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Abstract: Retrospective job history data from a large probability sample of males in Northern 
Ireland is used to construct four typologies of intragenerational occupational mobility. The four 
typologies are based upon: (1) a Class (worklife) perspective; (2) an Internal and External Labour 
markets perspective; (3) Economic Sectors; (4) Career Increments. Each typology has a distinct 
conceptual background which leads to a unique and non-overlapping operationalisation. Present 
position does reflect past worklife history. Varying worklife mobility histories of different class 
strata are found by comparing the present social class position of respondents with their 
intragenerational mobility histories across the four typologies. These unique worklife mobility 
backgrounds support the utility of intragenerational analyses for class analysis. 

I I N T R O D U C T I O N 

T his paper w i l l present four distinct perspectives on the conceptualisation 
of workl i fe mobi l i ty : the "class" perspective w i t h i t s origins i n m a i n 

stream social s trat if icat ion theory; the "career" perspective wh ich evaluates 
workl ives as conscious, incremental progressions th rough jobs; the "labour 
marke t" perspective based upon theories of i n t e rna l and external labour 
markets; the "sector" perspective which centres upon divisions in to centre 
and per ipher ia l economic act ivi ty . Separate modes of operat ionalis ing the 
four perspectives are presented w i t h reference to retrospective job histories. 
The p ropor t iona l v a r i a t i o n across the work l i f e of each perspective is 
evaluated. Final ly , the background of current class positions — the extent to 
which current class positions result from a mixed or unmixed workl i fe history 
across each of the perpectives — w i l l be presented. 1 

L The reader should note that this paper is an evaluation of the extent to which worklife 
mobility histories, conceived in different manners, differ across present class strata rather than 
in the first instance an empirical analysis of worklife mobility in Northern Ireland. For such 
analyses, see Miller (1986), Hout (1989) or Halpin and Chan (1998). 



The dominant perspective on social mobi l i ty , par t icular ly w i t h i n Europe, 
remains the class perspective. The prime indicator of social position is a social 
class, w i t h "class" being operationalised by a coding of occupation. The 
cr i ter ia for the operationalisation of class may purport to be based i n either a 
M a r x i a n (e.g., W r i g h t ) or a Weberian (e.g., Goldthorpe and Erikson) view of 
s t r a t i f i ca t ion , t hough many commentators have noted the considerable 
pract ical overlap i n these conceptually dis t inct viewpoints (e.g., S0renson, 
1991). W h i l e in te rgenera t iona l mob i l i t y , comparing the posi t ion of the 
current generation w i t h t h a t of the i r parents, has been the most commonly 
used, the s tudy of mfragenera t ional , or workl i fe , mobi l i ty is a t t r ac t ing 
increasing interest . The f i r s t investigations of int ragenerat ional mob i l i t y 
were based upon a rud imentary comparison of social position at the t ime of 
en t ry in to the labour marke t , as indexed by "f i rs t job", w i t h the current 
position, indicated by present/last job. Phenomena such as "counter mobi l i ty" 
( r e tu rn ing du r ing the career to an advantaged or igin position after an i n i t i a l 
low s ta r t ing point) were investigated (e.g., Goldthorpe, 1987; Mi l l e r , 1986). 
Since then, a number of other analytical approaches have been uti l ised. The 
most wel l -known of these have been: the use of class spells — counts of the 
number of changes i n externally-defined class position across the workl i fe 
(e.g., Featherman and Selbee, 1988; Carrol l and Mayer, 1986); the durat ion of 
t i m e spent i n a class (e.g., Gershuny, 1993); hazard or rate models — 
predictive models of the l ikel ihood tha t a certain type of job move w i l l occur 
w i t h i n a given span of t ime (e.g., Tuma and Hannan, 1984); and sequencing 
models — establ ishing s imi la r sequences of job moves by the number of 
changes required to make one sequence resemble another (e.g, Abbot t and 
Hrycak, 1990; H a l p i n and Chan, 1998). 

Whi le they differ i n many respects, a l l of these analytic approaches share a 
common conceptual lineage — each has been brought to bear upon the study 
o f i n t r a g e n e r a t i o n a l or w o r k l i f e m o b i l i t y by "mains t ream" m o b i l i t y 
researchers. The problems upon wh ich they have been brought to bear are 
problems defined by the concerns of social stratification research. A feature of 
the study of in t ragenera t ional mobi l i ty , however, is t h a t there are other 
paradigms of work l i f e mob i l i t y t h a t have developed independently of the 
sociological s tudy of social mob i l i t y . W h i l e the mains t ream of m o b i l i t y 
research can be considered to have d rawn i ts inspi ra t ion from social s t r a t i 
f icat ion theory and attempts to relate the significance of empir ical research 
results direct ly back to tha t broad body of theory, there are other "worklife" 
perspectives the backgrounds of which are more indirect ly l inked w i t h issues 
of social s t ra t i f ica t ion and mobi l i ty . A t least three other views of workl i fe 
mobi l i ty can be identified tha t have "conceptual pedigrees" dist inct from tha t 
of mainst ream social mobi l i ty research: a career perspective; a labour market 



perspective; and an economic sector perspective. These other perspectives 
now w i l l be presented. 

I I W O R K L I F E M O B I L I T Y TYPES | 

(1) The Career Perspective 
In t ragenera t ional job mobi l i ty often is equated w i t h career mobi l i ty . A 

var ie ty of qual i ta t ive studies of "career" a t ta inment i n specific occupational 
situses, however, have provided an al ternat ive conceptual or ien ta t ion for 
v iewing worklives. The concept of a career has evolved which sees the career 
as a series of gradual job increments t ak ing place w i t h i n a broad occupational 
situs i n which the increments are a regular series of rises i n level of s k i l l , 
authori ty , self-autonomy at work, and occupational standing. I n this manner, 
one can identify career progressions, simple improvements i n job histories, 
stable job histories w h i c h lack an u p w a r d progression, and unstable or 
worsening job histories. This view of workl i fe mobi l i ty may be termed the 
"Career" perspective. 

(2) The Labour Market Perspective 
A second v iewpoint , the Labour Market perspective, also has been 

advanced by researchers of worklife mobi l i ty . The jobs of a worklife are seen 
as occurr ing w i t h i n e i ther a "p r imary" or "secondary" labour marke t . 
Enterpr ises may requi re two types of workers : " p r i m a r y " employees 
possessing scarce ski l ls valuable to the f i r m who have possibly developed 
these sk i l l s t h r o u g h i n - f i r m t r a i n i n g or experience; and "secondary" 
employees who provide a flexible source of basic labour power tha t can be 
brought i n or discarded at w i l l depending upon short-term demand. F i rms are 
seen as u t i l i s ing different labour management strategies i n order to f i l l thei r 
demands for each type of worker. "Primary" employees are selected on the 
basis of prior qualifications or their anticipated aptitude. Since the i r value to 
the f i r m (and to competi tors) increases w i t h experience and t r a i n i n g , 
"primary" employees w i l l be kept w i t h the f i rm by a combination of strategies 
inc lud ing t r a i n i n g i n ski l ls t ha t w i l l not transfer easily to other employers, 
h i g h and incrementa l wages, pension plans, "benevolent" management 
policies inc luding r ights of tenure, the tolerance or even encouragement of 
unionisat ion etc. Note tha t the motives under ly ing the management policies 
of a "good" f i rm are those of self-interest rather than a l t ru ism. 

