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[bookmark: _Toc217060519]Chapter One: Introduction

1.1 [bookmark: _Toc217059379][bookmark: _Toc217060520]Evolution and Adaptation of Management Theories in the 21st Century
Since its formalization during the Industrial Revolution, management as a profession has experienced substantial change. The practical difficulties brought about by industrialization specifically, the need to manage ever-larger and more complex organizations, increase productivity, and coordinate labor led to the development of early management theories. According to Taylor (1911), scientific management was specifically focused on increasing productivity through time-motion studies, performance-based rewards, and the scientific examination and standardization of work processes. In order to address the issue of organizational control and coordination, Weber (1922) established bureaucratic management, which promoted formal hierarchies, well-defined authority structures, and rule-based governance to guarantee consistency and predictability. In a similar vein, Fayol's 1949 proposal for Administrative Management aimed to develop universal management concepts, including organizing, planning, commanding, coordinating, and controlling, in order to guarantee stability and efficiency in major industrial companies. These ideas, which The technological constraints and organizational needs of late nineteenth- and early twentieth-century industrial production, where efficiency, predictability, and managerial authority were essential to large-scale operations, were reflected in the classical management theories' strong emphasis on task optimization, formal organizational structures, and control mechanisms (Taylor, 1911; Weber, 1922; Fayol, 1949; Wren and Bedeian, 2009). 
While the fundamental management functions of organizing, controlling, and planning still offer a framework for organizational coordination, modern scholars contend that these traditional approaches must be significantly modified rather than applied rigidly due to the complexity and volatility of the business environment of the twenty-first century (Drucker, 1999; Daft, 2021). The development of management theory in this environment has been influenced by a number of interconnected issues.
Since digital technologies, artificial intelligence, and automation necessitate flexible management systems, quick cycles of innovation, and ongoing organizational learning, technological disruption has radically changed the nature of work and organizational decision-making (Brynjolfsson and McAfee, 2014; Teece, 2018; Senge, 1990). Through multinational operations and culturally diverse workforces, globalization has further increased organizational complexity, requiring cross-cultural leadership skills, global coordination mechanisms, and adaptable organizational structures (Bartlett and Ghoshal, 1989; Hofstede, 2001; Gupta and Govindarajan, 2002).
Traditional control-oriented management models have been put to the test by the increasing prevalence of knowledge-intensive work. Employee engagement, creativity, and teamwork have become vital sources of competitive advantage, necessitating more human-centered management techniques (Drucker, 1999; Nonaka and Takeuchi, 1995; Goleman, 1995). Lastly, organizations are adopting agile decision-making processes, innovation-oriented cultures, and adaptive strategic management frameworks because increasingly complex and dynamic market conditions have diminished the efficacy of mechanistic management systems (Burns and Stalker, 1961; Teece, Pisano, and Shuen, 1997; Highsmith, 2009).
For instances
• Learning Organizations (Senge, 1990), which emphasize organizational agility, knowledge sharing, and ongoing learning.
• Dynamic Capabilities (Teece, Pisano & Shuen, 1997): concentrating on identifying opportunities, taking advantage of them, and changing organizational capabilities in order to preserve competitive advantage. 

• Agile and Adaptive Management: Encouraging quick adaptation to change, empowered teams, and flexible, iterative decision-making. 
• Human-centered leadership and emotional intelligence (Goleman, 1995; Avolio & Gardner, 2005): emphasizing teamwork, adaptability, and employee motivation.

As a consequence, management in the twenty-first century is a dynamic field that incorporates both modern innovations and historical underpinnings rather than a static profession based only on classical principles. In response to dynamic and complex organizational environments, businesses are increasingly implementing hybrid management strategies that strike a balance between operational efficiency and adaptability, innovation, and the creation of a continuous learning culture (Senge, 1990; Teece, Pisano, and Shuen, 1997; Drucker, 1999; Mintzberg, 2009; Daft, 2021). 
This study critically assesses the claim that management has essentially not evolved over time by looking at the historical development of management theory, modern management paradigms, and organizational practices (Morgan, 2006; Wren and Bedeian, 2009; Daft, 2021). The analysis shows how management practice has changed to address contemporary organizational challenges by integrating traditional management principles with modern, human-centered approaches, drawing on case studies, theoretical advancements, and historical context (Drucker, 1999; Senge, 1990; Goleman, 1995; Teece, 2018).
[bookmark: _Toc217060521]1.2 Introduction
The economic, technological, and social spheres have undergone previously unheard-of transformations in the twenty-first century, radically altering how people live, interact, and work (Drucker, 1999; Brynjolfsson and McAfee, 2014). Digital transformation, global connectivity, demographic diversity, and sustainability pressures all have an increasing impact on strategic and operational priorities in today's volatile, uncertain, complex, and ambiguous (VUCA) environments (Daft, 2021; Teece, 2018). Some academics contend that despite these significant changes, many facets of managerial practice still have their roots in the intellectual traditions of the late 19th and early 20th centuries (Taylor, 1911; Weber, 1922; Fayol, 1949; Wren and Bedeian, 2009). Managerial thinking, planning, and leadership are still influenced by these traditional traditions, which are characterized by hierarchical structures, mechanical presumptions about human behavior, and control-oriented methods to coordination (Morgan, 2006). The debate over the applicability, flexibility, and development of management theory in current situations has been fueled by this seeming discrepancy between historical management paradigms and present organizational reality (Daft, 2021; Drucker, 1999).
Nevertheless, management has never been a static field. Its progress reflects shifting organizational structures, academic criticism, and social demands, leading to repeated waves of theoretical advancement targeted at resolving new issues (Wren and Bedeian, 2009). While behavioral, systems, and contingency approaches introduced more nuanced perspectives on human behavior, organizational interdependencies, and situational adaptation (Simon, 1947; Katz and Kahn, 1978; Lawrence and Lorsch, 1967), early classical theories concentrated on efficiency, standardization, and structural stability (Taylor, 1911; Fayol, 1949). Modern methods that emphasize digital innovation, human-centered leadership, agility, and complexity-informed management have further challenged conventional wisdom in recent decades, proving that management theory is still flexible (Senge, 1990; Goleman, 1995; Teece, Pisano, and Shuen, 1997).
For academics and professionals alike, this changing theoretical environment poses important questions: how much has management actually changed in response to issues of the twenty-first century? Do modern organizations still adhere to antiquated paradigms, or have hybrid models that successfully combine traditional ideas with current, human-centered methods emerged? Furthermore, how well are current management theories handling the strategic and practical complexity of today's organizational environment (Morgan, 2006; Daft, 2021; Drucker, 1999)?
[bookmark: _Toc217059380][bookmark: _Toc217060522]1.3 Purpose of the Report
The objective of this report is to critically analyze the claim that management is still mostly based on theories and paradigms from the nineteenth century, despite the twenty-first century's revolutionary nature. The research tries to unpack this claim by tracking the historical history of management theory and identifying the lasting effect of classical frameworks on modern organizational practice. In addition to highlighting the areas in which classic theories are still relevant, it also looks at the limitations of applying them to modern managerial issues including digitalization, remote and hybrid work, employee empowerment, sustainability, and quick cycles of innovation.

