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ABSTRACT

The more education, the less unemployment of women; this
relationship is as strong as it is in the male labor force. The
channel through which this relation arises is also the same,
namely, labor turnover, almost half of which involves unemployment.
However, the relation between education and turnover is mediated
largely by educational differences in on-the-job training amcng
men, while educational differences in labor force attachment are
the main source of turnover differences among women. This is
because levels of educational differences in on-the-job (in-house)
training are small among women, while nonparticipation in the labor
market and educational differences in it are gquite small among men.
Educational differences in the duration of unemployment are
negligible among women, though they are cobservable, if small, among
men .

Recent growth in women’s work attachment has reduced their
inter-labor force turnover and their unemployment rate to the point
of eliminating the sex differential. On-the-job training of women
appears to have increased, though it still remains skimpy.
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EDUCATION AND UNEMPLOYMENT OF WOMEN

Introduction

In a previous NCEE Report (1987), I analyzed the effects of education of male workers on
their uncmployment experience. The Panel Study of Income Dynamic (PSID) panel data covering
years from 1968 to 1982 confirmed the well-known finding of a negative relaton between education
and unemployment. A major explanation of the education effect on unemployment was that the more
educated workers change employers less frequently than other workers. In turn, their stronger
atachment to the fimm is, in large measure, atributable to their more inlensive leamning and training on
the job. The positive correlation of education and training is a reflection of greater leaming abilities,
opportunities, and preferences of the more educated persans. And the negative correlation between
training and tumnover reflects the fact that to some extent skilis acquired by training are firm-gpecific,
that is, not fully transferable to other firms.

The major reason for analyzing men separately from women lies in sex differences in labor
force attachment (participation).’ In contrast lo men whose Iabor force participation rate (LFPR) is 90
to 100 percent after completion of schooling, labor force attschment of women stll varies a great deal
over the life-cycle. And despite the rapid growth of their LFPR, it is still not much more than 60
percent for married women in an average year. Again, it is well known that women’s attachment 10
the labor market - whether measured by LFPR or by the fraction of the working life spent in the labor
market ~ is positively relaled to education. The stronger labor market aachment may be viewed as a
consequence of education, since the investment in education pays off more in earnings the more lime
the worker spends in the labor market Since inter-labor force tumover (labor force exits and
reentries) is necessarily smaller among women whose labor market attachment is stronger, the effects
of education on unemployment due to lesser tumover may be negative for women as they were for
men, but the causal channels are clearly different. Men's mumover is almost entirely within the labor
market and is soongly affected by on-the-job training. The following questions concerning women are

' This conclusion was also reached in the pioneering work of the late Beth Niemi in the early 1970's.
Her analysis utilized aggregate and sectoral time series data. For references, see Niemi (1974 and 1975).
More recently, Janet Johnson (1983) reached a similar conclusion. Her argument is that unempioyment
of women is overstated, as their on the job search is termed unemployment, when they are fully occupied
in the nonmarket.




therefore of interest: (1) How important is inter-labor force wmover, as distinguished from intra-labor
force tumover, in affecting unemployment? and (2) What {5 the role of training in the tumover and

unemployment of women?

In order 1o study women workers it was necessary to shift from the PSID, where information
on women is less detailed, 1o the NLS (Nadonal Longitudinal Samples). This data set covers two
cohorts of women: (1} young women who were 14 to 24 years old in 1968, and (2) mature women
who were 30 to 44 years old in 1967. Random samples of several thousand women in these two
cohorts were followed up intermitiently over a period of sixteen years. This analysis uses information
from interviews conducied at one-year intervals in order 1o keep the frame of reference between
interviews consistent? About half the interviews were conducted at two-year intervals. These were
excluded here in order to avoid non-comparabilities.’ We restricted our data to women who are not
students and who worked in the labor market for some time during the years we observed. Only a
very small proportion of the women (Jess than 5§ percent) reported no work activity over the sixteen-
year period,

Education and Labor Force Attachment

It is a well established finding of economic research that better-cducated women tend 10 be
more strongly attached 10 the labor force than less-educated women. This behavior is explained by
human capital theory: The gain from investment in human capital (educaton and training) increases
as the payoff period is lengthened. Consequently, more educated women stay in the labor force over a
longer and more continuous working life and acquire more training than do less-cducated women.
Their labor force tumover (especially between market and nonmarket) is smaller. Tahte 1 shows the
labor force participation rates {proportion of women who worked or searched for work in the survey
year} for younger and older women for four levels of education by age in the NLS. The table also

shows the proportion of working women who maove in and out of the labor force during an average
year,

* For younger women, the one-year surveys were in 1969 to 1973, 1978, and 1983. For older
women: 1963 o 1972, 1981, and 1982.

