence of another wage-earning adult in the 

household should somewhat mediate the effects of children on the financial need of the 

household. Variables indicating the number of children in the household and the age of 

the youngest child will be included. These variables will be interacted with marital status. 

Welfare Recipiency and Cultural Theories 

Culture of poverty theorists have suggested that welfare receipt, and especially 

long-term receipt, can destroy the work ethic and discourage women fi-om seeking 

employment. This suggests that women who have been receiving welfare should be less 

prone to seeking employment. The measures of welfare receipt will indicate the 



cumulative number of months that a respondent has received welfare since the beginning 

of the survey. However, if past welfare receipt is found to afifect women's employment, 

the cultural interpretation that welfare diminishes the work ethic is not the only possible 

interpretation. Measures of past welfare receipt may pick up on unmeasured 

characteristics of recipients that are correlated with welfare use and employment such as 

physical disabilities or greater kin obligations. Measures of past welfare receipt may also 

indicate something about the "eroded" network ties of recipients to others who are 

employed and may serve as a source of information about employment opportunities. 
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CHAPTERS 

EXPLAINING THE RACE GAP IN WOMEN'S EMPLOYMENT 

Introduction 

Previous research indicates that the employment of young white women has begun 

to outpace that of young black women for the first time in history. What are the current 

race differences in employment? Do race differences in employment vary by part- and full-

time employment? Given current race differences, what factors are important in 

explaining them? This chapter addresses these questions. 

Each Table in this chapter presents the results from three different models. The 

first model examines the effects of various factors on the hazard of employment (both 

part-time and full-time employment taken together). The second model examines the 

effects of various factors on the hazard of part-time employment. The third model 

examines the effects of various factors on the hazard of full-time employment. I estimate 

separate models for part-time and full-time employment because some factors may have 

differing or even opposite effects on part-time and fiill-time employment (as we see for 

race in Table 1). I also present the results for the model which does not differentiate 

between part- and full-time employment in predicting employment because factors which 

effect part-time and full-time employment in the same direction may achieve significance in 

the model predicting employment but not in the separate models for part-time and fiill-

time employment. In estimating separate models for part-time and full-time employment I 

am testing a competing risks model for employment. During spells of nonemployment. 
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women are at risk of either part-time or full-time employment. While a woman may move 

from part- to full-time employment or vice versa, I consider only those cases where there 

is a movement from nonemployment to part- or full-time employment. Thus, once a 

woman becomes employed part- or full-time, she is no longer at risk for either type of 

employment. Thus, part-time employment and full-time employment are competing risks 

for women who are not employed. In the statistical calculation of the separate models for 

part-time and full-time employment, this means that full-time employment spells are 

treated as censored cases in the model predicting part-time employment and part-time 

employment spells are treated as censored cases in the model predicting full-time 

employment. 

Overall Racial Differences 

Before explaining what factors are responsible for current racial differences in 

employment, we must first ask what the racial differences are. Table I shows the risk 

ratios for three models in which employment, part-time employment, and full-time 

employment are regressed on race. Risk ratios are e®, where B is the coefficient. For 

indicator (dummy) variables, they may be interpreted as the ratio of the estimated hazard 

for those with a value of 1 to the estimated hazard for those with a value of 0. For 

continuous variables, subtracting 1 from the risk ratio and multiplying by 100 gives an 

estimate of the percent change in the hazard for a one-unit increase in the variable. Risk 

ratios over 1 indicate a positive effect of the variable; those under 1 indicate a negative 

effect. Thus, the values of the risk ratios in Table 1 can give us an indication of the 



relative hazard of employment for black and white women. Model 1 indicates that the 

hazard of employment for black women is about 92 percent of the hazard for white 

women. Models 2 and 3 indicate that the greater hazard of employment of white women 

is being driven by a greater hazard for white women of part-time employment. The hazard 

of part-time employment for black women is about 80 percent of the hazard for white 

women while the hazard of full-time employment is not significantly different for black and 

white women. Thus, overall differences in the hazard of employment between black and 

white women are being driven by differences in the hazard of part-time employment. 

Given prior reports that employment among young white women has begun to 

exceed that for young black women, the findings here that young black and white women 

have the same hazard for full-time employment represent good news for black women. It 

is more difBcult to interpret the lower hazard for part-time employment of black women in 

terms of being "good" or "bad." On one hand, a lower hazard of part-time employment 

may not indicate a bad situation for black women in that fijU-time employment typically 

offers more resources in terms of money and benefits. The lower hazard for part-time 

employment may indicate that black women are more likely to seek and obtain full-time 

employment than part-time employment. Thus, a lower hazard for part-time employment 

would seem to indicate less of a concern for the labor market position of black women 

than a lower hazard for full-time employment would. On the other hand, if the lower 

hazard for part-time employment represents black women who are seeking part-time 

employment and unable to obtain it, the findings look more negative. There is no way to 



tell from these data whether the lower hazard of part-time employment for black women is 

due to less interest in working part-time or the inability to obtain part-time employment. 

It seems likely that aspects of both are represented in the lower hazard, although there is 

no way to know the relative proportion between the two. 

Tilly (1996) indicates that much of the growth in part-time employment since 1970 

has been a growth in involuntary part-time employment, that is part-time employment 

among those who would prefer to be working full-time. Tilly argues that most of the jobs 

in which involuntary part-time employment takes place are "bad" jobs in that they typically 

have been deskilled, pay low wages, and offer poor, if any, benefits. This also suggests 

the lower hazard of part-time employment among black women cannot easily be 

interpreted as problematic for black women. However, while part-time employment may 

not typically offer as high a wage as or the benefits of fijll-time employment, it may very 

well be preferable to not working at all for many women. Thus, for women who are not 

able to obtain fiill-time employment despite a preference for it, part-time employment may 

represent the next best alternative. Given the historically high unemployment rates of 

black women, their lower hazard of part-time employment may represent a problematic 

labor market position relative to white women. Thus, I would suggest that while a lower 

hazard of part-time employment is less problematic for black women than a lower hazard 

of fijll-time employment would be, it may nonetheless be indicative of problematic labor 

market experiences for black women. Research that is able to distinguish the preferences 

for part- vs. fijll-time employment should address this question. For the present study, I 
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will examine what factors are important in explaining the race difference in the hazard for 

part-time employment. 

What is driving these differences in the hazard of employment for black and white 

women? To answer this question, I add variables in sets grouped accordmg to theoretical 

explanation to determine whether any of the sets of variables drives the negative effect of 

being black on the hazard of employment to zero (this would move the risk ratio toward 1 

and to nonsignificance). The logic of this procedure is that when those factors that 

account for the racial difference in the hazard for employment are controlled, the racial 

difference in the hazard for employment should disappear. This would be indicated by a 

nonsignificant coefficient for the race variable (and a risk ratio of 1, indicating an equal 

hazard of employment for blacks and whites). The more a set of variables drives the race 

difference toward zero (the more the risk ratio is moved toward 1), the more this set of 

variables is responsible for explaining the race differences in the hazard of employment. 

The order in which each set of variables is added to the models is determined by causal 

priority. Those variables that are theorized to be causally prior to other sets of variables 

are added first, and so on. 

Age and Race Differences 

The first variables to be added to the models are age and age-squared. These are 

included to control for any race differences in age. The results in Table 2 show that age 



does not explain any of the race difference in employment for women^ In fact, once age 

is held constant, the risk ratios for both part- and full-time employment move farther away 

from 1. The hazard of part-time employment for black women is only about 71 percent of 

that for white women once age is controlled. In addition, the hazard of full-time 

employment for black women becomes significantly less than that for white women, about 

85 percent of white women's, once age is controlled. This indicates that the age 

distribution for black women actually helps their employment relative to white women. 

Region and Race Differences 

The next set of variables to be added to the models is the region variables. These 

variables represent explanations that the effects of economic restructuring, combined with 

blacks' concentration in regions harder hit by restructuring, are driving racial differences in 

employment between black and white women. If adding indicators for region to the model 

drive the effects of race toward zero, we can explain some of the difference in the hazard 

of employment for black and white women with theories of economic restructuring. Table 

3 shows that adding variables for region to the model does not eliminate the effect of race 

on employment in any of the models, and changes the magnitude only trivially. This 

indicates that the distribution of black women relative to white women across regions 

contributes very little to race differences in women's employment. Thus, we may 

' Compare the risk ratios for race in Table 2 to those in Table 1. Alternatively, the 
reader may want to refer to Table 24 which gives only risk ratios for race as successive 
groups of variables are added to the models. The relevant columns are those on the left 
for all marital status groups combined. 
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conclude that theories of economic restmcturing do not explain racial differences in 

employment for women. Note in Table 3 that none of the regions differ significantly from 

the omitted category (West). This is contrary to arguments about the effects of economic 

restructuring which suggest that employment in the West has grown faster than in other 

regions. Thus, theories of economic restructuring do not appear to account well for 

women's employment. 

Labor Market Characteristics and Race Differences 

Table 4 shows how the coeflBcient for race is affected by adding the set of 

variables that measure local labor market characteristics. These variables indicate how the 

demand for labor and general opportunities and constraints in the labor market affect 

employment. The variables indicate the per capita income in county of residence, the 

unemployment rate in county of residence, the percent of the labor force in the 

respondent's county which is service-sector employment, and the percent of the labor 

force in the respondent's county which is government employment. As Table 4 shows, 

including these measures in the models does not eliminate racial differences in the hazard 

of employment; again, the magnitude of the race effect is reduced only trivially (Compare 

the risk ratios for race in Table 4 to those in Table 3). This suggests that it is not racial 

differences in local labor market characteristics that are driving the racial differences in the 

hazard for employment. Table 4 shows that the percent of service jobs and the percent of 

government jobs in the civilian labor force in a county positively affect the hazard of 

employment for women while the unemployment rate in a county negatively affects the 
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hazard of employment. A one percent increase in the percent of service jobs in the civilian 

labor force in a county increases the hazard of part- and full-time employment by about 5 

percent. A one percent increase in the percent of government jobs in the civilian labor 

force in a county increases the hazard of part-time employment by about 1 percent. A one 

percent increase in the unemployment rate in a county decreases the hazard of part- and 

full-time employment by 4 or 5 percent. However, apparently black women are not 

suflBciently concentrated in counties with less servdce or government employment or a 

higher unemployment rate to explain race difiFerences in employment. 

Gender Role Attitudes and Race Differences 

Table 5 indicates the effects on the race coeflBcient of adding a set of gender role 

attitude measures to the models. These measures indicate whether holding traditional 

versus progressive attitudes about gender roles affects the hazard for employment. Again 

we see that adding these variables to the models does not move the risk ratios for race 

closer to one, even though some of the variables affect employment in the predicted 

direction (Compare the risk ratios for race in Table 5 to those in Table 4). Adding the 

variables actually moves the risk ratios farther away from 1 by a trivial amount in the full-

time model. This suggests that black women likely hold slightly more progressive 

attitudes about gender roles on average. Thus, racial differences in gender role attitudes 

do not explain the racial differences in the hazard for employment. 
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Human Capital and Race Differences 

The effects of adding measures for human capital to the models are shown in Table 

6. Adding measures for human capital to the models drives the risk ratios for race to 1 

(and the effect of race to zero or nonsignificance) in all three of the models (A race 

difference in full-time employment does not exist in the original model shown m Table 1). 

This suggests that racial differences in human capital, as measured by AFQT scores (which 

I interpret as a measure of past instruction that captures differences in the quality of 

instruction, types of courses taken, and informal instruction at home and during the 

summer), labor market experience, education, and school enrollment are driving the racial 

differences in the hazard for part-time employment. AFQT and experience positively 

affect the hazard of both part- and full-time employment. Each additional year of 

experience increases the hazard of part- and full-time employment by about 21 percent. 

