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[bookmark: _Toc448400698]Abstract

	Tracing back to the 1980s until the present, the United States has experienced wealth and income disparities that rivals inequality from the Gilded Age. Labor union membership decreased significantly, and the middle class share of national income declined by half, while the top 1 percent’s share of national come doubled. Culprits to these macroeconomic social inequalities were deregulation of the finance sector, austerity measures in the public sector, and union membership diminishment. This study examines how and to what extent Diversity and Inclusion interventions at the organizational level, such as diversity pipeline programs and employee resource groups, address social and economic inequalities in the New Gilded Age. It then scrutinizes how intersectional public policy, in particular the progressive movement’s Federal Jobs Guarantee and the Workplace Democracy Act, could fill in where Diversity and Inclusion falls short in solving the social and economic inequalities of the New Gilded Age. This examination uses textual cultural analysis and Black Feminism’s social and cultural theory of intersectionality on primary sources, such as Diversity and Inclusion annual reports, public policy proposals, Congressional records, government agency reports, political party platforms, and video interviews. In unearthing racial, socioeconomic, and gender disparities through textual cultural analysis and intersectionality, this study illuminates coalitional potential and intersectional solutions derived from social movements as promising possibilities that would structurally solve New Gilded Age problems and revitalize American democracy and civic life.
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Chapter 1 – Introduction and Methodology
[bookmark: _Toc448400701]Introduction
This chapter provides a thorough record of how the research has been carried out in primary and secondary source data collection and subsequent analysis. It will also provide a justification as to why this methodology was identified as most fitting to fulfill this study’s aims, objectives, and driving research questions. This chapter includes an elucidation of cultural analysis, how it can be conducted, what constitutes a text that can serve as the subject of cultural analysis, and the importance of the researcher producing meaning from the connections made between the text and context. Additionally, the ethicality of how the research has been conducted, the reliability of the findings, and their validity have been given thoughtful consideration at the end of this chapter.

[bookmark: _Toc448400702]Research Aims, Objectives, and Questions
The overall aim of this research is to situate organizational-level Diversity and Inclusion interventions with the New Gilded Age as the socioeconomic backdrop and explore public policy interventions that could more comprehensively address social and economic problems in the New Gilded Age.

The objectives of this research are the following:
1. Collect and evaluate primary source documents to identify the strengths and shortcomings of Diversity and Inclusion interventions and public policy proposals at the organizational and societal levels.
2. Evaluate and consult secondary source documents to situate and contextualize Diversity and Inclusion practices and public policy proposals with the New Gilded Age as socioeconomic and political context.
3. Draw conclusions from Diversity and Inclusion interventions and recommend public policy proposals, namely the Federal Jobs Guarantee and the Workplace Democracy Act, while interpreting the societal and economic implications of these initiatives seen through the lens of intersectionality in the New Gilded Age.

The principal research questions of this study are as follows:
1. How and to what extent do Diversity and Inclusion interventions at the organizational level address social and economic inequalities in the New Gilded Age?
2. In light of the strengths and limitations of Diversity and Inclusion interventions, how could intersectional public policy fill in where Diversity and Inclusion falls short in eliminating the social and economic inequalities of the New Gilded Age?

[bookmark: _Toc448400703]Data Analysis
Qualitative approaches serve as the principal methodological driver of this study. Qualitative research is “research that produces findings not arrived at by means of statistical procedures or other means of quantification” (Strauss and Corbin, 1990, p. 17). Where quantitative scholars seek causal determination, prediction, and findings generalization, qualitative researchers pursue illumination, understanding, and extrapolation to similar situations (Hoepfl, 1997). The central focus of qualitative research is to “engage in research that probes for deeper understanding rather than examine surface features” (Johnson, 1995, p. 4). 
Clifford Geertz’ approach on cultural analysis grounds the qualitative interpretations of this research. In The Interpretation of Culture, Geertz writes: “Man is an animal suspended in webs of significance he himself has spun.” Geertz provides an imagery of culture as “webs of significance” in order to position the search for meaning at the crux of cultural analysis (Geertz, 1973, p. 5). With the quest for meaning as centerpiece, Geertz describes that cultural analysis requires “sorting out the structures of signification...and determining their social ground or import” (Geertz, 1973, p. 9-10). Metaphorically describing culture, Geertz states: “The culture of people is an ensemble of texts.” Through this interplay between culture and text, Geertz emphasizes textuality in the interpretation of cultural meaning, signifying that culture can be read as signification, as one can do with text. Stating that society can be read as texts, Geertz continues, “as in more familiar exercises in close reading, one can start anywhere in a culture’s repertoire of forms and end up anywhere….But whatever the level at which one operates, and however intricately, the guiding principle is the same: societies, like lives, contain their own interpretations. One only has to learn how to gain access to them” (Geertz, 1971, p. 29). Through Geertz’ interpretive lens, performing cultural analysis is to treat culture as assemblages of texts where human discourse and actions could be decoded and regarded as signifiers that hold import for broader society. Cultural analysis could uncover cultural meaning by closely reading texts circulating in a given culture. 

This study adopts Geertz’ textual approach to cultural analysis by casting a wide net on what could be considered a text and unearthing the significance and ramifications that Diversity and Inclusion interventions and public policies have on society. This would involve assessing social impact within the macroeconomic trends of the New Gilded Age. This study treats company websites, Diversity and Inclusion annual reports, communications and marketing videos, among other primary sources, all as texts to decipher significance and resonance in the broader societal and economic context in which they are embedded. 

Elucidating further on what constitutes a text in cultural analysis, Stephen Greenblatt writes, “A full cultural analysis will need to push beyond the boundaries of the text, to establish links between the text and values, institutions, and practices elsewhere in the culture” (Greenblatt, 1990, p. 226, emphasis mine). Greenblatt continues that “cultural analysis must be opposed on principle to the rigid distinction between that which is within a text and that which lies outside” (Greenblatt, 1990, p. 227). To Greenblatt, both documents and the surrounding context both constitute as texts, thus meaning that it is the role of the researcher to connect the dots and render interpretations between a particular document and the values and signification found in the context.

The fundamental interplay between text and context is significant in that context illuminates the reason why a given text is produced and how a text is received. Dominick LaCapra writes, “texts interact with one another and with all contexts in complex ways, and the specific question for interpretation is precisely how a text comes to terms with its putative contexts” (LaCapra, 1985, p. 128). In this conceptualization of text, LaCapra describes a revisionist understanding of context. In particular, the connections researchers draw between text and context is a matter of interpretation. Applying LaCapra, this study stitches primary source documents and performs a cultural assessment that would excavate the significance of Diversity and Inclusion interventions and recommend public policy proposals, namely the Federal Jobs Guarantee and the Workplace Democracy Act, that would more adequately bridge social and economic inequalities in the New Gilded Age. 

[bookmark: _Toc448400704]Data Collection
Primary and secondary sources were obtained from books and journal databases accessed through Google Scholar and the University of Wales Trinity Saint David and the University of Massachusetts-Amherst libraries. This study turns to company websites, Diversity and Inclusion annual reports, video interviews, public policy proposals, Congressional records, agency reports, and political party or candidate platforms—all of which hold significance vis-a-vis the grander social, political, and economic context of the New Gilded Age. By curating this study using primary and secondary sources that intersect formal academic disciplinary lines, this study strengthens the validity, reliability, and contributions of its findings across all fields from a transdisciplinary perspective, which mirrors the equally transdisciplinary and intersectional way that Diversity and Inclusion should function in organizations and policy in the public domain. 

[bookmark: _Toc448400705]Ethics, Dependability, and Rigor
In qualitative research, a researcher can demonstrate the dependability of qualitative research by examining the process and the research outcomes for consistency (Hopefl, 1997, p. 317). Additionally, qualitative scholars can achieve dependability and reliability by demonstrating the validity of a given study (Patton, 2001; Lincoln & Guba, 1985). In showcasing trustworthiness in a qualitative study, the researcher can then establish confidence in the findings (Patton, 2001; Lincoln & Guba, 1985). 

In order to test qualitative rigor, qualitative researchers can explore subjectivity and reflexivity (Davies & Dodd, 2002, p. 281), which involves examining judgment derived from impressions, feelings, and opinions and the ability of a given agent to recognize social pressures and exert agency in changing their place in the social paradigm. It is through illumination and in-depth analysis of these value-laden phenomena and political, economic, and social stances where this study demonstrates research dependability and academic rigor.

A completed ethics form was submitted to the supervisor in order to ensure that all ethical considerations are made before the commencement of research. Ethics is defined as “the appropriateness of the researcher’s behavior in relation to the rights of those who become the subject of a research project, or who are affected by it” (Saunders & Lewis, 2012, p. 74). Primary sources obtained do not involve survey work, interviews, or focus groups with human subjects. Primary sources were derived from company websites, government department reports, professional organization research, government agency publications, official political party platforms, and federal government legislative proposals. In qualitative research, there are sometimes ethical conflicts in how a researcher accesses the group being studied and how the researcher influences and changes the participants involved (Orb et al., 2000, p. 93). However, for the purposes of this study, the researcher remotely accessed primary source documents already available to the public through the Internet, meaning the communities being studied are not impacted. Considerations of the power imbalance between researcher and subject are also absent since there was no face-to-face or in-person interaction between the researcher and the owners and creators of primary source documents. 

With the guidance of the supervisor, risks are minimal and no individual reputation is threatened, inclusive of the reputation of the researcher and the university. The data collection plan to source primary and secondary source documents online through databases and publicly available websites were verified by the supervisor, which helps minimize risk and improve the reliability and validity of this study.

[bookmark: _Toc448400706]Conclusion
This chapter has specified the driving questions and rationale behind the chosen research topic, along with the aims and objectives of this examination. This investigation uses cultural analysis’ expansionist regard of text and context in order to understand the significance of Diversity and Inclusion interventions and policy considerations in organizations and in society. This dissertation assesses the efficacy of organizational-level interventions in meeting the needs of the New Gilded Age and proceeds to then explore intersectional public policy opportunities that bridge the structural disparities of the time. The subsequent chapter, Chapter Two, reviews cross-disciplinary literature in order to elucidate the concepts of the New Gilded Age and intersectionality, both of which serve as context and approach, respectively, for this dissertation. 

[bookmark: _Toc448400707]Chapter 2 - Literature Review

[bookmark: _Toc448400708]Introduction: From the Gilded Age and Back
The Gilded Age began with Reconstruction in the aftermath of the American Civil War. Emancipated from slavery, Black Americans had been promised equal status and inclusion in American civic life through the 13th, 14th, and 15th Amendments during Reconstruction (Beatty, 2007). However, by the end of the century during the Gilded Age, sharecropping and Jim Crow laws replaced slavery and ensured Black Americans could not exercise their constitutional right to vote, despite the protections of the Fifteenth Amendment protecting the right of citizens to vote without regard to race, color, of previous condition of servitude (U.S. Constitution, 1868). The Gilded Age was also a time of rapid U.S. industrialization, when wealth generated was concentrated at the very top echelons of society, which left most people as wage factory and farm laborers. The corporate elite bought and corrupted the local, state, and federal governments through unregulated campaign contributions, vote buying, and boss-ruled political machines (Beatty, 2008). 

From an empire perspective, the Gilded Age also saw the fulfillment of the U.S. as a settler colonial state fueled by Manifest Destiny through the closing of the frontier, which involved the full-fledged genocide of American Indian nations from coast-to-coast. In line with the closing of the continental frontier, the Gilded Age was also a time of U.S. overseas expansion, when the U.S. subjugated Hawaii, the Philippines, Puerto Rico, and Guam as colonies. After the Spanish-American War, the U.S. betrayed Filipinos in its promise for the archipelago’s independence and continued to exert economic and military interference in Cuban affairs, despite Cuba’s formal political independence at the war’s aftermath. 

