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Meritocracy, Education and Occupational Attainment: What Do Employers Really
See AsMerit?

Abstract

Sociologica research consistently demonstrates that in modern industrial societies
significant inequalities remain in opportunity chances for members of different social classes.
The Merit Sdlection (MS) hypothesis predicts that the alocation of occupationa positions in
modern post-industrial societies should be based increasingly on meritocratic principles: ‘ merit’
is defined as 1Q plus effort, and educational qualifications are seen to provide a useful proxy
measure of these characteristics. However, merit variables can only partialy explain the
inequalities in chances of access to occupational positions. This paper is an attempt to find out
what employers are realy looking for when they hire employees, in addition to merit as proxied
by educational qualifications. Instead of assuming that 1Q and effort, whether in themselves
or as mediated through educationd qudifications, are the only things of importance to
employers, | ask just what ather factors are involved in ‘merit’ as employers defineit.

This paper presents results from a content analysis of 955 British newspaper job
advertisements.  While forma educational quaifications are important to employers, other
‘non-meritocratic’  criteria also have a significant role. Some of these non-meritocratic
characteristics may relate more to ascribed characteristics than achieved, and in many cases
may be more accessible to particular people or groups in society. Overdl, this research
suggests that in some cases other types of characteristics may be as important as educational
gudlifications. This is consistent with recent results that suggest that while there may have
been a ‘tightening bond’ between educational attainment and occupational attainment in the
mid twentieth century, the role of education is now, if anything, becoming less important.
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Introduction

The move from ascription to achievement as a primary basis of social selection is seen
as one of the defining characteristics of modern societies (Blau and Duncan 1967; Parsons
and Bales 1956). Industridisation is predicted to have profound consequences for social
structures in modern industrial societies. ascriptive characteristics are deemed irrelevant to the
judgement of merit, and are necessarily superseded by achievement criteria designed to allow
for the efficient alocation of occupationa positions. Modern societies should therefore be
characterised by merit sdection: merit should be the principd determinant both of an
individual's access to education and of their subsequent position within the social divison of
labour (see Jonsson 1996). According to this influentia theory, that of ‘Merit Selection’ (MS),
“...dl aspects of individuas’ provenance, apart from those that might contribute directly to the
merit they can achieve, will be rendered increasingly irrelevant to the selection procedures at
work” (Goldthorpe 1996: 262)*. Thus, in a meritocratic society, ascribed characteristics should
be diminishing in importance in the face of an emphasis on achieved characteristics, such as
educational qudifications (see Bell 1973). The emphasis on achievement through merit entails
a degree of equality of opportunity in the society: ascribed characterigtics relating to socia
background become irrelevant.

If ascriptive criteria are to be superseded by achievement criteria, and occupational
positions are to be assigned on the basis of merit, what, then, is to count as ‘merit'? In
generd, the literature tends to divide into two opinions. The first opinion suggests that * merit’
should refer to those qudlifications that an individua has achieved — outward demonstrations of
inner capacities and skills. Educationa qualifications signa appropriateness for a particular
role high qualifications open the doors to high-level, functionally important socia roles, and a
lack of qualifications leaves the doors closed (Parsons 1951, 1954, 1971). The second
definition comes initidly from Michagl Young's satire The Rise of the Meritocracy (1958), a
classic in sociological treatments of the subject, and where the term ‘meritocracy’ was first
coined. Here, merit is seen not smply as achieved qudifications, but as a measure of the
specific inner capacities of individuas. Here, “Intelligence and effort together make up merit
(1 + E=M)” (Young 1958: 94). In Young's meritocracy, the ranking of individuas is done
purely on the basis of measures of intelligence and effort: those with the highest scores on
these variables will be at the top of the occupationa hierarchy, those with the lowest at the
bottom. While the two definitions (qudifications or 1Q+Effort) are clearly different, there has
been a tendency in the literature to treat them as functionaly equivaent, with educationa
gualifications being taken to provide a good proxy measure of 1Q and effort. However, a
confuson has arisen when trying to distinguish between ‘achieved’ and ‘meritocratic’
characteristics. Although it would seem appropriate to include al *achieved’ characteristicsin
our definition of a meritocratic society (we have, after al, characterised the movement to
modern industrial society as a move from ascription to achievement), in fact the term
‘meritocratic’ is used in a very narrow way in the literature: qudifications, or 1Q+Effort.
Therefore, in this paper, | will use a narrow definition of a meritocratic society as a society
which alocates occupationa positions on the basis of 1Q+Effort, or qualifications (the ‘ narrow
merit selection hypothesis). However, | will aso use a broader definition of merit, as
something which has been achieved (the ‘broad merit selection hypothesis'). In this category,
| count any characteristic that can be seen as non class-biased and achieved. So, for example,

! The Merit Selection hypothesis is usually formulated in terms of movement towards greater meritocratic selection
(the Increasing Merit Selection hypothesis). In this paper, | will make two assumptions: firstly, that the modern
industrial society represents the society envisaged as the end point of this movement, and that secondly, therefore,
merit-selection should be predominant. The evidence to be presented here cannot say anything about selection in
the past, and instead offers a snapshot of selection in amodern industrial society.
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the ability to type would be an achieved competence, but only in terms of the broader merit
selection hypothesis, as it is not specificaly measured by qudifications or 1Q+Effort?.
Anything which cannot be placed strictly into either of these categories will be called *non-
meritocratic’, whether or not a reasonable case could be made for construing them as ‘ merit-
worthy’ in one form or another.

A great ded of empirical sociologica research has focussed on how far modern post-
industrial society® does indeed resemble a meritocracy. Research has tended to concentrate
on the two main features of a meritocratic society: relative rates of social mobility, and the
influence of ‘merit’.

Sociad mobility research has consistently demonstrated that a strong link exists
between an individual's socid class origins and their socid class dedtination.  Yet, in absolute
terms, the relationship between class origins and destinations does appear to be weaker now
than it was in the past. There has been a dramatic increase in the numbers of those of all
class origins entering higher-level service class occupations, and a decrease in those entering
manua employment. However, while absolute measures provide one indication of the degree
of socia mobility in a society, these rates are highly dependent on changes in the occupational
structure. One reason for the increase in the numbers of those of all class origins entering
higher-level service class occupations is ssmply because there has been an expansion of non-
manua occupations while manual ones have contracted (Goldthorpe 1987: 59). Relative
measures, on the other hand, control for structura differences, and so provide a better
measure of the openness of a society. As Blau and Duncan acknowledge, “The influence of
socid origins on occupational destinations finds expression in the relative, not the absolute,
proportion of men with the same origin who end up in a artain occupation...” (1967: 35).
When structural effects are controlled for by looking at relative mobility rates, a very different
picture from that of absolute rates is obtained. The origin-destination association is almost as
strong now as it has been over the past decades, and there appears to be no evidence for
suggesting that the level of relative mobility is higher now than it has been in the past. Mobility
chances are unequal, and significant inequalities exist between individuas from different socia
origins. For example, Marshdll et al. estimate that the chances of a man of service classorigin
being found in a service class rather than a working class destination are amost eight times
greater than the same chances for a man of working class origin (Marshall et a. 1988, and
smilar patterns are found in Marshadl et a. 1997; Goldthorpe 1987; Erikson and Goldthorpe
1992). Relative mobility rates have remained generally stable in modern British society, such
that a Situation approximating constant socia fluidity has prevailed (Goldthorpe 1987: 94).

