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The division of labor in formal organizations has important consequences for the
distribution of opportunities and rewards. This paper examines variations in job litle
structures across work roles. Analyzing 3,173 job titles in the California civil service
systenmi in 1985, we investigate how and why lines of work vary in the proliferation of job
categories that differentiate ranks, functions, or particular organizational locations. The
statistical analysis underscores the importance of three social forces shaping the division
of labor: ascription by race and sex; the power and social standing of occupational
groups, especially the professions; and organizational processes of rationalization. Some
implications of these results for studies of organizations and social inequality are

discussed.

Rcmarkably little attention has been paid to
the structure of job titles, despite the socio-
logical importance of the topic. Distinctions
among job titles are cleariy relevant to social
stratification, since wages, promotion opportu-
nities, and other perquisites are often attached
to jobs. From an organizational perspective, job
definitions are central to the study of organiza-
tional structure. We examine the structure of
job titles within a contemporary bureaucratic
setting: California state government. In particu-
lar, we investigate variations in the prolifera-
tion of job titles across different kinds of work,
asking why some work roles are subdivided
into many job titles and others into very few.
An example helps illustrate the variations
among jobs we have in mind. In the California
state civil service, there is one basic job title for
doctors, “Physician and Surgeon,” with only a
few distinct job titles specifying areas of medi-
cal specialization (e.g., dentist, podiatrist, pa-
thologist). Moreover, while specialized titles
characterize administrative positions in health
and medicine (e.g., “Chief, Local Environ-
mental Health Programs™), there is little verti-
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cal differentiation among doctors; aside from
the titles “Medical Resident: Various Special-
ties” and ““Chief Physician and Surgeon” (who
heads a hospital department). there are no gra-
dations or levels among physician work roles.
In other words, a highly complex and differen-
tiated set of activities, which take years to master
and often require the coordinated efforts of
diverse specialists, is defined in an extremely
simple and undifferentiated way.

The organization of engineering work in
California state government is quite different.
Major specialties such as civil. mechanical, and
electrical engineering arc represented by sepa-
rate families of job titles. These specialties are
often qualified by the name of the agency in
which the work is done, such as “Highway
Engineer (Dept. of Transportation).” Finally,
there are detailed job ladders in each branch of
engineering; for example, Principal, Supervis-
ing. Senior, Associate, Assistant, and Junior
Civil Engineers. Here, the complexity of work
seems isomorphic to the complexity of organ-
izational charts within California state agen-
cies. Why do occupations such as medicine and
engineering exhibit such different patterns of
job categorization within the same civil service
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system?

Such variations are important because they
provide insight into the organization of work.
Yet many perspectives on organizations regard
the specification of job titles and job bounda-
ries as purely technical matters. A wealth of
theory in administrative science and econom-
ics documents considerations promoting the
detailed division of labor. It is assumed that
roles are defined by efficiency imperatives, to
ensure optimal specialization, allocation of
personnel, and distribution of rewards (see
Rosen 1983; Scott 1987, pp. 147-54).

Yet we know of few settings in which the
definition and classification of positions is re-
solved naturally by a self-evident logic of effi-
cient organizing. Moreover, scholars have sug-
gested alternative motivations and consequences
for the proliferation of job titles. Neo-Marxists,
for instance, view differentiated job categories
and job ladders as key features of bureaucratic
control, used to coopt employees through inter-
nal labor markets, divide workers (particularly
along race and gender lines), and weaken the
power of occupational groups (e.g., Gordon
1972; Edwards 1979). Institutional theorists
emphasize the way bureaucratic structures sig-
nal the organization’s rationality and
trustworthiness to external constituents (Meyer
and Rowan 1977).

Although a large body of research examines
how task specialization and differentiation vary
across organizations, that work tends to take
the existing division of labor in an organization
as given and to focus on its efficiency-based
correlates (e.g., scale, technology, and environ-
mental complexity). Surprisingly little research
takes the division of labor as problematic and
examines its social and political determinants
as well as administrative and technical factors.
Consequently, important elements of social
inequality and organizational politics may be
generally overlooked — for instance, the pos-
sibility that positions dominated by women or
nonwhites are defined differently than those
dominated by white men.

The only large-scale quantitative study to
pursue these concerns, to our knowledge, is
Baron and Bielby’s (1986) analysis of job title
proliferation at the organization level. Baron
and Bielby measure proliferation as the (log)
ratio of the number of job titles used by an
organization to the number of detailed Diction-
ary of Occupational Titles codes used by gov-
ernment analysts to denote those work roles.

Cross-sectional and longitudinal results cor-
roborated a number of predictions that link the
division of labor to technical imperatives —
for instance, the proliferation of titles was
greater in large organizations, in complex and
diverse environments, and in organizations re-
lying on firm-specific skills. However, their
findings also underscore how political, social,
and institutional forces shape the division of
labor. For instance, craft unionism significantly
reduced proliferation, whereas the presence of
males, personnel professionals, and environ-
mental pressures to develop bureaucratic struc-
tures (proxied by industrial sector) all favored
Jjob title proliferation.

In this paper, we build on the Baron and
Bielby study, and examine how norms, power,
and interests interact with technical considera-
tions in shaping the organization of job titles in
the California civil service. Our data permit a
more refined analysis of job title proliferation.
We examine the determinants of various forms
(vertical, lateral, and organization-specific) of
proliferation. Moreover, we analyze differences
in proliferation across work roles, rather than
across entire organizations, thereby eliminat-
ing distortions introduced by intraorganizational
heterogeneity. Finally, we examine how prolif-
eration is influenced by a number of factors
about which Baron and Bielby lacked data, such
as the pay level, professional standing, age, and
organizational context of a specific work role.

HYPOTHESES

We focus on several social forces governing
the division of labor: the gender and racial
composition of job incumbents; the power and
professionalization of occupational groups; and
the organizational context of work. For the sake
of brevity and due to the absence of much prior
research, our hypotheses primarily concern
variations in overall job title proliferation.
However, our empirical analyses distinguish
three separate forms of position proliferation
— distinctions by rank (vertical), detailed func-
tion (lateral), and organizational location (or-
ganization-specific) — and examine the deter-
minants of each type.

H : The greater the racial and gender hetcro-
geneity within a work role, the greater
the job title proliferation.

Baron and Bielby hypothesized that ““organi-
zations having a balanced gender mix would be
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more likely to proliferate job titles, as a way of
preserving the sexual division of labor” (1986,
p. 576), and note that “detailed analyses of frag-
mentation within specific organizations and
occupations would be most informative™ (p.
577). Within occupations, demographic hetero-
geneity may prompt privileged incumbents to
mobilize and differentiate along racial or gen-
der lines, fostering vertical and horizontal dis-
tinctions to preserve status (and perhaps high
pay rates). For example, white male lawyers
might seek to distinguish themselves from an
increasing number of female or nonwhite col-
leagues through the job classification system.
DiPrete (1989, pp. 113-4) cites evidence that
job title distinctions were advocated by early
architects of the federal civil service to segre-
gate the professions from lower status clerical
and manual work.