In doing so, the report assesses the contributions of modern management theorists who question long-held beliefs and provide fresh viewpoints more in line with the realities of modern organizations. Their ideas offer different strategies to deal with uncertainty, promote adaptability, and capitalize on human creativity. These theories range from agile and design-thinking-based approaches to complexity leadership, socio-technical systems, and networked organizational models. The paper emphasizes the extent to which management has adjusted, points out areas where antiquated paradigms still exist, and takes into account the implications for future managerial practice through this critical analysis.


1.4 Historical Background and Theoretical Development 
Modern management theory has its roots in the Industrial Revolution, which was characterized by mass production, mechanization, and the emergence of large-scale businesses. Formal approaches to management emerged as a result of organizations' urgent need to manage large workforces, maximize efficiency, and establish standardized processes (Taylor, 1911; Fayol, 1949; Weber, 1922; Wren and Bedeian, 2009). Under the assumption of comparatively stable settings and predictable tasks, classical theorists like Frederick Taylor, Henri Fayol, and Max Weber developed models based on scientific analysis, administrative principles, and bureaucratic structures. These frameworks laid the groundwork for formal management as a profession by emphasizing control, specialization, and standardization. Despite their antiquity, traditional concepts still have an impact on modern management positions, performance evaluation methods, and organizational structures (Morgan, 2006; Daft, 2021).

Human relations and behavioral theories emerged as a result of academics recognizing the shortcomings of solely mechanical approaches as industrial society developed. The importance of social dynamics, workplace well-being, and employee motivation was emphasized by Elton Mayo and the Hawthorne investigations (Mayo, 1933; Roethlisberger and Dickson, 1939). More complex viewpoints on communication, leadership, and decision-making resulted from behavioral science's further use of psychological and sociological ideas to comprehend organizational behavior (Simon, 1947; Katz and Kahn, 1978). With an emphasis on organizational interconnectedness, environmental alignment, and adaptive structures, systems theory and contingency theory developed comprehensive, context-sensitive frameworks (Lawrence and Lorsch, 1967; Burns and Stalker, 1961). The theoretical repertoire was expanded by strategic management, organizational culture, learning organizations, and dynamic capacities by the late 20th century, with an emphasis on knowledge-intensive labor and competitive advantage (Teece, Pisano, and Shuen, 1997; Senge, 1990; Barney, 1991).
With knowledge work, worldwide connection, digital platforms, and artificial intelligence changing organizational procedures and job design, the twenty-first century has added even more complexity. Thus, agility, flexibility, decentralized decision-making, and human-centered innovation have been highlighted by modern theorists (Drucker, 1999; Highsmith, 2009; Goleman, 1995). While proponents of dispersed and genuine leadership oppose hierarchical command-and-control methods, complexity theorists contest linear planning models (Lichtenstein et al., 2006; Avolio and Gardner, 2005). In order to attain organizational success, socio-technical viewpoints support integrated work system design that strikes a balance between human skills and technology infrastructures (Trist, 1981; Pasmore, 1988).
[bookmark: _Toc217060523]This historical development demonstrates both continuity and change. Although the development of current frameworks shows continuous efforts to address the uncertainties and complexity of modern organizational life, foundational classical ideas continue to influence organizational practice. As a result, comprehending management necessitates acknowledging the ways in which modern and old paradigms coexist, interact, and compete to shape managerial thought in the twenty-first century (Morgan, 2006; Daft, 2021; Drucker, 1999).















				

Chapter Two: Evolution in the Early 20th Century

Management started to take shape as a recognized academic and professional field at the turn of the 20th century. Scholars looked for methodical ways to coordinate labor and boost efficiency due to the growing complexity of industrial organizations (Taylor, 1911; Fayol, 1916; Weber, 1947). Frederick Winslow Taylor's Scientific Management, which promoted dissecting activities into their most basic parts and standardizing processes to find the "one best way" to complete work, was one of the first and most significant contributions. Despite criticism that the approach ignored human and social considerations, Taylor maintained that efficiency gains could be attained through scientific task analysis and that financial incentives would motivate employees, laying the groundwork for operational planning, workflow optimization, and performance measurement practices that continue to influence management today (Taylor, 1911; Braverman, 1974).
Henri Fayol's Administrative Theory, on the other hand, provided a more comprehensive viewpoint by highlighting the common duties of managers at all organizational levels. Planning, organizing, commanding, coordinating, and controlling are the key management responsibilities that Fayol outlined. He also introduced concepts like the scalar chain, division of labor, and unity of command, which have had a significant impact on managerial practice and education (Fayol, 1916). Max Weber, on the other hand, presented the idea of bureaucracy as a rational-legal framework that emphasized formal regulations, hierarchical authority, and advancement based on merit. In order to advance efficiency, consistency, and justice, his work produced a paradigm for organized and predictable organizational architecture (Weber, 1947).

These traditional methods laid the groundwork for management theory, but they were predicated on ideas that would later be contested as organizations grew more intricate, dynamic, and knowledge-driven. These ideas included hierarchical control, strict authority, and predictable work.

2.1 Developments in the Mid-20th Century
The shortcomings of classical theory became more apparent by the middle of the 20th century. Researchers started to realize that social and psychological aspects had a big impact on workers' performance, emphasizing the need to go beyond just mechanical work models. The Hawthorne Studies at Western Electric in Chicago demonstrated the value of informal networks, group norms, and motivation by showing that employees' productivity increased when management attended to their social environment and well-being (Mayo, 1933).

