Sociology 2169: Chapter 1 – 7 Notes (Midterm 1 Notes)

Chapter 1  

What is Work? 
· Work  human efforts that adds use value to goods and services. 
· “Use value” > what is produced has some personal and/or social value for us 
· Encompasses paid work, and domestic work 

The Sociology of Work
· sociologists are interested in:
·  how work is organized 
·  how it relates to social institutions
· how groups of workers react to or cope with work
· how they interact with each other

Sociological Approaches to Work

Marxist Theory
· labour theory of value  holds that labour is the source of al value, nothing has value unless labour is added to it 
· Work is what separates humans from animals
· We are able to conceptualize it before we do it 
A) Alienation
· Capitalism robs workers of control over the means of production and the productions of their labour and puts this control in the hands of owners 
· 4 sources of alienation 
· From the products they produce
· no say over how the product is disposed and do not own
· No control over the process of production 
· high DOL of work > set amnt of time to do certain work and how it will be done
· From themselves or from creative activity
· do what others tell them and have little opportunity to direct and conceptualize own work
· From others 
· Few opportunities to talk and connect with other workers 
· Must compete with one another 
B) Exploitation
· Capitalists grow rich off the labour of the worker through the extraction of surplus value
· Employers want to increase surplus value
· Increasing productivity, by changing the organization of production, altering DOL, use of technology 
· Coercive nature of worker-capitalist relationship is enhanced because workers do not choose employment freely but are compelled to find employment to survive
Weberian Approaches
· Rationalization  process through which people continually strive to find the optimum means to reach a given end in  a rule-driven and formal way 
· Workers are pressured to follow rules and to work hard to be efficient
A) Mcdonaldization  current trend in rationalization
· Emphasizes 4 principles
· efficiency  finding the best means to reach a given end
· calculability  emphasis on quantity or quality 
· predictability  employees encouraged to work with robotic consistency and follow detailed rules precisely to ensure consistency across time and place 
· control  workers and customers are tightly controlled, sometimes in subtle ways
· Ensures predictability and efficiency 
· Advantages:
· Predictability can be comforting
· Standardization can ensure a more consistent product 
· Better organizational efficiency can provide faster service to more people at lower cost 
· Disadvantages:
· Less variety
· Lower quality 
· More control over consumers and workers
· Workers are more prone to stress and burnout

Bringing Gender and Race
· Dual system theory  holds that while the workings of capitalism structure class inequality, there is a parallel system of gender inequality, shaped by patriarchy, associated with men’s power over women 
· Dual labour market theory  holds that the economy has two sectors
· Primary = work is characterized by good wages and working conditions, opportunities for advancement and other rewards
· Secondary = work is less table and low paid, working conditions are poorer
· Females, minorities, immigrants, young, disabled
· Education and social influence defines which sector you belong
· Split labour market theory there are circumstances when people from different ethnic backgrounds are paid differently for substantially similar work 
· Racial and ethnic inequalities is often maintained and reproduced through the labour market
· ID some of the processes through which it occurs 
· Our experiences shape our racial and gender ID simultaneously structuring our relations with others
· Interaction among gender, race and class shapes social structure and the organization of work 
Foucault 
· Main concerns was the relationship between power and knowledge
· Knowledge contributes to the exercise of power and, how power itself can produce knowledge
· Analysis of discipline  society had shifted from rule by physical force to rule by discipline
· A shift from punishment on the body to an effort to alter the soul 
· Requires obtaining knowledge and using that knowledge to facilitate the exercise of power
· The panopticon  power is visible and unverifiable 
· How architecture and design could facilitate surveillance
· Structure encourages individuals to discipline themselves to curb their own behaviour to avoid punishment or other negative repercussions
· Enables people in the position of power to gain knowledge of the subject – to watch, assess and determine whether they are living up to expectations 
· Electronic panopticon  employers and managers draw on to monitor workers, discipline them, and make them more productive 

Human Capital Theory 
· Focuses on the supply side of labour process 
· Assumption that we all have an equal chance of acquiring human capital, it is merely our free and unrestricted choice that leads to different investments in education and work experience 
· Criticisms
· Overlooks important constraints on the choices of individuals make
· Workers make constrained choices, not free and unrestricted ones
· Uses individual levels of human capital to explain inequality in wages
· Downplays structural constraints that affect the investments in human capital 
· Certain groups receive different returns on their investment in HC

Other Theories
structural functionalism  society is viewed as a social system made up of many institutions that interact and collectively contribute to the whole
· each institution serves a function for that society and helps it keep running smoothly 
· Talcott Parsons
· Relevance to study of work (con’t on next pg)
· Explore characteristics of social organizations in which work takes place
· Looks at organizational components and how they contribute to the whole
· Examine the link between work and social inequality 
· Inequalities from work are based on merit  those with education, ability and good work ethic are regarded in labour market
· People’s role in society
· How people are able to combine these roles
Symbolic interactionism  explore how people come to understand the world around them through interaction and interpretation
· Shape their actions and experiences
· Argue: objective reality is less important in shaping behaviors than our subjective interpretations of it
· What they think about work and how they experience it 

Work under Industrial Capitalism

Work in a Feudal Society 
· Feudalism  most people worked as peasant farmers while some skilled artisans produced goods for sale and consumption
· Serfs were generally poor and subject to the authority of lords
· Some autonomy in how they did their work and determining the regulation of production 
· Household DOL centered around married couple
· Husbands – labour on farm, common trades (carpentry, blacksmithing, weaving)
· Wives – household needs (help in farming, maintained home, tended to animals, looked after children, cooked and gathered)
· Children – assisted with all wives chores
· Older children – gendered DOL
· Girls – assisted women with tasks
· Boys – worked with men in fields 
· DOL determined by age, gender, class position 
· Societal Changes
· Social relationships 
· Peasants ceased to be serfs tied to lord
· Social inequalities in land ownership
· Wealthier farmers acquired the freedom to innovate and increase their incomes
· Poorer peasants had difficulty acquiring enough land to support households > travel to urban centers for work 
· Capitalist ethos emerged in agriculture
· Large farms produced increasingly for the market ad sought to innovate to increase efficiency and productivity




