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Introduction
This note is my summary of various statements by John Goldthorpe and Robert Erikson concerning the employment relations approach to class. I have not given chapter and verse in terms of sources, but the key text is Goldthorpe’s Chapter 10 of On Sociology (OUP: 2000). The actual form of the ESeC schema is very close to the EGP schema itself, of course.

Following the class schema developed by Erikson and Goldthorpe, the ESeC equivalent needs to capture two main distinctions.  First, it must distinguish between those who own the means of production and those who do not.  Within the former, it needs to differentiate large from small employers; and employers from the self-employed or own account workers. Within the latter, the ESeC classes need to discriminate employee positions in terms of the type of employment relationship that prevails – the service relationship (SR), the labour contract (LC) or mixed forms which have elements of both SR & LC.  The service relationship entails a long-term and diffuse exchange of rewards for commitment.  The labour contract is a very specific exchange of wages for efforts in a closely supervised context, as discussed in more detail below.
Employers and the self-employed

In terms of the first distinction, small employers and the self-employed are mainly allocated to either ESeC Class 4 or 5 depending upon sector – Class 4 being for non-agricultural etc occupations and Class 5 for agricultural etc occupations.  However, not quite all of the self-employed and employers are allocated to 4 or 5.  In the case of professional and higher technician positions, it is assumed that the class situation is similar for employers, the self-employed and employees alike: ‘a professional is a professional is a professional’. Hence, self-employed and employer professionals (and higher technicians) go to the same class, either 1 or 2, as employees in the same occupation.

In the case of ‘large’ employers, given that they are necessarily involved in extensive managerial as well as entrepreneurial activity, there is an assumption of an affinity with higher grade salaried managers in Class 1.  Therefore, large employers also go to Class 1.  For farmers, the equivalent of a large employer is anyone employing full-time labour (see later). 

The vast majority of ‘large employers’ are not heroic capitalists, of course.  Typically (in the UK at least) they own relatively small enterprises, mainly in the service sector.  Therefore, it could be argued that large employers should also go to Class 4.  Which ever choice is made, the result is analytically inconsequential since we are dealing here with only about 0.1% of the working population.

Employees

When we turn to employees, it is the form of employment regulation that determines class position.  That is, class does not depend on the work performed but on the rewards obtained from work, both currently and prospectively. How employers regulate employees so that they act in the best interests of the organization depends on the type of work involved.  That is, employment contracts are tailored to different types of work. Three types of employment regulation are identified: the labour contract, mixed forms and the service relationship.
Goldthorpe has distinguished two dimensions along which work is differentiated:

1. The degree of human ‘asset specificity’ involved and
2. The extent of difficulty in monitoring work

The labour contract

Where there are no serious problems either in monitoring the quality and/or quantity of work, employees can be rewarded in direct relation to their productivity.  Where asset specificity is low in the sense that jobs require only general, un-specific skills, employees are easily replaced.
Where these both coincide, we would expect to find employment will be regulated by a labour contract.  The labour contract entails a relatively short-term exchange of money for effort. Employees are closely supervised and give discrete amounts of labour in return for a wage. Payment is calculated on or related to the amount of work done or required or by the actual amount of time worked. Hence, employees paid by the piece are the classic example, e.g. machinists in batch manufacturing. Employees who are hourly paid also tend to have labour contracts. They have limited autonomy with regard to the pace of work because this is often controlled by technology, as on assembly lines, for example. 
So, nothing in the LC is designed to provide a long-term employment relationship or any investment by employers in employees’ human capital. These conditions are found in non-skilled manual occupations and define Class 9 of ESeC.  
However, in a modified form the labour contract also applies to skilled occupations in Class 8. Modification of the labour contract arises because the monitoring of such work is less clear-cut. Hence, payment systems might be modified (e.g. a weekly wage rather than hourly paid, or nowadays even a ‘salary’ in the limited sense of a direct payment to a bank account).
Lower grade non-manual occupations in Class 7 also appear to have a modified labour contract.  However, from UK evidence, it would appear that the employment contracts of occupations in this class are superior to those of Classes 8 and 9.  This may, in part, be due to the fact that lower non-manual workers are mainly employed by large bureaucratic organisations in both the public and private sectors.  This may give some ‘incremental’ element to labour contracts through better human relations policies. Even so, asset specificity problems are not a real issue, nor are those of monitoring.  Part-time, flexible working is, however, a feature of Class 7, a class in which married women and students with part-time jobs predominate.  One might have expected, as Erikson and Goldthorpe clearly did, that in all the circumstances this class would be very similar to Class 9, with a purer form of  labour contract predominating.  Yet, at any rate so far as UK employment relations data are concerned, this does not seem to be the case.

