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Are current employer practices qualitatively different from those of the
recent past? This is the issue dividing Peter Cappelli and myself. Unlike
Cappelli, I do not think that the institutions of the postwar U.S. labor mar-
ket have undergone a structural transformation, certainly nothing so dras-
tic as to warrant an obituary.

Social scientists regularly contest the nature of institutional change, as
in recent debates over the nation state, Nordic corporatism, collective bar-
gaining, and superpower hegemony. Typically the debaters divide into two
camps. On one side are the saltationists: those who see institutional change
representing a break or rupture with the past. Here there is fascination with
punctuated equilibrium models and other metaphors of discontinuous
change. On the other side are the gradualists: those who see change occur-
ring adaptively and being accommodated by existing institutions.1

Each side in these debates has its virtues and vices. The gradualists are
sensitive to structural continuity and to path dependence, although this
breeds a conservatism that causes them to miss historical turning points.
The great neoclassical economist, Alfred H. Marshall, was a gradualist whose
marginalism caused him to declare “Natura non facit saltum” (nature
makes no leaps). The problem is, sometimes it does. Saltationists are alert
to these transitions and quick to see fresh patterns. They also, however,
have a tendency to give recent events more weight than a long-term per-
spective would warrant. There lies the nub of my differences with Cappelli
(this volume).

To understand my position, we need to go back to the late 1960s, when
economists concerned with poverty developed a labor-market taxonomy
known as the “dual labor market” model. In this model, the secondary
sector was comprised of jobs that were easy to learn, paid relatively low
wages, and offered few rewards to tenure. Some of these were full-time
jobs; others were part-time or temporary positions. Secondary workers were
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disproportionately young, female, and nonwhite, with high turnover rates
(Doeringer and Piore 1971; Edwards et al. 1975).

The primary sector was the locus classicus of the internal labor market,
characterized by use of administrative principles to guide labor allocation
and by strong attachments between employers and employees. These attach-
ments caused the formation of Wrm-speciWc human capital. To retain and
to motivate employees, companies offered wages and beneWts that rose
with seniority. Incumbents were favored over outsiders for vacancies. The
employment relationship was maintained over time, although the strength
of the tie varied by occupational tier.

The primary sector’s upper tier was composed of salaried executive,
managerial, and professional employees. Except in catastrophic situations
like the Great Depression, these employees had Japanese-style lifetime jobs.
The lower tier was Wlled with hourly blue-collar, clerical, and sales employ-
ees. Their jobs offered fewer rewards to tenure than the upper tier (as in the
distinction between annual salaries and hourly wages), but they did provide
a fair degree of stability. The big contrast in lower-tier jobs was between
those in the union sector, where income security was emphasized, and those
in the nonunion sector, where employment security was more prevalent.

During business downturns, the union sector utilized a layoff-rehire sys-
tem tied to seniority and subsidized by unemployment insurance and pri-
vate beneWts. The nonunion sector was more likely to respond to downturns
by cutting hours and compensation, or by transferring employees. Because
of these differences, layoff rates in the 1960s were two to four times higher
in the union sector, and unionized workers were about 50 percent more
likely to experience temporary layoffs. Unionized workers also were more
likely to experience layoffs than their counterparts in Europe or Japan
( Jacoby 1997). While permanent mass layoffs were rare during the postwar
boom, they did sometimes occur. Typically unions handled them through
transfers of senior members, or, if this was not an option, through a sev-
erance pay plan. Like temporary layoffs, severance plans revealed labor’s
preference for income, rather than job, security. As observers noted in
1960, this preference demonstrated “a basic conservatism in the American
labor movement” because it allowed unions to “avoid the necessity of bar-
gaining over such essential management decisions as production schedules,
capital improvement plans, and plant location (Slichter et al. 1960).