I n contrast, the secondary labour market presents a negative image of the 
above. "Secondary" employees do not become more valuable to the i r employer 
w i t h a longer tenure of employment. I n contrast to "primary" employees, thei r 
m a i n v i r t ue is tha t , ra ther t h a n being t ra ined or endowed w i t h specialist 



ski l ls , they can be "picked up" or "dropped" as vary ing conditions of labour 
demand dictate. (Dale, 1987, p. 561.) "Enlightened" management policies are 
absent, not due to any desire to exploit workers, bu t ra ther because they 
wou ld neutral ise the pr ime advantages of secondary labour; the low cost of 
the i r wages and the i r u t i l i t y as a reserve pool of workers tha t can be moved 
easily i n or out of the f i r m as changing market conditions require. 

The labour marke t perspective has been elaborated fur ther by a sub
divis ion in to " in ternal" and "external" labour markets. Ind iv idua l firms w i l l 
not be made up solely of p r imary or secondary employees but may contain 
workers of both types — pr imary employees recruited selectively who enjoy 
the benefits described above and secondary employees excluded from these 
benefits who w i l l not receive opportunit ies for i n - f i rm t r a i n i n g and incre
menta l advancement. I n effect, two labour pools w i t h i n ind iv idua l firms are 
hypothesised — an " in ternal labour market" of privileged, selected workers 
who have the oppor tuni ty of avai l ing themselves of the fu l l advantages of 
p r imary workers and the others, employees w i t h i n the firm who enjoy l i t t l e 
more benefit t h a n the ( temporary) occupancy of a job. The boundaries 
between work ing w i t h i n the firm and being out of i t are permeable for these 
secondary employees. Whi le they may have long duration of employment 
w i t h a firm, they have few advantages as a result of thei r employment. I n 
par t icular , they do not have security of tenure; a secondary worker of long 
dura t ion may not be i n an appreciably better position than a new secondary 
recruit . 

To r o u n d off the considerat ion of th i s labour marke t perspective, a 
conception of "occupational in t e rna l labour markets" ("OILMs") paral le l to 
t h a t of " f i r m i n t e rna l labour markets" ("FILMs") can also be ident if ied i n 
which the O I L M transcends any single firm and, 

comprises a pa r t i cu la r occupational group, usual ly a craft (or pro
fessional) occupation. Here entry is generally controlled by members of 
the occupational group and mobi l i ty occurs among employers w i t h i n the 
occupational group. I n these markets the worker gets his security not 
from the ind iv idua l employer but from his sk i l l , the competitive supply 
of w h i c h is cont ro l led by the occupational group. (Kal leberg and 
Sorenson, 1979, p. 359; see also Dale, 1987, p. 561.) 

(3) The Sector Perspective 
The Career perspective is grounded i n job mobi l i ty across workl ives and 

the Labour M a r k e t perspective can be seen as based pa r t i a l ly upon job 
mobi l i ty bu t w i t h the added dimension of inter- and in t r a - f i rm mobi l i ty . A 
t h i r d perspective, w h i c h can be labelled the "Sector" perspective, "extra-



occupational" and located at the level of f i rms and industr ies , can also be 
dist inguished. F i rms , and the indus t r i a l sectors i n wh ich they are located, 
can be categorised in to "core" and "periphery" types. (Beck, H o r a n and 
Tolbert, 1978, p. 706.) Core firms and industries make up a more advantaged 
sector of the economy. Enterprises i n the core tend to be large and "capital 
intensive" ( that is, investment i n physical p lan t is high) , have secure, h i g h 
profi t margins, possess h ighly ski l led unionised workforces and have clear, 
rational/bureaucratic styles of management. I n contrast, enterprises i n the 
peripheral sector tend to be smaller, profits are uncertain and fluctuations i n 
demand and the failure of f irms and crises i n the indus t ry are common. The 
workforce is less ski l led and non-unionised and management is not wha t one 
would call "professional". 2 

The core economy includes those industr ies t h a t comprise the muscle 
o f . . . economic and poli t ical power. ... The f irms i n the core economy are 
noted for h igh productivi ty, h igh profits, intensive u t i l i sa t ion of capital , 
h i g h incidence of monopoly elements, and a h i g h degree of un ion
isation. ... 

Beyond the fringes of the core economy lies a set of industr ies t h a t 
lack almost a l l of the advantages normal ly found i n center f i rms. Con
centrated i n agricul ture, nondurable manufactur ing, r e t a i l trade, and 
sub-professional services, the peripheral industries are noted for the i r 
smal l f i r m size, labor in tens i ty , product marke t competi t ion, lack of 
un ion i za t i on , and low wages. U n l i k e core sector indus t r i e s , the 
periphery lacks the assets, size, and polit ical power to take advantage of 
economies of scale or to spend large sums on research and development." 
(Bluestone et al., 1973, pp. 28-29, cited i n Beck, Horan and Tolber t , 
1978, pp. 706-7.) 

I n an elaboration of this sectorial perspective, some authors (e.g., Hodson, 
1978) separate out a t h i r d "public" category of state-owned f i rms and 
industries; seeing those enterprises i n public ownership as being less direct ly 
dr iven by the need to secure profits and more insulated from the rigours of 
economic compet i t ion. Whi l e the above Labour M a r k e t and Career per
spectives can be seen to relate directly to job mobi l i ty , the Sector perspective 
differs i n t h a t i t defines a context w i t h i n w h i c h different pat terns of 
intragenerational mobi l i ty may take place. 

2. Some authors label the core sector as "primary" and the peripheral sector as "secondary". 
Only the labels Core/Peripheral will be used here to avoid confusion with primary and secondary 
labour markets and also with the categorisation of industries into "primary" (extractive), 
"secondary" (manufacturing) and "tertiary" (services) industries. 



(4) The Class (Worklife) Perspective 
M a n y authors have noted t h a t mob i l i t y between social classes can, of 

course, take place d u r i n g workl ives as we l l as between generations. This 
gives rise to a four th perspective, tha t of Class (worklife). Classes, i f they are 
more t h a n jus t aggregates of occupational codes, are made up of endogamous 
networks of social connections w i t h distinct viewpoints, mores and interests. 
The dynamic of class format ion takes place p r i m a r i l y w i t h i n intragener-
a t iona l work l i f e mob i l i t y (Esping-Andersen, 1993, pp. 16-17; Mayer and 
Carrol l , 1987, pp. 14-15). Mob i l i t y between classes or strata must overcome 
barr iers other t han jus t the ins t rumenta l closure of scarce or valued social 
resources. Knowledge of mobi l i ty opportunities, the need to resocialise oneself 
i n order to a t t empt mob i l i t y and the necessity both to break free from 
exis t ing social networks and to form new networks may a l l constitute pro
found barriers to class mobi l i ty w i t h i n a single lifetime. (Richardson, 1977.) I f 
the class perspective is correct, mobi l i ty should be dis t inct ly patterned and 
the workl i fe class composition of those located at the extremes of higher and 
lower s t ra ta should be more d is t inc t t h a n t h a t of those i n in termediate 
positions. 