Industrial Revolution
· Gradual changes in the way people lived and worked 
· Owners – needed to coordinate and synchronize their work to ensure that they had the same work rhythm and rhythm was profitable
· Employers – used machinery to set the pace of production 
· Workers – resisted these changes
· “Time thrift”  time became currency – something that was not passed but spent
· Work conditions were dismal
· Everyone who as able to work and those whose labour was not required in the home, had to find paid employment
· Rise of capitalism 
· Workers had less autonomy and poor working conditions
· Work pace was intensified
· Work was broken down into smaller components so that semi-skilled workers could be employed and paid less
Industrial Capitalism
· Refer to this ear as the 2nd industrial revolution 
· Rise of consolidation	
· Larger companies bough up smaller ones engaged in similar types of production
· Ford assembly line and other mass production techniques were center to revolution
· Gender and age continued to be key dimensions for DOL
· Single women – domestic services, some manufacturing industries, more service oriented areas
· Men – worked in agriculture, professional sector
· Married women – perform unpaid work, sometimes paid inside the home
· Children – work during this period
· Legislation passed in Ontario > 1920s, mandatory education legislation
· Work became ethnically and racially segregated
· Newer immigrants and workers of colour were locked into lowest-paying jobs 

Economic restructuring  refer to recent macro level changes involving the movement to more service-based economy and a shift in managerial philosophies and strategies
· Globalization process – moving factories to countries with cheaper labour costs 
· Linked to the erosion of good jobs, growing income inequality and less job security 
Globalization  international economic integration pursued through policies of openness and liberalization of trade, investment and finance 


Chapter 2 – Organizations

What are Organizations? 

Weber and Bureaucracy
· Bureaucracy characteristics
· Form of social organization distinguished by a formal, ordered DOL 
· Hierarchy and an authority structure
· Formalization  a reliance on written rules and regulations
· Modern, expert and trained mgmt.
· Full-time workers 
· Growth of bureaucracy related to: rationalization  drive to find the optimum means to achieve a given end through rules, regulation and social structure 
· Weber organization definition  Organizations govern every aspect of our society and are designed to ensure that key decisions are not determined by individuals but rather by knowledgeable people following established procedure which aim to treat individuals in similar circumstances fairly and uniformly
· Disadvantages
· Bureaucracy is among those social structure which are the hardest to destroy
· Establishes a form of power relation
· Workers have little autonomy 
· An instrument of power over which we have little control
· Bureaucracy becomes an iron cage which no indv can escape

Modern Organizations
· Mid-20th century
· Organizations as systems with interacting parts, each which served a function to help maintain it and help it reach its goals
· Organizational “needs” had to be met to ensure survival
· Weber’s overlooked components of bureaucracy
· Informal relations btwn workers, organizational cultures and formal/informal modes of communication within organizations 
· Informal relations between workers can strongly affect bureaucratic functioning
· Contingency theory  organizational structures vary in relation to market environment  

How Organizations accomplish Their Goals
· Organizations have fixed boundaries  to demarcate and protect themselves from other institutions and organizations
· Fixed boundaries establish the 4 ways to achieve goals:
· Formal rules  intended to facilitate the achievement of organizational goals and ensure uniformity in the conduct of work
· Informal rules  shape how work is done, often linked with organizational culture
· Hierarchy authority structures  system facilitates the exercise of power by those in dominant positions and is designed to ensure that work gets done according to regulations
· Coordination systems  necessary to have an advanced DOL
· Communication systems  organizational goals, strategies and directives are formulated by leaders and communicated downward to other workers 
· By def most organizations are hierarchical, formalized, and characterized by an advanced DOL

Advantages and Disadvantages of Organizations
· Bureaucratic organizations enable us to process large numbers of people services and goods to meet societal demands
· Disadvantages:
· Trained incapacity  ones abilities function as inadequacies or blind spots
· Following strict rules can lead to inefficiencies when clients, situations and environments are variable
· Rigidity  their inability to deal adequately with variability and their tight adherence to rules 
· Workers can act so diligently to adhere to the rules that they actually hinder the achievement of the ultimate goal 
· Hinder organizational change 
· Organizations foster a sense of loyalty and commitment among their workers thereby increasing attachment to company rules and procedures
· Encourages institutional inertia 
· Advantages 
· Operates objectively  how you get along with workers are irrelevant they must process your requests regardless of their like/dislike of you 
· Negative implications of operating objectively:
· Frustrations of impersonality of bureaucracy 
· Experience resentment  we are viewed as numbers not persons to bureaucracy 
· Interactions with organizations are limited and impersonal, dehumanizing 
· Individual differences can be obstacles to organizational efficiency 
· Limit adherence to prescribed organizational rules and procedures
· Organizations exercise power over clients, markets and society 
· Large firms can dominate markets, fix prices to high and profitable levels and reduce bargaining power of workers
· Also influence gov’t policy by encouraging gov’t to maintain policies favourable to business 
· Iron law of oligarchy  tendency for an elite to arise in any organization and impose its will on the majority 

Gendered Organizations: 
· Joan Acker
· Traditional gender relations, practices and assumptions have been embedded in social institutions 
· Organizations – men and women do different work 
· Gender differences are reinforced through social interactions and ideologies 
· Job evaluations schemes and organizational logic are interested only in the workers insofar as they fill the jobs and perform the duties assigned to tem 
· Abstract worker only exists for the work 
· Characterized men’s jobs as requiring specialized and technical skills
· Characterized women’s jobs as requiring only generalized skill
· Acker argues: men have an easier time being these abstract workers because women have always been assumed to have other obligations – to care for the home and family
· Concept of a job is implicitly a gendered concept – a job assumes a particular gendered organization of domestic life and social production 
· Gender and ethnicity shape what jobs people get and their opportunities for promotions
· Those who succeed in organization are mostly men who conform to dominant gender expectation (authoritative, rational, heterosexual)
· Gendered organizations have tended to privilege dominant men over women of colour
· Men no longer assume to have no outside competing obligations
· Many obligations that interfere with their desire or ability to devote themselves to work
· Single parents, spouses who work, alternative families
Organizational Culture 
· Culture  the values, norms, beliefs and assumptions shared by a social group and stemming from shared experiences
· Organizational culture  reflects the shared norms of all members of an organization
· Totally Quality Mgmt  aimed to improve efficiency through work reorganization and introduction of new work cultures emphasizing quality of service and continuous improvement 
· Cultural change is likely to succeed if positive implications of change are emphasized and when some continued with older patterns is maintained
· Organizational cultures can be affected by gender, racialized status, sexuality and class
· Formal and informal culture of organization may prioritize certain types of interactions that reflect ideas of race, gender class or sexuality
· Subcultures  can be distinct from formal culture and even reflect different values and norms 
Organizational Change
· Workers have reasons for resisting change
· Familiarity with certain procedures
· Reluctant to learn new ways
· Threaten their job security
· Taking on more work with no increase in pay due to downsizing
· Continue to work according to old procedures out of habit
· Unable to change
· May not have skill set or abilities new system requires
· Structure and characteristics of organization can also limit change
· Change in company policy affecting one aspect has implications for many other
· Neo-institutional perspective  change is often isomorphic in that organizations change to look similar to their competitors
· Mimic the structure and mgmt style
· Organizational cultures can be a barriers to change 
· Proposed changes that go against company culture are likely to fail 