Education has no effect on the hazard of part- or full-time employment. Being enrolled in 

high school or college increases the hazard of part-time employment, but decreases the 

hazard of full-time employment. However, one might wonder which of these measures of 

human capital is more important in explaining racial differences in employment. Tables 7, 

8, and 9 present the results from models in which each of these human capital measures is 

added separately to the previous models. The tables indicate that none of the three 

measures is sufiBcient by itself to drive the effects of race to zero for part-time 

employment, although both AFQT and experience move the risk ratios a substantial 

distance. Education moves the risk ratio farther away from 1. Either AFQT or experience 
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individually are suflBcient to move the risk ratio to 1 in the model for full-time 

employment, while education moves the risk ratio a small amount. Thus, it is a 

combination of prior formal and informal training and prior employment experience that is 

responsible for the racial difference in part-time employment. 

Welfare Receipt and Race Differences 

While measures of human capital have explained the racial difference in the hazard 

for employment, it could be argued that both prior welfare recipiency and family structure 

may be causally prior to human capital. Both one's family structure and being in a position 

in which one has to rely on welfare may separately influence the human capital one is able 

to obtain. If this is accurate, measures for welfare recipiency and family structure should 

be added to the above models prior to measures for human capital. However, I would 

argue that the causal order between human capital and both welfare receipt and family 

structure likely works in both directions. Not only is relying on welfare for income likely 

to influence the human capital that one obtains, it is also likely that the human capital one 

is able to obtain strongly influences the likelihood of receiving welfare, through its effects 

on the jobs one can obtain. Likewise, while family structure may influence the human 

capital one obtains, one's human capital is also likely to influence one's family structure. 

Thus, 1 would suggest that it is not problematic to put human capital measures into the 

models prior to measures for welfare recipiency and family structure. However, it is also 

of theoretical uiterest to test models in which welfare receipt and family structure are 

added to the models prior to measures for human capital. 



64 

Models adding a measure of cumulative weeks of prior welfare receipt to measures 

for region, local labor market characteristics, and gender role attitudes are shown in Table 

10. Adding a measure of welfare receipt to the models eliminates the negative effect of 

being black on the hazard for full-time employment and drives the risk ratios in the models 

for employment and part-time employment closer to 1. Racial differences in past welfare 

receipt explain only part of the racial difference in the hazard for part-time employment. 

This suggests that racial differences in welfare receipt disadvantage black women relative 

to white women in terms of both part- and full-time employment. Past welfare receipt (or 

some unmeasured variable selecting women into welfare) decreases the hazard of part-

and full-time employment. Each additional year of welfare receipt reduces the hazard of 

part- and full-time employment by about 8 percent. 

Family Structure and Race Differences 

Thus far, human capital and welfare receipt both help to explain the racial 

difference in the hazard for employment. We may ask the same question of family 

structure. Does family structure, without controls for human capital or welfare receipt, 

explain the racial difference m the hazard for employment? However, measures for family 

structure cannot be added to the pooled model with measures for region, local labor 

market characteristics, and gender role attitudes as I have done with the measures for 

human capital and welfare receipt. From testing separate models for black and white 

women, I know that some of the measures for family structure have opposite effects on 

the hazard of employment for black and white women. In other words, certain of the 



family structure measures interact with race. Therefore, the measures for family structure 

cannot be added to a pooled model to see how they affect the coeflScient on race since the 

effects for the numerically dominant group (white women) will likely dominate the effects 

for the other group (black women). To avoid this problem, I split the sample on the basis 

of the family structure variables that interact with race and test separate models for two 

groups, married and unmarried women. 

I estimate models including measures for region, local labor market characteristics, 

and gender role attitudes separately for married and unmarried women. This should 

indicate whether racial differences in family structure (considering only marital status) are 

responsible for the racial differences in the hazard for employment without considering 

human capital and the theoretical issue of whether human capital or family structure is 

causally prior. These results are presented in Tables 11 and 12. Given that there are racial 

differences in the hazard for employment for married women as well as for unmarried 

women, family structure in the form of marital status cannot be entirely responsible for the 

racial differences in the hazard for employment. Were family structure driving the racial 

differences in employment, we would expect to see nonsignificant coefficients for race in 

both the married and unmarried model indicating that the hazard for employment between 

black and white women does not differ once marital status is taken into consideration. 

Instead the hazard of part-time employment is lower for black women in the married and 

unmarried models. In addition, the hazard of full-time employment is lower for black 

women in the unmarried model. Thus, while there is evidence that human capital and 
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welfare recipiency help to explain the racial difference in employment, family structure 

does not entirely explain these differences. 

The negative efifect of being black on full-time employment in the unmarried model 

in Table 12 is of interest given that it differs from the lack of a gross effect of race found 

for all women (presented in Table 1). (A summary of the risk ratios for race given in the 

Tables in this chapter is presented in Table 24.) This suggests that it may be of interest to 

look at the gross effects of race on employment separately for married and unmarried 

women. These results are presented in Tables 13 and 14. The results show that the 

overall effect of race on employment does differ for married and unmarried women. While 

both married and unmarried black women have a lower hazard of part-time employment 

than their white counterparts, married black women have a greater hazard of full-time 

employment than married white women, but unmarried black women have a lower hazard 

of full-time employment than unmarried white women. Note in Table 1 that overall, black 

and white women have an equal hazard for full-time employment. However, unmarried 

black women have a much lower hazard of full-time employment than unmarried white 

women. The hazard of full-time employment for unmarried black women is only a little 

over half that for unmarried white women. Thus, while there are no overall differences in 

full-time employment for black and white women, there is a tremendous difference in full-

time employment for unmarried black and white women that should be explained. Overall, 

the magnitude of the race differences for either part- or full-time employment are much 

larger among unmarried than married women. Unmarried black women have only about 
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half the hazard of unmarried white women for emplojmient of either type. Clearly this 

constitutes a disadvantaged situation for black as compared to white unmarried women. 

One possible explanation for the lower hazard of full-time employment for 

unmarried black women is that the larger proportion of unmarried women with children 

among black women lowers their hazard for fiill-time employment. The presence and age 

of children are also family structure variables that interact with race. Therefore they 

carmot be added to the pooled model. In order to get a sense of the effects of the three 

family structure variables on employment. Table 15 presents the risk ratios for the gross 

effects of race on employment in separate models by marital status, presence of children, 

and age of children. Separate models for four groups which combine marital status with 

presence of children (married women with kids, married women without kids, unmarried 

women with kids, and unmarried women without kids) are also presented in Table 15. 

The results indicate that marital status is the most influential family structure variable on 

race differences in women's full-time employment. Unmarried black women have a little 

over half the hazard for full-time employment of unmarried white women. Far from this 

being the result of a high proportion of women with children among black women, we see 

that black women with children have a higher hazard of fiill-time employment than white 

women with children while black women without children have a hazard for full-time 

employment that is about 81 percent that for white women without children. Thus it is 

black women without children that have a lower hazard of full-time employment relative 

to white women rather than black women with children. In addition, the extent to which 
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being black lowers the hazard for full-time employment for unmarried women with 

children is about the same as it is for unmarried women without children. Thus the 

presence of children for unmarried black women makes little difference in their hazard for 

full-time employment relative to white women. Similarly, the presence of very young 

children in the house (children 2 years old or less) does not explain race differences in full-

time employment given that black women with young children have a higher hazard of 

full-time employment than white women with young children. 

Table 15 makes it clear that marital status is the important family structure variable 

on which to focus to explain racial differences in full-time employment. Black women 

with children and black women with young children have a greater hazard of fiiU-time 

employment than their white counterparts. These two variables do not deter fiill-time 

employment for black women relative to white women. It is marital status (being 

unmarried) that lowers the hazard of full-time employment for black women relative to 

white women. This holds regardless of the presence of children. Thus, the explanation for 

the lower hazard of fiill-time employment among unmarried black women cannot be 

exclusively about female headship among black women with children. Unmarried black 

women without children also have an extremely low hazard of fiill-time employment 

relative to unmarried white women without children. Explaining racial differences in fiill-

time employment must involve an explanation of why marital status is differentially 

associated with fiill-time employment for blacks and whites. 
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It is also very clear from Table 15 that it is precisely those black women who 

would be expected to have the greatest economic need, unmarried black women in general 

and unmarried black women with children, that have the lowest hazard of full-time 

employment relative to white women. This would seem to indicate particularly troubling 

news for the labor market position of black relative to white women. Despite no overall 

differences in the hazard for full-time employment among black and white women, the 

prospects for employment for unmarried black women appear to be extremely 

problematic. Thus, 1 would argue that it is the racial difference in full-time employment 

for unmarried women that is the most important aspect of racial differences in employment 

on which to focus and to explain. 

What is driving the racial difference in the hazard for full-time employment by 

marital status? Why is the hazard for full-time employment for unmarried black women so 

much lower than that for unmarried white women? Likewise, why is the hazard for full-

time employment for married black women greater than that for married white women? 

We can look at the same theoretical explanations that were examined relative to explaining 

the overall racial difference in employment to see what is important in explaining racial 

differences by marital status. We would expect those factors that are important for 

explaining these differences to drive the race difference towards zero (and the risk ratios 

toward 1) in each of the models, although it may be different factors that do so for the 

married and unmarried. 
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Explaining Race Differences Among the Married 

Looking again at Tables 11 and 12, we see that controlling for age, region, local 

labor market characteristics, and gender role attitudes eliminates the race effect on full-

time employment in the married model (that is, these variables explain married black 

women's higher hazard of full-time employment relative to married white women). 

However, these variables do not drive the race effect even close to zero in the unmarried 

model. Thus, theories of economic restructuring, explanations based on constraints and 

opportunities in the labor market, and theories of gender role ideology do not completely 

explain racial differences in the hazard for fiiU-time employment for unmarried women, 

although they do explain a very small portion of it. They do, however, explain the racial 

differences in the hazard for full-time employment for married women. But it is unclear 

whether each of these sets of factors is necessary to explain the racial differences in the 

married model. Dropping back to a model for married women in which only controls for 

age are included. Table 17 shows that controlling for age moves the risk ratio closer to 1, 

but does not eliminate the difference. Thus, racial differences in the age distribution do 

not fiilly account for married black women's higher hazard of fiill-time employment. 

When controls for region are included. Table 18 shows that controlling for region 

eliminates the effect of race on the hazard of fiill-time employment. Thus controlling for 

region makes up for the remaining racial difference in the hazard of fiill-time employment 

for married women. A combination of racial differences in distribution by age and region 

explain the greater hazard of fiill-time employment for married black than white women. 



Table 20 presents the risk ratios from models for married women in which variables for 

labor market characteristics are added to the models. The risk ratio changes only trivially 

from that in Table 18 indicating that labor market characteristics are not important in 

explaining the race difference in full-time employment for married women. 

Thus, it is a combination of age and region that explain the higher hazard of full-

time employment of married black women relative to married white women. That 

controlling for age reduces the hazard of married black women's full-time employment 

suggests that more married black women are at an age that helps full-time employment 

than are married white women. The fact that controlling for region reduces married black 

women's hazard of full-time employment relative to married white women suggests that 

married black women are more heavily concentrated in regions that help full-time 

employment than married white women. 