In short, the antediluvian world had a certain structure and logic. The
least stable jobs were in the secondary labor market, where weak attach-
ments resulted in low tenure and high turnover. In the primary sector, the
most stable jobs were held by managers and executives; lower-tier primary
workers enjoyed many upper-tier perquisites, albeit to a lesser degree (and,
in the case of unionized workers, with a greater emphasis on income secu-
rity). Pay and employment levels Xuctuated less than market conditions;
when employers made pay and allocative decisions, they gave heavy weight

Premature Reports of Demise 227

11chap10.qxd  1/8/03  10:44 AM  Page 227



to organizational factors (like seniority, equity, and morale) and not only to
market considerations. Risks that might otherwise be borne by employees
were absorbed by the employer.

Of course, the fact that employers operated internal labor markets in this
fashion had everything to do with self-interest and not benevolence, except
to the extent benevolence constituted a form of enlightened self-interest.
That employers chose to shoulder risk for employees was the result of an
interplay between efWciency factors (recouping investments in employees
and providing incentives for employee effort); the rise of modern manage-
ment (including professional personnel managers and systematic attention
to employee psychology); social norms; and various external forces (rang-
ing from union pressure to law to tax incentives).2

So where do Cappelli and I disagree? We differ on four main issues: the
persistence of the labor market’s pre-1980 structure; the manner in which
this structure has adapted to the post-1980 environment; the contrast
between managers and other occupational groups; and the interpretation
of data.

The Pre-1980 Model

The model sketched above remains a good Wrst approximation to the con-
temporary labor market. Employers in the primary sector — the focus of
my essay — still face a similar set of incentives and pressures, what I referred
to in my essay as the “organizational realities of managing a workforce.”
True, some of the underpinnings to internal labor markets have grown
weaker, notably labor unions. However, there also are new forces that
are raising the return on employee retention. The economy increasingly is
being driven by competition based on creativity, skill, and relationships.
While some companies are content to cross-fertilize an industry through
the turnover of skilled employees, as in parts of Silicon Valley, most employ-
ers prefer a proprietary approach. Hence they make strenuous efforts to
manage and retain their intellectual capital (Pfeffer 1998; Stewart 1997).

To reduce the cost of these efforts in a riskier world, employers rely on a
core-periphery model, in which secondary jobs — temporary, part time,
and others — are used as a buffer to stabilize core jobs and as a screening
device to select future core employees. Secondary workers are employed
by outside contractors or by the primary employer (a distinction that has
legal ramiWcations, as Microsoft recently discovered). These new forms of
sectoral articulation are a change from the older version of autonomous
dual markets. However, they are consistent with the preservation of career-
type jobs.

How large and persistent has been the growth of secondary or nonstan-
dard positions? Cappelli and I agree that nonstandard jobs have not been
growing since the mid-1990s. Where we differ is in our assessment of their
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growth before then. Currently, of the roughly 30 percent of the employed
who hold nonstandard jobs, over two-thirds are part-time workers, a group
whose share of employment has not changed since the early 1970s. The
remainder consists of workers in “alternative employment arrangements”:
independent contractors and consultants (6.7 percent); on-call workers (1.6
percent); temporary help workers (1 percent); and workers provided by
contract Wrms (0.6 percent). This is a motley group. The independent con-
tractors and consultants are relatively educated; one-third possess college
degrees, a higher proportion than traditional workers. Only 4 percent con-
sider their jobs likely to last for less than a year and 84 percent prefer their
arrangement over a traditional job. Workers provided by contract Wrms
resemble independent contractors; they tend to be educated and consider
their jobs to be stable. On the other hand, temporary help workers and on-
call workers are disproportionately young, female, and less educated. Most
do not think their jobs will last and nearly 60 percent would prefer a tradi-
tional job. Thus an upper bound on the increase since the 1970s of non-
standard jobs that are undesired and unstable is less than three percent of
employment, a change but not a sea change (USBLS 1997, 1998b).

