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Downward Earnings Mobility After Voluntary Employer Exits RACHEL E. DWYER Ohio State University



A tacit assumption in much sociological scholarship on mobility that upward earnings mobility is the primary goal of American workers obscures the full range of mobility events. Using data from the Panel Study of Income Dynamics for 1983 to 1992, this research demonstrates that voluntary downward earnings mobility is an important alternative path to the ideal of upward mobility in the United States. A model is developed of the determinants of voluntary downward earning mobility: Individuals trade pay as they are pushed out of jobs and pulled to new jobs by nonpecuniary factors valued more than pay. The model is largely supported. Keywords: job mobility; job values; working time; earnings



M



ost individuals in U.S. society face the dilemma of how they will strike a balance between work in the labor market, commitments outside the labor market, and personal consumption as enabled by income and wealth. Except for the most affluent and the most impoverished, people must make trade-offs between the different elements of their lives, placing more or less importance on each element and living with the consequences. The American ideal of upward mobility privileges one set of trade-offs: the pursuit of material goals like income at the expense of other values like time. Upward earnings mobility permeates the American conception of success, and the structure of American work promotes income rather than leisure or other benefits as the key return to productivity (Cross, 1993, 2000; Hunnicutt, 1988).1 Nevertheless, some reject that set of trade-offs in favor of other values. In fact, the idea of trading earnings and status for other values like community and family is an important counter-archetype to the dream of Author’s Note: I thank the editor, several anonymous reviewers, Jane Collins, Rebecca Krantz, Greta Krippner, Robert Mare, Juliet Schor, and Erik Olin Wright for their comments and suggestions. This research was supported in part by an NSF graduate research fellowship. WORK AND OCCUPATIONS, Vol. 31 No. 1, February 2004 111-139 DOI: 10.1177/0730888403259768 © 2004 Sage Publications
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upward mobility in American culture (Wuthnow, 1996). The persistent power of these antimaterialist ideas raises the question: How prevalent is voluntary downward earnings mobility? In other words, is downward earnings mobility a common alternative path to the ideal of upward mobility in the American mobility regime? The typical approach to studies of mobility in American sociology obscures the incidence of voluntary downward earnings mobility because of the assumptions made about the values workers privilege in their job shifts in the absence of data on motivations in most labor market data sets. Sociologists often interpret any downward mobility event (whether voluntary) to be a signal that the individual has experienced an obstacle to upward mobility. This approach reveals an implicit assumption that individuals seek to maximize pay above all else. Although that assumption undoubtedly holds in some cases, it also likely misinterprets many shifts by ignoring the possibility that pay has been traded off for another value. In this article, I start from a different assumption about the trade-off between pay and other values that workers face in their job shifts and analyze voluntary downward earnings mobility in its own right. I assume that some workers do trade earnings for other job characteristics they value more and assess what analytic purchase is achieved when voluntary downward earnings mobility is treated as an indicator of a trade-off rather than a signal of disadvantage. Borrowing from popular imagery, if the usual sociological approach has monitored the achievement of the promise of the American dream, my approach allows that not everyone defines the American dream in the same terms. All studies of mobility rely on assumptions about the meaning of specific mobility events. Because no one assumption can fully describe the range of labor market events, it is important to vary the assumptions used both to test our conclusions and ensure we exploit the full potential of our data.2 My approach builds on other research on alternative job values. Studies of attitudes toward work support the assumption here that people value many aspects of jobs, not just pay (e.g., Johnson, 2001). Some research does assess trade-offs in job shifts, including studies of voluntary turnover and workfamily conflict, providing the model for the approach in this article. Those analyses expect that workers seek multiple job characteristics in addition to pay and treat mobility events as evidence of the trade-offs workers make between pay and other values, even in the absence of measures of motivation (Altonji & Paxson, 1988; Glass, 1988; Hom & Griffeth, 1995; Keith & McWilliams, 1995; Topel & Ward, 1992). This study differs from other analyses of trade-offs between alternative values in job shifts, however, in the conceptualization of the trade-off. First, I consider a range of job
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characteristics valued by workers in addition to pay, whereas many studies focus on one main alternative to pay, for example, flexible hours. Second, this study is unusual in focusing explicitly on the trade-off of pay. I analyze voluntary downward earnings mobility separately from other forms of mobility, which enables me to more directly assess the trade-off of pay for other values than in studies that combine all forms of voluntary mobility together. I extend social scientific understanding of voluntary downward earnings mobility by measuring its incidence and determinants in the United States using the Panel Study of Income Dynamics (PSID) for the years 1983 to 1992. I find that voluntary downward earnings mobility is an important alternative path in the American mobility structure, followed by 30% of employer shifters each year. Drawing from the literature on alternative job values, I develop a model of the determinants of voluntary downward earnings mobility and argue that when individuals shift jobs, they trade pay for other values as a result of a combination of factors that push them out of jobs because of dissatisfaction with work conditions and pull them into new jobs in which they settle on a new balance between pecuniary and nonpecuniary rewards. I use both descriptive and logistic regression methods to test the model. The model is largely supported, and I find that major factors traded off for pay include reduced hours, greater autonomy through self-employment, and geographic location. UNDERSTANDING VOLUNTARY DOWNWARD EARNINGS MOBILITY Scholars have shown that individuals seek jobs that provide both extrinsic and intrinsic values (Johnson, 2001). Extrinsic values are mainly pay and status, whereas intrinsic values include other nonpecuniary attributes of the job, for example, whether it is social, enjoyable, or has flexible hours. In the opportunity structure of American work and careers, individuals usually cannot achieve all their values in one job but rather must make trade-offs between them (Gorman, 2000; Johnson, 2001; Tolbert & Moen, 1998). Job changes are an important means for American workers to achieve a better balance between extrinsic and intrinsic values in their work. The work and family literature illustrates that parents change jobs and trade off extrinsic rewards for work that is more compatible with family responsibilities (e.g., Parcel, 1999). Advocates of the “downshifting” movement encourage changing jobs and trading earnings for more leisure time as one of the key ways for Americans to achieve greater balance and happiness (Dominquez & Robin, 1992; Elgin, 1981). There is evidence that downshifting occurs with



114



WORK AND OCCUPATIONS / February 2004



some frequency: Schor (1998) found that between 19% to 28% of those surveyed voluntarily downshifted at some point over a 5-year period in the early 1990s (see also Bowman, 1995; Saltzmann, 1991).3 Through in-depth interviews, Meiksins and Whalley (2002) vividly documented the efforts workers make to change jobs to achieve intrinsic values at the expense of the extrinsic rewards of pay and status. Out of the varied analyses of alternative values in work emerges a model of the determinants of voluntary downward earnings mobility: Individuals are both pushed out of jobs by unsatisfactory conditions and pulled to a new job with a more satisfactory balance of values. In any individual case, one or the other of push or pull factors could be more important, or both factors could be combined. Whatever the cause, the result is that pay is exchanged for other intrinsic attributes of the job. Not all nonpecuniary factors can be studied in the PSID, but there are measures of some of the most important. I begin by discussing the push factors and then move on to the pull factors. NONPECUNIARY PUSH FACTORS