} Although all magnitudes are necessarily larger in two-year intervals, educational patterns of labor
force participation, of wmover rates, and of unemployment are quite similar. Compare Appendix Table
A4 with text Table SA, as an illustraton,
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Despite the substantial growth in the women's labor force and some growth in continuity of
work, large proportions of women still work intenmittently over their life-cycle and even within the
year. This interrupted working does, of course, reflect the varying {(across time and across women}
allocations of time and energy between the market and the househeld (family) for which most women
continue to bear major responsibilities.

This factor of time allocation or discontinuous labor force panicipation distinguishes the
analysis of women's behavior from that of men regarding training and labor mobility, We can view
the education and training decisions of men as positively dependent on their ability (hence expected
retumns) and negatively on costs. In additon, the more educated men, who also get more training,
change jobs less frequently, since firm-specific training is likely to increase with the total volume of
training, which is substantial. For women, however, decisions about human capital investments
depend not only on ability and cost, but also on the prospective and actual allocation of time between
market and nonmarket activities. This proposition is especially relevant to job training: School
education may be expected to confer benefits both to women workers and nonworkers; job training
investments pay off only in the labor market. Indeed, one may view the lifetime women's allocarion
of market/nonmarket activities more as an effect than a cause of educational decisions made early in
life. Their training, in the other hand, more closely depends on actual and prospective work
artachment, though it is facilitated by educarional background.

Given, on average, a shoner and interrupted working life, women are less Hkely than men to
invest in market-oriented betterment, both in terms of & lesser market focus of school education and in
lesser job training. As we also observe (below) women invest a much lesser fraction of their training
in fino-specific skills, There are two reasons; (1) When work in the labor market is interrupted by
family demands, the probability of reuming to the same employer is smatler than the probability of
retuming 10 the labor market, even when the interruption is relatively short. (2} Even when no
interruptions occur in labor market activities, some of women's job changes are induced by family
demographic events, geographic and residential mobility, and other family exigencies.

As shown in Table 1, inter-labor force mrnover is inversely related to education, a result
mainly of stronger labor force attachment of the more educated. However, the relation between




intra-labor force tumnover (job changing), especially quits, and education is likely (o be attenuated,
because of weaker firm-specificity of women's training, and because of household demands.

Education and Trainlng

Women engage in less mraining on the job than men do. Lillard and Tan (1986) found that
women who worked continuously over a 12-year period reporied half as much company training as
comparable men did. And of those who worked intermittenuly, 2 much smaller proportion reponed
in-house training. However, women tend o receive more training than men from sources outside the
place of work, such as business, technical, and vocational schools.

Table 2A shows the proportion of women workers in each of the NLS cohornts who received
company training (in-house) and training outside of the work place. These are reported over the
survey year (JTin for company training, JTous for outside training), and since the start of employment
in the current firm (EJSTin, E/Tous). It is clear that women workers tend to take most of their training
from outside sources. Such training serves cccupational purposes thar are not usually specialized to a
particular firm. In-house training which is more likely to be firm-specific is received by few women,
especially in the older cohort, Table 24 also shows that the incidence of both kinds of training
increases with education. This positive correladon of training with education reflects the greater
leaming ability as well és the greater commitment to the labor market of the more educated women
workers. The positive relation between education and training, which may also reflect
complementarity between the two leaming activities, appears (o be stronger among men and in the
younger women’s cohort.

Table 2A represents gross (unadjusted) differences in training among women with different
levels of education. In Table 2B these differences are standardized for various characteristics of
women workers, in additon 1o education, so that the coefficients shown in Table 2B represent "net
cffects” of educaton. They measure the increase or decrease in the frequency of training observed in
otherwise similar women whose education is increased by one year. Although both the adjusted (2B)
and unadjusted (2A) data show positive comrelations of training with education, the adjusted estimate
of this relation in the form of regression coefficients shown in 2B indicates some interesting
differences: For the young women, the net effects of education on in-house training are positive and

are stronger the longer the period over which such training is observed. In contrast, in-house training
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Is not significanfly related 1o education of the older cohort. However, outside training increases with
education (starting at the 9 (o 11 year school level) in both cohorts. Other characteristics included in
the regression but not shown in Table 2B are: marital status, heaith, number of children,
unemployment rates, size of labor market, potential experience (years since completion of schooling),
service industry employment, and union membership. The full regression is shown in the Appendix
Table Al

In the full regression, it appears that the incldence of in-house training is smatler among
married women, black women, and women who have more children, and is greater in larger labor
markets and in service industries. Training frequency increases in the first decade afier completion of
schooling and declines thereafter, is smaller the longer women stay out of the labor market, and larger
the longer their uninterrupted employment {not shown here), All these ¢ffects do not appear to be
significant for the older cohort, partly because much less training is received by them and partly
because the sample is smaller.