Behavioral science developed more complex theories of individual and collective behavior in organizations based on these discoveries. While McGregor's Theory X and Theory Y contended that managerial presumptions about human nature influence leadership style and employee potential (McGregor, 1960), Maslow's Hierarchy of Needs proposed that people are driven by a progression of physiological, social, and self-actualization needs (Maslow, 1954). Herzberg's Two-Factor Theory further distinguished between hygienic elements that avert discontent and motivators that promote involvement (Herzberg, 1966).

Concurrently, the logistical and operational difficulties of World War II sparked developments in early systems thinking and operations research, bringing quantitative modeling and holistic approaches to management practice (Churchman, 1968). In particular, systems theory promoted seeing organizations as linked wholes rather than discrete parts. These mid-century advancements gave management theory a more thorough and sophisticated understanding of organizational functioning by extending it beyond mechanical efficiency to incorporate human, social, and technology aspects.

2.2 Developments in the Late 20th Century 
Globalization, technical advancement, and heightened competition were the hallmarks of the late 20th century, necessitating more flexible and context-aware management strategies. The "one best way" viewpoint of classical theorists was significantly corrected by contingency theory. According to academics like Burns and Stalker (1961) and Lawrence and Lorsch (1967), management strategies need to be in line with the environment; organic, flexible structures work better in turbulent situations, whereas mechanical structures work better in stable circumstances.
Managers were encouraged to take into account the interconnectedness of organizational components and the impact of external surroundings as Systems Theory developed into a dominant paradigm at the same time (Katz & Kahn, 1978). The foundation for more integrated approaches to organizational planning and design was established by these concepts. 
The development of Strategic Management further altered management thought. In his work on competitive strategy, Michael Porter (1980) highlighted distinctiveness, industry structure, and competitive pressures as factors that determine an organization's performance. The resource-based view (RBV), on the other hand, suggested that distinct organizational resources and internal capabilities are sources of long-term competitive advantage (Barney, 1991). The idea of dynamic capacities was later presented by Teece, Pisano, and Shuen (1997), who emphasized the significance of ongoing innovation and renewal in quickly changing situations.

Additionally, organizational learning and culture came into focus. Peter Senge’s (1990) idea of the learning organisation supported systems thinking, shared vision, and team learning as foundations for flexibility. Meanwhile, studies on organisational culture (Schein, 1985) underlined the relevance of common values, beliefs, and conventions in molding corporate conduct. Beyond transactional methods, transformational leadership models (Bass, 1985) placed further focus on inspiration, vision, and change-oriented leadership. 
All of these changes demonstrated a shift from inflexible, bureaucratic institutions to more adaptable, creative, and learning-focused paradigms.

2.3 Management Theory for the Twenty-First Century 
Unprecedented complexity, technological upheaval, and societal revolution have characterized the twenty-first century. As a result, modern management theories question numerous assumptions entrenched in previous models. Global networks, automation, digitalization, and remote labor have changed organizational procedures and necessitated new managerial skills.
Originally created for software development (Beck et al., 2001), agile management has grown into a more comprehensive organizational philosophy that prioritizes team autonomy, cross-functional cooperation, iterative progress, and quick change adaptation. Instead than using conventional long-term planning, it promotes ongoing feedback loops and questions hierarchical systems.
Design thinking, which emphasizes empathy, user-centered problem-solving, and experimentation, has emerged as a popular strategy for fostering creativity (Brown, 2008). This approach values innovation, iteration, and co-creation in contrast to the linear, efficiency-driven logic of traditional management. 

According to complexity theory, organizations operate as complex adaptive systems, with results coming from dynamic interactions as opposed to centralized control (Stacey, 2009). This viewpoint challenges presumptions of predictability and proposes that instead of trying to control results, leadership should concentrate on fostering enabling conditions like transparency, decentralized decision-making, and flexibility.

New requirements for management have also been brought forth by the digital age. While platform-based business models necessitate ecosystem thinking rather than firm-centric strategies, data analytics and artificial intelligence are revolutionizing decision-making processes (McAfee & Brynjolfsson, 2014). New methods of performance management, trust-building, and communication are required for remote work and virtual collaboration. 
In line with broader societal expectations regarding diversity, sustainability, and social responsibility, leadership theory has also advanced, with modern scholars emphasizing emotional intelligence (Goleman, 1995), authentic leadership (Avolio & Gardner, 2005), inclusive leadership, and ethical stewardship.
In general, management philosophy of the twenty-first century shows both a departure from and a development of previous paradigms, moving from managing systems to allowing adaptive ecosystems.





[bookmark: _Toc217060524]Chapter Three: Morgan’s Metaphors and Management Paradigms

A particularly prominent paradigm for comprehending management presumptions and organizational behavior is still Gareth Morgan's use of organizational metaphors. Morgan (2006) urged academics and professionals to acknowledge the various and frequently conflicting realities that influence organizational life by conceptualizing organizations through a variety of metaphors, including machines, organisms, brains, cultures, political systems, psychic prisons, flux and transformation, and instruments of domination. His main contention is that organizational complexity cannot be adequately captured by a single metaphor or managerial paradigm, underscoring the drawbacks of depending solely on conventional, mechanical management theories. This realization is especially pertinent to current discussions about the persistence of management concepts from the nineteenth and early twentieth centuries in the face of significant social, technical, and economic change.

Morgan's framework demonstrates how management concepts related to control, efficiency, hierarchical organization, and predictability are still shaped by traditional management paradigms, particularly the machine metaphor (Morgan, 2006; Wren and Bedeian, 2009). However, more modern viewpoints that emphasize flexibility, learning, human agency, and power dynamics within organizations are reflected in other metaphors, such as organizations as organisms, brains, or political systems (Morgan, 2006; Daft, 2021). The coexistence of these metaphors reveals that management practice frequently entails navigating tensions between stability and change rather than completely replacing outdated paradigms, which helps explain why newer, more adaptable, and human-centered approaches coexist with traditional management assumptions.

3.1 Persistent Influence of Traditional Management Theories 
Many organizations are still impacted by traditional management presumptions derived from older theoretical traditions, even if they operate in contexts changed by digital transformation, global integration, and fast innovation. Modern managerial techniques and organizational structures continue to be based on concepts like the division of labor, hierarchical authority, and dependence on formalized norms (Wren and Bedeian, 2009; Daft, 2021). The endurance of these paradigms may be explained by Morgan's examination of organizations using the machine metaphor, which emphasizes how mechanical methods of thinking about control, efficiency, and predictability become profoundly institutionalized within organizational design (Morgan, 2006). As a result, even companies that encourage creativity and adaptability frequently maintain underlying structural characteristics like top-down decision-making, task specialization, and linear planning (Morgan, 2006; Mintzberg, 2009).