Studies of organizational commitment and turnover show that voluntary quits and shifts to a new employer are often motivated by displeasure with conditions at the organization, pushing the employee to make a job change (Hom & Griffeth, 1995). The PSID does not provide the measures of commitment typically used in this literature; however, Valletta (2000) argued that the tenure of workers before their exit (which is available in the PSID) is a proxy for the motivation of the exit: Quits by employees with longer tenure are less likely to be caused by external shocks (e.g., decline of employment in the sector) and more likely by choice of the worker. Although Valletta’s argument applies to all voluntary mobility, studies of alternative job values indicate that when a worker becomes dissatisfied with their job, they are more likely to consider trading off extrinsic values for intrinsic values and making a voluntary downward earnings shift (Meiksins & Whalley, 2002; Schor, 1998). This leads to the following expectation: Hypothesis 1: Voluntary downward earnings mobility is more likely than other forms of mobility to occur among workers with longer tenure because a voluntary exit after longer tenure indicates dissatisfaction with the conditions of a job, which increase the likelihood of trading off extrinsic for intrinsic values.



Another signal of dissatisfaction with an organization is an employer shift that occurs without an occupation change (McDuff & Mueller, 2000). In this case, the dissatisfaction is not with the type of work but with the conditions at a particular employer. Occupational change is associated with transitional
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periods in workers’ careers (Markey & Parks, 1989). As discussed previously, dissatisfaction with a job increases the likelihood of an exchange of pecuniary for nonpecuniary values in the destination job, leading to the following expectation: Hypothesis 2: Voluntary downward earnings mobility involves occupational change less than other forms of mobility, because an employer shift without a change in occupation indicates dissatisfaction with the conditions of a job, which increase the likelihood of trading off extrinsic for intrinsic values.



One of the most important factors pushing people out of jobs is overwork. American households contribute increasing hours to the labor market, and the United States now reports the highest weekly working hours of any industrialized country (International Labour Organization, 1999; Jacobs & Gerson, 2001; Schor, 1992). The structural trends take a personal toll: Robinson and Godbey (1997, pp. 229-240) found that reports of feeling rushed, stressed, and overworked were substantially higher in the 1980s and 1990s compared to the 1960s. A growing literature on working time documents the importance of dissatisfaction with hours worked in motivating employees to change jobs (Altonji & Paxson, 1988; Horning, Gerhardt, & Michailow, 1995; Meiksins & Whalley, 2002; Schor 1998). Even though earnings mobility can occur through a change in hours or a change in wages (or a combination of the two), the significance of excessive hours as a factor pushing people out of their jobs suggests that changes in hours are particularly important in voluntary downward earnings mobility compared to other forms of mobility, which leads to the following expectation: Hypothesis 3: Voluntary downward earnings mobility is a consequence of changing hours more than other forms of mobility because overwork increases the willingness of workers to change jobs and trade pay for reduced hours. NONPECUNIARY PULL FACTORS



Workers reduce their hours through job shifts not only because they are pushed by excessive work at the old job but also because they are pulled by the opportunity to have time for other pursuits. Time for family is especially important for married mothers given the persistent gender division of labor in the family (Hochschild, 1989; Parcel, 1999). There is mixed evidence, however, on whether women are willing to trade pay for reduced hours. Many studies find that mothers do trade pay for hours (Keith & McWilliams, 1997; Koenigsberg, Garet, & Rosenbaum, 1994; Meiksins & Whalley, 2002; Sicherman, 1996). Yet Estes and Glass argued that women increasingly
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attempt to maximize both financial and flexibility benefits when they change jobs after becoming mothers (indicating that many mothers cannot afford to trade pay for hours) and that child care concerns are more related to labor force exits than to job shifts (Estes & Glass, 1996; Glass & Estes, 1996). This study provides an opportunity for a direct test of the importance of earnings trade-offs in job shifts for mothers. Following the bulk of the evidence, I expect that married mothers accept earnings declines to meet their family obligations: Hypothesis 4: Married women with small children are more likely to experience voluntary downward earnings mobility through reduced hours than men because the social assignment of family responsibilities to women leads them to trade pay for time out of the labor market.



Research indicates that women are pulled by all intrinsic aspects of jobs, not only those related to the flexibility and amount of hours of work, more than men. Studies find that women are more likely to value the intrinsic aspects of jobs, whereas men are more likely to value the extrinsic aspects (Rindfuss, Cooksey, & Sutterlin, 1999). Although Tolbert and Moen (1998) warned that this difference could be overstated, it is a consistent result. This leads to the following expectation: Hypothesis 5: Women are more likely than men to undergo voluntary downward earnings mobility because women value intrinsic characteristics of jobs and are willing to trade pay for those characteristics more than men.



Desire for greater autonomy and control over time also pulls workers to change jobs even at the cost of pay (Saltzmann, 1991). Self-employment is perhaps the most effective means to achieve autonomy in work. Studies show self-employment is a favored route for people looking to make a change in their work life in the United States, and it was on the rise in the 1980s (Carr, 1996; Hachen, 1993; Jurik, 1998). This leads to the expectation that individuals will trade pay to gain autonomy: Hypothesis 6: Voluntary downward earnings mobility is a consequence of shifts into self-employment because desire for greater autonomy and control over time increases the willingness to trade pay for increased independence.



Meiksins and Whalley (2002) found that shifts into self-employment are especially important for men seeking change in their work lives, including those who desire fewer or more flexible hours. Men face difficulty negotiating changes in the balance between intrinsic and extrinsic values within
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organizations because of the assumption that men are “ideal workers” and prioritize the job and extrinsic values above all else (Williams, 1999). This makes self-employment a more important path for altering the balance of work values for men than women:4 Hypothesis 7: Men are more likely than women to trade off pay for autonomy and control of time through self-employment because it is the most legitimate method for men to adjust the balance between extrinsic and intrinsic values in their work.



The geographic location of a job merits little attention in much of the alternative job values literature; however, it is identified as an important reason for downshifts, pulling individuals to trade pay for a better place to live (Saltzmann, 1991). Analysis of job mobility also pays almost no attention to spatial considerations. This study addresses that gap with the expectation that people trade pay to improve their geographic location, for example, by moving closer to places of beauty or family and friends (Saltzmann, 1991): Hypothesis 8: Voluntary downward earnings mobility is a consequence of a geographic move because desire for a better location to live and work leads to a willingness to trade pay.



