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ABSTRACT
In this paper, we assess two competing perspectives of how marriage and childbirth should impact women’s work commitment.  The contextual perspective presumes that work commitment will decrease in response to increases in family care responsibilities, whereas the stability perspective suggests that work commitment becomes a fixed personal trait once past adolescence, and, in turn, it determines the level of family care responsibility undertaken.  We test these two perspectives using a sample of young women from the National Longitudinal Survey of Youth (1979-1984).  Results show mixed support for both perspectives.  Women who are initially work-committed are less likely to marry, and upon marriage, their work commitment decreases even further.  Conversely, work-committed women are more likely to become  mothers over the observation period, and having a child increases work commitment, meaning that mothers are more likely to be committed to work than childless women.  Overall, one’s baseline/previous work commitment has a much larger impact on future work commitment than changes in family status.  
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Introduction

A common assumption in both the academic and popular presses, and in society at large, is that women’s work commitment diminishes after marriage and the birth of a child (see Swiss and Walker 1993 for a review).  Indeed, an entire theory of gender discrimination rests of the assumption that (a) women on average exert less effort and energy than men on paid work and (b) this happens because women are more willing than men to subordinate work careers to family care (Phelps 1972).  Although numerous studies have shown that women’s labor force participation decreases after marriage (see Bianchi and Cohen 1999, Lillard and Waite 2000) and childbirth (see Leibowitz and Klerman 1995, Noonan 2006, Smith, Downs, and O’Connell 2001), very little is known about whether women’s work commitment changes at these times.  Women’s work behavior and work commitment may be positively correlated with one another, but they need not be (Moen and Smith 1986, Shaw and Shapiro 1987).  
In this paper, we assess two competing perspectives on how women’s work commitment is related to changes in marital status and parental status.  The contextual perspective presumes that women’s work commitment will change when family responsibilities increase (Gerson 1985).  The precise direction and magnitude of the change is a function of how women perceive their family and work situations, as well as of the objective circumstances that structure those perceptions.  The stability perspective, however, suggests that women’s work commitment is a relatively fixed trait that remains stable after adolescence, perhaps even causing the level of family responsibility assumed through marriage and childbirth but not changing in response to them (Hakim 1991, 1995, 2002, 2003). 
Using data from the National Longitudinal Survey of Youth, we test these two perspectives by addressing the following set of questions:  Is women’s work commitment associated with marital and parental status?  Does young women’s “baseline” work commitment predict their eventual likelihood of marriage and childbirth?  Does getting married or having a child affect young women’s commitment to work?  In our analysis, we control for a host of important individual baseline characteristics and indicators of life-course changes (e.g., change in student status, work status, etc.) that may also be related to work commitment, marriage, and childbirth.  This is important because it removes one source of potential bias (i.e., omitted variable bias) from our statistical analyses.   
Documenting and determining the exact nature of the relationship between women’ s work commitment and marital/parental status will benefit academic research in the area of work, family, and gender, as well as employers with hiring and promotion responsibilities.  
For instance, the common-held assumption that women with familial responsibilities are less committed to work provides the basis for statistical sex discrimination by employers, whereby employers use employees’ sex (in conjunction with marital status and parental status) as rough indicators of future work commitment, and thus avoid hiring and promoting wives and mothers (or women whom they suspect will become wives and mothers) for jobs with high firm-specific training (Becker 1985).  Human capital theorists also claim that mothers are less committed to work than childless women, and point to this as a principal reason for why mothers earn less than non-mothers in the labor force (Mincer and Polachek 1974).  Since the human capital model has dominated much of the research on gender inequality in the workplace, it is important to rigorously test its assumptions concerning women’s work commitment and family responsibilities.  If our findings show that wives/mothers are equally (or more) committed to work compared to single/childless women, it would suggest that some of the core assumptions of women’s market behavior in human capital theory may need to be re-evaluated.  Such findings would also imply that many employers are not only practicing discriminatory behavior, but may also be losing potentially committed workers. 

BACKGROUND
Defining Commitment

The common-held perception that women’s work commitment decreases after marriage or childbirth is partially due to a lack of a clear definition of work commitment.  Work commitment has been examined from numerous angles with a multitude of definitions and measures (Morrow 1983, Mueller, Wallace, and Price 1992).  In very basic terms, commitment is typically conceptualized as either a behavior or an identity (reviewed in Bielby 1992).  

Among those who view commitment as a behavior, evidence of one is often used to infer the existence of the other, as in the assumption that a low level of labor force participation is indicative of a low level of labor force commitment (Moen and Smith 1986, Morrow 1983).  Other behavioral measures that are used to deduce work commitment include hours worked per week, amount of “face time” with one’s boss, amount of job absenteeism and tardiness, job performance, and number of job turnovers/quits.  According to the behavioral definition of work commitment, a woman is classified as work-committed only if she actively devotes herself to her work.  Because, on average, women leave the labor force after getting married (see Bianchi and Cohen 1999, Lillard and Waite 2000) or having children (at least temporarily) (see Leibowitz and Klerman 1995, Noonan 2006, Smith, Downs, and O’Connell 2001), marriage and childbirth are assumed to decrease work commitment.  
In contrast to the behavioral definition of commitment, the identity approach conceptualizes commitment as a psychological state of feeling tied to something.  As Mueller et al. (1992) define it “persons committed to work hold a strong sense of duty toward their work and place intrinsic value on work as a central life interest” (215).  Within the organizational commitment literature, researchers have further subdivided commitment into various types: “affective commitment” is the emotional tie to an organization that makes a person want to work for a particular firm, whereas “continuance commitment” is the tie that comes out of a need to work, due to either sunk costs or a lack of better alternatives (Meyer and Allen 1991, 1997, Mueller et al. 1992).
  A woman may be committed to work because work provides significant meaning to her life and/or because work is necessary to “make ends meet.”  Some studies of work commitment use measures that assess affective commitment only (e.g., “My main satisfaction in life comes from work”; “If without having to work you had what you regard as a reasonable living income, would you still prefer to have a paid job?”), whereas others use measures that do not clearly distinguish between affective and continuance commitment (e.g. “Do you plan to work while your child is young?”).
Although the two conceptualizations of work commitment as a behavior and identity are likely correlated, one can imagine a number of scenarios in which structural factors prevent an individual from converting strong identification with work into high levels of work activity.  For example, a new mother may have a strong desire to work outside the home (high affective work commitment), but structural constraints (e.g. spouse’s lack of involvement in care work, the inflexible structure of paid work, lack of affordable childcare, etc.) may force her to work part-time or stop working altogether after the birth of a child.  A newly married woman may have a high level of continuance commitment (i.e. financial need to work) but due to high unemployment rates where she lives, remains unemployed.
  
