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Introduction 
Human civilisation has experienced remarkable progress with the development of advanced technology; revaluation of communication and globalisation over 20th century. However, it is apparent that the evolution of management theories has influenced these developments significantly. The evolution of management took place in several phases of paradigm shifts and each paradigm shift of management occurred with the development of new management theories in early 19th century. Each of these theories have set certain new roles and believes in the management science and organisation science, Sasan Torabzadeh, et al., (2017). Scholars and practitioners developed management theories from the observations of management behaviour and the structure of the organisation. Which became the underlaying support of management practise. All these theories were developed in order to enhance managerial efficiency and effectiveness of the organisation, Mullins (2011). 

[bookmark: _dvaxah6wsx5f]However, many scholars argued that while many areas of contemporary business have changed significantly, management remained largely unchanged and rooted in 19th century theories in this modern era. To examine this assertion, this paper, first, will take top-down approach to have a detail insight of the development of different management theories. Initiation will be made by critically overviewing several phases of management paradigm shifts from traditional management to modern management. This will be then narrowed down to modern human resource managements’ prominent motivational theories’ development. Furthermore, this paper will also discuss how these 19th century’s traditional management theories contribute to deal with 21st century’s contemporary management challenges. In order to justify the validity of traditional management theories in the current century evidence will be provided by analysing the current application of 19th century’s motivational theories in the UK zero hours contract workers context. In the following, a list of recommendations will be made for the managers to take into account to find more effective ways to tackle these current management challenges using the management theories rooted in 19th century. 

[bookmark: _Toc28395063]Evolution of management theories 
Most of the traditional management theories and practice are in used today had their origin between the late 18th and early 19th century from the western countries, J. G. Olusoji, ‎(2015). An organised and standardized large production process was possible to introduce with the development of these management theories, when technological advancements, globalisation, growing trad markets resulted in industrial revolution during the19th century, thus, an efficient management manner became imperative to create improved industrial system. However, the main concern of the traditional management theorists was to create an effective relationship among the workplace, workforce and work-process in the promotion of higher efficiency and productivity of the organisation, Angus C. F. Kwok (2014). These traditional theories were arranged in three main categories which are bureaucratic management, scientific management and administrative management theory. In the following a detailed insight of these traditional management theories is given. 

[bookmark: _Toc28395064]2.1 Scientific management theory
Frederic Winslow Taylor first introduced the scientific management theory in his book ‘principal of management science in 1909, which is one of the most well-known traditional theories up to the present day. The central point of the scientific management theory is to increase efficiency and productivity by increasing specialisation and division of the workers, J. Paramboor et al. (2016). The philosophy of this theory is laid on four basic principles. First of all, scientifically study the task in order to develop and determine the appropriate method for performing it. Secondly, scientifically selecting most suitable workers based on their skills to accomplish the task in an efficient manner. Next is to provide effective education and training for the development of the workers. Finally, to ensure reward and motivation in order to exceed the predetermined performance level with the better mutual cooperation between employee and management. 

According to Khorasani et al. (2017) the best way of increasing the productivity is to increase efficiency of the employee. As it was also emphasised by Taylor to enhance the employee’s specialisation and division. Once employees are specialised and skilled at their work, it will help to reduce the per unit production time as a result greater productivity will be achieved. Therefore, Taylor devised this theory to break each task into various smaller units so that it can be allocated among the workers based on their abilities and skills as a result everyone can perform at their level best. Which will ultimately help determining the most suitable way to perform the task most quickly and efficiently. Although, many aspects of work process and management often change as the social and global economic dynamic change, yet managers find Taylor’s proposed traditional theories in 19th century continue to be most relevant in 21st century, Marie G. Kulesza, (2011). As in today’s most of the organisation are intimating workers and managers to work in common interest of greater productivity and efficiency thus, it requires manager to ensure rewards on workers better performance in order to keep workers motivated and achieve the organisational goals, J. Paramboor et al. (2017). 

Despite, the application of traditional Taylorism can be seen in many workplaces globally over the years, it has faced many criticisms of neglecting social environment of work. Which eliminates the employee’s interaction with each other at work. Therefore, workers have less opportunities to share their knowledge and skills with their colleagues, which can cause workforce inefficiency, Khorasani et al. (2017). Moreover, it was argued that the Taylorism management practice is unquestionably authoritarian and reserved all the power of decision making at the top hierarchy of the organisation. Consequently, in the Taylorism approach employee’s empowerment was systematically reduced. this can cause job dissatisfaction among the workers, Marie G. Kulesza, (2011). However, the modern manufacturing may be way more different than it used to be in Taylors period, many aspects of traditional Taylorism practise is still relevant in the 21st century specially in those organisations where mass production is required, but it may not be applicable where employee’s cognitive intelligence,  teamwork, creativity is needed.  