Adaptation not Extinction

It is true that the economic environment is different now than in the 1970s,
due to technological innovation and the intensiWcation of domestic and
global competition. However, the new environment has not led to the death
of internal labor markets and long-term jobs, such as they were (and are).
Rather — and this is the central point of my essay — internal labor markets
have adapted to change by shifting risk and uncertainty from the Wrm to
the employee. Employees today are bearing more risk — including the risk
of job loss — but are doing so within structures that have remained stable
over time. When we look at the kind of workers who held primary jobs
in the past — adult high-school and college graduates — the proportion
reporting more than ten years’ tenure with the same employer was 42 per-
cent in 1979 versus 37 percent in 1996. Despite job losses and restructur-
ing since 1980, long-term attachments are only slightly less prevalent today
(Farber 1997b).

Real wages have declined for some workers, especially the less educated.
However, this in itself is not inconsistent with a world of long-term jobs
and risk-sheltering by employers. In fact, to a degree the two phenomena
are related: Some workers have traded (or been forced to trade) lower real
wages for job security and the maintenance of beneWts; other workers —
particularly managers, a point I will return to — have enjoyed rising wages
at the expense of job security and some job-related beneWts. The real para-
dox of today’s labor market is the coexistence of job loss and long-term em-
ployment, sometimes within the same organization. This causes job losses
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to have a ripple effect, making survivors work harder and worry more. How-
ever, the survivors, while bearing more risk, continue to hold long-term jobs
whose pay and working conditions remain heavily inXuenced by organiza-
tional considerations.

Managers and Other Occupational Groups

Cappelli gives a lot of weight to the experiences of managerial and execu-
tive employees. In fact, his argument about the death of career jobs is really
about the collapse of job security for managers, and his evidence of a shift
from organizations to markets is weighted heavily to managerial phenom-
ena, such as executive compensation and careers.

Without doubt, managerial work has changed drastically in many Wrms.
Much of the decline in aggregate job stability in the 1980s and 1990s was
concentrated among long-tenure males in managerial occupations. Prior to
those years, managers were an extremely privileged group. In large compa-
nies, they had Japanese-style lifetime employment, generous perquisites,
and insulation from market forces. As William H. Whyte observed in 1956,
the Organization Man believed “his relationship with The Organization is
to be for keeps” because if he was “loyal to the company . . . the company
would be loyal” to him ( Jacoby 1985: 279). It’s not an accident that Whyte
wrote his book in the 1950s. The multidivisional or M-form model took
hold after World War II, bringing with it an enormous demand for middle
managers to hold together increasingly complex and differentiated cor-
porations. The 1950s also saw American companies become increasingly
multinational, with a rising rate of foreign investment and consequent need
for managerial expertise. At the same time, there was a scarcity of talent.
MBA programs had not taken off yet, and the cohort born in the Depres-
sion (who were graduating from college in the 1950s) was relatively small.
As sociologist Glen Elder has shown (1974), these children of the Depres-
sion were obsessed with security, and big American companies were happy
to provide it. The result was a golden age for American managers. To
some extent the party was paid for by shareholders, who had ceded power
to managers. Writing in 1959, Adolph Berle called this “power without
property” and dubbed it “a new development in American political econ-
omy” (1959).3

In the late 1980s, there was a sea change for managers. Managerial hier-
archies were gutted as mergers, information technology, and corporate
decentralization reduced the need for middle managers. Further down the
hierarchy, self-managing teams took the place of Wrst-line supervisors. Mean-
while, MBAs graduating in the 1980s were a different breed, too young to
have been touched by the depression and different in other respects from
their elders (Mills 1987; Osterman 1996). They were drawn to expand-
ing sectors like Silicon Valley, Wall Street, and management consulting —
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places where the upside pay potential was high but where careers were more
market oriented than under the postwar model.

Nevertheless, recent evidence indicates that the corporate pendulum is
starting to swing back to a concern with managerial retention and devel-
opment. In most big companies, managerial downsizing is now a fait
acccompli. That fact, coupled with tightening labor markets and shifting
demographics, is causing a new shortage of managerial talent. “Brain
Drain,” the cover story of a recent issue of Business Week (1999), explains
that with the leading edge of the baby boom generation nearing retirement,
companies are “moving decisively to hang on to their most experienced
workers,” including executives over Wfty, a group that “until recently was
being rushed out the door.”