The service relationship

Where there are problems or hazards for the employer in terms both of monitoring and asset specificity, a service relationship is used to provide incentives to the employee to act in the employer’s interests.  The SR is the means by which employers seek to create and sustain a moral commitment to the organisation by employees. The prospective elements in the SR are crucial here, with career prospects being of particular importance.  The SR effectively defines Class 1 and exists in a modified form for Class 2, that is the SR applies to managerial, administrative, higher supervisory, professional and higher technician positions.

Professionals (and higher technicians) are employed to exercise specialized knowledge or expertise which has been gained from lengthy training. Managers, administrators and higher supervisors are employed to exercise the employer’s delegated authority.
Each of these situations implies an asymmetry of information between the employer and the employee. There has to be an area of autonomy and discretion for the employee into which monitoring by the employer cannot easily reach. 

Equally, there are asset specificity problems. In particular, employers need to ensure that employees’ initial skills are developed to the benefit of the organisation. For these reasons, long-term contracts are offered which aim to encourage the employee to invest in learning, especially of an organisationally specific kind.

The most effective ways of dealing with these problems of monitoring and asset specificity are through the prospective elements of the service relationship, such as annual salaries on incremental scales, career ladders and perquisites such as pension schemes.

Mixed forms

Some occupations, however, have a ‘mixed;’ form of employment regulation.  In the case of routine non-manual work, there are no real asset specificity problems but there are monitoring problems.  This leads to a departure from the pure LC towards that of the SR.  Hence routine non-manual employees typically are on salary scales and have some autonomy over time.  However, there is less in the way of a career structure when compared to Classes 1 and 2, i.e. no move in the direction of a long-term employment relationship.  Class 3 is typical here.

The opposite situation arises in the case of lower supervisory and lower technician occupations.  Here there are asset specificity problems but not monitoring ones.  This leads to such occupations having greater security and some element of ‘job ladders’ if not career structures, when compared with ‘skilled’ and ‘non-skilled’ occupations in Classes 8 and 9.  That is, here there is some move towards a longer-term employment relationship. Class 6 is typical here.

Employment relations indicators

As the above implies, the most important indicators of the type of employment regulation are form of payment, perquisites, control over working time/pace of work, security and promotion opportunities.

In summary, and adapting Goldthorpe (2000, Figure 10.2, p.223), we have:
Specificity of Human Assets
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This gives us the following in terms of classes:

	
	ESeC Class
	Common Term
	Employment Regulation

	1
	Large employers, higher grade professional, administrative & managerial occupations
	Higher salariat 
	Service Relationship

	2
	Lower grade professional, administrative and managerial occupations and higher grade technician and supervisory occupations
	Lower salariat
	Service Relationship (modified)

	3
	Intermediate occupations
	Higher grade white collar workers
	Mixed

	4
	Small employer and self employed occupations (exc agriculture etc)
	Petit bourgeoisie or independents
	-

	5
	Self employed occupations (agriculture etc)
	Petit bourgeoisie or independents
	-

	6
	Lower supervisory and lower technician occupations
	Higher grade blue collar workers
	Mixed

	7
	Lower services, sales & clerical occupations
	Lower grade white collar workers
	Labour Contract (modified)

	8
	Lower technical occupations
	Skilled workers
	Labour Contract (modified)

	9
	Routine occupations
	Semi- and non-skilled workers
	Labour Contract

	10
	Never worked and long-term unemployed
	Unemployed
	-


As Erikson and Goldthorpe have noted, since their schema is designed to capture qualitative differences in employment relationships, ‘the classes are not consistently ordered according to some inherent hierarchical principle’. However, so far as overall economic status is concerned, Classes 1 and 2 are advantaged over Classes 3, 6, 7, 8 and 9 in terms of  greater long-term security of income, being less likely to be made redundant; less short-term fluctuation of income since they are not dependent on overtime pay, etc; and a better prospect of a rising income over the life course. 