If we are currently in a post-industria society, we would expect that it is the
meritocratic alocation of individuas to occupationa positions that has created the observed
mobility patterns. the achieved characteritics of individuas should be sufficient to account for
their positions in the class dructure. That is, the net association between origins and
destinations should be entirely explainable by reference to the ‘merit’ of the individual (see
especiadly Saunders 1995, 1997). However, even after controlling for educational
qudifications, significant relationships between origins and destinations remain (e.g. Breen and

2 |n fact, the definition of ‘achieved’ raises more problems for the traditional literature on meritocracy.
Meritocratic characteristics are defined as qualifications or 1Q+Effort, athough it is clear that 1Q is primarily an
ascribed characteristic. This problem tends to be ignored in discussions of the ascription/achievement distinction in
theliberal thesis of industrialism, and thus IQ is taken to be included among ‘achieved’ characteristics.

% Throughout this paper, the term * post-industrial’ (Bell 1973) will refer to the highest stage of the industrialisation
process.
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Whelan 1993; Breen 1998). For example, among people with similar educationa levels, those
from service class origins are more likely to be found in the service class themselves than are
those from working class origins (Heath et a. 1992: 235; Marshadl and Swift 1996). In
addition, there is no evidence of an ever-tightening bond between education and occupation as
industridisation progresses. In fact, while education may have had increasing importance for
severd decades of the Twentieth century, there is some suggestion that the bond might now
be loosening. Furthermore, using direct measures of 1Q+effort, rather than the supposed
proxy measure of education, still does not remove the association between family origin and
destination: advantages relating to family origin tend to remain even after controlling for scores
on aptitude tests (Jencks 1972, Breen and Goldthorpe 1999). Therefore, the argument that
post-industrial society is a meritocracy, in the sense that different levels of education and
|Q+Effort can explain differences in relative mobility chances, should be treated with extreme
scepticism on the basis of current research into the subject”.

One reason why the theory of meritocracy might fail to fully explain inequdities in
relative mobility chances is that the meritocratic mode is not necessarily a good model of how
occupational alocation works in pogt-industrial societies. There is no direct link between high
levels of education or 1Q+effort and high-level jobs, just asthere is no direct link between low
levels of ‘merit’ and low-level jobs. A high level of education and a high 1Q do not in
themselves magically lead to an dlocation to a high-leve job. Class inequdities in mobility
chances are created, not given, in that they are the macro-level result of a whole range of
micro-level decisons by employers and prospective employees.  While the ‘logic of
industridism’ and the ‘needs of the post-industria society and economy may well be
compelling forces in podt-industrial society, individud employers and recruiters do not
inevitably act according to this script.  Employers may not wish to employ on the basis of
meritocratic criteria as understood by sociologists if they believe that the particular occupation
requires other kinds of attributes and characteristics. What matters in terms of who gets
employed is ultimately what employers judge to be valuable. The employer is the one who
responds to market forces, and the employer is therefore the one who will decide what counts
as ‘merit’.

This paper is an attempt to find out what employers are really looking for when they
hire employees. Instead of assuming that achieved characteristics, whether conceived of ina
narrow or broad way, are the only things of importance to employers, | ask just what other
factorsare involved in ‘merit’ as employers defineit.

M ethodology

The data in this paper are taken from a content anaysis of 955 newspaper job
advertisements for a comprehensive range of occupations®. A purposive sample, designed to
achieve an accurate representation of the range of jobs in the occupational structure was
taken over the period of one month, from February 21% to March 19" 2000. Both national and
local newspapers were sampled. In terms of nationa newspapers, al newspapers (quality and
tabloid) with circulation figures of 250,000 or more, which contained job advertisements, were

4 Such analyses have only concentrated on testing the narrow merit selection hypothesis. The influence of achieved
merit characteristics as construed here in the broad merit selection hypothesis remains untested in mobility
research.

5 The 955 advertisements analysed here represent just under afifth of the total sample of advertisements collected.
Therefore the analyses presented in this paper represent preliminary analyses of a fraction of the total sample of
advertisements. With the full sample of 5000 advertisements | will be able to repeat these analyses using a much
finer occupational classification.
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sampled. The quality national newspaper advertisements tended to be concentrated on higher-
end managerial and professional occupations, while the tabloids contained advertisements for a
much wider range of jobs throughout the occupational structure. In order not to bias the
sample towards the higher occupations, only every other advertisement was sampled from the
quality newspapers. As the tabloid newspapers in general contained fewer advertisements for
a wider range of occupations, al advertisements were included in the sample. In addition to
the nationa newspapers, it was also important to include local newspapers in the sample for
two main reasons. Firstly, the national newspapers tended to focus on high-leve jobs mainly
based in the mgjor cities such as London, or Birmingham. A sample of local newspapers
ensured that the sample of jobs could clam to be representative of the whole country.
Secondly, the local newspapers are often more accessible to many employers than the national
newspapers. advertising in a national newspaper carries a very high cost. Loca newspapers
are far cheaper in general, and as such, smaller and local-level employers are more likely to
advertise. The sample of loca newspapers was taken from fourteen local areas across
England, Scotland and Wales®. Some of the areas are particularly strong in craft and related
industries, some in professonal and technical occupations, some in machine operative
occupations. The areas dso provide a good mix of industries of employment (eg.,
manufacturing, government and service industries, agriculture, and distribution). From these
fourteen locd areas, the highest circulating weekly paper was taken, and every advertisement
was sampled, both because of the wider range of jobs (if anything skewed towards the lower-
level jobs) and because local newspapers generally have far fewer advertisements than the
national papers. The complete sample, therefore, included advertisements taken from the
following newspapers:

Nationd: Daily Mail, Daily Record, Daily Sar, Daily Telegraph, The
Express, The Express on Sunday, Financial Times, The
Guardian, The Independent, Independent on Sunday, The
Mirror, The Observer, The Sun, The Sunday Telegraph, The
Sunday Times, The Times

Local: Barrow Advertiser, Basildon Yellow Advertiser, Bridgwater
Times, Bury Mercury, Cardiff Post, Chelmsford Weekly News,
Colchester Express, Edinburgh Herald and Post, Isle of Wight
County Press, Leeds Weekly News, Lichfield Mercury, North
Saffs Advertiser, Oxford Sar, Plymouth Extra

Although the sample analysed here is not atruly random sample of newspapers, this should not
have a detrimental effect on validity. There is no real reason to suppose that the practice of
advertising will differ to any great extent in different areas of the country.

