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Abstract, In this paper I investigate local labor-market processes which are associated with clerical
employment in the financial and business services. I use a case study of Columbus, Ohio, to
examine the process by which individual workplaces go about recruiting women workers and
how women search for paid work. This process is viewed from the perspectives of employers
and women clerical workers through the interpretation of a questionnaire survey of a samplc. of
workplaces, and interactive interviews with personnel managers and women employed as clerical
workers. I analyze the strategies that establishments utilize to recruit clerical workers 'and the
job-search methods of the women interviewed. The results indicate that formal‘ techniques ‘of
hiring and searching (for example, newspaper advertisements and temporary agencies) are partic-
ularly important, but informal methods (for example, personal contacts) are also very significant.

The popularity of these techniques varies by location within the metropolitan area. Downtown

locations for establishments and women employees are much more likely to be associated with

formal methods, whereas informal methods are more popular in suburban_ workplaces. [ argm;
that these processes illustrate that employers and women are enme.sped in a com.plex web o
localized sociospatial relations and networks in their efforts to fill positions and find jobs.

1 Introduction ; isci
For some time now, feminist geographers have been challengiflg conven.tlonal SUbd'ltS'CI-
plinary divisions in geography. This challenge is reflected in a growing recogm.:(l)ln
of the fruitfulness (and necessity) of blurring the boundarle§ between vant?] ai
spheres of human activity previously viewed as mutually exclusive. One ar;:a] o
has received a great deal of attention in this regard is the geography 0h alot
markets, as it sits at the interface of social and economic gquraphy- Over l'en aisn
twenty years it has become clear that economic restructuring, the‘ cxpz;nis:;mi_
women’s paid employment, and the massive growth (,)f serv}ce.mdusmsxs-lc?;rstanding
cably linked. Feminist geographers have been steafil}y enriching ;ur' e eretion of
of these links, as evidenced by the research activity around t eé‘; Jand. 1993:
gender and labor markets (see‘ for example, Christopherson, 1989,. t gconn’ectiOHS’
Hanson and Pratt, 1991; 1992; Pratt and Hanson, 1.994). These 1n Z el they
have not eluded the attention of economic and industrial geogr.a?l?er& W roguction
continue to focus much of their research on ques.tions of ﬂemblhtl):a\r/l: bein calls to
technologies, interfirm linkages, and new industrial spaces, there *° nd individual
Place greater emphasis on social and political contexts, liocalnprose;i";]; 1992).
workplaces (Gertler, 1992; Sayer and Walker, 1991; Tickell an £ thé geography of
These broader issues act as the backdrop to my .exploratlon © ot 1 explore a
loca] labor-market processes associated with clerical employr(rile \w;ith Columbus,
Particular local intersection of labor supply ar.ld lab-or demar,; ;earch for clerical
hio, as a case study. I investigate the manner in which wo::,liies go about recruit-
Work, and individual employers in financial apd business hsethe mterpretation of a
ing women workers. This process is examined throug
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questionnaire survey of a sample of workplaces, and through in-depth, interactive
interviews with personnel managers and women employed as clerical workers.

My case study mirrors a number of widely noted observations about labor-market
processes. First, despite gains made in professional and managerial occupational
categories, the typical paid job for women continues to be clerical work. Currently,
about one third of all women in paid employment in the USA are clerical workers,
and 80% of clerical workers are women. Second, there has been a resurgence of
geographical interest in the service industries, especially financial and business
services (see Daniels, 1992; O hUallachain and Reid, 1991; Sui and Wheeler, 1993;
Wood, 1991). Financial and business services are fairly labor intensive, particularly
in terms of clerical work. For example, 44% of workers in financial services in the
USA are clerical workers (Hunt and Hunt, 1987). Third, the banking and insurance
industries have identified themselves as practitioners of human resource management
policies, aiming to promote ‘meritocratic objectivity’ in recruiting and promotion
decisions (Keep, 1989).

2 Finding workers, finding jobs: recruiting strategies and job-search methods
A number of scholars have argued that a thorough understanding of labor-market
dynamics can only be achieved by exploring both the demand and the supply sides
(Clark and Whiteman, 1983; Peck, 1989; Sayer and Walker, 1992). There has been
a vast accumulation of literature in sociology, economics, and management studies
investigating labor-market processes. However, the emphasis of this literature has
tended to be on supply-side factors. Not surprisingly, then, much attention has been
focused on the searching by job-seckers (see for example, Campbell and Rosenfeld,
1.985;- Granovetter, 1974; Holzer, 1988; Kahn and Low, 1988) and hence relatively
little is known about the recruiting and hiring practices at workplaces {(but see,
Barron etal, 1985; Collinson et al, 1990; Curran, 1988; Doeringer and Piore,
1971; Ford et al, 1984; Holt, 1970; Rynes, 1990). The limited academic research
(as opposed to practitioner’s guides) does not mean that employers are passive in
the labor-rr}arket process—far from it. Instead, it relates to the dearth of adequate
data .that, In turn, reflects the difficulty of obtaining information on the internal
workings of firms (Devine and Kiefer, 1991; Foley, 1990)
Recruiting (and job searching) can take a range of forms and occurs internally
and externally to WO{kplaces. Internal recruitment (or, broadly speaking, internal
lla;gzr-mar kets) is particularly popular in the finance sector (Crompton, 1989; Egan,
; ford etal, 1984; Hartmann, 1988). Internal labor markets (ILMs) mean that
vacancies above entry level are filled by current employees, and involve some form
of internal promotion or career ladders and training systerr’xs to retain and advance
;:Z;i’;‘e ?thLOyeeS- Re(fr-umng frorr} their ILM is often an employer’s first choice
already kn;:vnu?lif)rl:cmltlmg and training costs, and because the applicant’s record is
of ILMs for th le‘ al, 1984; Jenkins, 1986; Jenkins et al, 1983). The attraction
¢ employee is that they serve to insulate them from competition with

the external labor market Doerin i .
1990; Osterman, 1984), ( ger and Piore, 1971; Hartmann, 1988; Lovering,

Generally, the most extensive
ILMs are associated with large
there has been an increase in the
some small establishments have
retau}ing current employees (

use of, and most highly developed, job ladders and
establishments. However, evidence suggests that
use qf ILMs by establishments of all sizes. Even
been ntroducing employment practices aimed at
Ford et al, 1984; Granovetter, 1984). In addition, ILM
xtended to nonmanagerial or professional occupations,
ed form, and some clerical workers (usually in large
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establishments) have begun to enjoy the benefits of ILMs (Boddy et al, 1986; Ford
et al, 1984; Hartmann, 1987; Lovering, 1990).® .