Restructuring and New Organizational Forms
· Organizational hierarchies were altered to become:
·  Flatter  through the elimination of middle mgmt. and supervisory layers
· Flexible and cost effective
· Thinner  keeping levels in the hierarchy but eliminating jobs at each level
· Lean production  goal is to produce more with fewer workers and resources through the use of technology and the reorganization of production process 
· Jobs in restructured firms have been broadened and the work pace intensified
· Managers are seeking new skills and characteristics in workers
· Flexibility, knowledge of technology, ability to work with and communicate with others 
· Restructuring alters the internal structure of organizations but does not further rationalize
· Ultimately in keeping with bureaucratic goals of finding the optimum means to reach a given end
Alternative to Bureaucracy 
· Collectivist organizations (have structures) 
· First  designed to be non-hierarchical so authority resides in the collective
· Second  DOL tends to be minimal
· Administrative tasks are usually rotated among individuals in the organization
· Third  idea of community

Chapter 3 – Skill 

Perspectives on Skill and Skill Change

· Adam Smith Skill and the extent to which detailed DOL enhanced productivity 
· Productivity brought on by workers specializing and repeating a more narrow range of tasks
·  Develop greater skill and manual dexterity
· Save time by focusing on set of tasks rather than a variety
· Specialization brought on by development of machinery to replace labour
· Advanced DOL developed more skill 
· Marx  labour was source of value and capitalists made money by exploiting workers labour by extracting surplus value
· Capitalists are motivated to reorganize production to use workers with less skill
· Therefore, producing goods with less expensive labour increasing amnt of surplus value
· Deskilling  workers’ skills are no longer used and where less skilled workers replace skilled workers
· A process endemic to capitalism
· Max Weber  relationship between skill and specializing within DOL
· Skill changes as inevitable with he growth of capitalism
· More complex pattern Marc thought 
· Workers replaced by semi-skilled workers  specialists; narrower training than skilled workers in the past
· Repetition ensures that they would complete tasks quickly and efficiently
· Craftsman  person skilled in a craft or trade who traditionally took several years to learn his trade as an apprentice then independently as a journeyman, before achieving master status
· Ideal of skilled workers for both MARX and WEBER
· Braverman  workers progressively lost their ability to determine the pace and content of work
· Updated Marx’s theory
· Deskilling  workers’ knowledge was appropriated and their decision-making ability removed by mgmt.
· Polarized DOL  clusters of jobs demanding much skill, clusters of job demanding little skill






Scientific Management
· Frederick W. Taylor
· Scientific Management  seeks to se research and formal principles to reorganize the labour process to increase efficiency and productivity 
·  Taylor believed that: Workers engage in soldering  informally agree amongst themselves a reasonable amount of work to do –a level below max capacity and would product only on this level
· Made possible because works knew exactly how much work needed to be done and used this knowledge to their advantage
· Solution to soldering  remove the knowledge and the ability to make decisions about work and place them in the hands of mgmt.
· Steps in Scientific Mgmt:
· Managers must gather all of the traditional knowledge and reduce this knowledge into rules, laws and formulae
· Separating the conception from execution 
· Non-managers are expected to do work that requires little though, just carrying out orders from others
· Workers are to be given little leeway in determining what they do, how they do it or how fast they work
· Entailed the use of technology for mass production
· For assembly lines
· Could perform work tasks repeatedly without breaks and at a pace set by mgmt. and technology 
· Ford’s turnover rates were reduced when he increase pay workers and employment techniques became generalized within automotive industry
· Fordism/Scientific mgmt. reduces skill of workers and the extend to which they can control the speed/content of work

Deskilling 
· Rise of large firms, restructured work process and introduction of machinery caused:
· Reducing the use of skilled workers
· Narrowing the scope of their work 
· Relying on semiskilled workers who used machinery
· Industrial work was reorganized to reduce the amnt of control employees had over its content and pace and to decrease the number of skilled workers employed and the scope of their work









Skill Upgrading 
· Skill upgrading  work in our society demands more skill 
· Postindustrial societies  characterized by:
· Increase of employment in managerial, professional and technical occupations
· Change in the amnt of labour required for producing a fixed quantity of goods
· Enables the growth of employment 
· Bell Work in service occupations demand skill and education; overtime these requirements have increased
· Expansion of gov’t services jobs
· Technological changes further increase the skill demands in labour force
· Knowledge economy  spread of information technologies and other forms of technology throughout the economy requires a more technologically sophisticated, computer-literate workforce
· Constantly learning and adapting 
· Rifkin and Dunkerley  deskilling and skill upgrading occurred simultaneously
· Result: skill polarization that lead to greater social inequalities
· Those with technological skills may be the only to hold steady-well paying jobs

Skill Trends in the Labour Market
· Myles  found jobs that required more skill appeared to be expanding during 1961 – 1981
· Changes in work content may also be increasing skills in admin, professional and white-collar jobs
· Form  as many skills created as destroyed, net effect was little overall change
· Gallie  trend towards skill polarization in the labour force
· Livingstone  slight trend towards skill upgrading in entire labour force, with little change from the 1960s
· Trend: dramatic change in the amnt of skill required a work and perhaps a small trend towards skill upgrading
· Evidence that the distribution of skills across labour force is polarized