[bookmark: _Toc28395065]2.2 Administrative management theory
Henri Fayol developed administrative management theory in 1916, which is well-known as one of the earliest classical management theories. The central focus of this theory was on how an organisation should be structured in terms of managing complex organisations effectively, Cole, G.A. (2004).  Fayol used his real-life managerial experience to develop the basic rules, principles and procedures of this theory. According to Griffin’s (1993), the specific management function was first introduced by Fayol, which are planning, organising, leading and controlling. In his contribution, He also among the first who revealed different principles of management, which can be applied in the natural setting of any organisation. Alfred G. Nhema, (2015) stated that Fayol’s principles, like Taylor, were also developed in the promotion of achieving efficiency. While, his intention of devising these principles was to provide basic guidelines for the individual administrator so that they could understand the context of their organisation. Fayol’s theory was widely received by industrialists and practitioners in Europe and USA. Therefore, it was considered to be beginning of new a management paradigm with the development of new management approach and disciplines, Khorasani et al. (2017).  
However, like any other traditional management theories, administrative theory of management was also criticised on a number of counts. Herbert Simon (1946) was one of the leading critics of Fayol’s principles of administration. Simon argued that the principles were mostly ambiguous and too general, poorly defined terms. He further argued that the principles did not establish from the empirical research findings that to be effective for the organisational efficiency. Although, Fayol’s administrative functions and principles can be seen in used today in managing organisations across the world, modern schools of administration thoughts still criticise this theory. They claimed that authority under this management style is too centralised as the chain of command start from the top management to the bottom level of workers in organisation, it creates difficulties in communicating and passing information through the top-down hierarchical structure. In 21st century, Considering the difficulties in communication and decision making, there is a growing tendency of decentralising the authority and decision making in the modern schools of administration. Another limitation 
[bookmark: _Toc28395066]2.3 Bureaucratic management theory 
The bureaucracy concept holds a long historical background and provides various interpretation from different point of views. Thus, it became focus of interest to the management scientist, social scientist, economist and political scientist.  Max Weber the best-known German sociological writer and political economist. He introduced the idea of bureaucratic management theory in 1947. The central reference of this theory focused on two essential elements. Firstly, it laid the rigid hierarchical structure of the organisation and secondly, defined the strict level of rational-legal rules for management lines in the organisation. According to crozier, (2009) The purpose of this theory is to run an organisation in a best way structuring it into a rigid hierarchy of people governed by the explicitly written and defined strict rules and regulation. Which explains the relations between positions of management levels in the organisation. The higher position holds the higher authority and expected to be the most competent or vice versa. In this system each level of hierarchy controls the level below but get controlled by level above within the organisational structure. In this context, the managers are assigned to the position depend on their technical qualification and capabilities which complies with the authority of their positions and the bureaucratic rules. This helps the organisation to employ the best fit employee in the position and ensure the incentive goes to the most deserving one such as salary increments, and promotion is provided according to the employee’s performance. Moreover, the authority of the management is employed in a way within the organisational hierarchical structure to make sure the guiding rules and regulations uniformly exist across the organisation to achieve its goals. 
Even though this theory took place in 19th century in order to increase efficiency and accuracy of the large-scale organisation in public and private sector, yet in 21st century modern management system around the world finds the idea of bureaucracy most effective in many aspects such as defining the power and authority of the managers’ position within the hierarchy and incorporating that power and authority to the employees job responsibilities and duties for each position Malizia et al. (2017). In this theory M. Weber defined eight basic principles such as setting rational-legal rules, balanced reward system, defining the management power and authority etc. which are commonly used in modern large-scale organisation’s administration. Although, bureaucratic theory is well regarded and most studied approach up until now, it does not come without limitations as with most others management theories. The main limitation of this theory is similar to the administrative management theory where the flow of power and authority is strictly centralised to the top level and gradually goes to the lower level in the rigid hierarchy. Which creates difficulties in passing the information and overall slows the communication process. Moreover, its’ too formal rules, rigid principles and impersonal approach are often causing inefficiency and makes the system inflexible. Which can also lead to lack of employees’ initiatives and creativity at workplace Crozier, (2009). Furthermore, when it comes to add, modify, or changes in rules and regulations, implementation of a lot of paperwork and documentations and formal approval from the different hierarchical level needs to be done in this style of management which is a complex process and time consuming when modern management encouraging paperless work activities in order to  maintain environment friendly initiatives. 


[bookmark: _Toc28395067]Human resource management’s most prominent motivation theories 

Human resource management can be described as the activities that are done to acquire, develop and retain the people in the organization and treating them as assets and internal customers for organizational success. However, modern human resource management did not come into existence until recently. Even though human as resources have been required by the organizations since the medieval era, it took time and research on the human capital in order to identify their relationship with organizational success (Anbu, 2019). Human resource theories have been developed over time as the importance of human capital started to reveal for the organizations. 