At home, despite the U.S. being a second-rate industrial power in 1860 to eclipsing Great Britain, France, and Germany in value of manufactured goods by 1890 (Cashman, 1993, p. 8), that same year, 11 million of the country’s 12 million families made less than $1,200 annually. Of the 11 million, the average annual income was $380, which at the time was below the national poverty line (Hoyt, 1999; Berube, 2008, p. 2). Due to egregious income inequality, there was “a widespread feeling of unrest and brooding revolution” with the upper classes fearful of “carnivals of revenge” by the working class (Hoyt, 1999). 

With the Sixteenth Amendment to the Constitution instituting a federal income tax in 1913, the rise in labor union membership (U.S. Constitution, 1913), the introduction of the forty-hour workweek from the 1938 Fair Labor Standards Act (Grossman, 1938) and the institution of the five-day workweek as a result of labor organizing (Amalgamated Clothing Workers of America, Local 125, 1929), assisted the U.S. in emerging out of the Gilded Age and entered a time called “the Great Compression.” This new chapter of U.S. history was a period characterized by trends inverse to that of the Gilded Age. Americans achieved greater economic equality, diminishing income and wealth disparities between the rich and the poor, and the emergence of a strong middle class (Wagner, 2013). The Great Compression reversed Gilded Age trends in that between 1945 and 1974, incomes increased uniformly by 3 percent year-after-year for people at every level of American society (Frank, 2011).

However, since the 1970s, the egalitarian trends that epitomized the Great Compression began to revert back. The middle class that the New Deal had built began to shrink, while income inequality between the highest income levels and the rest of American society worsened. Productivity rose since the 1970s, but wages for the working and middle class remained stagnant. Due to this exacerbation of income and wealth inequality, figures that rival and exceeded the inequalities during the peak of the Gilded Age, the New Gilded has been described as “more savage and anti-democratic than its predecessor” (Giroux, 2008, p. 587). 

[bookmark: _Toc448400709]Financial Deregulation and the Abandonment of the Working Class
This return to Gilded Age trends is attributed to financial deregulation and political party policies on income inequality. The neoliberal movement to deregulate the financial sector gained momentum at the end of the Great Compression. In the late 1970s through the 1990s, the incomes of those in the upper levels of American society increased exponentially, which remained constant while controlling for multiple potential explanations for increasing inequality (Keller & Kelly, 2015, p. 439). Due to fewer governmental protections that regulated risk-taking behavior, the financial industry, since the late 1970s, enriched itself while the majority’s share of national income remained stagnant (Keller & Kelly, 2015, p. 439).

For the majority of the 20th century, the Democratic Party and the Republican Party, the two dominant parties in U.S. politics, held differing platforms and policies on financial regulatory policy. For much of the century, when Democrats had more representation in policy-making bodies and institutions, the financial industry to be more regulated with increased protections for everyday Americans. In contrast, whenever Republicans won elections and their representatives and appointees assumed control of financial regulatory policy, deregulation was more likely. 

Starting in the 1980s, however, the financial regulatory policy platforms of the two major parties produced “no discernible difference” (Keller & Kelly, 2015, p. 439). Although the two parties were bifurcating on many social issues, the two began to rule on the side of financial deregulation. After 1982, “it did not matter whether Democrats or Republicans were ascendant in Washington in the realm of financial deregulation” (Keller & Kelly, 2015, p. 439). In particular, the party that made the policy shift was the Democratic Party, while the Republicans maintained their deregulatory agenda. The Democratic Party and its economic platform veered right, abandoning its New Deal commitments that lifted millions of Americans out of poverty during the Great Depression. The Democratic Party abandoned its historical advocacy for the middle and working classes in favor of increasing the wealth of the already wealthy. With no solid opposition in place, financial deregulation became more politically attainable as law and was implemented broadly, thus “contributing to the rise of the uber-rich” in the U.S. (Keller & Kelly, 215, p. 439).  This 35-year trend of the Democrats converging with Republicans on financial deregulation policy “contributed to the recent rise of inequality and implicated both parties as drivers in the creation of America’s New Gilded Age” (Keller & Kelly, 2015, p. 440). 

[bookmark: _Toc448400710]The New Gilded Age as Disposability
Responding to the current neoliberal epoch, critical pedagogy theorist Henry Giroux writes: “social death, disposability, and the promotion of human waste represent more than exceptional moments in an otherwise efficient neoliberal marketplace, such elements point to what is now commonplace, its promotion of a ruthless politics in which the categories of social justice, citizenship, democracy, and the public good are either barely acknowledged or dismissed with contempt” (Giroux, 2008, p. 596). Giroux describes that unexceptional and quotidian in the New Gilded Age is the dehumanization of people as disposable beings. Giroux identifies the part of the population abjected as disposable: 
Disposable populations now include the 60 million people in the United States living one notch above the poverty line, the growing number of families living on bare government subsistence, the 46 million Americans without health insurance, the over 2,000,000 persons incarcerated in prisons, the young people laboring under enormous debt and rightly sensing that the American dream is on life support, the workers who are one paycheck away from joining the ranks of the disposable and permanently excluded, and the elderly whose fixed incomes and pensions are in danger of disappearing (Eisenhower Foundation Executive Summary, 2008; Giroux, 2008, p. 10).

Through a critical stance, Giroux enumerates an extensive list of communities impacted by the dehumanizing effects of the New Gilded Age. He illustrates a nexus among those approaching poverty level thresholds, the increasing number of families living on government social programs, such as food stamps, disability, and unemployment benefits, Americans living without health insurance, and those incarcerated by the prison industrial complex. He also includes students and young Americans straddled and impeded in economic participation due to mounting student debt, the same young people who realized that the social mobility promise of the American Dream has become tarnished and only reserved for a select few who inherit intergenerational wealth. Also disposable in the New Gilded Age are those who live paycheck-to-paycheck, a situation where one is unable to meet financial obligations should one become unemployed because one’s salary and wages are predominantly appropriated towards day-to-day living expenses. Collectively, the New Gilded Age, in its “mass privatization and deregulation have bred armies of locked-out people,” whose contributions to society are no longer needed, “whose lifestyles are written off as ‘backward,’ whose basic needs go unmet” (Klein, 2002, p. 21). The widespread dehumanization in the New Gilded Age has relegated millions of Americans into an abject status that hampers their active participation and engagement in American democracy and civic life.

[bookmark: _Toc448400711]The New Gilded Age and American Democracy
Describing the psychological impact of the New Gilded Age, Giroux describes that the “outsourcing, uncertainty, deregulation, privatization, and downsizing” in this epoch positioned “hope [to be] in short supply because many people have little sense of a different future, or of what it means to seek justice collectively rather than individually, relying on their own meager resources to combat problems that far exceed individual solutions” (Giroux, 2008, p. 613). The New Gilded Age psychologically disempowers Americans into believing that alternative and improved realities are unfeasible. This same disempowerment discourages Americans from seeing collective action as a solution to structural problems, while erroneously placing individual attempts that lead to less systemically impactful solutions. The disempowerment takes the form of “shared fears, insecurities, and uncertainties,” jettisoning “shared responsibilities,” and degenerating a once vibrant democracy to “ignorance, indifference, and apathy” that lays out “the conditions for political inaction and the atrophy of democratic politics” (Giroux, 2008, p. 613). The unstable ground that the New Gilded Age established for those relegated as disposable beings has coerced Americans away from an ethos of shared social responsibility and instead, through disposability, towards a focus on the daily arduous endeavor of survival—a physical and psychological state that jeopardizes engaged participation in American democratic life.

Hampering civic participation, the New Gilded Age focuses on “commercial spheres” with “dizzying sources of financial gain” and “advertisements for the profit-driven fantasies of the corporate elite” (Giroux, 2008, p. 595). In these hyper privatized, highly unequal, and profit-centric spaces that eschew collective social responsibility and public participation, “compassion turns to disdain for those who are considered without merit in a market economy, too poor to participate in the hyper-circuits of power that characterize the New Gilded Age” (Giroux, 2008, p. 595). In this age, working class Americans, abandoned by both major political parties from an income inequality standpoint, have become derided as unproductive and undeserving of worth in the deregulated and austere American capitalist economy. 

This degradation of humanity and social cohesion counters more novel ways of assessing a given country’s well-being: “the divide between rich and poor...creates an erosion of the cohesion and trust between people, which is so vital for the feeling of safety and security and therefore for the overall happiness of the American people” (Meik Wiking cited in Tanner, 2019). In the World Happiness Report, which ranked 156 countries by how happy citizens see themselves to be, the U.S. assumed 19th place in 2019, while Nordic countries such as Finland, Denmark, Norway, and Iceland took the top spots with the Netherlands, Switzerland, Sweden, New Zealand, Canada, and Austria just trailing (Helliwell et al., 2019). The restoration of social trust would be integral in revitalizing both U.S. democracy and the population’s well being as there is a fundamental link between social trust, income inequality, and well-being. In places where income inequality is greater, social trust tends to be lower, a correlation that positions social trust as an enabler subjective well-being (Goff et al., 2018). Should organizations and public policy cultivate social trust and alleviate income inequality in the New Gilded Age, these systemic transformations could fundamentally ameliorate the well being of most Americans.

Historicizing the New Gilded Age by contextualizing it in America’s Gilded Age past, Giroux writes that the reemergence of Gilded Age levels of wealth, greed, and income inequality “reveals its link to a historical past in which the rich squander valuable resources and remove themselves from the violence, loss, pain, and death visited daily on billions of people on the planet.” He reasserts that “the return of the Gilded Age must be viewed not as historical reinvention, but as a referent for critique and collective struggles for democracy” (Giroux, 2008, p. 613). Giroux emphasizes that the present context of the New Gilded Age is ultimately a fight for reanimating American democracy. Giroux continues that there is an “assault on democratic public spheres, the hyper-commercialization of everything, and the militarizing of everyday life,” which contributed to the U.S. as a punishing society where the nation jails more than one of every 100 adults, with prison expenditures in some states higher than higher education spending (Associated Press, 2008). The New Gilded Age imperils citizenship, democracy, and social justice and shifts attention away from the monumental role that the public good has in invigorating American society.

The Gilded Age returned with “great extremes of wealth” and “a mocking haughtiness that suggests both an utter disregard for the widespread hardships that it promotes and a gloating arrogance on the part of those elites who are benefiting from the new extremes of wealth and power” (Giroux, 2008, p. 597). In this New Gilded Age, where Americans experience psychological, financial, and physical pressures of higher mortgage rates, exponential increases in college cost of attendance, skyrocketing healthcare expenditures and medical debt, and compromised retirement savings, American quality of life plummeted, “while executive compensation has gone through the roof” (Giroux, 2008, p. 597). These economic inequalities demonstrate how the New Gilded Age saw the financial and political power of the rich increase, at the expense of the dehumanization and psychological and economic deprivation of middle and working class Americans. 

[bookmark: _Toc448400712]The Centrality of Corporate Power in the New Gilded Age
With the “emergence of a new class of rich tycoons” in the New Gilded Age, there is the imminent global threat where democracy is being redefined around corporate values and profits, and where “corporate power translates into political power for the rich and further impoverishment for everyone else” (Giroux, 2008, p. 613). In the New Gilded Age, corporate corruption of the democratic process proliferated through judicial legalization of money as speech in the Supreme Court case Citizens United (Lau, 2019; Levitt, 2010). This ruling ushered in the creation of “laws that not only benefit the rich through tax subsidies and legal protections,” such as the tax cuts for the rich that the Barack Obama administration continued from the George W. Bush presidency and the 2017 Donald Trump tax cuts, which had a similar effect. The same corroding effect of moneyed elite interests on American democracy led to the “undercut[ting], underfund[ing] and the eliminat[ion] of social protections aimed to help the poor, aged, and sick, including children” (Giroux, 2008, p. 613). This has led the unrestricted flooding of corporate money into American elections and subsequently to politicians writing legislation designed to entice wealthy campaign contributors to remain financially viable, while implementing austerity measures for the middle and working classes, the elderly, the sick, the youth, and other vulnerable front line communities.