As for outside training, it is similarly less frequent among married women and black women,
and it declines with age in the younger cobhort. However, it is greater among employees in service
industries and in periods of high unemployment when trainee opportunity costs are low,

Of spectal interest are the differences between the two cohors: The decline in training as

workers age is a predictable finding according to human capital theory becauss aging implies a

_ shontening of the payoff period, making investments in training less profitable. The decline is clearly
observed among men in a number of studics. Thc age panem for women is less predictable in view
of the interruptions which are more frequent and longer during the first one or two decades after
leaving school. The lesser training received by the older cohort of women, compared to the younger
cohort, a8 seen in Table 2A, reflects more than an age effect: Table 2C shows the incidence of
training for each cohort at the same age (30 to 39). Rather clearly, the younger cohort acquired more
training (especially in-house) than the older one, at the same age, That age was reached by the
younger cohort almost a decade afler it was reached by the older cohort. Increasing labor force
auachment of women over this period, especielly in the younger cohort, has been documented in a




number of studies.' It is also visible in Table 1 in the columns showing the trnover raies. The
stronger work commitment in the recent cohonts increases training incentives of workers and
employers. This i3 especially true of in-house training which is more likely 10 be frm specific. Table
2C clearly confirms this hypothesis, though the incidence of women's on-the-job training still remains
quite small among young women compared to young men.

We proceed now 10 women's turnover, measured by separadon rates, distinguishing between
Intra- and inter-labor force turnover.

Separations ‘

Table IA classifies separation rates P(s) into intra-labor force movements between firms whils
in the labor market P(Sa) and inter-labor force P(S¢) moves in and out of the labor force. In the tater,
entry is preceded and exit is followed by nonparticipation. Both intra- and inter-labor force moves are
expressed as ratos to the labor force during the survey year, Multiple moves within the year are
counted as one, since they are not reponted. Of course, P(s) = P(Sa) + P(Se).

It is clear in these figures (column a) that education reduces tumover P(s) mainly because it
reduces inter-labor force mobility P(Se), Within the labor mérket education has a weak or no apparent
effect ont labor mobility. (This standsg in sharp contrast to the negative effect observed among men.)
Inder-labor force mobility P(Se) is more frequent than job changing within the market P(Sa) at
education levels of high scheol and below, and becomes somewhat less frequent than job mobility at
higher levels especially for the young women. The table also shows tha, younger women move more
frequently then older women within the market and between market and household.

This finding is reversed in inter-tabor force tumover, and the differences in intra-labor force
turnover disappear, when the two cohonts are observed at the same age (column b in Table 3A).
Trends in labor force amachment are clearty responsible for these findings. The growth in job training
in the younger cohort is consistant with these developments. However, the absence of a trend in
intra-1abor force tumover suggests that growth in women's job training is mainly a result rather than a

“ See Shapiro and Shaw (1983), O'Neill (1985), Smith and Ward (1985), Donchue (1987), Hill and
O'Neill (1989).

10




13 174 el 60 9 9¢’ ST 118 LNoLra
w 120 g0 10 Ly o B0 W NLLIE
6T £ 148 Ly w 6l 138 i H JNOLr
wr wy i) (1) T 110} w {1} NLLI
sieak 14 apesd apesd simak Igad apead peid

+9[ ST-£1 LLrA | L 114 by +91 STl uzi L 114 by

TWOM N

wrwop 3unoy

uopeonpg 4q ‘Jupurel], 3UIAROAY “6¢ 01 Of PIRY SITRIOM USWOA JO SuORIOdaL]

T ATEYL

11




cause of reduced inter-labor force mumover.

