Ataur Rahman 1806512

IMPACT OF MANAGEMENT THEORIES
Critical Thinking


Executive Summary
This report examines the historical developments of what we today refer to as the Classical Management Theories and reveals how certain aspects of these theories are still thriving in some modern organisations around the world. It also analyses how their relationship to the beliefs, values and attitudes of their employees impact on them.
It provides a descriptive critical case study based on one of the largest organisations in the world as an example. This demonstrates how these theories are applied to their management in a drive for ultimate efficiency, by using revolutionary technology for the pursuit of high output without consideration of the effects to its employees.
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Introduction

It is important for an organisation to find the right management suited to its goals and objectives. In this modern era the quest for peak and efficient operative production drives an organisation to utilise and adapt numerous theories and models to ensure competitiveness. Despite many of today’s management being based on a mixture of different models and theories they are still mostly derived from what is today referred to as the Classical Management Theories. They are regarded very highly for providing the basis for all additional ideas of management (Mahmood et al, 2012). There are three Classical Management Theories:

Scientific Management – emphasis to improve work flow efficiency
Administrative Management – emphasis based on the concept of different departments
Bureaucratic Management – emphasis on hierarchy structure, regulations and process

These theories were very popular in the 1920s and 1930s because of their prominent focus on efficiency of the employee job practice in maximising profit for the organisations. They did not recognise the ecological and behavioural concerns of the employees, instead assumed they would put more effort for monetary gain (Osigweh, 1985). In truths employees require other stimuluses such as job security, a nice place of work and supportive manager to get motivated (Kolodynska, 2019). 

It is also very important to analyse the beliefs, values and attitudes of the employees in respect of the management models an organisation utilises. By aligning the values and beliefs of the employees to the organisation’s values and beliefs, it would result in elevated motivation and much more employee engagement overall.
















Main Findings

Classical Management Theories
Largely due to the industrial revolution of the late 19th century it became necessary especially in factories to distinctly outline the task, roles and responsibilities of the workers and managers. There was no operative labour model and as a result job placement was not matched with workers skills or abilities for the task at hand (Cole, 2004). As expressed by Stoner et al. (2004), due to a shortage in talented workers the alternative to raise production was to increase the workers efficiency. 
Scientific Management
The main focus of this model was to the expansion of output by increasing efficiency. The first developer of this theory was Frederick W. Taylor (1911) while there were later prominent contributors of Henry L. Gantt, Frank and Lillian Gilbreth and Harrington Emerson (Lawal, 2012). Taylor being an engineer used his knowledge of science and experimentation to calculate the best possible way to get a job done most efficiently. He established four principles of his scientific management theory:
A job would be analysed to work out the most efficient way to complete it
Employees would be aligned with their abilities and motivation to match the task
Workers shall be observed closely to make certain that they are following the task rules
Managers should plan for impending requirements by training employees
Although this theory seemed complete at the time with some positives such as maximising efficiency and aligning workers with skill and motivation to the right tasks, it did however possess some major faults, like its micromanagement support and the elimination of critical thinking as well as team work.
Administrative theory by Henri Fayol
This theory focuses on how to improve organisational structures with rules and efficiency to able to manage complex organisations. The main developer of this theory is Henri Fayol and other contributors are Lyndall Urwick and E.L.F. Brech (Lawal, 2012).
Fayol identifies six management proceedings along with fourteen principles that can some be applied to organisations even today. The six proceedings are projecting, preparing, arranging, directing, supervising and ruling. The proceedings are candid, leaders need to prepare for the future, establish essential assets, guide workers, perform together and regulate workers to make certain everyone abide by needed orders. The 14 principles are as follows:
Division of work – Workers must possess matching ability that permit them to major in specific fields.
Authority – Management requires mandate to assign workers tasks which has to be approved upon.
Discipline – Workers should adhere to directives and have self-control to complete them on time.
Unity of command – Workers response directly to their leaders.
Unity of direction – Groups must do their utmost for shared objectives.
Subordination of individual interests – The team comes before the individual.
Remuneration – Both monetary and non-monetary benefits are available to motivate workers.
Centralization – Policymaking power should be a shared decision.
Scalar chain – Organisations must present distinct hierarchical formations.
Order – Organisation must have a clean and tidy environment.
Equity – Workers must be handled fairly.
Stability of tenure of personnel – This belief proposes that industries must try to limit revenue and keep workers around as they amass experience and progress.
Initiative – Workers ought to communicate concepts and be remunerated for inventive opinion and seizing on original duties.
Esprit de corps – To keep moral high managers must engage and get involved more with workers.
This theory contains some valuable features such as fairness and rewards that can be even applied to today’s employees, other principles like scalar chain and plain hierarchies are not always essential.