[bookmark: _Toc448400713]Intersectionality as Coalitions: Organizational and Societal Transformation
Intersectionality, as coined by Kimberlé Crenshaw, positions identities as coalitions (Crenshaw, 1991, p. 1299; Collins, 2019; Collins & Bilge, 2016). This coalitional view means that identities are “internally heterogeneous, complex unities constituted by their internal differences and dissonances as well as external relations of power” (Carasthathis, 2016, p. 6-7), thus emphasizing the political potential of intersectionality of “reimagin[ing] our identities and our alignment in coalitional terms,” predicated on interconnectedness (Carasthathis, 2016, p. 6-7). Approaching identities as coalitions is paramount in forming effective coalition-based movements and communities in mutual solidarity, which could address “the fragmentation of identities and the divisions within and among communities” (Carasthathis, 2016, p. 3) as a towering barrier in organizing inter-group social movements. As much as social justice movements are about struggles against “violence, marginalizations, and collusion with hegemonic power,” barriers to them are equally about “inadequate imaginations, flawed cognitive habits, and misplaced allegiances” (Carasthathis, 2016, p. 4). Coalition-building psychologically in one’s own intersectional self and across communities is all the more important in the New Gilded Age, when global institutions have “adaptively reconfigure[d] themselves in response to socially transformative movements,” wherein “oppressive power relations have become increasingly mystified, inequalities seemingly more intractable, and institutions seemingly more difficult to transform” (Carasthathis, 2016, p. 2-3). Intersectionality’s coalitional prominence allows a more thorough and nuanced critique of “oppressive power” that would allow better comprehension and analysis of the structural causes of inequality that would then shed light on both organizational and societal transformational possibilities. 

[bookmark: _Toc448400714]Intersectionality’s Anti-Racist and Feminist Political Commitments
As an approach that holds promise in the New Gilded Age, intersectional analysis is a “horizon of possibility for liberatory, coalitional feminist praxis in the embattled twenty-first century” (Carasthathis, 2016, p. 2). In its conceptual elucidation in Black feminist literature, intersectionality was designed explicitly to challenge “representational, discursive, and intersubjective dynamics within antiracist and feminist movements seeking to transform social relations” (Carasthathis, 2016, p. 3). Although intersectionality was founded to “redress Black women’s invisibility in law and social movement discourses” (Crenshaw, 1991), the concept has been borrowed and applied in feminist theory, human rights frameworks, and policy discourses (Nash, 2008). While this cross-pollination has been beneficial in legitimizing the approach, intersectionality’s original “roots in social justice movements and critical intellectual projects” should be “recovered, retraced, and embraced” (Carasthathis, 2016, p. 4-5). 
Intersectional analysis points to coalitional possibilities by emphasizing decolonial feminism’s pursuit to expose and prevail against “the coloniality of heteropatriarchal gender” and “the violent historical enmeshing of binary gender in systems of capital, white supremacy, and empire” (Lugones, 2010, p. 747). As the Combahee River Collective expressed in “A Black Feminist Statement” regarding the “destruction of all the systems of oppression,” Black (lesbian) women are able to “use our positions at the bottom to make a clear lap into revolutionary action. If Black women were free, it would mean that everyone else would have to be free since our freedom would necessitate the destruction of all the systems of oppression” (Combahee River Collective, 2000, p. 215). The Black feminist origins of intersectionality as an approach to analysis, movement building, and social transformation would pave way for the liberation not only of Black lesbian women but of all who are structurally marginalized and systemically underserved in organizations and society.

[bookmark: _Toc448400715]Unearthing Disparities
For policy to be intersectional, there has to be recognition that policy is not neutral since all populations are not uniformly impacted by policy (Hankivsky & Cormier, 2011, p. 218; Parken, 2010; Parken & Young, 2007; CRIAW, 2006; Hankivsky, 2005; Hankivsky & Jordan-Zachery, 2019). Intersectional policies emerge when policy makers incorporate indispensable differences and particular community needs are consulted and drive the development, implementation, and evaluation of public policy. In doing so, intersectionality pinpoints and addresses “the way specific acts and policies address the inequalities experienced by various social groups” (Bishwakarma et al, 2007, p. 9). This means that when researchers and policy-makers assess policies intersectionally, this would involve incorporation of class, race, gender, ability, disability, geography, age, among other identities and communities in order to “form unique meanings and complex experiences” (Hankivsky & Cormier, 2011, p. 217), unearth disparate impacts, and propose policy solutions that would mitigate or solve the disparities uncovered. Moreover, intersectional analysis can be used as a framework to analyze how policies inform the creation and perpetuation of systemic inequalities (Simien, 2007, p. 269) by unmasking how certain populations get categorized, treated, and labeled as “different, troubled and in some instances, marginalized,” (Staunaes, 2003). Researchers and policy-makers can then wield knowledge of these disparate effects and their structural root causes to arrive at intersectional solutions. 
[bookmark: _Toc448400716]Intersectional Analysis Exemplified
Applying intersectionality to education policy would involve a more expansive way in conceptualizing causes and solutions. In pursuing education reform, an intersectional education policy approach would not be confined to solutions strictly at the school level or on standardized test score results in order to tackle educational disparities. Instead, intersectional education policy would have a hyper focus on educational outcomes, how they are experienced by various populations based on their identities or the communities to whom they belong and the “context of their lives,” (Hankivsky & Cormier, 2011). This would involve identifying root causes at the societal level, which should entail solutions at the systemic level as well by comprehensively addressing issues like job and food security, unemployment, tax revenue, income and wealth inequality, and health insurance as socioeconomic determinants to bridge gaps in educational outcomes. 

[bookmark: _Toc448400717]Conclusion
Using intersectional analysis as a lens for policy allows for a more comprehensive recognition of how people on the ground comprehend and make sense of their own experiences, why certain populations make particular decisions, and the role of public policy in shaping individual perception, human behavior, and unequal outcomes. Most importantly, policies become “more precise, more predictive, and ultimately, more impactful” (Manuel, 2019, p. 34) with the help of intersectional analysis. In addition to helping researchers and practitioners arrive at more anticipatory, accurate, and effective public policies, intersectional public policy poses a question and a fundamental challenge: Instead of “designing policies that create a talented tenth or a fortunate fifth of a marginalized group, how might we redesign domestic and foreign policies to ensure that all members of any marginalized group are enabled to empower themselves?” (Hancock, 2007, p. 66). This question speaks to the political, decolonial, and universal objectives of intersectionality. Beyond academia, think-tanks, executive bureaucracies, and legislatures, intersectional public policy aims to empower the very individuals that the referent subjects of analysis seeks to illuminate. For intersectional analysis to be most effective, it must not only map but also find ways for those at the margins to empower themselves with the assistance of social structures and systems that recognize and work effectively with them. The next two chapters leverage intersectional analysis to analyze the Federal Jobs Guarantee and the Workplace Democracy Act as case studies in how they provide social uplift and empowerment within the grander socioeconomic context of the New Gilded Age.






















[bookmark: _Toc448400718]Chapter 3 - Mass Incarceration, Access to Employment, and the Federal Jobs Guarantee

[bookmark: _Toc448400719]Introduction
Through mass incarceration as case study, this chapter analyzes how Diversity and Inclusion interfaces with Talent Acquisition and Learning & Development as an approach in addressing structural inequalities through organizations. It then analyzes and recommends policy proposals to address the deleterious effects of mass incarceration and to improve the lives of working class people and people of color in accessing employment and equitable pay and benefits in the New Gilded Age.

[bookmark: _Toc448400720]The Socio-Ecological Model
The interdependent relationship of social impact between public policy and organizations is illustrated in the Socio-Ecological Model (Figure 1, Centers for Disease Control and Prevention, 2019). According to the Socio-Ecological Model, oppression and inequalities occur at the individual, interpersonal, community, organizational, and public policy levels. Effective solutions require a combination of interventions at all levels of the Socio-Ecological Model. Doing so would also increase the likelihood that prevention efforts are sustained longitudinally when juxtaposed to a singularly focused intervention. This study uses the Socio-Ecological Model in its intersectional cultural analysis.
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Figure 1 (Centers for Disease Control, 2019).
[bookmark: _Toc448400721]The Problem of Mass Incarceration
The incarcerated population in the U.S. quadrupled from 1980 through 2015 (Figure 2, Morsy & Rothstein, 2016), despite no dramatic rise in crime, due to policy changes. Long mandatory minimum sentences, the decline of issuing paroles, and more punitive punishments to substance use disorders contributed to the rise in prison population (Travis & Western, 2014). Entanglements with the criminal justice system have caused the prison population to increase despite crime rates decreasing by more than 50 percent after peaking in 1991 (Ghandnoosh, 2017). Globally compared, other OECD countries have incarceration rates that are 5 to 10 times lower (Figure 3, Wagner & Walsh, 2016). This dramatic rise in mass incarceration has had detrimental impacts on working class people, particularly people of color in the U.S.
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Figure 2 (Morsy & Rothstein, 2016)
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Figure 3 (Wagner & Walsh, 2016)

From a racial perspective, more Black Americans in 2016 were incarcerated than there were slaves in 1850 (Alexander, 2012). Black people disproportionately constitute the 7 million Americans behind bars or monitored by probation or parole officers. Specifically, Black people make up 40 percent of the country’s prison population, while being only 13 percent of the broader population (Alexander, 2012). Although the Civil Rights Movement improved economic and social conditions of Black people in the U.S., mass incarceration has undermined the successes of the Civil Rights Movement. Incarceration amounted to Black American marginalization and disenfranchisement, continuing the legacy of racial exclusion and discrimination throughout generations. Although the rationalizations of racial discrimination have shape-shifted over time, from slavery, to Jim Crow, and to mass incarceration, the outcome of ostracizing Black Americans has remained the same (Alexander, 2012). Given that mass incarceration of Black men mean mass political disenfranchisement, the Black American community and people of color in general have less electoral influence in shaping the policies that structure their lives.

[bookmark: _Toc448400722]Intersectional Cultural Analysis of Mass Incarceration 
The impacts of mass incarceration are not confined mostly on Black and Latino males alone. Further detrimental impacts emerge when interpersonal and community levels are assessed. One out of every 12 children, which amounts to more than 5.7 million under the age of 18 (approximately the size of Denmark’s 2020 population of 5.7 million), have had parents incarcerated at some point during their lives (Child and Adolescent Health Measurement Initiative, 2016). Impacts on these 5.7 million children range from depression, anxiety, aggression, and delinquency. The children of arrested and incarcerated parents experience trauma: 
With appalling regularity, young people describe being left to fend for themselves in empty apartments for weeks or even months in the wake of a parent’s arrest. In most cases, these children were not present when their parent was arrested; they simply came home from school to find their parents gone and were left to draw their own conclusions—not to mention cook their own dinner. But some told of watching police handcuff and remove a parent—the only adult in the house—and simply leave them behind (Bernstein, 2007, p. 14). 

Consequences vary based on the child’s age and the length of parental incarceration (Child Welfare Gotsch, 2018). Additionally, parental incarceration also impacts student performance and educational attainment. Children of incarcerated parents are more likely to drop out of school, develop learning disabilities, misbehave in school, suffer from migrates, asthma, high cholesterol, depression, anxiety, post-traumatic stress disorder, and homelessness (Morsy & Rothstein, 2016)—all of which are social determinants of lower social mobility and increased inequality. 