We can now look at each class in more detail.
Class 1
Large employers, higher grade professional, administrative and managerial occupations: the ‘higher salariat’

Large employers: we have already noted that large employers are allocated to Class 1 on the assumption that their businesses involve a similar degree and exercise of managerial authority to that of higher managers.  In this sense, they are seen as different from small employers in Class 4.  On this basis, one might question whether farmers should ever be allocated to Class 1, rather than Class 5, but we do need to try and distinguish ‘capitalist’ farmers from the rest.
A size rule of +/-10 is used to distinguish large from small employers, except for farmers, etc.  where the size rule is 1 or more employees.
Higher grade professional occupations: it is the specificity of human capital, rather than its level, which distinguishes higher grade from lower grade professional occupations.  Examples of professional occupations which would be typical of Class 1 are OUG 2421 lawyers, 2111-22 scientists, 2316 academics and 2142-7 engineers.  However, health, welfare and educational professionals, in the main, have less asset specificity.  That is, their skills are more readily transferable from one organization to another without any great loss to employers.  This may even be the case with many medical practitioners, although it still seems safer and more intuitive to allocate them to Class 1.

On the grounds that a professional is a professional is a professional, the self-employed and small employers are allocated to the same class as employees in their profession. The same applies to higher technicians.
Higher grade administrative and managerial occupations: again the specificity of human assets or capital is important here, but monitoring issues might be even more crucial.  Many lower grade administrators and managers may also have assets vital to the employer, but their work is more easily monitored than that of more senor administrators and managers.

The most typical occupations in this part of Class 1 are Chief Executive Officers and the most senior levels of the civil service or state bureaucracies.  Company directors and chief executives are identified by ISCO 1210, higher level government officials by 1110.  For other managerial OUGs it is much more difficult operationally to distinguish higher from lower grade managerial and administrative occupations.  The faute de mieux size rule is all we have in most datasets, although UK employment relations data suggest that some OUGs in sub-major group 12 are more likely to have a preponderance of higher grade managers, e.g. 1231 finance managers.
Class 2
Lower grade professional, administrative and managerial occupations: higher grade supervisory and technician occupations: the ‘lower salariat’

In our discussion of Class 1, we have already seen what factors might lead to the modified service relationship of lower grade professionals, administrators and managers in Class 2.
In the case of professionals, the degree of asset specificity is likely to be the main factor.  That is, the skills of lower grade professionals are more readily transferable and less organizationally specific.  Most health, welfare and educational professionals (e.g. 2320-40 teachers, 2446 social workers, 2230 nurses, 2229 medical ancillaries such as physiotherapists) are thus allocated to Class 2, as are 3143 aircraft pilots and 2451 journalists for other examples.
For administrators and managers (and also higher grade supervisors) asset specificity is likely to be high in the sense that people in such occupations use a lot of organisation specific knowledge.  Here the modified service relationship derives from the fact that work is more routinely monitored.  Of course, people working in these occupations will often have career ladders that, if successful, would take them to more senior positions in Class 1.  OUGs 1220-26, production and operations managers, seem to be good examples, if UK employment relations data are to be trusted as a guide. All managers in small (<10 employees) organisations are also in Class 2.
Higher grade technicians are more similar to lower grade managers etc.  That is it is asset specificity rather than difficulty of monitoring which is paramount.  Examples would be 3111-7 computing technicians, physical and engineering science technicians and civil engineering technicians.
Class 3:
Intermediate occupations: higher grade white collar

This class has some elements of the service relationship, although overall the form of employment relationship is mixed.  The problem here for the employer is not asset specificity but monitoring.  Positions in this class exist on the borders of bureaucratic structures and share similar conditions to managers and administrators in terms of salaries, incremental scales and autonomy with regard to time.  Typical occupations here include most clerical occupations and administrative assistants, occupations which involve working alongside managers and professionals in ancillary roles, e.g. 3439 administrative associate professionals,  3443 government social benefits officials and 4190 office clerks.  There is no career structure comparable to that found in Classes 1 and 2 (other than, perhaps, into supervisory or very junior managerial Class 2 positions).  Often these positions involve employees in adhering to and carrying though bureaucratically defined rules with little in the way of discretion but some emphasis on efficiency.