So, at least four dis t inct perspectives located i n workl i fe mobi l i ty can be 
isolated — each w i t h a dist inct conceptual framework. One should note tha t 
on the ground there has been considerable overlap i n their use. For example, 

On a Weber ian view of social class, the employees of a f i r m w i t h an 
i n t e r n a l labor marke t may be said to compose a single class to the 
extent t h a t the i r mobi l i ty experiences are homogeneous. ... Indeed, a 
reasonable in terpre ta t ion of the l i tera ture on in te rna l labor markets is 
t h a t i t sees employees w o r k i n g w i t h i n such a f i r m as h a v i n g 
qual i ta t ively different career chances to others — they are, so to speak, 
a class apart (Mayer and Carrol l , 1987, p. 18.) 

"Classes are sets of structure positions. Social relationships w i t h i n markets, 
especially w i t h i n labor markets , and w i t h i n f i rms define these positions." 
(S0renson, 1991, p. 72.) Wri ters concentrating on internal labour markets w i l l 
re ly to a great extent upon the idea of careers as a means of describing the 
work l i f e experiences of workers who are i n in t e rna l labour markets (e.g., 
Kal leberg and Sorenson, 1979, pp. 359-360). The characteristics of typica l 
workers i n the core and peripheral sectors resemble those of p r imary and 
secondary employees respectively. I n work, the difference between "stable/ 
decl ining" job histories and " improving careers" resembles the d is t inc t ion 
between peripheral and core sectors. S imi lar ly , one could anticipate strong 
empi r i ca l associations between the social class level of a work l i fe and 
whether or not i t was a "career" or the types of labour market i n which the 



workl i fe was concentrated. Nevertheless, whi le there may be considerable 
conceptual over lap, these perspectives do have d i f fe ren t conceptual 
"lineages". Fur thermore , conceptual arguments do not always lead one to 
clear conclusions as to wha t exact correspondences to expect. W h i l e an 
overlap between "true" career job changes and movements i n an i n t e rna l 
labour marke t could be expected, the anticipated form of other correspon
dences are not so clear (e.g., Esping-Andersen, 1993, p. 15). The current state 
of theorising i n the related areas of "careers", "labour markets", "sectors" and 
the "social classes" of worklives has not gone as far as expl ic i t ly set t ing out 
i n a systematic manner the potent ia l in te r re la t ionships between these 
typologies; nor have the proportionate size of the possible interrelat ions been 
established. (Kalleberg and Sorenson, 1979.) The extent and nature of the 
actual correspondences between current social class and the other typologies 
is thus a mat ter for empirical verification. (Carroll and Mayer, 1986; Hachen, 
1990.) 

I l l O P E R A T I O N A L I S A T I O N OF T H E "CAREER", "LABOUR M A R K E T " , 
"SECTOR" A N D "CLASS" (WORKLIFE) PERSPECTIVES 

B y the i r nature , the conceptualisations of careers and labour markets 
(part icular ly i f in te rna l labour markets are the focus) require workl i fe data of 
a cont inuous na tu re . The d i v i s i o n of economic a c t i v i t y i n t o "core", 
"pe r iphera l " and "publ ic" sectors needs at the m i n i m u m a de ta i l ed 
classification of industry and ideally would uti l ise firm-by-firm informat ion of 
a h igh standard. 

The retrospective job histories of the I r i s h mobi l i ty study provide detailed, 
continuous informat ion on the work experiences of representative samples 
of I r i s h males aged between 18 and 65 tha t w i l l allow operationalisation of 
the concepts of "career" and "labour market" mobi l i ty . The " I r i s h M o b i l i t y 
Study" 3 collected information on many aspects of the respondents' lives and of 
t he i r families t h a t were relevant to the topic of social mob i l i t y , broadly 
conceived. Whi le based upon a cross-sectional survey, the I r i s h mobi l i ty data 
takes a long i tud ina l form. The core of the in terv iew schedule was a set of 
retrospective "life his tory" sections covering each respondent's mig ra t ion , 
educational experience, work, and marriage and fer t i l i ty . A n y changes i n the 
l ife h is tory sections of the in te rv iew schedule were indexed by the year, 
m o n t h and age of the respondent at the t ime they occurred. This allows the 
data to be constituted i n the form of a "grid" i n which the status of any or a l l 

3. Social Science Research Council (now Economic and Social Research Council) Grant 
HR1430/1. Comprehensive descriptions of the design and fieldwork of the study can be found in 
Jackson (1979) and Wiggins (1988). 



respondents can be established by age, calendar month and year, or any other 
t ime-indexed point, such as "X years after s tar t ing first full- t ime job". 

The coding of job data included the detailed classification of industry used 
by the B r i t i s h Census which , along w i t h a special coding d i s t inguish ing 
between "public" and "private" sector jobs, allowed amalgations in to the 
labour marke t types and economic sectors used below. Also, coding into the 
B r i t i s h Census Employment Status and detai led Classification of Occu
pations al lowed exact recoding into the Hope-Goldthorpe ( C A S M I N ) class 
schema adapted below. The data used below are from the Nor thern I r i s h ha l f 
of the I r i s h mobi l i ty study. 

Whi le these operationalisations are not perfect, being ak in to a secondary 
analysis, 4 they are at least as rigorous (and i n many respects more rigorous) 
t han many previous attempts to apply empirically the ideas of career, labour 
market and indus t r ia l sector. For instance, the operationalisations are based 
upon actual job changes ra ther t han a cross tabula t ion ma t r i x of positions 
held at one point i n t ime compared w i t h positions held at another t ime i n 
wh ich , for some, there has been no change between the two t imes. I f the 
codings at two points i n t ime are the same, i t is because the two different 
positions being compared genuinely do have the same coding ra ther t h a n 
being an artefact of the same position recorded twice. 

Fur thermore , the empir ical ly dis t inct operationalisations of the concepts 
can be carr ied out so as to m i r r o r the i r conceptually dis t inct origins. For 
example, the cr i ter ia for establishing tha t a part icular job move is a "career 
increment" can be different from the cr i ter ia for establishing whether or not 
the same job move was one t h a t occurred i n a "pr imary in te rna l " labour 
marke t — which cr i te r ia i n t u r n can be defined differently from those for 
es tab l i sh ing whe ther the job moved in to is located w i t h i n the "core", 
"periphery" or "public" sectors. 

(1) The Career Perspective 
U t i l i s i n g the Career Perspective as discussed above, job moves were 

categorised into four types of "career" moves: 

(a) "True" Career Moves — Using the conceptualisation of career given i n the 
discussion (and work ing w i t h i n the l imi ta t ions of the coding schemes used on 
the I r i s h m o b i l i t y s tudy w h i l e explo i t ing the potent ia l of the complete 
sequential retrospective job histories), a job change tha t had at least one of 
the following characteristics was considered a "true" career move: 

4. The fieldwork and coding of the Irish mobility study took place in the early 1970s when 
these perspectives were much less central concerns of or, in the case of labour market theory, 
largely absent from sociological thought. 



• i n manual work, a move from semi- or unski l led work to ski l led work; 
• i n m a n u a l work , a move from a "worker" category to a foreman/ 

supervisor category; 5 

• a move from "routine" non-manual w o r k to the supervision of non-
manual employees; 

• a move from an apprenticeship to skil led manual work; 
• a move from managing or employing less than 25 employees to employ

i n g 25 or more employees; 
• a move from managing less than 25 employees to managing 25 or more 

employees; 
• a move to a job i n which a larger number of other workers are super

vised than previously; 
• any move i n which the m a i n reason for the job change was given as 

"promotion"; 
• i n agr icul ture , a move from agr icu l tu ra l labourer to farmer or fa rm 

manager. 