Each advertisement was analysed for which characteristics were requested of the
potential employee using a ‘manifest coding’ (Holsti 1969). This is a strict count of the
‘objective’ information contained in the advertisements, such as whether educationa
gualifications, or socia skills, or experience etc. were required. The coding categories were
designed to provide detailed coverage of all characteristics, such that the categories could be
andysed aone or combined with other categories to evaluate hypotheses and theoretical
concerns (see Appendix 1 for a full copy of the coding scheme). The cross tabulations
presented in the results section will indicate the numbers of advertisements that mention a

6 The fourteen local areas were: Barrow in Furness, Leeds (The North); Felixstowe, Lichfield, Stoke-on
Trent (The Midlands); Chelmsford, Colchester, London, Newport (I1sle of Wight), Oxford (The South
East); Bridgwater, Plymouth (The South West); Edinburgh (Scotland); Cardiff (Wales).
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specific characteristic at least once. The occupations to which the advertisements related
were coded into a set of occupationa groups on the basis of the occupational title presented in
the advertisement. The occupations are coded to SOC2000, the new occupationa
classification schema recently adopted by the Office of National Statistics. In this paper, | will
be using the nine major occupational groups of SOC2000, represented thus:

Occupational Group N % of Total Sample(to1d.p.)
1: Managersand Senior 86 9.0

Officials

2: Professional Occupations 113 118

3: Associate Professional and 189 198

Technical Occupations

4: Administrativeand 164 17.2
Secretarial Occupations

5: Skilled Trades Occupations 64 6.7

6: Personal Service 79 83

Occupations

7: Salesand Customer Sevice 64 6.7

Occupations

8: Process, Plant and Machine 73 76

Operatives

9: Elementary Occupations 123 129
TOTAL 955 100.0

While the dataset analysed here provides an origind and rich source of information
about job advertisements, and therefore the job requirements which employers see as
important to include in advertisements, there are problems associated with data of this kind.
The concentration of certain types of advertisements in certain newspapers may be seen as a
problem. For example, the vast mgjority of the higher-level occupations are advertised in the
nationa newspapers, while the numbers of lower-level occupations are minimd.
Furthermore, the styles of advertisement may differ between national and local newspapers.
national newspaper advertisements are generally longer and more detailed than advertisements
in local newspapers. This may be attributed to employers for higher-level occupations
requesting high numbers of characteristics in their potential employee, or it may ust be an
artefact of the type of newspaper. The standardised nature of the advertisements creates
further difficulties: advertisers are limited by space, finances and the style of the newspaper in
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terms of the advertisements they wish to place. A very @rticular format is required of
advertisements, and it is possible that advertisers are inhibited by this. The assumption taken
here is that while this format is a constraint on the nature of the data, al advertisements have
been subject to the same constraint, so that the differences between them will ill be of
interest. However, a more serious concern regarding job advertisements is that employers
might not be laying down everything they would hope to find in an employee within an
advertisement. So, just because an advertisement does not make a request for certain
qualifications or skills does not mean that the employer does not want such characteristics in
the individua eventualy employed. Of course, employers may value other characteristics
never requested in the advertisements. This paper cannot comment on how far
advertisements make explicit the characteristics desired in the individud who is eventualy
employed, athough in future research | hope to interview personne managers to gain some
hold on this issue’. In this paper, | assume that the purpose of newspaper job advertisements
is to create a field of potential employees: the requirements in the advertisements are signals
that employers send out to create a good field. Given the time and costs involved in placing an
advertisement at all, it would seem perverse that employers were not providing at least some
information about what they are looking for in an employee (even if the later stages of the
recruitment process are influenced by other factors). Therefore, despite these problems |
believe that newspaper advertisements do provide a useful way of finding out what employers
require in the first instance from their potential employees.

Results

This paper will first examine the demand in advertisements for educationa
qudifications in job advertisements, moving on to consider the demand for qudifications in
generd. The Merit Selection hypothesis would predict that such meritocratic characteristics
will be important for employers, and we would therefore expect that qualifications will be
mentioned over and above al other types of characteristics in advertisements for occupations
throughout the occupational structure. After looking a the importance of qudifications for
employers, the value of more direct measures of ability and effort will be considered. Having
examined the narrow merit selection hypothesis, | then move on to consider the broad merit
selection hypothesis, where merit is considered in its broader sense as being an ‘achieved’
atribute. Technical skills fal into this category. While these skills are not generally included
in the traditional narrow formulation of the MS hypothesis, they do appear to be plausible
candidates for being included as indicators of merit. Findly, | will assess the importance of
non-meritocratic characteristics for employers, as judged by the demand for such
characteristics in job advertisements. If non-meritocratic characteristics are used as criteria
for judging the suitability of an employee, this will count as evidence againgt the MS and
Meritocracy theses.

Education and Qualifications

In modern industrial societies, academic educational qualifications are seen to largely
operate as a proxy measure of an individud’s inner capacities. Young's depiction of merit as
being equivaent to 1Q+Effort is usualy accepted to be well represented by an individua’s
educational achievements. In a meritocracy, academic qualifications should be the passport
for entering higher level positions. Therefore, if the move from ascription to achievement has
occurred in the alocation of occupationa positions, we would expect to see the demand for
academic qualifications to be higher in the higher level occupationa groups, and lower in the

A category for ‘Implicit qualifications’ and ‘Implicit skills' in the content analysis was an attempt to control for
requirements not made explicit in the advertisements. For example, an advertisement for a teacher would be coded
for implicit qualifications even if there was no explicit request for qualifications.
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groups towards the bottom of the occupational structure. Table 1, Column A illustrates that
there is some evidence for this being the case.
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Table1: Demand For a Range of Required Characteristics

Occupational Group % of Advertisementswhich required at least one: N
A: Academic B: Qualification C: Cognitive D: Effort E: Narrow F: Technical G: Broad
Qualification Ability Characteristic  Meritocratic Skill Meritocratic
Characteristic Characteristic
1: Managersand Senior 151 209 279 55.8 66.3 60.5 849
Officials 86
2: Professional 75.2 75.2 9.7 310 832 46.0 98.2
Occupations 113
3: Associate 159 249 275 534 64.6 60.8 86.8
Professional and 189
Technical Occupations
4: Administrativeand 116 152 329 415 530 76.2 86.6
Secretarial Occupations 164
5: Skilled Trades 31 20.7 94 188 375 64.1 85.9
Occupations 64
6: Personal Service 0.0 114 13 329 304 190 456
Occupations 79
7: Salesand Customer 16 16 6.3 46.9 375 219 50.0
Service Occupations 64
8: Process, Plant and 14 41 14 137 110 26.0 329
Machine Oper atives 73
9: Elementary 0.0 24 16 114 9.8 24 122
Occupations 123
Total 96 20 162 36.0 47.3 45.7 68.3 955
Chi-Square ? C*=7053, C?=255.94, C’=11452, C*=10293 C?=217.76, C*=236.83, C?=371.70,
8d.f., p<.001 8df., p<.001 8d.f., p<001 8df., p<.001 8df., p<.001 8d.f., p<.001 8df., p<.001

% The cross tabulations in this paper have been tested for statistical significance using a Pearson Chi-Square test, which assesses how far the differences in mean values
between occupational groups could have resulted by chance. A statistically significant result (p<.005) provides evidence that the mean values for each group are not equal,
and that the observed differences are unlikely to have resulted by chance.