Explaining Race Differences Among the Unmarried 

The racial difference in the hazard for full-time employment among unmarried 

women is very large. Unmarried black women have only a little over half the hazard of 

full-time employment of unmarried white women. To determine what factors are 

important in explaining the racial difference in the hazard for flill-time employment among 

unmarried women, additional sets of controls must be added to the simple models in Table 

14. Table 17 shows the results of controlling for age. Controlling for age moves the risk 

ratio for race in the full-time model substantially closer to one. Thus, racial differences in 

the age distribution among unmarried women accounts for part of the race gap in full-time 
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employment among unmarried women. This implies that unmzuried black women are 

more heavily concentrated than unmarried white women in age groups that are less likely 

to work full-time. The results of adding region to the unmarried models are shown in 

Table 19. Adding region to the full-time model changes the risk ratio by a trivial amount. 

Table 21 indicates that controlling for labor market characteristics also changes the risk 

ratio for race in the full-time model only trivially. Thus, neither theories of economic 

restructuring or explanations about the opportunities and constraints provided by the local 

environment help to explain the race gap in full-time employment among unmarried 

women. This brings us back to Table 12 in which controls for gender role attitudes are 

added to the models. The addition of gender role attitudes has no effect on the risk ratio 

for race in the full-time model. Thus, racial diflferences in gender role attitudes also do not 

help to explain the race gap in full-time employment among unmarried women. 

Table 22 shows the results from models in which controls for human capital are 

added to the models in Table 12. Adding controls for human capital to the models 

eliminates the racial difference in the hazard of employment for unmarried women. Thus 

racial differences in human capital explain a good portion of the racial diflferences in the 

hazard of full-time employment for unmarried women. If we look at the summary figures 

in Table 24, we see that both age and human capital explain a portion of the race 

difference in full-time employment among unmarried women. However, racial diflferences 

in human capital explain the majority of the gap. This suggests that a good part of the 

reason that unmarried black women have a lower hazard of full-time employment than 



unmarried white women is due to a lower average level of human capital on the part of 

unmarried black women. With the exception of education, all of the human capital 

variables in Table 22 significantly affect full-time employment. This indicates that lower 

average levels of employment experience and AFQT scores among unmarried black 

women relative to unmarried white women are largely responsible for unmarried black 

women's lower hazard for full-time employment. Thus explaining why urmiarried black 

women obtain lower levels of human capital on average than unmarried white women is 

central to explaining racial differences in employment. 

Table 23 presents models for urmiarried women in which a measure of welfare 

receipt is added to controls for age, region, local labor market characteristics, and gender 

role attitudes. The results show that racial differences in welfare receipt do not fully 

explain racial differences in the hazard of full-time employment for urmiarried women, 

although they reduce the magnitude of the effect by a substantial amount (up from .72 in 

Table 12 to .80 in Table 23). Table 23 shows that past welfare receipt negatively affects 

the hazard for full-time employment. This suggests that unmarried black women have 

higher levels of past welfare receipt on average than unmarried white women. Higher 

average levels of past welfare receipt for unmarried black women partially explain the 

lower hazard of full-time employment among unmarried black women. Thus explaining 

why unmarried black women have higher average levels of past welfare receipt than 

unmarried white women and why past welfare receipt deters employment is central to 

explaining the racial differences in full-time employment. 



Human capital is sufficient by itself to explain racial differences in full-time 

employment for unmarried women while past welfare receipt is not. However, both 

contribute to explaining racial differences in full-time employment for unmarried. Racial 

differences in age also contribute a substantial amount towards explaining the gap in full-

time employment among unmarried. Thus, a combination of racial differences in human 

capital, past welfare receipt, and age are responsible for explaining the racial differences 

in full-time employment for unmarried women. 

Human capital theory explains why higher levels of skill affect employment. 

Presumably employers have a preference for hiring those individuals whom they believe 

will most contribute to productivity, and employers believe that individuals with higher 

levels of employment experience or training will contribute more to productivity. What 

we do not know is why unmarried black women have lower average levels of employment 

experience and score lower on tests measuring past instruction than unmarried white 

women. Further, why do the employment experience and past instruction of black and 

white women differ more among those who are unmarried? Or, to put the interaction a 

different way, why is human capital more positively (or less negatively) correlated with 

marriage among blacks than whites? Similarly, we need an understanding of why 

unmarried black women have higher average levels of past welfare receipt than unmarried 

white women. Part of the story is likely to be a larger proportion of women with children 

among unmarried black women than among unmarried white women. However, it is also 

likely that a higher proportion of black women have access to fewer resources to be used 
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as a safety net to keep them from turning to welfare for assistance in the first place. But in 

addition to explaining the higher average level of welfare receipt among unmarried black 

women, we need a better understanding of why past welfare receipt deters full-time 

employment, net of employment experience and education. Are cultural theorists who 

claim that welfare destroys the work ethic correct? Is it that being on welfare atrophies 

social networks? Or is it a spurious result of some unmeasured characteristic selecting 

women into welfare - for example, physical disabilities or kin responsibilities? 

What is clear from the above is that a complicated relationship now exists between 

race, marital status, and labor market skills that is central for explaining racial differences 

in employment. Explaining the wide gap in full-time employment between black and white 

unmarried women requires understanding why labor market skills are so strongly 

positively correlated with marital status for black women. Also, why do unmarried black 

women have lower levels of labor market skills than unmarried white women? Answering 

these questions are essential for explaining racial differences in employment. The positive 

relationship between marital status and labor market skills among blacks could be causal 

or a correlation created by a third factor. If the relationship is causal, there are two 

possible directions for the causal order. It could be argued that marital status leads to 

labor market skills. This suggestion runs counter to standard explanations that suggest 

marriage deters the accumulation of labor market skills. Alternatively, it could be argued 

that labor market skills lead to marital status. These arguments suggest either that men 

are more likely now than in the past to consider the earnings potential of a prospective 
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spouse so that women with higher levels of labor market skills are more likely to marry, or 

that the low employment levels of low-skilled black men has decreased the marriage pool 

for low-skilled black women so that, given the tendency toward marital homogamy, black 

women with lower skills are less likely to get married. 

An alternative explanation that views the relationship between marital status and 

labor market skills as a correlation rather than a causal relation involves the efiect of the 

declining rate of marriage on the pool of women in the labor market. Changing trends in 

the relative employment levels of black and white women have taken place at the same 

time as a general downward trend in marriage rates. It seems likely that the fact that 

young unmarried black women are currently much less likely to be employed than young 

unmarried white women is related to the tremendous decline in marriage rates witnessed in 

the past couple decades. Marriage rates have fallen for all women since the late 1960's. 

Given that unmarried white women have historically had higher rates of employment than 

married white women, and married white women have historically been more likely to 

work part-time, the decline in marriage rates since the late 1960's must have altered the 

pool of white women in the labor market relative to the past. Unmarried black women 

may be less likely to work full-time than unmarried white women because the relative, 

rather than absolute, level of unmarried black women's labor market skills has fallen. If a 

third factor is driving the decline in marriage, but is doing so diflferently for black and 

white women such that white women who remain unmarried are those with higher levels 

of labor market skills while black women who remain unmarried are those with lower 



levels of labor market skills, then this third factor would be responsible for the 

employment gap in full-time employment between black and white women, and the 

relationship between marital status and labor market skills would be a correlation rather 

than causal. While this is possible, it is not clear what factor might affect marital trends in 

such a different way for black and white women. 



Table 1 
Risk Ratios for the Eflfects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .922* 

•
 
•
 

o
 

o
 

00 

1.032 

N 4874 4874 4874 

N Censored 1090 3161 2803 

* p< 05, ** p< 01 



Table 2 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .783" .707" .853" 

Age 1.047 .663" 1.707" 

Age-
Squared 

.995" 1.004" .986" 

N 4870 4870 4870 

N Censored 1089 3159 2800 

* p< 05, ** p< 01 



Table 3 
Risk Ratios for the Eflfects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age and Region 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .789'* .731" .844" 

Age 1.050 .664" 1.711" 

Age-Squared .995" 1.004" .986" 

North 1.058 1.117 1.005 

North Central 1.001 1.146 .882 

South .973 .936 .995 

N 4870 4870 4870 

N Censored 1089 3159 2800 

* p<.05, ** p< 01 



Table 4 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age, Region, and Local Labor Market Characteristics 

Employment P-T Employment F-T 
Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .790" .717" .857" 

Age 1.159" .733" 1.891" 

Age-Squared .994" 1.002* .984** 

North .928 .962 .902 

North Central .970 1.070 .888 

South .823" .775" .866* 

Per Capita 
Income 

.988 1.001 .919 

Unemployment 
Rate 

.953" .961" .949** 

% CLF Service 1.049" 1.048** 1.051" 

% CLF Gov 1.009* 1.011* 1.007 

N 4656 4656 4656 

N Censored 981 2983 2654 

* p< 05, p< 01 



Table 5 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age, Region, Local Labor Market Characteristics, 
and Gender Role Attitudes 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .785'* .723" 00
 

o
 • « 

Age 1.155" .734" 1.875" 

A^e-Squared .994" 1.002* .984" 

North .923 .960 .897 

North Central .972 1.068 .890 

South .825" .773" .871 

Per Capita 
Income 

.985 1.001 .974* 

Unemployment 
Rate 

.952" .960** .948" 

% CLF Service 1.049" 1.049" 1.051" 

% CLF Gov 1.008* 1.010 1.006 



Table 5 continued... 

1̂ 1 1̂ — — 
Wife no time for 

employ 
.991 1.040 .948 

Working wife 
more useful 

1.008 .990 1.019 

Inflation 
necessitates 

1.016 .988 1.046 

Traditional roles 
best 

.904" .959 .860** 

N 4656 4656 4656 

N Censored 981 2983 2654 

* p< 05, »* p< 01 



Table 6 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age, Region, Local Labor Market Characteristics, 
Gender Role Attitudes, and Human Capital 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .986 .887 1.072 

Age 1.327" 1.066 1.669" 

Aj^e-Squared .990" .994" .985" 

North .946 .955 .949 

North Central .927 .975 .883 

South .879" 

•
 

o
 

00 

.928 

' "C^ '' ~ 

Per Capita 
Income 

.967" .984 .955" 

Unemployment 
Rate 

.965" .980* .955" 

% CLF Service 1.049" 

t
 

•
 00 o
 1.053" 

% CLF Gov 1.008* 1.009 1.007 
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Table 6 continued... 

Wife no time for 
employ 

1.001 1.055 .960 

Working wife 
more useful 

1.023 .998 1.046 

Inflation 
necessitates 

1.043 1.026 1.068' 

Traditional roles 
best 

.931" .987 .886" 

AFQT 1.004" 1.004" 1.003* 

Experience 1.210" 1.212" 1.211" 

Education 1.009 .980 1.029 

Enrolled, High 
School 

1.583" 3.145" .357" 

Enrolled, 
College 

1.038 1.758" .627" 

N 4656 4656 4656 

N Censored 981 2983 2654 

* p<.05, p<.01 



Table? 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age, Region, Local Labor Market Characteristics, 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .897" 00
 • • 

.945 

Age 1.157" .736" 1.876" 

Age-Squared .994" 1.002* .984** 

North .932 .972 .902 

North Central .982 1.080 .898 

South .859" .809" .902 

Per Capita 
Income 

.983 .999 .973* 

Unemployment 
^te 

.952" .961" .948" 

% CLF Service 1.047" 1.047" 1.049" 

% CLF Gov 1.004 1.007 1.003 



Table 7 continued.. 