The human resource practices started from classical approaches. Scientific management practices, standardization of work and provision of rewards for the one exhibiting best performance. However, due to limitations, like a monotonous work environment, differences in individual needs towards financial incentives gave way to administrative management which focuses on the identification of the best way of completing a task (Badubi, 2017). However, the organizational environment is rather dynamic which limited the ability of the administrative management and opened the door to bureaucratic management, where hierarchy and formal structure plays major roles. 
However, these practices were limited to the centralization of power and ignoring motivations. This gave birth to behavioural approaches whereby the individual differences were given more importance and relationship were built. Theories like Maslow’s hierarchy of needs, Hawthorne studies were given more importance (Collings, 2018). They are still practiced in the lower level of organizations in order to understand the individual needs of the employees and to provide them with the right type of motivation. Even though they are still being practiced widely, these theories, however, also have some limitations like they ignore measuring the performance and output from the employees to develop better relationships. Hence, a quantitative approach was developed. 
Theories like management science that considers project management, maintenance, the flow of operations; operations management and management information systems are practiced in the organizations in order to make decisions based on measurements (Diggs, 2015). This way, the logical flow of information provides input for better decision making. However, these practices are giving way to modern approaches that take into consideration the dynamic world and developing strategies based on the changes in the environment. 
Systems theory and contingency theory are the modern approaches to human resource management that does not only consider individual differences but also based on the measurements and estimations, takes new strategies for relationship management (Fleishman, 2016). In most modern organizations, these theories are practiced and based on different situations, different management and leadership practices are applied. However, this approach is also not without criticism since they are difficult to control. 
[bookmark: _Toc28395068]3.1 Frederick Herzberg two-factor Hygiene and Motivation Theory
Frederick Herzberg’s two-factor theory is a behavioural approach model for human resource development that identifies that there are motivating factors that increase job satisfaction and hygiene factors that cause dissatisfaction (Gill et al., 2018). However, these two factors work separately and improving one factor does not necessarily mean that the employees will be satisfied unless other factors are taken into concern. 
The focus of the two-factor theory’s key focus is on utilizing both the factors side by side without taking one factor out of the equation because it might not cause dissatisfaction among the employees, but the employees will not be satisfied either. There are four combinations of the two-factor applications which include high hygiene and high motivation, low hygiene and low motivation, high hygiene and low motivation and finally low hygiene and high motivation (Guo and Al Ariss, 2015). 
Currently, different types and combinations of these factors are utilized in organizations at different levels. The high hygiene and high motivation system which is an ideal situation are practiced in well-developed and diverse organizations since they manage a portfolio of employees from different aspects. Here, employees have minimal complaints with high motivation. The low hygiene and low motivation approach were practiced before the period of the development of human resource management and are still practiced in some developing and underdeveloped countries where low-cost human resource is available (Hogler, 2015).
Low hygiene and high motivation practices are common in cases of start-ups since they do not have enough resources to back up the human resource and have to develop policies as the organization grows. In this setting, even though the employees are satisfied, they have complaints about the organization’s operation and monetary motivations. In the case of high hygiene and low motivation, the employees have few complaints but lack in terms of motivation since the scope of achievement, personal growth and advancement related to the work become narrow. These types of practices are common in the case of lower-level employees for contractual work because the organization considers the relationship mostly based on contracts rather than talent management. 
However, criticism against this theory is that the theory does not consider external factors and only internal stimuli are being manipulated to enhance employee productivity (Katenova, Mahmood and Sharfaraj, 2017). However, job satisfaction does not always render into productivity and the external environment plays a role in enhancing the productivity level of the employees. Moreover, the two-factor model does not take into consideration the blue-collar job. Even though technological development has made automation possible, there are still blue-collar jobs available. 

[bookmark: _Toc28395069]3.2 Maslow’s Hierarchy of Need Theory
Maslow’s hierarchy of needs theory was developed in order to understand what factors drive people to satisfaction and motivate them to work. In search of this, Abraham Maslow identified five dimensions of needs and fulfilment of each dimension trigger the next dimension of needs (Katzell and Thompson, 2018). The primary assumption of the theory, as a result, is that satisfying the previous set of needs can only promote the next set of needs. 
Organizations practice different physiological needs is the common ground of basic needs of human which include food, shelter, water and so on. These are also basic human rights in society and people who struggle to get access to these basic human rights do not get promoted to the next set of needs. Organizations in the 21st century focus on these needs by providing basic employment and salary in the case of entry-level jobs in the market (Klimoski, 2017). 