I use both descriptive and logistic regression methods to test the model of nonpecuniary push and pull determinants of voluntary downward earnings mobility. As a part of assessing the model, I evaluate several alternative explanations. First, I describe the data and measures used. DATA AND MEASURES DATA: THE PANEL STUDY OF INCOME DYNAMICS



The PSID is the best available data set to measure the prevalence and patterns of voluntary downward earnings mobility in the U.S. population. It is the only nationally representative longitudinal study of work and income for all age groups in the United States and has been ongoing since 1968. This article employs the detailed work history series collected for respondents, and if married, their spouses, since the 1984 wave of the PSID. The 10 years of the study that include the work history series and have been prepared for final release at this writing are used, containing data for the years 1983 to 1992. The longitudinal design of the PSID is accommodated in the design of
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the analysis and at some points is explicitly exploited to assess the hypotheses. MEASURING VOLUNTARY DOWNWARD EARNINGS MOBILITY IN THE PSID



The earnings shifts that can be identified in the PSID occur through a job change between employers. There are not sufficient data for all years to identify earnings shifts made within an organization. Because of the exclusion of within-employer job shifts, the measurement of voluntary downward earnings mobility in this study is conservative and avoids ambiguities in interpreting job shifts within organizations. Employer shifts are a good site to study trade-offs between alternative job values because when employees are unhappy with their job in the U.S. system, an employer exit is often the most expedient way to change their circumstances (Hom & Griffeth, 1995; Meiksins & Whalley, 2002).5 Employer exits are differentiated between those that began with a voluntary exit versus an involuntary termination of a job. Voluntary reasons are not disaggregated in the PSID, so there are no direct data on the specific reason for the voluntary exit. Almost three quarters (73%) of the employer exits in the PSID are worker initiated. Earnings changes are calculated by comparing the hours and wages of the current and last job for all individuals who changed jobs in the year before the survey.6 Different combinations of shifts in hours and wages lead to upward, downward, or lateral shifts in weekly pay.7 Because most shifters experience some amount of upward or downward change in their weekly pay, I set a ±10% cutoff as the criterion for what counts as an upward, downward, or lateral shift. The distinction between voluntary and involuntary job shifts and earnings trade-offs is important for this study, but in the absence of data on motivations, it must be acknowledged that there is likely variation in how truly voluntary the changes are. Some apparently voluntary exits could be masked involuntary mobility as workers depart jobs they expect to be forced to leave. Similarly, the decline in pay from one job to the next could be an unintended consequence of the shift. (I do exclude employed retired people and people in poor health because their shifts likely do not involve the trade-offs at issue in this study.) The difficulties of dealing with the complex space of motivation and structural constraint involved in job shifts are common to all studies of mobility. However, I take steps to address these objections in my analysis. I examine the temporal stability of voluntary downward earnings mobility to test whether this form of mobility is highly transitory and thus unlikely to
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represent the trade-offs discussed here. Most important, in the regression analysis I control for factors that could lead to an unintended downward earnings shift, including indicators of labor market disadvantage. I ask whether the indicators of a voluntary trade-off for pay can be identified above and beyond those alternative explanations. Studies that assume a downward earnings shift is unintended seldom examine the alternative explanation that pay is traded off for other values, so the test of the assumption used in this study is more rigorous than in most analyses of labor market mobility. DIMENSIONS OF VOLUNTARY DOWNWARD EARNINGS MOBILITY Next, I use descriptive analysis to trace the dimensions of voluntary downward earnings mobility. I begin by discussing the prevalence of this form of mobility. Then, I do more fine-grained analysis, first of the temporal stability of voluntary downward earnings mobility and second of the changes in hours experienced by employer shifters. PREVALENCE OF VOLUNTARY DOWNWARD EARNINGS MOBILITY



Voluntary downward earnings mobility is relatively common. Each year, 30% of voluntary employer shifters undergo a downward earnings shift, 47% an upward earnings shift, and 23% a lateral shift. The majority of downward shifters experience reduced earnings of at least 20%, and the majority of upward shifters experience increased earnings of at least 20%. Because of the structure of the PSID, there are several ways to measure the prevalence of voluntary downward earnings mobility among all workers. Each year, 2.1% of the employed sample experienced voluntary downward earnings mobility. Over the entire 10-year period, 8.8% of employed individuals experienced voluntary downward earnings mobility at some point. Among people in the sample for at least 5 years (with similar participation in the survey), the total is 11.9% at some point over the 10 years. AN OBJECTION: ARE VOLUNTARY DOWNWARD EARNINGS SHIFTS SHORT-TERM?



One of the key alternative explanations for an observed voluntary downward earnings shift is that it is merely a transitory phenomenon, essentially meaningless as a signal of a trade-off. A temporary downward shift could
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TABLE 1:



Prevalence of Voluntary Downward Earnings Shifters in the Panel Study of Income Dynamics, Various Measures and Sample Bases (in percentages)



Rate Yearly rate Rate per individual Rate per individual in sample at least 5 years



All Voluntary Downward Shifters



Excluding Downward Shifters With an Upward Shift 1 Year Later



2.1 8.8 11.9



1.9 8.7 11.0



NOTE: Rates are calculated among those currently employed.



indicate that the individual did not intend to trade-off earnings for some other value, but did so involuntarily or temporarily, or is in a turbulent phase of their career so that the shift has little meaning. The design of the PSID mitigates the problems with short-term mobility somewhat because the work history series collects data only about “main” jobs worked in a given year, thereby omitting transitory jobs (Brown & Light, 1992). In addition, the work history data are collected only for heads of households and their spouses, thus canvassing a more stable portion of the labor force than would a measure of the entire working population. Nevertheless, the potentially transitory nature of voluntary downward earnings shifts remains a concern. I measure the temporal stability of voluntary downward earnings shifts by identifying the percentage that experienced an upward earnings shift in the 2 years after the downward shift (those with any kind of involuntary shift between a downward and an upward shift are excluded). I include only those in the sample for at least 3 years who also remained in the sample at least 2 years beyond their downward shift, which includes two-thirds of the downward shifters. Of these, 9% experienced an upward shift in the year immediately after the downward shift, and 5% 2 years later, leaving 86% with no subsequent upward shift for at least 2 years. Thus, voluntary downward earnings mobility does not appear to be highly transitory. Excluding the temporary downward shifts does not change the measures of prevalence markedly (see Table 1). The test of temporal stability used here is rather liberal; downward shifts are not highly transitory; however, there may still be a transitory aspect to the shifts overlooked by the relatively short window used here. It is important to note, however, that a temporary downward shift is not necessarily unintentional. Individuals may occasionally take a “breather” in their career path. For example, Schor found that almost half (44%) of the “downshifters” in her
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Change in Three Category Hours Worked From Final Hours Worked Per Week at Last Main Job to Initial Hours Worked Per Week at Current Main Job (in percentages)