Because of these potential incongruencies between behavior and preferences, we follow most sociological research and argue that the clearest way to define work commitment is as an identity, which is typically measured by assessing an individual’s plans, expectations, or preferences regarding work and family roles (Bileby and Bielby 1984).  More specifically, we directly assess whether first-time marriage and motherhood affects women’s expectations about their work role, not their employment behavior.  The specific measure that we use in our study does not allow us to distinguish between continuance commitment and affective commitment.  We discuss the implications of this in the conclusion section of the paper.
Contextual Perspective and Stability Perspective
In this section, we discuss two perspectives on the relationship between family responsibilities and work commitment: the contextual perspective and the stability perspective. 
Contextual perspective

The contextual perspective posits that the adult life course is neither a predetermined outcome of childhood experiences nor a series of predictable steps.  In the context of work and family decision-making, the contextual or situational perspective argues that women’s work commitment is likely to fluctuate in response to an increase in family responsibility, although the precise direction of the change is a function of individual women’s life situations (i.e., her partner’s willingness to share domestic labor, her own occupational opportunities in the labor market, etc.). 
Gerson (1985) developed this perspective in her book Hard Choices, a study in which she combines a life course perspective with a rational-actor framework to explore the work-family decision-making process of a group of women in their 20s and 30s.  Gerson found notable change over time in women’s work-family goals and orientations, suggesting that women’s orientations “depend on how women define and perceive their situations as well as on the objective circumstances that structure these perceptions.”(213)  Although Gerson’s precise aim was not to examine how women’s work commitment changed after major family events like marriage and childbirth, her framework is useful for making such predictions.  
Using life-history data culled from in-depth interviews, Gerson categorized her sample into three main groups: women who veered toward domesticity, women who veered away from domesticity, and women who combined committed work and motherhood over time.  She analyzed the interview data in order to develop explanations for why women take these different pathways through adulthood.   

Decrease in work commitment

Among women who were originally work-committed and then veered toward family life after marriage, Gerson found that conflict between the importance of their careers and their husbands’ careers was one major catalyst for change.  Over time, this group of women came to believe that their marriages would suffer if they pursued their work lives, and, in the end, decided that the financial and emotional benefits of a traditional partnership were more important than their own work aspirations. 
Neoclassical economic models predict the same outcome, but for different reasons.  This theory argues that men and women assume divergent roles within marriage - breadwinning and homemaking, respectively - because men have a comparative advantage in the labor market and women have a comparative advantage in homemaking and child rearing (Becker 1985, Mincer and Polachek 1974).  In Becker’s view, women will become more focused on family - and less focused on work - after marriage and childbirth because of the gains to specialization within marriage.  

Blocked mobility in the workplace was another factor that Gerson found prompted a shift toward domesticity.  Faced with “dead-end” jobs, childrearing proved an enticing, more-fulfilling, alternative occupation for a number of women.  Other research has also suggested that poor work conditions and few opportunities for advancement are part of the reason that women have lower levels of work commitment compared to men (Loscocco 1989).  

Additional structural constraints are also likely to materialize after the birth of a baby, constraints that could weaken a new mother’s work orientation.  For example, the lack of high quality affordable childcare may trigger new mothers to become more family-committed and less work-committed.  Many studies have shown that finding affordable reliable childcare poses a significant barrier to sustained employment among both poor (Henly and Lyons 2000) and wealthy women (Wasserman 1999), and so likely also weakens women’s work commitment. 
In sum, for a variety of reasons – conflict with spouses’ career, the wish to fulfill traditional gender roles within marriage, desire to maximize the potential gains from specialization, lack of good job opportunities or lack of reliable affordable child care – women may become less work-committed after marriage and childbirth. 

Increase in work commitment

Gerson found that among originally family-committed women, four main factors were responsible for a shift toward work commitment: instability in marriage, economic need and financial uncertainty, dissatisfaction with domesticity, and expanded work-place opportunities.  Of course, these issues/circumstances may arise at any time in a women’s life, not necessarily at the same time as marriage and childbirth.  Having a child, however, does increase the number of dependents a woman has and thus would exacerbate any financial insecurity already present.  Furthermore, many women are not aware of their true feelings toward domesticity until they have actually experienced it – through marriage and/or childbirth – and so only after experiencing these events would they likely become more work committed if they did not gain pleasure from their domestic role.

Commitment to both work and family 
Finally, Gerson identifies three factors that allowed some women in her study to be committed to both work and family: small families (usually having only one child), partners who shared equally in parenting and housework responsibilities, and redefined parenting norms (working mothers do not hurt children’s development).  Other research has outlined similar “guidelines” for women who want to be committed to work and family.  For instance, Hirshman (2005) suggests that in order to “have it all” women should limit their family size to one child and marry men with an ideological commitment to gender equality.  And in a study of women executives, Blair-Loy (2003) found that women who remained work-committed after becoming mothers defined their children as “autonomous and resilient” (61).  This “psychological technique” allowed the women executives to justify their strong work commitment while maintaining their identity as mothers. 
In sum, the contextual perspective suggests that the cultural and structural pressures to assume neo-traditional roles following marriage and childbirth, on balance, should have a negative impact on women’s work commitment, though positive work and family supports may temper this decline.  Since marriage and childbirth are such significant life events, new wives and mothers will likely reassess their familial and work goals, their spouse’s goals, their likes and dislikes about work and domesticity, and their financial situations.  On average, women will typically become less work-committed and more family-committed since the benefits of doing so typically outweigh the costs.  
Stability perspective
The stability perspective offers a competing framework in which orientations to family and work are stable characteristics emerging from the biosocial experiences of childhood and stabilizing in adolescence.  One of the foremost proponents of this theory is Catherine Hakim (1991, 1995, 2002, 2003).  Hakim’s preference theory posits that due to major social changes at the end of the 20th century - the contraceptive revolution, equal opportunities legislation, the expansion of white-collar occupations, the creation of jobs for secondary earners, and the increasing importance of attitudes, values, and personal preferences in the lifestyle choices of affluent modern societies - women should be viewed as “self-determining actors rather than as people whose behavior is determined by social structural constraints and family characteristics.”(1991: 114).
Hakim suggests that the most important (but often ignored) predictor of modern women’s work-family commitment is their “baseline” (late adolescent) work-family preference.  She suggests that preferences will not predict outcomes with complete certainty, but in modern society they should be the most important predictor (Hakim 2002).  Hakim backs up her theoretical arguments by citing empirical research which finds that women do typically fulfill the objectives they set for themselves earlier in life, whether the objective was to launch a career or become a homemaker (Hakim 1991).  
Hakim believes that women’s motives or desires with respect to work and family are developed and set from early childhood experiences.  In order to bolster her argument, she points to social-learning theory, which posits that adults’ attitudes result from early-childhood socialization within the family.  Research has indeed found that the self-concept formed during childhood has lasting consequences (Kiecolt and Acock 1988) and that individuals are strongly conditioned by social-learning experiences (Mortimer and Simmons 1978).  Hakim argues that the majority of adult women are more committed to family than work because of gender-specific socialization in childhood, and that, on average, these attitudes remain fixed throughout their lives.  Because being committed to work is considered a gender-deviant attitude among girls/women, Hakim argues that only a small minority of women are truly committed to work.   

