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[bookmark: _Toc195880293]ABSTRACT
This report critically examines the historical evolution and transformation in management and its practices, coming to the 21st century. The study has discussed the contributions of classical, neo-classical and contemporary theorists and their contributions in addressing modern-day business challenges. It also discusses the challenges faced by early managers and current managers, the changing perspectives of management and its practices. The industrial revolution and its influence in business environments and work environments with regards to the past, present and future are discussed.  Further, the integration of emotional intelligence, technology and artificial intelligence is also discussed in this report.


[bookmark: _Toc195616985][bookmark: _Toc195878578][bookmark: _Toc195878779][bookmark: _Toc195880294][bookmark: _Toc195616986][bookmark: _Toc195878579][bookmark: _Toc195878780][bookmark: _Toc195880295]CHAPTER I
INTRODUCTION
1.1 [bookmark: _Toc195616987][bookmark: _Toc195878580][bookmark: _Toc195878781][bookmark: _Toc195880296]Background
Management theories and practices are perceived as rigid and overly reliant on 19th-century management theories and paradigms, whereas 21st-century life has witnessed drastic and dramatic changes in learning methods, political landscapes, technological innovation and communication mechanisms. Management practices are foundational to 19th-century theorists such as Frederick Taylor’s scientific management theory and Henri Fayol’s administrative principles, which focused on efficiency, productivity, task standardisation, labour specification and bureaucratic hierarchy. However, there is no huge difference in the management theory and its application, and they are as relevant today as they were in the past  (Denning, 2020a). Further, Max Weber’s hierarchical structures and formal rules are still practised in many organisations today, such as standard operating procedures, and the emphasis of McDonald’s and Amazon towards efficiency and cost containment. With the injection of phenomena like hybrid management, agile work, knowledge workers, organisational ecosystem, the use of AI, the DIE concept and consideration of value, culture, and empathy show the evolution of management postulation and the practices. (Denning, 2020a)identified the change in management practice of successful firms of today, focusing on three major areas: a shift from profit-earning motive towards customer satisfaction and value creation; a top-down management approach towards small self-regulated teams, change from vertical hierarchies towards flexible, horizontal ecosystem networks. The management theories are still as applicable as it was a century ago (Cole and Kelly, 2020). I believe that today’s management has evolved sufficiently to tackle challenges like globalisation, technical transformation, diversity and sustainability in the workplace.
[bookmark: _Toc195616988][bookmark: _Toc195878581][bookmark: _Toc195878782][bookmark: _Toc195880297]1.2 Purpose of the Study
This report critically analyses the development of management theory, its evolution over time, and the contributions of contemporary theorists and their theories in solving modern challenges and explores whether management has evolved as other aspects of human life. This report is divided into four sections, starting with an introduction, followed by a management introduction in the second section. Further, the third and fourth sections shed light on the different arenas of management and their contribution to today’s businesses, with a concluding remark.
[bookmark: _Toc195616989][bookmark: _Toc195878582][bookmark: _Toc195878783][bookmark: _Toc195880298]CHAPTER II
[bookmark: _Toc195616990][bookmark: _Toc195878583][bookmark: _Toc195878784][bookmark: _Toc195880299]MANAGEMENT- INTRODUCTION
[bookmark: _Toc195616991][bookmark: _Toc195878584][bookmark: _Toc195878785][bookmark: _Toc195880300]2.1 An Introduction to Management
In simple terms, management refers to controlling the organisational resources, including people, and a manager is the person who is responsible for managing the organisational resources. The concept of ‘management’ was first introduced in Europe by Henri Fayol (1916) and in America by F.W. Taylor (1911), cited in (Cole and Kelly, 2020). According to Henry Fayol, management is the process of planning, organising, commanding, coordinating and controlling by motivating the people (Fayol, 2016), whereas Taylor (1911) defined management as the process of increasing productivity and efficiency for both management and employees through division of work and work standardisation. “Management is the activity whose purpose is to achieve desired results through the efficient allocation and utilisation of human and material resources” (Wren and Bedeian, 2023). Therefore, there is no specific definition of management. Management can be defined differently based on its level, roles and activities performed, skills required and the management environment. (Cole and Kelly, 2020) have identified the LANDSCAPE feature to define what a manager is and the meaning of managing.
	L
	evels of management

	A
	ctivities of management

	N
	ovel aspects of management

	D
	ealings (roles, doings, duties, deeds) of management

	S
	cience of management (eclectic set of management theories)

	C
	craft of management (skills and competencies required to practice)