To further hamper potential healing from patient to child bonding, prison location and policies also serve as obstacles in maintaining contact. The majority of parents in state and federal prisons are held more than 100 miles (160.9 km) from their prior residence. 43 percent of parents in federal prisons are more than 500 miles (804.6 km) away (The Sentencing Project, 2007). To compound these remote distances from their regular home, many prisons have limited hours of visitation and charge inordinate amounts for calls home at about $1 per minute, in addition to auxiliary fees, such as deposit, monthly account, and refund, and other non-transparent fees (Kukorowski et al., 2013). Although increased policing, harsher penalties, and longer sentences were purportedly designed to deter crime, viewing mass incarceration from the lens of the Socio-Ecological model illuminates the intersectional consequences that mass incarceration has on the collective.

[bookmark: _Toc448400723]The Impact of Mass Incarceration and Criminal Records on Access to Employment
Mass incarceration and its injurious outcomes on adults, children, and communities, most of whom are from working class families and communities of color, serve as impediments in entering the workforce. When people with criminal records apply for a job, there are no federal and scant protections at the state and local levels designed to prevent employers from discriminating. In 2012, the Equal Employment Opportunity Commission advised employers to exercise caution when basing hiring decisions on job applicants’ criminal records, explaining that it could disproportionately impact race and national origin (Maurer, 2018). Although court rulings have affirmed that blanket bans on hiring former felons are unlawful, criminal background checks remain as routine pre-screening hiring methods. 

Although there is some willingness to hire people with criminal records, only 5 percent of manager and 3 percent of Human Resource professionals indicated that their organization actively recruits people with criminal records. Employer concerns include the employer’s legal liability, unsatisfactory customer reactions, and punitive government regulations in local or state jurisdictions (Gurchiek, 2018). The Society of Human Resource Management released a toolkit to support hiring those with criminal records for interested organizations (Gurchiek, 2018). An intersectional Diversity and Inclusion intervention with Talent Acquisition involves a close consideration not only of organizational benefit but also of the social impact in the public’s interest that improves the lives of working class people of color—the very communities that endured mass incarceration disproportionately.  

[bookmark: _Toc448400724]Fostering Access to Employment: Fair-Chance Policies
Talent Acquisition practices involve fair-chance policies, where organizations could remove questions about arrests and convictions from job applications and delay them until post-job offer (Rodriguez, 2019). This application process change would enable recruiters and hiring managers to evaluate applicants first and foremost on qualifications instead of criminal records. Furthermore, organizations could go beyond eliminating “the box” and also make individualized assessments in lieu of blanket exclusions. This action involves the organization integrating the Equal Employment Opportunity Commission arrest and conviction record guidelines that requires employers to factor time passed since the offense. There could additionally be consideration of rehabilitation documentation and assessments whether the offense is position-related (National Employment Law Project, 2017). 

[bookmark: _Toc448400725]Organizational Incentives and their Limitations
The U.S. Internal Revenue Service offers the Work Opportunity Tax Credit, a federal tax credit available to employers for hiring individuals “from certain targeted groups that consistently faced significant barriers to employment” (U.S. Internal Revenue Service, 2020), which includes the formerly incarcerated. Through this tax credit, if a worker works at least 120 hours per year, their organization could claim a 25 percent tax credit for their first year’s wages and 40 percent should that worker work 400 hours. 59 percent of employers would consider a formerly incarcerated individual with one conviction if they were given an incentive in the form of a tax credit, which employers are offered under the federal Work Opportunity Tax Credit (Hunt et al., 2018).

Similar public policy incentives for organizations exist in local jurisdictions. For example, the Philadelphia Fair Chance Hiring Initiative grants cash reimbursement to employers who hire the formerly incarcerated released recently within the past five years (City of Philadelphia, 2020). Designed to reassure employers who are apprehensive of risk, the U.S. Federal Bonding Program bonds former felons who organizations have hired (U.S. Department of Labor, 2016). The federal bond provides the organization with compensation in the event that the employer experiences theft or loss due to the hire’s dishonest actions. 

Despite a high percentage of employer interest in hiring those with records, these tax incentives remain to be insufficient in eliminating joblessness among the formerly incarcerated, the working class, people of color, and their intersections. This leaves opportunity for public policy makers in pursuing full employment for the populations most impacted by the New Gilded Age. 

[bookmark: _Toc448400726]Diversity Talent Pools and Enrichment Pipeline Programs
Diversity and Inclusion, together with Learning and Development, could engage in strategic community partnerships to rehabilitate those with criminal records. For example, the Johns Hopkins Health System has hired more than 1,000 people with criminal backgrounds at its hospitals and clinics in Maryland and Florida by partnering with non-profit organizations, such as Our Daily Bread Employment Center, Helping Up Mission, and Turnaround Tuesday. Through engaging with the local community, the health system cultivates a talent pool trained by developing an enrichment pipeline program in soft skills, hand shakes, providing and receiving feedback, and operational skills, such as planning and scheduling (Rosenberg, 2019). 

Another example of a pipeline program that trains the formerly incarcerated to be more qualified candidates is at the tech company Slack. Slack names its program Next Chapter, a Learning and Development pilot, which cultivates formerly incarcerated individuals into engineering roles (Slack, 2019c). Participants undergo eight months of coding training, career development conversations, one-on-one coaching (Butterfield, 2018), in order to complete the Next Chapter apprenticeship program (Slack, 2019b). Although the apprenticeship is not a job guarantee, Slack’s 2019 Diversity and Inclusion Annual Report states that finishing the apprenticeship allows the formerly incarcerated candidate to be recruited and offered full-time Slack positions (Slack, 2019a). 

After the pilot’s first iteration, Slack decided to place all three graduates (100 percent of its cohort) into full-time jobs internally. While Slack’s Next Chapter was a courageous and trailblazing Diversity and Inclusion intervention, its social impact was limited given its cohort size of three—a humble figure out of California’s approximately 115,000 incarcerated individuals spread across its 35 overcrowded prisons in 2017 (Public Policy Institute of California, 2019). The pilot would have to be emulated by more companies across industries in order to scale social impact and create a prison to career diversity talent pipeline that would meaningfully facilitate the reentry of America’s large prison population into the workforce.

[bookmark: _Toc448400727]Innovative Yet Modest Organizational Social Impacts
Because private and non-profit initiatives such as Next Chapter are in their early stages with modest social impact to date, intersectional public policy could scale the improvement of the socioeconomic well being of the formerly incarcerated, people of color, and working class people by creating secure jobs and increasing compensation. Although the U.S. has a low official unemployment rate at 3.5 percent as of December 2019 (U.S. Bureau of Labor Statistics, 2019), millions who occupy part-time roles seek full-time jobs. In addition, discouraged parts of the workforce are uncounted in the unemployment rate (U.S. Bureau of Labor Statistics, 2014), meaning that those who have endured the physical and psychological toll of the job search and those who face discrimination and subsequently give up applying are uncounted in the nation’s assessment of employment. Additionally, despite low official reported unemployment, many jobs pay insufficient income in order to lift Americans out of poverty. A policy proposal that would tackle joblessness, subpar earnings, and cater to discouraged workers is the “Jobs and an Economy for All,” or what in economics literature is called the Federal Jobs Guarantee (Kelton, 2020; Wray, 2018; Tcherneva, 2018), as spearheaded by U.S. Vermont Senator Bernie Sanders and the progressive movement (Sanders, 2019ba; Paddison, 2018; Matthews, 2018). 

[bookmark: _Toc448400728]An Intersectional Public Policy Solution: Guaranteed Government Jobs
The guaranteed federal jobs would focus on positions to support seniors and people with disabilities, greening U.S. infrastructure as part of the Green New Deal to repair infrastructure and create a 100 percent renewable energy system, public early childhood education, eldercare, and staffing national parks. The federal government would serve as a job creator and safety net by connecting jobs to people who are unable to find a job that pays a living wage with decent benefits and predictable hours. 
The program would offer a job at the living wage of $15 per hour for approximately 32 hours per week with a basic benefits package, inclusive of health insurance and childcare, to those who are ready and willing to work on projects that serve a public purpose (Wray et al., 2018). The Federal Jobs Guarantee would have the effect of serving as a nation-wide economic stabilizer during economic recessions. Given that the working class often lose their jobs during economic downturns, the federal government would serve as the employer of last resort should people and struggle in finding a job in the private sector (Fullwiler, 2007, p. 93). Moreover, by creating guaranteed jobs, the proposal would serve as the new floor for job quality nation-wide as it would give low-wage workers increased bargaining powers towards more manageable hours and higher wages (Figure 4, Reich 2019). Workers could leverage the option of the guaranteed public job if their employers do not provide higher working standards in hours, compensation, and benefits.


[image: https://lh5.googleusercontent.com/AAwx8-8q11EBcek6-NS-VUJyxTdwQSE4ssSAY5zT8hJEKBw9HbJXOsHy_vQ12pad_J2fhF33LSOjPmDS6cgDQlwI_7rVvZspT7WOXvESq5V0FRwYXIy794pbRXdsAseU9ECKQNVi]
Figure 4 (Reich, 2019)

While the proposed Federal Jobs Guarantee’s first year projected expenditure is priced at $670 billion, this is $30 billion less than the military budget. The annual operational cost would also diminish quickly over time (Reich, 2019). By lifting Americans out of poverty and increasing productivity and output (Paul et al., 2018, p. 44), the job guarantee would lead to increased wages, elevating purchasing power. This increased productivity, economic activity, and demand for goods and services would lead to more hiring in the private sector (Wray, 2018). Collectively, the increased number of people in the workforce, higher wages, and the rise in demand for goods and services, would generate more tax revenue, which would offset start-up and annual operational program costs (Reich, 2019). Furthermore, additional savings would come from public assistance savings. Since the job guarantee would lift millions from poverty and create a larger middle class, fewer would require public assistance to survive, which would generate up to $150 billion in savings per year. This is the amount that the federal government spends on “corporate welfare,” what taxpayers provide to working class workers to survive because their employers do not pay them a living wage (Jacobs et al., 2015), meaning taxpayers in effect publicly subsidize corporations that insufficiently pay their workforce.

[bookmark: _Toc448400729]Transforming the U.S. Economy to be Inclusive
The Federal Jobs Guarantee would “eliminate working poverty and involuntary unemployment together” (Darrick Hamilton as cited in Stein, 2018), since guaranteed federal jobs would pay compensation and benefits and all who would like and are seeking for a job would be entitled to one. The program would eradicate involuntary unemployment because it would create jobs that fit people as they are, regardless of disparities in qualifications, and would create employment in the communities where people live. Acting as a “radical departure from the neoliberalism that has dominated national policy for the past decade” (Wray et al., 2018, p. 3), the job guarantee would fundamentally restructure the U.S. economy, economy that has experienced “stagnant wages, chronically high unemployment, declining labor force participation among prime-age male workers, rising inequality that already exceeds the levels achieved during America’s notorious ‘Gilded Age,’ and an explosion of household debt” (Wray et al., 2018, p. 3). In 2016, despite having a job, 9.5 million spent more than half a year working remained in poverty. Under the job guarantee, Americans who paid $15 an hour for 32 hours a week, one full-time worker would be able to lift their family of up to five out of poverty. With one full-time and one part-time worker in the program, an eight-person household would be lifted above the poverty line (Wray et al., 2018, p. 2).
Through its universal approach, the program would rebuild the middle class, improve working conditions, and increase pay for most Americans in both public and private sectors. The universality of the guarantee emphasizes interconnectedness across groups and communities nation-wide, an indispensable value and strategy in coalition-based movements. The universal impact of the job guarantee would advance economic justice, racial justice, gender equity, and environmental justice, while transforming a government for “the 1 percent,” as has been the 30-year macroeconomic trend, to one that serves all Americans. As Lugones writes, if intersectionality is to fulfill its coalitional decolonial praxis, it would expose and triumph against the violent entanglements of gender “in systems of capital, white supremacy, and empire” (Lugones, 2010, p. 747). Applying to intersectionality, the job guarantee would serve as a monumental boost for working class communities, people of color, the youth and their intersections—all of whom disproportionately experience the detrimental planetary effects of climate change due to carbon-emitting products manufactured by the fossil fuel industry. By elevating compensation, securing jobs, and achieving full employment, the job guarantee would serve as a direct economic stimulus for the entire country and provide opportunities and structural support after four decades of siphoning resources and plundering talent from Black and Brown communities, immigrants, indigenous people, rural Americans, people with disabilities, transgender people, and discouraged workers—all populations that have been jettisoned as disposable collateral to advance corporate interests in the New Gilded Age.