87 

p— 1M— 
Wife no time for 

employment 
1.013 1.065 .969 

Working wife 
more useful 

1.021 1.007 1.029 

Inflation 
necessitates 

1.035 1.011 1.063 

Traditional roles 
best 

.935" .996 .886" 

AFQT 1.006" 1.007" 1.005" 

N 4656 4656 4656 

N Censored 981 2983 2654 

• p< 05, ** p< 01 



Tables 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age, Region, Local Labor Market Characteristics, 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .923* 

•
 

•
 00 

.997 

Age 1.210** .750" 2.028** 

Age-Squared .992** 1.001 .982** .992** 

North .948 .975 .930 

North Central .934 1.023 .857* 

South .850** .789** .906 

• 

Per Capita 
Income 

.966** .980 .956** 

Unemployment 
Rate 

.962** .970** .958** 

% CLF Service 1.052** 1.050** 1.055** 

% CLF Gov 1.009* 1.012* 1.008 



Table 8 continued... 

1 
Wife no time for 

employment 
.986 1.038 .943 

Working wife 
more useful 

1.020 1.004 1.030 

Inflation 
necessitates 

1.031 1.003 1.061 

Traditional roles 
best 

.916" .970 .872" 

Experience 1.218" 1.213" 1.225" 

N 4656 4656 4656 

N Censored 981 2983 2654 

* p< 05, ** p<.01 



Table 9 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age, Region, Local Labor Market Characteristics, 
Gender Role Attitudes, and Education 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .771" .692" .845" 

Age 1.212" .989 1.499" 

Age-Squared .993" .997* .988" 

North .914 .926 .915 

North Central .964 1.017 .918 

South .846" .792" .894 

Per Capita 
Income 

.983 1.001 .970* 

Unemployment 
Rate 

.953" .967" .942" 

% CLF Service 1.047" 1.047" 1.050" 

% CLF Gov 1.007 1.008 1.005 



Table 9 continued... 

Wife no time for 
employment 

1.011 1.061 .974 

Working wife 
more useful 

1.009 .981 1.034 

Inflation 
necessitates 

1.022 1.004 1.049 

Traditional roles 
best 

.926** .979 .884" 

Education 1.082" 1.056" 1.099" 

Enrolled, High 
School 

1.700" 3.364" .383" 

Enrolled, College 1.013 1.704" .611" 

N 4656 4656 4656 

N Censored 981 2983 2654 

• p<05, ** p<.01 



Table 10 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age, Region, Local Labor Market Characteristics, 
Gender Role Attitudes, and Welfare Receipt 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .851" .782** .913 

Age 1.174" .748** 1.902** 

Age-Squared .994" 1.002* .984** 

North .896 .934 .866 

North Central 1.001 1.097 .920 

South .797" .748** .840* 

Per Capita 
Income 

.984 .999 .974* 

Unemployment 
Rate 

.949" .957** .945** 

% CLF Service 1.046" 1.046** 1.048" 

% CLF Gov 1.007* 1.010 1.005 



Table 10 continued.. 

• -''I 1 1 
Wife no time for 

employment 
.993 1.042 .951 

Working wife 
more useful 

1.009 .993 1.020 

Inflation 
necessitates 

1.023 .993 1.055 

Traditional roles 
best 

.913" .967 .869" 

Cumulative 
Welfare Receipt 

.924" .923" .924" 
i 

N 4656 4656 4656 

N Censored 981 2983 2654 

* p<.05, •• p<.01 



Table 11 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age, Region, Local Labor Market Characteristics, 
and Gender Role Attitudes for Married Women 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .867* .641" 1.078 

Age 1.400" 1.425" 1.394" 

Age-Squared .991" .991" .991" 

North 
! 

1.133 1.411* .902 

North Central 1.119 1.241 1.000 

South .950 .835 1.044 

Per Capita 
Income 

1.004 1.020 .990 

Unemployment 
Rate 

.960" .975 .947** 

% CLF Service 1.047" 1.070" 1.028 

% CLF Gov 1.017* 1.016 1.017 



Table 11 continued... 

Wife no time for 
employ 

.970 1.034 .913 

Working wife 
more useful 

1.025 1.013 1.037 

Inflation 
necessitates 

1.093* .969 1.232" 

Traditional roles 
best 

.959 .960 .960 

N 1649 1649 1649 

N Censored 348 1031 966 

* p< 05, ** p< 01 



Table 12 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age, Region, Local Labor Market Characteristics, 
and Gender Role Attitudes for Unmarried Women 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .747" .788" .724" 

Age .934 .500" 1.772" 

Age-Squared .998 1.010" .986" 

North .919 .896 .952 

North Central .980 1.071 .904 

South 

•
 

•
 00 

.764* .813* 

Per Capita 
Income 

.963" .977 .953" 

Unemployment 
Rate 

.947" .958" .944** 

% CLF Service 1.052" 1.040* 1.059" 

% CLF Gov 1.007 1.014* 1.003 



Table 12 continued.. — 
Wife no time for 

employ 
1.011 1.037 .982 

Working wife 
more useful 

1.026 1.016 1.019 

Inflation 
necessitates 

1.024 1.057 1.000 

Traditional roles 
best 

O
O

 
00

 
o
 • • 

.951 .825** 

N 2641 2641 2641 

N Censored 348 1602 1387 

* p<.05, ** p< 01 



Table 13 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

for Married Women 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .998 .695" 1.306** 

N 1697 1697 1697 

N Censored 348 1065 980 

• p< 05, ** p< 01 

Table 14 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

for Unmarried Women 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .565** .555** .574** 

N 2694 2694 2694 

N Censored 349 1633 1410 

* p< 05, ** p< 01 



Table 15 
Risk Ratios for the Race CoefiBcient Splitting 

the Sample by Family Structure Variables 

Subsample Employment 
P-T 

Employment 
F-T 

Employment N 

Married Women .998 .695" 1.306" 1697 

Unmarried Women .565** .555" .574" 2694 

Women w/ Kids 1.033 

• • 00 

1.236" 2894 

Women w/o Kids 

• • o
 

00 

.796" .805" 1976 

Married Women w/ 
Kids 

1.056 .721" 1.430" 1431 

Unmarried Women 
w/Kids 

.696" .752" .662" 1121 

Married Women w/o 
Kids 

.719* .561* .822 266 

Unmarried Women 
w/o BCids 

.689" .692" .687" 1573 

Women w/ Kids < 2 1.062 .679" 1.473" 1077 

Women w/o 
Kids <2 

00
 

00
 • • 

.826" .929 3793 

* p< 05, •* p<.01 



Table 16 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age for Married Women 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .911 .641" 1.180* 

Age 1.158 1.116 1.221 

Age-Squared .994" .996* .993" 

N 1697 1697 1697 

N Censored 348 1065 980 

• p< 05, ** p< 01 

Table 17 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age for Unmarried Women 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .720** .770** .690** 

Age .748** .410" 1.409" 

Age-Squared 1.002 1.013" .990** 

N 2694 2694 2694 

N Censored 349 1633 1410 

• p< 05, p< 01 



Table 18 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age and Region for Married Women 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .922 .685** 1.142 

Age 1.169 1.140 1.219 

Age-Squared .994" .995* .993** 

North 1.184 1.466** .946 

North Central 1.041 1.193 .901 

South .968 .854 1.057 

N 1697 1697 1697 

N Censored 348 1065 980 

* p<.05, •• p< 01 



Table 19 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age and Region for Unmarried Women 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .739" .806'* .698** 

Age .745" .408** 1.406** 

Age-Squared 1.002 1.013** .990** 

North .942 .889 .994 

North Central .898 .977 .831* 

South .877* .836 .916 

N 2694 2694 2694 

N Censored 349 1633 1410 

* p<.05, »* p<.01 



Table 20 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age, Region, and Local Labor Market 
Characteristics for Married Women 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .886 .633** 1.132 

Age 1.402** 1.426** 1.402** 

Age-Squared .991** .991** .991** 

North 1.156 1.415* .936 

North Central 1.127 1.250 1.010 

South .955 .837 1.050 

Per Capita 
Income 

1.005 1.020 .990 

Unemployment 
^te 

.960** .975 .947** 

% CLF Service 1.043 1.071** 1.020 

% CLF Gov 1.018* 1.016 1.019 

N 1649 1649 1649 

N Censored 348 1031 966 

» p<.05, p< 01 



Table 21 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age, Region, and Local Labor Market 
Characteristics for Unmarried Women 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .752" .802" .724** 

Age .944 .502" 1.804" 

Age-Squared .998* 1.010" .986" 

North .922 .902 .952 

North Central .970 1.070 .889 

South nil" .768* .800* 

Cbsr. 

Per Capita 
Income 

.967" .979 .958" 

Unemployment 
Rate 

.949" .959" .946** 

% CLF Service 1.053" 1.039* 1.061" 

% CLF Gov 1.008 1.014* 1.004 

N 2641 - 2641 2641 

N Censored 348 1602 1387 

* p<.05, p<01 



Table 22 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age, Region, Local Labor Market Characteristics, 
Gender Role Attitudes, and Human Capital 

for Unmarried Women 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .915 .898 .926 

A«e 1.061 .784" 1.364" 

Age-Squared .994" 1.000 .989" 

North .949 .923 .975 

North Central .941 .974 .920 

South 

•
 

•
 

oo 

.778* .868 

Per Capita 
Income 

.940" .950" .934** 

Unemployment 
Rate 

.955" .971* .944** 

% CLF Service 1.051" 1.040* 1.059" 

% CLF Gov 1.005 1.010 1.002 



Table 22 continued.. 

Wife no time for 
employ 

1.033 1.058 1.012 

Working wife 
more useful 

1.017 1.001 1.028 

Inflation 
necessitates 

1.019 1.059 .986 

Traditional roles 
best 

.904" .977 .853" 

-

AFQT 1.002 1.000 1.004* 

Experience 1.268" 1.269" 1.269" 

Education 1.014 .971 1.034 

Enrolled, High 
School 

1.656" 3.341" .369** 

Enrolled, 
College 

1.102 2.245" .605" 

N 2641 2641 2641 

N Censored 348 1602 1387 

* p<.05, ** p<.01 



Table 23 
Risk Ratios for the Effects of Race on Employment, 
Part-time Employment, and Full-time Employment 

Controlling for Age, Region, Local Labor Market Characteristics, 
Gender Role Attitudes, and Welfare Receipt 

for Unmarried Women 

Employment P-T Employment F-T Employment 

Risk Ratio Risk Ratio Risk Ratio 

Black .812" 

•
 O

O
 00 

.800" 

Age .902 .489" 1.691" 

A^e-Scjuared .999 1.011" .987" 

North .863 .857 .879 

North Central 1.017 1.100 .945 

South .744" .738" .763" 

Per Capita 
Income 

.957" .971 .947" 

Unemployment 
Rate 

.943" .955" .939" 

% CLF Service 1.048" 1.036* 1.055" 

% CLF Gov 1.005 1.013* 1.001 
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Table 23 continued... — 
Wife no time for 

employ 
1.011 1.035 .985 

Worldng wife 
more useful 

1.021 1.014 1.011 

Inflation 
necessitates 

1.027 1.058 1.006 

Traditional roles 
best 

.896" .962 .846" 

Cumulative 
Welfare Receipt 

.893** .913" .880" 

N 2641 2641 2641 

N Censored 348 1602 1387 

* p<.05, *» p< 01 
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Table 24 
Risk Ratios for Race CoeflBcient As Sets of Controls 

Are Added to the Models 

FuU Model Married Women Unmarried Women 

Controls® Emp P-T F-T Emp P-T F-T Emp P-T F-T 

None .922* .800** 1.032 .998 .695'* 1.3,06* .565** .555** .574" 

Age .783** .707** .853** .911 .641** 1.180* .720** .110" .690" 

Region .789** .731** .844** .922 .685** 1.142 .739** .806** .698" 

Labor 
Market 
Char. 