It is clear from Table 1 that there is one group for which academic educational qualifications
are highly demanded: the Professional Occupations. In this group, academic qudlifications are
demanded in over 75% of the advertisements. However, for the remaining groups, academic
guaifications are far less frequently demanded. There is some evidence that academic
qualifications are more important for the top four occupationa groups, but demand tapers off
completely for groups five and below. In these lower-end groups, academic qualifications are
asked for only rarely, with, for example, a maximum of 3% of advertisements for Group 5:
Skilled Trades Occupations, including a request for education. The demand for academic
quaifications adso varies in qualitative terms: the types of educational qualifications requested
vary by occupationa group. For the Professona Occupations, degree level qudifications (or
above) are most frequently demanded, in addition to a professona qudification. Degree leve
qudifications are aso demanded with some frequency in Group 1. Managers and Senior
Officidls. However, A-Levels and GCSEs (school level qudifications) characterise the
academic qudifications demanded in the remaining occupationa groups. This provides some
evidence for both a quantitative and a qualitative variation in the demand for academic
qudifications over different occupationa groups.

While there is evidence for academic qudifications being requested in job
advertisements, in particular for the higher level groups, what is striking from the dataiis in fact
how few advertisements contain a demand for educational quaifications at al. Over the
whole of the sample, only 9.6% of advertisements requested at least one qualification. If
occupationa attainment in modern industrial societies really is based on certified educationa
attainment, it is somewhat puzzling that in over 90% of advertisements academic educationa
gualifications were not even mentioned. Of course, in many cases, qualifications are likely to
be implicitly required, even if there is no explicit request for them in job advertisements.
However, in a society characterised by merit selection, we might expect academic
qudificationsto play amore influential and overt role in job advertisements.

In sociological research, academic educationa qualifications are most frequently
referred to as being influential in occupational attainment, and the effects of education on
mobility chances have been thoroughly tested. However, other types of qualifications have
sometimes been overlooked. Employers often make requests for other types of qualifications
in the job advertisements. these may be vocationa, or technical, or professonal. For some
occupationa groups, these types of qualifications may be more important than the academic
educational ones. The overal demand for al types of qualificationsis presented in Table 1,
Column B which accumulates academic educational, vocational, technical, professional and
other types of qualifications (including implicit qudifications). When dl types of qudifications
are considered together, the percentage of advertisements requesting any qudification
increases to 22.0% (from only 9.6% requesting an educationa qualification). Professional
Occupations <till dominate the demand for quaifications, with just over 75% of advertisements
containing at least one request for a qualification®. Groups 1, 3 and 4 aso contain modest
demands for qudifications. However, the most striking feature of Figure 2. is the demand for
qualifications in nearly 30% of advertisements for Group 5: Skilled Trades Occupations. This
is an increase of over 25% from the demand for academic qualifications in that group. This
increase is mainly due to advertisements for that group requesting vocational and technical
qudifications specificaly certifying competence and skill for a particular occupation. For
example, electricians are expected to hold certificates of competence in dealing with electrical
equipment, while head chefs are required to have certified skills in food preparation. The

8 For the Professional Occupations, all advertisements which nentioned a professional qualification were
automatically recorded as also requiring an academic educational qualification. In order to gain a professiona
qualification in this group, one first needs to obtain very high certified educational qualifications.



prevalence of this demand for vocationa and technical qudifications in the job advertisements
illustrates clearly how employers value certificated skills in addition to traditiona educational
qudifications. However, for some jobs, it seems that qudifications of any kind are not
required. Advertisements for groups 7, 8 and 9 contain hardly any requests for quaifications,
even vocationa or technical qudifications. This would suggest that for occupations at the
bottom of the occupationa structure, qudifications hold little or no immediate value to
employers, and is consistent with what the narrow M S hypothesis would predict.

Table 1 provides some evidence that qualifications are important to employers.
However, it aso shows that the requests for qualifications are concentrated in certain
occupationa groups: there is no clear trend for requests for qualifications to steadily increase
as one moves higher in the occupationa sructure.  Furthermore, while 22.0% of
advertisements contain a request for any type of qudification, an increase from 9.6% for
educational qudifications, in objective terms this is still a very low figure. In a society where
higher-level occupational positions are predicted to be achieved on the basis of qualifications,
we would expect significantly more advertisements in the higher occupational groups to
contain arequest for qualifications. Therefore, the evidence is far from conclusive in terms of
the narrow MS hypothesis: if jobs truly are alocated primarily on the basis of exhibited
qudifications, as the hypothesis would predict, it is not reflected in the job advertisements
studied here.

Ability plus Effort

While qudlifications would seem to be the most likely source of information about
‘merit’ that employers would utilise, it is not implausible that employers may have other ways
of ascertaining “ability plus effort” apart from the educational level presented by the job
candidate. That is, they may attempt to judge for themselves how able and willing a
prospective employee is, and this would be reflected in the job advertisements. If educational
and other types of qualifications are not a good reflection of the capacities of an individud, we
may get a more accurate picture of the importance of meritocratic criteria by taking more
direct measures of ability plus effort. In the content analyss, requirements which related to
‘ability’ were coded as ‘ cognitive abilities (for example, ‘highly organised’, ‘really bright’, and
‘analyticd skills’) and those which related to ‘effort’ were coded into the broad category of
‘job commitment characteristics (for example, ‘motivated’, ‘reliable’, ‘podtive attitude,
‘hardworking’). Again, if the MS hypothesisis correct, we would expect that ability and effort
requirements would vary by occupationa group.

Table 1, Columns C and D, show the frequency of requests for ability and effort in the
advertisements. Groups 1, 3 and 4 contain the highest demands for cognitive abilities, with
around 30% of the advertisements for these groups requesting such an ability. Cognitive
abilities are most frequently requested in the Administrative and Secretarial Occupations
Group. Interestingly, in contrast to Groups 1 and 3, the advertisements for Group 2, the
Professiona Occupations, contain quite a low demand for cognitive abilities. Aswe have just
seen, this group exhibited by far the largest demand for qudifications in the advertisements.
This may suggest that employers for this occupationa group largely rely on qudifications
(primarily educationa qualifications) to provide a measure of an individud’s capacity, rather
than using other more direct measures such as a request for cognitive abilities. For Groups 1,
3 and 4, demands for cognitive abilities seem to operate in addition to qudifications, and in fact
are requested more frequently. It may be that employers for these occupationa groups do not
take qualifications as a proxy for ‘merit’, and include requirements for cognitive abilities in
their advertisements in preference to requirements for qualifications. For the groups at the
bottom end of the occupational structure, cognitive abilities are rarely requested. While
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cognitive abilities are shown to be influential for some occupational groups, overal, only 16.2%
of advertisements make a request for such abilities in comparison to the 22.0% of
advertisements which request a qualification.

The picture presented in terms of effort is dightly ambiguous in terms of the
meritocratic model, in that one would expect that jobs towards the higher end of the
occupationa structure would be more likely to require high levels of effort than the lower level
ones. If occupations were subject to increased selection by merit as one moved upwards
through the occupationa structure, we would expect to find that requirements for both ability
and effort increased as well. In fact, if anything, the pattern is virtualy trendless across
occupationa groups. Only for the lowest two groups (Process, Plant and Machine Operatives,
and Elementary Occupations) and Group 5 (Skilled Trades Occupations), does the percentage
of advertisements requesting job motivation characteristics drop below 30%. However, of al
the different types of meritocratic criteria, job commitment characteristics are mentioned with
a far greater frequency across the advertisements (mentioned in 36% of advertisements,
againgt 22% for al qualifications, and 16.2% for cognitive abilities). In fact, effort is usualy
valued even without cognitive abilities — many jobs seem to be reliant on hard-workers,
especidly in the lower occupationa groups. This suggests that job commitment characteristics
are vaued in themsalves by employers across virtualy the whole of the occupational structure.