Security needs, on the other hand, get activated with a sense of need for security like the safety of human beings. In organizations, the stability of work environment, fair work practice, provision of job security and a safe working environment are provided to the employees. However, in many underdeveloped and developing countries, the work environment is not safe whereby the employees get served only with the physiological needs of the organization’s side (Latham and Stuart, 2016). 
Belongingness comes from building relationships and friendships with others which is common in the 21st century due to social media which connects many strangers together. Organizations practice this level at all levels of the organization by linking the needs and information flow. In the dynamic environment, the functional hierarchy is giving place to a flatter organization where information can be passed quickly (Singh and Behera, 2016). Hence this practice is common at all organizational levels. Esteem needs to get activated as people look for prestige, respect and look for recognition and a feeling of achievement. In order to retain the most talented bunch of employees, esteem needs are fulfilled by the organization by providing challenging tasks to them and linking high rewards to their success, so they become highly satisfied. 
Finally, self-actualization gets activated as individuals reach the pinnacle of their success and people look for something of higher value, a territory that a person never explored. In order to retain these employees, organizations focus on partnering with the employees at the top level so that they can explore different lucrative areas.
However, the criticism of the theory because in many cases, the theory does not follow a hierarchical order since many of the people, barely fulfilling the social needs aim for belonging and recognition. Seeking fame on social media is an example (Stone and Deadrick, 2017). Moreover, based on the situation, the employee needs can change like a person at the esteem level can still look for job security based on certain environmental changes or require an increase in base pay. 
[bookmark: _Toc28395070]3.3 Adams Equity Theory
Adams equity theory holds the notion that employees evaluate the value created for the organization against the value provided to them from the organization based on which they can adjust their behaviour (Ta’rifin, 2018). Hence, there are three key factors related to the theory which include value, input, and output. The input can be employee value provided to the organization like skill, hard work, time, effort, knowledge and so on. The output can be the organizational value provided to the employees like motivation, salary, work environment, rewards, training and so on. 
In the current practice of Adams Equity Theory, organizations are becoming more equal to the employees to value their performance compared to their previous effort. This is because the information is widely available everywhere, labour unions and activist groups also create pressure on the organizations to practice equity in the workplace. However, in most cases, organizations practice equality instead of equity since equality ensures that everyone is provided with the same resource whereby equity takes the individual difference into consideration (Thornley et al., 2017). In many cases, equality is also not practiced in many organizations nowadays which indicates the high relevance of this theory even in the 21st century. 
When organizations do not consider the input provided by the employees and give lesser output for the employees, this creates a sense of dissatisfaction among the employees derived from the discrimination. As a result, productivity gets lowered in many cases, dissatisfied employees leave the job decreasing organizational efficiency (Tullar, 2017). As a result, the theory is highly relevant in the current circumstances because organizations still have to ensure the provision of the right bundle of motivation to the internal customers so that they remain highly motivated and satisfied. 
The oversimplified motivation theory has some criticism regarding basic human behaviour that can go beyond personal interest and try to look into the broad picture. Criticism against this theory is that the employees might find the compensation provided to them to be fair, but in some cases, the overall compensation policy of the organization might look unfair to the employees (van Donk and Esser, 2018). Managers have also been motivated to look beyond equity theory and provide benefits regarding individual needs to achieve success since the provision of the same compensation can make the structure and environment of the organization the same
[bookmark: _Toc28395071]3.4 Victor Vroom’s Expectancy Theory
Victor Vroom’s expectancy theory is about the effort provided, the performance is shown and their relative link with the outcomes that can be gained. As a result, the key theme of Vroom’s expectancy theory is the level of connectedness and employee exhibits towards the potential rewards to be gained from a level of performance shown based on the belief that the promised reward will actually be provided (Weinberger, 2016). These elements are divided into expectancy which is referred to as performance, instrumentality which is referred to as outcome and valence which is referred to as rewards. 
In current business practices, the theory is relevant and widely in practice by the managers since the managers, first create a valence of reward towards which the employees’ target, then expectancy is ensured through training and instrumentality is offered through motivation. This way, the theory is utilized to motivate the employees in order to perform well in order to get certain rewards and achievements in the organization (Wright and McMahan, 2018). As a result, management ties reward closely to performance which can be seen from the current practices of the provision of commissions, holidays and incentives to employees which, in most cases, exceed the base packages offered. As a result, businesses, in the 21st century is becoming more performance-oriented and focusing on the individual differences in the provision of rewards so that the employees can be more motivated to reach a set target. Moreover, the expectancy theory links three areas together whereby the high effort results in high performance, high performance results in the high level of rewards that are appreciated by the employees. However, in setting the rewards, caution has to be practiced since some employees might not have a certain appreciation about certain rewards, so their personal needs have to be understood (Anbu, 2019).