Recruiting and job searching in external labor markets can be categorized as

formal’, ‘direct applications’, or ‘informal’. Formal strategies involve the use of
impersonal or institutional intermediaries. These include newspaper advertisements,
employment agencies, school and college placement programs, and professional
organizations (including unions). Direct applications by workers include unsolicited
letters of application or applying in person (what employers refer to as ‘walk-ins’).
‘Inforrnal methods refer to those strategies which rely on personal contacts (including
instances where people receive unsolicited information leading to a job). Employers
describe an applicant from personal contacts of current employees or business
associates as ‘word-of-mouth’ or ‘referrals’. .
' Although it is difficult to get exact statistics, it seems that at least 50% of all
jobs in the USA are obtained through informal strategies, and that formal job-
search strategies may account for between 20% and 40% of placements {Corcoran
etal, 1980; Granovetter, 1974; Saunders and Flowerdew, 1987; Schreier, 1983).
Clearly, informal recruiting and job-searching methods are extremely important
labor-market processes. From the supply side, information obtained through personal
contacts is considered more reliable and thorough than that obtained through other
means, including information gained formally through job advertisements or even
from personnel managers. Personal contacts may provide a more accurate picture
about the internal working of the prospective workplace, -the working conditions,
and the possibilities for advancement (Datcher, 1983; Granovetter, 1974; Hanson and
Pratt, 1992). Moreover, obtaining a job through personal contacts tends to lead to
more satisfying and better paid jobs than do other methods (Corcoran et al, 1980;
Granovetter, 1974). On the demand side, employee referrals are a quick and cheap
means of obtaining applicants, and it seems that employee referrals are among the
best source of long-term employees (Collinson et al, 1990; Devine and Kiefer, 1991;
Manwaring, 1984; Rynes, 1990; Wood, 1988). This strategy has been described
by Manwaring (1984) as creating extended internal labor markets (EILMs), as employee
referrals blur the distinction between closed, internal, and ope, external labor
markets. Thus, positions obtained through EILMs are not truly open to competition
In the external labor market because only a select pumber of people hear about the
Iob openings. In a sense, some of the protection of ILM:s is extended to a specific
segment of the external labor market—those people in the social networks of
‘urrent employees.

Although employers use a variety of recruiting methods, formal methods tend to

be favored when hiring skilled workers (especially regional or national I}eWSPaPl";rS’
Professional journals, and -employment agencies), and informal techniques when

seeking unskilled workers. Formal recruiting techniques are more time consuming
and expensive than informal techniques, and as low-status, less skilled jobs ha;e
higher rates of turnover and more frequent openings, they are more likely 1?92;3
associated with informal recruiting techniques (Schultz, 1962; Simpson, .

ractices so that they have

o point out that clerical workers (and, indeed,
labor markets and more limited advancement—
eiling effect’ for women managers (Crompton,

1 . . . ‘
® Although some establishments have changed their employment P

;I,lternal_clcrical labor markets, it is important t

h;)men in general) face more truncated internal

191;;06? the recent media attention on ‘the glass ¢
9, Egan, 1982; Lovering, 1990).
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Job search methods vary by occupation and gender.® As a broad occupational
category, blue-collar workers are more dependent upon personal contacts than are
white-collar workers (Campbell and Rosenfeld, 1985; Rees and Schultz, 1970).
White-collar workers are more dependent on formal methods, but more detailed
occupational breakdowns conclude that higher status white-collar workers make
more use of informal methods than lower status white-collar occupations (Gottfredson
and Swatko, 1979; Granovetter, 1974). In general, women are more likely than
men to employ formal job-search techniques, and, when women do use informal
methods, their contact is more likely to be a woman with whom they have a close
relationship, or what Granovetter (1982) calls “strong ties”.® Given that women are
more likely than men to be in lower status white-collar occupations, women clerical
workers are even more likely to employ formal job-search strategies. Certainly,
women clerical workers, while still using informal methods, tend to rely on employ-
ment or temporary agencies and newspaper advertisements more than blue-collar
workers of either gender (Campbell and Rosenfeld, 1985; Corcoran et al, 1980;
Hanson and Pratt, 1991).®

To some extent local labor-market conditions influence the employer’s choice of
recruiting method. In times of labor scarcity, employers attempt to cast their net as
widely as possible. They use informal techniques (essentially EILMs) and most
formal recruiting techniques, including the use of employment agencies (under other
conditions employment agencies are often dismissed as producing too many inap-
propriate and poorly qualified applicants). During recessions, there is less reliance
on formal techniques (partly because of the cost of some of them), and internal
recruiting is increased. Interestingly, informal methods are often also given priority
during recessions. Presumably this is because EILMs are a cheaper and faster
n.lez?ns of recruiting workers, and because employers assume that referrals will have
similar qualities to the referring worker and will ‘fit in’, thereby reducing training
costs and the rate of turnover at a time when economic resources are scarce. Of
course, the i.mplication of the intensified use of ILMs and EILMs during recessions
means that it becomes even more difficult for those who are truly in the external

@ Early ]ob-sea.rch studies_ tended either to disregard gender differences or to ignore women
;lltogethe.r by simply cons1d‘er‘ing ‘men. Presumably part of the explanation for this was the
ower pald‘labor-force participation rates and more ephemeral employment history among
ZV;]TCH ; uring the 1960s and early 1970s. However, as women have become a more signifi-
sl i o s O e Have begun 1 considr gt
(f) People that the job searcher knows
ties. Weak ties exist with those peo
operate in different social networks.
Job seeker has weak ties are likely
effegtive personal contacts in a job se
dominated by people of the same g
Won}f:_n’s networks, compared with t
significant because, regardless of gen

well—relatives, friends, and neighbors—represent strong
ple whom the job searcher knows less well, and who
Granovetter (1982) argues that people with whom the
to have different information and thus may be more
arch. However, the social networks of most people ar¢
ender, and given the segregated nature of paid worlf,
c!hosi:hof men, are less occupationally diverse. 'ghis bls
. er, the most effectiv in j end to b¢
men with whom the searcher has weak ties. That Woni(;s: t?)fatrsscl)?ui?bccs)i?::}tl: stet:nd to be

women wi ;
high-:r:uml:; j‘zg?;cla:lclﬁyi:?ge strong ties may result in their enjoying fewer opportunities for
Hanson and Prayt, 1991). rmation (Campbell and Rosenfeld, 1985; Corcoran et al, 1980;

> gies also vary by race and ethnici . : re

more lik ethnicity. For example, African-Americans 2
Cor:or; rlelzt ;(l) LIsgeS (gerjsonka_l contacts to search for jobs (Campgell and Rosenfeld, 1985
. » el mlsfi(lg%)' This also reflects occupational segregation, because
ikely than European-Americans to hold blue-collar jobs, which

ar i .
¢ more likely to be found through informal contacts (Jenkins, 1986; Williams, 1993).
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labor markets (that is ‘outsiders’ with no personal contacts inside the employing
establishments) to obtain jobs (Maguire, 1986; 1988; Manwaring, 1984; Rutherford,
1994; Wood, 1988).

3 The difference that space makes

Geographers have argued that information about labor markets is not homogeneous
across space, and that the same piece of information may generate different behaviors
in different places (Amrhein, 1986; Amrhein and Mackinnon, 1985; Clark, 1986;
1987; Clark and Whiteman, 1983; Clark et al, 1986; Hanson and Pratt, 1991; 1992;
Miron, 1978). A number of studies have examined labor market processes theore-
tically (Clark, 1986; 1987; Clark and Whiteman, 1983) and through simulation
models (Amrhein, 1986; Amrhein and Mackinnon, 1985). Unfortunately, geographers
have produced few empirical explorations of the process through which people
find jobs and/or employers find workers (exceptions include, Angel, 1989; 1991;
Hanson and Pratt, 1991; 1992; Pratt and Hanson, 1993; 1994; Rutherford, 1994;
Saunders and Flowerdew, 1987).()