Additionally, managers still value the clarity, stability, and predictability that classical theories provide when dealing with organizational complexity (Hatch & Cunliffe, 2018). These theories offer fundamental ideas like roles, regulations, authority, and coordination that are nevertheless necessary for an organization to function, despite its flaws. Classical paradigms so coexist with contemporary theories, creating hybrid models that represent both continuity and change rather than vanishing.

3.2 Enduring Principles of Scientific Management
 Taylor's Scientific Management continues to have a significant impact, especially in businesses looking to maximize performance, efficiency, and standardization. Operations management, lean approaches, and process engineering are still based on fundamental concepts including task analysis, measurement, workflow optimization, and incentive systems (Taylor, 1911; Womack & Jones, 2003). Manufacturing facilities, call centers, and logistics networks frequently still reflect the scientific management concept of breaking up work into specific, quantifiable tasks.

In line with Morgan, the machine metaphor is reflected in Scientific Management, which presents organizations as logical systems whose functionality can be precisely designed. Forms of digital Taylorism, such algorithmic management, productivity tracking, and data-driven performance measurements, bring these ideas into the twenty-first century even in knowledge-intensive businesses (Fleming, 2019). This shows that even when using contemporary technology, the logic of Scientific Management is still ingrained in management thought.



3.3 Contemporary Organizations and Bureaucratic Management
Organizational structures are still influenced by Weber's bureaucratic model, especially in public administration, financial institutions, healthcare systems, and big businesses. Stability and accountability are provided by bureaucracy's emphasis on formal norms, standard operating procedures, and hierarchical authority qualities that are still crucial in high-risk and regulated workplaces (Weber, 1947). The rational-legal structure of bureaucracy is nevertheless essential to organizational governance, despite complaints that it may be inflexible and sluggish.
Morgan's analogies show why bureaucracy endures: the organization as machine is still appealing in situations where regularity and dependability are crucial, and the organization as political system explains how authority structures and norms uphold legitimacy and order (Morgan, 1986). Automation, compliance systems, and audit cultures are just a few examples of modern changes that serve to strengthen rather than to replace bureaucratic reasoning. Therefore, even as more adaptable paradigms become more popular, bureaucratic management is still firmly ingrained in organizational life.

3.4 The Role of Administrative Management
 The Administrative Management paradigm developed by Fayol still has a big impact on modern organizational practice and management thought. The way management tasks are conceptualized and taught in a variety of organizational contexts has been influenced by his delineation of the fundamental managerial functions planning, organizing, directing, coordinating, and regulating (Fayol, 1949; Wren and Bedeian, 2009). Despite shifting organizational settings, these activities remain relevant and serve as the foundation for contemporary approaches to organizational design, leadership development, and management position definition.
Fayol's theories are consistent with both the machine and organism viewpoints under Morgan's framework of organizational metaphors. Fayol acknowledged the significance of coordination, unity of purpose, and management flexibility in attaining organizational efficiency, even though his focus on formal authority, structure, and control implies mechanical presumptions (Morgan, 2006; Fayol, 1949). Strategic planning, project governance, and performance control systems are examples of modern processes that are still influenced by administrative management ideas, which may be explained by this dual approach. Fayol's roles are often reinterpreted and redistributed rather than abandoned, enabling them to promote flexibility and responsiveness within less hierarchical structures, even in agile, network-based, or decentralized organizations (Mintzberg, 2009; Daft, 2021).

Administrative management therefore serves as a conceptual link between traditional and modern management paradigms. Instead than becoming an antiquated model, Fayol's framework offers fundamental ideas that are still relevant as organizations move toward more flexible, cooperative, and digitally enabled organizational structures.



					












[bookmark: _Toc217059381][bookmark: _Toc217060525]Chapter Four: Integration of Traditional and Contemporary Management Theories

Modern managers must maintain coordination, accountability, and structural stability in organizational environments marked by increased complexity, quick technology disruption, and ongoing change (Daft, 2021; Teece, 2018). Integrating traditional and modern management viewpoints is not only pertinent but also necessary in this setting. Efficiency, role clarity, and formal coordination are still supported by traditional theories like Scientific Management, Administrative Theory, and Bureaucratic Management (Taylor, 1911; Fayol, 1949; Weber, 1947). Agile management, complexity theory, distributed leadership, and socio-technical systems theory, on the other hand, emphasize flexibility, creativity, learning, and responsiveness to environmental change (Highsmith, 2009; Stacey, 2009; Trist and Bamforth, 1951).

Modern management practice often combines these techniques rather than replacing prior paradigms, creating hybrid organizational structures that combine flexibility and stability (Mintzberg, 2009; Daft, 2021). By showing how organizations simultaneously work as machines requiring structure, organisms requiring adaptation, brains requiring learning, and political systems affected by power and culture, Morgan's metaphorical study of organizations supports this viewpoint (Morgan, 2006). This multiplicity emphasizes the drawbacks of depending just on one theoretical framework and emphasizes the necessity for managers to strategically use a variety of paradigms while tackling a wide range of changing situations. 
As a result, combining classic and modern management theories is a strategic and practical answer to the challenges of current organizational life, allowing managers to navigate complexity and ambiguity while striking a balance between continuity and change.

4.1 The Issues of Contemporary Management 
The difficulties of modern administration considerably outweigh the presumptions of ideas from the nineteenth century. Some of them are:
· Technological Complexity and Digital Transformation 
Artificial intelligence, automation, data analytics, and digital platforms are driving rapid changes that managers must guide their organizations through (McAfee & Brynjolfsson, 2014). The speed and fluidity needed in digital contexts are too much for traditional hierarchical techniques to handle. 
·  Networked markets and globalization
These days, organizations operate in linked ecosystems with multicultural workforces, worldwide supply networks, and global regulatory environments. This calls for cross-cultural and flexible management abilities that go beyond traditional efficiency-based strategies.
· Remote and Hybrid Work 
Work design, communication, and performance management have all seen significant changes as a result of the emergence of digital collaboration technologies. In virtual environments, traditional notions of control and supervision are less applicable.

· Creativity and Ongoing Transformation 

To be competitive, organizations must constantly innovate. Rigid procedures, bureaucratic systems, and linear planning can stifle innovation and adaptability (Burnes, 2017).