However, criticism about the theory is that the valence provided to the employees might not work in case it does not ensure the fulfilment of the employee’s immediate need. For example, an increase in pay might not work if the employees are satisfied with the current pay system. Moreover, it is hard for employers to understand individual behaviour and craft rewards based on individual needs because of which standard rewards are applied. In that case, most of the employees cannot find value in the possible reward due to which the performance does not increase as expected. On a further note, overemphasize rewards to boost performance diverts the employers’ ability to look at the extraneous variables of performance due to which the rewards do not work like economic conditions, job security and so on (Badubi, 2017). 
[bookmark: _Toc28395072]3.5 Edward Thorndike’s Reinforcement Theory
The reinforcement theory is about linking satisfying and dissatisfying efforts with reward in order to ensure the occurrence of a behaviour or to stop the repetition of a behaviour. As a result, the theory is associated with the presence of satisfactory rewards to encourage certain behaviour and dissatisfactory associations or punishments to certain behaviour (Collings, 2018). The reinforcement theory is highly practiced in the business world in order to promote positive and productive behaviour while demoting unproductive behaviour.
The reinforcement theory is practiced in the business world in four forms, positive reinforcement, negative reinforcement, punishment, and extinction. Positive reinforcement is provided to drive performance in the business environment, for example, commissions to increase sales and reach targets. On the other hand, negative reinforcements are provided in order to make the employees refrain from an activity by providing an irritating stimulus (Diggs, 2015). For example, managers might nag with the employees in order to come at the right time and when employees arrive at the right time, the irritative behaviour is removed. Punishments are also common for employees in the current world. In many cases, employers show the fear of demotion or layoffs in order to get a job done or reach a target. Finally, extinction is provided in order to alter the positive behaviour derived from a situation that is disruptive. For example, when sleep pods are provided to the employees to take a nap during a break, they are done so as a provision a positive stimulus. However, it can be disruptive and decrease productivity if employees use is often. In that case, employers remove the sleep pods that worked as a positive disruptive stimulus. 
The theory, however, has been criticized from the ground of stimulus provided for behaviour change because not everyone might react to certain stimuli and still exhibit the behaviour over time due to the lack of training (Fleishman, 2016). Moreover, the study is criticized for the limited ability of the organization to have control over individual perception since the difference in individual perception can cause the employees to render extinction or negative stimulus to the perceived differently. 

[bookmark: _Toc28395073]2.6 Edwin Locke’s Goal Setting Theory
The goal-setting theory links goals with a performance by identifying goals that are clear, challenging, committing, provide feedback and complex. The key principle of goal setting theory is that if goals are attached with feedbacks and challenges to push the limits the employees will be motivated to reach the goals and be productive (Gill et al., 2018). Since the theory revolves around goals, the goals are developed by the organization in a way that can challenge the employees in a way that is difficult but not unachievable. 
The current organizational settings are highly dependent on this theory in case of developing organizational targets. As a result, the SMART framework has been established that specifies that objectives have to be specific, measurable, attainable, relevant and time-bound which is a reflection of goal-setting theory. The organizations ensure clarity by utilizing this smart framework in order to delegate the tasks clearly based on goals that can be easily communicated (Guo and Al Ariss, 2015). Moreover, the goals set are done so by identifying employee limits and providing the employees with the ability to push the limit to achieve the goals that are difficult, yet achievable which results in employee growth and organizational success. 
Commitment is ensured by the organizations by letting the employees participate in goal setting so the goals set by the employees can drive them to reach them. Most importantly, feedbacks are provided based on an evaluation of employee performance so that the employees can ensure better performance in the future. The feedback systems also ensure that the employees can change their direction or approach if that does not match the goals (Hogler, 2015). Organizations provide feedback to the newly appointed employees to ensure their success. Finally, the complexity of goals is reduced, again by clearly stating them and delegating work based on abilities that are done at all levels of organizations nowadays to ensure work-life balance.
 One of the biggest criticisms of the goal-setting theory is the possibility of unethical behaviour since the employees can engage in unethical behaviour in order to reach the goals set by the organization. Another criticism against the goal-setting theory is that the theory puts so emphasize on setting the goals that the goals become the rewards for the employees (Katenova, Mahmood and Sharfaraj, 2017). However, the employees might not find satisfaction from the work itself in which case employee dissatisfaction can rise in the organization. 