	A
	art of management (the creative, innovative and visionary activities)

	P
	redispositions of management (how we see management challenges)

	E 
	nvironment for management (context)






Source: (Cole and Kelly, 2020) , Management Theory and Practice, Ninth edition
[bookmark: _Toc195616992][bookmark: _Toc195878585][bookmark: _Toc195878786][bookmark: _Toc195880301]2.1.1 Levels of Management
[image: ]
[bookmark: _Toc195616993][bookmark: _Toc195878586][bookmark: _Toc195878787][bookmark: _Toc195880302]2.1.2 Activities of Management
Traditionally, management activities were limited to planning, organising, controlling and motivating; however, in the contemporary world, the management activities are directed towards value creation and solving problems. The management activities are presented as below:


[bookmark: _Toc195616994][bookmark: _Toc195878587][bookmark: _Toc195878788][bookmark: _Toc195880303]2.1.3 Roles of Manager
Mintzberg (1973) identified key roles of managers encompassing planning, organizing, motivating and controlling. He defined these roles as ‘organized sets of behaviours identified with a position’, which are classified as follows:

[bookmark: _Toc195616995][bookmark: _Toc195878588][bookmark: _Toc195878789][bookmark: _Toc195880304]2.1.4 Managerial Skills
(Cole and Kelly, 2020) The CHART acronym serves as a reference for the required skills of a manager.
C:	Conceptual skills to understand and value the organization as a whole and its interconnections
H:	Human skills to collaborate with others.
A:	Analytical skills to understand business problems.
R:	Relationship skills to communicate and negotiate with stakeholders.
T:	Technical skills to perform tasks efficiently.
[bookmark: _Toc195616996][bookmark: _Toc195878589][bookmark: _Toc195878790][bookmark: _Toc195880305]2.1.5 Environment for Management
[image: ][image: ]Business environment is “the aggregate of all conditions, events and influences that surround and affect it” (Davis and Blomstrom, 1971, cited in (Saleem, 2011). The business environment is the environment for management as well. Therefore, the business environment is a factor and component in the internal and external surroundings of the business that affects the company’s operations, decisions, and aggregate performance. There are two types of business environment: the internal environment and the external environment. Internal environment can also be called the controllable environment, and the external environment is the uncontrollable environment. The internal environment poses strengths and weaknesses, while the external environment exposes the organisation to opportunities and threats. The factors of the environment are as presented below:



[bookmark: _Toc195616997][bookmark: _Toc195878590][bookmark: _Toc195878791][bookmark: _Toc195880306]2.1.6 Management Problem: S curve
The management problem refers to “S-curve”, which demonstrates a situation where the organisational processes, products or innovations create an S-shaped curve due to the failure of the organisation to adapt different strategies in various life cycles, particularly in the maturity phase. The curve has three different phases:
i. Initial or Early Phase:
In the initial phase, resources, plans and innovations are developed and implemented, and growth starts slowly.
ii. Growth or Acceleration Phase:
After the foundation is established, the increased efficiency, market acceptance, and economies of scale result in rapid growth.
iii. Maturity Phase or Plateau Phase:
It is the final stage in which growth starts to decline due to optimum utilization of resources, saturation of the market, decline in return and entry of new firms in the industry.
[image: ]Kodak is a classic example of a company failing to address S-curve management challenges.  It invented the digital camera in 1975 and focused on the film business. The management’s inability to anticipate the prospect of digital photography as a disruptive technology led to bankruptcy in 2012. The advancement of technology has offered both opportunities and challenges to modern organizations. Management should invest in disruptive technologies for sustainable development. The management should be able to identify the initial decline in growth, explore new market opportunities, and invest in innovative products and services to address the “S-curve” challenges.
[bookmark: _Toc195616998][bookmark: _Toc195878591][bookmark: _Toc195878792][bookmark: _Toc195880307]2.1.7 Dynamic Nature of Management
The existence and survival of an organization depend upon the internal as well as external environment of the organization where it operates. The environmental components expose the management to numerous challenges and opportunities for managers. As a result, contemporary management has changed profoundly as compared to traditional management systems. Traditional organizations had top top-down hierarchical approach where managers act in an autocratic way, following a strong chain of command to control the subordinates. In contrast, contemporary managers follow a democratic leadership style by empowering and collaborating with employees in a flatter organization. The transformation of management style in Alibaba from old school to new school is a living example of the dynamic nature of management. The CEO of Alibaba pointed out that a manager should have the potential to act as a Hybrid manager (both a leader and a manager) for the success and sustainability of the organization.
[bookmark: _Toc195616999][bookmark: _Toc195878592][bookmark: _Toc195878793][bookmark: _Toc195880308]2.2 Organisation and Management
Whenever the term management is discussed, it drags the word ‘organisation’ because management is applied in the organisation. Therefore, an organisation is a place where management activities take place. Edward Francis Leopold Brech (1965), a British management consultant, in his book, described management as the framework of management (Wren and Bedeian, 2023). According to (Wren and Bedeian, 2023) the components required for emergence of an organization are: 1) vision, mission, purpose, goals and objectives 2) shared value of both organization and employees towards the set goals 3) cooperation for achievement of those goals 4) tools and machinery required to attain the goals 5) structure of the activities and 6) span of control.
[bookmark: _Toc195617000][bookmark: _Toc195878593][bookmark: _Toc195878794][bookmark: _Toc195880309]2.2.1 Organisational Goals
The organisational goal is the reason for the existence of any business firm or company. It is the desired outcome of an organisation in the future. Therefore, the organisational activities are directed towards the achievement of those goals. According to (Cole and Kelly, 2020), organisational goal refers to the desired future state towards which the organisational activities are directed. 
[bookmark: _Toc195617001][bookmark: _Toc195878594][bookmark: _Toc195878795][bookmark: _Toc195880310]2.2.2 Theory of the Firm
Theory of the firm represents the existence, behaviour, and relationship of a business firm with the market (Cole and Kelly, 2020). The traditional theory of the firm considered organisational goals as profit maximisation for the satisfaction of shareholders. Therefore, traditional organisational activities were guided by earning profit to please the shareholders of the business firm. However, the modern theory of the firm focuses on earning satisfactory profit by maximising market share and increasing sales and society as major stakeholders.
[bookmark: _Toc195617002][bookmark: _Toc195878595][bookmark: _Toc195878796][bookmark: _Toc195880311]2.3 Leadership
Leadership is a process of influencing others by motivating them to do or behave in a way for organisational goal achievement. According to (Omolayo, 2007) “Leadership is a social influence process in which the leader seeks the voluntary participation of subordinates in an effort to reach organisational goals”. Two types of leadership styles among many are as below:
· Transformational Leadership Style
· Transactional Leadership Style
· Charismatic Leadership
[bookmark: _Toc195617003][bookmark: _Toc195878596][bookmark: _Toc195878797][bookmark: _Toc195880312][bookmark: _Hlk195201978]2.4 Management vs Leadership
Management and Leadership are viewed as identical however, they are two distinct concepts. Managers impose power and authority on others, whereas leaders influence others with his personality and traits. Management is planning, organizing, staffing, directing, controlling and coordinating management activities that are carried out by a manager. Whereas leadership is concerned about influencing others' behavior, motivating them and changing their behavior. One of the major differences between a manager and a leader is that managers do things right, but leaders do the right things. The activities of a manager are directed towards enhancing efficiency and maintaining stability through the application of authority, meanwhile, leaders influence others to enhance effectiveness. managers set goals, plan how to achieve those goals, set the budget and scrutinize the progress and execute the authority. On the other hand, leaders take initiative for goal achievement along with the followers. However, with the ever-changing business environment, a manager in today’s business needs to have both managerial and leadership qualities. Therefore, businesses today need a hybrid manager who can act like a manager as well as a leader according to different circumstances.
[bookmark: _Toc195617004][bookmark: _Toc195878597][bookmark: _Toc195878798][bookmark: _Toc195880313]CHAPTER 3
[bookmark: _Toc195617005][bookmark: _Toc195878598][bookmark: _Toc195878799][bookmark: _Toc195880314]MANAGEMENT THEORIES
[bookmark: _Toc195617006][bookmark: _Toc195878599][bookmark: _Toc195878800][bookmark: _Toc195880315]SECTION 1: MANAGEMENT AND INDUSTRIALISATION
[bookmark: _Toc195617007][bookmark: _Toc195878600][bookmark: _Toc195878801][bookmark: _Toc195880316]3.1 The Industrial Revolution (IR) and Management