My starting point here is that different recruiting and job-search methods are
associated with catchment areas of different spatial reach. Formal recruiting and job
searching cover a wider geographic area than informal techniques reliant on social
networks that are often quite localized. At the same time, the spatial extent of
recruiting and searching for highly skilled jobs is far greater than for low-skilled
jobs, because of the scarcer availability of people with the requisite high skills.
Certainly labor markets for clerical workers are almost always local, unlike, for
example, the regional, national, and even international labor markets for well-paid
high-status professional occupations (Angel, 1991; Hanson and Pratt, 1991; 1992;
Huang, 1989; Pratt and Hanson, 1994; Saunders and Flowerdew, 1987; Simpson,
1992). : : .
Until recently, most studies have considered labor markets at the metropol.lt‘an
or regional scale, or dealt with migration between regional labor markets. As cities
become more polynucleated they increasingly consist of multiple ‘local’ lab(?r marketst
that are made up of different internal and external labor markets (L.,overmg,‘l.990,
Peck, 1989; Simpson, 1992). In short, a single urban area consists of distinct,
but overlapping, labor markets and, even at the intraurban scale, labqr-market
and occupational segregation are manifest in and through space. Studying labor
markets at the intraurban scale is particularly important when dealing with W";“e" §
paid employment, as women conduct more localized job searches and have s o;tver
commuting distances than men (Hanson and Pratt, 1991; 1992, JOhnSt_On'An“mO'? o,
1988; Pratt and Hanson, 1993; 1994; Preston etal, 1993). In this respect it 1S
significant that the suburbanization of financial and business sc?rvwes hag receflved 12
great deal of attention, particularly the emphasis on supplies of highly locallzefé;g;la
clerical labor as a locational factor (England, 1993; Huang, 1989; Nelson, v ch g

The local nature of clerical labor markets is reflected in the employer.S ¢ O:IC:;
of recruiting channels. When formal strategies such as newspaper advertlse;rleeas
are used, vacancies in clerical work are advertised in local newspapers, ;eirsive
advertisements for professional vacancies appear in newspapers 'W“h mo_rﬁ ed' fferent
catchment areas. That there are different geographies associated with di
he use of primary data, and recent

thered from individual workplaces

tionnaire surveys, of interviews
d Pratt, 1991; 1992;

N R‘?Search on intraurban labor markets usually requires t
Ffmp“iCaI research on local labor markets employs (91;&53S ga

or example, Elhance and Chapman, 1992; Ley, 1985), ques
Wth workers and managers (for example, Angel, 1989; 1991; Hanson an

Pratt and Hanson, 1993; 1994).



K V L England
2000

labor-market conditions, especially for lower Sti-itllS occupa : t over and more
current local conditions may relate to t1.1e hlgher r?;ﬁ? Ome;lrsn that employer
frequent hiring in lowefr stat?s, lo‘gg; :Cll(lglelg :;tr):c';hed 1\Sv hich. i torn. increases
constantly have their information u e : ’ ) }fanson and
i their informal recruiting techniques. For 11.1stance, :
;)hr:tff(ff;;l;rflsz:’; fthat in “their locational de.cisionmaking, recru1t’rrient str:tel%wz,f 211}11(:
hiring practices ... employers ... disclosed a firm grasp of the socia geogrfgelyfor e
e e o
in the local landscape of labor, and play _ :
;::)z:)rlrcfrfa:l[:ets (also see Pratt arr)ld Hanson, 1994). In her classic study of clleflczlc;'rltll)l(;:
demand and supply in the San Francisco Bay Area, Nels(')n (1986)1: a;’f’} s that
clerical labor demand was a major determinant of the location of bac (1)1 lfv e of
are heavily reliant on clerical labor. She argueq that employers v:zere (;ve %(li S heir
the varied geography of their ‘preferred clerical .1§bor supply an ma ot
location decisions accordingly (for a sympathetic critique of the spatial entrap
hesis, see England, 1993). .
t The genergal notion of employers as applied social geographers is supported li();
recent management literature that indicates that personnel managers have begun
conduct ‘recruitment research’ in order to employ a particular so'rt. of employee.
Recruitment research includes generating employee profiles describing the. dem;)-
graphic and socieconomic characteristics of the populations from V'Vhldigzg 86.
employer has had the best success in recruiting (Caruth et al, 192.38; Hardmg,1 rs,
1989; Knights and Morgan, 1991). Part of this research often {nvolves er'np 0)’;
becoming social geographers, analyzing local conditions regarding potential la Of
supplies, other opportunities for employment, the local housing market, and COI}I:
muting patterns. Research of this nature apears to be particularly relevant to the
recruiting of clerical workers. For example, o
“Other organizations have identified sources of employees by determining where
their current employees live. This type of research, however, is likely to be
more revealing where entry level production or clerical workers are concer'nefi-
If a firm discovers that the majority of its lower level employees reside within
twenty miles of the work-place, recruiting efforts for these kinds of employees
should be concentrated within that geographical area” (Caruth etal, 1988,
page 144). )
“[The company] must seek answers to a range of questions. Is there a nOt.ICeal?lel
movement of population in the area? Why? What is happening to feSIdeITna
real estate prices? What are the trends in residential real estate constru_CU(}I}’
and what do they imply about the future mix of the population? Is there Slgf“'ﬂ’
cant pressure to control growth? How are the reputations of the communities
within the 30-minute [commuting] zone changing? Why? Are there likely to bei
changes in the quality of the education students receive at local schools'{ Wfl
road improvements or increased congestion change the recruiting radius 10
coming years?” (Harding, 1989, page 12)
Such recruitment researc
employers prefer to recruit
residents have particular em
that recruiting locally will
tation problems (Curran, 1
Rees et al, 1989). Evidenc
substance to claims that at

h also supports findings of labor-market studies thlilt
from specific neighborhoods where they ﬂSSume,t ¢
ployment-related qualities. And that employers believe
reduce absentecism and turnover caused by transpo(r)"
988; Dick and Morgan, 1987; Rees and Schultz, 197d’
e of employers conducting recruitment research also ath
tempts to exploit and reproduce the social relations of th
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locality of the workplace are one means through which employers attempt to gain
social control in the workplace (Blackburn and Mann, 1979; Dick and Morgan, 1987,
Knights and Morgan, 1991; Littler, 1982; Maguire, 1986; 1988; Rutherford, 1994).

In most previous geographical studies either the supply side or, less often, the
demand side of labor markets was examined (reflecting the general nature of the
literature on labor markets). Hanson and Pratt’s recent work is an important
exception (Hanson and Pratt, 1992; Pratt and Hanson, 1993; 1994). They show the
spatially grounded and localized nature of the knowledge employers and workers
us¢ to make labor-market decisions. In their study of Worcester, they found that
employers were aware of, and acted upon, the intraurban geography of labor
supplies in their choice of location and medium of recruiting. For example, many
utilized particular recruiting strategies (personal contacts as opposed to newspaper
advertisements) to yield a highly localized labor-force. Expanding on earlier work
(1991), Hanson and Pratt also showed that the job searches of employees were
embedded in the localized sociospatial relations of everyday life, including the
workplace. In essence, they illustrate the interdependence of employers and workers
in constructing local labor markets, and the importance of geography in that process.
Their work underscores the need to consider, in an integrated fashion, the demand
for and the supply of labor, in order to gain a thorough understanding of labor-
market processes.

4 Recruiting and job searching in Columbus

The City of Columbus has a population of 630000 and i
(980000) which forms the focus of the Columbus MSA (
2 diversified economy but, unlike many other ‘snowbe_lt’ ' e
Strong heavy-industry base. Columbus has become increasingly zfssomale o
service-sector industries and occupations. Half of the lajt)or force is emp oz i
managerial, professional, and technical specialties, and in admlmstran.vef.snapnpcep
occupations; and about two thirds of the total labor force 1S employed 1(111 i e
insurance -real estate (FIRE), public administration, retail trade, and se :

! ' i 11 clerical workers and/or
Nationally these industries employ the largest shares of a : x(cHum | workers 2087

have labor forces with a high proportion of clerical W.orker ke it distinctive.
_ Columbus has a number of economic characterlgtlcs that m N ies that arc
First, as the economic profile of Columbus is dominated by 10

. oo,
eliant upon clerical workers, it has an unusually large clerical lgl::(c)(r)nfc(i) rct}ele(ﬁcgl
“mpared with the national average of 16%, of the labor forc;e]). Seee " e state
®or market is quite buoyant. Unemployment is C(_’HSIStemly-t . Third, during the
2d often lower than the national average, even during r‘ecessmnts.. ) and’ umerous
19805, Columbus often led the country in terms Of-JOb Zregt:z(;)uiard and Poor’s)
Usiness-climate indicators (for example Louis Harris, anbes and Fortune) often
™d business magazines (for example Business Week, Fo’r Moreover, the business
fanked Columbus as one of the ‘best places t0 do buslne;séommerce) ’often empha-
Magazines (and, subsequently, the Columbus C.jha.mber o pus and point out that, in
Size the relatively low rate of union membership in Colum D o aerage, especially
®mparison with other US metropolitan areas, Wages are
M clerical work.

