Taylorism

1. Once workers have been merged into a factory, how do you manage them?
· Maintain discipline in the workplace (time keeping, careful and persistent work)
· Manage employees with different and specialized skills including pay determination (determining how much an employee should get paid)
· Methods to accomplish this  hierarchy combined with supervisory position for this who have more ability to supervise

2. Common practice of managing labour in the 19th-20th century – subcontracting 
· An owner contracts with skilled tradesmen (subcontractors) for the completion of a task (building a ship) for a fixed sum 
· Subcontractors hire less skilled labour workers to complete the task at rates of pay set by the subcontractor
· This way, owner avoids the problem of controlling labour 
· This organization structure  distances the owner from technical issues involved in the work 

3. Frederick Winslow Taylor – “creator of scientific management” involves job analysis and time and motion studies  it has been said that he neglected the ‘social’ aspect of work = incorrect 
· Born 1856 – wealthy Philadelphia family
· 1872 – attended Philip Exeter Academy to prepare for Harvard exam 
· He was admitted to Harvard  before going he had a psychosomatic (mental) crisis – failing eyesight 
· Returned to Philadelphia and his eyesight recovered
· He wasn’t able to attend Harvard – would have become a lawyer 
· 1874 – joined the Enterprise Hydraulics Works as an intern to learn the trades of pattern maker and mechanist 
· He continued in manual jobs (work done by people)  was promoted to supervisor and later became an industrial engineer 
· Continued living with his parents in upper class Philadelphia 
· He had an odd personality:
1) Very disciplined childhood
2) When he played baseball with friends – spent his time making a perfect baseball diamond 
3) Problem with nightmares 

4. The factors above made Taylor’s contribution to a business of production possible 
· He came from a rich background and shared the same beliefs with the people he knew from his background
· He had direct experience of manual work 
· His neurotic/compulsive personality meant he was willing to put up with the stress that the courses of action he chose led to 
5. His career was influenced by his experiences at the Midvale Steel Works 
· Started working as a unskilled labour worker  became a mechanist  gang boss (construction supervisor)  shop supervisor
· He drew the conclusion that machinists were restricting output to protect jobs and rates 
· As a supervisor, he combined the authority of position with knowledge from the task  the authority of expertise – ‘class loyalty’ influence his relationships with workers
· Wanted to increase machinists effort levels  over 3 years he succeeded in doing so through threats of dismissal and rate cuttings
· His success was against his odds:
1) Threats of violence
2) Machinists went to management to try and weaken his authority (sometimes succeeded)

6. More general issue
· The machinists could have made a convincing case that they knew how much output was possible and desirable and Taylor’s demand would have made them exceed that
· They could do that because of ‘ordinary management’  where a boss hires craftsmen (through subcontracting or directly) who understands the nature of the work tasks while the owner/employer doesn’t = controlling the workplace becomes problematic 

7. Taylor proposed several solutions – relocate knowledge 
· Simple tasks and complex tasks:
1) Assemble and analyze traditional knowledge
2) Have specialists in work organization develop and advance the knowledge (time jobs, analyze motion, analyze work flow)
· Build up a body of knowledge about the most efficient ways of performing tasks and organizing the workflow 
· Apply this knowledge in some situations  relocate knowledge of the production process from the shop to a separate office attached to management 
· The objective is to: 
   		        1 improve the quality of management decision making
		        2 reunite the authority of position and expertise
		        3 scientific knowledge of production could be used to merge            
                                      capital and labour





8. Second solution – deskill 
· reduce the amount of task performed by each worker 
· the implications would be that:
1) Relative supply for workers for each job would increase
2) Workers would be more switchable so sales would cause less of a problem
· All this should make it possible to pay workers less 

9. Third solution – expansion of use of incentive pay
· Simplify tasks make it easier to monitor work and count output  where output can be counted, pay can be tied to output 

10. Harry Braverman’s 
· His interpretation of this was:
1) Reallocate knowledge to reunite expertise and position
2) Replace skilled workers with unskilled workers
· The consequences to do so were: 
· Closer and more effective management control 
· Lower pay 
· ‘spiritually impoverishing’ work

11. Marglin and Braverman would say that this is a case of economic efficiency 
· Taylorism increased output by only increasing inputs (making workers work harder) and cutting prices of inputs (pay)
· [bookmark: _GoBack]Taylorism  not distributionally neutral = a policy that is not good or bad – doesn’t alter income



 

