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Introduction

  The purpose of this report is to consider the critical analysis of management theories of Amazon.com Inc. and  critically asses these theories on the beliefs, attitudes and values of Amazon and looking at the importance of   aligning the values of its employees with those the organization and critically evaluate how someone with          different values and beliefs might interpret these theories. The analysis will be conducted using the CRAAP test and the RED module. This report analyzes the management practices of Amazon, in particular in its warehouses and floors – the company's key profit-making division and its employee engagement to discuss appropriation of Taylorism in the interests of Taylorism and Amazon. In the course of this report, factors that Taylorism is unable to completely describe in the Amazon situation will be described and further explored using other theories. The report consists of three main parts. It first discusses Amazon's management and shop floor activities with Taylorism. Secondly, the next segment will address the lack of use of Taylorism to examine Amazon's sophisticated activities. Finally, Amazon's management strategies will be clarified in depth with other theories in terms of inspiration, culture and leadership.
About Amazon.com Inc.

  Amazon.com Inc. is one of the largest online retailing company worldwide. It was founded in 1994 by Jeffrey P. Bezos and it employs over 798.000 employees. The company is worth $1.7 trillion and it is the second most valuable U.S. Company. It operates throughout North America, International and Amazon Web services (AWS). The Amazon warehouses and their offices were similar in the mid-1990s. A handful of staff, a lovely puppy, and book shelves shared the space in Seattle. One warehouse has become hundreds over the time, and they today are called Amazon fulfilment centers, while storing millions of goods and recruiting hundreds of thousands of people. In over 150 million square meters of space, Amazon operates more than 175 fulfilment centers all over the world, most of which are located in Europe and North America. 
The culture of Amazon

In Amazon’s culture, specifically, warehouses do not incorporate the Amazon community if company and employees' values and beliefs are not comparable and this leads to disputes between themselves. The culture focuses on Leadership Principles" that are clearly indicated on its website and likely to be used by its organization for any reason. In short, leaders are privileged by these values, because leaders have a lot to do, and they already have strong business judgment and good instincts (Amazon n.d). It seems the culture is very bureaucratic in Amazon in general and in specific warehouses of Amazon. In this community, hierarchical rules of managers or leaders of the company with a broad hierarchy may be enforced. Management function, for example, must set targets and staff must rigidly comply with the objectives, extra incentive is not available otherwise. Or employees must carry out compulsory overtime, unless they would like to reduce your holiday time by 10 hours. For example, the World Socialist Website (2018) cited the case of a pregnant women who still had to work hard, though she felt depressed by a lot of work, because of the strict regulations that might in certain cases not be flexible, and that part of the cultural consequences for workers are due to the different cultural consequences.
Taylor’s scientific management

  In the background of the Industrial Revolution, which began in the 18th century in Great Britain and spread gradually to a larger scale, Taylorism was introduced. This revolution contributed to the concept of enhancing efficiency in plants by converting the machine to replace human labor (Kiechel, 2012). In Taylor's opinion, to increase efficiency, the waste of national resources and materials needs to be eliminated (Taylor, 2012). He also thought that if people are more "teached" to work more effectively, human labor will be close to the machine (Koumparoulis & Vlachopoulioti, 2012). By dividing the tasks into separate, smaller steps, scientifically analyzing employee actions and calculating the accuracy of time for each step, Taylor expanded the thumb rule and converted it into a "time and motion study." Each working motion aims to use the workers' full potential by training to produce high profits for organizations (Udin & Hossain, 2015). In order to inspire workers to work harder, Taylor also implemented a new 'piece rate,' a new pay structure that pays a fixed wage per production unit. The concept of specialization between preparation and execution is another central principle in Taylorism. Management needs to concentrate primarily on setting up processes for organizing, managing and supervising staff, while workers need to focus on physical work in compliance with the management strategy. In short, Taylor's pioneering science management has four philosophies:
1. Management advances job science to replace the old entire democratic system for employees.
2. Managers pick, teach and train the staff scientifically to develop their own performance capabilities.
3. The management works with staff to ensure that the work has been carried out in compliance with established science principles.
4. Management and execution are equally responsible, so disputes can be resolved if managers and staff specialize in the tasks. 
With all of these principles, Taylor strongly believes that the scientific management is particularly geared towards shop floor activities, as is seen in part in the Amazon case.
Taylorism & Amazon warehouses and shop floor practices