Overall, the stability perspective would predict that marriage and childbirth should have little to no impact on women’s work commitment because preferences about work and family are relatively stable and fixed at an early age.  In the extreme, the effect of early childhood socialization lasts forever and is not subject to changes in life situations.  A women’s baseline (late adolescent) level of work commitment should be an important predictor of whether she marries, has children, and works. 
Previous Research
Although a number of studies have compared women’s level of work commitment to men’s (Bielby and Bielby 1989, DeVaus and McAllister 1991, Hakim 1991, Kaldenberg, Becker, and Zvonkovic 1995, Marsden, Kalleberg, and Cook 1993) or have examined differences among women at one point in time (Bielby and Bielby 1989, Campbell, Campbell, and Kennard 1994, Himmelweit and Sigala 2004, Moen and Smith 1986), little empirical research has directly assessed whether women’s work commitment changes after marriage and childbirth (for exceptions see Bielby and Bielby 1984, Salmela-Aro et al. 2000).  

Cross-sectional studies

Most prior research examining the relationship between women’s family responsibilities and work commitment has used cross-sectional data, measuring the association between family responsibilities and work commitment at one point in time (Bielby and Bielby 1989, Campbell et al. 1994, Himmelweit and Sigala 2004, Moen and Smith 1986).  The quantitative studies among this group all find that women with children are not as committed to work as women without children (Bielby and Bielby 1989, Campbell et al. 1994, Moen and Smith 1986).  In a small qualitative study of mothers only, Himmelweit and Sigala (2004) similarly find that “motherhood change[s] [women’s] lives, [in that] their children, rather than their work, [is] now their ‘number one priority’.”(464)  

Because caretaking responsibilities are likely to be most intensive when children are young, researchers typically examine whether children’s age has an interactive effect on mother’s work commitment.  Results from past studies are mixed.  Moen and Smith (1986) find the expected relationship: women with pre-school aged children are less committed to work than women with school aged children.  Bielby and Bielby (1989) find the opposite: women with pre-school aged children are more committed to work than women with school aged children.  And Campbell et al. (1994) find no relationship between child’s age and mothers’ work commitment.  One potential reason for the inconsistency across studies may be due to the fact that the data sets and analytic samples vary on important dimensions: Moen and Smith (1986) use the 1976 Panel Study of Income Dynamics and analyze employed women; Bielby and Bielby (1989) use the 1977 Quality of Employment Survey and analyze employed wives; and Campbell et al. (1994) use data on 94 non-professional employed women.  

Compared to the relatively consistent negative association found between motherhood and work commitment, findings from studies exploring the association between marriage and women’s work commitment are more varied.  Some researchers find that non-married women are more likely to be work-committed than married women (Moen and Smith 1986), whereas others find that marriage has no relationship at all to work commitment (Campbell et al. 1994).  And, in a study of married women, Bielby and Bielby (1989) unexpectedly find that length of time in marriage is associated with lower levels of family commitment and higher levels of work commitment.

Longitudinal studies

One major problem with these cross-sectional studies is that there is no way to tell if the negative association between family responsibilities and work commitment is due to selection (i.e., women who marry/have children are less work-committed before marriage and childbirth compared to never-married/childless women) or causation (marriage and children negatively impact work commitment).  Only two quantitative studies have directly assessed the influence of childbirth on women’s work commitment over time using longitudinal data.  In the more recent of the two, Salmela-Aro et al. (2000) interviewed 348 women in Helsinki, Finland, in order to assess how life goals (including work and family orientations) are affected by the birth of a child.
  They measured the respondents’ life orientations using an open ended questionnaire in which the respondents were instructed to list three of their personal plans (e.g. “to take care of family”, “to better my career options”, etc.).  The researchers then categorized each goal according to various domains (work, family, etc) and tabulated the number (between 0 and 3) of goals in each domain.  The questionnaire was administered to the sample of women at three points in time: six months prior to childbirth, one month prior to childbirth, and three months after childbirth.  A series of ANOVA tests were performed to assess whether and how the goal domains changed after childbirth.  Results showed that women’s achievement goals (generally conceived of as work-related goals) were highest in early pregnancy, dropped significantly before the birth of the child, and then remained at that same level post-childbirth.  Conversely, women’s family-related and motherhood-related goals were lowest in early pregnancy, increased before the birth of the child, and then increased again after the birth of the child.  These results support the contextual perspective.  It seems as though a tradeoff between work and family goals transpired such that women became more family-committed and less work-oriented after childbirth.
Although Salmela-Aro et al.’s (2000) study provides evidence that women reduce their work commitment after the birth of a child, there are a number of limitations to their work - many of which the authors acknowledge - that make for a less than conclusive finding.  First, the sample used is not a representative random sample of women from the U.S.  Instead it is a small, non-random sample of Finnish women, who tend to have a more equitable division of labor relative to men than do American women and men.  Additionally, the sample is derived from women who visit a midwifery clinic.  Women who choose to receive care from midwives may have certain characteristics in common that differ from women who seek care from an obstetrician.
  