Classes 4 and 5:
Small employers and self-employed in non-professional occupations: the petit bourgeoisie or independents

These form two of the basic positions in the class schema.  Employers buy labour and so have some authority and control over employees.  The self-employed neither buy nor sell labour.

Except for farmers, etc. in Class 5, small employers are distinguished from large employers by the size rule +/- 10 employees.

Professional small employers and self-employed go to the same class as employees in the same occupation.

Hence Class 4 refers to non-professional occupations, i.e. own account workers. Class 5 refers to farmers, etc. with no non-family full-time employees.
Class 6:
Lower supervisory and lower technician occupations: higher grade blue collar
This class, like Class 3, has a mixed form of employment regulation, but in distinction from Class 3, Class 6 has mixed regulation because of problems employers have with asset specificity - that is, employees in Class 6 possess an important element of organization specific skills.  For this reason, some element of an internal firm labour market operates for these occupations.
Lower supervisors are found in occupations which, for employees, would place them in Classes 7, 8 or 9. Again they have a certain degree of asset specificity.
Lower technicians have greater organization specific skills than other ‘blue collar’ employers.  Typical occupations are 7244 telegraph and telephone line installers, 7311 precision instrument makers and 7242 electronics fitters.
Class 7:
Lower services, sales and clerical occupations: lower grade white collar

Erikson and Goldthorpe argued that this class was regulated via a labour contract.  In fact, UK employment relations data suggest that at least a modified form of labour contract operates for this class, if not quite a mixed form close to that found in Class 3. Work undertaken for the validation of the NS-SeC suggested that some occupations in this class were an outlier of Class 3 and others were closer to the bottom NS-SeC Class 7.   The precise reasons for this situation are unclear since there appear to be no real monitoring problems for occupations in this class, nor any great issues of asset specificity.  It is possible that the expansion and high degree of part-time employment in many occupations in this class has led to a worsening of overall employment contracts compared with Class 3 where many of these occupations might once have been placed (e.g. retail assistants). Equally, there may be some effects of working in large organisations in the public and private sectors, as previously noted.
Typical occupations are 5220 shop workers (retail assistants) and 5130-9 care workers.

Class 8:
Lower technical occupations: ‘skilled workers’

A modified labour contract is also typical for occupations in Class 8.  Here the employer has some monitoring problems with employees in terms of work quality.  There might also be a need to induce employees to invest in developing skills that are important to the employer. Those working in ‘skilled’ or lower technical occupations may also have organization specific skills or skills in short supply.  For all these reasons, some modifications to the basic labour contract may be required, such as a weekly wage, overtime pay, greater security of employment and so on.

Typical occupations in Class 8 would be 7222 tool-makers, 7230-2 fitters, 7136 plumbers and 8311 locomotive drivers.

Class 9:
Routine occupations: ‘semi- and unskilled workers’

In this class, a basic labour contract prevails since there are no real issues relating to either monitoring or asset specificity.  Work is paid for by either the piece or by time (hourly paid).  Both the quality and quantity of work are easily monitored and employees are easily replaced without serious loss of productive value.

Typical occupations here include 9130-1 cleaners, 9313-30 labourers, 8321-4 drivers of motor vehicles, 8281-6 assemblers, 8270-9 machine operators, 9150-1 porters and messengers.
Class 10:
Never worked and long-term unemployed

This class is defined in terms of its exclusion from employment relations.  Members of this class seek work but have not been employed either ever or for a considerable period of time, say 6 months or more.
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