Various studies show that such distinctions
do favor the privileged. Since job titles domi-
nated by women or nonwhites gamer lower
rewards than comparable positions staffed by
whites and males (e.g., Baron and Newman
1989), white men have a clear interest in differ-
entiating their job titles from those of women
and nonwhites in the same line of work. Survey
evidence indicates that men are more satisfied
in occupations where job titles scgregate by
gender than they are in truly-integrated settings
(Wharton and Baron 1987). Reskin and Padavic
(1988) studied a plant undergoing a strike in
which women temporarily staffed blue-collar
jobs typically done by men. They found that
male supervisors evaluated women’s perform-
ance more favorably when the women were
assigned to “gender-appropriate” tasks (plant
cleaning and administration), compared to
women who assumed duties typically reserved
for men. Research by psychologists and anthro-
pologists also documents the strategic use of
categorization to preserve status and intergroup
boundaries (Baron and Pfeffer, unpublished;
Epstein 1988; Messick and Mackie 1989).

H,: The stronger a work role’s claim to pro-
fessional status, the less job title prolif-
eration.

H,: Craft unionism is associated with lower
job title proliferation, while proliferation
is greater in work roles represented by
industrial unions.

From another perspective, the proliferation
of job titles may be seen as a form of bureau-

cratic control. Functional specialization limits
the job incumbent’s range of expertise and dis-
cretion. Formal vertical ladders of supervision
and promotion threaten occupational collegial-
ity and work autonomy. Job definitions that
specify organizational location identify the
worker’s duties with the organization rather than
the occupation. Finally, job title proliferation
allows greater bureaucratic inspection and defi-
nition at the point of movement between jobs.
For example, California civil service regula-
tions require applicants for promotion into most
job titles to pass state-administered exams.

Bureaucratic controls of this type should be
resisted most strongly by well organized occu-
pations with established claims to autonomy
and expertise. In particular, we expect the pro-
fessions to oppose job title proliferation. Pro-
fessional work is traditionally defined by the
larger occupation rather than the organization,
with professionals able to declare evaluation
from nonpeers as illegitimate and unacceptable
(Friedson 1984). Norms of work autonomy,
collegiality, and broad spheres of expertise
(when viewed by those outside the profession)
militate against the proliferation of job titles.

For similar reasons, craft unions should op-
pose highly differentiated job structures (Baron
and Bielby 1986). Industrial unions, whose
members typically lack the natural skill mo-
nopoly of craft workers, should favor distinc-
tions among jobs, to obtain the power and se-
curity that accompany specialization (Piore
1982).

H,: The higher the average pay in a work
role, the greater the job title prolifera-
tion.

Highly paid workers may seek expanded job
title structures, particularly along a vertical
dimension, to gain or preserve advantages. Civil
service requirements usually limit the maximum
salary of a job title to a percentage (generally
around 121 percent) of its minimum starting
salary. The length of the job ladder thus affects
long-term salary prospects. Moreover, if there
is greater variation in duties, requirements, and
productivity in high-wage work than in low-
wage work, organizations will seek more titles
to have greater leeway in pay rates in the for-
mer category. Rank and organization-specific
distinctions may also be incorporated into job
titles in high-wage occupations to signal subtle
distinctions across agencies in job requirements
or the kind of person needed.
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Because the professions are often highly
compensated. hypotheses 2 and 4 may often
work at cross-purposes. We may see extensive
rank distinctions within highly-compensated
professions in order to permit pay differentia-
tion, particularly since civil service rules limit
the permissible range of pay within a given job
title. This is especially likely if professional
norms discourage the creation of distinct ad-
ministrative titles (e.g., “Manager, Legal Of-
fice™) for individuals overseeing professionals.
Instead, higher-level titles within the same pro-
fessional family (e.g., “Attomey VI”) may be
created.

H,: The larger the agencies in which a work
role is located, the greater the job title
proliferation.

Large organizations are typically more bu-
reaucratically organized and specialized in their
tasks than small organizations (Pugh, Hickson,
and Hinings 1969; Blau and Schoenherr 1971).
In the face of potential resistance to job title
proliferation by professionals and others, large
agencies should also be less vulnerable to ex-
ternally-imposed definitions of work, better able
to develop internal labor markets (leading to
rank differentiation), and better able to define
work as organizationally-specific and non-trans-
ferabie (Oi 1983).

H,,: The greater the number of organizations
in which a work role appears, the greater
the job title proliferation.

To the extent that agencies generate job titles
that fit their own tasks, structures, and pay rates,
we expect higher levels of proliferation in more
“generic” lines of work.' In the California civil
service, for instance, various occupations (such
as cooks and bakers) have distinct sets of titles
for positions located in and outside the Depart-
ment of Corrections. Although the state’s job
descriptions indicate no differences in duties.
responsibilities, or pay rates between these
parallel sets of job titles, these seemingly un-
necessary titles may capture subtle variations
across agencies in the actual tasks performed.

H,,: The greater the number of organizations
in which a work role is located, the less
job title proliferation.

" Conversations with California state officials
indicate that agencies are the chiet source of requests
Tor revisions to the civil service job structure.

Other arguments imply the opposite predic-
tion. Work roles appearing in many organiza-
tions may be similar to the professions, in that
duties are defined without regard 1o organiza-
tional context. Morcover, common and generic
work roles (such as secretary) are more closely
scrutinized by California’s State Personnel
Board and Department of Personnel Admini-
stration, which seck to rationalize job descrip-
tions and reduce incquitics by establishing
“service-wide"” job titles that are utilized
throughout the civil service system. In contrast,
occupations that appear in few agencies may
involve organization-specific claims or re-
sources, favoring job title proliferation. This is
consistent with economic theories contending
that organizations respond to human asset speci-
ficity by implementing administrative structures
— including detailed divisions among jobs —
that tie workers to the enterprise and reduce
opportunism (Williamson 1975).

Job definitions reflect not only the contem-
porary organizational context, but also the his-
torical conditions prevalent at the founding of
organizational structures (Stinchcombe 1965;
Meyer and Brown 1977). These historical con-
ditions influence not only what arrangements
are technically or administratively superior, but
also what is socially and politically viable. Once
in place, organizational structures exhibit con-
siderable inertia, as a result of administrative,
political, and moral barriers to change (Hannan
and Freeman 1984).

[t is not clear how changes in founding con-
ditions have affected civil service job struc-
tures, however. An institutional perspective
(Meyer and Rowan 1977) suggests that recently
created jobs and occupations are more likely to
embody many symbolic distinctions, and to be
more fragmented than jobs established when
the environment of state government was less
elaborate and less formally organized (Meyer,
Scott, and Strang 1987). On the other hand,
State Personnel Board materials indicate per-
sistent attempts to rationalize the civil service
by creating standardized job classifications and
eliminating job titles held by few employees.
This move to streamline job titles is not unique
to the California civil service, as concerns with
pay equity and skill transferability have
prompted many employers and unions 10
streamline job classification systems (c.g..
Fanning 1990).

ideally. these issues should be studied with
longitudinal data on the evolution of jobs and
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job families. Lacking such data. and given that
there are competing plausible predictions, we
do not offer a hypothesis regarding the effect of
founding conditions. Rather, we simply report
exploratory results indicating how proliferation
varies with the age of a work role.

