[bookmark: _GoBack]Often thought to be one of the first scientific studies of management, Frederick Taylor published his theory of scientific management in 1911 in an economy where large-scale production had recently become popularised and the industrialisation of the United States was underway (Copley, 1993). Based on his observations at the Midvale and Bethlehem Steel companies, Taylor detailed a model based on his view of the objective of management as being to secure maximum prosperity for the employer as well as maximum prosperity for employees (Taylor, 1911). His model defined four key principles; developing a science for each element of work, scientific selection and training of each worker, cooperation between workers and managers and finally division of labour between workers and managers. One key assumption that Taylor made was that workers would exhibit “soldiering”, where they would deliberately work slowly and aim to do as little work as they can and one of Taylor’s main focuses was to eliminate this behaviour that he attributed to the “natural laziness of men” and which he described as “the greatest evil” suffered by employers.  A key factor of Taylor’s model was the importance of determining the “one best method” for tasks through analysis of methods with accurate time and motion studies (Taylor, 1911).  

Fordism is a model based on the work of Henry Ford at the Ford Motor Company in the production of the “Model T” motor originating in the 1910s (Lewis, 1976). The term Fordism was first popularised by Gramsci who wrote about changing trends in the production industry (Gramsci, Hoare and Nowell-Smith, 1971). Though it more widely refers to the structure of institutions involved in large scale industrialisation using principles that Ford established and also incorporating scientific management and the “welfare state” (Foster, 1988).

Looking back at definitions of Fordism over time, Watson identifies a common description of a “system of mass production”, using innovations in technology specifically the assemble line and managerial emphasis on efficiency in the “organization of work” (Watson, 2018). He mentions that the aim of maximizing production while minimizing costs is achieved by standardizing products and components. Watson also mentions that other historians of Fordism attribute it to a period after Henry Ford’s works, accomplished through an economic balance between mass production and mass consumption introducing increases in the wages and social provisions for workers. 
Principles of Fordism consist of the decomposition of different tasks in the production process, mass production of standardized and interchangeable parts and rationalization of work allowing large scale industrial production with the use of the assembly line (Clarke, 1990).  Clarke also argues that Ford’s advantage of “technological dynamism” and “flexibility” in production through these changes are key components for the success of the model.  
The organisation I will be reviewing is Amazon and the use of it’s management techniques particularly in their warehouses. The job of warehouse employees or “fulfilment workers” as Amazon names them, mainly consists of picking and packaging items from Amazon warehouse shelves to be sent out for delivery (Business Insider, 2018).


Early criticisms of Taylorism and scientific management critiqued the differential rate wages system, due to the system essentially forcing a pay cut and further penalising those who wouldn’t work to the optimum level (Drury, 1915). The same paper praised the concept of elementary time study in eliminated possibilities of workmen overestimating the time it would take for a process. This also allowed keeping records of the time it would take for different elements of work and these could be used to set timings for new jobs in a simpler and more accurate manner as misjudgements in “lump measurements” were reduced. Drury recognised however that Taylor’s methods could lead to bad working conditions for workmen and also the problematic nature of class distinctions Taylor made such as “the type of the ox” and essentially comparing men to machines. 

One of the most noted criticisms of Taylorism was by Harry Braverman. One of his arguments was that scientific management could not even be viewed as a “true science” due to the theories bias of being from the point of view of management and accepting of the capitalist dynamic between management and labour as a “natural condition” (Braverman, 1974). He states that Taylor’s aim was not to find a way to do work in the “best way” but a way to best control alienated labour. Braverman contested Taylor’s theory of “a fair days work”, stating that Taylor defined it at an extreme limit that in reality only a few could achieve and even then only under strain, as well as the lack of explanation as to why this should be at the physiological maximum capacity of a worker. He also heavily criticised what he referred to as the “dehumanisation of the labour process” stating that in Taylor’s approach to centralise and standardise methods of tasks, workers face a disconnect between the conception and execution of tasks leaving workers at a level with animalistic labour.  
 
Other benefits included the overcoming of communication issues as a result of language barriers of immigrant workers, and accidents avoided by the standardisation of tasks (Grey, 2017). Grey mentioned however that there was an increased threat of unemployment, less commitment to quality as workers were only said to be motivated by money and the introduction of powerful new managers. Another criticism was that the use of standardisation would actually reduce innovation and entrepreneurship (Shenhav, 1999)


Though initially transforming the production process at Ford, vertical integration presented a development barrier as independent suppliers of components were able to achieve further economies of scale and supply to many manufacturers, giving them a competitive edge (Clarke, 1990). 
Another failure that Fordism faced was in not recognizing the demand for a diversified product range, resulting in Ford falling victim to a saturated basic car market, Clarke argues that the key was in the standardization of components and not of products. Another key contribution of Fordism to management principles was it’s organization of labour. Clarke argues that while Taylorism broke down and reassigned production tasks, it was Fordism that fully recomposed tasks and essentially fashioned workers into “human machines”, thus making it the only real characterization of Marx’s capitalist labour process where Marx argued that labour is objectified in use values (Clarke, 1990) (Marx, 1977).
In terms of labour processes and wages, Ford introduced a policy known as the “five-dollar day”, whereby workers were able to earn above their minimum salary by complying with conditions pertaining to personal and social characteristics and values (Meyer, 1981). This included married men who took care of their families, women of “good habits”, single men living “wholesomely and constructively” amongst others, using their home and family environments to evaluate workers’ habits (Loizides and Sonnad, 2004). Another aim of the initiative was to withhold these extra earnings in order to change or “straighten out” workers with an eventual threat of being fired after a six month period if they did not “make good”. Loizides and Sonnad remark that the success of Ford’s sociological project can be seen in it’s accomplishment of it’s primary goal of transforming immigrant workers with the aid of The Ford English School.
The benefits of the initiative were described by Ford including increases in efficiency and development of personal character. The increased wages that were made available to workers yielded increases in productivity and profits (Summers and Raff, 1987). Summers and Raff state that while wages were not essentially doubled as at Ford, other firms did emulate higher wage policies. They do however mention that given the shift from a manufacturing economy during the time of Ford, it is to be seen whether similar principles can be applied after period of dramatic developments in technology.

