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“It was about fifteen to twenty years ago that I first begin to
realise that college women as a group were talking about their
futures in ways that would have been unimaginable to me when
I was in college. They spoke, candidly and honestly, of desiring
“CAREERANDFAMILY" or “FAMILYANDCAREER" as if the
timing of the two goals would not be an issue.

They were aware that only atypical and extraordinary college
women had been able to accomplish both career and family in
the past. But in defence of their optimism, they noted that their
generation was different. Barriers had fallen. They were as well
trained and able as their male friends, the majority of whom
would achieve these two goals"

C. Goldin, The Long Road to the Fast Track



Trends over Time

I Goldin (2004) describes the changing relationship between
work and family for college educated women across the
1900s.

I Considers there to be five distinct cohorts:

1. Graduating 1900-1920 : Family or Career

2. Graduating 1920-1945 : Job then Family

3. Graduating 1945-1965 : Family then Job

4. Graduating 1965-1980 : Career then Family

5. Graduating 1980-1990 : Career and Family



Trends over Time



Trends over Time: Never Married



Trends over Time: No Births



Cohort 1: Family or Career

I 30% never married by 50 — rate four times higher than
non-college educated women

I Among women who married, 30% didn’t have children

I Led to discussions of “race suicide"

I Many of those who worked spoke of their careers as
“higher callings" — careers liberating from the constraints
of marriage and household duties

I Few who married worked and if did in teaching



Cohort 2: Job then Family

I More marrying and few choosing childlessness

I Typically didn’t exit labour force at the precise point of
marriage but wait until pregnant

I Teaching still dominant job choice



Cohort 3: Family then Job

I Graduating during the era of the “baby boom"

I Cohort marrying and childbearing at very high rates

I Marrying early — considerable number meeting partner at
College leading to the role of college as a “marriage
market" being noted

I Family then job — only 25% in the labour force when
young and married, although 75% were by age 45



Cohort 4: Career then Family



Cohort 4: Career then Family

I Delay in marriage (graduating late 1960s and early 1970s)

I Marriage delay contributing to lack of fertility — 19% of the
married group had no children by 40; 28% of the entire
group

I Labour market attachment soared for this cohort when
young and entering a variety of professions

I ‘Among those who placed their careers first, children were
put “on hold", sometimes forever’

I Approximately 13-18% achieved career and family



Cohort 5: Career and Family

I Recognition of the problem of the ‘biological clock’

I Larger fraction managing to achieve career and family :
21-27%

I Those with children better able to maintain career

I However, controversial as to the cost on women of this...



The Paradox of Declining Female Happiness:
Stevenson & Wolfers

I Measures of women’s subjective wellbeing have fallen
absolutely and relative to men throughout most of the
industrialised world

I Holds across datasets and measures, and pervasive for
across different groups

I Hard to work out why/fully interpret trends by sub-group
(e.g. working/not working) due to compositional changes of
the groups



Declining Female Happiness



Declining Female Happiness: Teenagers



Women Still Can’t Have It All



Women Still Can’t Have It All

I still strongly believe that women can “have it all" (and that men
can too). I believe that we can “have it all at the same time." But
not today, not with the way that America’s economy and society
are currently structured."

Anne Marie Slaughter, The Atlantic



The Need for Flexibility

I ‘Having control over your schedule is the only way that
women who want to have a career and a family can make it
work’ (Mary Matalin)

I ‘It is time for women in leadership positions to recognize
that although we are still blazing trails and breaking
ceilings, many of us are also reinforcing a falsehood: that
“having it all" is, more than anything, a function of personal
determination.’ (AMS)



Workplace Flexibility

“[W]hat must be in the ‘last’ chapter for there to be real
equality?... it must involve alterations in the labour market,
in particular how jobs are structured and remunerated to
enhance temporal flexibility. The gender gap in pay would be
considerably reduced and might even vanish if firms did not
have an incentive to disproportionately reward individuals who
worked long hours and who worked particular hours."

