similar to that for morphological suscep-
tibility of the central nervous system
(15). (iv) Agents which are teratogenic to
non-central nervous system structures
are not behavioral teratogens (/6). (v)
Genotype interacts with the agent in de-
termining the behavioral effects [see (/2,
13)]. (vi) The extent of the behavioral ef-
fect is dependent on the dose of the agent
(/1). The results of our experiments al-,
low us to add two more working prin-’
ciples. (vii) Some agents that are behav-
ioral teratogens are apparently not struc-
turally teratogenic. (viii) Some behavior-
al teratogens may be called ‘‘pure,” in
that they can produce behavioral abnor-
malities without accompanying altera-
tions in growth or other physical mea-
sures of postnatal vitality.

The data suggest that among the drugs
tested herein, propoxyphene appears to
meet the criteria for being a pure behav-
ioral teratogen. This conclusion is at best
preliminary and should not be extrapo-
lated to humans. Prochlorperazine and
fenfluramine were also found to be be-
havioral teratogens, but they had repro-
ductive and growth effects that fore-
shadowed the untoward behavioral out-
comes. It was not anticipated, however,
that the drug with the most severe repro-
ductive effects, prochlorperazine, would
show the fewest behavioral effects in the
survivors. This observation adds cre-
dence to the tenet that behavior repre-

sents a different sphere of effects not
readily predicted from traditional tox-
icological end points, at least with cur-
rent methods.
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Geographic Constraints on
Women’s Careers in Academia
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Recent federal legislation (/) requires
institutions of higher education to cor-
rect their discriminatory practices
against women. Court decisions have
made it clear that *‘statistics can be used
as prima facie evidence of discrimina-
tion’” (2). The statistics to show that
women have fared less well than men in
academia are available in quantity.
Women have been at lower academic
ranks and in less prestigious positions,
have taken longer to advance, and have
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received lower pay than men (3-9). As
many writers on this subject realize, fac-
tors other than the policies and decisions
of educational institutions contribute to
these differences. Attention has tended
to focus on personal attributes such as
age and publication record. Still, some

commentators [see, for example, (/10)

and (/7)] imply that discrimination ac-
counts for all status differences between
male and female academics, and others
attribute all the residual differences be-
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tween males and females, after personal
attributes are taken into consideration,
to the same source (9).

In contrast, we shall argue that a con-
siderable part of the disparity between
men and women in academic status and
earnings derives from neither of those

~ sources but from the disadvantages that

marriage imposes on the women. In a
two-career family many crucial decisions
(for example, whether or not to have
children and where to reside) can have
an adverse effect on one or both careers.

-In this situation, two-career couples will

be at a handicap, in comparison with
one-career couples, with respect to max-
imizing job prospects. We will argue
that, in the aggregate, in academia wom-
en’s careers suffer more as a result than
men’s.

The factors of particular interest in
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this article are choice of residence com-
munity and pattern of geographic
change. We shall show that academic
women are more likely than academic
men to work in large metropolitan
places, and less likely than men to

tunities and make job shifts when and
where they appear. This requires the
flexibility to make geographic moves, es-
pecially early in the course of one’s ca-
reer (7, 15).

On average, academic women are

Summary. Male and female academics have very different residence patterns.
Women are more concentrated in our largest urban centers; also, wherever they re-
side, women are less likely than men to change communities when changing institu-
tions. Much of this sex difference is attributable to the constraints under which married
academic women must manage their careers, in particular the requirements of two-
career households. The authors argue that the status difference between men and
women in academia is attributable, in part, to the geographic limitations on the loca-
tions of married women, as these prevent making strategic job changes to advance

career prospects.

change geographic areas when they
change jobs. Marked geographic prefer-
ences on the part of women should result
in lower rates of attainment even in the
absence of discrimination by universities
and colleges (/2). Job switching is the
rule in academic careers, and it pays off
in upward mobility ¢, /3). Since aca-
demia is essentially a national labor mar-
ket in specialized positions (/4), one
must take advantage of strategic oppor-

more constrained than academic men in
taking advantage of these strategic op-
portunities. To a considerable degree
this is due to the custom in our society of
marriage hypergamy, the tendency for
women to marry men of higher (or at
least not lower) status than their own. As
a consequence, almost all married wom-
en in academia have husbands who are
also pursuing careers, mostly profession-
al careers. Comparatively few male aca-

Table 1. Percentage distribution of faculty members of each sex in various departments, by size
of urban area in which employing institution is located (38). Only Ph.D.’s are included.