.790** .717** .857** .886 .633** 1.132 .752** .802** .724" 

Gender 
Role Att. 

.785** .723** O
O

 

o
 • •
 

.867* .641** 1.078 .747** .788** .724** 

Human 
Capital 

.986 .887 1.072 .915 .898 .926 

Welfare .851** .782** .913 

•
 

•
 

C
N

 00 

.838* .800* 

• p< 05, ** p< 01 

® Each set of controls is added to the controls listed in the prior rows with the exception 
of welfare. Welfare is added to the models along with controls for region, labor market 
characteristics, and gender role attitudes separately from controls for human capital. 
Controls for both welfare and human capital are added simultaneously to the models in the 
last row. 
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CHAPTER 4 

THE DETERMINANTS OF BLACK AND WHITE WOMEN'S EMPLOYMENT 

Introduction 

The previous chapter examined the racial differences in employment between black 

and white women, and what factors are responsible for creating those differences. The 

models in those chapters assumed no interactions between race and variables in any given 

model, using separate models by marital status to deal with interactions between race and 

marital status. In this chapter, I relax that overly restrictive assumption and explore 

interactions explicitly. This chapter examines the determinants of employment separately 

for black and white women to determine what factors are important in influencing 

employment for black women, and what factors are important in influencing employment 

for white women. We may ask whether different factors are important for black and white 

women, and if so, what these differences indicate about the different locations of black and 

white women in the social structure or labor market. 

As in Chapter 3,1 present the results from three different models. The first model 

examines the effects of various factors on employment (with part-time and full-time 

employment not distinguished). The second model examines the effects of various factors 

on part-time employment. The third model examines the effects of various factors on full-

time employment. I estimate separate models for part-time and full-time employment 

because some factors may have differing or even opposite effects on part-time and full-

time employment. I also present the results for the first model, which does not 
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differentiate between part- and full-time employment in predicting employment, because 

factors which affect part-time and full-time employment in the same direction may achieve 

significance in the model predicting employment but not in the separate models for part-

time and full-time employment. In estimating separate models for part-time and full-time 

employment I am testing a competing risks model for employment. During spells of 

nonemployment, women are at risk of either part-time or full-time employment. While a 

woman may move from part- to full-time employment or vice versa, I consider only those 

cases where there is a movement fi-om nonemployment to part- or full-time employment. 

Thus, once a woman becomes employed part- or full-time, she is no longer at risk for 

either type of employment. Thus, part-time employment and full-time employment are 

competing risks for women who are not employed. In the statistical calculation of the 

separate models for part-time and full-time employment, this means that full-time 

employment spells are treated as censored cases in the model predicting part-time 

employment and part-time employment spells are treated as censored cases in the model 

predicting full-time employment. 

Table 25 presents the results for six models estimating the hazard of employment, 

part-time employment, and full-time employment separately for black and white women. 

The results indicate that there are both similarities and differences in what factors are 

important influences on employment for black and white women. For instance, the family 

structure variables affect black and white women's employment differently. In other 

words, the family structure variables interact with race in some of the models. Identical 
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models to those presented in Table 25 but also adding an interaction term between race 

and each of the variables were estimated to determine which of the variables interact with 

race. A superscripted "A" next to the risk ratio indicates that the variable interacts with 

race, and therefore, that the risk ratios for black and white women are significantly 

different fi-om one another. When the risk ratios for black and white women are not 

significantly different fi-om one another, this indicates that the effect of that variable is 

better indicated by a pooled model. Therefore, in such cases, I will refer to the results 

fi"om a pooled model in which black and white women are pooled into one model, and all 

significant interaction terms are included. 

Region and Employment 

The results for the region variables in Table 25 indicate that theories about the 

effects of economic restructuring do not help explain employment levels for women. 

Theories about the effects of economic restructuring suggest that service jobs have grown 

at an accelerated rate in the west relative to other regions. If this were true and it 

significantly increased the supply of jobs for women living in the west, we would expect 

the risk ratios for the region variables in Table 25 to be significantly less than 1. This 

would indicate that women who live in regions other than the west (the omitted category) 

have a lower hazard of employment than women who live in the west. However, the 

majority of the coefiBcients for the region variables are not significant. Rather, the only 

significant coefiBcients are those for the South in the part-time model for white women, 

and the North and the South in the model for employment for black women. However, 
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the risk ratios for black and white women are not significantly different for any of these 

effects. This indicates that we should look at a pooled model to determine the effects of 

living in the South and the North on women's employment. Throughout the remainder of 

the chapter, I will refer to the results fi-om the pooled model (not shown) when the risk 

ratio is significant in only one of the black or white models, but the risk ratios in the two 

models are not significantly different fi^om one another. If the effect is significant in the 

pooled model, I will assume it was the smaller number driving the nonsignificance in the 

single group model, and will interpret the effect as significant for both groups. The pooled 

model indicates that living in the South as opposed to the West lowers the hazard of part-

time employment for black and white women. There is no strong evidence to indicate that 

living in regions other than the west deters employment among black or white women, and 

therefore, that the effects of economic restructuring affect employment levels for women. 

Rather it appears that living in the South deters part-time employment relative to other 

regions for both black and white women. This suggests either that women living in the 

South have a disposition towards working part-time less than women living in other 

regions, or that the availability of part-time employment is lower in the South than in other 

regions. Since it would be hard to imagine why women living in the South would have a 

lower disposition towards working part-time than women in other regions but a similar 

disposition about working full-time, it is more likely that part-time employment may be 

less available in the South than other regions. 
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Local Labor Market Characteristics and Employment 

The results in Table 25 indicate that local labor market characteristics are an 

important influence on women's employment. Thus, the social and economic envirormient 

that women operate in affects their choices about employment. Per capita income in the 

county decreases the hazard of black and white women's full-time employment. For an 

increase of one thousand dollars in the per capita income of one's county, the hazard of 

black and white women's full-time employment decreases by 5 percent. This means that 

living in a county with a higher average income per person deters full-time employment for 

women. One possible explanation for this could be the influence of husband's income on 

employment. If women whose spouses make more money are less likely to seek 

employment, then, in a model such as that in Table 25 that does not control for spouse's 

income, living in a county with a higher average income per person could appear to deter 

women's employment, simply because women living in a county with a higher average 

income per person would, on average, have spouses with a higher income than women 

living in other counties. To test this explanation. Table 26 presents models analogous to 

those in Table 25 except that a variable measuring spouse's wage is added to the models. 

Were spouse's wage responsible for the eflfea of per capita income on women's 

employment, we would expect the addition of this measure to eliminate the significant 

effect of per capita income on women's employment. Table 26 shows that when a 

measure of spouse's wage is added to the models, per capita income remains a significant 

influence on women's employment, and the magnitude of the effect changes very little. 
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This suggests that another explanation is required to explain the effects of per capita 

income on women's employment. 

The risk ratios showing the effects of the unemployment rate in the county and the 

percent of the civilian labor force in a county which is employed in government jobs are 

not significantly different in the black and white models. The pooled models indicate that 

the unemployment rate in the county decreases the hazard of part- and full-time 

employment for both black and white women while the percent of the civilian labor force 

in the county employed by the government increases the hazard of employment for black 

and white women. An increase of one percent in the unemployment rate of one's county 

decreases part-time employment by 2 percent and full-time employment by 5 percent for 

black and white women. Consistent with expeaations, this suggests that living in a county 

in which the labor market is tight and many people are unable to find work makes it more 

difficult for women to find employment relative to women living in counties with a more 

slack labor market. Thus, living in a location with a "bad" local economy hinders women's 

employment. The positive effect of the percent of the labor force employed by the 

government in the model for employment suggests that there is a positive effect on both 

part- and full-time employment that does not achieve significance in separate models for 

part- and full-time employment. An increase of one percent in the percent of the labor 

force employed by the government increases the hazard of employment by seven-tenths of 

a percent for black and white women. Thus, the availability of government jobs does help 

black and white women's employment, although the effect is very small. Living in a 
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county with a higher percent of the civilian labor force employed in the services increases 

the hazard of part- and full-time employment for both black and white women. The effect 

is significantly different for black and white women in the model for employment, 

indicating that black women benefit significantly more than white women fi-om the 

presence of service-sector employment. An increase of one percent in the percent of the 

civilian labor force in the county employed in the services increases the hazard of part- and 

full-time employment for black and white women fi-om 3 to 8 percent. This is consistent 

with expectations that the availability of service industry jobs will increase women's 

employment given that the service industry makes use of a high proportion of female 

workers. Therefore, women who seek employment in local economies with a higher 

percentage of service industry jobs are more likely to obtain employment. Thus, local 

labor market characteristics do offer opportunities and constraints for women's 

employment even though, as we saw in the previous chapter, they do not contribute to 

explaining racial differences in employment. 

Gender Role Attitudes and Employment 

Table 25 shows that many of the risk ratios for gender role attitudes are not 

significant. However, most of the risk ratios which are significant are consistent with 

expectations about the effects of gender role attitudes. The results fi-om the pooled model 

show that holding a belief that traditional gender roles are best does significantly reduce 

the hazard of full-time employment for both black and white women. This is consistent 

with expectations that women who hold more traditional attitudes about gender would be 
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less likely to work for pay. Holding the belief that inflation necessitates the employment 

of wives significantly increases the hazard of full-time employment for black and white 

women. This is also consistent with expectations that more progressive attitudes about 

gender will encourage employment among women. However, holding the belief that a 

woman belongs in the home increases the hazard of full-time employment for black 

women, but does not affect the hazard of full-time employment for white women. This is 

inconsistent with predictions that holding more traditional attitudes about gender reduces 

the likelihood of employment. More consistent with expectations, white women who hold 

this belief have a lower hazard of part-time employment while black women's hazard of 

part-time employment is not affected by this attitude. Thus, there is some evidence that 

holding more progressive attitudes about gender leads to greater employment among 

women, whereas holding more traditional attitudes deters women's employment. 

Human Capital and Employment 

Table 25 indicates that all of the human capital indicators are important influences 

on women's employment. Past labor market experience affects employment differently for 

black and white women. Past labor market experience increases the hazard of part- and 

full-time employment for both black and white women. However, the effect of past labor 

market experience on both part- and full-time employment is significantly larger for black 

women than white women. An additional year of experience increases the hazard of part-

and full-time employment by about 44 percent for black women and about 18 percent for 

white women. Thus, black women are significantly more likely to be employed both part-
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and fiiil-time than white women for each additional year of experience. 

This suggests that employers view past labor market experience as evidence either 

that a potential employee will be more reliable and productive given that she has held 

previous jobs, or that a potential employee has acquired more "on-the-job" skills in past 

employment that will contribute to the current job. It is less clear why the returns to past 

labor market experience are so much larger for black than white women. This may be an 

indication of the racial discrimination that black women face in the labor market. If 

employers' assumptions about black women as potential workers are negative unless 

presented with "evidence" to the contrary in the form of some sort of credential such as 

past labor market experience, the returns that black women receive for holding such 

credentials may be fairly large, especially relative to white women who are not subject to 

stereotypes in which they are perceived as "poor" workers in the absence of "evidence" to 

the contrary. 