What about nonmanagerial occupations? This is a huge and diverse
group, including blue-collar jobs; service and sales positions; semiprofes-
sionals like technicians, teachers, programmers, and nurses; and traditional
professions such as law, engineering, and accounting. Most of these occu-
pations remain situated in internal labor markets. While these jobs were
never as stable as managerial positions, they were hardly a spot market. In
1979, before restructuring got under way, the proportion of blue-collar
workers with tenure over ten years was precisely the same as it was for man-
agers (46 percent); clerical employees were only slightly lower (39 percent;
see Farber 1997b).

The big change for blue-collar jobs came in the early 1980s, when there
was a wave of layoffs and plant closures that caused enormous pain in
affected communities. However, the contraction of blue-collar jobs failed to
receive the sort of publicity that occurred a decade later when managerial
jobs were on the block. As I have written elsewhere, “only in the 1990s, when
professionals and managers were the ones at risk, did the politically inXu-
ential middle class begin to feel threatened and the media take notice.”
Another reason blue-collar layoffs did not attract more notice was their con-
sistency with labor’s earlier decision to favor income security over job secu-
rity. As a former Steelworkers ofWcial admitted in the early 1980s, “We may
have backed ourselves into a corner by settling for income security rather
than dealing with the immense complexities of fashioning job security
arrangements.” ( Jacoby 1997: 257, 261). 

Since then, however, unions have painfully shifted their emphasis to job
security, while U.S. manufacturers have made an equally painful transition
to quality production. Now there is a new regard for high-performance work
practices such as self-managed teams, job rotation, and problem-solving
groups. The use of these practices increased rapidly in the 1980s and 1990s.
Cappelli is skeptical that such practices are leading to greater training
investments and that they require enhanced employment security. However,
recent studies by Paul Osterman and others Wnd training investments to be
substantially higher in establishments utilizing high-performance practices.
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Moreover, use of these practices is associated with having fewer contin-
gent employees and less outsourcing. That is, high-performance practices
solidify the jobs of core employees, sometimes at the expense of manager-
ial positions. Companies adopting these practices have fewer managerial
employees and their managerial ranks grew at a slower rate in the 1990s.
This is one reason why, since the mid-1980s, blue-collar job displacement
rates have steadily dropped while those for managers have steadily risen
(although managerial rates remain at levels well below those of manual
workers; Cole 1999; Osterman 1999; Erickson and Jacoby 1998; Kletzer
1998).4

In service and sales occupations, mobility patterns and job-security mea-
sures both show that internal labor markets are being preserved, even as
pay becomes more differentiated by market segment. While such occupa-
tions continue to have lower tenure levels than managerial positions, they
are relatively stable. The fraction of sales and service workers with tenure
over ten years held steady between 1979 and 1996, unlike managerial
tenure (Batt 1999; Frenkel et al. 1999: 105–6; Farber 1997b).5

As for the fast-growing semiprofessional and technical occupations, their
skill and education levels are helping to drive the economy. Yet as sociolo-
gist Charles Heckscher (1988) points out, “they are semi in that their status
is bound up with their place in a particular company, not with universal
standards that go beyond the Wrm” (69). That is, their skills are partially
Wrm-speciWc and this fact, combined with high demand for their skills, has
kept their displacement rates since 1981 lower and less variable than for
managerial employees (Kletzer 1998; Frenkel et al. 1999).6

Tenure Data

I agree with Cappelli’s (this volume) assessment that the “Wndings of de-
clines in tenure are modest.” His caveat — that many of these studies are
comparing tenure in the recessionary 1980s to tenure in the expansionist
1990s — does not apply to most of the studies we cite, which either use pre-
1981 basepoints or adopt sampling and other controls for business-cycle
effects. His second caveat is that rising tenure for women is not due to
changes in employer policy but is a statistical artifact: the result of more
women not quitting their jobs when they get married. However, the fact is
that the rise in female tenure, although modest, is robust and persists even
when demographic controls are applied to the tenure data. One of the
major growth areas for corporate welfare activity in the 1990s has been
“work and family” programs that attempt to accommodate women’s career
aspirations by making it easier for working women to be mothers. Employ-
ers have been spurred to do more in this area partly as a result of the 1993
Family and Medical Leave Act, although efforts started before then. The
programs can be faulted for delivering less than they promise, but they are
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more than Xuff. Hard dollars are being spent on Xexible spending accounts
that reimburse employees for childcare expenses, on greater amounts of
paid time for personal and sick leave, and on direct childcare (although
this is less prevalent than other programs). The evidence shows that these
expenditures are affecting women’s career decisions (Hofferth 1996).7