Direction of Change Decreased categorical hours worked No change in categorical hours worked Increased categorical hours worked Total



Voluntary Voluntary Voluntary Downward Upward Lateral Involuntary Shifters Shifters Shifters Shifters 43.8 44.4 11.8 100



8.2 48.9 42.9 100



13.4 72.7 13.9 100



25.2 54.3 20.5 100



NOTE: Hours worked variable is coded into three categories: part-time (less than 35 hours), regular full-time (35 to 40 hours), and over full-time (greater than 40 hours).



study expected their shift to be temporary (Schor, 1998, p. 118). Reduced hours are often sought on a temporary basis as well (Meiksins & Whalley, 2002). HOURS TRADE-OFFS IN DOWNWARD EARNINGS SHIFTS



Hypothesis 3 expects that one of the most important factors pushing workers out of jobs is too many hours of work and that voluntary downward earnings mobility is distinctive compared to other forms of mobility in the importance of changes in hours for changes in pay. To test this hypothesis, I measure the rates that different shifters move between the following categories of hours worked per week: part-time (less than 35 hours), regular fulltime (35 to 40 hours), and more than full-time (more than 40 hours). I compare voluntary downward earnings shifters to voluntary upward earnings shifters, voluntary lateral earnings shifters, and involuntary shifters. The results support the expectation in Hypothesis 3. I find that voluntary downward earnings shifters change categories of hours worked more often than voluntary upshifters and substantially more than voluntary lateral shifters and involuntary shifters (see Table 2). Furthermore, the pattern of hours change was very different for voluntary downward earnings shifters compared to other shifters. Fully 44% of voluntary downward earnings shifters decreased their hours worked, whereas only 8% of voluntary upward shifters, 13% of voluntary lateral shifters, and 25% of involuntary shifters experienced a decline in hours. Voluntary downward earnings shifters also had the lowest rate of increased hours worked, at 12%, a little more than a quarter less than the rate of increased hours worked for voluntary upward shifters. This evidence clearly supports the hypothesis that change in hours worked, and
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especially hours reduction, is an important determinant of voluntary downward earnings mobility. In an unexpected result, hour changes are also very important in voluntary upward mobility. In fact, voluntary downward earnings shifters and voluntary upward earnings shifters appear to be the mirror images of each other in the pattern of their hour changes: Downward shifters decreased their hours four times more than they increased their hours and upward shifters increased their hours five times more than they decreased their hours. Although unexpected, the extent of hour changes among voluntary upward earnings shifters contributes further evidence that upward mobility depends on intense work commitment. Lateral shifters and involuntary shifters, on the other hand, each increased and decreased their hours at about the same rate, both maintaining the same hours more than the up and down shifters. DETERMINANTS OF VOLUNTARY DOWNWARD EARNINGS MOBILITY In this section, I further test the model of push and pull factors leading to a voluntary downward earnings shift. I begin by detailing the strategy of analysis and then present results. STRATEGY OF ANALYSIS



I employ logistic regression to assess the model of the nonpecuniary push and pull determinants of voluntary downward earnings shifting. Estimating procedures designed for panel data that cluster on the unit over time are used. A binary dependent variable indicates whether an individual had a voluntary downward earnings shift in a given year.8 The independent variables identify the hypothesized nonpecuniary push and pull factors leading to a trade-off of pay for other values. Table 3 shows descriptive statistics for many of the variables, and details about their construction are in the appendix. In the simplest terms, the thesis of this article is that voluntary downward earnings shifts are a distinct form of mobility. To test that thesis, the strategy of analysis compares voluntary downward earnings shifts to other types of employer mobility. For the focal analysis, I estimate two models: first, I compare voluntary downward shifters to other voluntary shifters who experienced either upward or lateral shifts in earnings9; second, I compare voluntary downward earnings shifters to involuntary shifters. The two comparisons are not entirely parallel. The model of nonpecuniary push and pull determinants of voluntary downward earnings mobility is constructed to
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Descriptive Statistics for Selected Independent Variables



Independent Variable Mean age Age (%) Younger than 30 years 30 to 39 years 40 to 49 years 50 to 59 years 60 years or older Percentage male Percentage White Percentage of small kids at home Percentage married Median household income Median annual pay last job Median annual pay current job Percentage moved Education (%) Less than high school High school graduate Some college College graduate Any post-college



Downward Shifters



Other Voluntary Shifters



Involuntary Employed Shifters Nonshifters



33



32



35



41



43 35 15 5 2 43 90 24 64 $33,943 $20,440 $12,570 45



46 35 13 4 1 47 89 25 62 $33,207 $15,270 $20,573 47



41 30 17 10 2 58 86 25 62 $29,300 $18,489 $16,551 39



19 33 24 16 7 50 87 23 74 $46,181 n/a n/a 18



16 36 28 14 6



13 33 26 21 7



21 37 26 12 4



16 36 23 16 9



NOTE: All pay variables have been inflated to 1993 dollars using the CPI-U-X1.



identify the reasons why some voluntary mobility results in a downward earnings shift. The main comparison for purposes of assessing the model, then, is to other voluntary shifts. The comparison to involuntary mobility, on the other hand, is better interpreted as a type of control. It is undertaken to assess whether voluntary downward earnings mobility is determined by the same factors that determine involuntary mobility rather than being a form of voluntary mobility. I also test for alternative explanations by including a number of controls in the models themselves, to test whether the voluntary determinants of downward earnings mobility have effect net of those factors. Most important, I include several measures of labor market disadvantage. I control for economic conditions using the local unemployment rate and for socioeconomic status using educational attainment, household income, and race. I also control for exits from manufacturing industries because manufacturing decline in the 1980s may have led to masked involuntary downward mobility as workers “voluntarily” exit when they foresee layoffs (DiPrete, 1993). As
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another test of the temporal stability of downward mobility, I control for age because the young might be more likely to undergo transitory downward earnings mobility. Finally, I control for changes in status using the Duncan Socio-Economic Index (SEI). Pay could be traded for status, but this would be the substitution of one extrinsic value for another, not an exchange of intrinsic for extrinsic attributes. In addition to the main analysis, I estimated the model with a number of alternative specifications. I performed the analysis separately for men and women and separately for voluntary downward earnings shifts that involved only an hours reduction versus those with only a wage reduction. I also estimated a series of models comparing each group of shifters to employed nonshifters.10 In most cases, these analyses did not produce results absent from the overall models; however, I report important findings where relevant. RESULTS