The separation rates shown in Table 3A are not standardized for other worker characteristics,
thus showing the gross effects of education. To observe the net effects of education and of training,
separatlon rates in the NLS data pooled over all the survey periods are regressed on working age
(years since completion of schooling), marital status, race, health, number of children, local and
national unemployment, industry (service or not), and union membership. The coefficients of
cducation and of training in these regressions are shown in Table 3B. (Full regression is shown in
Appendix Table A2).

12
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The major findings in 3B confirm those in 3A: Total separation rates decline quite strongly as
education level rises in both cohoris of women. It is clear, however, looking at Table 3C, that this
dcéllnc is due to the decline of inter-labor force mobility P(Se} which reflects the increase in labor
force anachment. Intra-labor force mobility (job change) P(Sa) appears 1o be unaffected by education.

In-house training received during the previcus year or any time during firm tenure reduces
separations (Table 3B). Training received elsewhere I3 also negatively related wl tumover, but the
effect is much smaller. Once again, when separations are distinguished between intra- and inter-labor
force moves, it appears that it is the labor force entries and exits that are most strongly affected by
training espectally by in-house training (Table 3C).

In-house training also reduces intra-labor force moves somewhat, but outside training which is
weakly related to moves has no effect on intra-labor force job changes, These findings are consistent
with the view that outside training is basically general (transferable to other firms) hence has no effect
on firm separations as such. Its weak effect on labor force mobility reflects rather than determines a
greater attachment to the labor force, and especiaily of more educated women.

Do the findings on the effects of two kinds of training on two classes of tumover, in Table 3,
shed any light on the relation between education and turnover? This relation appears to hold only in
inter-labor force moves. The effects of education on labor force atachment are sufficient o explain
this finding.

The positive relation between education and training enhances the negative relation befween
education and inter-labor force mobility, but greater training received by the more educated women
appears to be a consequence rather than a cause of lesser mobility, This is especially true of the larger
part of treining, namely of outside training which is not likely to contain any firm specificity. While
in-house training does reduce mobility, it is not at all related to education of the older women. It is
positively correlated with education of younger women (as shown in Table 2B) yet the effect on the
relation between educarion and job change (within the market) is barely visible (Table 3B).

One reason why a positive correladon between education and in-house training does not translate into
a negative relation between education and job tumaver is that the amount of in-house training of
women is relatively small. Another reason is shown in Table 4, which distinguishes quits from layoffs

15




in job separaticns, and shows the effects of education on cach. It is clear that education has tite, if
any, effect on quits, despite the somewhat greater in-house (raining of the younger educated women.’
Apparently quits of women workers are strongly motivated by family demands including the need for
flexible ime schedules, residental changes, and husbands' job mobility (Mincer, 1978). Layoffs,
whose timing is not subject 10 these considerations, are affecied by educarion, reflecting employer
demand for human capital and some employer investment in training of women whose work
commitment is stronger.

However, the bulk of job mobility of women is due to quits, as shown in Table 4. The ratio
of quits 1o layoffs among women, especially younger women, is over 2 to 1 among older women and
higher among younger women, while it is closer 10 equality among men (Mincer, 1987). The high
ratio of quits to layoffs reflects not only the imporiance of family demands on women's aliocarion of
time, but also their greater representation in industries (such as service industries) in which layoffs are
less frequent.

We may conclude that human capital acquired by women at school and while a1 work affects
their umover largely because it affects their inter-labor force tumover and to a lesser extent because it
reduces the risk of layoffs.

The asymmetric effect of education on quits and layoffs is also of some importance in
understanding the relation berween education and the incidence of unemployment.

Education and Unemployment

Table 5A shows the (unadjusted) incidence of unemployment P(u) in an average survey year,
in column 1 of each panel. The second and third right-hand panels list the incidence occurring in
intra-labor force moves P(ua) and inter-labor force moves P(ue). Women's incidence of
uncmployment declines with education as sharply as it does among men (Mincer, 1987, Table 1). The
differences and reasons for them emerge quite clearly from the identty P(u) = P(s)P(u/s), when these

* According to Meltzen (1986), the quit rate of newly hired women does not decline over the first
two years of tenure, as it does for men. Apparently, matching and training processes, if any, are swamped
by exogenous (family) factors.

16




components are viewed separately in the context of intra- and inter-labor force mobility. P(uw/s) is the
(conditional} probability of unemployment, given a separation.

17
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Although intra- separations P(Sa) are unrelated to education, the probability of experiencing
uremployment conditional on a job change P(u/Sa) declines quite steeply. This is because layoffs
decline while quits do not as was indicated in the previous section. In the inter-labor force context
both scparations and conditional unemployment decline, the latter also a result of quitAayofT behavior.
Conscquenty, the decline in unemployment incidence by educarion is about twice as steep in the
imer-labor force context than in intra-, in both cohorts of women.