Given our interest in whether modern indudtrial societies are characterised by
increasing merit selection, it is prudent to examine how far employers are using any narrow
meritocratic characteristic in their advertisements. By combining dl of the possible narrow
meritocratic measures (qualifications, cognitive abilities and job commitment characteristics)
into one measure, whereby at least one narrow meritocratic characteristic is requested in the
advertisement, we obtain Column E of Table 1. Table 1is able to provide some support for
the narrow M S hypothesis. Groups towards the higher end of the occupational structure are
characterised by a higher demand for meritocratic characteristics, while those towards the
bottom exhibit the lowest demand (to a minimum of 9.8% of advertisements in Group 9
requesting meritocratic characteristics). The highest demand for meritocratic criteriais in the
Professional Occupations group, where 83.2% of advertisements contain a demand for at least
one meritocratic characteristic. Nevertheless, meritocratic characteristics are mentioned in
only 47.3% of the tota number of advertisements, which suggests that while employers are
using measures of ‘merit’ to alocate occupationa positions, other selection mechanisms are
aso a work. This is in line with previous empirical research (e.g., Breen and Goldthorpe
1999; Marshdl et a. 1997). While educational levels, qualifications and other meritocratic
criteria can account for part of the occupation alocation process, employers aso have an
interest in attributes other than the narrow meritocratic ones so far identified.

Technical Skills

In many cases qualifications and measures of merit may be of less direct relevance to
the occupation than skills of other kinds may be. While academic and other types of
qualifications may indicate a certain level of competence and potentia for learning, there are
many occupations for which previoudy learned skills will be essentid. For example, a
secretary needs to be able to type quickly and take shorthand in order to carry out the job
effectively. A reasonable level of education may be desirable in addition to these skills, but
without the skills themsalves it will be difficult to function as a secretary. Thus, technical skills
may be seen as competencies which are of value to employers. Furthermore, these skills are
primarily achieved, and in the broader form of the MS hypothesis we would include these
types of skills dongside officid forma qudifications. Demands for technical skills (both
explicit and implicit) and experience in the advertisements are reported in Table 1, Column F.
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From the table we can see that technical skills are requested with some frequency in the
higher five occupational groups. In these groups, 45% and over of the advertisements contain
demands for technica <kills, risng to over 76% in the Administrative and Secretarial
Occupations category. In fact, technica skills appear to be an important characteristic for
employers in al but Group 9: Elementary Occupations. We may speculate that the
occupations in Group 9 tend to be those where skills can be quickly learnt ‘on the job’, and
therefore previous training is not essential. Nevertheless, for all groups but the Professiona
Occupations, technica skills are mentioned far more frequently than any type of qualification.
This suggests that instead of looking smply for evidence that an employee will be willing and
able to learn, employers are seeking particular skills and competencies relevant to the job
itself. Rather than looking for credentials and generdised ability, employers are looking for the
ability to carry through a specific task. This is particularly pertinent for the groups in the
middle of the occupational structure, which combine a modest demand for qudifications
(ranging from 15-30%) with a fairly high demand for technica skills (ranging from 61-76%).
It is possible that the demand for skills is repacing the demand for qudifications to a large
extent in these cases.

Table 1, Column G presents the demand in advertisements for any meritocratic
characteristic, as construed in the broad Merit Selection hypothesis. The highest demand for
these characterigtics is in Group 2: Professional Occupations, where 98% of advertisements
contain such arequirement. However, over 84% of advertisements for occupations in Groups
1-5 require at least one broad meritocratic characteristic. Demand is lowest in Group 9,
where just over 12% of advertisements contain a request. Overdl, just over 68% of
advertisements contain a requirement for at least one broad meritocratic characteristic.

Experience

Experience confirms competency in a particular role. Employers can be more secure
in employing an experienced person: the individual will be in possession of the necessary
competencies if they have done the job before. Experience is also vauable to employers
because it reduces the costs of training new recruits, and provides some measure of the
stability and co-operation of the employee (Blackburn and Mann 1979). While experience
may appear at first to be a‘meritocratic’ characteristic in the sense implied by the BMSH, it is
clear that the necessary competencies confirmed by possessing relevant experience may well
be non-meritocratic. If an employer requires an experienced barmaid, he may be using her
experience as evidence that she is attractive and friendly to customers, rather than to confirm
that she is able to carry out the technical skills necessary in the job. Therefore, experienceis
not included as a meritocratic characteristic, although neither is it counted as a non-
meritocratic one. Table 2, Column A illustrates that employers do indeed value experience.

Page 14



Table 2: Demand For a Range of Required Characteristics

Occupational Group % of Advertisementswhich required at least one: D: % of N
A: Experience B: Social Skill C: Personal Advertisementsin
Characteristic which No
Characteristicswere
Required
1: Managersand Senior
Officials 86.0 59.3 453 12 86
2: Professional
Occupations 717 204 310 18 113
3: Associate
Professional and 66.7 34.9 41.3 21 189
Technical Occupations
4: Adminigtrativeand
Secretarial Occupations 27 25.0 37.2 6.7 164
5: Skilled Trades
Occupations 67.2 109 94 47 64
6: Personal Service
Occupations 329 12.7 291 24.1 79
7: Salesand Customer
Service Occupations 122 281 39.1 188 64
8: Process, Plant and
Machine Oper atives 329 27 164 164 73
9: Elementary
Occupations 130 24 211 61.0 123
Total 48.7 231 319 146 955
Chi-Square ? C*=18417, C*=136.64, C*=48.26, C*=283.86,
8d.f., p<.001 8df., p<.001 8d.f., p<.001 8d.f., p<.001




The highest demand for experience is in Group 1. Managers and Senior Officids, where
86.0% of the advertisements include experience as a job requirement. However, experience
is prominent as a requirement for most of the occupationa groups: nearly 49% of the total
number of advertisements request experience. There is a gradient in evidence, with high
levels of requests for experience in the higher groups tailoring off as we move down the
occupational structure. Evenin Group 9, however, experience is requested 13.0% of the time.

Social Skills and Personal Characteristics

As wdll as liging qudifications, technica skills and experience as requirements, job
advertisements contain a whole range of sociad skills and persona characteristics that
employees are desired to have. These characteristics may well count as merit in the eyes of
employers, but cannot be seen as ‘meritocratic’ in the sense implied by either the broad or the
narrow MS hypothesis. Socia skills can be difficult to classify as either achieved or ascriptive
characteristics: many socid skills may be possible to learn in principle, but they may dso be
associated with the socidisation processes of certain social backgrounds. However, the
existence of personal characteristics at al in advertisements tells against the meritocracy
thesis to a degree, as many of these characteristics are ascribed, and are more difficult to
achieve than for example, qudifications. Examples of required socid skills may be
‘communication skills or ‘leadership abilities, while persona characteristics may include
possessing a specific appearance (‘presentable’), or levels of mord or physica attributes.
Psychologica characteristics other than cognitive skills (such as ‘good sense of humour’) are
also persona characteristics that appear relevant to advertisers. Columns B and C of Table 2
suggest that socia skills and personal characterigtics are valued in addition to ‘meritocratic’
characteristics.