·  Ethical Expectations and Social Responsibility
 Stakeholders are calling for more ethical behavior, sustainability, and transparency. This shifts management from efficiency to inclusive practices and values-based leadership. 
These difficulties show that although old theories offer fundamental stability, they need to be supplemented by modern methods in order to continue to be useful.

4.2 Organizational Culture's Impact on Management Theory Development 
The adoption, modification, or rejection of management ideas is significantly influenced by organizational culture. The framework in which managerial practices are perceived and implemented is created by culture, which is described as shared values, beliefs, and presumptions (Schein, 2010). For example: 
• Scientific management flourished in societies that prioritized hierarchy, production, and discipline. 

• Human relations theories gained popularity in societies that prioritized teamwork and employee well-being. 
• Cultures that place a high value on empowerment, openness, and iterative learning are most suited for agile management. 
• Cultures that value ambiguity, experimentation, and adaptation are conducive to the growth of complexity and systems theories.
Hence, organizational culture affects not just the selection of management techniques but also the development of management theory. Management theories change in tandem with cultural norms, which are shifting toward inclusion, digital fluency, and ethical consciousness.

4.3 The Issues of Transforming Organizational Culture
Cultural change is one of the most challenging jobs in management, even yet it is frequently required for strategic transformation. Among the main obstacles are: 
· Deeply Embedded Assumptions 
because they influence employees' sense of identity, security, and interpretative frameworks, cultural norms function at an unconscious level and are difficult to alter (Schein, 2010). 
· Outdated Organizations and Procedures 
In addition to limiting the adoption of modern theories like agility or dispersed leadership, hierarchies, bureaucratic procedures, and control-oriented systems perpetuate the current culture. 
· Dynamics of Power 
Power hierarchies are entwined with organizational culture. New strategies that redistribute power may be met with resistance from those who profit from the existing quo.
· Inconsistency Between Actual and Stated Values 
Aspirational ideals that run counter to day-to-day activities are frequently expressed by leaders, impeding cultural change and fostering skepticism.
·  Anxiety over Uncertainty 
Ambiguity brought forth by cultural change might cause employees to become resistant, anxious, or defensive. 
These challenges account for the failure of many cultural reform projects and the need for managers to combine conventional stability with contemporary adaptation.

4.4 Techniques for Promoting Cultural Transformation
Deliberate, comprehensive techniques that connect structural, behavioral, and symbolic aspects are necessary for successful cultural transformation. Important tactics consist of:
· Alignment and Modeling of Leadership 
Leaders need to provide an example of the attitudes and actions they want from others. The most important element in cultural transformation is frequently genuine, persistent leadership (Kotter, 1996). 
· Realignment of Structures 
To support the desired cultural qualities, policies, procedures, incentive schemes, and organizational structures need to be modified. For instance, cross-functional teams and decentralized decision-making are necessary for agility.
· Interaction and Discussion 
Employee engagement in the change process, trust-building, and uncertainty reduction are all facilitated by open and honest communication. New cultural narratives are reinforced via symbolic behaviors and storytelling.
· Development of Capabilities 
Employees may acquire the skills necessary for the new culture through training, coaching, and learning programs, such as digital literacy, teamwork, creativity, and customer-centricity.
· Experimentation and Incremental Pilots 
Pilot projects reinforce learning and adaptation by enabling organizations to test new cultural practices in small units before growing them.
· Systems of Reinforcement 
The intended cultural values must be reflected in performance indicators, awards, and recognition. Cultural changes are reinforced when words and deeds are consistent. 
These tactics are consistent with modern ideas that see organizations as intricate adaptive systems in need of emergent, collaborative, and iterative transformation processes.

4.5 Case Studies of Cultural Transformation 
Management style, staff conduct, and organizational results are all significantly impacted by organizational culture. Therefore, cultural change is essential to modern management, allowing organizations to balance the legacy of old management paradigms while responding to digital disruption, globalization, and knowledge-intensive employment. The following case studies show how top companies have managed cultural shifts by fusing traditional management concepts with modern methods.
1. Microsoft: From Competitiveness to Learning Culture
 Before 2014, Microsoft's culture was defined by strict hierarchies, internal rivalry, and performance review procedures that were evocative of conventional Taylorist models. These cultural characteristics hindered creativity and teamwork, making it difficult to adjust in a technological environment that is becoming more and more competitive.
After Satya Nadella was appointed CEO, Microsoft started a culture change that focused on: 

• A growth mentality that promotes experimenting and learning from mistakes (Dweck, 2006). 
• Cooperation above internal rivalry, dismantling departmental silos. 
• Customer-centric innovation, which synchronizes company objectives with consumer needs. 
• Rigid performance rankings should be replaced with ongoing coaching and feedback (Buckingham & Goodall, 2015). 
This change illustrates how modern learning-focused methods may be integrated with traditional management structures (accountability and coordination), demonstrating how culture can support innovation while maintaining operational stability.

2. Toyota: Human-Centered Change and Ongoing Improvement
The transformation of Scientific Management concepts into a human-centered framework is shown by Toyota's long-standing culture, which is based on the Toyota Production System (TPS). Although TPS has traditionally placed a strong emphasis on efficiency, standardization, and hierarchical coordination, Toyota has modified these traditional ideas to address contemporary issues by implementing: • Kaizen (continuous improvement) and Jidoka (autonomy) to enable staff members to solve problems. 

• Psychological safety and team learning, which facilitate honest communication and issue reporting. 
• TPS adaptation on a global scale, maintaining cultural coherence while honoring regional customs (Liker, 2004). 
This study demonstrates how an organization may demonstrate resilience and adaptation in complicated situations by fusing modern humanistic and socio-technical techniques with classic efficiency-focused management.

3. Netflix: A Culture of High Performance and Trust
 Netflix is a prime example of an innovative, post-bureaucratic corporate culture. The transition from DVD rental to worldwide streaming, which necessitated quick invention and little structural friction, drove its change. The following are important aspects of Netflix's culture: • Freedom and responsibility, which provide workers liberty while demanding high accountability. 

• Radical transparency, where facts and justifications for decisions are freely accessible. 
• Formal yearly assessments will be replaced by real-time performance discussions. 
Netflix's strategy demonstrates that companies may get high performance without depending on conventional hierarchical controls by reflecting modern management ideas like agile, complexity, and self-management (Hastings & Meyer, 2020).