Another serious limitation to this study is that the first interview occurs after the women have just completed their first trimester and the last interview occurs when the babies are only three months old.  The last observation point is particularly important considering that Finland has generous maternity leave policies.  As such, women may focus on their infants while they are temporarily out of the labor force but, upon returning to work, their work orientation may increase again.  Additionally, by using a post-pregnancy starting point means that there is little information about the women’s work-family commitment prior to the transition to pregnancy/motherhood.
Bielby and Bielby (1984) also examine the effect of family responsibilities on work commitment over time, using data collected by the National Opinion Research Center on a nationally representative sample of individuals who received their college degrees in 1961.
  They find that women became slightly less committed to work roles after marriage, but slightly more committed to work roles after they had children.  More specifically, women who married between 1962 and 1964 decreased their work commitment by 1964, whereas women who became mothers during this period increased their work commitment by about the same amount.  Although the direction of the “motherhood effect” is the opposite of that found in the Salmela-Aro et al. (2000) study, it is supportive of the contextual perspective because women’s work commitment changed after motherhood.  Bielby and Bielby (1984) speculate that opposing impacts of marriage and motherhood may be due to the fact that “the satisfactions derived from the maternal world were anticipated when marriages were formed, and some disinvestment in that role occurred when the actual responsibilities of childbearing came along.”(p.243).
Although the study by Bielby and Bielby (1984) is an important piece of research, it also has some limitations that make further investigation into the topic of women’s work commitment and family responsibility important.  For instance, the data set used in the analysis is from the early 1960s and much has changed in terms of gender role norms since that time.  Women’s labor force participation has been steadily increasing since the 1960s and women’s attitudes about balancing work and family have also changed.  Social sanctions against women working and social pressure toward motherhood are not as prevalent today and so young women are more likely to nurture their work aspirations compared to young women in the 1960s (Gerson 1985).  Also, Bielby and Bielby’s (1984) sample includes only college graduates, a self-select group more likely to be work-committed and more likely to be financially secure compared to other less-educated women.  Class position exerts a powerful influence upon a woman’s choices, shaping her alternatives, constraints and opportunities.  A truly generalizable analysis of the relationship between women’s work commitment and family responsibilities would be based on a representative sample of women from various education backgrounds.
Current Investigation
In this paper, we examine the effect of first marriage and first childbirth on women’s work commitment using nationally representative data on a cohort of young women.  We focus on women, not men, since women are responsible for the majority of housework and childrearing within families and so the work-family commitment dilemma is far more salient for them (Bielby and Bielby 1989).  We examine change surrounding the first marriage and birth, since we expect any changes in women’s work-family commitment to be most dramatic for these first-time events.  Having a first child or becoming married for the first time is assumed to have stronger implications for restructuring one’s life than having a second child or marriage would (Salmela-Aro et al. 2000).
The hypotheses we plan to test are listed below.  First, we test to see if there is a negative bivariate association, at one point in time, between marital status/parental status and work commitment. 
H1: Women who are married/have children are less committed to work compared to women who are not married /who do not have children. 
Assuming that we find an association, we then explore whether it is due to selection effects (stability perspective) and/or causation effects (contextual perspective), or both.
The stability perspective predicts that women’s initial level of work commitment is associated with eventual marital and parental status.  Furthermore, this perspective predicts no causal impact of changes in family status (marriage and childbirth) on women’s work commitment.  
H2a: Women who are work-committed at the first interview are less likely to marry/have children over the interview period. 
H2b: After marriage and/or childbirth, women’s work commitment does not change.
Finally, based on the contextual perspective, we expect marriage and childbirth to weaken women’s work commitment.
H3: After marriage and/or childbirth, women’s work commitment decreases.
We should note that hypothesis 3 and hypothesis 2a are not diametrically opposed.  That is, we may find evidence to support both selection and causation effects.  We also note that since we do not have detailed data on all of the contextual factors under which women identify as work-committed (or not work-committed), we can only speculate as to what factors might produce any results we do observe.  Our goal in this paper is to assess whether or not a change in work commitment occurs after marriage and motherhood.  Further research will be needed to better understand the factors that new wives and mothers take into account when making decisions concerning their commitment to work and family. 

DATA, MEASURES, and METHODS

Data 
We use data from the NLSY to test these hypotheses.  The NLSY is a national probability sample of young women and men living in the United States and born between 1957 and 1964.  The sample was interviewed annually from 1979-1994 and biennially thereafter through 2004.  At the first survey, 6,283 women between the ages of 14 and 22 were interviewed.  We restrict our sample to women who were childless and never-married at the first interview in order to obtain a measure of work commitment that is not “tainted” by the effect of marriage and children.  

The main question on work commitment is only asked in the first six years of the NLSY (1979-1984), therefore our analysis is restricted to these years.  We decided to exclude those women who were 14-16 years old at the time of the first interview because their likelihood of marriage and motherhood over the subsequent five years is low, and, if these women do marry or have children during the observation period, these events would likely have a substantively different meaning for them than they would for the slightly older group of women.  Thus, our analysis is representative of young-to-average aged married women and mothers, those who are between the ages of 17 and 27 at the time of first marriage and/or first birth.  Census figures from the time period 1979-1984 indicate that the median age at first marriage for women was 22 years old and the median age at first birth for women was 23 years old.  Since education has been shown to be positively related to age at first marriage and birth (Rindfuss and St. John 1983), our sample will under-represent highly educated wives and mothers.
Before excluding cases with missing data, we have 2,115 women in our sample (never-married, non-mothers, age 17-22 in 1979, and responded to survey in all six years).  We further restrict our sample to women with non-missing data on all six of the annual work-family commitment questions.  Women were also excluded if they reported inconsistent marital histories (they became “never married” after they had married); were missing data on education or reported inconsistent education histories (years of education decreased over time); or reported inconsistent fertility histories (became mothers and then non-mothers).  Our final sample size is 1,807 women, meaning that we excluded about 15% of our sample due to missing or inconsistent information in any of the 6 survey years (details on sample restrictions are presented in Appendix 1).  We examine five year-to-year transitions for each woman (‘79-‘80, ‘80 to ‘81..’84 to ’85), resulting in a total of 9,035 person-year observations (1,807*5 = 9,035).  
Measures 
We use the following survey question to measure women’s work commitment: “We have a question about the future.  What would you like to be doing when you are 35 years old?” Respondents could state that they wanted to be (1) working, (2) married/raising a family, or (3) other.  This question is not ideal since it conflates preferences with plans, but it does tap the current importance a woman attaches to family versus work.  Women who first responded with “married/raising a family” were then asked if they would also like to be working.  Women who first named “working” as their expected activity were not asked whether they aspired to additional activities at age 35, such as “married/raising a family.”  Because of this inconsistency in the interview procedure, our commitment measure will underestimate the percentage of women who expect both family and work, and overestimate the percentage of women who expect only to work.  
Using responses to these questions, we create three dummy variables: work-committed (= 1 if replied want to be working at age 35, = 0 else), family-committed (=1 if replied want to be married/raising a family at age 35 and do not want to be working, = 0 else), and marginally work-committed (=1 if replied want to be married/raising a family at age 35 and also want to be working, = 0 else).  Since it is not clear what is meant by the response “other” we exclude those women who gave this response in any of the six years of the survey (approximately 8 percent of the sample; see Appendix 1 for details).
We measured marital status by determining whether the respondent is never married, married, or divorced/widowed at each survey year.  Mother is a dummy variable equal to 1 if the respondent has one or more biological, adopted, and/or step-children living with her at the given  survey year.  In order to see whether the transition to wife/mother impacts commitment, we create three dummy variables indicating these transitions: became married is set equal to 1 if the woman married since the previous interview; became divorced is set to equal to 1 if the woman divorced since the previous interview
; and became a mother is set equal to 1 if the woman became a mother for the 1st time since the previous interview
.  Each of these variables is set equal to 0 if there was no change in marital/parental status since the previous interview.   Finally, the variables indicating whether a respondent is married, divorced, or a mother are equal to 0 in the year that the transition occurred (e.g. became married = 1, married = 0) and then are “turned on” in the year following the transition (e.g. became married = 0, married = 1).  This allows us to see whether the transition to marriage/motherhood has a different impact on commitment compared to years following the transition.
Finally, a series of control variables are included in the models.  We include a control for age because our respondents vary in age (18-27).  It is also important to control for any other “life course transitions” that may be correlated with transitions into marriage and motherhood and a woman’s commitment to work and family.  We control for changes in the roles of employee and student with four dummy variables.  Each of the dummy variables is set equal to 1 if the respondent makes one of the following transitions between interviews: stop working, start working, leave school, and return to school.   