The model of the push and pull determinants of voluntary downward earnings mobility is largely supported. More important, the model receives support even including controls for alternative explanations, most notably the factors related to labor market disadvantage typically assumed to underlie downward mobility. In this section, I treat each hypothesis in turn beginning with those related to push factors, then moving on to the pull factors. I assess each hypothesis using the comparisons of voluntary downward earnings shifters to both other voluntary shifters and involuntary shifters. I close with a discussion of the control variables. Nonpecuniary push factors. There is evidence for the hypotheses that voluntary downward earnings shifters are pushed out of their jobs by dissatisfaction with the conditions of their employment. As expected in Hypothesis 1, voluntary downward earnings shifters had a longer tenure on their last job than did other shifters. Voluntary downward earnings shifters were 1.7 times more likely to have had tenure of more than 3 years versus less than 1 year compared to both other voluntary shifters and involuntary shifters (Table 4). These results imply that voluntary turnover in an attempt to change work conditions may be more likely to occur after a longer period within an organization and that there may be greater willingness to trade pecuniary for nonpecuniary values in those circumstances. Hypothesis 2, that voluntary downward earnings shifters leave their occupations less often than other shifters because they are motivated by dissatisfaction with employment conditions in a particular organization rather than a desire to change the type of work they do more than other shifters, is not
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Odds Ratios of the Logistic Regression Comparing Downward Shifters to Other Shifters on Selected Independent Variables: Panel Study of Income Dynamics, 1983 to 1992



Voluntary Downward Shifters Compared To



Independent Variable



Other Voluntary Shifters



Involuntary Shifters



Nonpecuniary push factors Tenure (vs. less than 1 year) 1 to 3 years More than 3 years Changed occupation in job shift



1.042 (0.115) 1.652** (0.182) 1.004 (0.278)



1.267 (0.153) 1.715** (0.204) 0.928 (0.288)



Nonpecuniary pull factors Married Small kids in household Male Currently self-employed Moved in last year



1.121 0.970 0.803* 2.200** 1.037



1.027 0.999 0.560** 1.333* 1.317**



Controls for alternative explanations Local unemployment rate Black household head Household income (vs. 3rd quintile) First household income quintile Second household income quintile Fourth household income quintile Fifth household income quintile Education (vs. college graduate) Less than high school High school graduate Some college Post-college Left job in manufacturing Age (vs. 30 to 54 years) Younger than 30 years 55 years or older Duncan SEI change (vs. lower in current) SEI same in current as in last job SEI higher in current than last job Observations (person- years)



(0.122) (0.097) (0.070) (0.356) (0.090)



(0.123) (0.112) (0.053) (0.221) (0.129)



1.047** (0.018) 0.902 (0.088)



1.001 (0.019) 0.737** (0.078)



0.642 1.142 1.001 0.852



(0.439) (0.125) (0.121) (0.131)



0.713 0.780* 1.155 1.048



(0.511) (0.093) (0.160) (0.183)



1.389* 1.384* 1.327* 1.091 1.353**



(0.223) (0.195) (0.191) (0.249) (0.148)



0.762 0.903 1.001 1.242 0.749*



(0.137) (0.147) (0.167) (0.341) (0.085)



0.953 1.122



(0.087) (0.266)



1.181 0.624*



(0.120) (0.141)



0.670 0.913



(0.210) (0.100)



0.573* (0.161) 0.664** (0.065) 2,222



1,741



NOTE: Numbers in parentheses are standard errors. SEI = Socio-Economic Index. *p < .05. **p < .01 (two-tailed tests).
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supported. Instead, there is no significant change in the odds of a voluntary downward earnings shift if there was an occupation change compared to other shifters (Table 4), suggesting that voluntary downward earnings shifters leave their occupation at about the same rate as both other voluntary and involuntary shifters. The descriptive results already supported Hypothesis 3, that workers are pushed out of their jobs by too many hours of work and accept reduced pay to work fewer hours. Regression analysis lends further evidence for Hypothesis 3. In analyses not shown here, voluntary downward earnings shifters were much more likely to shift into a job with part-time hours than both other voluntary and involuntary shifters. When the models are estimated separately for men and women, this result holds for both but is stronger for women. Nonpecuniary pull factors. There is evidence for the hypotheses that voluntary downward earnings shifters are pulled to make a trade-off of pay for a better balance of nonpecuniary values in a new job. There are mixed results, however, for the relationship between voluntary downward earnings mobility, and gender and family status proposed in Hypothesis 4. The expectation was that married women with children would be more likely to undergo a voluntary downward earnings shift than others because of the persistence of a traditional division of labor in the home. However, there are no significant differences in the likelihood of being married or having children among any of the employer shifters (Table 4). These patterns remain even when the models are estimated separately for women alone and separately only for voluntary downward earnings shifters who reduced their hours. Yet when an interactive family status term combining marital status with parental status is included in the models (analyses not shown), there is a slight decrease in the odds of a voluntary downward earnings shift among those who are single without children versus married with children compared to both other voluntary and involuntary shifters, suggesting that some downward shifting may be motivated by the pull of care for children and family. Overall, however, there is little evidence here that family status is an important determinant of voluntary downward mobility, even for women. Despite the surprising results for the family status items, voluntary downward earnings shifters are less likely to be men compared to other shifters, as expected in Hypothesis 5. Voluntary downward earnings shifters are 0.8 times less likely to be men compared to other voluntary shifters and 0.6 times less likely compared to involuntary shifters (Table 4). This result supports the expectation that women are pulled to trade-off alternative values for pay to a greater extent than men. Hour reduction appears to be an especially important path to voluntary downward mobility among women: When the models
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are estimated only for voluntary downward earnings shifters who reduced hours, they are even less likely to be men (analyses not shown). Voluntary downward earnings shifters are more likely to be selfemployed than other shifters, supporting the expectation in Hypothesis 6 that workers trade pay to achieve greater autonomy. Voluntary downward earnings shifters are 2.2 times more likely to be self-employed than other voluntary shifters and 1.3 times more likely than involuntary shifters (Table 4). Further evidence of the importance of self-employment as a trade-off for pay is provided by a series of analyses comparing each group of shifters to employed nonshifters. In those analyses, there is no difference in selfemployment rates between nonshifters and voluntary downward shifters, however both other voluntary and involuntary shifters are less likely (in both cases about half as likely) to be self-employed than employed nonshifters (analyses not shown). As expected, shifts into self-employment may be an important determinant of voluntary downward earnings mobility.11 There is also some support for the expectation in Hypothesis 7 that shifts into self-employment may be a particularly important mobility strategy for men. When the main analysis comparing downward shifters to other shifters is estimated separately for men and women, both are twice as likely to move into self-employment than other voluntary and involuntary shifters of their gender (analyses not shown). However, when the comparison between downward shifters and employed nonshifters is estimated separately by gender, male voluntary downward earnings shifters are twice as likely to be selfemployed than male nonshifters, whereas female downward shifters are half as likely to be self-employed than female nonshifters (analyses not shown). In a final analysis of the relationship between self-employment and voluntary downward earnings mobility, I find that self-employment may be an alternative trade-off to hours reduction for downward shifters. The likelihood of being self-employed is higher for voluntary downward earnings shifters who do not experience reduced hours of work, but only decreased wages. When the models are estimated only for downward shifters who experienced no decrease in hours of work, they are 3.5 times more likely to be selfemployed than nonshifters, 3 times more likely than other voluntary shifters, and 2 times more likely than involuntary shifters (analyses not shown). This result does not necessarily indicate that working time is irrelevant in these shifts; the autonomy valued in a shift to self-employment may include control over the flexibility and timing of hours worked, even if an overall reduction in hours work is not sought. Voluntary downward earnings mobility is associated with geographic mobility, supporting the expectation in Hypothesis 8 that workers are pulled to trade pay to live in a better location. Voluntary downward earnings shifters
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TABLE 5:



Reason for Moving Among Shifters and Nonshifters (in percentages)



Reason for Moving Work-related reasons Bigger or better housing Smaller housing, less rent, etc. Other house related (want own home, got married) Better neighborhood, closer to friends or relatives Involuntary reasons: evicted, divorce, health reasons, etc. Ambiguous or mixed reasons or no reason given Total



Voluntary Downward Shifters



Other Voluntary Shifters



Involuntary Employed Shifters Nonshifters



28 8 7



33 12 5



24 13 7



14 19 7



22



24



19



26



12



6



5



6



11



11



22



16



12



10



9



11



100



100



100



100



are 1.3 times more likely to move than involuntary shifters (Table 4). However, there is no significant difference in the odds of moving between voluntary downward shifters and other voluntary shifters. Geographic mobility thus appears to be associated with all forms of voluntary employer mobility, no matter the direction of earnings change. Further evidence on the trade-off of geographic location for pay is provided by a PSID item on the main reason for moving asked of all respondents who experienced geographic mobility in the year before the survey, the only data on motivations available in this study. Table 5 presents the frequency of various reasons for moving for voluntary downward earnings shifters, other voluntary shifters, involuntary shifters, and employed nonshifters. Even though all groups share many of the same reasons for moving, there are also important differences. All shifters give work-related reasons for moving more than nonshifters (the expectation here would be that the work-related reasons given by each type of shifter are likely to be different but any variation is hidden). More distinctively, although voluntary downward earnings shifters do not say they seek smaller housing more than the other groups, only 8% say they seek bigger or better housing, compared to 12% of other voluntary shifters, 13% of involuntary shifters, and 19% of employed nonshifters. This result may be a function of a need to limit consumption after a downward earnings shift (Schor, 1998). Voluntary downward earnings shifters experience an involuntary geographic move (for example, being evicted or for health reasons) only 11% of the time, which is exactly the same rate as other voluntary shifters but half the rate for involuntary shifters, providing further evidence that voluntary downward earnings shifters are distinct from
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involuntary shifters. Most significant, twice as many voluntary downward earnings shifters than each of the other groups say they seek a “better neighborhood” or to be “closer to friends and/or relatives” in their move. This provides further evidence for the expectation in Hypothesis 8 that moving to a more favorable location may be an important nonpecuniary value traded off for pay. Even if geographic mobility is common among all voluntary employer shifters, there appear to be important differences in the reasons for their moves. This analysis suggests that studies of job mobility could benefit from closer attention to spatial considerations. Controls for alternative explanations. The controls do have some of the expected effects but are not strong enough to swamp the other factors in the model. Voluntary downward earnings mobility is somewhat associated with labor market disadvantage, though there are mixed results, indicating both advantage compared to involuntary shifters and disadvantage compared to other voluntary shifters. Voluntary downward earnings shifts are more likely than other voluntary shifts where there is a higher local unemployment rate: As the unemployment rate increases one point, the odds of a voluntary downward shift increase by a factor of 1.05 (Table 4). Yet, voluntary downward earnings shifters are no more likely to be Black than other voluntary shifters and are 0.7 times less likely to be Black than involuntary shifters. There are few differences among employer shifters in their household incomes. Voluntary downward earnings shifters do, however, have lower educational attainment than other voluntary shifters so that the likelihood of a voluntary downward shift is raised for those with less than a high school education, a high school degree, and some college versus those with a college degree (in each case by a factor of about 1.4) compared to other voluntary shifters. There is no difference in the educational attainment of voluntary downward shifters compared to involuntary shifters. Continuing in the pattern of mixed results, voluntary downward earnings shifters are 1.3 times more likely to have left a manufacturing industry than are other voluntary shifters, yet are 0.7 times less likely to have left a manufacturing industry than involuntary shifters. In summary, voluntary downward earnings shifters appear to have a somewhat lower socioeconomic status than other voluntary shifters and a higher socioeconomic status than involuntary shifters. It is not surprising that voluntary downward earnings shifters exhibit some disadvantage compared to other voluntary shifters. The evidence of advantage compared to involuntary shifters, however, supports the argument here that downward mobility is more multifaceted than typically recognized. The control variable for age further supports the descriptive evidence that voluntary downward earnings mobility is not highly transitory. Voluntary
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downward earnings shifters are no younger than other voluntary shifters. They are younger than involuntary shifters; voluntary downward shifters are 0.6 times less likely to be 55 years or older versus 30 and 54 years old than involuntary shifters (Table 4). However, this is less a signal of transitory mobility than of the greater advantage of voluntary shifters in comparison to involuntary shifters. Finally, voluntary downward earnings shifters do not appear to trade pay for status as measured by the Duncan SEI. In fact, voluntary downward earnings shifters are 0.6 times less likely to experience an increase in status or to stay at the same status than they are to decline in status compared to other voluntary shifters (Table 4). There is no difference in the change in Duncan SEI between voluntary downward earnings shifters and involuntary shifters. At least as measured by changes in the Duncan SEI, voluntary downward earnings shifters in this data do not appear to seek upward mobility in status in exchange for pay. DISCUSSION The thesis that voluntary downward earnings shifts are a distinct form of mobility has been largely supported. Voluntary downward shifts exhibit many features of a voluntary shift, and voluntary downward shifters appear to share with other voluntary shifters greater advantage than involuntary shifters, implying that not all downward mobility can be interpreted to be involuntary or related to disadvantage. At the same time, there was evidence that voluntary downward earnings shifts are determined by different factors than other voluntary mobility. The model of nonpecuniary push and pull determinants leading to voluntary downward earnings mobility received support in the comparison both to other voluntary and involuntary shifters. Most important, the model was supported even including controls for alternative explanations. Some of the results, however, merit further discussion. First, the muted relationship between voluntary downward earnings shifting and family status supports the Estes and Glass (1996) evidence that employer shifts are not as significant a strategy for working mothers as in the past, perhaps because many working mothers cannot afford to lose earnings. Women do have means of managing work–family conflict other than changing jobs, such as working a nonstandard schedule (Presser, 1988). My evidence regarding voluntary downward earnings mobility might also be interpreted as indirect confirmation of Glass and Riley’s (1998) finding that women with traditional ideas about mothering were more likely to exit the labor force than change jobs.
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It is also important to note that although voluntary downward earnings shifters may not be distinguished from other shifters by significantly higher odds of being married parents, these results do not necessarily indicate that there is no family-motivated voluntary downward earnings shifting. It could be that the same family status leads to opposite forms of mobility, that some parents seek upward earnings shifts whereas others make trade-offs that lead to downward earnings shifts depending on the specifics of their situation, and thus these different motivations cancel each other out in the regressions. Gorman (2000) showed that marriage has a contradictory effect on attitudes toward pay: Some households respond to more family responsibilities by deciding that they need or value more money, whereas others decide they need or value more time. The results that women are more likely to have a voluntary downward earnings shift than men and that reduced hours are particularly important in women’s pay trade-offs support the interpretation that there is some veiled family-status shifting in the model. Another complicating factor in interpreting the role of gender in these results is the impact of joint household decision making and gender inequities in that process. The trade-offs between pecuniary and nonpecuniary aspects of jobs are relevant not only for individuals but also for couples as they manage their household. This leads to the question, Is some voluntary downward mobility a result of a household decision to shift responsibilities between the partners? This question is especially important for households that moved. Given the frequency that a voluntary downward earnings shift accompanies a geographic move, it could be that women undergo a downward earnings shift when their husbands get better jobs in different locations. In internal household negotiations, the husband’s job is often considered primary so that women’s work lives are required to adjust to their husbands’ (Hochschild, 1989). The data show that there are important household-level dynamics at work for some voluntary downward earnings shifters, especially for those that underwent a geographic move. Among married downward shifters (64% are married), 14.6% had a spouse who also shifted employers, rising to 23.2% among those that moved (see Table 6). Among downward shifters whose spouse had an employer shift, both spouses had downward earnings shifts in more than one third of the cases, indicating a household decision to trade pay for a lifestyle change. In the majority of cases where both spouses had employer shifts, however, the spouse of a downward shifter experienced an upward earnings shift. In those cases, the man had an upward earning shift and the woman a downward shift twice as often as the opposite pattern. The pattern is even stronger among households that moved. Although only 4.8% of all voluntary downward earnings shifts are cases where a female downward
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TABLE 6:



Earnings Shifts of Spouses of Married Workers Undergoing Voluntary Downward Earnings Mobility: All and Movers (in percentages)



Spouse and Direction of Shift Male spouse upward earnings shift Female spouse upward earnings shift Subtotal Male spouse lateral earnings shift Female spouse lateral earnings shift Subtotal Both spouses downward earnings shift Total



All Mover Downward Downward Shifters Shifters 4.8



9.0



All Downward Shifters with Spousal Shift 32.0



Mover Downward Shifters with Spousal Shift 38.9



2.2



4.2



15.1



17.9



7.0



13.2



47.1



56.8



2.0



1.8



13.2



8.0



0.7



0.1



4.4



0.3



2.6



1.9



17.6



8.3



5.0



8.1



35.3



34.9



14.6



23.2



100.0



100.0



earnings shifter was married to an upward shifter, they serve as a reminder of the importance of household-level dynamics in individual job mobility. This discussion also implies that the relationship between gender and voluntary downward earnings mobility might be interpreted as an indicator of disadvantage as a result of continued gender inequities in both the labor market and households as well as a signal of gender difference in the willingness to trade intrinsic for extrinsic values in jobs. Finally, the association of labor market disadvantage with voluntary downward earnings shifts has a possible alternative explanation to the way I have treated it as a control for factors that can reduce pay. Levenson (2000) argued that one reason part-time work is more common among low-wage workers is that the low level of pay itself for these workers erodes the extent to which pay serves as an incentive or value on a job and makes it more likely for a worker to decide to trade-off pay for other values like time. Relatedly, the continued gender wage gap may be part of what underlies findings that women value intrinsic aspects of job more than men. Wage stagnation and decline and the breakdown in career ladders in the last decades of the 20th century further degraded the rewards of work for those at the bottom (Morris & Western, 1999). Indeed, trading pay for hours can be economically
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rational for low-wage workers when other obligations like child care take up a large proportion of any pay that could be attained with more work. This discussion raises again the context of the opportunity structure in which trade-offs between different job values are made. Levenson’s (2000) argument is a reminder that macro historical trends determine the relative value of job characteristics and thus the trade-offs workers are willing to make between them. Earlier in the article, I paid special attention to the impact of historical trends in hours worked, but Levenson’s argument brings a similar perspective to trends in pay that complements the discussion of working time. How much pay is worth is itself not an absolute but depends on circumstances and how it weighs against other factors. In fact, historical trends underlie each of the factors considered in this study, from declining organizational honoring of implicit contracts that suppresses organizational commitment, to changes in family structure and marriage that shape the gendered division of labor, to the amount of geographic mobility in American society. Trade-offs between different job values are not only the result of individual preferences and calculations but occur under particular conditions in particular times and places that shape which trade-offs are feasible and desirable. This is one of the reasons it is crucial to study the trade-offs workers make using different assumptions. CONCLUSION This study establishes that voluntary downward earnings mobility is a significant alternative to upward mobility in the American labor market, followed by 30% of employer shifters and almost 10% of the employed sample in the PSID, using a conservative estimate that excludes within-employer shifters. This study also developed and found evidence for a model of the determinants of voluntary downward earnings mobility that involves a combination of factors that push individuals out of jobs because of unsatisfactory conditions and pull them to a new job with a better balance of values. Furthermore, the model was supported net of controls for alternative explanations that the downward earnings shift was involuntary or unintentional. Thus, a significant number of workers may trade the extrinsic value of pay for intrinsic values. The findings suggest that particularly important factors traded for pay include reduced hours, greater autonomy through self-employment, and a better geographic location. By taking seriously the evidence that workers value many aspects of their jobs in addition to pay, this inquiry started from a different set of assumptions about the meaning of mobility events than used in the typical study of
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mobility. I treated job shifts as evidence of a trade-off of values, not simply as an opportunity for the individual to maximize pay. As a result, aspects of mobility that are often overlooked or treated in isolation have been featured, including the distinction between voluntary and involuntary shifts, the variability of the several types of voluntary mobility, and shifts into selfemployment. This approach reveals that voluntary downward earnings shifters are a distinct group, following different patterns from both other voluntary shifters and involuntary shifters. Although the lack of data on motivations for job changes frustrates a direct confirmation of the assumption, many studies of mobility similarly lack confirmation of their assumptions. This article demonstrates the value of employing diverse strategies of analysis. The complexity of labor market events and the data we use to describe them make a single set of assumptions too limiting. By focusing on the trade-off of pay for a wide range of alternative values in employment, this study has also contributed a broader perspective than typically used in the studies that do analyze trade-offs in job shifts. For example, many of those studies focus on women’s trade-offs of pay for time with family to the exclusion of other types of trade-offs. The analysis in this article contributes further evidence for Meiksins and Whalley’s (2002) argument that both men and women value balance between extrinsic and intrinsic values at work. I have shown that men and women both undergo voluntary downward earnings mobility, and in much the same way, though reduced hours was a more important pull for women and autonomy through selfemployment was more important for men. This recognition is important so that attempts to improve working conditions do not lead to restrictive policies limited only to parents or mothers, but rather help all workers gain greater balance between their work and other commitments. I do not see individual earnings mobility as a general solution to problems that derive from the structural and cultural privileging of work and income over other values, but rather as a private adaptation in the absence of a general solution. Nevertheless, critical social science depends on imagining alternatives to the social order and analyzing anomalous groups, such as voluntary downward earnings shifters, as an important part of identifying alternatives and assessing their feasibility. If we do not describe the full range of the actual, how can we expect to describe the full range of the possible (Becker, 1998, pp. 85-88)? In closing, I offer a few reflections on directions for further research. It would be useful to study voluntary downward earnings mobility events in the context of entire career trajectories like those constructed in Bernhardt, Morris, and Handcock (1999). Future research should also pursue greater understanding of the complex gender dynamics in voluntary downward mobility,
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especially how married couples negotiate the trade-offs between work and other values in their household. A more in-depth survey or qualitative analysis of job shifters with rich data on motivations and the details of the context and aftermath of a voluntary downward earnings shift would be most useful now that the general features of the mobility pattern have been suggested here. APPENDIX Definition of Variables Variable Name