Being currently enrolled in high school affects employment differently for black 

and white women, while being currently enrolled in college affects black and white women 

similarly. Being enrolled in high school increases the hazard of part-time employment for 

white women by about 393 percent but only about 108 percent for black women. Being 

enrolled in high school decreases the hazard of full-time employment for black women by 

about 80 percent and white women by about 53 percent. Being enrolled in college 

increases the hazard of part-time employment for both black jmd white women, but 

decreases the hazard of full-time employment for both. 
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It is clear why being enrolled in high school would increase the hazard of part-time 

employment for women while decreasing the hazard of full-time employment. Enrollment 

in high school would make it very diflBcult to hold down a full-time job. However, time 

constraints would more easily allow for a part-time job. In addition, the majority of high 

school students are not solely responsible for their own financial support and therefore, 

part-time employment is typically suflScient for their financial needs. However, it is less 

clear why the hazard of part-time employment for young white women in high school is so 

much larger than that for young black women in high school. This may also be an 

indication that black women are facing discrimination in the labor market at a very young 

age, making it more diflBcult for them to obtain part-time employment while in high 

school. Similarly, the time constraints associated with enrollment in college would make 

working a full-time job diflBcult. However, the reduced hours of part-time employment 

would make working part-time compatible with the time constraints of college. 

AFQT (Armed Forces Qualifying Test) affects employment similarly for both black 

and white women. AFQT increases the hazard of part- and full-time employment for 

black and white women. This indicates that aspects of prior instruction that are not 

captured in the other human capital measures, such as the quality of one's education, the 

types of courses taken in school, access to learning materials while young, and one's home 

environment while growing up, increase the likelihood of employment for black and white 

women. This explanation suggests that potential employers are somehow able to assess 

these skills in job applicants. Education increases the hazard of employment for black 
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women, but the effect is small. Education does not affect white women's employment. 

Thus, education does not appear to be an important influence on women's employment. It 

may be that education is important in determining the quality of employment (the wage 

level and level of skill associated with a job) that a woman can get, but not whether or not 

a woman becomes employed. The existence of low-wage, low-skilled jobs suggests 

employment opportunities are available to women with less education. 

Family Structure and Employment 

Table 25 shows that all of the family structure measures affect employment 

differently for black and white women. The hazard of full-time employment for married 

white women is 85 percent of the hazard for unmarried white women while the hazard of 

full-time employment does not differ for married and unmarried black women. Similarly, 

the hazard of part-time employment for married white women is 163 percent of the hazard 

of part-time employment for unmarried white women while the hazard does not differ for 

married and unmarried black women. The hazard of employment for married black 

women is somewhat higher than that for unmarried black women in the model for 

employment. This suggests that there is a slight tendency for marriage to increase the 

hazard of employment for black women which is not large enough to be significant in the 

separate models for part- and full-time employment. This indicates that some sort of 

sorting process by marital status is now occurring which affects employment for black 

women, actually making married black women more likely to become employed than 

unmarried black women. A sorting process also occurs for white women, but one in 
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which unmarried white women are more likely to become employed full-time than married 

white women, and married white women are more likely to become employed part-time 

than unmarried white women. The greater hazard of part-time and lower hazard of full-

time employment for married women among white women is consistent with ideas that 

married women have less of an economic need for employment and potentially more 

familial constraints, aside fi-om those associated with children, on employment than 

unmarried women. The greater hazard of employment for married women among black 

women is contrary to these sorts of expectations. 

A larger number of kids increases the hazard of part-time employment for black 

women but does not affect the hazard for white women. This is contrary to expectations 

that larger numbers of children serve as a deterrent to employment. It is also contrary to 

past research which has found that greater numbers of children deter employment among 

white women. However, it is consistent with past research which has shown that children 

do not deter employment among black women. Having a very young child decreases the 

hazard of part-time employment for black women, but does not affect the hazard of part-

time employment for white women. However, having a very young child decreases the 

hazard of full-time employment for white women, but does not affect the hazard of full-

time employment for black women. Given that having a very young child is more 

demanding of a mother's time, we would expect the presence of a very young child to 

deter full-time employment for certain, and possibly to deter part-time employment as 

well, although not as much. Thus, it is not clear why young children do not deter full-time 
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employment among black women, but do deter part-time employment among black 

women. 

Welfare Receipt ami Employment 

The risk ratios in Table 25 for past welfare receipt indicate that the coefiBcients are 

not significantly different for black and white women. The pooled model indicates that 

past welfare receipt deters part- and full-time employment among black and white women. 

While human capital measures are held constant, this effect may be due to other 

unmeasured characteristics that select women into welfare, such as physical disabilities, or 

the time constraints associated with caring for sick or elderly relatives. Oliker (1995) has 

documented the disruptive influence that caring for poor relatives has on the work 

commitments of welfare recipients. My models do not contain measures that control for 

the level of involvement a woman has in caring for relatives. Since this is correlated with 

past welfare receipt, the coefiBcient for past welfare receipt will pick up any aflfects of 

involvement in caring for relatives on employment. It may then appear as though past 

welfare receipt deters women's employment, when in reality it is welfare recipients' 

greater involvement in kin obligations that deters their employment. Alternatively, others 

have argued that being on welfare atrophies recipients' social networks such that 

recipients do not have ties to employed adults that can be a source of information about 

job opportunities. Others have also suggested that long-term welfare receipt destroys the 

work ethic of those receiving welfare by teaching them that they can receive benefits 

without working. I consider prior diJBferences between black and white women in 
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unmeasured characteristics which lead to welfare, such as physical disabilities or the time 

constraints associated with caring for sick or elderly relatives, to be the most reasonable 

explanation for the efifects of past welfare receipt on the employment of black and white 

women. 

Conchision 

The results in this chapter indicate that both black and white women's employment 

is affected by their social and economic environments and by their acquired skills. Aspects 

of women's social and economic environment serve to hinder or encourage employment. 

"Pull" factors associated with the economic environment include a low unemployment rate 

and the availability of jobs historically open to women, those in the service sector. When 

the economic environment provides opportunities for women, women are more likely to 

become employed. This indicates that policy that focuses on improving the general state 

of the economy will also be beneficial to women's employment. In addition, policy that 

focuses specifically on creating more job opportunities for women would also benefit 

women's employment. Policies directed at opening up traditionally male jobs to women 

would be particularly helpfiil given the effect that the availability of service-sector 

employment has on women's employment. I consider the efifects of past welfare receipt 

on women's employment to be evidence of the importance of one's social environment for 

employment. While I do not have direct evidence supporting this, I believe the most 

reasonable explanation for the larger effects of past welfare receipt on black than white 

women's employment involves the influence of unmeasured aspects of black women's 
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social environment. Particularly, it is likely that past welfare receipt is picking up the 

effects of one's embeddedness in kin networks that have a disruptive effect on 

employment. This suggests that policies directed at providing care for those who cannot 

afford to pay for these services, and/or policies directed at reducing the level of poverty 

experienced in this country will have beneficial affects on women's employment. 

The skills that women acquire are also an extremely important influence on their 

employment. The effects of past labor market experience, AFQT scores, and enrollment 

in school indicate that acquiring certain skills and qualifications helps women's 

employment. Having more past labor market experience and higher AFQT scores, which I 

interpret as a measure of the quality and type of past instruction, benefits women's 

employment. One might conclude fi^om this that women who do not have high levels of 

these traits have made choices not to acquire skills that are beneficial to employment and 

are therefore responsible for diflBculties they experience in gaining employment. However, 

both past labor market experience and AFQT scores most likely represent a large 

component that is influenced by a woman's social and economic environment. AFQT 

scores pick up the quality of instruction received at school, the types of courses taken in 

school, and the quality of instruction available in one's home and informal environment. 

Much of this occurs as youths are growing up, and thus does not represent a simple 

outcome of the choices of the individual. Similarly, while past labor market experience is 

affected by the choices an individual makes about employment, the environmental 

constraints that a person faces in gaining employment also affect the accumulation of labor 
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market experience. Thus, the effects of the human capital measures cannot be interpreted 

as simply an outcome of individual choices, although individual choice may play some 

role. This suggests that policies can help women acquire certain skills that will be 

beneficial to women's employment. Policies that help women gain entrance into jobs 

traditionally not available to women will not only help women's employment directly, but 

also indirectly through then* effect on the accumulation of labor market experience. In 

addition, policies directed at improving the quality of instruction available to all students, 

as well as the resources available to poor homes for extracurricular activities that 

contribute to learning, will ultimately benefit women's employment. 



Table 25 
Risk Ratios for Models Predicting Employment, 

Part-time Employment, and Full-time Employment 
for Black and White Women 

Black Women White Women 

Employ 
P-T 

Employ 
F-T 

Employ Employ 
P-T 

Employ 
F-T 

Employ 

Risk 
Ratio 

Risk 
Ratio 

Risk 
Ratio 

Risk 
Ratio 

Risk 
Ratio 

Risk 
Ratio 

Age 1.160^ .819'' 1.650" 1.518"^ 1.231*" 1.890" 

Age-Squared .992" .999 .985" .987"'' .991"" .983" 

North .794* .754 .858 1.025 1.132 .932 

North Central 1.003 .920 1.084 .954 1.065 .849 

South .789* .777 .803 .889 .750" 1.026 

Per Capita 
Income (lOOO's) 

.957" .982 .939" .968" .984 .954" 

Unemployment 
Rate 

.962" .979 .955" .962" .978* .950" 

% CLF Service 1.076"^ 1.072" 1.079" 1.035"'' 1.044* 1.030* 

% CLF Gov 1.003 1.005 1.004 1.010* 1.011 1.009 



127 

Table 25 continued... 

—i m 
Woman in 

home 
1.113*'' 1.055 1.169**'' .932" .866**" 1.001 " 

Wife no time 
for employ 

1.027 1.034 1.025 .993 1.099 .905 

Working 
wife more 

useful 

.999 .954 1.033 1.040 1.031 1.052 

Inflation 
necessitates 

1.038 1.090 1.010 1.038 .983 1.083 

Traditional 
roles best 

.907* 1.031 .819** .984 1.025 .945 

ftl H it H H 
AFQT 1.003 1.000 1.004 1.004** 1.004** 1.003* 

Experience 1.445** 1.443**'' 1.445**^ 1.179**" 00
 • • 

h-»
 

00
 • •
 

>
 

Education 1.021* .971 1.050 .997 
r 

.992 1.002 

Enrolled, 
H.S. 

1.000^ 2.078** .199**-^ 2.191**" 
1 

4.931**" .470**" 

Enrolled, 
College 

1.057 2.131** .585** 1.070 1.901** .624** 
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Table 25 continued... 