Measuring and Defining Skill
· Proxy measure  asses how long a worker has been trained to do their job
· Failings with skill measures that focus on education and training time:
· Credential inflation  employers require higher educational credentials form workers despite the lack of any significant change in education to preform job 
· Workers posses too many skills that are unrelated to jobs
· Workers are not required to use more skill in their job than in the past
· Amnt and length of training needed for a job is based on social/political processes 
· Organized workers are more successful in holding onto skills and fixing the length of training time in a manner that defines their work as skilled
· Those who organize into trade associations, professions and unions are less likely to influence their training times
· Women from all backgrounds and men of colour have been less successful in defining their work as skilled
· Typing skills – no restricted in the same manner as access to trade skills
· Women and men of colour have been devalued, their skills were socially devalued as well
· Alternative definitions of skill (embedded within gov’t classifications)
· General education development  reasoning, language and mathematical requirements of a job
· Specific vocational preparation  measure on the job training
· Cognitive Complexity  extent to which jobs require verbal, quantitative and related skills
· Routine activity  degree to which a job involves a smaller number of tasks performed repeatedly
· Decisions about what work is skilled reflect cultural context and types of tasks that are valued in a given society
· Society ranks those working with technology as involving more skill than working without technology
· Creese  job evaluations assessing the skill required for jobs were established with the belief that men’s jobs should have a higher value and lead to further promotion
· Skill is socially constructed 
· Measures of skill are designed to reaffirm common sense or cultural notions of which jobs and which workers are more highly valued
· Skill should be linked to control and autonomy 
· Control  ability to determine roughly what you do at work and how you do it
· Autonomy  ability to work somewhat independently 
· Tacit Skills  knowing the routine procedures of a workplace, understating the idiosyncrasies of technology being used, being able to predict patterns of client/customer behaviour 
· Knowledge  develop skill in working with a particular piece of equipment or specific tool that outsiders do not possess







Who is Skilled? 
· link between gender and skill is not simple
· Industries which women approximate men in terms of job complexity are jobs which require few skills from all workers
· Retail and personal service industry
· Race and Ethnicity
· Men/women of colour were not hired for high-skilled jobs and regulated to jobs socially defined as less skilled and undesirable
· Skills are not recognized by potential employers
· Skill requirements combined with discrimination are serious barriers to employment
· Many skills are tactic and learned on the job 
· Coloured workers may be less integrated into social networks and thus are less likely to acquire skills through informal means
· Immigrant workers
· Find their credentials not recognized and end up working in jobs that do not use their skills
· Age groups
· Youth assume lower-skilled jobs with assumption that with age comes access to jobs requiring more skill
· In reality – time spent in lower-leveled jobs are increasing, taking youth longer time to transition to skilled work
· Relationship between age and skill for older workers is 2-sided:
· Possess experience and are more likely to hold senior positions, appearing more skilled
· Lower average levels of education and are stereotyped as being slow to learn and thus less skilled

Recent Trends in Skill and Work
· Firms downsizing:
· Leads to a job enlargement for employed workers who have more responsibility than in the past and must multitask
· Skill upgrading occurred with computerization
· Also evidence of deskilling and skill polarization 
· Workers who are more likely to gain and keep employment with intro of technology are those who possess skills in working with and maintaining technology
· Skill differences exist in globalized economies
· Ability to exercise skill at work becomes increasingly linked to citizenship and racialized status
· Although workplaces change, technology changes and other factors with implication on skills, their effect is never straightforward or direct 

Chapter 4 – Work, Alienation, Well-Being, and Health

Alienation 
· Marx:
· Workers are alienated from what they produce
· Working is a means to an end
· Workers do not have control over the process of production
· Workers are alienated from themselves or engaging in creative activity
· Alienated from others as they are divided through exploitation and social inequality
· Reduced to competing with workers for survival
· Blauner
· Workers alienation increased as technology shifted from craftwork to machine tending and assembly-line work
· Alienation may be related to skill, those with skill and autonomy on the jobs are less alienated
· Alienation is linked to class
· People in working-class and lower-level jobs are more alienated than those with jobs that require education 
· Complex set of psychological, cultural and social forces influence the degree to which indv
·  Recognize the source of alienation
· Adapt to alienating work 
· Express disenchantment with work

Job Satisfaction
· Job satisfaction  summary measure of workers’ attitudes of overall acceptance, contentment and enjoyment in their jobs
· Intrinsic rewards  challenging nonrepetitive work and autonomy that allows for self-direction and responsibility over work tasks
· Extrinsic rewards  good wages, benefits, employment security and opportunities for advancement 
· 75% to 85% indicated that they are satisfied with their jobs
· 1973 – 90% Canadian workers satisfied with witj jobs
· 1997 – 86% of Canadians were satisfied
· 2000 – 71% of Canadians were satisfied
· 50 to 60% of survey respondents would choose a different job if given the choice
· Half of those would say they expect to change employers in the near future

What Makes Workers Satisfied? 
· Characteristics for contributing to job satisfaction:
· Extent to which work is autonomous, whallenging and interesting
· Having positive relations with coworkers

Are Types of Workers More Satisfied than Others?
· No evidence of a gender difference
· CPRN poll  71% of women and 72% of men reported being satisfied with their jobs
· Mueller and Wallace:
· Men and women lawyers evaluations of their jobs were influenced by the same factors
· Women are more satisfied with less
· Men are mores satisfied when their jobs are characterized by complexity, promotion, good pay
· Ross – Wright  Women’s employment was more routine but more likely to provide them with positive social interactions 
· American studies suggest that visible minority workers may be less satisfied with their work than White workers
· Immigrants:
· 74% of newcomers are dissatisfied with their jobs
· After 2 years, increase to 84%
· Highest levels of reported satisfaction despite negative features or problems
· 71% face at least one serious problem looking for work
· Younger workers:
· 74% of workers over 45 are satisfied with jobs
· 71% of workers 25 to 44
· 66% of those under 25
· Expect more from their jobs so are less satisfied compared to older workers who have met their expectations and goals
· Workers are less satisfied that satisfied in the primary sectors or mining, fishing and farming (63%)
· Manufacturing sector (57%)
· Health sector (67%)
