Movement across a blue col lar /white collar boundary was not i n i t se l f 
considered a career move. 

(b) "Improvements"— (Again based upon the above conceptual discussion.) A 
job change w i t h any of the fo l lowing characteris t ics b u t none of the 
characteristics of a career move were considered to be an "improvement": 

• any move to a "higher" Hall-Jones occupational level except for a move 
from "Skilled manual" to "Routine nonmanual"; 

• any move to a job more than eight uni ts higher t han the previous job on 
the 100-unit scale of "occupational standing" used by the I r i s h mobi l i ty 
study (the I r i s h Occupational Index); 

• a move from unemployment or part-t ime work to full- t ime work; 
• a move from unemployment to part-t ime work; 
• any moves from the category "employee" to the categories of "employer", 

"manager" or "self-employed" not already coded as "true" career moves; 
• any job change tha t resulted i n an increase i n annual income of more 

than £200. 

5. One should note that some have defined "proper" career moves in ways that exclude blue-
collar job mobility solely because the jobs concerned involve manual work; thereby ruling out the 
possibility that manual workers could have careers in an analogous manner to their middle class 
counterparts. This paper does not subscribe to this view. 



(c) "Drops" — Job changes w i t h any of the fol lowing characteristics were 
considered "drops": 

• any move to a "lower" Hall-Jones occupational level except for a move 
from "Routine non-manual" to "Skilled manual"; 

• any move to a job more than eight uni t s lower than the previous job i n 
i ts standing on the I r i s h Occupational Index; 

• a move from ful l- t ime work to unemployment or part-t ime work; 
• a move from part- t ime work to unemployment; 
• i n manual work, a move from skil led work to semi- or unskil led work; 
• i n manual work, a move from foreman/supervisor to a "worker" category; 
• i n non-manual work, a move from supervising non-manual employees to 

rout ine non-manual work; 
• a move from employing 25 or more employees to employing or managing 

less t h a n 25 employees; 
• a move from managing 25 or more employees to managing less t h a n 

25 employees; 
• any move from an employer or manager status to non-manual super

visor or any manual category; 
• a shift from farmer or farm manager to agricultural labourer; 
• any job change t h a t resulted i n a drop i n annual income of more t han 

£150; 
• any job change resul t ing from redundancy or being fired. 

I n instances i n w h i c h some c r i t e r i a indicated a "drop" wh i l e others 
indicated an "improvement", the job change was considered to be a "drop". I n 
the less l i k e l y instances i n wh ich some cr i ter ia suggested a "true" career 
move whi le others suggested a "drop", the "career" cri teria took precedence. 

(d) "Stable" — I t was possible tha t a job change could have occurred for which 
none of the above cr i ter ia apply. I n these cases, the change was recorded as 
"stable" move. 

Altogether, the net resul t of applying these cri teria to the respondents' job 
histories results i n each job change being placed i n a "Career" typology made 
up of four categories: (a) "True" career moves; (b) "Improvements"; (c) "Stable" 
job changes; and (d) "Drops". 

(2) The Labour Market Perspective 
I n a s imi la r manner, though applying a simpler set of cr i ter ia , the job 

changes can be put in to a "Labour Marke t " typology also made up of four 
categories. I f a job and i ts preceding one had the same detai led B r i t i s h 



Census S tandard I n d u s t r i a l Class i f icat ion code, the job change was 
considered to be " in te rna l" . 6 S imi lar ly , a job change i n which the pr ior and 
present jobs both had the same detailed occupational coding (the 223 "un i t 
groups" of the OPCS Classification of Occupations, 1970) was typed as a 
"pr imary" change. By cross-referencing the two cri ter ia , one arrives at four 
"labour market" categories of job change: 

(a) "Primary /Internal" — the move is in to a job of the same detai led 
occupational and indust r ia l codings; 

(b) "Secondary/Internal" — the move is i n t o a job w i t h a d i f ferent 
occupational coding but the same indust r ia l coding; 7 

(c) "Primary/External" — the move is i n t o a j ob w i t h the same 
occupational coding but a different indust r ia l coding; 8 

(d) "Secondary/External" — the move is i n t o a j o b w i t h d i f fe ren t 
occupational and indus t r ia l codings. 9 

(3) The Sector Perspective 
The detailed indus t r ia l classification codes i n combination w i t h a separate 

coding of jobs in to private or public sector jobs also allowed the development 
of an "Economic Sector" typology. Following Beck, Horan and Tolbert's (1978) 
discussion of "dual economy" typologies, jobs were categorised by t h e i r 
location into: (a) "Core"; (b) "Peripheral" or; (c) "Public" sectors. w 

6. Ideally, job changes would only be coded as "internal" if the move had taken place as part 
of a "career chain" (Spenner, Otto and Call, 1982) or "job ladder"; and, in the case of FILM moves, 
within a single firm. The Irish data, unfortunately, were not coded by firm. The use of "same 
industry" as a proxy for "same firm" has been used elsewhere (e.g., Beck, Horan and Tolbert, 
1978) with the rationale that the firms located under the same detailed industrial code will tend 
to be similar in their scale and organisation. Also, "same industry" will mean "same firm" at least 
part of the time. One should note that since the industry coding procedues used in the Irish 
mobility study were based on firm or enterprise, taking industry as a proxy for firm does mean 
that all those job changes considered as "external" will be accurately labelled "external" by firm 
as well as by industry. Furthermore, most of the respondents have spent all or most of their 
working lives in Northern Ireland. The small size of the province and the relatively small 
number of firms in it increases the probability that the same detailed coding of industry for two 
adjacent jobs does in fact reflect "same firm". Nevertheless, one must recognise that this is a 
"loose" operationalisaton of the concept of internal labour market move. 

7. (1) and (2) together make up FILM moves. (Althauser, 1989.) 
8. (3) can also be called OILM moves. 
9. While the labels applied to the four categories are different, this procedure follows very 

closely the "Labour Market Typology" utilised by Dale (1987). 
10. The census coding of industrial divisions used to develop the categories of core, periphery 

and public does not include information on size of firm, productivity, unionisation etc, so, as with 
the internal/external distinction in the labour market typology, the operationalisation of 
"economic sector" is not perfect. The categorisation into sectors is shown in the Appendix. 



(4) The Class (Worklife) Perspective 
A "Class (workl i fe )" typology was developed i n a l ike manner. Us ing 

occupational categories developed by Goldthorpe and Hope as par t of the 
Nuff ie ld College study of social mobi l i ty i n England and Wales (Goldthorpe 
and Hope, 1974), a l l jobs held du r ing the respondents' worklives were typed 
as: (a) "Upper Middle Class" (upper and lower service classes); (b) "Lower 
Middle Class" ( the in te rmedia te groups of other non-manual workers , 
proprietors and farmers) or; (c) "Working Class" (skilled, semi- and unski l led 
manual workers, inc luding agr icul tura l labourers) i n order to y ie ld a "Class 
(worklife)" t ypo logy . 1 1 Note tha t th is "class schema" should be seen as an 
explici t ly Weberian set of occupational categories. 