[bookmark: _Toc448400730]Guaranteed Jobs & Coalitions
The Federal Jobs Guarantee’s universality and coalitional promise would be transformative from a racial and gender perspective. Blacks and Latinos experience the labor market to be more unstable, as the two groups tend to face higher unemployment and underemployment levels compared to Whites and Americans generally. Blacks and Latinos are also less likely to work in managerial and professional jobs that pay higher, meaning that they earn lower median earnings in almost all occupational groups (U.S. Bureau of Labor Statistics, 2017a, 2017b) and twice as likely to be among the working poor (U.S. Bureau of Labor Statistics, 2017a; Wray et al., 2018). Since a goal of an inclusive economy is to combat racial poverty through employment, the Federal Jobs Guarantee would be a step towards equal citizenship among racial groups (Forstater, 2002, p. 45). In that the job guarantee proposed would address early childhood education and eldercare, this would have the effect of “legitimizing caregiving labor,” (Karcher, 2019, p. 48; Baiman et al., 2012) most of which is unrecognized, underpaid, or unpaid in the informal economy. From a gender perspective, the federal jobs guarantee would challenge “the root causes of women’s oppression via marginalization and cultural imperialism” that women experience and render traditionally feminized jobs as invisible and less valuable (Karcher, 2019; Crain et al., 2016; Mehta & Awasthi, 2019).

The public mission of the federal jobs guarantee speaks intersectionally to shared aims of social movements in U.S. history. The objective of full employment, achieved through the public provision of high-paying guaranteed government jobs, has been central to the labor movement, as stated in the 1912 Socialist Party platform in the Eugene V. Debs run for the U.S. presidency (Socialist Party, 1912). The Civil Rights Movement likewise had the key demand of a public job guarantee. Dr. Marin Luther King, Jr. envisioned guaranteed federal jobs as a conduit of equality across racial lines (Forstater, 2002, p. 45). In 1963, the March on Washington for Jobs and Freedom was organized by socialists, such as A. Philip Randolph, Bayard Rustin, and Martin Luther King, Jr. (Martin Luther King, Jr. Research and Education Institute, 2019). A few years later, Rustin and Randolph co-authored a pamphlet in 1966 titled “A ‘Freedom Budget’ for all Americans,” where a public job guarantee was a centerpiece demand. In the pamphlet that elucidated economic rights, Randolph and Rustin enumerated as the first of its seven demand: “to provide full employment for all who are willing and able to work” (Rustin & Randolph, 1967, p. 9). In the 1970s, Coretta Scott King, author, civil rights leader, and wife of Martin Luther King, Jr., along with the National Welfare Rights Organization, called for full employment in the sense that the government needed to provide a decent job for all who wanted one. In denouncing unemployment as a public policy tool, the National Welfare Rights Organization wrote that it is an “unconscionable view that the evils imposed by unemployment upon scores of millions of people whose breadwinners are unemployed are acceptable in the name of restraining inflation” (National Welfare Rights Organization as cited in Rogers et al., 2017 p. 133). These intersections between the labor movement and Civil Rights Movement demonstrate how the Federal Jobs Guarantee serves as a coalitional nexus point, providing opportunity for the two movements to coalesce in order to improve the lives of people of color, the working class, and their intersections.

[bookmark: _Toc448400731]Future Opportunities: A Supplementary Universal Basic Income
While the Federal Jobs Guaranteed would enact a fundamental shift in restructuring the U.S. economy, structurally lift Americans out of poverty, and reinforce the middle class, it could be paired with a Universal Basic Income, which could provide regular payments to everyday people that would serve as government social support. As the Federal Jobs Guarantee is predicated on guaranteeing employment to those seeking employment, a Universal Basic Income as supplement to, not replacement of, existing social programs would ensure that those who are unable to work from more vulnerable populations, such as children, the sick, the elderly, the homeless, veterans, single parents, youth in foster care, and individuals with physical and mental disabilities, would be provided with sufficient and humane financial government support to enable a dignified life in a twenty-first century United States. Instituting a Federal Jobs Guarantee with a supplementary Universal Basic Income that would augment, not replace, existing social programs would guarantee that the transformational restructuring and growth achieved would build an inclusive economy that supports multiple communities at their diverse intersections.

[bookmark: _Toc448400732]Conclusion: Guaranteeing Jobs to Revitalize American Democracy
A universal and movement-building undertaking like the job guarantee would empower Americans to see public policy, propelled by demands from frontline communities, as an instrument to solve structural problems as a collective. By improving work conditions, elevating compensation, increasing purchasing power, serving as a stimulus during economic downturns, and positioning government programs to serve the needs of all of its people, instead of only the top income and wealth brackets, the federal jobs guarantee would have the effect of revitalizing American democracy. These intersectional and structural improvements would dispel the prevalent New Gilded Age notion that people are disposable by re-humanizing people and animating the public. With its transformative “public purpose” (Tcherneva, 2018) of achieving 100 percent renewable energy, healthcare for the elderly and the disabled, public early childhood education, eldercare, a greening and repair of infrastructure, and protection and expansion of national parks, it would take back employment as a revitalized public sphere where job creation goes hand-in-hand with shared social responsibility (Giroux, 2008, p. 613), thus heralding a new time period of a more dignified life for all Americans in the 21st century.




























[bookmark: _Toc448400733]Chapter 4  - Economic Inequality and Democracy in the Workplace 

[bookmark: _Toc448400734]Introduction

Through the decline of labor unions as a case study, this chapter analyzes the macroeconomic trajectory of the New Gilded Age. It then explores the relationship between Diversity and Inclusion and Labor Relations at the organizational level within the macroeconomic backdrop of a shrinking middle class, increasing income and wealth inequality, and racial and gender economic disparities. It then proceeds to analyze and recommend the Workplace Democracy Act, an intersectional public policy proposal designed to re-strengthen labor unions, which would lift wages, advocate for gender equity, and foster interracial working class solidarity in the New Gilded Age.
[bookmark: _Toc448400735]A Return to the Gilded Age: Income and Wealth Concentration

During the Gilded Age and into the roaring 1920s, the share of national income of the very wealthy stacked at approximately 9 to 11 percent of total national income. The New Deal and post-World War II U.S. until the early 1970s saw the share of total U.S. income of the very wealthy dip to 3 to 4 percent and 1 percent respectively as middle class income rose, however predominantly only for the White middle class since shared prosperity across racial lines remain to be the unfinished work of the New Deal. Due to financial deregulation, austerity measures, and decline of labor unions in the 1970s, the shares of total national income for the top 0.1 percent and top 0.01 percent increased to Gilded Age levels at around 11 percent and 5 percent respectively in 2017, nearly 10 years after the 2008 Great Recession.
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Figure 5 (Saez, 2017, p.10)
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(Figure 6, Roser & Ortiz-Ospina, 2016)
From the 1920s to the present, wealth inequality followed a U-shaped trajectory (Figure 5, Saez & Zucman, 2014; Figure 6, Roser & Ortiz-Ospina, 2016), with inequality weaning through the Great Depression until the 1980s, then steadily increasing since. By the second half of the 1920s, the top 10 percent owned 84 percent of the national wealth. By the 2010s, the wealthiest Americans had a share of the nation’s wealth at a size nearly identical to rival wealth inequality in the late 1920s, at higher levels of inequality compared to other English speaking countries with similar U-shaped trajectories (Figure 5, Saez & Zucman, 2014; Figure 6, Roser & Ortiz-Ospina, 2016). 
A retrospective examination of income levels of the top 1 percent and the bottom 50 percent of earners from 1980 through 2016 demonstrates that the percentage share of national income of the top 1 percent increased from approximately 11 percent in 1980 to 20 percent in 2016. Simultaneous to this development, when the top 1 percent’s share of national income doubled, the bottom 50 percent of earners saw their national income share dip from approximately 21 to 13 percent (Figure 7, World Inequality Lab, 2018). The top 1 percent amassed, nearly double the share of national wealth than 163 million Americans. Putting this income and wealth inequality into perspective, a fifth of Americans “have zero or negative net worth” (Collins & Hoxie, 2017, p. 2), with over 30 percent of Black households and 27 percent of Latino households having zero or negative net worth. These “underwater” households, who have zero net assets or more liabilities than assets, have to live paycheck-to-paycheck or borrow money as their means of sustenance. This economic precarity from a racial and socioeconomic standpoint is simultaneous to the three wealthiest people in the U.S., namely, Bill Gates, Jeff Bezos, and Warren Buffett, owning more wealth than the entire bottom half of the population combined, a total of 160 million people or 63 million households (Collins & Hoxie, 2017, p. 2).
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Figure 7 (World Inequality Lab, 2018)
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Figure 8 (World Inequality Lab, 2018)

Placing this 36-year American macroeconomic trend in a global context, juxtaposition with Western Europe paints a vastly different picture. The U.S. and the European Union have had similar levels of development, size, and exposure to globalization and technologies since the 1980s. However, since then, the two have had fundamentally diverging inequality trajectories due to varying policies, such as less progressive taxation, unequal education, falling minimum wage, among other policy decisions. 
Europe similarly witnessed a decline in percent share of the national income of the bottom 50 percent and an increase for the top 1 percent (Figure 8, World Inequality Lab, 2018). Despite this uptick in inequality, Western European income inequality increases were slight compared to the U.S., and continental Europe in particular does not have the same U-shaped inequality trajectory that the U.S. exhibits (Figure 6, Roser & Ortiz-Ospina, 2016). The bottom 50 percent of Western Europeans owned about 23 to 24 percent of national income in 1980, identical to Americans’ 23 percent in the same year. Yet, the share of national income for the bottom half of Western European earners remained relatively the same, only dipping to 22 percent in 2016, while the bottom half of Americans in 2016 owned 13 percent. The top 1 percent in Europe, however, began at 10 percent in 1980 to approximately 12 percent in 2016, compared to the U.S. top 1 percent starting at 11 percent in 1980 and nearly doubling to 20 percent in 2018. This doubling occurred while the bottom half of Americans saw their share of national income shrink by half (Figure 7, World Inequality Lab, 2018). Conversely, the bottom half of Western Europeans saw their share more-or-less preserved over 30 years without fundamentally increasing the share of national income of the top 1 percent. These divergent trajectories of these two similar regions highlight the significance of policy in determining the economic future populations.