4. LEGO: Innovation-Oriented Cultural Reorientation
Due to a disjointed organizational culture and sluggish decision-making, LEGO had both financial and strategic difficulties in the early 2000s. Initiatives for cultural transformation included: • Using design thinking to promote innovation and user-centered creativity. 

• Cross-functional cooperation and flattened hierarchies to expedite decision-making. 
• A greater emphasis on the organization's identity and the fundamental principles of creative play. 
• Using co-creation platforms to interact with consumers and match goods to market demands (Harreld, O'Reilly & Tushman, 2007). 
LEGO's metamorphosis serves as an example of how cultural change may facilitate strategy renewal by fusing creative, adaptable processes with organized decision-making.

5. IBM: From the Hardware Giant to the Cloud and Cognitive Enterprise
With a focus on stability, technical accuracy, and formalized procedures, IBM's lengthy history reflects typical hierarchical and bureaucratic administration. IBM changed its culture throughout several decades in order to be competitive in the digital age:
• The Gerstner period (1993–2002) saw a shift in emphasis toward customer-driven solutions and market orientation while preserving organizational unity. 

• The Rometty period (2012–2020) placed a strong focus on design thinking, agile teams, cross-functional cooperation, and digital upskilling. 
• The Krishna age (2020–present) has strengthened ecosystem-oriented innovation, open collaboration, and hybrid cloud approach. 
IBM's transformation is a prime example of how modern theories like learning organizations, dynamic capabilities, and agile techniques can be integrated with traditional concepts like quality and responsibility. It illustrates how long-lasting companies may match their culture to changing technology environments and strategic requirements (Teece, Pisano & Shuen, 1997; Senge, 1990).

6. Google: Open Culture, Innovation-Driven
Google (Alphabet Inc.) is well known for its innovative, creative, and knowledge-sharing culture. In stark contrast to hierarchical, bureaucratic methods, the organization was established with a flat structure, casual communication, and employee autonomy. 

Motivators for Cultural Transformation 
• Rapid development from a search engine to a diverse technological conglomerate (AI, cloud, hardware, autonomous cars). 
• Sustaining innovation while expanding internationally. 
• Holding onto talent in the fiercely competitive technology industry. 
Initiatives for Cultural Transformation 
• Employees were encouraged to create fresh ideas outside of their primary duties through cross-functional "20% time" initiatives. 
• Collaborative platforms and open office layouts promote knowledge exchange. 
• Innovation and accountability were encouraged by data-driven decision-making. 
• A culture of psychological safety and feedback that is consistent with Edmondson's (1999) views about risk-taking and team learning.

Google serves as an example of how businesses may integrate formal performance management and organizational procedures while yet maintaining an entrepreneurial culture at scale. Its culture strikes a balance between structure and adaptability, reflecting Morgan's metaphors of the brain and organism (Morgan, 2006).

7. Zappos: Customer-focused and values-driven culture
 Online retailer Zappos is renowned for its distinctive corporate culture that places a high priority on fundamental values, staff involvement, and customer happiness. Former CEO Tony Hsieh emphasized that performance should be driven by culture rather than the other way around. 

Motivators for Cultural Transformation 
• The necessity of standing out in the very competitive e-commerce industry. 
• A desire to match brand promise with organizational behavior. 
Initiatives for Cultural Transformation 
• Holacracy: Reduced hierarchical control by implementing self-managed teams with dispersed decision-making. 
• Culture training and employee onboarding to establish company values right away. 
• Customer-centric rules that provide staff members the freedom to address client issues.

Zappos serves as an example of how a values-driven culture can improve productivity, employee engagement, and brand loyalty. Organizational culture may be a strategic advantage, as demonstrated by the case's combination of human relations theory with contemporary self-management techniques (Hsieh, 2010).

8. Starbucks: Cultural Integration and Globalization
 In addition to operational efficiency, Starbucks' growth from a single Seattle coffee shop to a global network needed the integration of several cultural settings. 

Motivators for Cultural Transformation 
• Expanding internationally into markets with a variety of cultural backgrounds;
• Preserving brand identity and customer experience uniformity across geographies. 
Initiatives for Cultural Transformation 
• A focus on partner employee involvement, including thorough training and stock options. 
• International leadership development initiatives that foster a common managerial culture. 
• In line with stakeholder theory, corporate social responsibility (CSR) and community involvement are included into culture. 
 
Starbucks demonstrates how cultural transformation in international corporations necessitates striking a balance between local responsiveness and global uniformity. It combines adaptive techniques with common organizational principles, exemplifying Morgan's analogies of culture and organism (Michelli, 2006).

9. Unilever: Cultural Transformation Driven by Sustainability 
Through the Unilever Sustainable Living Plan (USLP), Unilever has embraced a sustainable culture and incorporated social and environmental responsibility into its fundamental business strategy. 

Motivators for Cultural Transformation 
• Pressure from throughout the world for ESG compliance and corporate social responsibility (CSR). 
• Organizational behavior must be in line with stakeholder expectations and sustainability goals. 
Initiatives for Cultural Transformation 
• Including sustainability in performance management and connecting staff goals to sustainability KPIs. 
• Employee involvement initiatives to promote sustainable product innovation. 
• Programs for developing leaders to reaffirm sustainability as a primary strategic objective. 

By fusing traditional performance frameworks with modern sustainability-focused management techniques, Unilever exemplifies how strategic goals may spur cultural transformation. It emphasizes adaptability, learning, and a common goal, reflecting Morgan's organism and brain analogies (Unilever, 2023).

10. General Electric (GE): Cultural Renewal through Digital Transformation
Under former CEO Jeff Immelt, GE, which had previously been a very bureaucratic and industrial-focused company, saw a substantial culture shift to embrace innovation and new technology. 

Motivators for Cultural Transformation 
• The need to be competitive in an industrial environment that is fast going digital. 
• Make the shift from a manufacturing-focused culture to one that is data-driven and prioritizes digital technology. 
Initiatives for Cultural Transformation 
• Digital industrial strategy, which incorporates analytics and software into conventional production. 
• Lean Startup technique used internally for innovation initiatives; leadership and talent programs that prioritize agility, teamwork, and entrepreneurial thinking. 

In order to stay competitive, even very hierarchical, bureaucratic organizations may include agile, adaptive, and knowledge-based techniques, as demonstrated by GE's transformation. It combines modern management theories like learning organization frameworks and dynamic capacities with traditional administrative management concepts (Teece, Pisano & Shuen, 1997; Senge, 1990).