Bureaucratic theory by Max Weber
The main developer of this theory was Max Weber who believed the idea of bureaucracy as an official procedure would guarantee efficiency and value. He also assumed that this framework would remove the unevenness of different skills and experiences possessed by managers (Lawal, 2012). Weber theorised that there should be precise hierarchies in the workplace that are controlled and administered by distinct specialists for mission orientated organisations that have numerous workers (Stoner et al., 2004). According to Mullins (2011), “Weber noted that the definition of tasks and responsibilities within the structure of management gave rise to a stable administration and standardisation of work procedures in spite of changes to the actual office-holders”. He believed the forming of bureaucracies would bring about regulation and good judgement in organisations. The chief aspects of a bureaucracy as developed by Weber (1947) are:
Task specialization – Weber emphasised the significance of each worker satisfying a precise role inside a business.
Hierarchy – Weber desired each business to devise a distinct hierarchy within the organisation.
Formal selection – Selecting leaders should be done on the basis of qualification and not voted by election.
Rules and requirements – The rules and regulation that everyone in the organisation should abide by.
Impersonal – The guidelines and protocols make an organisation structure measured. Promotions are not about feelings or special bonds, but rather performance.
Some of the features of this theory are positively essential in certain organisations, but they are difficult to install as the theory and method do not go well together such as it is impossible to not allow emotions in work decisions as occasionally emotions are very much necessary (Conlin, 2019).
Case Study Amazon
Amazon.com is the world’s largest internet based enterprise, with its headquarters in Seattle Washington. It practically sells any imaginable product and will report nearly half of all online retail sales in 2018 (DePillis and Sherman, 2018).
Based on some existing news it seems Amazon has some bureaucratic management style present as well as Taylors Scientific Management. Bureaucracy hint appears from the way information emanates in an exceptionally controlled manner from the company with only few senior managers are sanctioned to communicate for the company making it difficult to get any information about the organisation. This can further be realised from the ‘leadership principles’ outlined by their boss Jeff Bezos on how employees can perform. Amazon does not allow much flexibility in its workplace rules to new or any existing employees. Another place that reveals bureaucracy is the method used to measure its employee’s attainment and then if they are seen to have non-productive value then they are closely monitored and placed on notice (Kantor & Steitfeld 2015).
Although this should be a very valuable tool to measure the employees productivity, the way they implement it is very uncompromising, penalising aimlessly too quickly without finding out the reasons for the reduced output such as may be due to illness (Kantor & Steitfeld 2015).
As Amazon uses more technology and innovations to increase and monitor its production, it is being called out for utilising aspects of the scientific management model (Taylorism) theorised by Fredrick Taylor. This has been dubbed as the “New Taylorism” by news media as Amazons continues its controversial methods of maximising efficiency. This tactic misses one aspect of the original theory, that its architects sincerely assumed that any employee pushed to their limits are also payed higher wages. Amazon on the other hand has been notoriously criticised for its low wages but at the same time demanding more from its employees. “Frederick Winslow Taylor would not approve” (Mihm, 2018; Salame, 2018).
There are many other companies such as MacDonald that also even today apply some aspects of Taylorism. All McDonald’s branches around the world have the same appearance and also use the same guidelines to produce their burger, they even use same process to clean their floors everywhere and this basically describes the efficiency method of Taylorism being applied in the modern era (Expert Program Management, 2018).