Job Attachment Data

True, tenure tells only part of the story and we need to look at other data
from which we can infer job attachment. The problem is that these data
are more ambiguous than the tenure data. Studies based on the CPS show
stability of retention rates over the 1980s and early 1990s; those based on
panel data are more diverse, with some showing a decline in retention rates
and others no evidence of change. Another approach is to separately exam-
ine involuntary and voluntary (quits) mobility. One would expect a rising
proportion of involuntary separations to make workers feel less secure,
even if total separations have not changed. Here too, some studies Wnd
increases over time in the proportion of separations that are involuntary;
others do not.8 One could attribute the lack of consensus to the shortcom-
ings of labor economics, or conclude, as I do, that the Wndings are ambigu-
ous because changes in job attachment have been modest.

Other studies look at job loss rates using data from the Displaced Work-
ers Survey. The DWS is problematic because there have been changes over
time in question wording and survey design. In his analyses of the data
through 1995, Farber (1997a, 1998) has made heroic efforts to control for
these problems. Farber Wnds that, until the 1993–95 period, adjusted job
loss rates had a strong cyclical pattern, rising during recessionary periods
(1981–93, 1989–91) and falling during expansions. The only exception is
1993–95, when job loss rates failed to decline despite the beginnings of
what has become a sustained expansion. If Cappelli is right, then the mid-
1990s mark the start of an historic shift in job-loss patterns. However, it is
also possible that the huge job losses of the mid-1990s were one-time events
not likely to recur. The mid-1990s recovery was exceptionally feeble; un-
employment barely fell and productivity was weak. Only after the mid-1990s
did the expansion pick up steam. Indeed, the most recent DWS data show
job displacement declining since the mid-1990s. While the number of dis-
placed workers is not small — 3.6 million individuals from 1995 to 1997 —
it is 15 percent lower than the number displaced in 1993–95. Also, reem-
ployment is occurring more quickly than in the mid-1990s, as one would
expect given the recent strength of the labor market.

We do need to supplement these aggregate data with analyses of partic-
ular Wrms, both those that are downsizing and those that are expanding.
On the former, the Watson Wyatt data on large companies with shrinking
employment Wnds no evidence that mid-career employees have been singled
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out in downsizing decisions. Consistent with the logic of internal labor
markets, the impact of downsizing is still borne by junior workers, and there
is no evidence that Wrms are substituting junior for mid-career employ-
ees. Moreover, these large but downsizing Wrms continue to have higher
retention rates than the labor market average. “From a purely statistical
standpoint, a worker in the early 1990s had higher odds of staying with [a
shrinking Wrm in the Wyatt sample] than they would have had in any job
picked at random.” (Allen, Clark and Schieber 1999).

As for companies with job gains, the Wyatt data show that these Wrms
had higher retention rates than those that were shrinking — not only for
junior employees but also for those with substantial seniority (over twenty
years) — a Wnding that suggests that internal labor markets are endur-
ing. True, some of these companies are privately held, which gives them
freedom to do things that other Wrms can not. However, ownership is not
destiny. There are plenty of publicly held growth companies oriented to
employee retention. Even in the high-technology sector, such Wrms — like
upstart Inktomi and giant Microsoft — pride themselves on being “sticky”
employers (at least of their core employees). Furthermore, publicly held
companies sometimes offer more security and risk sheltering than do pri-
vate companies. David I. Levine et al. (1999) point out that Wal-Mart’s
910,000 employees are “buffered from the external market in ways similar
to the traditional internal labor market, particularly as compared to the
Mom & Pop stores they displaced.”