Workplace Stress 
· Stress  state of tension produced by pressures or conflicting demands with which the person cannot adequately cope
· Inversely related to job satisfaction
· Karasek  Workers with high job demands but little job decision latitude are vulnerable to stress
· Autonomous, skilled, creative workers who participate in workplace decision making posses a great deal of decision latitude
· 4 types of workers:
· Active workers  high demand and high decision latitude – not prone to stress
· High job demands  no freedom or autonomy to control how they meet demands are prone to stress
· High decision latitude and few job demands  less susceptible to job stress
· Passive workers  low job demands and low decision latitude, not stressful 
· Findings  Reaffirms importance of intrinsic job characteristics of autonomy, decision making, relation with colleagues to workers job satisfaction
· Workers may be alienated but less likely to vocalize and express stress despite alienating work
· 27% of Canadian workers found jobs stressful and increase from 13% in 1991

Resisting Unpleasant Work 
· Turnover rate  percentage of workers in the labour force who leave a job in a given year
· Highest in construction industry and consumer service sector because it is typified by low control and low-skill jobs
· 37 to 24% leave annually
· Absenteeism  dissatisfied, stressed and alienated works may show up for work less often than those who are more content with jobs
· Workplace stress rises so does absenteeism
· Can be involuntary (stress leading to illness) or voluntary (taking occasional days off) 
· Donald Roy  banana time study
· Banana time occurred every day when one worker stole another’s banana and ate it
· Shows that: games and social interactions were important in helping workers cope and productivity
· Games built into social interactions which is important for job satisfaction
· Reduce monotony and isolation of work making it bearable
· Ritualism  putting in a minimum amount of effort
· Sabotage  working in a manner that slows production or lowers the quality of production
· Theft  includes getting paid for more hrs than worked, taking merchandise, supplies and under charging friends/acquaintances
· Common in workplace
· 1/3 to ¼ of all employees engage in theft
· Insubordinate behaviour may be an attempt to gain control over workers job or a response to alienation 
· These types of activities express and reduce the subjective feelings of alienation
· Workers feel less powerless or may feel they have more control over their conditions
· Workers may engage in collective responses to workplace conditions and stress
· More likelt to lead to lasting changes in how work is organized
· Unions

Work and Health 

Physical Health and Work 
· People who work for money report better physical health than those who do not
· Explanations:
· Selection Effect  implies that there is little about work that would contribute to health
· Possession of health that makes people good workers
· Work can contribute to health through the material rewards it brings
· May be something intrinsic about work itself that contributes to health
· Bluestone and Harrison  upon job loss, rates of physical and emotional well-being decreased
· Found an increase in unemployment rate of 1% sustained over a period of 6 years was associated with:
· 37,000 deaths
· 920 suicides
· 650 homicides
· 500 deaths for cirrhosis of liver
· 4,000 mental hospital admissions
· Ross and Mirowsky  tested competing explanations by using longitudinal data
· Found: that while there may be some truth to the healthy worker argument it is also true that being employed contributes to health overtime
· Argue: economic well-being explains part of full-time employment positive effect on changes in health but not all of it
· Men more often define themselves by their employment status and thus suffer from greater health problems when the status deviates from full-time employment 
· African-American may experience poorer mental health conditions because their employment is racially segregated
· Higher racial gap in people’s ratings of their own health 
· Blacks in high-status jobs reporting poorer health
· Effect of work on health is consistent across gender
· Working women and men are healthier than their nonworking counterparts

Occupational Health and Safety
· Safety standards ultimately place responsibility for ensuring that workplaces are safe on works rather than on employers
· WHMIS (workplace hazardous materials information system)  ensures greater worker protection through the labeling of workplace chemicals and a worker education program
· Distribution of days lost is similar for women and men but, women lose about 2/3 more days per year
· Repetitive strain injuries (RSI)  occur wen works must repeatedly perform a narrow range of motions which strains the body part and injures them
· Occupational diseases  health problems caused by exposure to a workplace health hazard
· Include: dust, gas, noise, poisons, radiation, viruses, extreme temperatures
· Occupational cancer  takes 10 to 20 years for cancer to develop after exposure to a carcinogen in the workplace
· Five leading causes of fatalities at work:
· Exposure to caustic, noxious or allergenic substances
· Highway accidents
· Falls from a higher level
· Struck by an object
· Caught or compressed by an object
· Danger is unevenly distributed across class position and occupation – those with manual jobs are more likely to suffer fatalities at work than others

Workplace Changes and Health
· Injuries rose as organizations sought to restructure the labour process
· Demand a faster pace of production and fragmented tasks to increase productivity
· Began relying more heavily on newer hires with less training

Chapter 6 – Occupational Segregation 

Sex and Racial Segregation at Work
· Occupational segregation  occurs when people from different social categories do different types of work 
· Sex segregation  occurs when men and women work in different occupations, jobs
· Racial segregation  occurs when people from different racial or ethnic backgrounds work in different jobs

The Extent and Nature of Sex Segregation
· Index of dissimilarity  stats calculation that indicates the percentage of people who would have to change their occupation to produce a completely unsegregated occupation distribution
· Sex segregation > percentage of women who would have to change jobs to ensure employment activity resembled men’s
· Racial segregation > percentage of people within this group who would have to change jobs to have an occupation distribution that reflected another selected group
· Bonnie/John Fox study
· 1987 analysis of trends in sex segregation in Canada
· Found: indexes of dissimilarities of 70.7 for 1961 and 68.8 in 1971, 1980 declined to 60.9
· Argue: decline in sex segregation spurred by the movement of women into some formerly male-dominated occupations
· Vertical segregation  occupation segregation associated with income inequality 
· Horizontal segregation  different groups work in different jobs, often in sectors of the economy but have comparable earnings 
· Associated with inequality in terms of income, benefits, status and other factors
· Brooks horizontal/vertical segregation study
· VS declined by 41% btwn 1981 and 1996
· Small increase in HS
· Bielby and Baron study
· Found: in the 1960 and 1970s men/women almost never did the same job with the same titles in same establishment
· 96% of women would have to change jobs to eliminate sex segregation 
· sex segregation at level of jobs is higher than occupational – level segregation b/c
· even when men/women have same jobs, they are given different titles
· men/women rarely do the same jobs in the same organization and location
· preference on hiring either men or women
The Extent and Nature of Racial Segregation
· Percentage of people in ethnic groups who would have to change jobs to have same occupational segregation as entire population (1971)
·  51% of Jewish people
· Italians: 35% for men and 38% for women
· Asians: 37% for men and 25% for women 
· Aboriginal: 41% for men and 31% for women 
· Occupational status  most likely to perform jobs that are admired and well-respected in society
· Data suggests that people from different racial and ethnic backgrounds have different work patterns 
· Due to: some ethnic groups are more privileged than others in the labour market
· Tomaskovic – Devey’s study
· 1993 > racial segregation on level of jobs was 55%
· Gannage and Das Gupta study
· On garment workers
· Workers from different racial backgrounds are physically segregated and tend to do work that is similar to those from the same group
· Restaurant workforce is segregated at level of establishment 