Size of urban area in which institution is located*

Sex N Less 100,000 250,000 1 million More
than to to to than
100,000 250,000 1 million 2 million 2 million
All departments
Men 27,007 40.6 17.7 15.1 3.7 22.8
Women 2,409 329 14.6 S 15.2 5.8 31.5
Biological sciences
Men 3,234 42.9 17.4 15.6 4.4 19.7
Women 298 29.2 12.8 14.8 7.0 36.2
Education
Men 975 40.2 20.7 15.9 2.6 20.6
Women 196 32.1 14.8 17.3 6.1 29.6
Fine arts
Men 826 42.9 16.2 16.3 2.4 22.2
Women 112 31.3 19.6 13.5 2.7 33.0
Humanities and languages
Men 5,213 40.5 15.9 14.9 3.6 25.0
Women 752 31.5 12.9 15.8 5.1 34.7
Physical sciences
Men 3,806 42.0 14.5 15.1 3.5 24.9
Women 136 27.2 9.6 17.6 8.1 37.5
Psychology
Men 1,337 42.0 18.2 15.8 3.7 20.3
Women 170 37.1 11.8 12.3 6.5 32.4
Social sciences

Men 2,884 40.0 15.6 14.2 4.9 25.3
Women 207 30.0 8.7 12.5 7.7 41.1

*Based on the 1960 U.S. Census definition of ‘‘urbanized area.”’

1226

demics are in such two-career marriages
(3, 16). With regard to geographic mobil-
ity, membership in a two-career family
can affect career development adversely
in at least two ways: one member may be
unable to accept a good offer in another
city because the career of the spouse
cannot develop there; or one member
may have to relinquish a good position
for a less desirable job elsewhere, in or-
der to move with the spouse.

Because a greater proportion of aca-
demic women than academic men have
spouses in professional careers, in the
aggregate academic women would be
more hindered in their career progress
even if the difficulties of organizing a
two-career household were to fall equal-
ly on both spouses. But it is the case that
the career costs tend to be borne dis-
proportionately by the wife, because
couples commonly place the needs of the
husband’s career first in deciding on geo-
graphic moves (/7). For example, in a
sample of Ph.D.’s and Ed.D.’s, Centra
6, p. 118) found that 49 percent of the
married women and 4 percent of the mar-
ried men viewed their spouses’ jobs as a
major deterrent to considering positions
in other geographic areas (/8, 19). Also,
Reskin (20) and Curtis (2/) report a
marked tendency for women Ph.D.’s to
spend prolonged periods on postdoctoral
grants, which enable them to arrange to
work where it suits the needs of their
families. We also note that since women
tend to be younger than their husbands,
they often must develop careers in the
context of their husbands’ existing work
commitments.

Thus, the tendency for academic
women to be concentrated in lower-
ranked positions than academic men de-
rives from at least three factors: the con-
straints on both partners of two-career
families, a marital condition more com-
mon among professional women than
professional men; the tendency for deci-
sions within such a family to be directed
toward maximizing the husband’s career
prospects; and the discriminatory prac-
tices against women by colleges and uni-
versities. We focus in this article on the
residence patterns of academic women
and sketch the implications of restric-
tions on their geographic mobility for ca-
reer development.

The narrow implications of the greater
constraints upon married academic
women are twofold: (i) they should be
less likely than their male colleagues to
move, and (ii) in looking for new ap-
pointments they would be compelled to
seek positions in locations offering large
labor markets so that both spouses could
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find satisfactory jobs. A small commu-
nity such as Ann Arbor, Madison, or
Austin contains only one major academ-
ic institution and generally has restricted
opportunities for employment (22). Met-
ropolitan places such as New York City
or Los Angeles, by contrast, each con-
tain several universities and colleges and
therefore provide multiple options for
the partners in a two-career academic
household. We therefore expect such
couples to locate more frequently in
large communities. Once the members of
such a family have obtained a jointly sat-
isfactory situation, either may be con-
strained from moving if it is at the ex-
pense of the other’s position. Hence,
such couples should be less mobile geo-
graphically than families with only one
career-oriented spouse.