'•V liî Ĵ'̂ -;',- ''V-^ > 'J.'^>' ^ i'\ 'I'" 
Aysy,WA-z«v,yS>N^.'yyv<^ 

v̂̂ }«s v"sTi7i-

S^cSSSfSSSSSSw: 

 ̂••.v;̂ .';->ŝ .̂ AV.'A;»̂ '«<̂ .r.:̂  {•.VAV/̂ V.nva.V̂ .V-VX:?.'-'̂  ?;V.' r ,ss' ••- - - -  ̂ < h "c -̂....-x..̂ .̂. J .̂ v .y-̂ .-:.l..X/..̂ ..orti-J S.w5 

•" "•  ̂ "  ̂  ̂ V.:v. A.}.%>%vs > 

' --1^-? 
L' ^ ;A> 
) '* '> s -;r- -i < ^ ^^'s•' '7->;>v^S i,A. ̂   ̂  ̂ -•/ars-

Mamed 1.159 1.629 

1.184 1.006^ N of Kids 

1.034^ Kid < 2 yrs 

Cumulative 
Welfare 

N Censored 

Indicates that the coeflScients for black and white women are significantly different at the 
.05 level for a two-tailed test. 
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Table 26 
Risk Ratios for Models Predicting Employment, 

Part-time Employment, and Full-time Employment 
for Black and White Women Adding Spouse's Wage 

B lack Women White Women 

Employ 
P-T 

Employ 
F-T 

Employ Employ 
P-T 

Employ 
F-T 

Employ 

Risk 
Ratio 

Risk 
Ratio 

Risk 
Ratio 

Risk 
Ratio 

Risk 
Ratio 

Risk 
Ratio 

Age 1.163 .822 1.652** 1.524**'^ 1.239*'^ 1.885** 

Age-Squared .992" .999 .985** .987**'^ .991**'^ .983** 

North .790* .747^ .855 1.023 1.129'^ .934 

North Central .999 .915 1.081 .949 1.052 .851 

South .784* .771 .799 .886 .747** 1.028 

B V 
Per Capita 
Income 

.956" .982 .938** .966" .980 .955** 

Unemployment 
^te 

.963'* .979 .956** .963** .978* .950** 

% CLF Service 1.077'*^ 1.073** 1.080** 1.035** A 1.043* 1.030* 

% CLF Gov 1.003 1.005 1.004 1.010* 1.011 1.009 



Table 26 continued.. 

iW— H 
Woman in 

home 
1.117'^ 1.061 1.172**'^ .932 .866**^ 1.001 " 

Wife no time 
for employ 

1.026 1.032 1.024 .989 1.087 .906 

Working wife 
more useful 

1.000 .955 1.034 1.040 1.028 1.052 

Inflation 
necessitates 

1.039 1.092 l.Oll 1.041 .988 1.082 

Traditional 
roles best 

.905* 1.029 .818** .986 1.032 .945 

H 
AFQT 1.003 1.000 1.004 1.004** 1.004** 1.003* 

Experience 1.445"^ 1.444**^ 1.446**^ 1.178**^ 1.176**'' 1.185**" 

Education 1.020 .970 1.050 .996 .988 1.003 

EnroUed, H.S. .996 ^ 2.066** ^ .198**'^ 2.182**'' 4.884**^ .47 r*" 

Enrolled, 
College 

1.055 2.122** .585** 1.071 1.906** .624" 

= ill n H n H 
Married 1.129 1.061 ^ 1.160-^ 1.095 1.576**'' 

<
 00 

Spouse's Wage 1.003* 1.004* 1.002 1.002 1.003** .999 

N of BCids 1.046 1.184**^ .954 .983 .999^ .975 

Kid < 2 vrs .901 .739*^ 1.014^ .872* 1.027" .742"" 
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Table 26 continued... 

1 m ipiH 
Cumulative 

Welfare Receipt 
.959** .951* .962 .973 .980 .973 

N 1820 1820 1820 2836 2836 2836 

N Censored 373 1224 969 608 1759 1685 

Indicates that the coeflBcients for black and white women are significantly different at the 
.05 level for a two-tailed test. 
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CHAPTERS 

CONCLUSION 

The previous chapters have focused on explaining the determinants of women's 

employment and the race gap in employment. Chapter 4 indicated that a number of 

factors contribute to women's employment, although not all of these fectors were found in 

chapter 3 to contribute to the race gap in employment. Many of the factors that have 

traditionally been considered to be key determinants of women's employment, such as 

family constraints, no longer hold much influence over women's employment. Women's 

employment is increasingly influenced by the same factors that are important in 

determining men's employment. Chapter 3 revealed that the race gap in employment 

varies by part- and full-time status. A race gap in part-time employment exists for both 

married and unmarried women; black women's hazard of moving into part-time 

employment from nonemployment is lower than that of white women. However, the 

important feature of the race gap in full-time employment is that a race gap occurs only 

within marital status categories. Of extreme importance is the fact that unmarried black 

women have a much lower hazard of employment than urmiarried white women. 

Explaining the correlation of marital status with the race gap in employment is central to 

understanding the implications of the race gap in employment. Thus, three questions are 

central to this work: What factors influence women's employment? What explains the 

race gap in women's employment? Why is black women's disadvantage in fiill-time 

employment so much larger among unmarried women? 
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Economic Restructuring 

The effect of living in a particular region on women's employment does not 

support theories of the effects of economic restructuring. Living in the North lowers the 

hazard of employment for black women. However, overall, living in the North and North 

Central regions of the country does not have a detrimental effect on women's employment 

relative to women living in other regions of the country. Rather, there is more evidence 

that the employment of women who live in the South is somewhat lower than the 

employment of women living in the West. Living in the South lowers the hazard of 

employment for black women and the hazard of part-time employment for white women. 

Theories about the effects of economic restructuring are about the relative decline of 

manufacturing jobs in the North and North Central regions of the country compared to the 

tremendous growth of service industry jobs in the West, and the consequences of this for 

employment. If these effects of economic restructuring had significant consequences for 

women's employment, we would expect women living in the North and North Central 

regions of the country to experience lower hazards of employment than women living in 

the West. However, the most consistent effects of region on women's employment 

involves a decreased hazard of employment in the South relative to the West. Thus, if 

these regional effects of economic restructuring have occurred, they do not appear to have 

had strong consequences for women's employment. 
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Another possible consequence of the effects of economic restructuring on women's 

employment was discussed. Esping-Anderson (1990) has suggested that economic 

restructuring has resulted in a tremendous growth of private-sector service jobs in the 

U.S. If this is true, and black women have benefitted in the past fi-om public-sector 

employment as Higgonbotham (1987) has argued, the growth of service jobs may benefit 

white women's employment today more than black women's employment. We would see 

this as a significantly more positive effect of the percent service-sector employment in a 

county on white women's employment than on black women's employment. This would 

indicate that among women who live in counties with a higher percentage of service sector 

employment, white women benefit more than black women fi-om the greater availability of 

service-sector jobs. However, while both black and white women benefit fi-om living in 

labor markets with a high percentage of service-sector jobs, black women actually benefit 

more from the availability of service-sector jobs than white women. Thus, there is no 

evidence that the effects of economic restructuring has disadvantaged the employment of 

black women due to the growth of private-sector service employment. 

However, the percent of service-sector employment in a county is not the best 

measure for determining the effect of the growth of private, service-sector employment on 

black women's employment. Higgonbotham's argument about black women's greater 

access to public-sector employment has focused on black women's greater access to 

professional jobs in public-sector employment. The measure of the percent of service-

sector employment in a labor market used here does not distinguish between professional 
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and non-professional jobs. Given that a large amount of the growth in private-sector 

service employment has been in lower-skilled, non-professional jobs, any negative effects 

of the growth in professional private-sector service employment on black women's 

professional employment would be unlikely to show up with our measure of service-sector 

employment. Thus, black women may benefit fi-om access to non-professional service-

sector employment, but not professional service-sector employment. It would be useful to 

have a measure that distinguishes between professional and non-professional service 

sector employment to tease apart these effects. However, without such a measure, there 

is no evidence that economic restructuring has impacted women's employment in general, 

or affected black women's employment more harshly than white women's. 

Given that theories of economic restructuring do not help to explain women's 

employment, they also caimot account for any of the race gap in women's employment. 

However, if black and white women are distributed differently by region, which we know 

they are, any effects of region on employment could contribute to explaining the race gap 

in employment among women. However, the effects of region contribute a negligible 

amount to explaining the overall race gap in part-time employment and the race gap in 

full-time employment among unmarried women. Thus, regional variations in residence are 

not important for explaining black or white women's employment, nor are regional 

variations in residence by race important for explaining the race gap in employment. 
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Opportunities and Constraints of the Local Environment 

A number of features of the local labor market may present opportunities or 

constraints for employment. What evidence is there that the labor market one lives in 

affects the hazard of employment? Living in an area with a higher unemployment rate and 

a higher per capita income lower the hazard of employment, particularly full-time 

employment, for black and white women. A higher unemployment rate would indicate 

that there are less job opportunities. Thus, women find it more difiBcult to obtain 

employment in an environment with less job opportunities. A higher percent of service-

sector employment in a labor market increases the hazard of employment for both black 

and white women. Given the high proportion of female labor in service-sector 

employment, women who live in an environment with a higher percentage of service-

sector employment find it easier to obtain jobs than women in labor markets with a lower 

percentage of service-sector jobs. Thus, net of their skills and other characteristics, 

women's employment is affected by their economic environment. This indicates that 

employment outcomes are partly the result of demand side factors that faU more under the 

control of public policy. 

While local labor market characteristics are an important influence on both black 

and white women's employment, their effects contribute nothing towards explaining the 

race gap in employment. This implies that black women are not disadvantageously 

situated in labor markets that discourage employment. Black women must be situated in 

environments that encourage employment to an equal or greater degree as those in which 
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white women are situated. Thus, we cannot explain the lower hazard of employment 

among black women by claiming that they live in more "disadvantaged" areas relative to 

employment opportunities. 

This suggests that public policy directed at improving the state of the economy can 

be an effective means for increasing women's employment by providing more job 

opportunities, but cannot affect the race gap in employment that exists between black and 

white women. It stands to reason that policy that improves economic conditions, for 

instance, by reducing the level of unemployment, will improve the conditions for women's 

employment as weU as those for employment in general. However, given the particular 

obstacles that women face in the labor market, policy that focuses on providing 

employment opportunities specifically for women will likely benefit women more. We 

have seen that when job opportunities are available in sectors that have traditionally 

employed women, women are more likely to be employed. Thus, opening up 

opportunities in sectors that have traditionally not employed many women should be of 

tremendous benefit to women's employment. Policies directed at eliminating the difSculty 

women have in obtaining employment in traditionally male jobs and policies directed at 

hiring discrimination in general would be an effective means for improving the economic 

environment within which women seek job opportunities. 

Gender Role Attitudes 

The evidence that gender role attitudes affect women's employment is not strong. 

Most of the indicators do not significantly affect employment for black or white women. 
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However, the few indicators that affect women's employment usually do so in the 

expected direction. (There is one exception for black women in the full-time model.) 

Thus, the evidence that attitudes about gender roles affea women's employment is weak 

at best. This may be an indication that women are often times constrained to act in ways 

not consistent with their attitudes, so that attitudes are not particularly important 

predictors of behavior. Or it may indicate that attitudes are formed in response to 

decisions about how to behave so that attitudes fall in line with decisions after they are 

made, making earlier attitudes nonpredictive, as was found here. The social psychological 

literature continues to debate the issue of the causal direction between attitudes and 

behavior. The important point to note here is that, if attitudes do influence behavior, the 

weak relationship between attitudes and women's later employment indicated by the 

results suggests that women's economic behavior is constrained to a significant degree. 

This could operate in either of two directions. Women who would prefer to obtain 

employment may face constraints that impede them fi-om doing so. Alternatively, women 

who would prefer not to work in the paid labor force may face constraints that push them 

into employment. Either of these factors would serve to weaken the relationship between 

attitudes and employment behavior. 

Gender role attitudes contribute nothing towards explaining the race gap in 

employment. This suggests that gender role attitudes have little or no influence on 

women's employment, that race differences in gender role attitudes are trivial or 

nonexistent, or that black women hold gender role attitudes on average that are more 
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advantageous to employment than the gender role attitudes that white women hold. 

Regardless, racial differences in gender role attitudes do not explain the race gap in 

employment. 