[bookmark: _Toc28395074]Current Application of the traditional motivational theories in the context of UK zero hours contract workers: 

Most organisations are facing the challenges of improving workforce efficiency, productivity and quality at workplace around the world. Therefore, organisations are looking into the ways to improve the level of their employee’s efficiency and productivity. According to Robert H Warren, (2010) employ motivation is considered as a long-term benefit in maintaining Employee Retention & Production – men, machine, and materials to survive in the highly challenging and competitive global market economy. Hassan Ali, (2005) states that increased productivity is dependent upon increase of motivation. Even though, keeping employee motivated at workplace is one of the biggest management challenges faced by the managers at all times. Thus, Employee motivation has always been one of the most talked about contemporary issue of interest but not always deeply understood and even most often poorly practiced. To create motivational environment for employees, managers should have better understanding of the concepts and the theories on motivation. However, most of the concepts and theories on motivation were developed in 19th century, still these theories remain most relevant and effective in today’s contemporary management system.

An empirical research conducted by Imad, (2019) on zero hours contract workers of selected UK employment agencies to investigate the co-relation between participants’ job satisfaction, performance, retention and motivational factors for a comprehensive view of employees need before developing motivational strategies. The findings of the study showed that salary and other monetary reward is one of the leading motivations to UK employment agencies workers as a fulfilment of their psychological needs. Although, Herzberg, (1968) suggested salary and other monetary rewards is not motivating factor. However, in the case of zero hours contract workers of UK employment agencies study indicated that Maslow’s hierarchy of need theory is still effective and most relevant. It became evident when study shows 52% of the participants strongly agreed and 24% participants responded to some point agreed that salary and other monetary reward meet their psychological needs which is a key motivation for them to stay or leave the Job, Imad (2019). 
Job security is an important factor of employees’ intent to retain in the organisation. As Maslow in his work advocated safety and security in the second level of hierarchy needs in which job security is one of the primary needs in the hagiarchy. Nabi et al., (2017) gives similar indication in their case study on Impact of Motivation on Employee Performances. The findings of their case study showed 91% of the total employees strongly agreed that job security is an important motivational factor for them to retain with the organisation while only 3% disagreed and 6% remained neutral respondents. Assurance of employees’ job security increase the possibility of employees’ intent to retain with the company for a longer period. Similarly, Herzberg, (1968) stated in hygiene factors that lack of employees’ job security can cause job dissatisfaction at workplace. Which can demotivate employee to work hard. As a result, employees’ efficiency and productivity will be downturn and eventually lead to employee turnover. 
In another similar study Lawler (2003) showed respect and fair treatment from co-worker and management plays a vital role to keep the workforce motivated. Accordingly, findings of his study demonstrated only 6% responded disagree and 12% replied uncertain about fair-treatment. Whilst 28% participant replied agreed to some extent that fair relationship with managers and co-workers is one of the key motivating factors for them. Whereas 54% employee responded strongly agreed fair treatment and respect by the co-workers and managers impact their productivity at workplace. This empirical evidence complies with Frederick Herzberg, (1968) motivation-hygiene theory, in which Herzberg stated fair treatment and relationship between employees as hygiene factors. According to Herzberg if the employee gets treated poorly by co-worker or work under uncomfortable supervision this can cause poor productivity of the employee. 
Promotion and career development opportunities is very less in zero hours contract employment compare to other types of employment. Which is a major cause of demotivation for zero hours contract employees in UK employment agencies. This is mainly due to lack of job security zero hours contract workers do not reflect on their career development. This indicates management should ensure job security and guarantee of minimum working hours to encourage employees’ future career development aspiration. However, Nawaz, (2018) in an earlier study note that 58% employees agreed when asked if they have any future career aspiration for growth and development. While 34% replied disagreed and 6% responded not sure with the fact. Availability of career development opportunity in the organisation drives the employee towards better performance. This assumption validates Edwin Locke’s goal setting theory. In which Locke, (1968) stated when employee work to achieve a goal it becomes a major source of motivation for them. Which ultimately influence work performance and behaviour of the employees in the organisation. 
Rewards and recognition are compelling, but often ignored, tools of motivation to improve workforce productivity and retention. Rizwan, (2010) in a subsequent study highlighted the impact of reward and recognition on employees’ performance and satisfaction. The study showed 59% of the participants’ organisations practise reward and recognition for their employees work performance. Whilst 41% replied performance-based reward is not available in their workplace. Furthermore, 56% of the employees believe that reward and recognition is very important to them for their better performance. While 27% thinks that it is some extent important to them. Whereas, only 3% employees state it is not so important. It implies that expectation for recognition and reward varies from individuals to individuals. This empirical evidence underpinned the Victor Vroom’s expectancy theory. The theory explains individual’s performance varied according to their expectation and the value individual puts on the reward. When the individuals value the reward, they keep working hard to accomplish the job. 