Methods

To test our hypotheses we use a variety of analytic techniques.  To test hypothesis 1, we employ a chi-square test to see if there is a statistical association between current marital status/motherhood status and being work-, family-, or marginally work-committed.  To test the first part of the stability perspective (hypothesis 2a), we also use a chi-square test to see if there is a statistical association between initial commitment and ever-marrying/becoming a mother by the end of the observation period.  We also test whether there is statistical association between woman’s commitment in a given year and the likelihood of marrying/becoming a mother in the following year.   
To test the second part of the stability perspective (hypothesis 2b) and the contextual perspective (hypothesis 3), we explore whether getting married and/or becoming a mother impacts women’s work commitment.  The stability perspective would suggest that life events like marriage and childbirth do not impact women’s commitment from year to year; that is, only women’s “baseline” commitment or previous year’s commitment should matter.  The contextual perspective would suggest that after marriage/motherhood, women are less likely to be committed to work compared to women who remain single and/or childless.  
We test these two hypotheses (hypothesis 2b and hypothesis 3) using multinomial logistic regression models because our dependent variable is a nominal variable with three distinct categories: work-, marginally work-, and family- committed.  The multinomial logit model can be thought of as simultaneously estimating binary logit models for all possible comparisons among the outcome categories (i.e., work vs. family, work vs. marginal work, and family vs. marginal work) (Long 1997).  The model is as so:
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where yi is the observed outcome (work-committed, marginally work-committed, or family-committed), J is the number of outcomes (in our case, J =  3), X is a vector of explanatory variables and the βj are unknown parameters.  We do not collapse the family- and marginal work-committed categories into one group because a Wald test rejected the hypothesis that the outcome categories are indistinguishable from one another.  For substantive reasons, however, we show only results which contrast work vs. family and work vs. marginal work.  
In our model we include the following variables: indicators of marital/parental status (never married and childless are the omitted categories), transition to wife/mother, age, transition in employment/student status.  We also include a control for baseline work-family commitment This variable indicates how a woman’ initial commitment affects her current commitment, above and beyond any changes in marital/parental status.  In one set of models, we use women’s commitment in 1979 as the baseline commitment, and in a second set of models we use women’s previous year commitment as the baseline commitment.  These models are typically referred to as “lagged” regression models since the dependent variable is Yt and Yt-1 is included as one of the independent variables.  
Because “never married” and “childless” are the two omitted categories in our model, the coefficient for the “become married” variable and the “become mother” variable will tell us how new wives and mothers commitment compares with that of never married and childless women, respectively.  The coefficients for the “married” and “mother” dummy variables will indicate how wives and mothers differ from never married and childless women in the years after the initial transition.  After the model is estimated, we translate the logistic coefficients into predicted probabilities for a variety of scenarios.  We do this in order to facilitate the meaning of our results since logistic regression coefficients do not readily tell us how the probability of an event changes when the predictor variables change (Long 1997). 
Results
Descriptive statistics

Table 1 presents descriptive statistics for the sample.  The unit of analysis in this table is the person-year; each woman contributes five person-years to the sample.  The vast majority of women in the sample expect to be work-committed at the age of 35.  Specifically, 74 percent identify as work-committed and another 17 percent anticipate that they will be combining work and family (marginally work-committed) at age 35.  Only 10 percent of the sample expects to be committed exclusively to family.  These descriptive statistics do not support the notion that most young women – either because of socialization or other factors – anticipate becoming wives and mothers to the exclusion of work pursuits.
[TABLE 1 ABOUT HERE]

Most of the observations in our sample represent women in the never-married state (73 percent of observations) and in the childless state (88 percent of observations).  Nine percent of the observations mark a transition from the never-married to married state, and six percent mark a transition to motherhood. 

Bivariate association between marital/parental status and commitment 
Table 2 shows the relationship between marital status, parental status, and women’s work commitment at the cross-section.  The top panel denotes the relationship between these variables and the second panel denotes which groups are significantly different from one another.   

 [TABLE 2 ABOUT HERE]

On average, married women are less committed to work and more committed to family than never-married women at any given point in time.  This result supports hypothesis 1.  Divorced women do not differ significantly from never-married and married women with respect to commitment.
  With respect to parental status, results show that mothers are more likely to be work-committed than childless women (79 percent versus 73 percent).  This result does not support hypothesis 1.  Another surprising result is that mothers and childless women are equally likely to be committed to family.  We also find that childless women are more likely to be marginally work-committed compared to mothers (17 percent versus 11 percent).  This finding does support hypothesis 1.