In summary, we intend to show that
male and female academics respond dif-
ferently to the geographic aspects of
jobs, women being (i) more likely to
settle in large metropolitan areas and (ii)
less likely to move between geographic
locales when changing jobs. If these
propositions are correct, and the effects
strong, they suggest a structural source
for some of the disparity between the
achievements of males and females in ac-
ademia which is not related to institu-
tional discrimination.

Geographic Locations of

Male and Female Academics

Information pertaining to residence
patterns was obtained from the Carnegie
Commission’s 1969 survey of college and
university faculty in the United States.
In Table 1 we report city-size distribu-
tions, by sex, of a representative sample
of faculty members, all holders of the
Ph.D.; alongside we present comparable
statistics for seven selected disciplines
(subsamples) which contain large num-
bers of women and appear to us to pro-
vide contrasts of interest. In each of the
seven disciplines, and in the total sample
as well, there is evidence of a sub-
stantially higher concentration of female
faculty members than of male in large ur-
ban centers (23). In the total sample 37.3
percent of the women and 26.5 percent
of the men were employed in commu-
nities with one million or more in-
habitants. In psychology, the discipline
on which much of our analysis will be
based, the proportions are 38.9 and 24
percent.

Forty-four percent of the women and
90 percent of the men in the total sam-
ples were married at the time of the sur-
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vey. In the subsample of psychologists
the proportions were 58 and 90 percent.
Because married women academics are
much more likely than men to be in two-
career families, one way to assess the
consequences of such a union for geo-
graphic location is to examine the rela-
tionship between sex and city size, con-
trolling on marital status. That is, al-
though we do not know the occupations
of the spouses of individuals in the
sample, we may usefully consider the
category ‘‘female—married’’ as a proxy
for two-career couples. It is apparent in
Table 2 that the effect of marriage on the

"city-size locations of women is pro-

nounced and in the direction suggested
by our argument. In the total sample,
married females were nearly twice as
likely as married males to reside in urban
places with population exceeding one
million. Among psychologists the dif-
ference was equally large.

The geographic distributions of single
academics show much smaller differ-
ences between the sexes, and the di-
rection is reversed: 31.4 percent of single
females and 38.2 percent of single males
in the total sample resided in commu-
nities greater than one million; and in the
psychologist subsample 33.8 percent of
single females and 35.5 percent of single
males were in such cities. These results
are consistent with our thesis about the
constraining effects of two-career house-
holds. Single individuals may or may not
prefer metropolitan places, but they are
not restricted by conjugal ties, as mar-
ried women (or two-career couples) of-
ten are, and are therefore freer to accept
offers from institutions in small commu-
nities.

Job Change Patterns

Data from the Carnegie Commission’s
study serve admirably to demonstrate
the first of our major propositions—that
women academics are more likely than
men to settle in large metropolitan areas
(Table 1). They also support our argu-
ment that this sex disparity in location is
due in large measure to the different ef-
fect of marriage on men’s and women’s
careers (Table 2). However, because
they do not include job histories, the
Carnegie data are not suitable for an ex-
amination of our second thesis—that
women academics are less likely than
men to move between geographic locales
when changing jobs—nor of the relation
between job shifts (change of institution)
and status shifts (change of academic
rank).

The American Psychological Associa-
tion (APA) is one of the few professional
societies to publish career histories of
their members. Psychology is also one of
the academic professions to have a sub-
stantial number of women faculty. From
the APA’s Biographical Directory of
1970 (24), we coded the career histories
(25) of a sample of female and male aca-
demic psychologists, selected so as to be
comparable on a set of background fac-
tors. All held academic positions in 1970
and had received their Ph.D.’s between
1955 and 1962. The latter date was cho-
sen to provide a minimum of 8 years’ in-
formation about job shifts; this is also a
sufficient period for changes in academic
rank to appear. The date 1955 was in-
troduced to place some restriction on
changing labor market conditions; from
1955 to 1970 a seller’s market generally

Table 2. Percentage distribution of faculty members of each sex and marital status, in all depart-
ments combined and in psychology departments, by size of urban area in which employing
institution is located (38). Only Ph.D.’s are included.