Implications of Occupational Segregation

Income
· Gender wage gap is due to:
· More women working part time than men 
· Only 71.3% of women worked same part time jobs as men 
· Sex segregation 
· Many female-dominated jobs pat less than male jobs
· Age and discrimination
· Incomes slightly lower in the jobs common for women in 2000s
· Women average = $30,000, men average = $40,000
· Li study (1981)
· Findings
· Jewish people made $6,000 more than rest of Canadian labour force
· Czech, Slovak and immigrants from Hungary, Britain, Germany Poland and the Ukraine were above average
· Below average: Blacks, Chinese and Greeks
· Income affects segregation > Those with highest-status jobs (above average) earn more than others
· Education explains difference in earnings 




Opportunities for Promotion and Advancement 
· Glass ceiling more women 
· Glass escalator for men 
· In female dominated jobs men’s odds of getting promotion increases while women’s decrease
· Male dominated jobs increase men’s chance of getting a promotion 

Authority and Power
· Ability to make decisions at work and exercise autonomy is differentially distributed across gender and race
· Women and people are colour less likely to be in a position where they can make decisions and exercise power 
· Boyd 
· Found that while men were likely to exercise authority over other men and women, women tended to exercise authority over other women only 
· Smith and Elliot
· Found people are most likely to exercise authority over others in the same racialized groups 
· Reflects the extent of racial segregation and suggests that opportunities to exercise power depend on racial backgrounds

Common Explanations for Occupational Segregation

Segregation as the Result of Personal Choice
· Cultural and social differences between men and women and racial backgrounds lead people to choose different types of work
· Hakim
· Argues that most women prioritize family over work and therefore choose work in childbearing
· Does not explain occupational segregation > priority women give to family care does not affect occupational choices
· Female-dominated jobs were not always easy to combine with child rearing 
· Racial segregation? (further breakdown of argument)
· Hard to believe that cultural beliefs consistently encourage workers to choose least attractive jobs in the industry 
· People prefer to not have low-wage work with little opportunities
· Choice may influence occupational segregation but is NOT a sufficient explanation






Segregation as the Result of Education and Training Differences
· Employment differences reflect education and training 
· Men and women tend to study differ subjects so they end up in different work 
· Human capital theory 
· Racial segregation at work reflects the different types and levels of education obtained by different racial and ethnic backgrounds
· Charles and Bradely (2002)
· Looked at sex segregation in postsecondary education across 12 countries
· Women most likely to specialize in education, heath, social sciences and arts
· Men concentrated on engineering, math and computer/natural sciences
· In the past men’s success was linked to the fact that they had more education and training than woman
· Many racialized groups do not have the education and skills they need to get a better job so they are trapped in low-wage jobs
· Differences in the amount of education CANT account for occupational segregation 
· Foreign trained professionals find their credentials are not recognized and must undergo costly retraining 

Statistical Discrimination
· Statistical discrimination  employers tend to consider race, ethnicity and gender when they hire workers because they see these attributes as markers of ability and productivity 
· Gender and race are seen as signifiers or markers
· Using gender and race as markers for skill is efficient 
· Who gets hired is often a matter of social and personal beliefs and values about which groups should work in which jobs

Explaining Segregation Is Complex

Gender and Racial Ideology
· Separate spheres  men and women were inherently different and had different social roles 
· Racial ideologies > the belief that Western Europeans were most evolved, civilized people 
· Racial groups were fundamentally inferior






Gender Ideology 
· Men were slightly more evolved 
· Men were suited for the “public” sphere of politics and work 
· Women were suited for the “private” sphere of home and family 
· When men and women worked same jobs > separate spheres were invoked to argue that women were “inherently” different so their work should be different and men/women should be physically separated 
· Two world wars led some jobs to be redefined as appropriate for women 
· Redrawn division btwn men and women work
· Men and women were not hired to do the same kinds of work in the same organizations because society saw mingling of sexes at work as inappropriate 

Racial Ideologies
· Belief that the inferiority of members of racialized groups shaped employment patterns
· Perceiving Chinese workers as industrious and preserving made them suitable workers for backbreaking work 
· Aboriginal and Black workers tended to be hired to work jobs that required hard physical labour
· Jobs that were socially portrayed as “ideal” for them 
· Darroch and Ornstein (1980)
· Studied occupational segregation by ethnicity in 1870s
· Found that Scottish men were more likely to be farmers and less likely to be labourers than Irish men 
· German men worked as labourers while English men were likely to be merchants, professionals and artisans 
· People from racialized groups were viewed as being particularly suited to hard work
· Encouraged some employers hiring decisions 

Traditional Divisions of Labour
· Racialized DOL have generally been rigid and characterized by slavery or similar systems of broad economic, social and political inequalities
· Racial segregation restricts the work opportunities of men and women of colour 
· Therefore, expanding the opportunities of White workers and reproducing racial inequalities 
· Priority to industrialization, men and women tended to do different kinds of work within the family production unit
· Men = large tasks like agriculture/trades
· Women = home, cooking and making household goods
· Rise of industrialization labour patterns didn’t alter substantially
· Men stille engaged in agriculture and manufacturing work
· Women = household responsibilities, their involvement in other industries mirrored traditional patterns
· Younger women = domestic services
· Traditional patterns of working were reinforced by prescriptive gender ideology to encourage the continuation of gendered labour patterns with the rise of industrialization 