The net relation of unemployment incldence o education is shown in the left panel of Table
5B. (Full regression in Appendix Table A3). On average, incidence declines about 3 percent per year
of education of young women, and about 2 percent for older women, Table 5B also shows that
in-fimm training reduces the incidence of unemployment as well. As already stated, this is because
training reduces layoffs as well as labor force exits. Qutside training is not a significant factor in
unemployment incidence.

Finally, to understand the relation between education and unemployment rates we must take
into account durations of unemployment speils. As was shown in the report dealing with the male
labor force, the unempioyment rate (u) is basically a product of the incidence of unemployment and of
Its duration, d(u).

u = P() - d(u) * 1/d(1)

The additional factor d(1, is the fraction of year spent in the labor force. This factor d(1) is
close 0 unity for men, and its variation by education can be ignored, It is more important in
analyzing women's unemployment as it reflects differences in labor force participation. The rationale
for the term 1/d(1) is that with the same incidence (given duration) of unemployment, persons who

spend fewer weeks in the labor force during the year have a higher unemployment rate per week in the
labor force.

Table 6 shows the partems of duration of uncmployment by education. Pancl A,
unstandardized, shows a very small decline as education rises for younger women, and practically no
change for older women. The regression adjusted pattem in Panel B shows, If anything, smail
increases of duration. Not surprisingly, job training has no effect on women's unemployment duration.
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Why Is duration of unemployment not shorter for the more educated women, as is true of
men? The answer lies in the differences in labor force attachment: Labor force withdrawal which is
more commen among less educated women cuts their duration of unemployment to a greater extent
than it does for the more educaied women. The rough constancy of duration by education of women
still yiclds a declining d(u)/d(1) of about the same magnitude as for men: For men d(1) was roughty
constant, but d(u) declined 1S to 20 percent from lowest to highest education level For women a
similar decline in the ratio d(u)/d(1) is due to the increase in d(1) while d(u) is almost constant.
Changes in d(1) and in the d(u)/d(1) ratio related to education are shown irt Table 6, panel C.

Men and women equally lessen risks of unemployment, with more education. This is true of
the incidence of unemployment and of unemployment rates, despite the fact that women's in-house job
training is small and largely unrelated to their tumover, especially to quit behavior. The major
channel for the educational differences in the wnemployment of women is the effect of educaton on
labor force attachment. As both education (at college and higher levels) and labor force rates have
accelerated in the recent decade, women's unemployment rates, which previously exceeded men’s
raies, have fallen relative to the unemployment of men. Vanishing of the sex differential is observable
in the 1980"s.* Indeed, a reversal in the sex differential in unemployment is likely, if labor force
attachment of women continues to grow, and if their industrial distribution remains largely unchanged.

* BLS data in Employment and Earnings show that about 40 percent of unemployment of women is
due to entries and reentries into the labor force. When this component is eliminated (or cqualized),
women's unemployment was no greater than men’s before the 1980°s, and smaller in the 1980°s.
Including the labor force component, total unemployment was higher for women than for men before and
about equal during the 1980°s,

23 .




References

Donohue, John J., “The Changing Relative Hazard Rates of Young Male and Female Workers,”
Working Paper, Northwestemn University, September, 1987,

Hill, Anne and June O'Neill, "A Dynamic Model of Women's Work," presented at Annual Meering of
the Population Association, March, 1989.

Johnson, Janet, "Sex Differentials in Unemployment Rates,” Journal of Political Econonty, April,
1983,

Liliard, Lee and Hong Tan, "Private Sector Training and its Impact,” Rand Corporation Report,
March, 1986. :

Meitzen, Mark E., "Differences in Male and Female Job Quitting Behavior,” Journal of Labor
Economics, April, 1986. .

Mincer, Jacob, “Family Migration Declsions,” Journal of Political Economy, October, 1978.

"Education and Unemployment,” NCEE Report, Columbia University, 1987.

Niemi, Beth, “The Female-Male Differential in Unemployment Rates,” /ndustrial and Labor Relations
Review, Aprl, 1974,

— . "Geographic Immobility and Female Unemployment,” in Sex Discriminarion and the Division
of Labor, C.B. Lloyd, ed., Columbia University Press, 1975.