Before the Industrial Revolution, households made or grew most of the products for family consumption. Products other than those were produced by two basic industrial organization production systems: guilds and the domestic system. The guilds were divided into the merchant guild and the craft guild. Merchant guilds are composed of retailers and wholesalers, whilst craft guilds consist of artisans such as bakers, shoemakers, blacksmiths, masons, jewelers, wool weavers and carpenters. The workers and their jobs were controlled by the imposition of the hierarchy of authority and division of labor. The local authority guarded the business of local people by restricting the transfer of products from other villages and imposing tax as compensation for the protection (Wren and Bedeian, 2023). Cottage industries were dominant during the early 18th century. The cottage industries were based on handicraft, simple machinery, a small amount of capital, and run by family members. The cottage engaged in making textiles, garments, shoes and specifically agriculture. The Industrial Revolution started in Great Britain with the invention of the steam engine and the mechanical loom. Men and machines came together into the complex factory for operation and production under the same roof (Cole and Kelly, 2020).
The large-scale productivity, work specialization, complex hierarchy and division of labour created the necessity for management in factories. People have been managing humans, their activities and organizations for several decades; however, the management history is less than 150 years old (Hudson and Fayol, 2015a). Business owners experienced numerous challenges due to the development that took place during and aftermath of the Industrial Revolution. The introduction of new complex and larger organizations that used technology as machinery and people as workers confronted the managers to find alternatives for cost reduction and business efficiency improvement (Cole and Kelly, 2020). The organizations relied on skilled artisans who required complex and numerous tasks, specialized knowledge, high status, required a high degree of work control, high payment, and labourers had strong negotiation power. However, during the Industrial Revolution, jobs were broken down into simple tasks which could be learned easily without any specialisation needed, workers had weak negotiation power and little control over work, paid low. Industrialisation has profoundly affected the politics, economy, society and culture of the nation.
[bookmark: _Toc195617008][bookmark: _Toc195878601][bookmark: _Toc195878802][bookmark: _Toc195880317]3.1.1 Contribution of Three Ethics for Industrialisation
Protestant Ethic
The concept of the Protestant Ethic was introduced by Max Weber in Protestant Ethic and the Spirit of Capitalism (1905). The Protestant believed that the “calling” is a duty set by God not only a means of getting rich, that should be performed by individuals as diligently as possible. The Protestants considered the consumption beyond the basic need as a sin, and to make God happy, people should invest the profits in other activities. Similarly, they recommended that individuals should have self-control and self-direction, which encouraged the capitalist spirit and led to the Industrial Revolution (Wren and Bedeian, 2023).
Liberty Ethic
John Locke introduced the concept of the Liberty Ethic that emphasises people’s natural property rights, equality, and justice, which nurtured democracy and limited the intervention of government, which led to the encouragement of the capitalist spirit (Wren and Bedeian, 2023).
Market Ethic
Adam Smith, in his book “Wealth of Nations”, 1776, advocated that market forces are efficient enough to determine the demand and price of the goods produced with little or without Government intervention. The idea was rooted in capitalism that emphasized on division of labour (Wren and Bedeian, 2023).
[bookmark: _Toc195617009][bookmark: _Toc195878602][bookmark: _Toc195878803][bookmark: _Toc195880318]3.1.2 Management: The Fourth Factor of Production
Economic theories focused on Land and Labour as the main factors of production before the Industrial Revolution. With the introduction of the Factory system, capital was considered as the third factor of production. At the same time, a French economist, Jean Baptiste Say (1767-1832), for the first time identified management as the fourth factor of production. Say defined entrepreneurs as managers who take additional risk for others by combining land, labour and capital (Wren and Bedeian, 2023).
[bookmark: _Toc195617010][bookmark: _Toc195878603][bookmark: _Toc195878804][bookmark: _Toc195880319]3.1.3 Challenges of Management in Early Factories
The transformation of management from craft-based to large-scale factory production confronted the management with numerous challenges. Some of the key challenges are as follows:
i. Recruitment:
As people were unskilled and not educated, hiring workers for the factory was a major challenge for early managers. Some skilled workers found in scattered guilds resisted joining the mechanized factory system due to fear of job loss. Workers became unable to follow the strict rules, regular working hours and the fast pace of machines, as they were habituated to working autonomously in small firms and agricultural lands. The scarcity of skilled workers resulted in hiring children as apprentices in factories, and workers were forced to work continuously without rest or shifts (Wren and Bedeian, 2023).
ii. Training
Training the hired unskilled manpower was another challenge faced by managers of emerging factories. The workers needed to be trained after being hired for the factory work. As the workers were illiterate or semi-literate, they could not understand the instructions, drawings and machine operation guidebooks. Similarly, newly hired workers were trained by the old employees. Moreover, employees were not familiar to the complex machinery system which caused major challenges (Wren and Bedeian, 2023).
iii Motivation and Discipline:
Discipline and motivation were the third challenge experienced by the emerging factory system. As people were habituated to autonomy in guild works, it was difficult to motivate people towards work and maintain workplace discipline, due to which punctuality, regular attendance, and supervisory work got difficult. Similarly, there was a Luddite movement of workers resisting the mechanical production system (Wren and Bedeian, 2023)
[bookmark: _Toc195617011][bookmark: _Toc195878604][bookmark: _Toc195878805][bookmark: _Toc195880320]SECTION 2: EVOLUTION OF MANAGEMENT THEORIES
[bookmark: _Toc195617012][bookmark: _Toc195878605][bookmark: _Toc195878806][bookmark: _Toc195880321]3.2 Classical Management Era (Late 19th-Early 20th Century)
The classical era of management refers to the 19th century to the 20th century. Henri Fayol, Frederick Taylor and Max Weber are the three crucial contributors to classical management theories. This section provides a detailed discussion on these three contributors and their work, as well as the works of Henry Gantt, Lyndall Urwick, and Edward Brick.
[bookmark: _Toc195617013][bookmark: _Toc195878606][bookmark: _Toc195878807][bookmark: _Toc195880322]3.2.1 Administrative Management Theory: Henri Fayol (1841-1925)
The Frenchman, Henri Fayol, started his career at age 19 as a mining engineer. He devoted all of his working life to one company and succeeded in becoming a managing director at 47 years of age. With his leadership, Fayol protected the company from going bankrupt, for which he gained fame and popularity (Cole and Kelly, 2020). He published his book “Administrative Industrielle et General” in the year 1916. Fayol identified six business activities as follows:
i. Technical
ii. Commercial
iii. Financial
iv. Security
v. Accounting
vi. Managerial
Further, he categorized managerial activities into planning, organizing, commanding, coordinating and controlling. He considered management as a science that can be taught and survive in a stable environment (Hudson and Fayol, 2015b). He believed in command and control with the top-down approach of management. The 14 principles derived by Fayol are as follows:
	1. Division of work
	8. Centralization