There are obviously factors related to techni-
cal efficiency that may shape the division of
labor, but about which we have not advanced
hypotheses. Our analyses address those factors
in several ways. First, we control for the num-
ber of incumbents in each work role, a factor
clearly related to the usefulness of job title
proliferation. Second, several of the variables
discussed above — such as pay rates and the
size and diversity of organizations where work
1s typically done — may capture differences
among work roles that make job title prolifera-
tion efficient. (However, we show below that
the findings for organizational size and diver-
sity are generally opposite from what one would
expect if these variables capture “efficiency
imperatives.”) Third, most of our statistical
analyses examine variations 1n job title prolif-
eration among nearly 1,500 detailed work roles
— such as “Civil Engineer” vs “Painter” — to
minimize the impact of unmeasured differences
in skills, responsibilities, or other characteris-
tics that mandate proliferation on purely tech-
nical grounds. -

Because our analysis is cross-sectional, it can
tell us little about the dynamics of job title pro-
liferation or the possibility of alternative casual
orderings among variables. In some cases this
seems unproblematic. For example, the profes-
sional status of an occupation is quite stable
over time and unlikely to be affected by Cali-
fornia civil service job categories. In other cases.
cross-sectional results may be misleading due
to rapid shifts in independent variables over
time, or relationships might run in the opposite
direction from those postulated. For instance,
hypothesis | argues that changes in the demo-
graphic composition of occupations foster job
title proliferation, rather than job title prolifera-
tion producing subsequent shifts in demographic
composition. Although there is considerable
quantitative, historical, field. and experimental
evidence consistent with our stance (e.g., Baron
and Bielby 1986, Table 2: Reskin and Padavic
1988; Messick and Mackie 1989), longitudinal
research is required to adjudicate among such
competing accounts. Analvzing job title prolif-
eration over time presents methodological dif-
ficulties that our study could not surmount, such

as being able to trace the history of a given
work role to distinguish job “births™ and
“deaths™ from transformations or renamings of
existing positions. Accordingly, we present
cross-sectional results and hope that future re-
search will speak more directly to the causal
relationships involved.

DATA, MEASURES. AND METHODS

Our data describe job classifications and re-
quirements, race and gender composition. and
organizational setting for job titles in the Cali-
fornia civil service system as of March. 1985.
The data set is described in detail elsewhere
(Baron and Newman 1989).

Testing the hypotheses outlined above re-
quires measures of job title proliferation within
the different occupations found in California
state government. We grouped job titles into
1.490 “job stems,” groups of titles sharing the
same basic work content and a common sc-
mantic designation, such as “Civil Engineer.”
“Legal Counsel.” and “Painter.” Job stems were
constructed by coders from a list of 3,173 civil
service job descriptions and titles.”

We measure rotal job proliferation as the
number of job titles in each stem. Vertical pro-
liferation is the length of the longest chain of
explicitly-ranked titles within the stem. For
instance, if the job stem included a series of job
titles ranging from “Chicken Inspector I to
“Chicken Inspector V., and if no other set of
jobs in the stem haa a longer ladder, vertical
proliferation would equal five for that stem.
Functional proliferation is the number of job
titles within the stem which include detailed
functional descriptors, such as Chicken Inspec-
tor (Wings) and Chicken Inspector (Thighs).
Organization-specific proliferation is the num-
ber of job titles that specify a particular state
agency. subunit, or program as part of the title.
These measures do not sum to total prolifera-

* Unfortunately, there is no comprehensive job
analysis or evaluation system for state civil service
jobs to determine whether job titles represent dis-
tinct work activities. We identified sets of compa-
rable work roles by instructing coders, who knew
nothing about the larger purposes of the study. to
look for semantic commonalities among job titles
(e.g.. Bridge Engineer I. Bridge Engineer I1. Super-
vising Bridge Engincer) and to inspect civil service
job descriptions for job content and education and
experience requirements. Problematic cases were
resolved by the authors.

—y
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tion, since jobs may exhibit multiple forms of
proliferation.

Atahigher level of aggregation, we examine
the proliferation of job stems. Here we make
use of the California civil service detailed
“schematic” classification, which groups job
titles into 275 categories based on an occupa-
tion and industry scheme. At this level of analy-
sis, proliferation is the number of job stems in
each occupation-industry category.

The dependent variables are all counts with
the general form of a Poisson distribution.
Employing Poisson regression techniques
(Maddala 1983, pp. 51-54), models take the
form:

Pr(Y,=k) = exp(-A) A}/ k!

where A, is an exponential function of inde-
pendent variables (to ensure non-negative val-
ues), and k denotes the value (count) for the
particular measure of job title proliferation. We
subtracted one from the measures of prolifera-
tion to give them a natural zero point if one did
not already exist.* For each case, Xi 1s the ex-
pected level of proliferation; a unit change in
an independent variable, X , multiplies Ki by
exp(B,).* Parameters were estimated by the
method of maximum likelihood.

Explanatory variables include the proportion
female and the proportion nonwhite among full-
time incumbents in each occupation or job stem
as of March 31, 1985.° We also include quad-
ratic terms, pq, where p is the proportion fe-
male (or nonwhite) in the stem and q=1-p. These
terms measure the balance in gender and race
composition, reaching a maximum when equal
numbers of men and women (or whites and

*For example, 4 job stem containing only one job
title is scored as having total and vertical prolifera-
tion equal to 0. The measures of functional and or-
ganization-specific proliferation, which can assume
values of 0, were not transformed.

* A Poisson distribution implies that the mean and
variance are equal. The two are quite close for our
measure of vertical proliferation, but the variance is
considerably larger than the mean for the total and
functional proliferation measures, and for the num-
ber of job stems in detailed occupations (see Table
1). These discrepancies are largely a function of a
few outliers in the data; excluding them from the
analysis does not substantially alter the results.

*The nonwhite category includes blacks, Hispan-
ics, Asians, and all other racial minorities. Exclud-
ing Asians from the nonwhite category does not al-
ter the results.

nonwhites) are employed in a stem.”

To measure professionalization, we grouped
occupations into six broad lines ot work: cleri-
cal, manual, craft, technical. administrative. and
professional. These categories were derived by
collapsing categories from the state
government’s occupational scheme. Each job
stem was characterized by a set of binary vari-
ables, where the variable for the dominant job
type is coded as 1. The variable for profes-
sional work serves as the omitted category. Each
detailed occupation was characterized by the
proportion of job titles falling in each of these
six categories, with the proportion in profes-
sional titles serving as the reference category.
More detailed analyses of how occupational
prestige, credentialing, and specialized train-
ing affect job title proliferation are also reported
below.