Size of urban area in which institution is located

Marital
sta.tus N Less 100,000 250,000 1 million More
?t time than to to than
ol survey 100,000 250,000 1 million 2 million 2 million
All departments
Married
Men 24,355 41.6 18.0 15.0 3.5 21.8
Women 1,060 30.7 12.1 12.3 6.6 38.4
Not married
Men 2,652 31.2 14.5 16.2 5.4 32.8
Women 1,349 34.6 16.6 17.5 5.2 26.2
Psychology
Married
Men 1,200 43.3 18.8 15.3 3.4 19.3
Women 97 36.1 13.4 9.4 6.2 35.1
Not married
Men 135 31.9 13.3 19.2 5.9 29.6
Women 71 39.4 9.9 16.8 5.6 28.2




prevailed for psychologists with Ph.D.’s.
This design permits us to compare the at-
tainments of individuals with a like num-
ber of years of work experience and
some attachment to academia.

To find women with these character-
istics efficiently we employed the 1971-
72 Survey of Women Members of the
American Psychological Association. Of
the 5098 women listed, 207 met our con-
ditions and had sufficient information in
the 1970 directory for the analyses (26).
A sample of 207 men was then selected
from the directory to match the 207
women on three characteristics (27): (i)
age at receiving the Ph.D. (35 or young-

er, or older than 35); (ii) type of employ-
ment history (nonclinical or clinical); and
(iii) quality of graduate department from

~ which the Ph.D. was obtained (‘‘distin-

guished,”” ‘‘strong,”” or ‘‘other’’) as
rated in Cartter (28). This sample thus
broadly controls for the fact that women
are, on average, older than men when
they receive their doctorates, for the
greater tendency of men to have careers
that include other than strictly academic
positions, and for the effect of quality of
degree-granting institution on job his-
tory. Men were also matched to women
by alphabetical order of last name, as a
rough control for ethnic differences.

Table 3. Percentage distribution of psychologists of each sex at three points in their careers, by
size of urban area of their institutions at those points. [Data from (24)]

Size of urban area in which institution is located*

Sex N Less 100,000 250,000 1 million More
than to to to than
100,000 250,000 1 million 2 million 2 million
Ph.D. awarded
Men 207 20.8 23.2 18.3 9.7 28.0
Women 207 18.4 18.8 17.4 9.7 35.7
First job after Ph.D
Men 206F 29.6 16.0 15.6 9.7 29.1
Women 199+ 18.6 12.6 19.1 9.0 40.7
Job 8 years after Ph.D

Men 207 25.6 12.1 22.7 8.7 30.9
Women 2037 17.7 13.8 21.2 10.8 36.5

*Based on the 1960 U.S. Census definition of ‘‘urbanized area.’” Size of Canadian cities was taken from the

1960 Canadian Census.

fLess than 207 because location of some jobs was not reported.

Table 4. Percentage of psychologists of each sex who remained in urban area of Ph.D.-granting
institution for first job after receiving the Ph.D. [Data from (24)]

Men

Women

Size of urban area
in which Ph.D.-granting

% whose first

% whose first

institution is located N job was in N job was in
same area same area
Less than 100,000 43 16.3 36 16.7
100,000 to 250,000 48 22.9 38 42.1
250,000 to 1 million 38 21.1 33 33.3
1 million to 2 million 20 35.0 19 31.6
More than 2 million 57 56.1 73 72.6
All places 206* 31.6 199* 46.2

*Less than 207 because location of some jobs was not reported.

Table 5. Percentage of job shifts by psychologists of each sex that did not entail change of urban
area. Job shift is defined as a change of institution. Data are based on the first 8 to 15 years after
receipt of the Ph.D. (see text). [Data from (24)]

Size of urban area in

Men'’s job shifts

Women’s job shifts

which first of a pair

- % within % within

of jobs was held N same area N same area
Less than 100,000 93 11.8 53 5.7
100,000 to 250,000 32 6.3 36 33.3
250,000 to 1 million 48 8.3 38 333
1 million to 2 million 32 18.8 30 46.7
More than 2 million 81 48.1 102 66.7
All job shifts 286 21.7 269 42.0

1228

While this sample allows us to focus
on sex differences in geographic and ca-
reer mobility, it imposes limits on gener-
alization. The subsample of 207 women
is not representative of the 1955 to 1962
cohort of women psychologists with
Ph.D.’s, since it does not include women
who dropped out of academia or the la-
bor force. The men are not representa-
tive of their Ph.D. cohort because they
were chosen according to proportions
set by the women’s sample. Finally, the
APA directory does not report marital
status; our analysis must therefore be
limited to gross comparisons between
women and men, instead of being based
on refined comparisons between married
women and other individuals (29).