Employers
· Queuing theory 
· Employers have labour queues > mental lists that order workers in terms of their attractiveness as employees
· Can be racial and gender queues 
· Asses the productivity > employers use characteristics like gender, race and ethnicity as proxies 
· Segregation is the outcome of workers and employers adherence to their queues or lists
· Men/Women from ethnic groups are lower on employers mental list of desirable employees 
· Reskin and Roos 
· Use queuing theory to explain the declining sex and racial segregation arguing that recent social changes led employers to alter their queues
· First > women/men of colour have more education than they used to, making them more skilled
· Second > more social and gov’t pressure to limit discriminatory hiring practices
· Third > change in the labour supply 
· Higher number of white women and men/women and men of colour in the labour force 

Privileged Workers
· Those with good employment have an interest in preventing their employer from hiring less expensive and lower-status workers to replace them 
· Men in skilled trades were among the most successful at excluding others
· Both organized White men and women made an effort to exclude workers of colour
· People of colour paid less and had lower status 
· Their entrance into a workplace or job was often seen as a threat 











Understanding Segregation 
· Robert Kauffman
· Tested 4 explanations for occupational segregation
· First > segregation exists as a result of the uneven distribution of skills and education 
· Second > segregation is the product of workers choice
· Third > organizational structures (firm size and formalization) determine the amount of segregation by shaping the degree to which employers follow their personal beliefs when hiring
· Fourth > employers use stereotypes and beliefs to guide hiring decisions (queuing theory)

Future Prospects for Segregation
· Educational attainment of White women and men and women of colour has risen over time
· Social perceptions about who should do what have changed as well
· Vertical segregation has decreased over time, horizontal segregation has remained strong
· Gov’t pressure appears to have expanded the labour market opportunities of White women and women and men of colour
· Where gov’t are less involved in regulating employment we might expect segregation to remain substantial 
· Public sector suggest that a decline in public-sector employment may have negative implications for gender inequality
· Globalization may increase occupational segregation on an international level 

Chapter 7 – Discrimination and Harassment 

What is Discrimination?
· Discrimination  unequal and harmful treatment of an individual based on some characteristic such as gender, race, sexual orientation or religion
· Direct form of discrimination  The employer (or organization) is acting on the intention to exclude certain groups of people
· Covert discrimination  setting up coding schemes on job applications as a way to screen based on race, religion or other attributes
· Henry and Ginzberg 
· Compared the experiences of Black and White job applicants with equivalent qualifications in terms of education and experience in restaurant job
· Black applicants received fewer job offers than White applicants
· Black applicants told the job was filled
· 237 positions available
· 44% of Indo-Pakistani accents refused job
· 36% of Black west-indie accents refused job
· 31% of White immigrants were refused job
· 13% of White non-immigrants were told job was filled

Systematic Discrimination 
· Systematic discrimination  informal practices embedded in normal organizational life, which have become apart of the system
· Organizational policies, procedure or regular operations of business disadvantage certain groups
· Intentional systematic discrimination  organizational policies that are set up to exclude or disadvantage certain groups of workers
· Unintentional systematic discrimination  organizational polices set up not with the intent of excluding or disadvantage, but when put into practice, are exclude groups of workers 
· Credentials that not everyone has access to 
· Ideologies and stereotypes

Experiences of Discrimination: A Brief Overview 
Women 
· Women working full time are paid 71% of what men working the same jobs are
· Experiences “glass ceiling”  barrier that prevents them from being promoted
· 7% of most senior management positions filled by women
· 38% have no women at all 




People of Colour
· Practices of racial exclusion has shaped the jobs racialzied groups hold and their opportunities for mobility 
· Visible minorities are overrepresented in low-paying occupations and underrepresented in high-paying
· 3% of CEOs
· Experience a “cement ceiling”  stops them from being promoted to top positions 

Immigrants
· Lack of recognition of immigrants foreign credentials
· 75% of immigrants in Canada also belong to racialized groups
· Need for “Canadian English” is a form of unintentional systematic discrimination that acts as a barrier to immigrants
· Many immigrants find it hard to leave jobs and seek new employment if discrimination or harassment occurs because it if difficult to find work 

Aboriginal Workers
· Less educated and higher unemployment rates 
· Rate of unemployment = twice that of all workers
· Earn about $8,000 less than average income
· More likely to preform semi-skilled and manual professions
· Geography and long-term barriers of education limits employment prospects 
· Historical injustices contribute to these factors
· Face stereotypes and racism
· Ex: not being able to fit into “City’ life

People with Disabilities
· Inaccessibility of education and workplace accommodations
· 45% of men and 39% of women who are disabled are employed VS 79% of men and 69% of women
· Barriers:
· Lack financial resources to attend school
· Workplace accommodations
· Lack of employer commitment
· 20% of disabled people require physical changes to workplace

Gays and Lesbians 
· 60% of Canadians believe that being gay or lesbian is deterrent to career success
· 28% have observed hostility towards gays/lesbians in workplace
· 51% of people believe it is difficult for openly gay/lesbian people to be accepted by managers



Older Workers
· Ageism  belief that older workers are less productive, slower to learn, sickly, unable to handle technological change and stuck in their ways
· Age discrimination  occurs when ageist beliefs come to inform or shape systematic or structural practices by legitimating the use of age to mark out classes of people who are denied resources and opportunities

Explanations of Workplace Discrimination 
· Supply-side explanations empathize how characteristics and attributes of employees determine job outcomes
· Holds that workers choose jobs that may be low paying or less likely to lead to promotions
· Human capital perspective

Networks and Looking for Work
· Working class people get a change at better paying jobs when they have more middle-class and upper-class people in their informal networks
· McGuire
· White women and Black men/women get less help from their informal networks than White males
· White workers often report that managers encourage them to apply for upper management positions compared to racialized groups