Human Capital 

The majority of the human capital measures are important influences on women's 

employment. Higher AFQT scores and levels of experience increase the hazard of part-

and full-time employment for black and white women. Being currently enrolled jn high 

school or college increases the hazard of part-time employment and decreases the hazard 

of full-time employment for black and white women. The effect of experience indicates 

that prior labor market experience helps women obtain employment, although the effect is 

much greater for black women than white women. Thus, it appears that prior labor 

market experience signals to prospective employers that job candidates possess some 

desired skill, whether it is skills specific to the job, past job training, or a positive 

disposition towards work. For some reason which is not entirely clear, prior labor market 

experience operates as an even stronger indicator to employers for black women than 

white women. While education is not a particularly important influence on women's 

employment, the effects of AFQT indicate that aspects of prior instruction, such as the 

quality of one's schooling, the types of courses taken in school, and the informal 

instruction available in one's home environment, are an important influence on women's 

employment. Given that AFQT scores are likely the result of a combination of past formal 

and informal instruction, opportunities for both formal and informal instruction likely 



contribute to women's employment. The lack of an effect of education may be an 

indication that education is important in determining wage levels, but not so important in 

determining employment. The existence of a large pool of low-skilled jobs suggests that 

employment opportunities exist for women at lower levels of education. Thus, education 

may be important in distinguishing the quality of employment that one is able to obtain, 

such as the wage and skill level, but not in whether or not one is able to obtain 

employment. 

The effect of enrollment status, in high school or college, on women's employment 

is not surprising. Being enrolled in school makes it extremely diflBcuIt to hold down a fiiU-

time job at the same time. However, most students need to work to provide some income, 

and working part-time is more compatible with a school schedule. What is of interest 

about the effect of enrollment status is that enrollment status in high school interacts with 

race. While being enrolled in high school increases the hazard of part-time employment 

for both black and white women, the hazard of part-time employment for white women is 

increased by significantly more than the hazard of black women. Similarly, while being 

enrolled in high school decreases the hazard of full-time employment for both black and 

white women, the hazard of full-time employment for white women is decreased by 

significantly less than the hazard of black women. This effect of being enrolled in high 

school on the employment of black and white women may very well be the first signs of 

the eventual disadvantage in past labor market experience that black women experience 

relative to white women. While this interpretation is speculative given that the effect of 
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being enrolled in high school for black women is relative to other black women who are 

not enrolled in high school rather than relative to white women enrolled in high school, it 

is possible that these results indicate that young black women in high school are already 

experiencing lower hazards of both part-time and full-time employment than white 

women. This has implications for the relative levels of labor market experience that black 

and white women accumulate. If young black women are already falling behind in 

accumulating labor market experience in high school, at least some of the disadvantages 

that black women face in the labor market start very early on. It is likely that a good 

portion of the differential in employment experience at this young age is due to 

discrimination against black women since high school students have not had much of an 

opportunity to distinguish themselves from one another in the labor market. Given that 

labor market experience helps future employment, the differential effect of enrollment 

status in high school may signal much more ominous implications for the race gap in 

employment as black and white women age. The effect of a differential in employment 

experience that starts at such a young age is likely to snowball throughout the course of 

these young women's lives. Indeed, Chapter 3 indicated that race differences in experience 

contribute a significant amount towards explaining the race gap in part-time employment 

and the race gap in full-time employment among unmarried women. 

Human capital also plays a major role in explaining race differences in the hazard 

for part- and full-time employment. The majority of the overall race gap in part-time 

employment and the race gap in full-time employment among unmarried women is 
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explained by racial differences in human capital. It is racial differences in the average 

levels of past labor market experience, AFQT scores, and school enrollment that explain 

most of the race gap in both cases. This suggests that black women have lower average 

levels of labor market experience and AFQT scores than white women given that labor 

market experience and AFQT positively affect employment. It also suggests that 

unmarried black women have lower average levels of labor market experience and AFQT 

scores than unmarried white women, given the contribution of these to the gap in full-time 

employment between urunarried black and white women. 

As noted above, the discrepancy in labor market experience between black and 

white women appears to start at a very young age. Given the positive effect that past 

labor market experience has on women's employment, this initial difference can only be 

compounded as women age and continue to participate in the labor force. This in 

conjunction with the obstacles black women face in employment throughout their lives 

likely results in the race difference in past labor market experience. Many of the obstacles 

that black women face in obtaining employment probably result from early discrimination 

in the labor market. Aspects of black women's social environments may also present 

obstacles to employment for black women, such as kin obligations that impede work 

commitments. The discrepancy in AFQT scores between black and white women suggests 

that black women on average have access to lower quality education, school courses that 

are not as beneficial to future employment, and/or less extracurricular instruction at home. 

The level of residential segregation that exists in the U.S. suggests that to a large extent. 
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blacks and whites do attend different schools. Thus, there is a good possibility that blacks 

and whites have access to a different quality of education on average. In addition, the fact 

that blacks have historically been tracked into lower-track courses that do not provide a 

good foundation for additional schooling likely contributes the lower average AFQT 

scores of black women. In addition, the higher rates of poverty and low-income families 

among blacks suggests that, on average, the caregivers of black children may have access 

to fewer resources that can be utilized for providing their children with extracurricular 

activities that contribute to learning. This also likely contributes to the racial difference in 

AFQT scores. 

The importance of human capital measures in influencing women's employment 

and for explaining the race gap in employment suggests that public policy that results in an 

accumulation of human capital for women will ultimately benefit women's employment. 

In addition, public policy that specifically targets black women's accumulation of human 

capital is necessary to address the race gap in employment. Such policy should also 

address women's access to employment, by focusing on hiring discrimination by sex, 

providing access to traditionally male jobs. Access to employment affects the labor 

market experience that women are able to accumulate. If women are to be able to obtain 

desired levels of employment experience, the discrimination that women face in obtaining 

certain types of employment must be addressed. Access to employment is particularly 

important for black women given that lower levels of labor market experience are partly 

responsible for black women's lower hazard of employment. Policy must address the 
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racial discrimination that black women face in the labor market, and that appears to start 

at a very young age. In addition, policy may be directed at improving the quality of 

education for students, particularly those who tend to get "tracked" out of a high quality 

education, as well as providing the necessary resources to caregivers so that children from 

poor and low-income families have access to extracurricular learning activities. Policies 

that provide low-income or poor full-time employed caregivers with additional resources 

that aUow them to spend more "quality" time with their children will also ultimately benefit 

the future employment of daughters. Again, these policies are particularly important for 

black women's employment. 

Family Structure 

Traditionally, family constraints have been considered central to explaining 

women's employment. Those women who were married or had children were much less 

likely to be employed than other women. However, family structure no longer affects 

women's employment in traditionally expected ways. The number of children that a 

woman has no longer deters the employment of black or white women. In fact, the 

number of children that a woman has actually encourages part-time employment (relative 

to nonemployment) among black women. Having a young child in the house continues to 

deter employment for women, although it deters only part-time employment for black 

women and only full-time employment for white women. The fact that a young child 

could deter full-time employment but not part-time employment seems reasonable. The 

greater time constraints of a young child could make it difBcult for a mother to work full
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constraints. However, it is not clear why a young child would deter part-time employment 

among black women but not full-time employment. While having a young child in the 

house does discourage employment, it is not an all-encompassing effect as it has no effect 

on the full-time employment of black women or the part-time employment of white 

women. Thus, it appears that the presence and number of children in a woman's 

household is not the deterrent to employment that it once was. 

The effect of marital status on employment varies significantly by race. Married 

black women are somewhat more likely to be employed than unmarried black women. 

This effect appears to be driven by both part- and full-time employment. However, among 

white women, being married is a deterrent to full-time employment while it encourages 

part-time employment. Traditionally, it has been assumed that married women are less 

likely to be employed either because they have access to a spouse's earnings, or because of 

the greater family constraints on their employment. This pattern continues to hold for 

white women in that marriage deters full-time employment. However, the pattern does 

not fit black women at all. Marriage actually encourages employment among black 

women (or something unmeasured in the models here encourages both employment and 

marriage). 

Family structure does not help to explain the race gap in employment. However, a 

tremendous race gap in full-time employment exists among the unmarried. Unmarried 

black women are much less likely to work full-time than unmarried white women. This 
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gap in employment among unmarried women is explained by racial differences in human 

capital, past welfare receipt, and age. The important question to answer then is why 

unmarried black women are disadvantaged relative to unmarried white women in terms of 

human capital, past welfare receipt, and age. In other words, why is being unmarried 

correlated differently with human capital, past welfare receipt, and age among black than 

among white women? Something is making marriage more positively selective on human 

capital for blacks than whites. Thus, there is a larger human capital race gap among the 

unmarried which produces a larger race gap in employment among unmarried black and 

white women. 

Welfare Receipt 

Past welfare receipt hinders the employment of black and white women. Why 

might past welfare receipt deter black and white women's employment? I suggest that 

past welfare receipt is picking up unmeasured characteristics of black and white women, 

and of their social environments. These unmeasured characteristics would have to affect 

welfare receipt and women's employment to explain the effect of past welfare receipt on 

black and white women's employment. Examples of such unmeasured characteristics of 

black and white women are disability and characteristics of the social environment. 

Characteristics of black and white women's social environments affect welfare receipt and 

employment. Oliker (1995) shows that the employment of many women on welfare is 

hindered by aspects of their social environment. Many of the women in Oliker's sample 

were receiving welfare in large part because the care they were providing for sick or 
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elderly relatives who could not afford to pay for these services interfered with work 

commitments in the labor force. Many of the women in Oliker's sample were also 

receiving welfare because they felt that dangerous or violent aspects of the neighborhood 

where they lived necessitated their presence at home to supervise their children. Women 

who have kin obligations that interfere with work schedules or who live in neighborhoods 

that provide a more dangerous climate for their children are less likely to feel able to 

obtain employment that takes them away from caring for sick relatives or supervising their 

children. Since I do not have measures for these aspects of a woman's social environment, 

their efifects would appear in the coefiBcient for past welfare receipt given that they are 

correlated with welfare receipt. Thus, I am doubtful that the effects of past welfare 

receipt on black and white women's employment indicates that welfare receipt affects the 

employment behavior of black and white women by destroying their work ethic. Rather, I 

believe that the effects of past welfare receipt indicate prior differences in the social 

environments of recipients versus nonrecipients of welfare. 

Past welfare receipt also explains a good portion of the overall race gap in part-

time employment and the race gap in full-time employment among unmarried women. 

This is suggests that black women have higher levels of past welfare receipt on average 

than white women. The argument that past welfare receipt is picking up the effects of 

unmeasured characteristics of women's social environment can also help us understand 

why past welfare receipt explains part of the race gap in employment. The women who 

would most likely need to provide personal care for sick or elderly relatives would be 
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those women with relatives who could not aflford to pay for these services. In other 

words, poor and low-income women would, on average, be more likely to provide care 

for relatives. Given the higher rates of poverty and low-income families among African 

Americans, it is likely that on average black women provide more care for relatives who 

do not have the means to provide for their own care than white women do. If the average 

difference in the care provided by black women relative to white women is large enough, 

past welfare receipt would appear to explain a portion of the race gap in employment 

given the negative effect of past welfare receipt on black and white women's employment. 

In addition, given that African Americans are more likely than whites to live in 

areas of concentrated poverty with high levels of violent crime (EUwood 1988), black 

women would be more likely to live in neighborhoods in which they do not feel 

comfortable leaving their children unsupervised. Again these differences would be picked 

up by the measure of past welfare receipt, which would then appear to explain a portion of 

the race gap in employment, even though it is really controlling for the unmeasured 

characteristics of black and white women's social environments that explains part of the 

race gap in employment. Thus, I would suggest that it is racial differences in women's 

social environments that drive racial differences in past welfare receipt, and therefore that 

partly explain the race gap in employment. This suggests that policies directed at 

alleviating the unpaid labor that many women provide for sick and elderly relatives would 

be particularly beneficial to black women's employment. 
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