Within each job stem and detailed occupa-
tion, we measured the proportion of job titles in
each of three types of unions (craft. industrial.
and autonomous professional), with the omit-
ted variable denoting the fraction of jobs not
covered by collective bargaining. Job titles were
coded as covered by craft unions if they were
in any of the following civil service bargaining
units: highway patrol; corrections; protective
services and public safety; firefighter; craft and
maintenance; stationary engineer; and printing
trades. Although collective bargaining units
covering some white-collar (especially semi-
professional occupations) are likely to resemble
“industrial” unions, it was not clear a priort
whether unions covering high-status profession-
als in the civil service (e.g.. attorneys or physi-
cians) would be more likely to reflect a “‘craft”
or “industrial” orientation. Accordingly, we
created a professional union category covering
titles in the following bargaining units: attor-
ney and hearing officer; professional engineer;
professional scientific; and physician, dentist,
and podiatrist. Job titles were coded as belong-
ing to industrial unions if they were in any of
the following bargaining units: administrative,
financial, and staff services: education and li-
brary; office and allied; engineering and scien-
tific technicians; custodial and services; regis-
tered nurse; psychiatric technician; health and
social services professional: or medical and
social services support.

We measure pay levels by calculating the

®In the California civil service. nearly half (44.2
percent) of all tull-time workers in March 1985 were
women, and 34.3 percent were nonwhite.
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average minimum prescribed monthly starting
pay rate over job utles in cach job stem or oc-
cupation. (Each job title has a minimum and a
maximum pay level: the two are almost per-
fectly correlated.) Founding conditions are as-
sessed using the age of the job stem within
Califorma state government. calculated as 1985
minus the year of founding for the oldest job
title within the job stem.

Organizational context is measured along two
dimensions. Agency size is the mean number
of full-time employees of agencies in which a
job title is located. Similarly, agency settings
equals the number of agencies in which the
title appears. Both variables are averaged across
the titles making up a stem or occupation, and
transformed to a logarithmic metric to reduce
skewness. As an additional control, all models
include the (log) number of individuals em-
ployed in the occupation or job stem.

RESULTS

Table 1 reports descriptive statistics for inde-
pendent and dependent variables at the job stem
and detailed occupation levels of analysis. Of
the 1,490 job stems identified, 67 lacked data
on relevant independent variables. Three of the
275 occupations lacked data in the more aggre-
gated analyses. In addition. 25 job stems were
not aggregated to the detailed occupation level
because they spanned more than one occupa-
tional category.

Job Title Proliferation in Job Stems

Table 2 reports estimates from Poisson regres-
sion models of job title proliferation at the job
stem level. These data include several outliers,
most notably a “Program Technician™ stem
involving 105 job titles. Regressions omitting
this stem and two other outliers did not aiter the
results presented below.

The positive and significant quadratic coef-
ficients in Table 2 indicate that gender and ra-
cial heterogeneity increase total job stem pro-
liferation. as predicted. Combining the linear
and quadratic effects in Table 2 indicates that
job title proliferation is estimated to reach a
maximum when 30 percent of job stem occu-
pants are female and 36 percent are nonwhite.”

 The demographic mix at which maximal or mini-
mal proliferation is observed equals (A + Bi/2B in
our models. where A equals the linear effect of

485
Table 1. Descriptive Statistics for Job Stems and Detailed
Occupations
Job Stem Occupation
(N =1423) (N =272)
Mean S.D. Mean  S.D.
Proliferation Measures
Total 1.16 3.82
Vertical 93 1.20
Functional 44 3.37
Organizational S5 1.58
Number of stems 4.37 5.09
Independent Variahles
Proportion female .26 33 25 24
(Proportion 08 09 12 09
female) x
(proportion male)
Proportion nonwhite .24 26 .26 6
(Proportion 11 10 16 07
nonwhite) x
(proportion white)
Job age 2218 16.39 3893 15872
Pay level $2550.00 $8RO.10 $2606.55 $807.90
Agency size (log)  7.59 1.38 7.94 1.01
Agency settings 34 73 45 70
(log)
Incumbents (log)  2.22 1.91 433 1.97
Unionization
Proportion craft 14 32 A3 26
union
Proportion 31 44 30 34
industrial union
Proportion 08 24 09 21
professional union
Occupational Category
Clerical .05 22 04 18
Manual 05 22 03 14
Craft 07 26 08 25
Technical 22 41 21 .30
Administrative 24 42 24 31

These resuits are consistent with previous re-
search suggesting the use of job categories to
preserve inequalities between groups (e.g.. Conk
1978: Baron and Bielby 1986; Bielby and
Bielby 1989, tables 29 and 30).

Analyses of the separate forms of prolifera-
tion suggest that the relationship between demo-

demographic composition and B the quadratic ef-
fect. This value is @ maximum when B > 0 and «
mimimum when B < (.
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Table 2. Poisson Regrssion Coefficients for Types of Proliferation in 1.423 Job Stems in the California Civil Service, 1985

Type of Job Title Proliferation

Organization-
Independent Variable Total Vertical Functional Specific
Proportion female -7457 -.6207 -933" =312
(Proportion female) x 1.883"" 1.471°° 1.4857 -1.096
(proportion male)
Proportion nonwhite -1.0677 - 185 5487 246
(Proportion nonwhite) x 3.856" 1.7677 -.445 -.691
(proportion white)
Job age 012" 007" 007" 008"
Pay level (in $1000s) 1007 048" -.046 as1t
Agency size (log ) 1347 1077 - 1227 083"
Agency seltings (log ) -.323% -.120™ - 600" -.490™
Incumbents (log) 500" 28777 6757 AT
Unionization:
Proportion craft union 769 -.5037 -.665" -.251
Proportion industrial union 018 -3 9337 035
Proportion professional union 143 242" 419 -905"
Qcupational Cuategory:
Clerical 8527 030 1.567" =209
Manual 117 177 SN 310
Craft 3457 =200 -.5007 -.398"
Technical -3 -.102 812" -4057
Administrative -086 -3607 377 3377
Constant 11317 -.246 -2.816™ -1.659™
Likelihood ratio 2 5127 239 353" 490"
"< .05 (two-tailed) p< .01 (two-tailed)

Nore: Likelihood ratio tests compare the displayed model to a model including a constant term and (log) incumbents
(d.f. = 16). Omitted calegories are proprtion nonunion and the professional occupational category.

graphic composition and proliferation is due
mainly to its impact on the length of job lad-
ders. The maximum effect is observed at 29
percent female and 45 percent nonwhite. Verti-
cal proliferation may thus serve to differentiate
the pay and status of elite incumbents from
nonelites in the same line of work. This conclu-
sion is supported by other research document-
ing higher prescribed pay rates for California
civil service job titles staffed by white males
than for comparable titles staffed disproportion-
ately by women or nonwhites (Baron and
Newman 1989).

Table 2 indicates that more gender-balanced
Jjob stems also exhibit greater functional prolif-
cration. The results {or race composition sug-
gest.unexpectedly. greater functional prolifera-
tion in job stems monopolized by nonwhites.