I V T H E RESULTS — ASSESSMENT OF W O R K L I F E TYPOLOGIES 

Some problems w i t h this approach come from durat ion and sequence. W i t h 
regard to durat ion, i n the "economic sector" and "class" typologies, durat ion i n 
a sector is the most meaningful way of applying the concept. Therefore, i n the 
analyses below, "economic sector" and "class" (worklife) figures w i l l be based 
on the proportionate dura t ion of t ime spent i n a given sector or social class, 
respectively. 

I n the case of the "career" and "labour market" typologies, however, the 
proport ionate figures are based upon job moves ra ther t h a n t ime i n jobs. 
Therefore, a quick series of jobs held over a short t ime can potentially exert 
as much or more influence over the typ ing of a person's worklife as the rest of 
his t ime i n work. Whi le the typologies being used take account of sequence by 
comparing each current job w i t h the immediately preceding job, the sequence 
of types of job changes across the whole workl i fe are not known. So, for 
example, an ind iv idua l whose early jobs were a series of career progressions 
tha t then ended w i t h several "drops" would end up being labelled, despite his 
failures at the end, as one whose worklife had been mainly a "true career". 

The system of proportions used i n the analyses below is defensible w i t h 
regard to th is problem. Firs t , while durat ion is a problem for the "career" and 
"labour market" typologies, a solution emphasising dura t ion would i n fact 
have posed more problems for interpretat ion and analysis than the procedure 
tha t has been adopted. After categorising a job change as to type of move, one 
could then have computed the durat ion of t ime u n t i l the next job change and 

11. Since the Northern Irish job data was coded using the British Census Occupational 
Classifications, the construction of the class schema could mirror that laid out in Goldthorpe and 
Hope (1974) exactly. Readers may note that this system of categorisation subsequently was 
adapted to form the basis of the CASMIN (Comparative Analysis of Occupational Mobility in 
Industrial Nations) occupational strata. 



at the end ar r ived at a set of proportions based upon summed amounts of 
durat ion rather than simple job changes. I n the cases of "careers" and "labour 
markets", however, the meaning of the concepts resides i n the comparison 
between two jobs rather than t ime spent i n a job; e.g., one is i n an in t e rna l 
labour market by v i r tue of a series of moves w i t h i n the labour market , not by 
re ta in ing the same position i n a f i rm for decades. Hence, replacing the system 
based on sequence w i t h one based on du ra t i on w o u l d only in t roduce 
artefactual effects. 

A second problem, the re la t ive r e l i a b i l i t y of t y p i n g work l ives by an 
aggregate of a l l job changes across a career i n preference to at taching pr ime 
importance to the most recent job changes, can be seen more as a caution for 
i n t e rp r e t i ng results t h a n as a problem requ i r i ng a solut ion. T a k i n g the 
hypothet ical work l i f e pa t te rn of an i n d i v i d u a l who spends most of h i s 1 2 

work ing life i n a progression of incremental career moves followed by a "drop" 
at the end, one can argue tha t the most salient fact of the worklife is not the 
f a l l i n recent years as the individual ' s career perhaps "peaked" and then 
began to decline but rather tha t the indiv idual i n fact had had a career. 

G i v e n the l i m i t a t i o n s of cross-sectional data col lect ion i n w h i c h 
in format ion is usual ly obtained only for people's present occupations, most 
typologies of social posit ion necessarily must concentrate solely upon the 
present si tuation. This leaves moot the question of the routes by which people 
came to occupy the i r present position. The operat ional isat ion of a set of 
work l i f e typologies based upon propor t ion of moves or a proport ionate 
dura t ion could prove problematic i f the la t ter par t of a job history i n fact was 
not representative of the workl i fe as a whole — par t icular ly the case for the 
"Career" and "Labour market" typologies i n which the proportions are based 
upon moves rather than to ta l duration. 

As a means of obta in ing indications of the degree of r e l i ab i l i t y of the 
proportionate methodology, the categorisation of the last occupation or move 
is compared w i t h the proportion of the respondent's whole workl i fe tha t falls 
in to the same category for each of the four workl i fe typologies (Tables 1 to 4 
below). Whi le the last job or move does contribute to the overall proport ion 
and consequently any correspondence must be pa r t ly artefactual , a h i g h 
degree of correspondence nevertheless wou ld indicate t h a t r e l y i n g upon 

12. The reader may have noticed that the hypothetical examples being used refer to males. 
This is strictly accurate since the retrospective job histories upon which the analyses are based 
were collected only from men. It is worth remarking at this juncture that the techniques applied 
here to men could be even more appropriate for women (with some modifications for a more 
careful definition of part-time work and distinctions resulting from society applying the 
housewife role to women only). However questionable the human capital assumptions of regular 
full-time involvement in work on a basis of competition in a free and open labour market are for 
men, their questioning is doubly relevant for women. 



proportions to determine workl i fe typologies is not in t roducing completely 
mis-specified applications. A n d , as argued above, there are advantages to 
r e ly ing upon a system of proportions as a more reliable means of t y p i n g 
worklives as a whole. 

Table 1: Proportions of Worklives in each Economic Sector by Sector of 
Present ILast Occupation 

Present! Last Proportion of Worklife in: 
Occupation is: Core Periphery Public 

Core 0.65 0.26 0.04 
Periphery 0.05 0.90 0.03 
Public 0.08 0.32 0.53 

Overall mean 0.18 0.66 0.09 
Coefficient of variation 1.72 0.59 2.48 

Ratio of Mid to Lowest and Highest: 

of Means 1.00 3.67 0.50 
of coefficient of variation 1.00 0.34 1.42 

Notes: (a) Differences between present economic sectors are significant over all three 
worklife typologies at 0.001 level. 

(b) Analysis limited to respondents aged over 27 who have held more than one 
job position. 

(c) Instances in the worklife where the respondent did not occupy a job could 
not be classified into an economic sector. Hence, the proportions in the 
rows wil l not sum to 1.00. 

The results indicate tha t misgivings about mis-specification coming from 
"sequencing effects" are unfounded. I n a l l four typologies the correspondence 
between the t y p i n g of the last occupation or move and the proportionate 
t y p i n g of the whole workl i fe is h igh. The "mismatches" (the t e rm i tse l f is a 
misnomer since exact correspondence would not be expected) broadly follow 
the relat ive frequencies of the occurrence of categories across a l l worklives. 
For instance, for those who are presently i n jobs located i n the core sector, 65 
per cent of the i r workl ives have been spent i n the core sector and only a 
minuscule 4 per cent of worklives have been spent i n the small public sector. 
S imi lar ly , the coefficients of var ia t ion of the proportions, which are indicators 
of the re la t ive homogeneity of the workl i fe categories, correspond i n an 
inverse manner to the mean size of thei r d is t r ibut ion across a l l worklives. I n 
Table 1, the smallest coefficient of var ia t ion is 0.59 for the largest sector, the 
per iphery and the largest coefficient of va r ia t ion is 2.48 for the smallest 
publ ic sector. Moreover, wh i l e the more common categories exhib i t less 



Table 2: Proportions of Career Types of Job Moves by Move into Present 
Work Position 

Proportion of Job Moves that were: 
Last Move was: "True" Career Improvement Stable "Drop" 

True" career 0.63 0.13 0.05 0.19 
Improvement 0.23 0.43 0.07 0.28 
Stable ' 0.20 0.18 0.29 0.33 
'Drop' 0.21 0.21 0.06 0.51 

Overall 0.31 0.27 0.10 0.32 
Coefficient of variation 0.90 0.82 1.51 0.74 

Ratio of Mid to Lowest and Highest: 

of means 1.07 0.93 0.35 1.10 
of coefficient of variation 1.05 1.01 1.76 0.86 

Notes: (a) Differences between last move career types are significant over all four 
worklife typologies at 0.001 level, 

(b) Analysis limited to respondents aged over 27 who have held more than one 
job position. 