4.6 Cross-Case Perspectives
 
1. Combining Modern and Classical Management
All 10 examples demonstrate how traditional ideas like hierarchy, coordination, and standardization are used with modern methods rather than being abandoned: 

• Toyota, IBM, and GE introduced adaptive, learning-oriented techniques while maintaining hierarchical procedures. 
• Microsoft, Netflix, and Google promoted innovation without undermining organizational accountability by striking a balance between efficiency and flexibility.

2. Using Leadership as a Spark 
A key component of a successful cultural shift is leadership: 
• Microsoft's Satya Nadella used a growth mentality to rethink company culture. 
• Tony Hsieh (Zappos) integrated organizational ideals into daily operations. 
• Lou Gerstner and Ginni Rometty (IBM) matched culture with long-term strategic objectives. 
Adoption of modern management theory in practice is made possible by transformational and authentic leadership.

3. Learning-oriented and human-centered methods 
• Recurring themes include psychological safety, emotional intelligence, and staff engagement (Netflix, Google, Starbucks).
• Adapting to changes in the market and technology is made possible by learning organizational concepts like upskilling and ongoing feedback (Microsoft, IBM, Unilever). 

4. Strategic and Environmental Alignment 
• When cultural transformation is connected to organizational strategy, it works best. 
For example, LEGO's culture encourages innovation that is in line with product and brand strategy. 
ESG standards are in line with Unilever's sustainable ethos. 
Starbucks' worldwide culture strikes a mix between local responsiveness and brand consistency.

5. Innovation and Autonomy: 
· Netflix, Google, Zappos, and LEGO show how innovation is fueled by employee empowerment and the flattening of hierarchies. 
· To promote entrepreneurial behaviors and decentralize decision-making, holacracy and agile concepts are employed.

6. Multifaceted Utilization of Morgan's Metaphors 
Morgan's analogies offer a prism through which to view these cultural shifts:
• Machine metaphor: traditional standardization and efficiency (Toyota, GE, IBM). 

• Brain metaphor: Adaptive intelligence, learning, and knowledge exchange (Microsoft, Google, IBM). 
• The metaphor of an organism: adaptation to environmental stresses (Unilever, Starbucks). 
• Culture metaphor: Behavior is driven by shared values, vision, and identity (Zappos, LEGO, Starbucks). 
• Political metaphor: How negotiations and power relations shape transformation (IBM, Microsoft).

4.7 Synthesis and Management Theory Consequences
1. Organizations dealing with technological disruption, globalization, and knowledge-intensive labor must adjust both structures and culture in order to meet today's management problems.
2. Agile, human-centered, and learning-oriented methods coexist with efficiency, hierarchy, and standardization classical management concepts are still fundamental but insufficient on their own. 
3. Culture, strategy, and leadership are intertwined: Alignment of people, processes, structures, and vision is necessary for transformation. 
4. The most successful methods are hybrid ones: Stability is attained while encouraging creativity, adaptation, and resilience in organizations that combine conventional and modern management techniques.
[bookmark: _Toc217059382][bookmark: _Toc217060526]Together, case examples show that cultural transformation is not only an HR-driven or cosmetic endeavor, but rather a strategic lever that directly impacts organizational performance, innovative capability, and long-term competitiveness. Classical management practices are unable to successfully meet modern management difficulties, such as the need for constant innovation, the complexity of global operations, the needs of knowledge-intensive employment, and the quick disruption of technology. Rather, they call for a combination of modern, adaptive, and human-centered management theories that emphasize learning, agility, emotional intelligence, and employee empowerment with timeless traditional management principles like hierarchy, coordination, and efficiency. This integration shows that good management in the twenty-first century is both structurally based and dynamically flexible, allowing organizations to preserve operational stability while promoting a culture of innovation, responsiveness, and resilience.


			

Chapter Five: Theoretical Responses to Contemporary Management Challenges

Rapid technological innovation, globalization, dynamic and competitive marketplaces, and knowledge-intensive labor are characteristics of the modern corporate environment (Drucker, 1999; Brynjolfsson and McAfee, 2014; Teece, 2018). Maintaining employee engagement, encouraging creativity and innovation, maintaining high performance, and managing organizational transformation are just a few of the difficult issues these conditions present to managers (Daft, 2021; Goleman, 1995). As a result, management theory has developed to offer conceptual frameworks, analytical instruments, and useful tactics intended to meet these modern organizational needs. The integration of emotional intelligence, approaches to career development and performance management, current management research, and a critical assessment of the assertion that management is still rooted in nineteenth-century paradigms are the four main areas of theoretical response that are examined in this section.

The realities of the digital age, such as distributed workforces, platform-based employment, quick innovation cycles, and elevated stakeholder expectations, have prompted academics and practitioners to modify traditional theories and develop new models over the past 20 years (Highsmith, 2009; Teece, 2018; Daft, 2021). Current career development and performance management frameworks place a strong focus on employee development, ongoing feedback, and alignment with strategic goals (Aguinis, 2019). According to Goleman, Boyatzis, and McKee (2013), leadership theory also increasingly takes emotional intelligence into account, acknowledging its importance in inspiring workers, fostering teamwork, and promoting flexible organizational cultures. Building dynamic capacities that allow organizations to react adaptably to unpredictable situations is another emphasis of strategic management research (Teece, Pisano, and Shuen, 1997).

When taken as a whole, these advancements show that contemporary management theory is a synthesis of historical foundations with creative, human-centered, and technologically informed methods rather than merely an extension of classical models (Drucker, 1999; Daft, 2021; Morgan, 2006). A thorough examination of these theoretical solutions is given in the next subsections, emphasizing both their applicability in real-world situations and their role in tackling the difficulties of modern organizational settings.