Over the last thirty years, office fun v
T tion—a process which has been fastest among loymen
The most notable growth in office space and office ?mtI;on) o
" norh (reflecting the general trend of subUfb.amzathis owth oceurt
®Stablished, very affluent residential suburbs. Initially,

s located in Franklin county
1.4 million). Columbus has
cities, it has never had a

us have undergone suburpan-
IRE and business services.
t has been towards
a number of well-
ed in the

ctions in Columb
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northern segment of Franklin county but, more recently, Delaware county, the northern
county in the MSA, has also shown growth. Indeed The Wall Street Journal recently
described Delaware county as one of “America’s 20 hottest white-collar addresses”
(Swasy, 1994). Many of these northern suburbs have among the highest median
household-incomes, median property-values, proportion of owner-occupied housing,
and proportion of residents in high-status occupations in the Columbus MSA.

In this case study I explore the recruiting strategies of a group of employers and
the job-search methods of women clerical workers. The demand side is explored
with the aid of overlapping data sets: a questionnaire survey of employers; lengthy
interviews with personnel managers; and data based on the zip code of residence of
female clerical workers employed at a sample of workplaces. The questionnaire
survey provided an overall picture of popular strategies employed to hire clerical
workers. In 1990 questionnaires were sent to 250 FIRE and business services
establishments, selected from various publicly available Columbus business direc-
tories. To reflect the decentralization of office functions, half the questionnaires
were sent to employers located in and around the downtown area, whereas the
remainder went to employers located in the suburbs. The survey included questions
regarding the size and occupational composition of the establishment’s labor force,
procedl.lres for recruiting clerical workers, and policies regarding career ladders and
promotion opportunities for clerical workers (internal labor markets). A total of
136 (54.4%) completed questionnaires were returned, with downtown and suburban
locations being represented equally.

The responses to the questionnaires were subdivided along two axes. First, to
take account of multiple labor markets at the intraurban level and to examine
whether different recruiting methods are associated with different locations, the
responses were subdivided according to whether the establishment was located
downtown or in the suburbs [the sample was subdivided into ‘downtown’ if the zip-
Fode address was within the central business district (CBD) zip code, and ‘suburban’
if the emplgyer ha'd a subufban zip che]. Second, given that ILMs are more likely
to be assoctated with establishments with large numbers of employees, the responses
xz;et:\:lllcilc;n?ff by number. 9f employ'ees to investigate whether smaller establish-
The re:sponseslw‘:;?:;nt ;fi?r}l(;tmg techr.uques comp .are(.i with larger establishments.
(1984). Tn b o su fm e]call.accordmg' to the guidelines suggested by Granovetter
average establishmegt :iz C;ta 1':IShment o fmd .labor x}larkets, he found that the
(whercas the fgure for manufacturing. for eusepe oon G 200UC LT SN
samples into those with f: ve ac}:llrlng, for Sxample, was about 60). He -deed s
establishments had fewerwt(lflr : allz) 20, 100, 1000, and 10000 (most private-sector
responses were from establis;lln o0 cmployees). In my sample, 41.2% of the
with between 20 and 100 em 1ments b ove: 100 employees, 32.3% from those

In-depth, open-cnded int 5 oyees, and 26.5% had fewer than 20 employees.

20 of the establishmentc Wh_r\l’llews were conducted with the personnel managers of
between downtown s sup ic responded to the questionnaire, again evenly split
suburban locations. The interviews, which lasted between

he manager’s strategies to recruit and
establishments ranged from 15 to 2268

were counted), Wh 'ms, only those employees at the specific site studied
) ere possible, efforts were made to interview the personnel

managers o
T}g,e jObeg;cv}vlo;;q: }:c.e S IOf the women clerical workers whom I interviewed.
interviews with 30 womg:a IW(.)rkers was explored by analyzing in-depth, interactive
three to five hours, A clerical workers. Their interviews lasted approximately
+ Among other things, the questions dealt with how the women
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went about obtaining their present jobs, and the promotion and career development
opportunities offered by their employer. Most of the women worked full-time
(24 out of 30), four worked part time, one job-shared, and one worked as a ‘temp’.
The women interviewed were evenly split between downtown and suburban work-
places, and about half worked at large establishments, six at medium-sized workplaces,
and seven at small workplaces, and if they worked downtown they were more likely
to work for a large establishment.

41 Internal labor markets
The questionnaires and the interviews with the personnel managers indicated that
almost all the large, and a number of the medium-sized, establishments had some
approximation of an ILM for clerical workers. The suburban-based establishments
were (slightly) more likely to favor internal recruiting. Generally, employers sought
to limit recruitment and training costs for clerical workers, especially \yhen, as one
personnel manager (employing 63 people) put it, “our business is one in which the
labor cost is the primary cost of doing business”. Many remarked that a favored
strategy to reduce labor costs was to introduce policies aimed at curbing turnover
and at advancing employees. This usually meant choosing to promote current
employees rather than looking externally when vacancies occurred. As one personnel
manager of a large establishment said: _ ,
“We look internally first. We look within the department and see if thf:res
anyone there who might be wanting to move into that.posmon. And if thgre S No
one in that particular department, then we post the job so that people in other
departments in the company can have a shot at it if they’re 1.nterested in being
promoted or transferred to another department. And if nothing comes up that
way, then we look externally” (1892 employees). N I
Most of the large establishments had a policy of advertising and searching for
jobs internally for a certain length of time, before any efforF was .made to recruit
from the external labour market. Among the women whom I 1nterY1?wed about half
worked for large establishments, and most of these had such policies. A number,

iﬂCluding Sarah, had taken advantage of them.
“Jobs are posted on a bulletin board on a wee
board. You can apply for any job when it co _
skills, then they’ll hire you for it. They post the opening for ;hriet}?r?esdi:;(:
then, after the three days, they’ll put it in the newspaper. A.fter‘:h_ons e e
people from inside cannot apply for it. You have to do 1t withi
days.” (Sarah)
The interviews confirmed previous stu
¢mployers and employees. Employers felt

about an internal applicant’s job-related abilities .
pplicant’s jo : ‘ S an
an applicant from the external labor market is largely an unknown quantity y

Also pointed out that emphasizing promotion from witpin seemed 1\:10 Zrzlziaril;ter;v;)l:ic:(;
Motivation and boost morale. Most of the firms which had ?L 51’ s the
them during the 1980s. A number believed that thfare was a dllr)egt 1?oductivity o
introduCtion of ILMs for clerical workers and the mcr'ease: in their ﬁa O aanted out
Slowed rate of turnover. As one manager (employing 94 Peolr)m eI:he e imess
We're looking for meritorious performance, and hopefu}l);) we Itl;]ae } go e ough the
vell enough that the people are inclined to do a good J0 kafi hey & el labor
Promotions”. The women I interviewed generally r'emar e e was often
Markets meant that they could expect to enjoy promotion prospects.

kly basis. I'm always at the bulletin
mes available. If you have the

dies regarding the advantages ILMs offer

that they benefited from prim.' knowledge
and personality traits, whereas
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reflected in their ambitions and career aspirations. Toni provides an example of this:

“m currently getting offered the executive secretary job, which is the only job

like it—secretary to the president. But I've interviewed for three jobs (within the

company) in the last eighteen months. ... They make room for raises. I was top
of my grade, so the only raise I could get was general cost of living. This new
job puts me in a new grade and I can now work again for some raises.” (Toni)

Internal Jabor markets were not feasible for small firms. Instead, these employers
stressed mutual loyalty and said they offered a friendly working environment (which
they felt larger firms did not). For example, a manager of a small establishment (18
employees) remarked: “We have not needed to recruit for clerical workers since
1974. Our people want to stay with us,” and another (15 employees) said: “All our
clerical workers have been with us anywhere between 10 and 30 years”. So, instead
of promotion prospects, small establishments appeared to be emphasizing long
employment histories and, supportive, personalized working conditions. This sense
of reciprocal obligations was very attractive to many of the women interviewed who
worked for small firms.