Claudia Goldin, A Grand Gender Convergence



Workplace Flexibility & the Pay Gap

I Last week we saw that the gender gap in pay narrowed
over the 80s but has plateaued to some degree

I In terms of productivity characteristics, women now ‘look’
much more like men

I Much of what remains is due to how firms reward
individuals who differ in their desire for different amenities
or job characteristics

I Workplace flexibility - multidimensional concept; how
many/when hours worked

I A flexible schedule comes often comes at a high price



Gender Pay Gap: Goldin (2014)



Gender Pay Gap: Goldin (2014)



Workplace Flexibility & the Pay Gap

I NB American Community Survey, 2009-2011

I Occurring within occupations

I Aggregate gender gap for college graduates, working full
time is 0.323 log points

I 68% of the gap due to the gap between men and women in
the same occupation

I 32% due to the selection across occupations

I Implication: Changing the gender mix across occupations
is not going to do the (whole) trick vspace0.25cm

I However, can learn something from the size of the gender
gaps across different occupations



Pay Gaps: Top 95 Paying Occupations



Pay Gaps & Elasticity of Income with Respect to
Hours



Impact of Workplace Flexibility

I Residual differences by occupation in earnings ‘largely due
to the value placed on the hours and job continuity of
workers.’

I Some occupations exhibit linearity with respect to time
worked whereas others exhibit nonlinearity (convexity)

I Where earnings are linear with respect to time worked, the
gender gap is low; when there is nonlinearity, the gender
gap is higher

I Goldin: “Gender differences in earnings across
occupations and occupational groups substantially
concern job flexibility and continuity"



Nonlinear Hours-Wages Relationship

I An individual i choosing between a hierarchy of positions j

I λ: fraction of full-time employment / metric concerning
which hours worked

I Output, Q, given by:

Q = λikj if λi> λ?j
= λikj(1 − δj) if λi≤ λ?j

where kj is output per unit of time when time exceeds
some amount; δj is the reduction in output because an
employee works less than some amount in an occupation



Nonlinear Hours-Wages Relationship



Nonlinear Hours-Wages Relationship

I Different occupations have different renumeration
structures/ degrees of hours-pay schedule convexity

I Lawyers: Partner in a law firm; General counsel; small firm

I Pharmacy: linear earnings with respect to time worked

I Differences in pay arise from productivity differences in the
workplace rather than inherent differences in human
capital

I Some workers want the amenity of flexibility which some
firms find it cheaper to provide



Business (MBA): Nonlinear Occupation
I Recap from the Bertrand, Goldin, Katz (2010) paper

I Earnings by gender essentially identical when first graduate
from Booth

I 5 years later: 30 log point difference; 10-16 years later: 60
log point difference (women earn 55% of what men do

I Career interruptions and job experience account for 30% of
the gap; differences in weekly hours another 30%

I Impact of a birth on labour supply grows over time
I A year after first birth, hours reduced by 17% and

participation by 13%

I 3-4 years later: hours decline of 24% and participation by
18%

I Try to stay in the fast-lane but find unworkable
I Spousal income important determinant of who stays and

who leaves



Pharmacy - Linear

I Decreased costs to flexible employment in the sector

I Extensive use of computer systems: any licensed
pharmacist knows a client’s needs as well as any other

I Less need for interdependent teams

I “The position of pharmacist became the most egalitarian of
all professions today"



What the Last Chapter Must Contain

“What must be in this chapter for it to be the last? The last
chapter must be concerned with how worker time is allocated,
used and remunerated and it must involve a reduction in the
dependence of remuneration on particular segments of time. It
must involve greater independence and autonomy for certain
types of workers and the ability of workers to substitute
seamlessly for each other. Flexibility at work has become a
prized benefit but flexibility is of less value if it comes at a high
price in terms of earnings. The various types of temporal
flexibility require changes in the structure of work so that their
cost is reduced."



What the Last Chapter Must Contain

“What the last chapter must contain for gender equality is not a
zero sum game in which women gain and men lose. This
matter is not just a woman?s issue. Many workers will benefit
from greater flexibility, although those who do not value the
amenity will likely lose from its lower price. The rapidly growing
sectors of the economy and newer industries and occupations,
such as those in health and information technologies, appear to
be moving in the direction of more flexibility and greater
linearity of earnings with respect to time worked. The last
chapter needs other sectors to follow their lead."
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