Demand-Side Explanation of Discrimination 
Employers Taste of Discrimination
· Gary Becker  Free-market Model
· Free-market has ability to eliminate discrimination because pf the assumption that firms want to max their profits
· Less competition means higher costs
· Employers who discriminate have to pay more for their workers because they are choosing to limit the competition for their jobs to a specific group
· Why does discrimination continue if there is Free-market model?
· Does not reflect the reality of markets
· Some companies have monopolies in industries
· Overemphasized the role of individual discrimination on part of the employer
Sociological Demand-side Explanation
· Proximate cause  personnel practices of work organization constraints or permits conscious and subconscious attitudes and stereotype of employers can lead to discrimination
· Well meaning people also tend to categorize and stereotype individuals as part of their world view
· Homophily  tendency for people to interact with others who are like them
· Employers are likely to hire, associate with, mentor or network with those who are similar to them
· All at risk of discriminating so organizational polices and procedures must be set up to prevent those possibilities
· Put in practices that limit the effect of these cognitive processes 

Recruitment Methods
· Employers use informal networks rather than formalized job application process to ID and hire workers/managers
· Recreates ingroups and allow employers to act on their preferences of homophily
· Reskin and McBrier
· Informal networks had a higher percentage of men in managerial positions than those that did not
· Open recruitment was used:
· Percentage of women in managerial positions increased
· Racially segregating workers declined

Formalization of Organizational Procedure
· Clear procedure for promotions, job evaluations, and other organizational policies can reduce race and sex-based disparities in organizations
· Beck
· Found: workers of colour are less likely to sit on hiring or selection committees therefore limiting the amount of senior positions held by racialized workers 

Other Explanations for Discrimination

Social and Cultural Capital
· Social capital  knowing the right people and having the right people in one’s network
· Measure of resources that workers have access to through their membership in a group, network, or organization
· Cultural capital  orientations to work and knowing what it means to do ones job
· Access to social and cultural capital varies by attributes of gender, race, immigrant status and class position
· Have demand-side implications in terms of their differential effect on hiring, promotion and wages for men/women and racailized groups
· Women/racailized groups have a lower-return on social capital 








Tokens and Numerical Minorities
· Rosabeth Moss Kanter
· Theory  how individuals in the numerical minority in a workplace group create a different interactional context for these workers compared to those in the majority
· Token  workers who substantially stand out-numbered in a workplace
· Seen as representing their social group – every action feeds their stereotype
· Boundary-heightening  token make the dominant group more aware of their own group status and commonalities
· Extra visibility of tokens receive gets them noticed by those in positions of authority and could help them get promoted 
· Argument infavour of tokens
· Way to curb the negative effects of tokens is to decrease their isolation

Credentials and Discrimination 
· Bona fide occupational requirements  job requirements necessary to preform high level of work 
· Employers must demonstrate these requirements as necessary to preform work – without would be harmful to employee and company
· “undue hardship to employer” to make work able for everyone
· Adopted in good-faith – not to discriminated against certain employees 

Discounting Immigrant Worker’s Credentials
· Primary barrier to employment for immigrants is lack of recognition of educational credentials
· Employers discount educational credentials in professional and lower skilled occupation
· Li
· Analysis of immigrant workers credentials 
· Found  half the income wage gap between White and visible minority men/women is due to forgein credentials

Workplace Harassment 
· Quid Pro Quo  the use of threats or brides made a condition of employment
· Sexual harassment
· Hostile work environment  behaviors that interfere with one’s ability to preform work and create a negative work environment 
· “Reasonable women standard”  courts tendency to ask whether the behavior was inappropriate to a reasonable woman 




Sexual Harassment 
· 23 to 51% of women will experience it in their lifetime
· Also about letting women know that they are not welcome in certain areas of workplace or not respected members of work group
· Organizational culture intersects with how workers’ understand what constitutes harassment 
· Sexual harassment is a barrier to women – some quit jobs to avoid it
· Harassment of men occurs when straight men harass gay men or other straight men 
· May not participate in workplace hazing or sexual harassment of woman 

Racial Harassment
· Comments, jokes, other types of material that are racist and degrading to workers of colour
·  49% of women and 31% of men of colour experience 
Generalized Workplace Harassment 
· Includes: yelled, sworn or talked down to or embarrassed in workplace interactions
· Wislar 
· 50% of employees at US universities experienced those forms of harassment 
· 17% of women were kicked punched and spat on as part of their sexual harassment

Double Jeopardy and Intersectionality 
· Workers who are members of more than one social category can experience several forms of harassment and discrimination 
· Theory of Intersectionality  examining the intertwined nature of gender, race, class, ability, sexuality, caste and other influences 
· Used to explain how members of multiple social categories affect workers
· Double jeopardy  being a member of two out-casted social groups
· Ex: being a woman and being a member of a racial group
· Women of colour experience more sexual and racial harassment than men
· Women of colour with foreign credentials experience the lowest return on education
· Try to understand how the experience of discrimination and harassment is qualitatively different form women of colour 
· Welsh  most women of colour mentioned that it was not just sexual harassment they experienced
· Implications of double jeopardy and intersectionality Social policy 
· Shifiting our understanding of discrimination to be inclusive of women of colour calls into question our current legal definitions of discrimination and harassment
Employment and Pay Equity Legislation in Canada

Employment Equity
· Employment Equity Act (EEA)  ensure that members of women, Aboriginals, people with disabilities and visible minorities are treated fairly in employment practices
· Employment Equity  treating persons in the same way and requires special measure/ the accommodation of differences 
· EEA require certain incentives on part of employers
· Analyzing workforce using 12 job characteristics
· ID employment barriers
· Implementing Employment Equity Program (EEP)
· Monitoring and evaluating progress towards achieving equity
· Require annually to deferral government
· Benefits of EEP
· Human resource practice have improved
· Increase the presence and status of women in companies
· Decline the wage gap btwn men and women 
· [bookmark: _GoBack]Limitations:
· Aboriginals, disabled people and minorities are main beneficiaries
· Larger companies attain higher levels of employment equity compared to private companies
· Misconceptions:
· EEA requires all employers to hire a quota of designated member groups
· Intent of EEA is to encourage organizations to increase the representation of designated groups in workforce

Pay Equity 
· Pay equity  emphasis on the comparable worth of male and female jobs
· Refers only to wage gap between men and women working in same establishment
· Value and pay of jobs in one company
· Limitations:
· Complex to administer
· To determine value jobs must be rated on basis of skill, responsibility, effort and work conditions
· Jobs with same points must be paid the same
· Tries to make comparisons in job values to the context of occupational segregation and gender differences in skills
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