Requirements for socia skills are made in advertisements throughout the occupational
structure. Demand is highest in Group 1. Managers and Senior Officias, where amost 60%
of the advertisements request some type of sociad skill. The types of socia skill differ by
occupational group, with Group 1 advertisements concentrating on managerid skills and
leadership abilities, and advertisements for Groups 3 and 4 concentrating on team-working and
client interaction skills. Clearly, the ability to perform well in a socid environment is of vaue
to employers. Table 2 dso provides evidence that persona characteristics are important to
employers over the whole occupationa structure. Even in the higher occupational groups,
persona characteristics are requested fairly frequently. The highest demand for persona
characteristics is in Group 1. Managers and Senior Officids, where 45.3% of the
advertisements contain at least one request. Ironically, persona characteristics are actualy
requested in advertisements more frequently than any type of qualification (32.9% in
comparison to 22.0% for al qualifications). The existence of requests for such characteristics
rather than qualifications in the higher-end occupational groups tends to undermine the thesis
that in modern post-industrial societies selection to the higher-leve jobs is based primarily on
achievement. Personal, non-meritocratic characteristics are important for employers for
occupations throughout the occupationa structure.

No Characteristics Requested

While the vast majority of advertisements contained a request for at least one
characteristic, a number of advertisements did not contain a demand for any characteristics at
al. This may indicate that employers wish to select on the basis of something other than an
advertisement, or it may indicate that there are certain jobs for which anyone is suitable to
goply. Table 2, Column D illustrates how many advertisements contained no requested
characterigtics.



As the table shows, the higher-level occupational groups generally contained at |east
one requested characteristic; only very small percentages of advertisements did not specify
any particular characteristic as being desirable. However, it is a very different story for the
occupations at the lower end of the structure: as many as 61.0% of advertisements in Group 9:
Elementary Occupations did not request any characteristics. This may suggest that for lower-
level occupations, ‘Who you ar€’ is of less importance than ‘ Are you available to work? It is
probable that for such low-level occupations, training is likely to be minima and ‘on the job’,
and the picture of some form of pool of labour may approximate the employers redlity. That
is, virtudly anyone is capable of learning and holding low-level jobs, and as such, employers
can afford to advertise for any person who may be available.

Differences Between Occupational Groups

While the previous Tables have presented individual requested characterigtics profiles,
broken down by occupational group, this paper aso has an interest in how far groups differ
from one another in their requested characteristics profiles. That is, within each occupationa
group, how does the percentage of advertisements requesting socia skills or experience
compare to the percentage of advertisements requesting qudifications? | will now use
correspondence analysis to map the associations between requested characteristics and
occupationa groups as points in atwo dimensiona space. Correspondence analysis examines
the relations between the categories of two discrete variables, and transforms a complex data
matrix into a more simple data matrix by removing ‘noise’ and redundant information (Clausen
1998: 1). This can then be presented visually as points within a space and interpreted. Points
that are close together in the space represent categories with similar distributions, while
categories with dissmilar digtributions are postioned far apart. Figure 1. presents a
correspondence analysis applied to the occupational groups and requested characteristics
discussed above’.

% The category, ‘No required characteristics is excluded from this analysis, as its inclusion over-dominates the
distribution and clusters the other characteristics together, making interpretation difficult. The analysis including
‘No required characteristics can be supplied by the author on request. The categories ‘ Academic Qualifications
and ‘Narrow Meritocratic’ and ‘Broad Meritocratic' characteristics are excluded from the analysis to avoid
repetition: ‘All Qualifications includes academic qualifications, and ‘Meritocratic’ is broken down into its
congtituent components of ‘All Qualifications’, ‘Cognitive Abilities’, ‘Job Motivation Characteristics and
‘Technical Skills' for the analysis.
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Figure 1: A Graphic Presentation of the Results of Correspondence Analysis Applied to Occupational
Groupsand Requested Characteristics
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Figure 1represents the association of the occupational group categories with the different
requested characteristics. The positions of the points indicate that certain occupational groups
are associated with certain types of requested characteristics. One of the most striking
associations in the plot is the proximity of Group 2: Professona Occupations (and to a lesser
extent, Group 5: Skilled Trades Occupations) to qualifications. Thisimplies that the association
between these two groups and qualifications is far stronger than for the other occupational
groups. Groups 1, 3 and 8 cluster around the centre of the plot, dong with socid sKills, job
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motivation characteristics and experience. Groups 6 and 7 are fairly close to this cluster,
although they are more closely associated with the point representing personal characteristics.
These occupational groups, it seems, are not strongly associated with meritocratic criteria
except in the case of ‘Effort’ (that is, job motivation). The point representing Group 4:
Administrative and Secretarid Occupations, is close to both cognitive abilities and technica
skills, but again, quite some distance from qudifications. The point representing Group 9:
Elementary Occupations, is set apart from the other points, suggesting that this occupational
group is not strongly associated with either any particular requested characteristic or any other
occupational group. An interesting feature of the plot is the apparent distance between the
different measures of ‘meritocratic’ criteria. In the introduction to this paper, two different
formulations of what counts as merit were identified: the narrow definition of ‘1Q+Effort’
(Young's definition), or qudifications, which are seen to provide a good proxy measure for
‘|Q+Effort’; and the broad definition of ‘achieved’, which includes technical skills and
experience. Given these definitions, we might expect the points representing cognitive abilities,
job motivation characteristics, qualifications, technical skills and experience to cluster together.
The fact that this does not happen suggests that employers for some occupational groups use
different measures of ‘merit’ from employers for other groups. For example, employers for
Group 2 use qudifications as a measure of how appropriate a job candidate is, creating the
association between the points representing Group 2 and qualifications. Employers for other
occupationa groups, such as Groups 1 and 4, use more direct indicators of ‘merit’, such as
levels of job commitment or cognitive abilities. What is most clear from the plot is how far
some ‘meritocratic’ and achieved characteristics cluster together with the ‘ non-meritocratic’
and possibly ascribed ones. Except in the case of qualifications, achieved merit characteristics
are associated with socia skills and personal characteristics. This suggests that for employers,
meritocratic characteristics are of most value when they are also combined with other types of
characteristics.

Discussion

This paper has examined how far occupational allocation in modern societies is
characterised by merit selection. The job advertisements reveal that achieved characteristics,
such as qualifications or more direct measures of ‘1Q+Effort’ are demanded by a significant
number of employers, especialy for the higher occupational groups. Around half of al the
advertisements in the sample contained a demand for a least one narrow meritocratic
characteristic, and in the higher occupational groups over 60% of the advertisements contained
such a demand. When the hypothesis is broadened to include achieved technical skills, over
68% of all advertisements contain a demand. However, while achieved merit characteristics
are important to employers, other ‘non-meritocratic’ criteria also have asignificant role. Even
where achieved merit characteristics are emphasised, they seem to be of value in combination
with other types of requested characteristics. It seems, therefore, that educationa
quaifications are not the only characterigtics of importance in the process of occupationa
alocation in modern societies, as the libera thesis of industridism would have claimed. Thisis
consistent with recent results that suggest that while there may have been a *tightening bond’
between educationa attainment and occupational attainment in the mid twentieth century, the
role of education is now, if anything, becoming less important in the modern industrial society.