“I prefer a small company. You get to know the people and they get to know you

a lot better. Camaraderie is a good word to describe it. If someone in the office

is having a problem you know them well enough that you can just tell. I'm one

who believes if you talk about it and get it out into the open, a solution may
come to you or will make you feel a little bit better. If it is something that you
can’t change, at least you know that someone else cares, and that you’re not just

a number on an ID card.” (Jenny)

When questioned about the disadvantages of small workplaces, the managers
and women almost always mentioned the lack of opportunities for promotion or
even lateral movement. Interestingly, and in spite of the mutual loyalty and reciprocal
f)bhga.nons espoused by the personnel managers, a number of the younger women
interviewed 'cc?mmented that limited opportunities did not really bother them.
However, this is not because they lacked ambition, but rather that they were hoping
to further .their education and use those qualifications and their work experience to
apply for jobs with other employers who offered greater prospects for promotion.
Carolyn exemplified much of this:

“The only disadvantage in working for a small company is in the case of
advanf:em ent. It wou}d be very, very hard for me to advance here. But that

:t’s‘;s‘:) ; COHCT_rfn me right now because I don’t plan on being a secretary for the

.my life. T eventually want to go back to school because so many
companies are degree oriented these days. 1 know that there are several large

;?e?(;reat:;):s ;hat won’t even consider you without a degree, not even an associ-

gree. * want to be able to walk into a large corporation some time and
start working for them.” (Carolyn)
4.2 External labor market

:’;:;;?(;ljesrzsrza;ch silggest.s that in external clerical labor markets, the favpred
hout i(;rg:l.a;d(partlcu]arly [Dewspaper advertisements) and direct applications,
crente Bl nge. o Snce of the importance .of informal techniques that effectlvc':ly
for recraiting 'clerical ‘evsp(])(nses to the question “What are your major strategles
The question wer -or ;rs from outside the firm?” are summarized in tabIe.l-
that the responde tp n-ended, so there was no limit on the number of strategics

p nt could record. The percentages, then, represent the frequency
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The results in table 1 indicate that various formal techniques were the most
frequently used strategy, followed by informal methods, with direct applications a
distant third. In comparison with previous studies, informal methods were more
important and direct application much less important (this might be because the
questionnaire was administered at the beginning of the recent recession). Among
formal techniques, newpaper advertisements were especially popular for all but the
small, downtown establishments. Columbus-wide newspapers tended to be favored,
especially The Columbus Dispatch—the only metropolitan-wide daily newspaper.

Table 1. Major strategies for recruiting clerical workers, by location (source: author’s question-
naire survey).

Establishments employing

fewer than 20 20 to 100 over 100 total

sub down sub down sub down sub down

Formal techniques

Columbus-wide newspapers 57.1 28.6 54.5 64.0 73.0 63.2 63.6 688

Neighborhood newspapers 428 00 455 00 46.6 0.0 45.; 48'6

Employment/temporary agencies 14.3 71.4 9.0 640 200 263 18. 5-7

Visit schools/colleges 00 00 = 00 00 66 102 28 5.7
I fProfessional organizations 0.0 00 00 00 66 5.3 ‘ '
. .

ormal techniques 8.4 450 300 533 21.0 424 257

Word-of-mouth, including 14.3
_employee referrals
Direct applications and ‘walk-ins’ 00 00 - 00

Note: sub, suburbs; down, downtown; values expressed as perce

00 66 53 30 30

ntages.

ored their local neighborhood news-

Suburban employers, regardless of size, fav hborhood newspapers,

Papers. Notice that no downtown employer specified net

i . These news-
which are particularly associated with suburban andfei):ﬂ;::gtphl;czlsnploy S atively
Papers are not merely community newsletters, but are fairly iy H’o " ever. they have

large staffs, and have substantial listings of job ad‘./erjﬂsemfe I1heir subscribers reside
very spatially circumscribed circulations: the majorty © o Interviews with the
¥ithin the same zip-code area in which the newsp aper ” bzlllset t.hey had a deliberate
Personnel managers of suburban establishments indicated t 2:1 e  also advertsed
Strategy of advertising in the local neighborhood newspager’ ?al Jreas. The attraction
in the local newspapers of the surrounding exurban and 4 o oager of a large
of this strategy is illustrated by the comments of the perso

Suburban establishment: , , eople from
“If I ran an ad in Columbus for ten job openings, and ili ZT;:;Oa};eﬁig [t}}ie <l
Columbus, and then I ran that same ad in the newspe%ple from up there, Il
towns north of Columbus] and I filled them with telfé ?rom that group up there
bet you five years later that 1 had kept more peopes)
than I had from the Columbus group.” (190 emplogeu d that employers have

his comment reflects previous studies that have lorelationS, and cxploit them

Slrong sense of fine-scale local variations It sov actively define the spatial

through their recruitment strategies. Indeed, employers

ir recruiting techniques: .
T r mmper (13 of R t'l;etlér:'?ewed obtained their present job by

N A large number (13) of the women 1 o (espedany if their job was downtown).
Sponding to an advertisement in 2 newspap
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Of these, Linda and Pat remarked that they used newspaper advertisements because
they had begun looking for a job as soon as they had moved to Columbus., Mary
said that she liked to ‘browse’ through the advertisements and occasionally apply for
jobs “just to see what happened” (further questioning revealed that this was
motivated by lack of self-esteem rather than irreverence). Jennifer was looking
specifically for an office job in the downtown core, where she felt the working
atmosphere was more professional and “cosmopolitan” than in the suburb where she
had been employed previously.

“I looked in the paper for office jobs downtown. I think the main reason was that

I wanted to get into the downtown area and, you know, be around people who

worked downtown. They’re more cosmopolitan than people isolated in the

suburbs. I meet more people, make more contacts than I did at my old job.”

(Jennifer)

Employment and temporary agencies were the next most frequently employed
formal method, although, interestingly, this was not reflected in the most recent job
searches of the women interviewed. Only three had used this approach. Agencies
were generally very popular downtown, especially among small and medium-sized
establishments.® The interviews indicated that smaller, downtown employers could
not always rely on internal labor markets to fill vacancies and so they often had to
hire clerical workers (from the external labor market) faster than larger establish-
ments that could draw on their current employees. At the same time, their small
size meant that it was difficult to justify carrying the overhead costs of a full-blown
personnel department. This is illustrated by the personnel manager of a medium-
sized, downtown establishment:

“Clerical workers are not recruited from newspapers due to time constraints.

Traditionally, they only give two weeks notice. We use employment agencies to

fill clerical positions quickly, that is if we can’t find someone within to fill

openings.” (90 employees).