[bookmark: _Toc448400736]The Decline of Unions and Weakening of the Middle Class
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Figure 9 (Gordon, 2012)

In the 1910s, the share of the unionized workforce hovered just above 10 percent. In 1918, 40 percent of the share of national income was going to the richest 10 percent, a share that increased in the 1920s. In the 1930s, the New Deal, President Franklin Roosevelt’s series of landmark legislation designed to lift the U.S. out of the Great Depression, won workers basic rights to collectively bargain, allowed union membership to increase exponentially, and led to increased economic equality. Due to the New Deal, the 1940s through the 1970s saw prosperity shared broadly, with around 30 percent of American workers in a union (Denice & Rosenfeld, 2018; Fortin et al., 2019; Freeman & Medoff, 1984). However, beginning in the 1970s, unions met formidable opposition in the workplace, the judicial branch, and in public policy—a series of concerted efforts that precipitated to drastic declines in union membership and to a regression of income inequality to levels unwitnessed since the 1920s (Figure 9, Gordon 2012).
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Figure 10 (Nunn et al., 2019, p.3)

The passage of union-friendly legislation, such as the National Labor Relations Act of 1935, led to dramatic increases in unionization rates and thus fortified the middle class, while legislation such as the Taft-Hartley Act of 1947, which curtailed the right to organize and bargain collectively by restricting labor organizing tactics, gave the President increased authority over striking workers, and empowered companies to control labor agreements, led to decreases in unionization rates (Figure 10, Nunn et al., 2019, p.3).
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Figure 11 (Madland & Miller, 2013)

In the 1960s, labor unions began to decline precipitously with only 10.5 percent of union membership, a figure that mirrors unionization rate figures from the Gilded Age (Figure 10, Nunn et al., 2019, p.3). Between 1967 and 2012, union membership declined from 28.3 percent of all workers to 11.3 percent. During this same time frame, the middle 60 percent of households witnessed a share of national income decrease from 52.3 to 45.7 percent (Figure 11, Madland & Miller, 2013). As suggested by this rapid decline of union membership correlation with the decrease in middle class share of aggregate income, the presence of fewer unions in the workplace is a demonstrated catalyst of increased income inequality and a weaker middle class (Figure 11, Madland & Miller, 2013; Card et al., 2004, p. 519). This strong negative correlation between the middle 60 percent of household’s share of national income and union membership suggests that the preservation and cultivation of strong labor unions would be transformational in developing a robust middle class. 

[bookmark: _Toc448400737]Employee Resource Group Limitations 
	In order to elevate the voice of underserved communities in the workplace, the Diversity and Inclusion function has concentrated on creating employee resource groups. Employee resource groups serve as platforms for employees to shape organizational strategy as it affects their particular demographic community (Welbourne et al., 2017). While Diversity and Inclusion has contributed to employee empowerment in advancing inclusion through employee resource groups, the latter structurally lacks access to formal leverage powers, such as legally binding contracts. Additionally, as employee resource groups report to management and since most, if not all members, are in “at-will” employment positions, where workers can be legally terminated for no reason at all (Legal Information Institute, 2020b), employee resource groups are not structurally empowered to organize strikes in the same way that labor unions can. 

[bookmark: _Toc448400738]Diversity and Inclusion as Labor Relations Strategy
While it may not be the principal objective of Diversity and Inclusion, the function contributes to Labor Relations in the broader Human Resources strategy. In serving as a platform to amplify employee voice, employee resource groups have the net effect of appeasing employee dissatisfaction enough in order to prevent them from organizing. Diverting worker energy from union organizing and to employee resource groups would result to depriving workers of protections, ensure that equalizing compensation and providing benefits remains fully at management’s volition, and maintaining the country’s “at-will” hire and fire culture (Harcourt et al., 2013; Head & Lucas, 2004, p. 239; Freeman, 2007). This pacification of workers as a union avoidance strategy would channel workers away from forming labor unions that otherwise would have better empowered them, contractually and legally through the National Labor Relations Board, in achieving collective aims. Human Resources can channel both Diversity and Inclusion and Labor Relations functions towards union avoidance efforts, such as utilizing diversity training with Labor Relations, diversity leadership development by Learning & Development, and other Diversity and Inclusion collaborations, as part of the broader trend to “keep employees engaged in diversity & inclusion” as Human Resources’ conduit in maintaining a “union-proof” organization (UnionProof, 2020).

[bookmark: _Toc448400739]Intersectional Policy Consideration: Democracy in the Workplace
Given that the Diversity and Inclusion amplification of employee voice through employee resource groups is superseded by higher management priorities such as at-will employment (Legal Information Institute, 2020b) and enervated by the absence of legally binding contracts, an intersectional and more effective approach in advocating for worker needs, especially from a socioeconomic perspective and their gender and racial intersections, is the re-cultivation of labor unions. Labor unions emerge as the sufficiently powerful agent in advocating for higher and fairer incomes and rebuilding the middle class. The Workplace Democracy Act (the “Act” hereafter), as envisioned and proposed by U.S. Senator from Vermont Bernie Sanders (2019b; McCarthy, 2019, p. 71; Eidlin, 2019, Goldshan, 2019) and the progressive movement, is the blueprint in rebuilding the American working class and democratizing the workplace for workers. 
[bookmark: _Toc448400740]The Unionization Process Simplified
The Workplace Democracy Act would allow workers to vote for a union using a majority sign up process through a card-check system where a majority of eligible workers would sign union cards that authorize union representation. This provision was a fundamental component of the Employee Free Choice Act (Hagedorn, 2016), a key provision that organized labor demanded from the early Barack Obama presidency. This change would be a simplification of current labor law that mandates workers to undergo a drawn-out two-step election process, the first of which must demonstrate that at least 30 percent of the proposed bargaining unit supports an election. Workers must then wait for the second to be held, which must demonstrate a majority vote. Many employers, cognizant of unionization underway, implement union-busting strategies at this critical organizing time (Von Wilpertt, 2017) in order to foreclose union formation. A card-check way of unionizing would allow workers to freely organize without management’s intimidation and threats, while also making the unionization process simpler for workers. 
The Workplace Democracy Plan would pave the way for either the union or the company to request compulsory mediation if they fail to achieve an agreement within 90 days. If both still have not reached an agreement after 30 days of compulsory mediation, either the union or the company would be allowed to submit the remaining issues to a binding third-party arbitration. The Society for Human Resource Management (SHRM) has voiced opposition to these “first contract” provisions, arguing that the mandatory binding arbitration would curtail HR’s, management’s, and employees’ ability to shape the terms of workplace contracts. SHRM also argued that honoring the first contract “would take away employees’ voice in the workplace twice—by taking away employees’ right to a private vote on unionization and disallowing employees a chance to ratify new union contracts'' (Society for Human Resource Management, 2020). These counter-arguments by SHRM would preserve the status quo and inhibit the likelihood of a formation of a union in the first place. It would also cast motivational doubt in new union members, as first contracts are often deliberately drawn out by management as a union avoidance strategy in order to foster uncertainty and frustration amongst workers during the unionization process (McNicholas et al., 2019; Logan, 2006; Logan, 2004; Gunnigle et al., 2009).
The Workplace Democracy Act would also decrease union avoidance training for workers. In these meetings, which typically occur in tandem with active unionization campaigns, employers are brought in to meet with supervisors and at times with employees. Employers would simulate through “what if” scenarios where workers may lose their job should they unionize. The Workplace Democracy Act would ensure that these “captive audience” meetings could not be mandated by management.


[bookmark: _Toc448400741]Expand Union Eligibility & Protections
The Act would eliminate “Right-to-Work” laws that curtail the growth of unions, deprive unions of funds (FindLaw, 2020), and encourage union members to view their membership to the union as a mere transaction as opposed to cross-racial working class solidarity. Additionally, the Workplace Democracy Act would respond to the employment challenges in the “gig economy,” where workers are erroneously classified as “independent contractors” on a 1099 form and non-supervising workers are categorized as “managers.” Employers use this legal misclassification in order to avoid payroll taxes, withhold benefits, and ensure that those miscategorized remain ineligible for union rights. This purposeful misclassification also exempts those affected from federal labor protections, such as the Fair Labor Standards Act, which mandates overtime pay. Ensuring that independent contractors and non-supervising managers are properly classified would ensure improved ability to unionize, while securing benefits and increased legal protections. Moreover, the Workplace Democracy Act would prevent large corporations from using franchise agreements or service subcontracting in order to exempt themselves from collectively bargaining with workers. Closing these loopholes would be transformative in unionizing the fast food industry, cell phone companies with non-union licensed retailers, and those miscategorized and in the “gig economy.” 
Agricultural and domestic workers were exempted from the right to unionize under the 1935 National Labor Relations Act. At the time, President Roosevelt realized that many working class people of color worked as domestic workers and in agriculture, and he wanted to appease White segregationists in exchange for their New Deal support (Lewis, 2019a). The Workplace Democracy Plan would eliminate these loopholes that withheld domestic and agricultural workers from labor protections and would ensure that many working class people of color have the right to unionize.

[bookmark: _Toc448400742]Increase Union Negotiating Power
The Workplace Democracy Act would also create minimum union rights for all public workers. The Act would grant federal workers the right to strike and remove penalties when they do. Having no right to strike would deprive federal workers of significant leverage in collective bargaining and enforcing contracts. In the public sector, bargaining law is administered on a state-by-state basis, and many states, predominantly in the South, have moved to impede or outright prohibit public sector unionization. For example, in K-12 and higher education, six states prohibit K-12 teachers from bargaining completely. Tennessee allows limited bargaining for K-12 teachers but prohibits administrative support staff bargaining. In some states like Wisconsin, Iowa, and Missouri, unions are limited on what they are able to bargain over, and these states require regular recertification union elections for unions to continue their bargaining rights (Flanders & Tunney, 2019; Iowa Public Employment Relations Board, 2019).
The Act would additionally ensure that striking workers cannot be permanently replaced. Current labor law distinguishes between economic strikes, such as those geared towards obtaining concessions on wages, benefits, and conditions of employment, versus strikes against unfair labor practices (ULPs) Most unions regard economic strikes as a gamble since employers can permanently hire “scabs” to break the strike. In an ULP strike, however, employers cannot permanently replace striking workers, and a documented ULP must be filed to the National Labor Relations Bureau first. The Workplace Democracy Act would codify into labor law that irrespective of the type of strike, striking workers cannot be permanently replaced (Lewis, 2019b). With job security protection during the strike process, this provision would provide greater reassurance to workers and endow unions with a formidable bargaining tool.
Furthermore, the Act would reauthorize secondary boycotts in order to strengthen union bargaining. Before the anti-union 1947 Taft-Hartley Act was passed, unions had been able to pressure suppliers and other businesses through pickets and boycotts. Secondary boycotts entail pickets or boycotts of an employer with which a union does not have a dispute. It is intended to induce the employer to halt business with another employer with which the labor union does have a dispute. For example, if a grocery chain’s workers are on strike, a secondary boycott would involve their union discouraging a delivery drivers’ union from moving the products of the chain’s largest food supply companies (Legal Information Institute, 2020a). The Act would repeal the Taft-Hartley prohibition of secondary boycotts in order to allow unions to use this tactic that would increase their bargaining power.

[bookmark: _Toc448400743]Honor Existing Commitments to Workers
During mergers and acquisitions, the Workplace Democracy Act would mandate new management to honor collective bargaining agreements already in place for the lifetime of the agreement. This would prevent opportunities for new management to decrease wages and extract further concessions from workers. The Workplace Democracy Act would also safeguard multiemployer pension plans, which are funded by union members employed by multiple employers. These plans are at risk of underfunding or tied to high-risk investments, and they were compromised during the 2008 Great Recession and due to declining union membership. To improve sustainability over time, payouts were cut, inclusive of those for current retirees. The Workplace Democracy Act would improve the solvency of multiemployer pension plans by taxing the wealthy to maintain union pension commitments.