Pay Data

Not only stable employment, but wages that rise with seniority are another
characteristic feature of internal labor markets. The single most compre-
hensive study of returns to tenure Wnds that these returns not only have per-
sisted over the period 1975–91, but have actually risen slightly. The picture
for young workers is mixed: returns to tenure have fallen for those hold-
ing jobs less than eighteen months but have risen for those holding jobs
for nineteen months or more (Altonji and Williams 1997; Bernhardt et al.
1998, Teulings and Hartog 1998).9 Other types of market-sheltered wage
practices also are not eroding. Employer wage premiums have remained
stable in the 1980s and 1990s. Also, the compensation practices of large
and small Wrms are at least as different in the 1990s as they were in the late
1970s. Big Wrms continue to pay more and their occupational wage struc-
tures have not converged with smaller Wrms. All of this suggests the contin-
ued existence of pay structures based on organizational considerations
(Levine et al. 1999; Belman and Levine 2001). 

It is true that there has been a movement in recent years toward basing pay
more heavily on individual and organizational performance. However, the
shift has been monetarily most important for managers. For nonmanagerial
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employees, performance-based pay, while more prevalent, still affects only
a tiny fraction of total compensation. Conversely, job characteristics remain
an important determinant of pay. Wage inequality among people with the
same job title in the same organization changed very little in the 1980s
and 1990s. Also, the use of formal job evaluation plans has increased over
the last Wve years, further evidence that job characteristics still matter for
pay setting (Levine et al. 1999).

Conclusion

Most adults continue to be employed in long-term jobs situated in internal
labor markets, although they are more exposed to market forces than thirty
years ago. Shifting risk to employees is a sign that internal labor markets
are adapting to a more turbulent environment, not that they are dead. Man-
agers and executives have experienced major changes in career patterns
and pay practices, more so than other groups. To what extent those changes
will endure in coming years is, however, an open question.

None of this is to deny that segments of the labor force are experiencing
leaner and meaner arrangements. Risk-shifting may sound bland but it does
mean more uncertainty and stress for affected employees. For now, the tight
labor market has taken the edge off these changes. The general mood is
optimistic, much as in the late 1920s, when overall prosperity was combined
with sectoral dislocations and risk-shifting in response to market turbu-
lence. Hopefully, history is merely rhyming and will not repeat itself.

Notes

An earlier version of this chapter appeared in California Management Review 42, 1
(Fall 1999), © 1999 Regents of the University of California. Reprinted by permission.

1. See, for example, Ohmae (1995) versus Wade (1996); Lange et al. (1995);
Erickson and Kuruvilla (1998); Brilmayer (1994) versus Steel (1995). 

2. On the rise of internal labor markets, see Jacoby (1985).
3. See Chandler, (1962); Tsurumi (1977).
4. One of Osterman’s troubling Wndings is that use of high-performance prac-

tices in 1992 is positively associated with higher layoffs Wve years down the road,
except in unionized establishments. Yet more research needs to be done on this
important issue, because the model can’t tell whether the layoffs are a result of
productivity gains being appropriated by nonunion Wrms or of declining sales for
those Wrms.

5. The picture for clerical jobs is decidedly mixed: job losses and insecurity
for some; higher skill levels and new opportunities for others (Herzenberg et al.
1998).

6. One might argue that the relevant approach is not to look at occupations but
at education levels. Yet long-term jobs (over twenty years) are as prevalent for those
with twelve or fewer years of education as they are for those with baccalaureate and
advanced degrees. Cutting the tenure data at 10+ rather than 20+ does show college
graduates being more likely than the less educated to hold long-term jobs. However,
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the same advantage existed twenty years ago, before the turmoil in the labor market.
Similarly, four-year job retention rates fell in the 1980s for high-school dropouts
and high-school graduates relative to college graduates, but ten-year retention rates
for college graduates showed a slight decrease relative to the less educated (Farber
1997b; Diebold et al. 1997).