These results also corroborate Hanson and Pratt’s (1991) findings that women in
female-doTninated occupations search for much shorter lengths of time than those in
male-dor.nm?ted occupations (for example, managers). Agencies provide a quick
way of finding jobs or filling vacancies. The attraction of agencies for downtown
employers also reflects the agglomeration economies associated with the reduced
job-search and recruiting costs connected with the high density of clerical jobs
:;etnhceieg (;:r::xzwgo(l)g;clfu: lri:;(r::; Ilnii ced, about half of .the 25 largest temporary
few more than one thind of the (I))t(})l i a;l area are located in th.e downtown core. A
honarne 4 an one ! . er largest temporary agencies are located in the
northen rbs that con.tam.most of the decentralized offices: this reflects the
agencies came in a poor third in cé):r)lrary. e hire clerical worke.r s, these
techniques. A few of the large, an é)fer:lson with other formalz and even informal,
establishments have circumvent,ed tem  couple 'Of the medium-sized, s'uburba'n

porary agencies altogether by creating their

®) 1t is estimated that as many as 90% of all US firms u
1988). Engagipg the services of a temporary agency
becorpe increasingly common since the early 1980s Ten’l
they involve minimum recruiting costs, and the d{fficul
employed in full-time positions is avoided (
there is some evidence to suggest that insura
large numbers of clerical workers perman
would eradicate jobs. Hiring temps circumv

se temporary employees (Caruth et al,
especially during busy periods, has

ty of firing unsuitable people that get
Appelbaum, 1987; Caruth et al, 1988). Indeed,
fice companies are becoming reluctant to employ
ently bt?cause of concerns that new technology
ented this problem (Collinson et al, 1990).
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own ‘internal’ pool of temps. For example:

“We've sort of developed our own pool of people that work on our payroll and
that want to work on a temporary basis. And that’s just a cost saving measure
so that we aren’t paying the price of the agencies and, actually, it's better for the
employee. They get more of the money than they would from the agency,
because the agencies take such a big cut.” (200 employees)

Of all temps in the United States 70% are in clerical employment, and 62%
of all temps are women (Appelbaum, 1987). Not surprisingly, then, some of the
women I interviewed had worked as a temp at some point in their employment
history. At the time of my interviews, only one woman was working as a temp, and
another (Fran), having temped for a number of years, had recently been hired
permanently. Fran explained the advantages of temping.

“When 1 first started back and the boys were still small, I temped. It was great
you could work in the winter, work when you wanted. Then when summer
comes around and the kids were out of school you can say, Tl call you in
September’. Temping is really a great way for a woman who hasn't worked in
years to get her feet wet. You learn about them and they learn about you, and
sometimes you get hired permanently, like I was.” (Fran) o
The other formal techniques for recruiting were less important. However, it 15

noteworthy that the larger employers, unlike the sma
resources to visit and/or participate in placement prog .
secretarial colleges (one of the women interviewed got her present job through such a
program at the college where she obtained her associates degree in secretarial SC‘C“FC)'
Others spontaneously responded that they frequently aPPfoaCh_ed community OIganiza-
tions, including the Columbus Urban League, to increase their pool of ap‘phcan.ts. ;

Informal techniques were the means by which elevc;n' of the women I ﬁnterv?ewe !
obtained their current job. These findings provide empirical .support for t s notion Of
EILMs. They also confirm previous findings about the spatially embedded nature Od
personal contacts. The women who used personal contacts (11_1cludlng ?et;a quoted
below) often heard about their current jobs through thetr fnends,. rﬁelgthe ;\:, t?:n
relatives (people with whom they have strong ties), who were, almOSthw:e:“:n oth erp who
women. For example, Anne heard about her current job throug £ one of the
worked for the head office of an insurance company: The ma:‘nagt;)r g Oh Leeds
suburban branch offices had asked Anne’s mother if she knew “anybody who ne

j : ; i t in and I got the job”.
ajob, and she said I might be interested and so I W;I:i by suburban > blishments,

Informal techniques were more commonly used ; i the inter-
especially those employing over 100 employees Th t;vas x\rlrél:li;lr:gesmwerz much
views with the women: those employed by large subur -aI;) than those working for
more likely to have used informal methods 1o find thﬁ::eiomanagers could not hire
employers in the other categories. When the perso tilizing employee referrals.

ithi i i orkers by u
from within, they often obtained new clerical w ne};vsletters, - uteent employees

Once the jobs are posted or advertised in internal  [omploying 60) put it

become aware that there are vacancies and, & o0 n'lar;?cg)ther or father, brother or

“our people might say to their cousin o sister, or their 0 ging?” My erviow

heighbor, ‘Say, we've got a job opening up, how about y© t) ﬁfustrates this:

with Petra (who works for a large, downtown establishmen ] wanted to work
‘A good friend of mine in petsonnel called and she as

didn’t hurt anything. She could recommend, you Ko be dom't kaow. So, 1

t d all those things that peop'e |
rustworthy, punctual and 2 hose O iy P b (petra)

just proved myself and I guess

ller establishments, had the
rams at local schools and
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Previous studies indicate that employee referrals often become long-term
employees. A number of the personnel managers commented on this, and some said
that they offer bonuses to referring employees when their referral gets hired, and
sometimes another if the referral stayed on the job for a certain length of time. One
manager elaborated on the attraction of EILMs:

“We lose probably 90% that are hired each year. The greatest turnover is in their
first year of employment. Once they get past that, the stability increases with
each year, but the first year is a tough one. It seems that we lose more people
who come to us through the paper. They tend to be more of a random sample,
and many of the applicants don’t even meet our minimum standards. But we
seem to have a better retention rate with the referrals, those people who come to
us through their relatives or friends who already work here. Those are the
people for whom our positions are filling their needs, and they are certainly
filling ours.” (120 employees)

Interestingly, a number of the large and medium-sized establishments responding
to the questionnaire specified employee referrals, whereas the small employers more
frequently specified referrals through clients or business community networks (as I
did not request this breakdown on the questionnaire, it is not included in table 1).
My interviews with the personnel managers and the women provide additional
support for this observation. Those women who used personal contacts tended to be
employed by large establishments, and the few who used informal techniques to obtain
jobs with smaller employers often got their job in the manner that Rebecca did.

“l was familiar with the company because I used to be a secretary to the president
of [a large bank] and at the time [her present employer| was starting I was instru-
mental in starting all their checking accounts and all their loans and things. 1 was
familiar with what they did because of my involvement with [the large bank]. ..
They knew me, they had already done business with me. They knew I was
qualified and they needed a dependable person. So they offered me the job.”
(Rebecca)
erect applications (both from the supply and from the demand sides) were not

as Important as previous literature indicated. Indeed, only one of the women
X:L\Qe\:ﬁg oltl)::a:ped h.er current job through a direct application to her empl.oyer.
lfid direct Applications as o 1oes: OTIY @ few of the large establishments ider:
of the small or;pmediums- as gn important source of clerical workers,' wher.eas nopﬁ
the large employers reveasllzg hestal?llshments: dlfl (see table 1). The interviews wit

they involved the least inve tt at direct a'ppl‘lcatlons were attractive to.them because
sought them out. As the ersonn 1Of helr time and money—pro§pect1ve employeedS
(the first located.downtowi)lert;onne MAnagers at two large establishments remarke

“Right now I'm gettine a ,l o c; ?econd located in the suburbs): _ .
Or so, sometimes we get m res\lilmes. et lot Of- those vy day, five o0
keep them for about Eix morte}; ¢ keep them on file by job category, and \.ve
and then try to look at the o bs. e 100k'at them, date them as they’com? u:i’
them, then we pitch them mAa out every six months. And if we haven't utilize

’ - And so we keep a fresh supply, so when a position

opens up we'll look there too (j iti o ”
(984 employees) 00 (in addition to their internal labor market)