[bookmark: _Toc448400744]Mandate and Incentivize Good Employer Behavior
The Workplace Democracy Act would ensure that corporations that benefit from federal contracts, such as military contractors and colleges and universities, would allow the government to revoke or deny union contracts to employers that pay wages below a living wage, outsource jobs overseas, engage in union-busting, deny good benefits, and pay high CEO salaries. This leverage to revoke and deny federal contracts would create an incentive for companies to better treat workers and the labor unions that represent them.
The Act would likewise eliminate “at-will” employment (Legal Information Institute, 2020b), the predominant employment type in the country where employers can fire their workers for any reason or no reason at all, except for those protected by legislation such as the Civil Rights Act and the Americans with Disabilities Act and other protected classes (Muhl, 2001). The Act would institute a “just cause” standard of employment where workers can only be discharged for serious, work and performance related reasons (Falcone, 2016). Employers would have to implement punitive action that matches the alleged infraction and cannot jump from a first infraction to firing. While “just cause” is common in most union contracts, it has to be bargained, and employers often mandate probationary periods early in one’s employment. “Just cause” employment would provide increased job security, while ensuring that workers can organize with lessened fear of retaliation. 
The National Labor Relations Board has standard restrictions on what employers are unable to do lawfully when workers are organizing to form a union. Summed up in the acronym TIPS by the Society for Human Resource Management, employers are unable to threaten, intimidate, promise, or surveil (Purdie & Rhollans, 2016). While this protection exists, employers are still able to maneuver union-busting tactics. In response, the National Labor Relations Bureau in 2016 proposed a “persuader rule,” which mandates employers to disclose to the Department of Labor the advice that employers receive on activities that persuade workers not to unionize (Smith, 2018). In July 2018, the Trump administration’s Labor Department issued a final rule that rescinded the persuader rule (Office of Labor-Management Standards, 2018; Hutchinson & Meisburg, 2018). The Workplace Democracy Act would restore the persuader rule and further strengthen its mandate by requiring employers to report to the Department of Labor the methods they used to reach workers and their expenditures on anti-unionization drives. This increased transparency would lend the government visibility on union avoidance tactics and precisely how much management values union-busting monetarily.

[bookmark: _Toc448400745]Create Wage Boards to Set Sector-Based Wages 
Presently, American collective bargaining occurs in a specific workplace with unions being certified as the “bargaining agent” for particular “bargaining units,” and collective bargaining agreements are specific to those bargaining units. For example, if a hospital has locations in two different cities, workers in one facility can unionize but does not mean that workers in the other city are unionized as well. Additionally, there could be two similar hospitals in the same city with similar operations and could be represented by the same union but operated by different corporations; these two unionized hospitals would be under two different union contracts. This system is juxtaposed to sectoral bargaining where unions would bargain with employers, frequently with government involvement, and this group would negotiate and set sector-wide standards (Marginston et al., 2003; Bercusson, 1993; Traxler & Brandl, 2012). Under the Workplace Democracy Plan, the U.S. would shift to a limited sector-wide bargaining in the private sector by creating wage boards, where employers would bargain with unions in order to set sector wage standards (Dube, 2019; Andrias, 2016; Wallerstein et al., 1997). All levels of government ranging from local, to state, and national would have the right to establish their own minimum wage, and states would be prohibited from restricting local governments from setting their own higher minimum wage. Allowing states and cities to enact stronger labor standards and prohibiting higher-level jurisdictions from preempting state and local laws that expand workers’ rights would ensure that the expanded National Labor Relations Act and Employee Retirement Income Security Act would serve as the floor, not the ceiling, for labor standards.
Wage boards would serve as additional reinforcements of federal, state, and local level minimum wage laws in existence. They would also enable unions to apply a slate of minimum wages to a large swath of the labor market. For example, Australia has wage boards that determine the compensation of approximately 25 percent of the entire labor market (Madland, 2018). Having an effect similar to increasing the minimum wage, wage boards have the net effect of lifting compensation, not only at the bottom compensation quartiles but also at the middle segments of the income distribution (Dube, 2019). This increasing pay at the bottom and middle-income brackets would thus have the effect of not only lifting many Americans out of poverty and rebuilding the middle class but would also ensure that when the middle class is rebuilt, working and middle class incomes are continuously underpinned systemically through the wage board system. 
Politically, the wage board practice has the historical backdrop of some European countries not having a national minimum wage law as they instead rely on wage boards to create wage floors at the industry or occupational levels (Dolado et al., 1996). In the U.S. context, given that there is conservative resistance to lift the minimum wage, wage boards would continue to have the impact of serving as a de-facto increased minimum wage for a considerable portion of the country, which would simultaneously lift middle income levels (Dube, 2019; Figure 11, Madland & Miller, 2013). Wage boards would serve either complementarily as a reinforcement of the minimum wage or as a temporary substitute to it. 


[bookmark: _Toc448400746]Labor & Single Payer Universal Healthcare
During collective bargaining, management often pits healthcare and compensation against one another, coercing unionized workers to select either compensation increases or maintained healthcare costs. Similar to non-union healthcare plans, however, per-visit co-payments, regular premium contributions, and annual deductibles continue to be standard in negotiated healthcare plans. The Workplace Democracy Act would work in tandem with Medicare for All, the progressive movement’s proposal for single payer universal healthcare in the U.S. (Galvani et al., 2020), which would eliminate these types of out-of-pocket costs to workers, thus resulting in savings for unions and workers, while driving down costs and ensuring coverage for everyone nationwide (Marmot, 2013, p. 1227).
Single payer universal healthcare would take healthcare discussions off bargaining agendas and give workers increased leverage in demanding higher wages (Sanders, 2019a). The Workplace Democracy Act would require employers, as supervised by the National Labor Relations Bureau, to shift some of their healthcare costs savings as wage increases, thus ensuring that as healthcare costs for employers and unions are reduced by single payer universal healthcare, the savings would translate as direct wage increases for workers. 

[bookmark: _Toc448400747]Future Opportunities: Full Sectoral Bargaining
The Workplace Democracy Act’s proposal for limited sectoral bargaining through wage boards mirrors the dominant Labor Relations practice found in France, Spain, the Netherlands, and Germany, among others, where management, union representatives, and government officials meet in tripartite meetings to negotiate wages, benefits, and other sector-based issues (Nunn, 2019, p. 13). The Act would work under a strengthened framework of the National Labor Relations Act. Since wage boards do not constitute a full shift to sector-based federation bargaining that leads to one singular contract. Collective bargaining agreements would remain at the worksite level on other non-wage matters, such as vacation days, sick days, and other benefits. In order to push negotiations up to the sectoral-level, a more progressive consideration beyond the Workplace Democracy Act would entail full sectoral bargaining through union and employer federations. This more comprehensive shift would create a Labor Relations environment where employers exhibit less union resistance. No individual organization would have a pressing incentive to oppose unionization as the individual employer no longer bargains at the worksite-level and since all employers in that given sector would be bound by the same contract and outcomes (Dube, 2019). Full sectoral bargaining would also shift bargaining away from the worksite level to the sectoral level, meaning that there would be fewer parties in negotiations and arbitrations. This higher-level bargaining and fewer number of stakeholders would ensure that the National Labor Relations Board would be more empowered in monitoring legal compliance to union contracts and labor laws and could more adequately lend itself as support for negotiations and dispute settlements as they arise between management and labor unions.


[bookmark: _Toc448400748]The Intersectional Legacy of the Civil Rights & Labor Movements
The nexus between economic and racial justice is a legacy of pivotal movements in U.S. history. In February 1968, the deaths of two sanitation workers, poor working conditions, and insufficient pay propelled sanitation workers in Memphis, Tennessee to go on strike with the objective of forcing the Memphis city government to negotiate. In face of sacrificing their already low pay during the strike, and despite Memphis Mayor Henry Loeb who declared the sanitation strike illegal, the sanitation workers went on strike for hours daily for 65 days. Maced, clubbed, and tear-gassed by the police, civil rights organizer Dr. Martin Luther King, Jr. visited Memphis in support of the strike, and it was during this visit to support the sanitation worker strike when Dr. King was murdered on a motel balcony. The sanitation strike exemplifies the intertwining of the struggles for racial and economic justice as coalitional intersectionality in the U.S. 

[bookmark: _Toc448400749]The Role of Labor Unions in Bridging Racial, Gender, and Economic Disparities
Today, labor unions bring forth the improved ability to better close pay gaps from a racial, socioeconomic, and gender perspective. Particularly, Black women in unionized positions are paid 94.9 percent of what Black men make, while non-union Black women make only 91 percent compared to what non-union men make (McNicholas & Jones, 2018). Additionally, unions assist in elevating the compensation of women broadly and Black and Latino workers, all of whose wages trail White men pay. Black workers are the most represented by unions out of all racial categories at 14.5 percent for ages 18 to 64 covered by a union contract (Bivens et al., 2017). For Black union workers with less than a high school education, they carry a 19.6 percent wage advantage over non-union workers, and are 23.4 percent and 25.2 percent more likely to have health insurance and a retirement plan than if not in a union (Bucknor, 2016, p. 14). Among Black workers, Black immigrants also enjoy a higher unionization rate than U.S.-born peers (Bucknor, 2016, p. 14), with 23.9 percent immigrant Black workers unionized versus 22.9 percent of U.S.-born Black workers. By standardizing compensation rates among workers in similar positions and narrowing compensation gaps between workers with different skill levels (Freeman, 1980), labor unions have been an instrumental catalyst in combating overall wage inequality and the Black and White wage gap specifically (Bucknor, 2016, p. 17). 
While the overall unionization rate decreased 48 percent from 23 percent in 1983 to 12 percent in 2015, the de-unionization rate for Black workers stacked at 56 percent (from 32 percent in unionized roles in 1983 to 14 percent in 2015). This steep de-unionization trend in the New Gilded Age resulted in lower rates of economic upward mobility for Black workers compared to Whites (Chetty et al., 2018), and widened the Black and White wage gap (Bucknor, 2016, p. 18). The assault on unions thus disproportionately impacted people of color (John-Paul Ferguson, cited in Bucknor, 2016). From an intersectional lens, the re-cultivation of labor unions in improving workplace protections would have a transformative impact on the working class, people of color, women, immigrants, and their intersections. 