As a bridge between the two data sets,
we present in Table 3 the city-size loca-
tions of members of our second sample,
in a form comparable to Table 1. Since
we have more information, we show lo-
cations at three points in the careers:
during graduate training, in first job after
receiving the Ph.D., and 8 years after re-
ceiving the Ph.D. These results are not
quite so strong as in the Carnegie
sample, but they consistently support
our argument that women academics
tend to reside in large communities. The
findings are most striking with respect to
first job, but the effect is present in each
of the distributions.

The slightly weaker relation between
sex and city size in the matched sample
reflects, in part, the different composi-
tions of the two samples. Table 1 (the
Carnegie survey) covers only persons in
teaching appointments. Table 3 (the
matched sample of psychologists), al-
though everyone in it had a teaching ap-
pointment in 1970, shows where they
were in earlier years. Many of those po-
sitions were nonteaching academic ap-
pointments, administrative and post-
doctoral, and some were nonacademic
positions. In addition, the age distribu-
tions of men and women are not coinci-
dent in the Carnegie sample—the women
are younger—and this may account for
some of the discrepancy in results.

Nevertheless, the principal finding
with respect to the residence patterns of
men and women appears in both stud-
ies—women are located disproportion-
ately in large urban centers. The Car-
negie data indicate that much of this ef-
fect is attributable to the residence pat-
terns of married women, presumably
because their careers must evolve within
the constraints of two-career house-
holds. We take this tendency to be an in-
dicator of limitations on their freedom to
make strategic job shifts to advance their
careers.
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Change of Institution and Migration

Information regarding the rate of
movement between geographic areas,
when a change of institution occurs, pro-
vides our most compelling evidence for
the constraints on the location options of
women. In Table 4 we report the propor-
tions of male and female psychologists
in our matched sample who remained in
the geographic areas of their graduate
schools upon entering first jobs (30). It is
evident that women were considerably
less mobile than men, even at this early
stage in their careers. On average, the
women were half again as likely as the
men to remain in the community of their
Ph.D.-granting institution (46.2 percent
versus 31.6 percent for men). The ten-
dency to remain was especially high
among women who took their degrees in
the largest cities; moreover, at that point
women were already overrepresented in
those communities (73/199 = 37 percent,
as compared with 57/206 = 28 percent
for men).

The difference between men and wom-
en in migration rates is especially pro-
nounced when all job shifts (that is,
changes in institutional affiliation) are
considered. In Table 5 we report on the
percentage of job shifts that were made
within the urban area during the 8- to 15-
year interval each psychologist was in
our sample. It should be noted that the
unit of analysis here is the job shift, not
the individual. Sample members differ in
number of job shifts contributed to our
calculations, in accordance with the
amount of institutional change they ex-
perienced during this period in their
work lives and with the year of receipt of
their doctorates.

Although the total number of job shifts
is similar for men and women (286 versus
269), the greater tendency of the women
to remain in the same urban area is quite
pronounced—twice as great as that of
the men. Except for the very smallest
city-size category, the constraints upon
women appear to be more severe in
small job markets. In particular, while
only 7.1 percent of men in cities of
100,000 to 1 million remained in the same
area when changing jobs, the com-
parable figure for women was 33.3 per-
cent.

At this point we have exhibited a
rather consistent pattern in the geo-
graphic preferences of men and women.
Academic women are both (i) more
likely to locate in large urban centers and
(ii) less prone to move, wherever they re-
side, as they tend to change institutions
mainly within their areas of residence.
Job shifts within a locale do not require a
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Table 6. Positions held by psychologists of
each sex in eighth year after receiving Ph.D.
[Data from (24)]

Wo-
IZI; T men
Type of position Nol (%)
207 207
Academic, tenure track

Professor 18.3 11.6
Associate professor 48.3 343
Assistant professor 13.5 25.1

Academic, nontenure track
Postdoctoral 1.0 0.5
Lecturer, research associate 39 11.1
Instructor 39 3.4
Administrative 0.5 1.0
Other 3.4 4.4
Nonacademic 72 6.7
No position reported 0.0 1.9

complementary job change by spouse or
other family dislocations; we presume
that this fact accounts for the differences
in geographic movement between men
and women. Thus, the familiar picture of
the “*‘mobile professor,’” taking whatever
job best leads to advancement in position
or salary, is less characteristic of female
than male academics.