Selection into marriage/motherhood based on initial commitment
Table 3 presents the relationship between baseline commitment and a woman’s marital/parental status.  In Panel A we use commitment in 1979 as the baseline and categorize women as ever-married or ever-mothers over the period 1980-1984.  In this panel, the unit of analysis in the person (n=1,807).  In Panel B we use commitment from a given year as the baseline and examine marital/parental status in the following year (i.e., 1979 commitment and marital/parental status in 1980, 1980 commitment and marital/parental status in 1981, etc.).  In this panel, the unit of analysis in the person-year (n=9,035).

The results in Panel A show that forty-four percent of the young women in our sample married by 1984, and 23 percent became mothers by 1984.  If baseline commitment is associated with eventual marriage/motherhood, then selection effects exist.  
[TABLE 3 ABOUT HERE]

We find that young women who were initially work-committed are substantially less likely to marry (42 percent) compared to women who were initially family-committed (53 percent chance).  This result supports hypothesis 2a.  The work-committed are also less likely than the marginally work-committed to ever-marry by the end of the observation period, but the difference between these two groups is not statistically significant.  With respect to motherhood, our results show that women who are initially marginally committed to work are more likely to become mothers by 1984 than either the work-committed or family-committed women.  Specifically, women who are initially family-committed have a 16 percent chance of becoming a mother over the observation period, compared to a 23 percent chance for the work-committed and a 31 percent chance for the marginally work-committed.  In this case, we would say that a selection effect exists, but it appears that work-committed women, not family-committed women (as hypothesized) are positively selected into motherhood.  Thus, the association between initial commitment and eventual motherhood does not support hypothesis 2a
.  In sum, women who are initially family-committed are the most likely to marry but are the least likely to have children over the observation period.
Panel B uses the person-year as the unit of analysis and explores whether a woman’s commitment in one year is associated with her marital/parental status in the following year.   Group differences in this panel are smaller than in Panel A.  Results show that women who are marginally-committed to work are more likely to marry in the following year (12 percent) compared to women who are work-committed (8 percent).  We also see that women who are family-committed are more likely to become mothers in the next year (8 percent) compared to women who are work-committed (5 percent).  In general, these results support hypothesis 2a, that family-committed women are more likely to marry and have children than work-committed women, but the differences between groups are not large in magnitude. 
Change in commitment after marriage/motherhood 
Table 4 shows the results of the multinomial logistic regression models predicting the likelihood of being work-, marginally work-committed, and family-committed.  In these models, a positive coefficient means that a unit increase in the given variable increases the likelihood of being work-committed versus being in the contrast category: either marginally work-committed (columns 1 and 4) or family-committed (columns 2 and 5).  As a sort of “summary model”, we also show results from a binary logit model in which marginal work-committed and family- committed women are combined into one group (columns 3 and 6).  
[TABLE 4 ABOUT HERE]
We include baseline commitment in the models to see if a change in marital/motherhood status impacts the likelihood of being work-committed above and beyond the women’s baseline.  In the first set of models, we use women’s commitment in 1979 as the baseline (columns 1-3).  In the second set of models, we use women’s commitment from the previous year as the baseline (columns 4-6)
.  To reiterate, the stability perspective suggests that baseline commitment will matter more than changes in family status in predicting later commitment, whereas the contextual perspective argues that changes in family status will be important, more so than women’s baseline commitment.
 In all of the models, we include controls for age, divorce status, and transition to divorce.  We also include controls for other potentially confounding changes in women’s lives – leaving/returning to school and leaving/starting work - that may be related to family transitions and women’s commitment to work and family.  The inclusion of the controls did not change the substantive results (see Appendices 4a and 4b).  

Results in columns 1-3 show, not surprisingly, that baseline commitment is positively correlated with a woman’s commitment in the years to follow; women who are work-committed in 1979 are significantly more likely to be work-committed in the years to follow.  As a woman transitions from the never married state to the married state, the likelihood of being work-committed versus family-committed drops significantly (b=-0.442).  Furthermore, compared to never-married women, wives are significantly less likely to be work-committed versus family committed, all else constant (b=-0.483).  Getting divorced does not significantly impact commitment (results not shown in table).  These results support hypothesis 3, which states that women’s work commitment decreases after marriage.   

With respect to motherhood, we see that the initial transition from having no children to having one child has a non-significant impact on commitment (but is positive and significant in the binary model).  In the years following the transition we see, however, that compared to women without children, mothers are significantly more likely to be work-committed versus marginally work-committed (b=0.604).  And upon the birth of the second child, women’s likelihood of being work-committed increases further still (b=0.748).  These results do not support hypothesis 2b (women’s work commitment doesn’t change after motherhood) or hypothesis 3 (women’s work commitment decreases after motherhood).   
The results from the second set of model which use previous year’s commitment as a predictor variables (columns 4-6) are very similar to those using initial commitment in 1979 as a predictor variable (columns 1-3).  The significance of the coefficients in both sets of models is almost exactly the same, but the magnitude of the coefficients in the second set of models is somewhat smaller than in the first set. 
As a sensitivity analyses, we re-estimated our data using fixed-effects model (see column 7 in Table 4).  Because we have multiple observations on the same individuals over time, we have the ability to estimate our models using fixed-effects regression techniques.  This approach uses variation within an individual over time to estimate the coefficients in the model.  In doing so, the model controls for all fixed – observed and unobserved - individual characteristics.  If these unobserved factors are correlated with both changes in family status and commitment, then it is important to control for them in order to produce unbiased estimates of the impact of changes in family status.  Fixed-effects model can be used in the logit case, but not the multinomial logit case, and so the results from this model should be compared to the results from our other binary model results in columns 3 and 6.  

There are some drawbacks to using fixed-effects models.  For example, factors that do not vary over time – like baseline work commitment – are unidentified.  And individuals who do vary on a given independent variable (i.e., those who do not get married or do not become a mother) are not used to estimate the impact of the variable (i.e., “become a wife”, “become a mother”).  That is, each woman is treated as her own comparison group, not other women in the sample.  Finally, the coefficients are identified using only those individuals who experience change in the dependent variable.   In our case, this means that young women with stable commitment over the entire period (e.g., always work-committed, etc.) are not used to identify the coefficient estimates.  In our sample, this equates to a little less than half of our sample.   As such, the results from these models may not be generalizable to the population of young women as a whole.