Variable Description



Local unemployment rate



Continuous variable for the unemployment rate in the county of residence



Age



Three-category variable coded 1 if less than 30 years old, 2 if between 30 and 55 years old, and 3 if 55 or older



Sex



Binary variable coded 1 if male and 0 if female



Race



Binary variable coded 1 if Black and 0 otherwise



Small kids in household Binary variable coded 1 if kids under the age of 6 live in the household and 0 otherwise Moved in last year



Binary variable coded 1 if the household moved in the last year and 0 otherwise



Married



Binary variable coded 1 if currently married or in a cohabiting partnership lasting more than 1 year and 0 otherwise



Household income



Five-category variable indicating the quintile of household income



Completed education



Categorical variable recording educational attainment coded 1 (less than high school), 2 (completed high school), 3 (some college), 4 (completed college), and 5 (beyond college)



Tenure on last job



Three-category variable coded 1 if tenure was less than 1 year, 2 if 1 to 3 years, and 3 if 3 years or more



Self-employed



Binary variable coded 1 if currently self-employed, excluding farmers, and 0 otherwise



Manufacturing industry



Binary variable coded 1 if left a manufacturing industry and 0 otherwise



Occupational mobility



Binary variable coded 1 if changed occupation and coded at the three-digit level, 0 otherwise



Duncan SEI mobility



Three-category variable for the direction of the change in the Duncan SEI between old and new job, coded 1 if the SEI is lower in the new job than it was in the old; 2 if it stays the same, and 3 if is higher in the new job



NOTE: SEI = Socio-Economic Index.
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NOTES 1. The balance between material reward and leisure that so favors work and monetary gain in the United States is the result of a long historical process (Cross, 1993; Hunnicutt, 1988; Roediger & Foner, 1987). Capitalist countries vary in the extent to which the returns to productivity are taken in the form of income or leisure, with the United States on one extreme (Hinrichs, Roche, & Sirianni, 1991). 2. Analyzing voluntary downward earnings mobility extends the typical sociological approach to job mobility in other ways as well. It supplements the resurgence of interest in intragenerational mobility after decades of investigation into intergenerational mobility (Bernhardt, Morris, & Handcock, 1999; Hachen, 1990, 1993; Rosenfeld, 1992; Sorensen, 1975). By focusing on earnings mobility, this article also gives sociological attention to an area most often studied by economists (Morris & Western, 1999). 3. Schor’s definition of downshifting includes voluntary labor force exits. 4. A shift into self-employment could be undertaken with the goal of increasing earnings even if a decline in earnings is temporarily required. Because self-employment often does not lead to upward mobility, however, it is reasonable to assume that intrinsic values are usually an important part of the reason for the shift. 5. Among other reasons, because of the weakness of U.S. unions, U.S. workers often do not have recourse to “voice” if they wish to change their employment situation and thus rely on “exit” (Hirschman, 1970). 6. A different method of measuring earnings mobility would be to compare annual earnings before and after job shifts. This approach is used in other studies of earnings mobility in the PSID, in part because of concerns about the quality of the job-specific earnings data (DiPrete & McManus, 1996). Because of my focus on trade-offs, I accept the potential of more flawed data in exchange for an earnings measure timed to the job change. 7. A downward shift in a main job could be canceled out by the existence of an extra job. In these data, however, extra jobs have a trivial impact on the status of earnings shifters. 8. I tested two aspects of the operationalization of the dependent variable. First, I ran all the models using a ±20% instead of a ±10% earnings change as a stricter criterion for upward and downward shifting. The results remain virtually identical. Second, I investigated the impact of missing data on the dependent variable. I compared shifters missing on pay to shifters not missing on pay using logistic regression and found few differences. Of significance, the most important difference was that shifters missing on pay were almost four times more likely to shift into self-employment than other shifters. The only other differences were that they were more likely to be male and have slightly lower incomes. They were no more or less likely to have an involuntary versus voluntary shift. 9. When upward and lateral earnings shifters are analyzed separately, the patterns of results are the same, although the results are somewhat stronger for the upward shifters. 10. All shifters have a similar profile in comparison to employed nonshifters: For example, they are younger, have lower incomes, and are more likely to move. Differences between shifters in the comparison to nonshifters are captured in the direct comparison of shifters. 11. This analysis likely understates the importance of the self-employment path because shifters missing on pay are much more likely to be self-employed.
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