Career Advancement

To introduce our discussion of the ef-
fects of differential geographic mobility
on career advancement, we report in
Table 6 the job distributions of men and
women in our matched sample of psy-
chologists 8 years after completing the
Ph.D. Most are seen to be in academic
institutions and in tenure-track posi-
tions; this, however, is an artifact of the
manner in which our sample was con-
structed, since holding a teaching posi-
tion in 1970 was a requirement for in-
clusion. The lower representation of
women in tenure-track positions (71 per-
cent versus 80.1 percent for men) is not,
however, derivative of the sample de-
sign, nor is the considerable under-
representation of women in the higher
ranks of associate professor and profes-
sor (45.9 percent versus 66.6 percent for
men).

Similar data have been reported by
others [for example (5, p. 189; 10, 31)]
and they are consistent with the argu-
ment that there is institutional discrimi-
nation as well as with the argument that
women’s options are restricted by mar-
riage. As we have noted, there are rea-
sons to believe that constraints on move-
ment in academia should retard career
development. It is difficult, however, to
ascertain the extent to which this factor

is responsible for the lower attainments
of women. In part this is because we lack
data with which to relate type of geo-
graphic move to, for example, change in
earnings. In part, the problem is also that
many Ph.D.’s in our sample held non-
academic jobs at some point in their ca-
reers. These positions are difficult to
place in a clear hierarchy of ‘‘achieve-
ment,”’ relative to each other and to aca-
demic positions, to determine the gains
in status from a move. Additionally, sev-
eral nontenure-track academic positions,
such as assistant deanship or the rank of
lecturer, carry varying degrees of pres-
tige and remuneration.

We can nonetheless draw some tenta-
tive conclusions regarding the conse-
quences of presumed two-career house-
holds for the academic standings of
women. If we restrict ourselves to sta-
tus shifts accompanying institutional
changes that involve only the ranks of
assistant professor, associate professor,
and professor, we have an unambiguous
hierarchy in status. (There remains the
matter of institutional quality; many indi-
viduals leave an assistant professorship
to take an associate professorship at a
weaker institution. However, we will
not dwell on this issue since our sample
is too small to permit consideration
of this or other possible second-order
effects.)

In Table 7, upper panel, we report
rank shifts which accompanied institu-
tional changes, for instances where the
positions could be ordered unambigu-
ously. Changes which involved moving
to a different community tended to be
substantially more profitable for males
than for females. In particular, 40 per-
cent of men who moved between urban
areas attained a higher academic rank in
the process; the comparable figure for
women was 23.3 percent (P < .05, one-
tail test). Women who moved within an
urban area appear to have done slightly
better than migrating women (29.4 per-
cent versus 23.3 percent, not significant
at the .10 level); such shifts are likely to
be voluntary (32), at least in the sense of
not being prompted by a husband’s ca-
reer requirements. Movement within an
urban area by males was quite rare; only
four institutional changes of this sort oc-
curred in our male sample. The common
pattern for the men was to move up by
moving around.

In the lower panel of Table 7 we pre-
sent analogous data for instances in
which the job relinquished in a change of
institutions was not on the tenure track.
These data are more difficult to interpret,
as there is no clear specification of
“‘higher rank,”’ ‘‘same rank,”’ or ‘‘lower
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rank’’ that might be assigned to status
shifts. For this reason we report destina-
tion positions rather than an evaluation
of the status shift. Nevertheless, this
panel does provide support for our basic
argument that men are more likely than
women to be getting job advancements
when they change community. If we
view tenure-track positions as more de-
sirable than jobs not on the tenure track
or nonacademic jobs, then migrating
women fared relatively poorly; 54.3 per-
cent remained in their origin status cate-
gory, versus 44.4 percent for men (P
< .10, one-tail test). The proportion of
all geographic moves that resulted in
high academic rank (associate professor
or professor) was also lower for women
(21.2 percent versus 27 percent for men),
but the difference is not statistically sig-
nificant (.10 level).