Table 3: Proportions of Labour Market Types of Job Moves by Move into 
Present Work Position 

Proportion of Job Moves that were: 
Last Move Internal/ Internal/ External/ External/ 

was: Primary Secondary Primary Secondary 

Internal/Primary 0.89 0.01 0.03 0.07 
Internal/Secondary 0.08 0.82 0.01 0.09 
External/Primary 0.13 0.02 0.70 0.15 
External/Secondary 0.05 0.03 0.04 0.88 

Overall 0.13 0.16 0.06 0.64 
Coefficient of variation 2.02 2.01 3.12 0.62 

Ratio of Mid to Lowest and Highest: 
of Means 0.90 1.10 0.41 4.41 
of coefficient of variation 1.00 1.00 1.55 0.31 

Notes: (a) Differences between last move labour market types are significant over all 
four worklife typologies at 0.001 level, 

(b) Analysis limited to respondents aged over 27 who have held more than one 
job position. 



va r i a t i on , the range of va r i a t i on is not as great as the range i n mean 
occurrence. For instance, again i n Table 1, the rat io of mean proportions i n 
the three economic sectors ranges from 0.50 to 3.67 whi le the range of ratios 
of the corresponding coefficients of variat ion is only 0.34 to 1.42. That is, once 
one allows for the size of proportions, the less frequently occurring categories 
are more homogeneous than would be expected i f movement i n or out of them 
was due only to thei r smaller relative size. 

V D I S T R I B U T I O N OF T H E W O R K L I F E TYPOLOGIES ACROSS 
"PRESENT CLASS" 

T u r n i n g to the workl i fe backgrounds of present class strata, the presen
ta t ion of empirical results continues i n the worklife perspective by displaying 
the d is t r ibut ions of the non-class workl i fe typologies across "present class" 
positions. As an aid to interpretat ion, the "upper" and "lower service" strata 
i n the class schema are sub-divided in to those w i t h and wi thou t t e r t i a ry 
educational qualifications and the "skilled manual" strata is sub-divided into 
those who possess or do not possess apprenticeships or higher level vocational 
qualifications. 

Table 4, "Proportions of Worklives i n each Social Class by Class of Present/ 
Las t Occupation", displays a more complex pat tern of results t ha t are of 
substantive importance. As i n the other tables, the association between the 
t y p i n g of the last job and the whole workl i fe is strong. The four manual 
categories of present occupation display workl i fe histories i n which , on 
average, over 80 per cent of the worklives have been spent i n "working class" 
jobs. Sk i l l ed manua l workers who possess qualifications have spent the 
greatest proport ion of the i r lives of a l l those i n "work ing class" jobs; pre
sumably ref lect ing the better manua l jobs t h a t can be gained w i t h an 
apprenticeship or tertiary/vocational qualification. 

I n the "intermediate" categories of higher and lower non-manual workers 
and proprietors w i t h and wi thou t employees, only the higher non-manual 
employees have had workl ives i n which over ha l f of the career has been i n 
"lower middle class" work . These categories do seem to be genuinely in te r 
mediate between white-collar and blue-collar work. While the modal category 
for lower non-manual employees and proprietors w i t h employees is also 
"lower middle class" work, substantial proportions of the i r worklives have 
also been i n the "working class". Current proprietors wi thout employees have 
spent on average more of the i r workl ives i n "work ing class" jobs t han i n 
"lower middle class" jobs. Apparent ly there is t r u t h to the stereotype of the 
work ing class employee who desires to become their own boss someday i n a 
small independent business. Farmers, as a reflection of the usual pat tern of 



agr icul tura l labour prior to becoming a farmer i n the i r own r igh t (often as a 
"family worker" awai t ing inheritance), have spent more t ime i n the "work ing 
class" category tha t includes agr icul tura l workers t han i n the "lower middle 
class" category tha t includes farmers. 

Table 4: Proportions of Worklives in each Social Class by Class of 
Present I Last Occupation 

Proportion of Worklife in: 
Present I Last Occupation is: Upper MC Lower MC Working 

Upper service with university/ 
professional qualification 0.83 0.12 0.01 

Upper service, no tertiary 
qualification 0.26 0.46 0.15 

Lower service with 
tertiary qualification 0.34 0.51 0.10 

Lower service, no 
tertiary qualification 0.04 0.63 0.25 

Higher non-manual 0.03 0.74 0.18 
Lower non-manual 0.00 0.45 0.43 
Proprietor with employees 0.12 0.47 0.35 
Proprietor, no employees 0.04 0.27 0.65 
Farmers 0.08 0.42 0.47 
Skilled manual, qualified 0.01 0.10 0.87 
Skilled manual, not qualified 0.00 0.12 0.81 
Semi- and unskilled agricultural 0.01 0.08 0.83 

worker 0.01 0.05 0.85 

Overall 0.07 0.25 0.58 
Coefficient of variation 3.20 1.36 0.67 

Ratio of Mid to Lowest and Highest: 

of Means 0.28 1.00 2.32 
of coefficient of variation 2.35 1.00 0.49 

Notes: (a) Differences between present social class level are significant over all three 
worklife typologies at 0.001 level. 

(b) Analysis limited to respondents aged over 27 who have held more than one 
job position. 

(c) Instances in the worklife where the respondent did not occupy a job could 
not be classified into class. Hence, the proportions in the rows wi l l not sum 
to 1.00. 

The importance of higher educational qualifications for early entry into the 
service class is clear. Those presently i n upper service class occupations who 
also possess a univers i ty or professional qualification have spent on average 
over 80 per cent of the i r worklives i n "upper middle class" jobs and v i r t u a l l y 



none of the i r t ime i n "working class" jobs. I n marked contrast, those presently 
"upper service" w i t h o u t higher qualifications have spent on average only a 
quarter of the i r workl ives at the "upper middle class" level and a significant 
por t ion of t ime i n "work ing class" jobs. A s imilar pat tern, though somewhat 
at tenuated, also holds for those presently i n the lower service strata. I t is 
noteworthy t h a t those i n lower service occupations who do possess higher 
educational qualifications have spent proportionately more of the i r t ime i n 
upper middle class jobs and less t ime i n work ing class jobs than the par t of 
the "upper service" group who lack higher qualifications. 