7. Earlier that year Motorola announced that it was opening onsite childcare cen-
ters at several of its semiconductor manufacturing plants (Wall Street Journal, 1999).

8. For a review of these studies, see Allen et al. (1999) and Bansak and Raphael
(1998).

9. The Chauvin study cited by Cappelli is based on manufacturing managers dur-
ing the period 1979–83, not the best sample for assessing aggregate or long-term
trends.

References

Allen, Steven G., Robert L. Clark, and Sylvester J. Schieber. 1999. “Has Job Security
Vanished in Large Corporations?” NBER Working Paper 6966.

Altonji, Joseph G. and Nicolas Williams. 1997. “Do Wages Rise with Seniority? A
Reassessment,” NBER Working Paper 6010. 

Bansak, Cynthia and Steven Raphael. 1998. “Have Employment Relationships in the
United States Become Less Stable?” Economics Department, University of Cali-
fornia at San Diego. 3–5.

Batt, Rosemary. 1999. “Changing Internal Labor Markets in Service and Sales Occu-
pations.” Proceedings of the 51st Annual Meeting of the Industrial Relations Research
Association, Madison, Wis. 237–44.

Belman, Dale, and David I. Levine. 2001. “Size, Skill and Sorting.” Haas School of
Business, Berkeley, Calif.

Berle, Adolph A. 1959. Power Without Property: A New Development in American Political
Economy. New York: Harcourt, Brace. 

Bernhardt, Annette D., Martina Morris, Mark S. Handcock, and Marc A. Scott. 1998.
“Inequality and Mobility: Trends in Wage Growth for Young Adults.” Working Paper
8. Institute on Education and the Economy, Teachers College, Columbia University.

Brilmayer, Lea. 1994. American Hegemony: Political Morality in a One-Superpower World.
New Haven, Conn.: Yale University Press. 

Business Week. 1999. “Brain Drain.” September 20, 113.
Cappelli, Peter. This volume. “Career Jobs Are Dead.”
Chandler, Alfred D. 1962. Strategy and Structure Cambridge, Mass.: MIT Press. 
Cole, Robert E. 1999. Managing Quality Fads: How American Business Learned to Play

the Quality Game. New York: Oxford University Press.
Currie, Janet and Aaron Yelowitz. 1999. “Health Insurance and Less Skilled Work-

ers.” NBER Working Paper 7291.
Diebold, Francis X., David Neumark, and Daniel Polsky. 1997. “Job Stability in the

United States.” Journal of Labor Economics 15: 223.
Doeringer, Peter and Michael Piore. 1971. Internal Labor Markets and Manpower

Analysis. Lexington, Mass.: D.C. Heath.
Edwards, Richard C., Michael Reich, and David M. Gordon, eds. 1975. Labor Market

Segmentation. Lexington, Mass.: D.C. Heath.
Elder, Glen H., Jr. 1974. Children of the Great Depression: Social Change in Life Experience.

Chicago: University of Chicago Press. 153–201.
Erickson, Christopher L., and Sanford M. Jacoby. 1998. “Training and Work Orga-

nization Practices of Private Employers in California.” California Policy Seminar
Report, Berkeley, Calif.

236 Sanford M. Jacoby

11chap10.qxd  1/8/03  10:44 AM  Page 236



Erickson, Christopher L., and Sarosh Kuruvilla. 1998. “Industrial Relations System
Transformation.” Industrial & Labor Relations Review 52 (October): 3–22. 

Farber, Henry S. 1997a. “The Changing Face of Job Loss in the United States,
1981–1995.” Industrial Relations Section, Princeton University. 

———. 1997b. “Trends in Long-Term Employment in the United States, 1979-96.”
Working Paper 384. Industrial Relations Section, Princeton University, July.

———. 1998. “Has the Rate of Job Loss Increased in the Nineties?” Working Paper
394. Industrial Relations Section, Princeton University.

Fligstein, Neil. 1985. “The Spread of the Multidivisional Form.” American Sociological
Review 50: 377–91.

Frenkel, Stephen J., Marek Korczynski, Karen Shire, and May Tam. 1999. On the
Front Line. Ithaca, N.Y.: ILR Press.