These findings support the notion that
change of locale is more closely associat-
ed with a status improvement for men
than it is for women. Because men are
willing to make strategic moves, they
tend to make job shifts to the most profit-
able alternatives. We would predict that
even where men stay in the same geo-
graphic area when changing institutions,
they do so because their best job options
happen to be in the locale (33). Women,
on the other hand, do less well whether
they move or not, since many of them do
not choose a location for the purpose of
maximizing their own career prospects
34).

Conclusions

Academic women do not behave in the
labor market in the same way as academ-
ic men. Many of them are restricted in
geographic mobility and choice of loca-
tion because they are members of two-
career families which require large labor
markets and have unusual geographic in-
ertia. The analysis we have presented
supports this assessment even though it
probably underestimates the effects of
the factors. Neither the Carnegie Com-
mission data nor our matched sample of
psychologists include academically ori-
ented Ph.D.’s who are temporarily or
permanently unemployed. Women in
two-career families are particularly liable
to being in these circumstances, either
having taken time out to rear children or
remaining jobless because of husband’s
choice of location (35). Such employ-
ment can be attributed to decisions in the
marital unit, and derives in part from the
constraints of residence on wife’s career,
but is not reflected in our statistics.

We wish to emphasize that it is not our
intention to detract from studies which
have documented discrimination against
women in academia either with regard to
institutional procedures or more subtle
arrangements which result in their ex-
clusion from informal collegial activities.
It is our purpose to underscore the pit-
falls of attributing zero-order effects (the
disparity in the attainments of men and
women) to single-factor explanations

Table 7. Status change associated with employment shifts of psychologists of each sex. Unit of
analysis is a pair of positions (‘‘origin’’ and ‘‘destination’’) for an individual. Distributions are in

percent. [Data from (24)]

A. Origin position: assistant or associate professor

Location of

Status change

destination N*

" Higher Same Lower Nontenure track
position rank rank rank or nonacademic
Different urban area
Men 35 40.0 45.9 1.2 12.9
Women 60 23.3 46.7 3.3 26.7
Same urban area
Men 4
Women 17 29.4 35.3 0.0 35.3

B. Origin position: nontenure track or nonacademic

Destination position

Location of
destination N Pro- Associate Assistant Nontenure track
position fessor professor professor or nonacademic
Different urban area
Men 126 4.8 22.2 28.6 44.4
Women 94 7.4 13.8 24.5 54.3
Same urban area
Men S8 1.7 12.1 20.7 65.5
Women 96 2.1 10.4 32.3 55.2

*Number of pairs of positions.
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(discrimination by colleges and universi-
ties). How much of the gap in attainment
between the sexes should be attributed
to the processes we have stressed, and
how much to institutional discrimina-
tion, remains an open question (36).

There are several reasons why it is im-
portant to recognize the sources of wom-
en’s disadvantage in academia. First,
there is the matter of holding universities
properly accountable for inequities that
are the result of their actions, and insist-
ing on recompense. Second, there is the
question of how to assess sexism in hir-
ing by specific educational institutions.
On the basis of the foregoing analysis we
would argue that the use of simple na-
tional production rates of Ph.D.’s by dis-
cipline as an index of ‘‘availability’” may
place an unfair burden on some institu-
tions while letting the discriminatory
practices of others go unpunished. Na-
tional figures do not represent the true
availability of female and male academ-
ics to specific institutions. In particular,
they overstate the supply of women to
institutions in small labor markets and
understate the supply to institutions in
large labor markets. Further, salaries,
rates of promotion, and other rewards to
female academics may not be com-
parable with those of equally situated
and productive males for reasons other
than discrimination. Inability to seize
strategic opportunities because of a lack
of geographic flexibility may have nega-
tive effects on all these outcomes.

Differences between male and female
academics with regard to geographic mo-
bility may well decline in the future; we
expect male academics to be subject in-
creasingly to the pressures currently felt
by females. As women insist on utilizing
their training, and undertake careers,
more academic men will find themselves
in two-career households. They, too,
will need large labor markets and be un-
able to change geographic locations with
impunity.

Finally, we point out that while the un-
derrepresentations of ethnic minorities
and women are frequently discussed to-
gether, as different facets of institutional
discrimination (37), our analysis in-
dicates that they have different under-
lying causes, and should be analyzed
separately. The processes we have docu-
mented with respect to women would
not be relevant to the situations of male
members of minority groups. Equally,
the disadvantaged economic back-
grounds of blacks and individuals of
Spanish surname hardly applies to the
circumstances of white academic wom-
en.
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