5.1 Novel strategies for career development and performance management 
Management of performance.
Annual appraisals, forced rankings, and strictly hierarchical, top-down assessments are examples of traditional performance systems that have been heavily criticized for being sluggish, demoralizing, and ill-suited to the demands of quick learning and ongoing change. As a result, organizations and academics have moved toward continuous, development-oriented performance processes, such as regular check-ins, coaching, real-time feedback, team-based metrics, and development plans that prioritize learning over accountability (Cappelli & Tavis, 2016; Buckingham & Goodall, 2015). Instead than focusing on one-time evaluations, these approaches emphasize shorter feedback loops, peer calibration, and connecting performance talks to career mobility and skill growth. There is a noticeable shift away from yearly reviews and toward systems that encourage continuous learning and adaptability, according to empirical and practitioner literature.
Professional Growth. 
Additionally, the "organization-managed, ladder" model of career theory has given way to ideas like the boundaryless and protean career. Individual agency, psychological mobility, episodic employer connection, and skill portability between organizations and industries are all highlighted by these ideas (Arthur & Rousseau, 1996; Sullivan & Baruch, 2009). According to empirical assessments (Guan et al., 2019; Volmer et al., 2011), boundaryless careers are increasingly typical, and success in the modern workplace depends more on networks, adaptability, and ongoing learning than on internal promotion ladders. Therefore, in practice, career management incorporates mechanisms for internal mobility and external collaborations, organizational assistance for reskilling, and individual career shaping.
Synthesis (career + performance). 
In order to directly address the unpredictability of the twenty-first century, the theoretical solution is a change from permanent occupations and periodic appraisals to dynamic work design, ongoing feedback, and career designs that facilitate learning, various career pathways, and quick talent redeployment.

5.2 Modern management theorists' contributions
Rather of merely rejecting earlier concepts, modern theorists have expanded and reinterpreted them. A few significant areas of contribution:
• Dynamic capabilities (Teece, Pisano & Shuen, 1997): this theory of how companies adapt strategically reframes the firm as a collection of procedures and routines that must be intentionally reconfigurable in order to recognize opportunities and quickly reallocate resources in unstable circumstances. This demonstrates how theory changes from static structure to learning orientation and capacity. 

• Learning organizations and systems thinking (Senge, 1990): emphasize team learning, shared vision, mental models, and ongoing organizational learning reactions to the limitations of inflexible, hierarchical structures by encouraging collective intelligence and flexibility.
• Agile and socio-technical scholarship: In response to rapid change, agile thinking which has its roots in software has been theorized and extended beyond IT into organizational design and innovation management (iterative delivery, empowered cross-functional teams, and minimal feasible experiments). Agile ideas should be included into organizational governance, HR procedures, and strategy processes, according to academics and professionals. 

• Theorists of leadership and organizational culture: modern leadership scholarship (transformational, authentic, inclusive leadership) incorporates diversity, psychological safety, and ethical stewardship as essential to performance and innovation, shifting the focus of leadership theory from authority and control to influence, meaning-making, and enabling. (Avolio on genuine leadership, Bass on transformational leadership, and later empirical studies on inclusive and ethical leadership are representative works.)

When taken as a whole, these thinkers reveal a pattern: while traditional issues like efficiency and coordination are still important, the focus of thought has switched to capacities, learning, adaptation, and people-centered governance.

5.3 Including emotional intelligence in modern management theories 
Goleman popularized emotional intelligence (EI), which has since been improved by further empirical research and is now a common variable in models of team success and leadership. EI defines management effectiveness as the ability to perceive, control, and use emotion to manage relationships, inspire, and negotiate change, in addition to cognitive competence or technical expertise (Goleman, 1995). EI measures are positively correlated with job satisfaction, organizational commitment, leadership effectiveness, and lower turnover intentions, according to meta-analytic and systematic reviews. These relationships hold true across samples and measurement techniques (Miao et al., 2017; Coronado-Maldonado et al., 2023). This provides theoretical support for incorporating EI into systems for performance, selection, and leadership development.
Theoretically, EI is important. 
EI fills in the gaps left by mechanical models by offering an explanation for how social dynamics, trust, story, and emotional control affect innovation, change acceptance, and execution. Therefore, models of transformational leadership, team learning, psychological safety, and change management frequently incorporate emotional intelligence (EI) as a fundamental skill.

5.4 Critical rebuttal and refutation of the argument 
There is some truth to the claim that management has remained mostly unchanged and stuck in nineteenth-century thought (many formal structures and measurement logics do persist), but when compared to theoretical and practical advancements over the last 30 to 40 years, it is ultimately overstated. There are many threads in the rebuttal:
1. Theoretical innovation is observable. 
According to Teece et al. (1997), Senge (1990), Stacey (2010), and the Agile Manifesto (2001), fundamental theoretical shifts such as dynamic capabilities, systems/learning-organization thinking, contingency approaches, complexity theory, agile, and socio-technical paradigms represent significant conceptual moves away from the presumptions of traditional, industrial-era management. These are more than just linguistic shifts; they also prescribe various managerial behaviors and redefine the unit of analysis (from static structure to adaptive processes and capabilities).

2. Extensive institutional reform and practical experimentation. 
According to practitioner literature and case studies (Cappelli & Tavis, 2016; Buckingham & Goodall, 2015; HBR case work), many large organizations have redesigned performance systems, embraced agile methods of working, invested in leadership development centered on EI and inclusivity, and reorganized career frameworks for internal mobility. Rather than being only scholarly improvements, they are actual, quantifiable advances in management practice.

3. The situation is complicated by new types of governance and algorithmic difficulties. 
But it's vital to note that technical advancements have led to both regressive and progressive inclinations. Intense monitoring, platform work, and algorithmic management can mimic or even magnify Taylorist logics (digital Taylorism), resurrecting micromanagement and high control under new names (scholarly work records algorithmic performance control and its impacts). Therefore, technology occasionally reactivates nineteenth-century control mechanisms in contemporary forms, even if management theory and many practices have advanced (Noponen, 2023; Cameron, 2024).

4. Synthesis: coexistence rather than substitution. 
The most accurate explanation is one of coexistence and hybridization: modern theories predominate where adaptability, creativity, and knowledge-work are crucial, while classical principles endure where they still add value (e.g., safety-critical operations, regulatory compliance, standardized manufacturing). Therefore, modern management research and practice integrate the old with the new, creating governing structures that balance responsiveness and dependability (Morgan's numerous metaphors assist illustrate this diversity). The initial assertion is both supported and complicated by this synthesis: management has not completely shifted from its historical foundations, but it has also not stayed the same.

In conclusion 
Instead of being constant, management has changed, integrated, and adjusted to the intricate problems of the modern world. Modern management methods are dynamic, human-centered, and strategically oriented, as evidenced by theoretical advancements in performance, career development, leadership, and emotional intelligence. Although classical paradigms still have fundamental importance, they are no longer enough to meet the needs of organizational life in the twenty-first century.
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