On the other hand, if the individuals feel they do not get fair rewarded or recognition of their achievement, it can cause serious demotivation for the individuals. In such situation, Thorndike’s reinforcement theory comes into application. This theory advocates positive attitude of the employees should be rewarded positively. Similarly, in a subsequent study Imad, (2019) notes 56% respondents strongly agreed that they do not get rewarded in accordance with their performance at workplace. However, 44% workers replied that employer rewards them for their good performance, so they keep up their productivity.  It is often argued that zero hours workers do not get rewarded as the regular employees get for the same job. Although, CIPD employer survey found systematic discrimination evidence against zero hours contract workers, where 9% employers pay less for zero hours contract workers CIPD, (2018). It was argued using Adam’s equity theory that higher hourly wages need to be employed to compensate for the inherent higher uncertainty in the zero hours contract. Which clearly indicates that Adam’s equity theory still effective and relevant to date. 
Above discussions and empirical evidence suggests that application of the traditional motivational theories and concepts directly or indirectly help the managers to understand the needs of zero hours contract workers as motivation-maintenance mechanism to improve their efficiency, productivity and retention. Although most of the traditional motivational theories and concepts were developed in the mid of 19th century, these theories are still in use effectively in the modern human resource management practice in 21st century.
[bookmark: _Toc28395075]Recommendations on tackling current management challenges:  
In the modern managerial revolution, the most pressing management challenges have been, and continue to be increased rates of employee’s turnover intention, absenteeism, lateness, reduced cooperation or commitment, lack of initiative, lack of participation in teamwork, poor performance, poor job fit, performance issue, early exit, etc. Most of the organisation are experiencing these challenges in order to improve their workforces’ productivity and efficiency in the current century. Thus, mangers are forced to find more effective ways to tackle these current management challenges. Considering the earlier discussion on application of 19th century’ motivational theories in UK zero hours contract workers, a list of recommendations is made for the managers to take into account. 
[bookmark: _Toc28395076]5.1 Wages and other monetary benefits  
In the process of attracting, retaining and engaging staffs, wages and other monetary benefits are the key motivating factor. As it mentioned earlier employee works for money, this idea was explicitly defined in the Taylor’s scientific management book where it was noted that the prosperity of the employers subsequently comes with prosperity of employees or vice versa, Taylor, (1998). Although, in the context of zero hours contract, the employers have achieved expected prosperity, the employees have yet to be given required prosperity. Therefore, management have to assure fair wages and other monetary benefits for the zero hours contract workers to maintain the motivation at workplace. According to B Nagaraju, (2016) if the employees think their wages and benefits are compatible with the hours they spend at work, effort, stress and job responsibilities, they feel motivated and their quality and productivity at work will also be improved. Thus, UK employment agencies management need to set a proper justified wages rate and benefits scheme cooperated with their employees’ needs to improve employee’s voluntary turnover and retention rate. 
[bookmark: _Toc28395077]5.2 Right working environment 
Poor working environment and lack of safety at workplace causes poor physical and psychological well-being. As a result of poor well-being employees take more sickness absence. In a survey, CABA, (2017) showed more than 63% zero hours contract workers strongly agreed that they took longer to get job done due to poor well-being. While, 71% of the participants agreed their productivity was negatively affected due to poor working condition, job stress, poor management, unsupportive colleagues. All this create employees’ job dissatisfaction. Which indicates employers that do not ensure a safe working environment will most likely to have a negative impact on employees’ productivity and loyalty. Therefore, it is suggested that management should take a closer look at their working environment to make sure it is safe and healthy for their employees. Not only that managers to get the most out of their workforce, they need to ensure respect and fair treatment from management and co-workers at workplace.
[bookmark: _Toc28395078]5.3 Career building and advancement opportunities 
Another possible way to maintain motivation in zero hours contract workers is to ensure career building and advancement opportunities to compensate the inherent higher uncertainty in the contract. Zero hours contract workers experience greater insecurity and unpredictability in their career growth and development, CIPD, (2018). In order to compensate the uncertainty of zero hours contract workers, managers need to consider employee’s career building and development program. Intrinsically, personal growth and career development is a major source of motivation to the workers, thus, it is noticeable that workers seem to retain in the organisation which offer more self-development and career growth opportunities. In contrast, workers tend to seek alternative employment opportunities due to lack of less career building and development opportunity in the organisation. Therefore, it is recommended that organisation should give preference in developing correct career building and advancement program and implement it seriously in order to retain most promising and quality workers. 