For instance. the predicted effect of proportion
nonwhite on functional proliferation is .015 in
stems having 10 percent nonwhite incumbents.
.163 in stems having 50 percent nonwhites, .290
in stems with 70 percent nonwhites, and jumps
to .548 in stems having no white incumbents.
Gender and race composition have little effect
on the level of organization-specific prolifera-
tion.

Highly paid job stems show greater prolif-
eration of job titles, as expected. This is espe-
cially true for organization-specific prolifera-
tion. Highlv paid jobs are likely to be qualified
by the name of the agency or program where
the incumbent is located.

Although we expected work in large agen-
cies to show greater job title proliferation. re-
sults indicate that job stems in large agencies
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show less proliferation of all types.* This unex-
pected result is less anomalous when interpreted
in light of the apparent rationalization of civil
service job titles over time. We suspect the job
structures of large agencies are scrutinized more
carcfully than those of small agencies. More-
over, large state agencies employ their own
personnel and affirmative action functionaries,
whose efforts may contribute to a streamlined
job classification system.” For these reasons,
large agencies may have borne the brunt of civil
service efforts at rationalization. Organizational
scale might have exhibited quite different ef-
fects if there was little pressure for rationaliza-
tion or if the organizations studied were not
tied to a common system of job definitions.

We identified plausible arguments for a
positive or negative relationship between job
title proliferation and the number of agency
settings. According to Table 2, all types of job
title proliferation are greater in job stems con-
fined to fewer agencies. Among job stems ap-
pecaring in many agencics. efforts to rationalize
“service-wide” titles apparently outweigh or-
ganizational demands for agency-specific titles.
This result is consistent with transactions cost
theories linking bureaucratic and hierarchical
structures to human asset specificity.

There is greater proliferation of every type
within older work roles. One interpretation is
that older job stems were structured prior to
contemporary pressures for the rationalization
and streamlining of job titles. An alternative
argument is that ours is a sample of work roles
that have “survived,” and of these, the older
oncs have simply had more time to be elabo-
rated on. Supplementary analyses generally
support the latter account.' These findings are

¥Suspecting a curvilinear relationship, we replaced
the logarithmic specification with linear and quad-
ratic terms, but found that the negative effect held
across the range of organizational sizes in our sample.

?Consistent with this speculation, Baron, Mittman,
and Newman (forthcoming) report that large state
agencies. which are required to have affirmative
action programs, exhibit less differentiated job struc-
tures (relative to their size), thereby increasing gen-
der integration.

“"We attempted to adjust for the addition of new
Job titles accumulating within established job stems
by controlling for the “expected age™ of a job stem,
civen the number of titles itembraced in 1985. Monte
Carlo simulations were conducted to estimate the
expected age of job stems, assuming that job utles
were created at a constant rate over time (and thus

merely suggestive, however, since analysis of
surviving jobs and stems could provide mis-
leading evidence about the dynamics of job title
creation and restructuring.

Table 2 reveals that craft unions discourage
job title proliferation. Relative to nonunionized
job stems, work covered by craft unions exhib-
its significantly less total, vertical, and func-
tional proliferation. (The effect of the occupa-
tion dummy variables in Table 2 also reveals
less organization-specific proliferation among
craft roles than in administrative, manual. or
professional work [the omitted category].) As
expected, industrial unionism is associated with
greater functional proliferation of job titles.
However, like craft unionism, industrial union-
ism actually diminishes vertical proliferation,
relative to job stems that are either not union-
ized or represented by professional unions (see
below). Because the effects of industrial union-
ism vary by type of proliferation, the effect on
total proliferation in Table 2 is negligible.

Professional unionism also has offsetting
effects on job title proliferation. On the one
hand. it discourages organization-specific pro-
liferation, relative to craft-, industrial-. and
nonunion jobs. On the other hand, professional
unionism is strongly associated with vertical
proliferation, presumably to provide pay and
status hierarchies for the high status incumbents
represented by these unions. (Supplementary
analyses indicate that pay level has a strong
and significant positive cffect on vertical pro-
liferation when the professional unionism vari-
able is omitted from the model.) These results
are consistent with our earlier speculation: pro-
fessional unions resemble craft unions in dis-
couraging some horizontal distinctions among
job stems, while encouraging greater vertical
differertiation. By seeking more finely-graded
hierarchies, professional unions can secure pay
advancement opportunities for their highly paid

that job title ages are identically and independently
distributed random variates with an exponential dis-
tribution). In a stem with 25 titles. for instance, we
simulated an expected “birthdate™ for that stem’s
oldest job title. (An equivalent approach would have
been to control for the expected number of titles in
the stem, given the age of the oldest job.) Control-
ling for its expected age. the actual age of the job
stem no longer had a significant effect on prolifera-
tion. This suggests that the positive effect of stem
age has more 1o do with the gradual addition of job
titles to surviving stems than with the timing of 4
work role’s “entry ™ into the civil service.

2
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Table 3. Poisson Regression Coetficients for Job Stem
Proliferation in 272 Detailed Occupations in the
California Civil Service. 1985

Independent Variable

Proportion female -.345
(Proportion femaie) x (proportion male) 31677
Proportion nonwhite -975°
(Proportion nonwhite) x (proportion white) 1.411
Job age 011"
Pay level (in $1000s) .038
Agency size (log) -2147
Agency scttings (log ) 2757
Incumbents (log,) 366"
Unionization;

Proportion craft union 403
Proportion industrial union 380"
Proportion professional union =237

Occupational Category:

Proportion clerical titles 220
Proportion manual utles 091
Proportion craft titles 273
Proportion technical title -.101
Proportion administrative titles 6097
Constant 286"
Likelihood ratio x* 2027

p< 05 (two-tailed)  p < .01 (two-tailed)

Note: Likelihood ratio tests compare the displayed model
o a model including a constant term and (log) incumbents
(d.f. = 16). Omitted categories are proportion nonunion and
proportion in professional occupations.

members without compromising professional
norms of collegiality, which favor longer job
ladders over distinct families of job titles for
the practice and management of a profession
(cf., DiPrete 1989, pp. 135-6). Professional
unionism has intermediate effects on functional
proliferation, promoting more proliferation than
craft unionism but less than industrial union-
ism (p <.01 for both contrasts if the proportion
of titles covered by professional unions is the
reference category. rather than the proportion
of nonunion titles as in Table 2).

Binary variables characterizing job stems by
predominant type of work as clerical, manual,
craft, technical. or administrative depict differ-
ences in job title protiferation relative to the
professions (the omitted category). Total pro-
literation in predominantly professional job
stems is moderate. rather than low as hypothe-

sized. Only predominantly clerical and craft job
stems exhibit significantly more total prolifera-
tion than professional stems.

In addition, job ladders are actually longer in
professional job stems than in other kinds of
stems. The control for professional unions
mediates most of the occupational differences,
which are otherwise substantial and significant.
Again, this result is consistent with notions of
professional autonomy and collegiality. Our
inspection of professional job ladders indicates
they are often lengthy because they range from
entry-level jobs through to highly-paid man-
agement positions (from Junior to Principal
Civil Engineer, for example), whereas non-
professional work typically involves more rigid
distinctions between “line” and administrative
roles (and ladders).