While the principle of meritocracy may have been stressed by sociologists predicting
increased merit selection, in a free market it is ultimately the employers who decide what
‘merit’ is, and their definitions of ‘merit’ may be far wider-ranging than those usudly
considered by sociologists. In particular, to equate the rarrow meritocratic distribution of
individuas to occupations with an alocation based on educational qudlifications, or ability and
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effort, isto take it for granted that these credentials provide an adequate indication of people’'s
merits in a market context (Marshal et al. 1997: 145; Callins 1974). For many occupations,
educationd qualifications will have very little direct relevance to the type of work being carried
out. The changing form of educationa qualifications over this century can only ke shown to
be weakly related to the changing technical requirements of work (Cohen and Pfeffer 1986).
It is likely, therefore, that educational qudifications represent something else to employers,
related to the individua’s capacity to successfully execute their job, or to their ability to learn,
rather than being valued in themselves. Presumably, more educated workers would be
preferred because they are believed to possess “skills’ that less educated people may lack
(Bills 1988; Spence 1981). It would seem that employers are more than aware that
qualifications are only one characteristic of market value among many that an employee may
bring with them to the workplace. This would go some way towards explaining why
qualifications were demanded in the advertisements only 22.0% of the time.

In many cases, educationd qualifications and levels of 1Q+Effort might not be as
pertinent to a particular occupation as other skills and attributes of the individua. Certain
abilities and motivations may be useful in the particular occupationa context as well as
meritocratic criteria (see also Mayhew 1968). Following Marshdl et d. (1997), we may call
these ‘relevant competencies. There are many jobs for which formal educationa
gualifications can be regarded as a good indicator of relevant competencies, and in these cases
we would expect a close fit between levels of educational and occupational attainment.
However, there are many other types of occupation for which the abilities certified by
education are far less applicable than other attributes and relevant competencies. There may
well be a close connection between high educationa attainment and, say, an academic
professorship, but the connection is likely to be looser between educationa attainment and a
manageria position. The evidence from the advertisements supports this argument: over 75%
of the advertisements for Group 2: Professona Occupations requested qualifications in
contrast to 21% of the advertisements for Group 1. Managers and Senior Officials. Relevant
competencies such as the ability to type quickly and accurately, and the ability to use certain
computing packages may aso be unrelated to particular academic educationa qualifications,
but closely related to appropriateness for a secretarial position; flight attendants must be well-
presented and sympathetic to carry out their job (Hochschild1983). Social skills are often
requested in preference to educational qualifications. in Group 1. Managers Senior Officids,
nearly 60% of al advertisements requested some type of socia skill. In this paper, the service
sector occupational groups were found to be associated with social skills. The widespread
increase in demand for social skills has come about largely through the expansion of te
service sector and an increase in jobs which require very specific types of these skills. Ahility,
then, as understood in either the narrow or the broad MS hypothesis may be of far less
significance than a whole range of attitudinal, motivationa and behavioural criteria (Blackburn
and Mann 1979; Brown and Scase 1994; Townley 1989).

If factors such as relevant competencies, social skills and personal characteristics are
important to employers, this is hardly surprisng. However, it is possible (and even likely) that
certain competencies and skills are more accessible to certain groups in society than others,
and furthermore, such characteristics may be far more likely to be ascribed than achieved.
For example, leadership qudities are essential for management positions, and such qualities are
often derived through specific patterns of child-rearing, education, and class-based
experiences (Scase and Goffee 1989). It is possible that, “...the kinds of ability meriting
occupationa success, but not alequately identified by measures of education, are possessed
disproportionately by those born into relatively advantaged class backgrounds...” (Marshall et
a. 1997: 149). The prevaence of requirements based on ascribed characteristics in the
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advertisements therefore leaves the recruitment process wide open to a whole range of biases
which may enter into the selection of employees. This may go some way towards explaining
why inequalities in class mobility rates should remain even after controlling for educational
qudlifications and ‘ 1Q+Effort’.

If this is the modern post-industrid society, the decisive move from ascription to
achievement has not occurred yet. While the processes that alocate individuals to jobs cannot
be described as purely ascriptive, they cannot be described as purely based on ‘merit’ either.
Academic educational qualifications, and other types of achieved characteristics have been
shown to be an extremely significant factor in the advertisements. However, the research
presented here has aso identified a significance for non-meritocratic characteristics previously
ignored when testing the meritocracy thesis. The use of non-meritocratic, ascribed criteriato
judge the suitability of an individua for a particular job remains asignificant part of the
recruitment process (see also Mayhew 1968), as in some cases, ascription is directly relevant
to job performance: “who you are’ shapes “what you can do” (Wilensky and Lawrence 1979:
213). If employers are using non-meritocratic, ascribed characteristics in the recruitment
process, this would go some way to explaining why inequalities in class mobility chances
persist, even after controlling for educational qualifications and measures of 1Q and effort. It
may aso contribute to an understanding of why the bond between educationa and
occupationa attainment is no longer tightening. This paper would argue that in order to
understand how inequalities in relative mobility chances are formed it is necessary to consider
both the meritocratic and non-meritocratic characteristics valued by employers. Only by
considering both types of characteristics is it possible to gain an accurate understanding of
how the process of occupational alocation works in modern industrial societies.

Appendix One: Coding Scheme

955 advertisements from a variety of occupations were analysed. The information from each
advertisement was recorded individualy on a coding sheet, and later entered into a computer
database. Every time a characteristic relating to a job requirement was mentioned, it was
recorded in the relevant category. Each advertisement contained up to approximately fifteen
different requirements. The coding sheet contained categories as follows (examples of
characteristics for some categories are included in parentheses):

Case Information

Case Number

Newspaper

Occupationa Group (SOC2000)
Salary

Quialifications

Formal Academic Educational Qualifications

‘O’ Level/ GCSE

‘A’ Level

Degree (‘Degreein...’, ‘Graduate')

Good Degree and Above (‘PhD’, ‘Masters degree’)

Other Qualifications

Professional Qualifications (‘ Qualified Accountant’, * Registered Nurse')
Vocationa/Technica Qudifications (‘ Qualified to City and Guilds Leve’)
Implied Qudlifications (‘ Strong Medical Background', * Good academic record’)
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Cognitive Abilities
Wil organised (‘ Organising skills', * Can organise a busy workload')
Generd cognitive abilities (' Analyticd flair’, ‘Intelligent’, * Shows attention to detail’)

Job Commitment Characteristics
Motivated/Committed/Enthusiastic/Hardworking (‘ Positive attitude’, ‘ Proactive’)
Reliable (*Can berelied on’)

Fexible (' Willingness to work inconvenient hours', * Adaptable’)

Responsible (‘ Responsible attitude’)

Works well under pressure

Can work on own initiative

Other work related personal characteristics

Technical Skills

Computing and secretaria skills (‘50 wpm', ‘ Administrative skills', Able to use computer
packages')

Other job specific technica skills (*Able to build engines’, ‘Knowledge of ...", ‘ Good editoria
skills, ‘Marketing skills')

Literacy/Numeracy (‘ Proven numeracy’)