Our fixed-effects results show that getting married has a non-significant impact on work commitment and married women do not differ significantly from the never-married with respect to commitment.  As shown in our other results, becoming a mother has a positive impact on work commitment and mothers are significantly more likely to be work-committed than women without children.  The fact that our results are comparable across a variety of results gives us more confidence in their reliability. 
Predicted probabilities
In order to provide a more meaningful interpretation of our regression results, we calculated the predicted probability of being work-committed for a number of hypothetical women (see Table 5).  Through these simulations, we can get a better idea of how much each factor affects the probability of our outcome.  This is especially important to do in a non-linear model like this one, because the impact of a given variable depends on the level of that variable and all other variables in the model (Long 1997). 
[TABLE 5 ABOUT HERE]

In the simulations in Table 5, we assume that our hypothetical woman is never-married and childless at the “starting point.”  We assign her the mean value for all the control variables in the model (see Table 1 for mean values of control variables).  We use the estimated coefficients from the binary logit model in Table 4, column 6 to calculate the probability of being work-committed.  In the first three scenarios, we assume that this woman is work-committed at baseline, but then vary her marital and parental status.  In the fourth scenario, we change her baseline commitment to being not work-committed.  By comparing within and across these simulations, we are able to provide estimates for the impact of marriage, motherhood, and baseline commitment on the probability of being work-committed.  
In the first scenario, the woman is never-married and childless, and has an 86 percent chance of being work-committed.  If this woman was to get married, her probability of being work-committed would decrease by 2 percentage points, and after her “newlywed year”, her likelihood of being work-committed would continue to decline by another percentage point.  Overall, marriage weakens this woman’s probability of being work-committed by 3 percentage points.     

In the second case, we calculate the probabilities of being work-committed for a single mother.  Again, as a never married childless woman, she has an 86 percentage chance of being work-committed.  In the year she becomes a mother, the probability of being work-committed increases by 2 percentage points.  After this point, her work-commitment increases slightly again.   
In the third scenario, we vary the woman’s marital status and parental status.  After marriage, this woman will have a lower likelihood of being work-committed but upon becoming a mother her likelihood of being work-committed increases.  The magnitude of these shifts is similar in size, such that a married mother has about the same probability of being work-committed as a single childless woman.  In the final case, we repeat the “married mother” example, but change the woman’s initial commitment to not work-committed (either family-committed or marginally work-committed).  If our hypothetical woman is childless, single and not work-committed in a given year, in the following year there is a 48 percent chance that she will be work-committed.  If she marries and then has a child, her likelihood of work commitment will decline 4 percentage points and then increase by 7 percentage points due to marriage and childbirth, respectively.  
By comparing the last case to the third case, we can see what a large impact baseline commitment has on future commitment: a married mother who is initially family-committed has a 51 percent chance of being work-committed; wheras a married mother who is initially work-committed has an 87 percent chance of being work-committed.  The impact of one’s baseline commitment on future commitment is huge (36 percentage points), compared to the relatively minor impact due to marriage (2-4 percentage points) or motherhood (2-5 percentage points).   Furthermore, this exercise makes it clear that the most work-committed woman is the single-mother, followed by the married mother, never married childless woman, and married childless woman.  
Discussion and Conclusion 

Despite the fact that a number of theories of gender inequality in the workplace are based on the assumption that family responsibilities negatively impact women’s work commitment, little research has empirically tested this assumption.  We use nationally representative data on a cohort of young women to explore the influence of marriage and childbirth on women’s work commitment.  We assess two competing perspectives – the contextual perspective and the stability perspective - on how marriage and childbirth are related to women’s work commitment.  Both perspectives expect, on average, that wives and mothers will be less committed to work than single, childless women.  The contextual perspective presumes that this is due to causal forces: work commitment will decrease in response to increases in family care responsibilities.   On the other hand, the stability perspective suggests that this negative relationship is due to selection effects: family-committed women will be more likely than work-committed women to marry and have children, but these family-related events will do little to change their commitment.     

We find support for both perspectives with respect to marriage, but our results for motherhood are opposite of what either perspective would predict.  For example, we find that marriage is negatively associated with work-commitment, but, surprisingly motherhood is positively associated with work-commitment.  Family-committed women are somewhat more likely to marry over the observation period (supportive of the stability perspective), but they are less likely to have children.  And we find that getting married decreases the probability that a woman is work-committed (supportive of the contextual perspective), whereas having a child increases commitment to work.  We should note that these results are in line with the findings of Bielby and Bielby (1984), who found that marriage depresses work commitment but that childbirth increases it among college-educated women.  Importantly, we find that a young woman’s “baseline/previous” commitment has a much larger impact on her future commitment than any changes in her marital and parental status.   Marriage and motherhood do have impacts on work commitment, but the size of the impacts is minor compared to the impact of one’s initial/previous year’s commitment.  

Although we do not know specifically what prompts the changes in commitment after marriage and childbirth, we offer some speculations.  Newlywed women may be turning away from the work world because on a symbolic level they feel pressure to conform to the traditional  norms of what it means to be a good wife.  As family responsibilities increase with children, however, women may seek refuge in the workplace (Hochschild 1997).  
Another possibility focuses on financial need.  Married women may initially be less work-committed because they can rely on their husbands’ income for financial security.  Children add to the financial needs of a family, and this may explain why women become more work-committed after childbirth.  
It could also be that young women today realize that the work world has sufficiently changed such that they can no longer rely on their husbands or a single income to provide for their families (Leicht and Fitzgerald 2007).  This may be especially true for less-educated, minority women.  It has also become more socially acceptable for women to work within marriage, as well as outside marriage, and for men to take responsibility for caring for their children.  Housekeeping standards are also more relaxed now than in the past, and there are more ways in which individuals can outsource household responsibilities (i.e., childcare centers, take-out meals, etc.).  All of these changes in social norms may help explain why such a high percentage of the young women in our sample identify as work-committed, and become more work committed after having children.  

A final possibility for the positive impact of motherhood on work commitment focuses on the fact that the women who become mothers in our sample represent early to average-aged first-time mothers.  Since our measure of work commitment is based on a question asking women to imagine their work plans at age 35 (11 to 16 years down the road), these mothers may expect that their intensive child-rearing responsibilities will be behind them at 35, and so they anticipate devoting themselves completely to work at that point. 

Our research is not without limitations.  First, the sample we use is young and many of the women in our sample had not had their first child or married by the end of the observation period.  Our analysis thus disproportionately examines the effect of marriage/childbirth on young first-time wives/mothers.  How might the impact of marriage/childbirth on work commitment differ for older first-time wives/mothers?  Older first-time wives/mothers likely have more financial security (which means they may be more likely to decrease work commitment because they can afford to) but they also likely have more work experience which might means that they are more likely to remain work-committed because they have a greater investments in their careers.  Thus, it is unclear theoretically how the inclusion of older first-time wives/mothers in our sample would affect our results.  
A second drawback to our study is that the data come from the early 1980s and women’s attitudes have likely changed over the last twenty years.  However, this should have more of an effect on the proportion of women who initially identify as work-committed and it should have less of an effect on how a husband or child would change work orientation.  Arguably, if women have increased their work commitment over the last 20 years and employers have instated more family friendly policies, then our analysis is a conservative test of our hypotheses, since childbirth should have less of an impact today.  