[bookmark: _Toc28395079]5.4 Reward and recognition plan 
Most of the organisations intended to consider rewards and recognition as a way of inducing employee’s certain behaviours to perform well towards organisational growth and development. When it comes to enhance employees’ commitment, loyalty and productivity, reward and recognition are essential to any organisation irrespectively Malhotra et al. (2007). The rational of using rewards and recognition as motivational tools is employee satisfaction or dissatisfaction depends on what employee expects from the organisation in exchange of what they deliver to the organisation and what they actually receive in rewards. Employee feels motivated or demotivated when their input complies with the output they receive from the organisation and vies versa Bessell et al. (2002). Therefore, it is suggested that organisation should ensure that their employees get fair rewards and recognition for the contributions they make and hard-work they do towards achieving organisational goal. A well-designed employee’s annual performance appraisal plan will help the organisation to reward the right employees for their dedication and hard work for the organisation if implemented seriously. Subsequently, organisations require to design a proper rewards and recognition plan in accordance with the employee annual performance appraisal plan so that right employee can get the fair reward and recognition. It will ultimately, improve the employees’ satisfaction level and reduce employees’ absenteeism and lateness thus, relationship between employees and management will improve to focus on achieving the organisational goals. 
[bookmark: _Toc28395080]5.5 Employee empowerment and participation in decision making 
The participation of employees even from the low-pay and low-skill position in the decision making perceive that their thoughts and ideas are valued. Which will make the employee feel empowered of being able to influence the decisions specially those are related to their job function. As Malhotra (2004) stated that involving employee in the decision making is an indirect communication channel of organisations’ expectation of workplace behaviour. Not only this, it can be a useful encouraging tool for employees’ effective and efficient performance. Therefore, it is suggested that management need to consider the participation of employees from all levels in the decision-making process. The rational of involving employees from all levels in the decision making is to make everyone feel valued by the organisation. Besides this, by considering employees’ thoughts and ideas in the decision making, management might get easier solutions to cope with the daily issues. At the same time, perception of mutual respect and workplace ownership will occur between employees and management.  By contrast, if managers neglect employee’s participation in the decision making, it can be a major cause of negative workforce behaviour resulting lack of motivation. Thus, it is advisable that if it is possible to involve employees by taking their opinion and suggestion in the decision making specially those are directly related to their job function. It will certainly inspire workers to work harder and lead to higher workplace commitments and higher job satisfaction. 
[bookmark: _Toc28395081]5.6 Right Work-life balance
Happy workers perform better and also create positive workplace behaviour. However, workers happiness largely depends on the right work-life balance. Even though, most of the jobs under zero hours contract often characterised as low-skill and low paid, but the level of workload and stress is intrinsically higher. Therefore, It is most difficult for zero hours contract workers to have a right work-life balance as their employment contract inherited with lot of insecurity, unpredictability and under excessive workload and stress, CIPD, (2015). A poor balance of employee’s work and home life can cause poor productivity, higher absenteeism and stress. On the other hand, a better work-life balance of an employee like to have better control of work life, higher sense of job responsibility. Therefore, it is suggested that employer need to help the workers to have right balance between work and home life by ensuring flexible working hours, allowing holidays on requests, offering little breaks on duty, permission to swap shifts when essential. As a result, it will enhance employees’ commitment and loyalty to the organisation. Eventually, it will also help employees to concentrate more on their job responsibilities and advance in their career with positive energy
[bookmark: _Toc28395082]Conclusion
In 21st century the changes in global politics and economics have immensely changed the business dynamics thus, the businesses around the world are experiencing new challenges in their ongoing business operation. Specially in the highly competitive business environment businesses have to put their best effort to build trusting and value-added relationship with their customers. Therefore, the companies are focusing on providing differentiated service to their customers by adopting customer-centric approach. In order to achieve this, companies often mistreated their own workers putting extra pressure to increase organisational efficiency and productivity. Which cause high turnover intention among the employees. Hereby, companies are facing challenges retaining the best talented workers and maintain their workforce job satisfied and motivation. This scenario is not any different in the context of UK employment agencies zero-hours contract workers as discussed above in this study. Therefore, Retaining the talented worker within the organisation requires UK employment agencies management to ensure their zero hours contract worker are well motivated and committed towards work responsibilities. Not only this, UK employment agencies management should also delegate the job responsibility according to their employees’ abilities, as a result employee will not feel burden of workload and responsibilities. As it mentioned above, employees’ wages and other monetary benefits should also be fine-tuned with their work performance so that employee feel that they get rewarded for their hard work. Moreover, managers should have fair and transparent employee welfare and motivation policies for the zero hours contract workers to enhance the employee’s job satisfaction. Job satisfaction untimely become major source of employees’ motivation. which positively impact the employees’ decision to stay with organisation. Finally, motivation enhance employees’ willingness to work hard towards achieving organisational goals and objectives. To tackle all these challenges of enhancing employees’ retention and motivation UK employment agencies management can proactively use 19th centuries prominent motivational theories as discussed earlier in this study. In most modern organizations, these theories are practiced based on different situations, different management and leadership. The contribution of 19th century’s motivational theories in tackling 21st century’s contemporary management challenges is indisputable. 
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