Watson presents the argument that while Fordism may have aimed to divide workers and keep them “powerless”, it may have actually united them through industrial unionism given that workers organised through unions to oppose deskilling of work and speeding up of work pace (Watson, 2018). Thus he suggests that Fordism from the viewpoint of workers is a system of deskilling, repressive managerial control and unemployment and faced resistance. 











One of the most informative insights available into Amazon’s warehouse conditions is from a 2013 BBC Panorama documentary exploring a warehouse in Swansea, Wales (Amazon: The Truth Behind the Click, 2013). In this documentary undercover footage shows how employees are given instructions for their tasks through handheld screens, which detail where items are and how long workers have to get them as well as how much to put in their trolleys. This shows that the work is centralised through management and is not to the discretion of the worker. The worker has no information other than where to pick products from in the warehouse and to fill their trollies. We can see from this that workers are not made aware of the entire process but only the factors which are necessary to complete their individual tasks, which was another key component of Taylorism. Scientific management saw that workers were separated from the conception of production and were only expected to execute set tasks. Braverman mentioned that positions with little control over labour processes would expand while those with autonomy would decline (Braverman, 1974). With the growth of Amazon and their constant supply of labour it can be seen that this is true with such methods still being used today. In Fordism we also see the use of the assembly line where workers are essentially made equivalent to machines, serving a simple task in production. The use of workers to simply pick items, which are then passed on to the next department in Amazon’s delivery process, can be compared to a modern day assembly line with workers doing nothing but following instructions on a screen.    

An investigation by Business Insider in 2018 found that Amazon employees were tracked to see how fast they were picking and packing items, and had strict targets and strictly timed breaks (Business Insider, 2018). Employees stated targets would increase every year and would leave them with no time to go to the toilet as they would receive points for not meeting goals or for taking extended breaks. Amongst tasks, workers had to pack 120 products per hour, requiring them to pack two products a minute and would be disciplined for having “idle time” with messages sent to their scanners telling them to hurry and the fear of losing their jobs.  

It is easy to draw parallels here with Taylor’s ideas for management to control all methods of tasks with clear instructions of processes. Taylor’s model emphasised working at a maximum physical level, workers at Amazon detailed that they didn’t have time to go to the toilet in order to meet targets, one worker even stating that they had worked while unwell to the point they “could not do anymore” clearly showing employees are worked to their physical limits (Business Insider, 2018). In Amazon’s response where they stated they provide a “safe and positive workplace”, they mention setting targets based on “previous worker performance”. This is similar to Taylor’s time study, in setting timings of tasks for other workers.  Amazon also mention providing “coaching” for workers who needed to improve which also draws on Taylor’s concept of functional foremen. The article also mentions that Amazon claim to provide legal, financial and workplace guidance. This can be compared to Ford’s efforts of investigating and “helping” workers with their personal lives and habits.

In another article by the Independent, it was found that Amazon workers were earning such a low wage that they were sleeping in tents near a warehouse in Dunfermline, to save money on travel costs (Independent, 2016). This is in line with Taylor’s theory of keeping labour cost to a minimum as wages are minimised. The article also mentions fines for lateness and working without sleep for days again demonstrating pushing workers to their physical limit. While this could be argued to be against Ford’s wage policies, the article also mentions a woman with breast cancer being told that her personal life was interfering with her work. This seems very in line with the personal life investigations of Ford’s five dollar day plan.

A 2011 article by Business Insider explains Amazons points system (Business Insider, 2011). If an employee receives six points they would lose their job. The article also detailed workers being tracked by their scanners to monitor their work pace as well as rules on amount of tape to be used to wrap packages. A key principle of Taylorism is standardising tasks and instructing workers how to perform them. The article also mentions an employee being let go due a medical condition which wasn’t disclosed when being hired, this draws on Taylor’s principle of recruitment.

The use of Taylorist principles at Amazon are directly referred to By Simon Head, describing the breaking down of tasks in Amazon warehouses into subtasks which are measured in seconds following time and motion studies to find the fastest way of carrying out tasks and presented as a “one best way” for employees to obey (Head, 2014).  He also mentions how new technology such as personal sat-nav computers given to employees, aids management in tracking productivity and taking the place as a modern day “functional foreman” that was a key part of scientific management. 

The use of technology is discussed further by Vrontis, Weber and Tsoukatos who reference the Economist as naming this combination of technology and Taylorism as “digital Taylorism” (Vrontis, Weber and Tsoukatos, 2017) (The Economist, 2015). They mention that the principles are even extended beyond workers to knowledge workers and even managers.

 In conclusion there are arguments that aspects of Taylorism and Fordism that may be outdated, such as Taylor’s use of money as the only incentive for workers, and Ford’s wage policies in the five-dollar day plan. However it seems on a wider scale that aspects of both of these models still prevail in management practises today. The management methods employed at Amazon’s fulfilment centres is a clear modern day application of many principles of scientific management and incorporating the large scale Fordist standardisation of tasks. The incorporation of technology to apply Taylorist principles has definitely seen companies such as Amazon make workers chase high and at time unrealistic targets and keep productivity high while also keeping their costs low, this can be described not as Digital Taylorism. 
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