Future research should continue to explore the relationship between changing family responsibilities and work commitment.  For instance, do marriage and cohabitation have differing effects on work commitment?  Do marriage and childbirth have the same impact on commitment for minority women as they do for white women?  Do other significant life events (e.g., a sick parent) have a similar impact on work commitment for both men and women?
All in all, this research brings greater clarity to the study of the effect of marriage and childbearing on women’s work commitment.  Our results suggest that young women’s work commitment is high and relatively stable over time; it decrease somewhat after marriage but increases after childbirth.  Our results imply that employers should work to increase and improve family friendly policies in order to retain new mothers, many of whom are highly committed workers.  New mothers might be even more committed to work if they were encouraged to stay in the labor market with family-friendly work policies.
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� 	Another type of work commitment is normative commitment, which is the tie that comes out of a moral sense that one should be loyal to one’s firm (Wiener 1982) and is similar to Weber’s notion of a Protestant Work Ethic.  We do not highlight this here as it is under-examined within the organizational commitment literature and is not discussed at all within the gender and work commitment literature.


� 	As an example of the disconnect between employment behavior and employment commitment consider a study by Moen and Smith (1986).  The authors use data from the Panel Study of Income Dynamics to explore the relationship between family responsibilities and work commitment.  Their measure of work commitment measures affective commitment only: “If you were to get enough money to live as comfortably as you’d like for the rest of your life, would you continue to work?”  Results show that mothers who worked part-time (either continuously or intermittently) over the previous five years express the most work commitment whereas mothers who worked continuously full-time express the least work commitment.  The authors speculate that the full-time employed mothers may be working out of economic necessity, not because they are psychologically invested in their work.  The part-time employed mothers may simply have had the financial discretion to cut back on their labor supply to attend to their family responsibilities.  These results provide support for the notion that work behavior is not always a direct reflection of work commitment.  This also highlights the distinction between being work-committed by choice versus out of financial need.  A second empirical example of the incongruity between work behavior and work commitment is exhibited in a study by Shaw and Shapiro (1987).  Using data from the National Longitudinal Survey of Young Women (a longitudinal study of women aged 14-24 when first interviewed in 1968) they explore the relationship between future work plans and eventual work behavior.  In the first five years of the survey, the women were asked whether they planned to be working at age 35.  The authors then examined whether the women’s work expectations matched their actual work behavior at age 35.  Although they found a positive correlation between expectations and behavior, substantial discrepancies did exist.  Eighty percent of women with work plans were in the labor force, while 50 percent who did not plan to work were employed. 


� 	89 percent of the women in the sample were married or living with a romantic partner; 11 percent were single.  The authors make no mention of changes in marital status over the survey period.  Since the observation period of the survey was rather short, it is safe to assume that most women did not experience changes in marital status over the period. 





� 	For example, Howell-White (1997) demonstrated that women who choose midwives differ from women who choose obstetricians in social characteristics, social ties, support from fathers, religious beliefs, and in whether they view childbirth as a natural rather than a medical experience.  


� 	The authors use a mix of survey questions to create a scale of work commitment in 1962 and 1964.  In 1962 the questions were “Which of the following do you expect to given you the most satisfaction in your life?” (high values assigned to work; low values assigned to family) and “In the long run, which do you realistically prefer and which do you expect?” (high values assigned to those who expect and prefer work; lower values assigned to those who expect to be housewives but prefer work; and lowest values assigned to those who expect and prefer to be housewives).  In 1964, the satisfaction question from 1962 was repeated and three additional measures were used asking the respondent (1) whether she expected to be working when her children were young, (2) whether she expected to be working when her children were grown, and (3) whether she expected her career to be important to her 10 years from now. 


� 	Of the 831 respondents who married, a small number later divorced (n=73) and, among these, a sub-set remarried a second time during the observation period (n=11).  Since the number of 2nd marriages is too small to be categorized as a separate dummy variable, we include them with the 1st marriages.    


� 	In all, 545 women became mothers during the observation period.  A sub-set of these women had second (n = 136) and third (n = 15) births during the observation period.  In the majority of instances, only one child was born or became part of the household (n= 674 out of 696 total).  But in some cases multiple children were born (n=15), or multiple step-children became part of the household (n=5), or a child was born and a step-child joined the household at the same time (n=2).  We control for these circumstances in our model (with a variable identifying whether the birth was the 1st, 2nd , or 3rd birth and a variable identifying the total number of children in the household), but we do not focus on these variables in our interpretation of the results.  Finally, our observation period is too short to see how work commitment changes when a woman’s child leaves the household.   


� 	The sample of divorced women in our sample is relatively small and may be one reason for this finding of non-significance.  


� 	In supplemental analyses, we explored whether commitment and eventual marriage/motherhood were both correlated with a given set of demographic characteristics, that, when controlled, would “explain away” the association between commitment and marriage/motherhood.  We did this by estimating a logit model (1= ever-married/ever-mother 0= never-married/childless) as a function of initial commitment and the following variables (all measured in 1979): age, education, student status, employment status, regional unemployment rate, race (white, Hispanic, black), parental education, maternal employment when respondent growing up, and family structure when respondent growing up (two-parent family versus single-parent family).  Inclusion of these variables in our two models did not change our substantive results.


With respect to marriage, we found that black women, students, and respondents with highly educated fathers were all significantly more likely to be initially work-committed and to remain single by 1984 (when controlled, this explains away some of negative relationship between work commitment and marriage).  On the other hand, highly educated respondents were more likely to be initially work-committed and to marry by 1984 (acts as a suppressor – when controlled, makes relationship more negative).  


With respect to motherhood, we found that students, highly educated respondents, and respondents with highly educated fathers were all significantly more likely to be work-committed in 1979 and to remain childless by 1984 (acts as a suppressor – when controlled, makes relationship more positive).  However, black women and women who grew up in single-parent families were more likely to be initially work-committed and to become mothers (when controlled, explains away some of positive relationship between initial work commitment and motherhood).   


� These models are typically referred to as “lagged” regression models where the dependent variable is Y(t) and Y(t-1) is included as one of the independent variables. 
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