Beliefs, Attitudes and Values
It is important to note that people have some inbuilt values, beliefs and attitudes by the time they reach adulthood which was ingrained from the effects of family, friends, society and life experiences. This can serve as a notice to organisation that bringing changes to their structure and management to align with their own values and beliefs is not an easy task (Morin et al., 2016)
Beliefs
Beliefs are core values that stem from our way of life that we follow and the deep feelings we experience that we reflect to be true (MacEwan, 2001). They may be irrational and unprovable such as religion or factual as in something we like or prefer. Our beliefs can impact the way we work, the people we work with as well as the organisation we work for. Beliefs build slowly from the natural experiences we have in life (Fairlie and Robb, 2008). Basically beliefs are the views and ideas we embrace to be true and with time occasionally these truths become stronger.
Attitudes
Job satisfaction is a paramount work attitude in organisational behaviour as it influences many types of behaviours and promotes to the health of the employees. “Job attitudes (e.g., job satisfaction, organisational commitment), is the enduring predisposition, to sense and act in a positive or negative manner regarding some object, person or ideas. Attitudes are the emotional state and principles that define how employees will observe the environment and in due course conduct themselves” (Judge and Kammeyer-Mueller, 2012). According to Eagly & Chaiken (1993, p. 1) “A psychological tendency that is expressed by evaluating a particular entity with some degree of favour or disfavour” is regarded generally as a significant explanation of attitude.
Values
Values are personal principles that someone or an organisation believes to be of crucial significance that they should try and uphold always. Robbins & Judges (2007), believe that values do not cause explicit influence on behaviour but does have a compelling impression on a person’s feelings as well as how they notice and act. Michaelson (2005) investigation on the Work Motivation Theory that was endeavouring to align values with organisations accomplishment and satisfaction, revealed that values assist employee work motivation
Impact of Beliefs, Attitudes and Values
In today’s modern rapid progressing economy it is vital that organisation follow their values and stick to their beliefs. They must ensure to keep updating their values with the changing times so as not to upset their customers or their employees. These principles can have a detrimental effect on the workplace if not properly respected and followed. They can lead to changes in behaviour in the form of employee attitudes which if not dealt with quickly can sometimes lead to conflicts within the workplace. This will also effect the company output as well as its reputation which can leave a lasting memory for its customers.
Organisations must have the right core values and beliefs in place and make sure that they align with their goals and objectives as well have the right management models in place that engage and motivate their employees. Recent times has shown large organisation such as Walmart not keeping up to date with the rapid changes in their sector especially the modern changes in management that are needed for today’s competitiveness (Mourdoukoutas, 2016).
At the same time organisation must ensure that these changes does not affect their employees and customer values and beliefs too much as this can have a negative attitudes towards the work as well as management. This can also lead to a decline in employee motivation and bring about stress which would impact their health as well as safety (Day et al., 2017).







Conclusion 

The research gained from this report points to all theories and models no matter their age have something to contribute to the modern workforce, management and organisations. It is vital that management and organisations take the opportunity to understand and appreciate these old models so they can sometimes merge and mix them with newer models of today. They must make sure that all these modern changes does not affect the beliefs, values and attitudes of their employees as well as the organisation itself.

Since a lot of people see management as an art as well as science organization need to use science and critical thinking a lot more to improve their objectives and goals as we are now entering a technological revolution. Whilst Scientific Management, occasionally referred to as Taylorism, may seem out-dated, is actually still in use today in some parts of the world, especially where large production factories are located. There has been a lot of changes in recent times in the development of management so it is important to understand the numerous models and methods that are available today to engage and motivate employees for the benefits of the organisations as well as their customers.
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