It 1s somewhat surprising that clerical work
should appear relatively proliferated. Sccretar-
ial work, the major clerical position, is gener-
ally thought to have little room for vertical or
lateral specialization. This is borne out in Cali-
fornia government agencies, in which there are
very few secretarial job titles, especially given
the large number of secretaries. But other cleri-
cal job stems, such as personnel assistant, micro-
film technician, and telephone operator, dis-
play quite elaborate job title structures. In fact,
the generally high levels of proliferation within
clerical titles underscores the peculiar situation
of the secretary.

Job Stem Proliferation in Occupations

We now examine job title proliferation at a more
aggregate level. Some occupations may have
many job stems but exhibit little proliferation
within stems, while other occupations display
the opposite pattern. Table 3 examines this
dimension of work role fragmentation, report-
ing an analysis of the number of stems within
occupation-industry categories.

The results in Table 3 are generally consis-
tent with those in Table 2. The most appropri-
ate comparison is with the results for functional
proliferation in Table 2, since the number of
job stems within an occupation may be inter-
preted as gross functional differentiation. Gen-
der balance significantly increases the number
of job stems within an occupation; maximal
differentiation occurs in occupations that are
45 percent female. Agency size and agency
settings decrease the number of job stems, as
they did for the proliferation of titles within
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stems. The net effect of pay level on the prolif-
eration of job stems is nonsignificant, as it was
for functional proliferation within job stems.
The effects of racial composition differ from
those in Table 2. There is a significant negative
effect of proportion nonwhite on the prolifera-
tion of job stems within occupations, and a
positive (but insignificant) quadratic effect. It
appears that differences in the percentage of
nonwhite incumbents in an occupation are not
terribly relevant for the proliferation of job
stems, as long as whites comprise a clear ma-

Jority within the occupation. For instance, the

coefficients in Table 3 imply that the effect of
proportion nonwhite is -.975 in occupations
staffed entirely by nonwhites, -.386 in occupa-
tions having 70 percent nonwhite incumbents,
-.135 in occupations with a 50/50 mix, .029 in
occupations having 10 percent nonwhite incum-
bents, and O in occupations staffed entirely by
whites. Thus, the presence of any whites in an
occupation is associated with proliferation of
job stems, perhaps to preserve racial segrega-
tion, but the tendency toward such differentia-
tion abates once nonwhites no longer dominate
an occupation.

Industrial unionism is associated with greater
functional distinctions within an occupation, as
was true in the job stem analysis. The stem-
and occupation-level results differ, however, in
the comparison between professions and other
occupations. At the detailed occupation level.
there is roughly as much job stem proliferation
in the professions as in the clerical, manual.
and technical occupations, and /less than in the
craft and administrative occupations.'" This
effect contrasts with findings at the job stem
level. which portrayed professional roles as
more fragmented than other kinds of work .

The high degree of lateral proliferation among
administrative workers is noteworthy. At the
Job stem level, agency names were frequently
part of administrative titles. At the level of de-
tailed occupations, administrative occupations
also exhibit the most functional differentiation
(i.e., separate job stems). Administrative work
is an important area in which civil service ef-
forts to eliminate “one person jobs™ have been
unsuccessful. Presumably a principal function
of agency administrators is to represent the
organization to various publics. making the

"1n a model excluding the unionization variables,
the contrast between craft and professional occupa-
tions is significant at the .05 level.

name of the agency. department. or program a
salient part of the job even if pay, requirements,
and duties are indistinguishable from parallel
positions in other organizations. Moreover,
individuals in visible administrative positions
may have greater power to pursuc the status
marker of individualized job titles (Miner 1987).

In any event, our hypothesis concerning the
professions appears to be supported more con-
sistently at the occupational level than at the
job stem level. The effects of professional stand-
ing may be more complex than we hypothe-
sized. On the one hand, professionalization may
make activities within an occupation more
coherent and institutionalized, thereby inhibit-
ing subdistinctions in lieu of such master cate-
gories as “biologist” or “architect.” At the same
time, professional linkages to formal training
programs and established bodies of theory that
demarcate functional specialities, combined
with the need to use job titles to justify pay and
rank differentiation in the civil service. may
explain why professions exhibit vertical and
functional proliferation within these unified
master categories. Accordingly, we examine the
impact of professional standing in more detail.

The Impact of Professional Standing on
Proliferation Within Job Stems

To further explore how professional standing

affects job structures, we selected a sample of

46 occupations for closer examination. These
were defined at the level of three-digit Census
categories and mapped 1o civil service jobs
through inspection of state job descriptions. The
occupations range from the traditional inde-
pendent professions (such as physicians, law-
yers, and architects) to occupations with weak
claims to professional standing (real estate
agents and brokers, foresters and conservation-
ists, and bookbinders). We identified 747 job
titles within 256 job stems comprising these 46
occupations within California state govern-
ment."?

Three measures of professional standing.
central to past theoretical and empirical work.

2 A list of the occupations and scores for various
types of job title proliferation is available from the
authors. Matching these job titles to Census occupa-
tion categories and coding the protessionalism vari-
ables required careful study ot each job description.
The time involved deterred us from coding all 3,173
iobs in the civil service.
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Table 4. Poisson Regression Coefficients by Type of Job Title Proliferation in 256 Job Stems: Subsample of 46 Occupations

Dependent Variables: Type of Job Title Proliferation

Organization-
Independent Variable Total Vertical Functional Specific
Occupational prestige -017™ -.000 -0537" S045°
Credential requirement 353" -.130 12127 1.7927
Specialized training -3637 -.007 -1.3007 -1.4107
Proportion female -511 -.207 - 166 -1.550°"
(Proportion female) x (proportion male) 3.162° 293 4.2477 8.4037
Proportion nonwhite -1.676° -.038 1.2387 783
(Proportion nonwhite) x (proportion white)  2.827 1.328 -4.979™ -8.9437
Job age 010” 007 001 005
Pay level (in $1000s) 323" 3227 970 094
Agency size (log ) -094° -.063 -.226™ 048
Agency seutings (log ) -.102 -012 -7167 152
Incumbents (log ) 4267 2697 6287 6557
Constan -515 -1.140° -333 -.336
Likelihood ratio ¥ 82" 42" 115" 158"
'p < .05 (two-tailed) “p < .01 (two-tailed)

Note: Likelihood ratio tests compare the displayed model to a model including a constant term and (log) incumbents

(df. =11y

were constructed for the job titles in this sample:
occupational prestige, professional credential-
ism, and specialized training. For each job stem,
occupational prestige is the Siegel (1965 NORC
“male™) prestige score for the larger occupa-
tion, based on the corresponding 1970 three-
digit Census occupational code (Hauser and
Featherman 1977). Professional credentialism
was coded for each job as a binary variable
indicating whether the civil service job specifi-
cation lists a required professional credential
(such jobs include nurses and dental hygienists
as well as physicians). Specialized training is a
binary variable indicating whether the job re-
quires completion of a formal program of train-
ing substantively connected to its duties. In
aggregating measures to the job stem level,
professional credentialism and specialized train-
ing equal the proportion of job titles within the
stem requiring credentials or specialized train-
ing. The three measures of professional stand-
ing replace the occupation variables used in
Tables 1-3 to differentiate among broad lines
of work."