O'Neill, June, "The Trend in the Male-Female Wage Gap,” Journal of Labor Economics, January,
1985 Supplement.

Shapiro, David and Lois Shaw, "Growth in Labor Force Atrachment of Married Women,” Southern
Economic Journal, Ociober, 1983.

Smith, James and Michael Ward, "Time Series Growth in the Female Labor Force,” Journal of Labor
Economics, January, 1985 Supplement.




APPENDIX TABLES

TABLE A
Regression Veriabies

Young Matyre
Women Women
Variable Mean Mean Deflnition

EITIN 06 03 =1 if had company-sponsored training on the current job

EFTOUT 20 16 =] if had ouwide training on the job

SEP 52 37 =1 if changed employers, moved from employment o
ununploqum. cr.il enwredeft the labar force between wo
consecutive interviews

ITRA 23 J4 =] if changed employers or moved from employmeal into
uncmployment between [wo conrsscutive interviews

ITER 2 23 =1 if eateredfieft the labor force between two consecutive interviews

UN ) Ll :-1 f experienced y unemployment between two consccutive
interviews

TIME 4.70 5.13 oumber of years since the initial interview

EDUC 12.05 11.48 years of education

MARSP 55 20 =1 if currently merried with spouse present

RACE & ] =0 if black, =1 if white

HLTH 06 15 =l if any health limitation or disability

DEP 98 229 number of dependents

URATE 5.718 5.95 local unemployment rate (percentage)

NURATE 518 557 national unemployment rate (percentage)

SMSA .70 .74 =l if live in a standard merropolitan stadstical arca (SMSA)

LOCLF 588.08 156 index of locat labor force size

POTEXP 6.69 2493 years of potential work experience at time ()

SERV 45 A9 al if employed in a service industry

UNION 11 A1 =1 if member of a union




TABLE Al

Job Training (EJT}
YOUNG WOMEN MATURE WOMEN
Io-Firm Outslide In-Flrm Outside
Yarlable b t b t b t b t

INTERCEPT -0.1660 4.4 0.0551 0.87 -0.1072 138 0.6962 | 1134
TIME -0,0001 0.05 -0.0016 0.50 -0.0010 045 -0.0058 439
RACE 0.014% 121 0.0079 1.01 0.0067 138 <.0013 0.14
MARSP -0.0120 279 -0.0653 5.01 -0.0059 1.29 -0.0120 135
HLTH -0.0087 1.05 0.0246 1.75 -0.0046 0.80 -0.0250 227
DEP -0.0089 451 -0.0054 176 - -0.0036 .09 0.0016 0.72
URATE 0.0021 2.18 0.0080 4,86 -0.0006 0.63 0.0063 a8
NURATE 0.0031 072 00348 482 0.0215 628 0.1050 | 15.85
SMSA 00182 382 040221 2.73 -0.0015 027 0.0046 0.42
LOCLF 0.0000 2.67 -0.0000 1.79 0.0026 252 0.0014 0.67
EDUC 0.0222 419 00361 4,03 0,0014 038 -0,0334 452
EDUCSQ -0,0007 3126 0.0021 .70 0.0001 047 0.0027 835
POTEXP oo101 622 0.0087 119 0.0017 1.01 0.0246 740
POTEXPSQ -0.0004 5.14 <0.0007 539 -0.0000 134 -0.0005 7.90
SERY 00500 | 1199 00754 10.67 -0.0061 1.45 0.0611 745
UNION 0.0336 5.18 0.0034 0.49 -0,010% 1.63 0.0401 ixs
R-Square 0.034 0.055 0.037 0220

N 13233 6,940

Deflnitions: EDUCSQ = years of education, squered.

POTEXPSQ o years of potential work experience, squared.
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TABLE A3
Incidence of Unemployment
YOUNG WOMEN MATURE WOMEN
Variable b t b t

INTERCEP 347 831 265 4.38
TIME -018 538 004 174
RACE =058 832 - 022 2,60
MARSP -014 1.83 -019 240
HLTH 056 4 015 1.50
DEP 019 6.08 007 178
URATE 011 648 o | a4
NURATE 047 6.3 -017 2.89
SMSA -009 1,11 -.009 87
LOCLP -.000 382 001 208
EDUC =033 349 -.000 06
EDUCSQ 000 54 -001 208
POTEXP -03s 12,38 00 33
POTECPSQ 001 794 -,000 82
SERY 27 366 -010 142
UNION -.088 7.66 -6 23
R-Square 0640 0259

N 13,233 8,061
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