“People drop by because the
thing. .. It’s amazing how
the word that we're looki
We've always been able
recruiting was also impor

y’_re in the area, or a friend of a friend, that kind of
qQuickly we’ll find what we’re looking for. If I put out
ng for some people, I'd have a line-up by tomorrow:
to get good applicants without advertising.” (informal
tant to this employer) (460 employees)
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The first quote represents the practice of ‘stockpiling’ (Bishop and Barron, 1984),
whereby the pool of candidates for an opening is expanded by reviewing applica-
fions that had been received before there was a vacancy. Bishop and Barron found
that stockpiling is more common for service-sector jobs and large firms. My ques-
tionnaires and the interviews also indicate that it was the very largest employers that
used stockpiling as a recruitment technique. However, even among the largest
employers this was a strategy used regularly only by the national or multinational
corporations which dominate their respective markets and/or have high visibility in
the immediate community. This was further confirmed by the interviews with the
women who had used direct applications to obtain their present or previous jobs.
When smaller establishments were targeted by the women using direct applications,
it was usually because they had heard that the establishment had a ‘reputation’ for
being a good place to work. Although employers play a relatively passive role in
the direct applications approach, there could be potential ‘supply’ effects. Workers
are more likely to employ a direct applications job-search method if their networks
have informed them that the employer seriously considers direct applications when
positions arise.

4.3 Localized knowledge, recruiting, and laborsheds

From the questionnaires and interviews I found that within intraurban lapor markets,
recruiting strategies and even job-search methods vary by workplace location. Hanson
and Pratt (1992) have described employers as ‘social geographer's’ who are aware of
the intraurban geography of labor supplies and play an active role in shaping
local labor markets. Recent management and business literature indicates tbat
recruitment research is conducted in order to tap into particular local labor supplies.
These practices are significant when dealing with clerical labo.r markets beca_usel
most workers are recruited locally, and high turnover and relatively more clerica
jobs mean that employers can accumulate extensive knowledge about the 1dlosdyncra51e?
of local labor supplies. In short, employers are conversant in the local lan1 scape of
labor supplies, and generally are embedded in the localized sociospatial relations o

the locality in which they are located. N

A study of the questionnaires showed that recruiting straicgl
tion of the workplace. Given the findings of previous rese:-a.rch, it see.mecil prqggtbgg
that the geography of the laborsheds associated with remtumng strategu;s o}rlmi e
by informal methods would vary from those more reliant on formal techniques.

i imari bus-wide
: kplaces relying primarily on Colum
speculated that the laborsheds of workp 5 (ydowmown o ) would

n enci
ok spate diffe employment/temporary iy ily dependent on informal methods

look quite different from those which are heav o euestion was explored

i lishments). T :
i the Lot with the pe uburban 1i)f medizlm-sized and large establish-

in the interviews with the personnel managers . :

i i code of

ments. A number of the personne] managers Prowded a hstltngec))(i ;};iez;};e o

residence of their female clerical workers. Thlsdertll::btle: Ir::]em ‘;)er amine (e
i a

pattern and extent of their laborsheds. I foun € O heds, whereas

workplaces often had fairly compact and circular-shape»;ihat o i ahape.
some suburban laborsheds were more scattered and some

ini Imes's (1971)
This suburban - central-city difference is reminiscent of Brown and Ho

i 1 ban migration
i i the context of intraur
research on the spatial form of housing search in ontext O burban n migracer

behavior, They found that the spatial pattern of the searches _ S ellip.
unlike those gf central city households, were more spatially dispersed an p

soidal in shape.

tegies varied by loca-
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Figures 1 and 2 provide examples that typify this suburban-city difference in
laborsheds. Figure 1 shows the laborshed of a downtown bank that employs 330
women clerical workers. The laborshed is tightly focused around downtown Columbus.
The majority of the clerical workers are commuting from within a ten-mile radius
with a scattering from farther afield. Figure 2 shows the laborshed of a suburban-
based insurance firm that employs 246 women clerical workers. Its laborshed has
relatively fewer employers closely clustered around the workplace. The laborshed is
also skewed towards the northeast: a relatively rural part of central Ohio, punctu-
ated by small towns. The personnel manager explained that among those employees
coming from the northeast:

“.. there is a very high ratio of employee referrals as opposed to newspaper

advertising and those people tend to car-pool. In fact, they sometimes ride

down here with the referring employee, come in, fill out an application, spend all
day walking around the complex and that, until they get a ride back.”
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Figure 1. Clerical laborshed of 3 downtown establishment
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The laborsheds of, and interviews with, some of the other suburban employers
revealed similar spatial patterns. When asked why they thought laborsheds were
shaped as they were, many agreed that it reflected their informal hiring techniques.
A few also commented on the limited paid employment opportunities for women in
surrounding rural areas which meant that they had to travel further to reach areas
with better opportunities. As the personnel manager of a medium-sized, suburban
establishment remarked:

“Our clerical workers tend to either live right here or well away from the city,
which basically means that this is one of the closest opportunities for them to
work. In other words, they’re not bypassing the opportunity to be file clerks at
other companies to come work for us. We end up being geographically closest
to them. So, we do have clerical workers spending a half-hour commuting, but
they’re coming from a place with no jobs, to the closest place where there are
jobs.” (65 employees)

Z

% of 246 females 0 10
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Figure 2. Clerical laborshed of a suburban establishment.



5012 K V L England

The favored hiring technique of an individual employer often influences the
extent and shape of the laborshed of the workplace. The pattern revealed in
figure 2 is consistent with accounts provided in the interviews: the employer’s
reliance on EILMs is often reflected by the shape and extent of the laborshed. The
interviews indicated that the personnel managers were well aware of the preexisting
spatial patterns of job opportunities for potential clerical workers, They illustrated
a sense of the local nuances in spatially embedded social relations that shape local
clerical labor-market processes. Indeed, a couple of the employers had conducted
what can be described as recruitment research. For example, the personnel manager
of a medium-sized, downtown establishment remarked that:

“We have developed a recruiting profile for each of the major categories; that
includes the characteristics of the populations from which we’ve recruited good
employees. Yes, we even look at where they live and how they get to work.
We run zip-code listings that tell us where our people live, and not that many in
[wealthy suburbs], more in Columbus, but increasing numbers from [rural areas
and small towns around Columbus].” (87 employees)

Downtown employers, although less likely to employ informal hiring techniques,
were well aware that their clerical workers had many other employment opportu-
nities in the downtown core. Some also revealed that they appreciated that clerical
workers might not be willing, or able, to remain with the establishment if it was
relocated to another site, as the following quote from a medium-sized establishment
shows:

“We did consider the possibility of moving to [a northern suburb]. And the
decision at the time was don’t do it because of the people. The clerical staff and
even some of the professionals and managers are not as mobile to move and
would have a longer commute. Managerial and professional probably would do
that, but we probably would Iose a lot of the clericals.” (72 employees)

Many of the employers, whether located downtown or in the suburbs, wanted to
employ “a particular type of person”. Efforts to generate and make use of EILMs
often indicated a keen awareness of apparent city-suburban-exurban variations in
the qualities of labor supplies and the nature of their “work ethic”. Consider the
fol‘l‘O}ving comments from a large suburban insurance company:

I've checked out the performance of the clericals coming in from out there

[exurban and rural areas surrounding Columbus], their attendance, and they
perform better than the group from Columbus. It’s because, you know, they've
g}?t more of a rural work-ethic background, they are more stable, well adjusted,
tT}?: l‘:’s*‘e“:)fme?; e 1(())f :ecar;:er alnd they want to do well.” (742 employees) ‘

their preforred Sup ])i,es referlra § to establish EILMs enabled emp'loyers to tap Into
because they incrgz?se tho ocrical workers. EILMs are attractive to emp loyers
e likelihood that the new employee will “fit in”. This
at employers attempt to selectively exploit and
in the locality in order to gain social control in
nveyed by the following quotes; the first from a
loyer, the second from a large suburban employer.
d people, good staff, and when you built that team, its

the fvorkplace. Some of this is co
medium-sized downtown emp
“We feel like we have £00

nd are good technically, so [the extended selection

process is] one way of findin out it’ i ing i ’
a hard worker” (93 employegs) » and it's also good in terms of seeing if they 1€
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“We believe in the full match and fit with the job. And that fit comes not only in
terms of the skills that are required, but also how they fit into the culture of the
company. ... And there’s the person-side, too. Some type of interpersonal skills
where you can work with other people. We have some very explicit values on
which we say we would like to operate our business. So we would be looking to
see if someone has those same kind of values.” (110 employees)

For geographers, the reliance on informal recruiting techniques does have inter-
esting spatial implications. However, for employers to use referrals as the main
recruitment source might lead to problems that could become litigious, as this strategy
might have a discriminatory impact, even if there was no intention to discriminate
(this was a particularly sensitive issue for companies with government contracts, as
they have to adhere to affirmative action guidelines). As EILMs are based on social
networks, they not only close opportunities to people outside those networks, but
also exclude particular groups of people. Given the nature of social networks,
EILMs tend to perpetuate the current social composition of a workplace. If thg
present clerical labor force consists largely of white women, then most of their
referrals will be white women. More generally, informal recruiting can perpetuate
occupational segregation by gender and race, as women and people of color are less
likely to hear about high-status, well paid jobs (Collinson, 1988; Corcoran et al,
1980; Hanson and Pratt, 1991; Jenkins, 1986; Wood, 1986). Thus EILMs may be
discriminatory, especially if they are used in tandem with relocation decisions, as
the following quote from a large, suburban establishment shows:

“Out of 738 people, 672 of them are white, 60 of them are black. Before we
moved from downtown to this area, many of the people who worked for us \yere
black. They were on the bus line on the east-side of Columbus, gnd when given
the choice of getting another job downtown, as opposed t(_) coming all thf: way
up here, they chose not to make that move. We didn’t feallze tl(l)at was going tlo
happen until we had it happen. We were hoping to retain a 100/? of the pheo;,)’;:)
that we had working; it would have certainly been more of a benefit to do that.

(738 employees)

3 Conclusions

Underpinning this paper is the assertion that space and geography arebnecgs?gg
Components of labor-market processes. Local labor mark.ets need tg lle ‘vu;,) ved
as sociospatial constructs. | see recruiting and job searching as spatially lmt. "
Practices that are embedded in the everyday place-based experiences and t:n:er;icolct)he
of employees and employers. Certainly, space is not only the context, bu :sla he
medium through which labor-market processes take place. These processes ar play

) Thi i s i i thical issues associated with
O This particular quote highlights some of the practical amlie <}31 nica flected on spen-cnded

-depth, open-ended interviews. Recently, a number of peop e T MeDovell, v
Interviews as a research strategy in economic geography (Herod, o élsewhere Foglind.
Schoenberger, 1991), A recurring theme—and one that I have dealt w;) elsewhere (Bnetn
1994)—is that the researcher’s positionality influences the resea;]chr.n Iairnlterviewed ion hes
een paid to gender relations. All but four of the managers WAOI e i ot focl
Perhaps, as I am a woman, the male managers did not take me sen'o'u yand or i dential
?hreatened by me. Perhaps, in turn, this led t.hem t_o reveal mofe(sje::fl[:;: e tape-recordcr),
Information (at particular points during some interviews I was as e and D ation of

i na
The second issue that this quote underscores 1§ that ofhthemac ysis A eeislon was not
Interviews. This manager was insistent {as were others) that

i i ruthful, that he was
facially motivated. Of course, it is possible that he was not being entirely t

. ious to project ‘the right
telling me what he thought I wanted t

o hear and/or that he was anxi so®
i employer).
Sort of image’ (of himself as a personnel manager and the firm as an employ
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out in space, articulated through current spatial patterns, reinforcing and (re)creating
the local context. In other words labor-market processes are locally articulated and
so shape, and are shaped by, localities, even within the same urban areas.

Local labor-market processes have been poorly understood and have not
received much attention from geographers until recently. A thorough understanding
of the richness and complexity of local labor markets cannot be grasped by examining
the demand for labor separately from the supply of labor. The relations between
supply-side factors and employer demand need to be considered in tandem. In this
paper I have attempted to achieve this by using a case study of clerical employment
in a sample of FIRE and business services establishments in Columbus, Ohio.
1 examined the manner in which individual workplaces recruit clerical workers
and how women go about finding clerical work. I drew upon interpretations of a
questionnaire survey, of a sample of workplaces, and of interactive interviews with
personnel managers and women employed as clerical workers.

My results confirm previous findings that formal recruiting and job searching
methods are particularly important in clerical labor markets, but run counter to
results which conclude that direct applications are also popular. They also substan-
tiate recent suggestions that informal methods are important. More generally, my
research highlights a number of significant issues about the role of employees and,
especially, employers in actively shaping the geography of local labor markets.
First, the practice of ILMs does apply to clerical workers. Obviously larger firms
are able to use this strategy more effectively than smaller establishments, and are
able to offer employees lateral as well as promotional opportunities. The interviews
showed that ILMs were attractive both to employers and to employees. Fully
fledged ILMs were not feasible in firms with a small number of employees. Instead
these firms emphasized the advantages of an intimate supportive working environ-
ment over the anonymity of working for a large firm.

Second, popular job-search and recruiting strategies varied in accordance with
workplace location within the city, which underscores the importance of the analysis
of lab.o.r markets at a fine spatial scale. Formal channels were the favored method of
recruiting clerical workers and finding clerical work. Newspapers were the primary
avenue for filling vacancies and finding jobs. However, although Columbus-wide
newspapers were the most popular, many suburban-based employers advertised in
rll)elghborhood newspapers in addition to, or instead of, the larger Columbus Dispatch.
neowv&;nt;:)wn estabh.shments tfthibited greate'r reliance on more spatially ubiquitous
. 1P per advertisements in Columbus-wide newspapers and on greater use of
mne]gizfnn-l;rzl;gez?;;?r}z agencies (the latter being particularly attractive to small and
recruiting st 1ablis me{lts_)._ On tl?e other hand, suburban workplaces repor?ﬁ‘fd

by é; s }:at.egles .that prioritized neighborhood newspapers and informal strategies:
in recruitment research (c)r aralclter gf the lo'cal clerical labor market. Some engage
available to cleri] aren OLcct information on other employment opportunite:

erical workers, which indicates their sensitivity to local conditions.
Most employers put their localized k ensitivity to local ¢ -
recruiting and hiring. The fyy knowledge to use when making decisions abo
and shape of \ ored hiring technique was often reflected in the extent
pe of the laborshed of the workplace: d hich were
more heavily reliant on formal hiri Hon had v workplaces (v the
suburban ones were often taor 11-rln_g) ofter} had circular laborsheds, whereas

That sociospatial Structurese eliptical, which reflects the use of EILMs. t
the very heart of the job search aref“neVenly developed at the intraurban scale lies @
who took part in my research ; s of women and the recruiting strategies of employer’

- In short, employers and prospective women employees
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are enmeshed in a complex web of localized social relations and networks, in their
efforts to fill positions and find jobs. Local labor markets are socially constructed,
and as such it is important to understand the manner in which they are produced,
reproduced, and transformed. In order to comprehend fully local labor-market pro-
cesses, geographers need to explore the interaction between social and economic

PIOCESSES.
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