" We also omit the unionization variables in this
largely white-collar subsample. In supplementary
analyses including the unionization variables, indus-
triad unionism strongly increased functional prolif-
cration. whereas professional unionism had a slight

Table 4 reports the results of Poisson regres-
sion analyses of proliferation in job stems for
this subsample. We focus on the effects of the
three dimensions of professional standing; co-
efficients for other variables arc generally con-
sistent with those in Table 2.

As predicted, high occupational prestige sig-
nificantly decreases total job title proliferation
in a job stem, as well as the number of func-
tional and organization-specific distinctions. An
example is the strikingly small number of titles
for medical doctors cited above. Another is the
clergy; the California civil service distinguishes
Protestant, Catholic, Jewish, and Muslim chap-
lains, but has not attempted to set up its own
religious hierarchy or to demarcate distinct
pastoral duties (e.g., “Chaplain HI" or “Chap-
lain, Emergency Relief Program™) through job
titles.

On the other hand, job stems with credential-
ing requirements exhibit significantly more job
title proliferation. Some insight into this result
is provided by examining job stems that re-
quire professional credentials and also exhibit
unusually large numbers of job titles. They are
mainly “semi-professions™ such as tcaching.

eftect in the opposite direction. Otherwise. the pat-
tern of effects was the same as in Table 4.
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nursing, and social work (in which women are
relatively prevalent), that have sought profes-
sional status recently from a relatively weak
organizational position (Wilensky 1964). The
relationship between credentialism and job title
proliferation thus seems to reflect the weaker
professional base of highly-credentialed occu-
pations, once occupational prestige is held con-
stant."

Specialized training, like prestige, has sig-
nificant negative gross and net effects on job
title proliferation. Since many semi-professions
have credential requirements, the specialized
training variable may be a better indicator than
credentials of the extent to which occupations
are theoretically grounded and control their own
reproduction (Jamous and Peloille 1970; Lar-
son 1977). The fact that job stems lacking spe-
cialized training exhibit greater job title prolif-
eration again suggests that detailed job catego-
ries are often used to compensate for the ab-
sence of a “natural” skill monopoly (Baron and
Biclby 1986).

According to Table 4. professional standing
affects job structures mainly through lateral,
rather than vertical, proliferation. None of the
dimensions of professional standing signifi-
cantly affects the length of job ladders. Nor do
such variables as gender and racial composi-
tion or agency size and settings, which had sig-
nificant effects on vertical proliferation in the
full sample analysis. Rather, in this sample of
largely white-collar (and highly compensated)
occupations, vertical proliferation appears
mainly related to the exigencies of pay grada-
tion within the civil service system."?

' In other words. although credentialism is posi-
tively correlated with occupational prestige, job stems
with credential requirements exhibit greater prolif-
eration than equally prestigious job stems without
such requirements. Due to this suppressor effect, the
effect of credentialism on proliferation is not signifi-
cant when prestige is omitted from the model.

'* One might ask whether these dimensions of
professional standing — especially credentialism and
training — actually measure the task complexity of
work roles. In an attempt to control for this, we
computed the average minimum formal educational
requirements associated with job titles, which pre-
sumably captures differences in task complexity.
When we added this measure to the specification in
Table 4, proliferation was found to be greater in job
stems with higher education requirements. However.
including this control did not alter the effects of the
dimensions of professional standing.

DISCUSSION

The division of labor is 4 central feature of
formal organizations with decisive conse-
quences for the distribution of opportunities and
rewards. This is especially true in highly bu-
reaucratized settings such as state government
agencies, in which pay and promotion are a
function of the worker’s job category. Studies
of organizations and of social stratification of-
ten treat the categorization of jobs as a matter
that is resolved “naturally™ by technical im-
peratives shaping the organization of work. In
contrast, we have emphasized social, political,
administrative, and historical factors influenc-
ing the structure of job titles. In the California
civil service, three factors are especially im-
portant: the demographic composition of job
incumbents; the power and professional stand-
ing of occupational groups: and organizational
processes of rationalization.

Work roles employing a balance of male and
female workers show high levels of prolifera-
tion of all types. Race composition has similar
effects on total job title proliferation, but in-
consistent effects across specific forms of pro-
liferation. These effects are based on statistical
models that controlled for differences among
work roles in number of incumbents, pay level,
and organizational setting, as well as occupa-
tional prestige, credentialism, and training re-
quirements. It thus seems unlikely that the net
effects of gender and race composition reflect
unmeasured characteristics of jobs.

Rather, it appears that the demographic com-
position of incumbents directly affects how
work roles are structured, even in a system as
bureaucratized and rationalized as the Califor-
nia civil service. A 1934 report by a state gov-
ernment official noted that when establishing
pay rates for civil service jobs, in addition to
market and skill factors, “certain supplemental
factors were also taken into consideration,
namely, the . .. age, sex, and standard of living
of the employees normally recruited for a given
[job]” (Becker 1934, p. 62). The fact that the
architects of the civil service based job pay rates
on characteristics of incumbents suggests that
jobs were also defined in terms of incumbent
characteristics, either accidentally or explicitly.
Our findings regarding the effects of demo-
graphic composition on proliferation suggest
an enduring legacy of that ascription.

The implications of this kind of job title pro-
liferation for stratification are clear. The asso-
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ciation between ascriptive characteristics and
detailed distinctions among job titles suggests
that job title proliferation serves to segregate
sexes and races within seemingly integrated
lines of work. In supplementary analyses, we
confirmed this by relating job title segregation
to job title proliferation. Indices of dissimilar-
ity for race and sex were computed over job
titles in job stems and then correlated with the
degree of proliferation within stems. Of 1.423
job stems, 677 are perfectly segregated by sex
and 539 by race. Among the remaining stems,
each type of proliferation exhibits positive and
highly significant (p < .001) partial correla-
tions with job title segregation by sex and race,
controlling for the (log) number of workers em-
ployed in each stem. For instance, total prolif-
eration exhibits a partial correlation of .25 with
gender segregation and .23 with race segrega-
tion; for vertical proliferation, the partials are
49 and .15, respectively. These results show
that within lines of work performed by both
sexes or by whites and nonwhites, proliferation
by rank. functional specialty. or organizational
location produce job categories that are more
segregated than is the job stem as a whole.

Race and gender segregation has profound
consequences. Previous research suggests that
job title proliferation within mixed work roles
may help high-status incumbents preserve status
and intragroup solidarity (Wharton and Baron
1987). These distinctions also have economic
significance — other analyses of California civil
service jobs document strong negative effects
of percent female and percent nonwhite in a job
title on the prescribed pay rate, even within
very detailed lines of work (Baron and New-
man 1989). Our findings are thus consistent
with other work reporting substantial ascrip-
tive job segregation and pay stratification in
occupations that appear, from aggregate statis-
tics, to be integrated (Bielby and Baron 1986;
Strober and Arnold 1987; Tienda and Ortiz
1987; Reskin 1988; Konrad and Pfeffer, forth-
coming).