Herzenberg, Stephen, John A. Alic, and Howard Wial. 1998. New Rules for a New
Economy: Employment and Opportunity in Postindustrial America. Ithaca, N.Y.: ILR
Press: 139.

Heckscher, Charles. 1988. The New Unionism: Employee Involvement in the Changing Cor-
poration. New York: Basic Books.

Hofferth, Sandra L. 1996. “Effects of Public and Private Policies on Working After
Childbirth.” Work & Occupations (November 23): 378–404. 

Jacoby, Sanford M. 1985. Employing Bureaucracy: Managers, Unions, and the Transfor-
mation of Work in American Industry, 1900–1945. New York: Columbia University
Press.

———. 1997. Modern Manors: Welfare Capitalism Since the New Deal. Princeton, N.J.:
Princeton University Press. 

Kletzer, Lori. 1998. “Job Displacement.” Journal of Economic Perspectives 12 (Winter):
115–36. 

Lange, Peter, Michael Wallerstein, and Miriam Golden. 1995. “The End of Corpo-
ratism? Wage Setting in Nordic and Germanic Countries.” In The Workers of
Nations: Industrial Relations in a Global Economy, ed. Sanford M. Jacoby. New York:
Oxford University Press. 76–100.

Levine, David I., Dale Belman, Gary Charness, Erica L. Groshen, and K. C.
O’Shaughnessy. 1999. “Changes in Careers and Wage Structures at Large Ameri-
can Employers.” Unpublished manuscript.

Mills, D. Quinn. 1987. Not like Our Parents: How the Baby-Boom Generation Is Changing
America. New York: Morrow.

Ohmae, Kenichi, 1995. The End of the Nation State: The Rise of Regional Economies. New
York: Free Press. 

Osterman, Paul, ed. 1996. Broken Ladders: Managerial Careers in the New Economy. New
York: Oxford University Press.

Osterman, Paul. 1999. Securing Prosperity. Princeton, N.J.: Princeton University Press.
103.

Pfeffer, Jeffrey. 1998. The Human Equation: Building ProWts by Putting People First.
Boston: Harvard Business School Press.

Slichter, Sumner H., James Healy, and E. Robert Livernash. 1960. The Impact of
Collective Bargaining on Management. Washington, D.C.: Brookings Institution
Press. 

Steel, Ronald. 1995. Temptations of a Superpower. Cambridge, Mass.: Harvard Univer-
sity Press. 

Stewart, Thomas A. 1997. Intellectual Capital: The New Wealth of Organizations. New
York: Doubleday/Currency.

Teulings, Coen and Joop Hartog, 1998. Corporatism or Competition? Labour Contracts,
Institutions, and Wage Structures in International Comparison. Cambridge: Cam-
bridge University Press.

Premature Reports of Demise 237

11chap10.qxd  1/8/03  10:44 AM  Page 237



Tsurumi, Yoshi. 1977. Multinational Management: Business Strategy and Government
Policy. Cambridge, Mass.: Ballinger.

U.S. Department of Labour, Bureau of Labor Statistics (BLS). 1997. “Contingent
and Alternative Employment Arrangements, February 1997.” Bulletin 98-422,
December.

———. 1998a. “Worker Displacement, 1995-97.” Bulletin 98-347, August.
———. 1998b. “Work Experience Summary.” Bulletin 98-470, November. 
Wade, Robert. 1996. “Globalization and Its Limits: Reports of the Death of the

National Economy are Greatly Exaggerated.” In National Diversity and Global Cap-
italism, ed. Suzanne Berger and Ronald Dore. Ithaca, N.Y.: Cornell University
Press. 60–88.

Wall Street Journal. 1999. “No Time for Errands?” March 23, B11.
Whyte, William H. 1956. The Organization Man. New York: Simon and Schuster.

Reprint Philadelphia: University of Pennsylvania Press, 2002.

238 Sanford M. Jacoby

11chap10.qxd  1/8/03  10:44 AM  Page 238