[bookmark: _Toc448400750]Conclusion: Racial Justice, Interracial Working Class Solidarity, and Gender Equity
In the early 20th century, anti-union organizer Vance Muse popularized the term “Right-to-Work,” the anti-union doctrine and legislation responsible for de-unionization in the U.S. that deprive unions of needed financial resources by guaranteeing in legislation that no person can be compelled to join a union or pay union dues as a condition of employment and by prohibiting collective bargaining agreements that require the hiring of unionized workers only (FindLaw, 2020). As an anti-labor advocate and segregationist who proudly said in a 1936 Senate committee hearing “I am a Southerner and I am for white supremacy” (Gayle, 2018), Vance Muse was driven by his predilection for White supremacy in his anti-union organizing. Muse’s 1944 Right-to-Work campaign literature distributed to White Arkansans stated: “white women and white men will be forced into organizations [labor unions] with black African apes whom they will have to call ‘brother’ or lose their jobs” (Gayle, 2018). To Muse, pitting working class Whites and African Americans against each other was key to advancing the interests of White supremacists and corporations. In halting unionization by sabotaging interracial working class solidarity as a divide and conquer strategy, Muse reproduced Black racial subjugation and advocated for the continued suppression of both Black and White working class wages (Gayle, 2018). 
Muse’s legacy lived on with 12 states instituting “Right-to-Work” laws by 1950 at the time of his death. Reed Larson, in the mid-1950s, continued this pro-corporate and White supremacist legacy as leader of the National Right-to-Work Committee and the National Right-to-Work Legal Foundation. He was a member of the John Birch Society, which staunchly opposed the Civil Rights Movement and alleged that desegregation efforts were a communist, anti-capitalist plot (Toy, Jr., 2004). “Right-to-Work” and anti-unionization campaigns stem from this strategy of dividing working class Whites and people of color in order to advance White supremacy and corporate interests. Since labor unions promote compensation equality between people of color and Whites and serve as catalysts of elevating working class people by propelling them into the middle class, labor unions and social movements emerge as spaces with coalitional possibilities in solidarity work across racial and gender lines. This ability of labor unions to uplift communities of color, working class communities, and those with lower levels of education makes labor unions and social movements as the catalysts and the milieus of intersectionality’s anti-racist and feminist commitments (Combahee River Collective, 2000; Crenshaw, 1991; Carasthathis, 2016; Sidler, 1997; Lugones, 2010) in democratizing the workplace as a participatory public sphere (Giroux, 2008).
Strengthening labor unions is equally significant for third-wave feminism. Starting in the early 1990s, around the same time when Kimberlé Crenshaw coined the term intersectionality, third-wave feminism responded to the shortcomings of feminism’s second-wave in the 1960s through the 1980s. Third-wave feminism underscored that the second-wave overly emphasized the experiences of upper middle class White women (Combahee River Collective, 2000; Carasthathis, 2016; Crenshaw, 1991). Third-wave feminism instead lended its focus on casting the lives of women as intersectional, showcasing how race, ethnicity, class, gender, religion, nationality, among other aspects of one’s identity interlock and are at the crux of feminism (Heywood, 2006; Mann & Huffman, 2005; Snyder, 2008). Third-wave feminism emerged out of the larger macroeconomic backdrop of the New Gilded Age and had to face austere economic conditions starting in the 1980s that “destabilized employment for both men and women” (Sidler, 1997, p. 27), characterized by increasing debt, unemployment, a shrinking middle class, and decreased social mobility. Intersectional feminism, as conceptualized through the third-wave, has coalitional potential with the cultivation of labor unions and how they equalize and improve wages, fight for sick days, vacation days, parental leave, retirement security, and childcare, among other benefits. These union-based advocacy and democratized reclamation of the workplace for the marginalized falls in line with the third-wave’s intersectional feminist commitments of gender equity, racial justice, and interracial working class solidarity (Lugones, 2010; Carasthathis, 2016, Crenshaw, 1991; Hancock, 2007).










[bookmark: _Toc448400751]Chapter 5 - Conclusion

[bookmark: _Toc448400752]Background and Research Questions

From the 1980s through the present day, the U.S. has experienced income and wealth inequality that rivals levels from the Gilded Age. During this time frame, labor unions experienced a significant decrease in membership concurrent to declines in the middle class share of national income by half, while the 1 percent share of national income doubled. The emergence of financial deregulation, public sector and social program austerity, and contraction in union membership were driving factors of these macroeconomic social inequalities. 
Amidst these larger macroeconomic forces, the Diversity and Inclusion function in organizations has responded with innovative and cross-functional attempts to uplift underserved communities. The driving research questions of this study are as follows: How and to what extent do Diversity and Inclusion interventions at the organizational level address social and economic inequalities in the New Gilded Age? In light of the strengths and limitations of Diversity and Inclusion interventions, how could intersectional public policy fill in where Diversity and Inclusion falls short in eliminating the social and economic inequalities of the New Gilded Age?

[bookmark: _Toc448400753]Methodology, Theoretical Approach, and Findings
In addressing these two principal research questions, this study takes up a textual approach to cultural analysis as its qualitative methodology. This methodology excavates interpretations by making connections between text and context and finding their import and ramifications on broader society. Using this textual approach to cultural analysis enables contextualization and signification from Diversity and Inclusion interventions and public policy proposals within the larger social, political, and economic paradigm of the New Gilded Age. This study also borrows from Black and second-wave feminism’s concept of intersectionality, their seminal contribution to social and cultural theory. Focusing on intersectionality’s coalitional potential across communities, this study unearths racial, socioeconomic, and gender disparities and illuminate coalitional possibilities among social movements as a way forward in advocating for intersectional solutions to solve New Gilded Age problems and to fundamentally revitalize American democracy and civic life. 
With textual cultural analysis as my methodology and intersectionality as my theoretical approach, this study’s two case studies adopt these lenses to assess diversity pipeline programs and employee resource groups. While these Diversity and Inclusion interventions have been novel organizationally, they nevertheless have limitations and cannot be approached at the organizational level alone in order to have substantial and sustained impact vis-a-vis larger structural inequalities. Going beyond the organizational level and into policy, each of the two case studies delves into public policy analysis of proposals that would better structurally address the racial, gender, and socioeconomic oppressions that exist in the New Gilded Age from an intersectional perspective. The Federal Jobs Guarantee and the Workplace Democracy Act serve as two exemplary solutions that would lift compensation, rebuild the middle class, and advance gender equity, racial justice, and interracial working class solidarity. In doing so, they would reclaim employment and the workplace as a revitalized public good that workers can democratically join and actively participate in. 
While the Federal Jobs Guarantee and the Workplace Democracy Act would enact monumental restructuring of the U.S. economy and transformation of the workplace, they nevertheless have further opportunities for improvement. The Federal Jobs Guarantee could be supplemented by a no strings attached Universal Basic Income and other strong social programs in order to ensure that vulnerable populations, such as children, the elderly, the sick, the homeless, veterans, single parents, youth in foster care, and those with physical and mental disabilities continue to receive adequate financial governmental support and live with dignity, even if they are not able to work. While the Workplace Democracy Act would serve to fundamentally fortify labor rights and workers through wage boards, they do not go far enough to address the fact that in the U.S. union contracts are done at the worksite level. Preserving work-site level union contracts has the sustained effect of structurally incentivizing management to pursue organizational level union-busting strategies as their efforts to do so have a direct impact on the union contract as the relevant bargaining unit is a part of their own employee population. From the government’s perspective, this plethora of collective bargaining agreements makes it cumbersome for the National Labor Relations Board to maintain oversight for legal compliance to the union contract and labor laws and regulations. To supplement wage boards, a comprehensive shift to sectoral bargaining where one collective bargaining agreement sets standards sector-wide would mean less management attempts at union avoidance and more effective governmental oversight and assistance in negotiations and arbitrations due to fewer union contracts for the government to monitor.

[bookmark: _Toc448400754]Recommendations
This research holds implications for Diversity and Inclusion practitioners, organizational leaders, Human Resource and Talent Management professionals, labor union organizers, public policy analysts, and legislators. The shortcomings of organizational responses to macroeconomic trends of the New Gilded Age signify that bold and systemic structural changes would have to be considered, such as the Federal Jobs Guarantee and the Workplace Democracy Plan, in order to foster an enabling structural environment that achieves lasting social change for communities that the New Gilded Age has rendered disposable. 
· Increase scope of the Diversity and Inclusion function, advocate for increased head count & constantly embed social transformation and environmental sustainability into the organizational bottom line. 
· Leverage strategic partnerships with community non-profit organizations in order to advance Diversity and Inclusion’s scope and social impact beyond the immediate confines of the organization
· Advocate for policies at the organizational and public policy levels predicated on the basis of universal access and equitable outcomes, such as the Federal Jobs Guarantee, single payer universal healthcare through Medicare for All, cancellation of medical debt and student debt, universal childcare, the Green New Deal, among other proposals
· Advocate for policies at the organizational and public policy levels that would advance racial, gender, and working class solidarity in order to foster broad alliances and explore coalitional possibilities that serve as core political commitments of intersectionality
· Advocate for Universal Basic Income that would reinforce, not replace, existing social programs. As a supplement to having guaranteed federal jobs, Universal Basic Income would enable underserved populations unable to work to live with dignity
· Leverage the constitutional freedom of assembly and engage in petition drives, direct action, and electoral politics in order to pressure civil servants to support union-friendly legislative bills, such as the creation of wage boards, curtailing right-to-work legislation, and the Workplace Democracy Act
· When driving for change, highlight intersectional impact of status quo policies and how they disproportionately oppress communities from a racial, gender, and socioeconomic perspective, among other identities
· Propose bold policy solutions from an intersectional perspective that would strengthen multiple communities and movements. For example, demanding a 100 percent transition to renewable energy by 2030 through a federal jobs guarantee focused on greening and rebuilding U.S. infrastructure and services and investing the benefits of these jobs to underserved communities, such as working class communities, communities with predominantly people of color, and in partnership with and to serve American Indian nations and overseas colonies like Puerto Rico, Guam, American Samoa, Northern Mariana Islands, and the U.S. Virgin Islands, would serve as intersectional policy solutions from a racial justice, environmental justice, and decolonization framework
· Coalesce with existing social movements, such as the Movement for Black Lives, Migrant Justice organizing, labor unions, the Me Too movement, climate justice, and the re-emergence of American democratic socialism (equitablent to social democracy) through the progressive movement in order to form broad coalitions, obtain input from diverse front line communities, and use those grassroots insights to drive proposals from an intersectional lens
· Establish relationships with international partners and consult comparative research literature in order to learn global macro-level trends, explore and borrow time and tested solutions, and obtain global benchmarks to identify gaps and evaluate progress and effectiveness
· Continually integrate class consciousness in intersectional analysis as class critique is a central tenet of third-wave feminism’s methodological commitments to intersectionality


[bookmark: _Toc448400755]Methodological Limitations and Future Research

This study was performed using analysis of primary and secondary sources with signification excavated from a qualitative perspective. Qualitatively, no interviews or ethnographic accounts were performed. While this study examines organizational examples across various Human Resources functions, such as Talent Acquisition, Labor Relations, and Learning and Development, alternative studies could hone in on one singular function like Finance, Product Development, or Marketing and how Diversity and Inclusion intervenes in these organizational functions. Another take on this study could involve a more direct approach and focus on one particular organization as case study, while other research could focus beyond the organizational level and instead on a specific sector.
From an intersectional policy standpoint, this study exemplifies intersectional public policy recommendations through case studies of the Federal Jobs Guarantee and the Workplace Democracy Act and their significance in uplifting communities at their intersections within the larger macroeconomic context of the New Gilded Age. Beyond these two proposals, there are also other public policy considerations that could ameliorate the effects of the New Gilded Age from an intersectional perspective. Future research could focus on additional progressive movement proposals, such as Medicare for All in establishing single payer universal healthcare, its central role in eliminating health, racial, gender, economic, immigrant, and generational disparities, its socio-historical signification from a Black Power social movement perspective, and global cross-regional or cross-national comparisons with other OECD countries. Another policy consideration that could be studied is a wealth tax with the larger backdrop of increasing productivity, stagnant or decreasing pay, and the disappearance of jobs due to automation and robotics and its impacts from a racial, gender, educational, geographic lens. Another topic that could be pursued in the future is a no-strings attached universal basic income in order to combat economic precarity, gender inequality, underemployment, malnutrition, housing instability, and its socio-historical legacy from the Civil Rights Movement. Yet another could be a study of the role that labor unions play in advocating for progressive proposals such as a 4-day work week for similar pay or no emails outside formal work hours and their impacts on performance, productivity, and gender and racial disparities. The latter could involve connecting the dots to the pivotal role that labor unions had in the creation of the 40-hour work week, the weekend, child labor laws, occupational health and workplace safety laws, and in advocating for workplace accommodations that created transformative impacts across communities.


[bookmark: _Toc448400756]Historical Origins and Future Possibilities
In structurally improving the lives of intersectional communities, the Federal Jobs Guarantee and Workplace Democracy Act dispel the dehumanizing notion of the marginalized as disposable in the New Gilded Age. These two case studies serve as intersectional public policy solutions in that they bridge disparities ntersectionally and fulfill the coalitional potential and political pursuit of intersectionality as conceptualized in its Black feminist origins. These intersectional public policy solutions serve as the present’s guiding light towards coalition-building possibilities that honor the legacies of social movements’ shared advocacy and inter-group solidarity, while articulating a bold vision forward into a new, more equitable, and just future. 
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