It has been noted that “occupation™ and
“organization” can serve as competing bases
for structuring and controlling work (e.g., Kal-
leberg and Lincoln 1988). The definition of job
categories is one context in which this compe-
tition occurs. We hypothesized that job title
proliferation should be less prevalent in occu-
pations that enjoy the power and status associ-
ated with craft unionism and professional stand-
ing. The results for unionization are generally
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consistent with our predictions: industrial un-
1ons favor detailed subdivisions of labor and
craft unions resist them. When we categorize

work roles very broadly. professional lines of

work do not stand out as expected. However,
examination of a subset of predominantly white-
collar occupations that vary along dimensions
of professional standing suggests that this is
because several conflicting influences are at
work. Job title proliferation is least prevalent in
work roles characterized by high prestige and
specialized training requirements, two charac-
teristics that help distinguish the established
professions from aspiring oncs. The established
professions presumably resist elaborate job
structures in California state government be-
cause those structures provide an alternative
system of organizational control that threatens
professional autonomy and hegemony. The
more detailed the job title, the more casily per-
sonnel authorities can define the content of work
and inspect job occupants moving within state
agencies.

On the other hand, professional unions in the
civil service appear to have embraced vertical
distinctions to widen pay ranges and subsume
managerial and administrative duties within
kindred titles. Morcover, among occupations
with equal prestige and training requirements.
those with credentialing requirements exhibit
greater lateral proliferation. This may reflect
the fact that professional credentialism often
occurs in occupations whose professional status
is less accepted, and where formalization may
enhance occupational claims. In these casex.
credentialism goes hand in hand with a detailed
subcategorization of jobs as a strategy for re-
stricting access and garnering power for incum-
bents. In sum, our results for unionization and
professional standing underscore how the col-
lective organization and privileged social stand-
ing of occupations provide workers with the
capacity to shape the division of labor.

Job title proliferation is also strongly related
to several aspects of the organizational context
of work, including when the line of work was
introduced into the California civil service and
the number and size of agencies in which the
work role appears. There is less job title prolif-
eration in lines of work that are “younger.”
concentrated in large organizations, and preva-
lent throughout state government. While these
results might appear counter—intuitive. we sux-
gest that they are illuminated by the notion o
rationalizarion. In California state governme:.t.

NU—
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rationalization has involved attempts by state
agencies — and. perhaps more importantly, by
central personnel authorities — to streamline
the job classification system, eliminating idio-
syncratic positions and creating a simple, stan-
dard job title structure. It seems plausible that
these rationalization efforts have been more
cxtensive in larger organizations; in generic or
“service—wide™ lines of work; and in recently
created civil service occupations.'®

At first blush, these findings may seem in-
consistent with Weber’s treatment of bureauc-
racy, especially given its emphasis on the ex-
pansion of a detailed division of labor and ex-
tended hierarchy of offices. However, ration-
alization is also at the core of a Weberian under-
standing of bureaucratization. The California
civil service illustrates how bureaucratization
sometimes proceeds by lessening formal hori-
zontal and vertical divisions of labor, unifying
and consolidating activities and roles.

Our data do not permit us to assess the tech-
nical efficiency of various job title structures,
nor have we systematically contrasted techni-
cal with social and political imperatives. Yet
while compelling efficiency rationales can
explain some of our results (such as greater
proliferation among administrators and highly
paid positions generally), other findings are not
so easily interpreted in efficiency terms. For
instance. after controlling for the number of
incumbents in a work role, it is not clear why
extensive job title specialization would be tech-
nically superior in small organizations, in old
lines of work, in occupations with a particular
mix of male and female (or white and non-
white) incumbents, or in occupations lacking
prestige and specialized training. These rela-
tionships begin to make sense, however, when

'“ Qver the last decade, the state has delegated

many personnel functions to individual agencies. A
state agency can now do its own testing for a posi-
tion and create its own list of eligible candidates, hut
onlv if it is the sole agency emploving that job class.
If the job title appears in several agencies, each
agency draws from the common list of candidates,
allowing agencies to cannibalize one another’s tal-
ent pools. According to state personnel officials, this
has created an incentive to proliferate agency-spe-
cific utles in work roles that span several agencies.
This incentive is presumably greatest for job stems
concentrated in small agencies. which are hurt most
by inter-agency “raiding.” We are indebted to Brian
Mittman for noting this development. which may
help explain our findings regarding agency size and
diversity.

we think of job definitions as shaped by more
than purely technical considerations.

Further, efficiency rationales for job title
proliferation generally focus on its role in cre-
ating pay distinctions within a given line of
work, in order to create promotion incentives
(e.g., Milgrom and Roberts 1988) and to reflect
differences in job responsibilities, labor market
conditions, human capital investments, and the
like (e.g., Rosen 1983). We found some evi-
dence consistent with these accounts — for
instance, greater vertical proliferation in highly
paid occupations and occupations represented
by professional unions. Yet many of the factors
affecting vertical proliferation — such as the
gender composition, organizational context, and
founding period of work roles — had similar
effects on functional and organization-specific
proliferation within stems (and on stem prolif-
eration within occupations). These dimensions
of proliferation generally have little, if anything,
to do with pay distinctions in the civil service
context. In short, the use of job title distinc-
tions to facilitate pay differentiation is certainly
part, but by no means all, of the story.

By documenting how demography, the power
and status of occupational groups, and organ-
izational settings interact in shaping job struc-
tures, this paper contributes to a burgeoning
literature on systems of workplace control and
how they are shaped by competing interests
inside and outside organizations (Pfeffer 1989).
Since our analysis is cross-sectional and re-
stricted to a single civil service system, caution
is warranted in drawing generalizations and
causal inferences. However, our findings are
consistent with other recent research. Baron and
Bielby's (1986) cross-sectional and longitudi-
nal analyses. based on a sample of mostly small,
private sector organizations. yielded similar
results. The social, cultural, and political bases
of personnel matters have also been documented
in recent studies of other civil service systems.
Bridges and Nelson (1989). for example, dem-
onstrate how gender. political interests, and
structural inertia interact to shape job classifi-
cations and the linkages among jobs for pay
purposes in the Washington state civil service.
DiPrete (1989) provides a similar historical
portrait of the Federal civil service, noting also
how prevailing beliefs about professional work
shaped the contours of the Federal job classifi-
cation system. Hopefully. future research will
examine other organizational contexts and trace
the evolution of job structures over time. to
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gauge the generalizability of our findings and
speculations about causality.

The division of labor is receiving increasing
attention from academics, practitioners, and
policy-makers alike, especially given recent
attention to comparable worth and the job struc-
tures of Japanese organizations (Lincoln and
McBride 1987). All audiences will gain, cate-
gorically, from future research examining the
social, political, and historical forces that shape
how jobs are defined and structured.
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