To close, the backgrounds of the detailed social class categories i n the other 
three worklife typologies w i l l be displayed. Table 5 displays the proportions of 
worklives spent i n the three economic sectors by the detailed categorisation of 
present social class. The importance of educational qual i f icat ion for the 
par t ic ipat ion of those presently i n the "service" group remains apparent. Over 
h a l f of the workl ives on average has been spent i n the core sector of those 
now i n "upper" or "lower service" occupations who also have t e r t i a ry qua l i 
fications. I n contrast, only a quar ter of the workl ives of upper and lower 
service class members who lack higher qualifications has been i n the core 
economic sector. Th i s figure is no higher t han tha t for those current ly i n 
higher non-manual work. I n i ts t u r n , the higher non-manual group has spent 
a longer average workl i fe t ime i n the core sector than i ts lower non-manual 
counterpar t . P a r t i a l l y as an artefact of the opera t ional isa t ion of the 
per ipheral category, farmers and both categories of proprietors have spent 
the vast major i ty of the i r workl ives i n the peripheral sector. (For farmers, 
th is result is also an accurate depiction of the worklife pat tern of agricul tural 
labour to farmer. (Mi l l e r , 1986)) Whi le the modal economic sector for a l l four 
"manual work" categories is the peripheral sector, the salience of location i n 
the core sector for present employment i n skil led manual work can be seen. 
W h e n both sk i l led and qualif ied, manual workers show a higher average 
workl i fe dura t ion i n the core sector and a lower dura t ion i n the peripheral 
sector than either of the non-manual categories. 

T u r n i n g to the consideration of present social class and the worklife career 
typology i n Table 6 the modal proport ion for a l l four service categories is 
"true" career moves. The two service groups wi thou t t e r t i a ry qualifications 
show on average a higher proport ion of "true" career moves. Rather t han 
i n d i c a t i n g t h a t h i g h educational qual i f ica t ion mediates against "better" 
careers, however, a more plausible explanation is tha t more of those w i t h 
t e r t i a ry qualifications enter directly in to higher positions at the beginning of 
work and henceforth encounter a "ceiling". (The higher average proportions of 
"improvements" for the upper and lower service strata w i t h qualifications and 
of "stable" j ob moves for those i n the "upper service w i t h un ive r s i ty / 



Table 5: Proportions of Worklives in each Economic Sector by Class of 
Present/Last Occupation 

Proportion of Worklife in: 
Present/Last Occupation is: Core Periphery Public 

Upper service with university/ 
professional qualification 0.59 0.13 0.18 

Upper service, no tertiary 
qualification 0.26 0.42 0.14 

Lower service with 
tertiary qualification 0.55 0.17 0.23 

Lower service, no 
tertiary qualification 0.25 0.46 0.20 

Higher non-manual 0.27 0.57 0.10 
Lower non-manual 0.11 0.68 0.14 
Proprietor with employees 0.06 0.90 0.03 
Proprietor, no employees 0.03 0.92 0.04 
Farmers 0.00 0.99 0.01 
Skilled manual, qualified 0.31 0.53 0.08 
Skilled manual, not qualified 0.22 0.63 0.07 
Semi- and unskilled agricultural 0.14 0.72 0.09 

worker 0.03 0.83 0.09 

Overall 0.18 0.66 0.09 

Notes: (a) Differences between present social class level are significant over all three 
worklife typologies at 0.001 level, 

(b) Analysis limited to respondents aged over 27 who have held more than one 
job position. 

professional qualifications" s t ra tum tends to confirm this.) Those presently i n 
the service s t ra ta who got there w i t h o u t the benefit of h i g h educational 
qualification are more l ike ly to have arr ived by the more indirect incremental 
route of a number of "true" career moves. Presumably these results reflect the 
importance of educational qual i f icat ion for direct en t ry i n to the re la t ive ly 
pr ivi leged "service classes" t h a t has been noted elsewhere i n more r u d i 
mentary intragenerat ional analyses for Nor the rn I re land (Mi l l e r , 1986), the 
Republic of I re land (Hout , 1989) and for England and Wales. (Goldthorpe, 
1987.) When Gershuny carried out an analysis of historical trends i n i n t r a 
generat ional mob i l i t y i n England t h a t u t i l i s ed detai led retrospective job 
histories, he also found strong evidence for the increasing salience for direct 
en t ry v i a educational routes in to upper middle class positions. (Gershuny, 
1993.) 1 3 

13. While the Gershuny analysis utilises information from retrospective job histories in an 
innovative manner that makes use of highly detailed information, differences in approach and 
the systems of categorisation preclude the direct comparison of empirical results. 



I t is noteworthy tha t , i n comparison to those i n non-manual categories, 
those presently i n the higher and lower non-manual categories do not display 
markedly better profiles across the four types of career workl i fe experience. 
The importance of the possession of skills and qualifications for what may be 
seen as "manual careers" (see Ashton 1973, cited i n Brown, 1982, p. 125) 
appears i n the contrasts i n the proportions of "true" career moves and "drops" 
between the ski l led and unski l led manual strata tha t work to the advantage 
of ski l led workers (ski l led manuals show higher proportions of "true" career 
moves and fewer "drops" than semi- and unski l led and agricul tural workers). 
F i n a l l y , the large propor t ion of "true" career moves for farmers can be 
a t t r i b u t e d to the above-noted pa t te rn of movement from the category of 
"agr icul tural worker" to tha t of "farmer". 

Table 7 displays the proport ionate labour marke t experience of the 
detailed class categories. The large proportions of the worklives of the upper 

Table 6: Proportions of Moves in each Career Type by Class of 
Present I Last Occupation 

Proportion of Moves in: 
Present/Last Occupation is: True" Career Improvement Stable Drop 

Upper service with university/ 
professional qualification 0.46 0.25 0.14 0.15 

Upper service, no 
tertiary qualification 0.57 0.17 0.06 0.20 

Lower service with 
tertiary qualification 0.45 0.29 0.06 0.21 

Lower service, no 
tertiary qualification 0.51 0.20 0.08 0.21 

Higher non-manual 0.27 0.36 0.07 0.30 
Lower non-manual 0.27 0.22 0.12 0.39 
Proprietor with employees 0.39 0.26 0.13 0.23 
Proprietor, no employees 0.17 0.37 0.10 0.36 
Farmers 0.49 0.20 0.13 0.17 
Skilled manual, qualified 0.35 0.25 0.10 0.30 
Skilled manual, not qualified 0.25 0.29 0.10 0.35 
Semi- and unskilled 0.16 0.30 0.10 0.43 

agricultural worker 0.13 0.27 0.10 0.50 

Overall 0.31 0.27 0.10 0.32 

Notes: (a) Differences between present social class level are significant in the three 
categories of T r u e " career", Improvement and "Drop" at the 0.001 level; i n 
the "Stable" category at the 0.01 level, 

(b) Analysis limited to respondents aged over 27 who have held more than one 
job position. 



and lower service s trata w i t h higher qualifications tha t have been moves 
w i t h i n a "primary/ internal" labour market again indicates tha t many of these 
individuals entered directly in to a higher level occupation i n which they have 
t h e n r e m a i n e d . 1 4 Fu r the rmore , the h igher propor t ions of "secondary/ 
i n t e rna l " labour marke t moves of those i n the service s t ra ta who do not 
possess higher educational qualif ications are congruent w i t h a work l i f e 
career i n which indirect entry to the service strata has been gained th rough 
work ing one's way up an in te rna l career ladder of a number of jobs w i t h i n a 

Table 7: Proportions of Moves in each Labour Market Type by Class of 
Present/Last Occupation 