It seems from the evidence collected in the secondary source, particularly from newspapers, that Taylorism is likely to be present in warehouses in Amazon and in shop-floor practices using advanced technology. Analysts therefore state that Amazon has been productive for years through continuously rising employee expectations in the organization. In the meantime the organization employs a complex array of management, data and psychological methods in its management bureau to set the goals for employees to work in warehouses. This ensures that Amazon's labor is specialized as managers concentrate on the preparation mission, the setting of deadlines for the staff and the workforce to focus on the packaging box jobs in compliance with their management objectives. Although expectations are set for the performance of Amazon's employees, employees must complete the tasks properly and the management gets angry when an employee does not show the performance up to the mark. In 2013, Amazon launched a performance assessment framework called an Organization and Leadership Evaluation in order to recognize potential leaders, which recognizes those of high and poor performance twice a year, which in 2020 is still used. Organization and Leadership Evaluation is viewed as a framework that appreciates people, steps are taken against incompetent employees within the organization and it is understood that employees are not assessed entirely due to their results, but the willingness of managers to present employees well at Organization and Leadership Evaluation meetings, where employees in other departments are generally involved. Person consideration not only celebrates or supports workers for their accurate work, but also includes mentoring, encouragement and support for inefficient workers. It is therefore unlikely that Organization and Leadership Evaluation can be defined as a transformative operation by Bezos, as workers who are less productive might face “appropriate” action from the company and it could be even dismissing them. The New York Times announced that two wearable technology innovations were successfully issued by Amazon. However these wearable accessories were supposed to be used by Amazon warehouse staff instead of being used for consumer technology. Amazon was developed for two ways to monitor the physical location of a worker, which often involves a position of the hands, and to send target noises and vibration to the computer. A less generous explanation would be that the bracelets have new employment supervision capabilities for Amazon management, and recognize employees who waste time scratching, locking and dilly-dallying.

McGregor – Theory X and Y

  In the early 20th century, throughout many decades, McGregor introduced two theories, namely X and Y. Theory X is the autocratic style, which emphasizes “production, a fair-day concept, the maladjustments of plumage and limiting the output, on rewards for performance”. Theory X is a negative way for employers to view their workers who are unwilling to do their jobs and are seeking to find ways to minimize work outcomes or work quickly (McGregor, 1960). In another term, managers need to recognize second-class employees who are of course, lazy and "soldiers" who are first class by encouraging them to work and strictly track their behaviour, to avoid a lesser circumstance. However the dispute may occur if managers use punishments or discipline to remove cases of job avoidance that may not lead to improving the relationship between managers at work. Theory Y notes that if managers regard workers favorably and assign more confidence and obligation to them, employees will become efficient. McGregor (1960) also assumes that Theory X is simply a realization of low level, unexpected and inefficient physical requirements. In case of Amazon, for instance, employees are not allowed to work on the company schedule, staff are reduced by 10 hours of vacation if there are not enough obligatory overtime shifts (Rittenhouse, 2017) and trigger fear for the workers of missing goals. In Amazon's warehouses, stringent rules and penalties for pushing employees to meet efficiency objectives. 
Recommendation and Conclusion

  Regarding my researches, Amazon claims to be a pioneer organization because, ironically, it did not provide the pioneers with proper care, as the key benefit for competition. Amazon's performance and reward management system should be adjusted to reduce unequality, anxiety and unfair internal competitiveness. In order to help employees balance work with life more effectively, for example, Amazon should improve its support network. Amazon should understand the real needs of employees instead of rigidly pushing for high performance to take proper spiritual incentives that motivate enthusiasm and innovation. In order to avoid over-exploitation and high turnover, Amazon should create a more favorable working environment for employees. By other words, Amazon should focus more on people and not on performance. Amazon should embrace McGregor’s theory Y more than Taylorism or theory X, which is the most dominant in Amazon’s management.
  Based on my personal values, I am a person whom meaning is important and I need the sense of belonging. My most important values are the gaps of Amazon: ethics and fairness.
After researches and my moral standards in how I treat others and how I want to be treated, I can conclude, that I must resign from Amazon, unless further changes.   
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