Implied skills (‘Mechanic’, ‘Electrician’, ‘ Carpenter’)

Experience

Experience essential (‘3 years experience required’)

Experience desirable (‘ Experience preferred’)

Employment record (‘ Track record’, ‘ Proven record of achievement’)

Social Skills

Interacts well with colleagues (‘ Team player’, ‘ Able to interact well with other employees’)
Managing employee skills (* Manrmanagement skills', * Can lead and motivate others')

Client interaction skills (* Can establish and maintain client contacts’, * Customer led’)

Genera socia skills (‘Good interpersond skills)

Verba/Written communication skills (‘ Excellent communication skills', * Able to communicate
effectively’)

Other Personal Characteristics

Demographic (‘20-30 Years Old’, ‘Mature’, ‘Young')

Physicd (‘Physicdly Fit', ‘Energetic’)

Appearance/presentation (‘ Presentable’, * Of smart appearance’, ‘Well dressed’)
Polite/'well mannered (‘ Polite telephone manner’)

Mord (' Committed Chrigtian Preferred’, ‘Honest’, * Trustworthy’)

Empathy (‘ Caring’, ‘ Empathy with the needs of young peopl€, ‘ Sengtivity’)
Confident/Outgoing (‘ Bright’, * Outgoing personaity’)

Crestive (‘ Crestive ability’)

Psychologica (not cognitive) (‘ Good sense of humour’, ‘Not easily stressed’)
Professiona Approach (‘Has aprofessiond attitude’, ‘Highly professiona’)
High quaity candidate (* Can leap buildings with a single bound’)

Other persona characteristics

Other

Page 22



Bibliography

BELL, D. 1973. The Coming of Post-Industrial Society. A Venture in Social
Forecasting. London: Heinemann.

BILLS, D. 1988. ‘Credentials and Capacities. Employers Perceptions d the Acquistion of
ills, The Sociological Quarterly, 29, 3 439-449.

BLACKBURN, R.M. and MANN, M. 1979. The Working Class in the Labour Market.
London: The MacMillan Press.

BLAU, P. and DUNCAN, O. 1967. The American Occupational Sructure. New York:
John Wiley and Sons.

BREEN, R. 1998. ‘The Persistence of Class Origin Inequdities among School Leaversin the
Republic of Ireland, 1984-1993', British Journal of Sociology, 49: 275-298.

BREEN, R. and GOLDTHORPE, JH. 1999. ‘Class Inequdity and Meritocracy: A Critique
of Saunders and an Alternative Analysis’, British Journal of Sociology, 50: 1-27.

BREEN, R. and WHELAN, C. 1993. ‘From Ascription to Achievement? Origins, Education
and Entry to the Labour Force in the Republic of Irdland during the Twentieth Century’, Acta
Sociologica, 36: 3-17.

BROWN, P. and SCASE, R. 1994. Higher Education and Corporate Realities. Class,
Culture and the Decline of Graduate Careers. London: UCL Press.

CLAUSEN, S-E. 1998. Applied Correspondence Analysis. An Introduction. Sage
University Papers Series on Quantitative Applications in the Social Sciences, 07-121.
Thousand Oaks, CA: Sage.

COHEN, Y. and PFEFFER, J. 1986. ‘Organizationa Hiring Standards, Administrative
Science Quarterly, 31: 1-24.

COLLINS R. 1974. *Where are Educationa Requirements for Employment Highest?,
Sociology of Education, 47, 4 419-442.

ERIKSON, R. and GOLDTHORPE, JH. 1992. The Constant Flux. A Sudy of Class
Mobility in Industrial Societies. Oxford: Clarendon Press.

GOLDTHORPE, JH. 199. ‘Problems of Meritocracy’ in R. Erikson and J. Jonsson (eds.),
Can Education be Equalized? Boulder, Westview Press, pp 255-287.

GOLDTHORPE, JH. (with Llewellyn, C. and Payne, C.) 1987. Social Mobility and Class
Structure in Modern Britain. Second Edition. Oxford: Clarendon Press.

HEATH, A., MILLS, C. and ROBERTS, J. 1992. ‘Towards Meritocracy? Recent Evidence
on an Old Problem’ in C. Crouch and A. Heath (eds.), Social Research and Social Reform.
Essays in Honour of A.H. Halsey. Oxford: Clarendon Press.

HOCHSCHILD, A. 1983. The Managed Heart. Commercialization and Human Feeling.
Berkeley and Los Angeles. University of California Press.

HOLSTI, O. 1969. Content Analysis for the Social Sciences and Humanities. Reading,
Addison-Wedey.

JENCKS, C. 1972. Inequality. A Reassessment of the Effect of Family and Schooling in
America. Harmondsworth: Penguin.

JONSSON, JO. 199%. ‘Stratification in Post-Industrial Society.  Are Educational
Qudifications of Growing Importance? in R. ERIKSON and J. JONSSON (eds.), Can
Education be Equalized? The Swedish Case in Comparative Perspective. Colorado:
Westview Press.

MARSHALL, G. and SWIFT, A. 1996. ‘Merit and Mobility: A Reply to Peter Saunders,
Sociology, 30: 375-386.

MARSHALL, G, ROSE, D., NEWBY, H. and VOGLER, C. 1988. Social Class in
Modern Britain. London: Unwin Hyman.

MARSHALL, G., SWIFT, A. and ROBERTS, S. 1997. Against the Odds? Social Class
and Social Justice in Industrial Societies. Oxford: Clarendon Press.

Page 23



MAYHEW, L. 1968. ‘ Ascription in Modern Societies', Sociological Inquiry, 38, Spring: 105-
120.

PARSONS T. 1951. The Social System England: Tavistock Publications.

PARSONS, T. 1954. Essays in Sociological Theory, Revised Edition. Canada: The Free
Press.

PARSONS T. 1971. The System of Modern Societies. New Jersey: Prentice-Hall.
PARSONS T. and BALES, R. 1956. Family, Socialization and Interaction Processes.
London: Routledge and Kegan Paul.

SAUNDERS, P. 1995. ‘Might Britain be a Meritocracy?’, Sociology, 29: 23-41.
SAUNDERS, P. 1997. * Socid Mohility in Britain: An Empirica Evaduation of Two Competing
Explanations’, Sociology, 31: 261-288.

SCASE, R. and GOFFEE, R. 1989. Reluctant Managers. Their Work and Lifestyles.
London: Unwin Hyman.

SPENCE, M. 1981. ‘Signdling, Screening, and Information’ in S. ROSEN (ed.), Studiesin
Labour Markets. Chicago, University of Chicago Press, pp 319-357.

TOWNLEY, B. 1989. ‘Sdection and Appraisal: Recongtituting ‘Socia Relations? in J.
STOREY (ed.), New Perspectives on Human Resource Management. London: Routledge.
WILENSKY, H. and LAWRENCE, A. 1979. ‘Job Assignment in Modern Societies: A Re-
Examination of the Ascription-Achievement Hypothess in A. HAWLEY (ed.), Societal
Growth. Processes and Implications. New York, Free Press, pp 203-241.

YOUNG, M. 1958. The Rise of the Meritocracy, 1870-2033. An Essay on Education
and Equality. Harmondsworth: Penguin.

Page 24