Proportion of Moves in: 
Present/Last Primary/ Secondary/ Primary/ Secondary/ 
Occupation is: Internal Internal External External 

Upper service w i t h 
university/professional 
qualification 0.45 0.05 0.12 0.38 

Upper service, no 
tertiary qualification 0.16 0.16 0.09 0.60 

Lower service with 
tertiary qualification 0.42 0.09 0.05 0.44 

Lower service, no 
tertiary qualification 0.14 0.17 0.05 0.64 

Higher non-manual 0.11 0.07 0.12 0.70 
Lower non-manual 0.11 0.10 0.05 0.74 
Proprietor with employees 0.15 0.23 0.06 0.56 
Proprietor, no employees 0.16 0.14 0.06 0.64 
Farmers 0.06 0.78 0.01 0.15 
Skilled manual, qualified 0.17 0.08 0.14 0.61 
Skilled manual, 

not qualified 0.12 0.05 0.05 0.78 
Semi- and unskilled 0.07 0.06 0.04 0.83 

agricultural worker 0.27 0.12 0.04 0.57 
Overall 0.13 0.16 0.06 0.64 

Notes: (a) Differences between present social class level are significant i n the 
Primary/Internal, Primary/External and Secondary/External categories at 
the 0.001 level; in the Secondary/External category at the 0.01 level, 

(b) Analysis limited to respondents aged over 27 who have held more than one 
job position. 

14. Particularly when one notes that the analysis is restricted to individuals who have had at 
least two jobs in their working lives. Some "direct entrants" remain in their first job for a very 
extended period of time and thereby do not appear in these analyses. This is presumably because 
they find these upper service positions so congenial, and secure. 



single f i r m or indust ry . The higher than average proportions of farmers and 
proprie tors w i t h employees i n the same category of "secondary/internal" 
moves can be taken as specific instances of a general pat tern of moving from 
being employed to becoming an owner w i t h i n a single indus t r i a l category. 
The re la t ive ly exposed positions of the semi- and unski l led and the ski l led 
manuals who lack qualifications can be seen when one notes tha t these two 
categories have the largest proportions of a l l whose job moves have been 
exposed to the rigours of a "secondary/external" labour market. 

V I CONCLUSION 

Looking across a l l four of the typologies, the present/last move or position 
is a good indicator of the overall worklife, but only i n the restricted sense tha t 
the modal state across the whole worklife tends to be mir rored by the current 
state. There are exceptions to th is rule — par t icular ly for proprietors where 
the major i ty of the workl i fe wou ld have been spent i n the broad "work ing 
class" s trata . Whether one is looking across the economic sector, careers, 
labour marke t or class typologies, there is var ia t ion i n the background of each 
current state. The typology where the current state corresponds most closely 
to the whole workl i fe is t ha t for labour markets, where typical ly over 80 per 
cent of job moves across the l i fet ime were i n the same category as the last 
move. The career typology shows the most var ia t ion overall. 

Look ing at current class positions, one finds considerable difference i n 
the i r backgrounds across the four typologies. Amongst the higher non-manual 
service strata, the possession of educational qualifications is a significant 
d iscr iminator . The only service category tha t can claim to be t r u l y "upper" 
across the whole of the work l i fe is the "upper service w i t h un ivers i ty or 
professional qualif ication" group, where, overall , 83 per cent of the worklives 
have been spent i n the upper middle class. The possession of h igher 
educational qualifications for the service class categories raises the t ime they 
have spent i n the core economic sector and pr imary/ in ternal labour markets. 
Those i n service groups tha t do not possess higher educational qualifications 
were the most l i ke ly to have used incremental career mutes to reach the i r 
current positions. 

The manua l worker categories are firmly w o r k i n g class i n tha t most of 
the i r workl ives have been spent i n the work ing class. There is evidence for 
genuine w o r k i n g class careers. Higher proportions of ski l led manual workers 
w i t h qualifications (compared to ski l led manuals wi thou t qualifications, the 
semi- and unsk i l l ed or ag r i cu l tu ra l workers) have spent t ime i n the core 
economic sector w i t h more "true career" job moves. Proprietorship, whether 
u rban or farm-based, shows i ts own special patterns of i n i t i a l work ing class 



experience ending i n a lower middle class current position. By def ini t ion, 
moves i n proprietorship, especially from agr icu l tura l worker to farmer, are 
almost always career moves. Current proprietors' worklives have been located 
almost exclusively w i t h i n the peripheral sector. F ina l ly , among the non-
manua l categories, the higher non-manual s trata show patterns t h a t are 
f i r m l y located i n the non-manual s t r a tum throughout the i r workl ives . I n 
contrast, the patterns for the lower non-manual s t ra tum resemble more tha t 
of the manual categories, raising the prospect of a "white collar proletariat". 

The ab i l i ty of workl i fe analyses to isolate mechanisms tha t point to the 
dist inct life experiences of different class strata has been hypothesised as one 
of the m a i n advantages of intragenerational over intergenerational analyses 
of social mobi l i ty (e.g., Esping-Andersen, 1993; Mayer and Carrol l , 1987). The 
above results, wh ich find va ry ing patterns of class background across four 
dist inct perspectives on worklife mobil i ty , demonstrate j u s t such phenomena 
of unique experiences across class s t r a t a . 1 5 
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APPENDIX 

CATEGORISATION I N T O ECONOMIC SECTORS 

Core: Meta l manufacturing, chemicals, a l l metal goods, engineering and 
vehicle indus t r i e s , processing of rubber and plast ics , a i r 
t ransport , banking and finance and insurance (except for "social 
security services"); 

Periphery: A l l agricul ture, forestry and fishing, a l l energy industr ies other 
t h a n those classified as public sector (the major i ty of those i n 
energy industr ies wh ich w i l l include the production and d i s t r i 
bu t ion of electr ici ty and gas were classified as public sector), 
extraction and preparation of ores and minerals, manufacture of 
non-metall ic products, production of man-made fibres, t ex t i le , 
footwear and clothing manufacture, t imber and wooden furni ture , 
paper and paper products, p r i n t i n g and publ ishing, food, d r i n k 
and tobacco manufacture, other manufac tur ing industr ies not 
elsewhere specified, construction, d i s t r ibu t ion , hotels and cater
ing , repair of consumer goods and vehicles, sea transport , t rans-



por t support , storage and t ranspor t services not elsewhere 
specified, r e n t i n g of movables, rea l estate and domestic and 
personal services and other services not elsewhere specified; 

Public: A n y job categorised as "public" by a coding of each job separately 
from the indus t r i a l coding i n the or ig inal data was placed in to 
th is category. I n effect this category includes most or a l l jobs i n 
the i n d u s t r i a l categories of product ion and d i s t r i b u t i o n o f 
electricity, gas or other forms of energy, water supply, ra i lways, 
i n l a n d t ranspor t not elsewhere specified, postal services and 
telecommunicat ions, public admin i s t ra t ion , na t iona l defence, 
social security, sanitary services, education, veter inary services 
and medical and other heal th services. Whi le there is a degree of 
"measurement error" i n the d i s t i n c t i o n between core and 
per iphera l sectors, the resul t of basing the category of public 
sector on a separate or ig inal coding should mean a more v a l i d 
separation out of public sector jobs. 