	2. Authority
	9. Hierarchy

	3. Discipline
	10. Order

	4. Unity of Command
	11. Equity

	5. Unity of Direction
	12. Stability of tenure of personnel

	6. Subordination of individual interest to general interest
	13. Initiative

	7. Remuneration 
	14. Spirit de corps


[bookmark: _Toc195617014][bookmark: _Toc195878607][bookmark: _Toc195878808][bookmark: _Toc195880323]3.2.2 Scientific Management Theory: F W Taylor
American Frederick Winslow Taylor (1856-1915) started working as an apprentice engineer on a shop floor and became a superintendent manager later. Taylor shared his knowledge earned as a worker and a manager through his first book, ‘Principles of Scientific Management’ in 1911 (Cole and Kelly, 2020). Taylor introduced the ‘time and motion’ study to enhance the productivity and efficiency of the workers. Similarly, he also argued that breaking down work into small pieces enables the workers to maximize production and profit with the use of minimum energy. From his own experience, he was aware that some workers may put much less effort than their actual ability. He believed in work standardization and specialization. Fayol defined the tendency of workers to perform less as soldiering and divided it into: ‘natural soldiering’, that is human nature of taking things easy, and the planned resistance to work by workers as ‘systematic soldiering’. He also identified the reason behind such soldiering as follows (Cole and Kelly, 2020):
· Fear of Unemployment
· Fluctuation in wage from the piece rate
· The imposition of ‘Rule of thumb’ methods by the management
Taylor introduced principles of scientific management as follows:
· Develop a science for each operation to replace opinion and the rule of thumb
· Determine accurately from the science, the correct time and method for each job
· Division of work and responsibility
· Select and train the workers
· Cooperation with workers
Taylor suggested studying the jobs of skilled workers and removing unnecessary movements to improve productivity. Moreover, he showed disagreement with the prevailing piece rate system that limited the earning capacity of the workers. Taylor believed in the benefits of both managers and workers, thereby suggesting rewarding workers for according to their productivity level without limits. He was also criticized for his thoughts on work standardization and task breakdown as the deskilling of workers (Cole and Kelly, 2020).
[bookmark: _Toc195617015][bookmark: _Toc195878608][bookmark: _Toc195878809][bookmark: _Toc195880324]3.2.3 Scientific Management After Taylor: Gantt and the Gilbreths
Frank and Lilian Gilbreth and Henry Gantt were three major followers of Taylorism. Henry Gantt was a colleague of F.W. Taylor in the Bethlehem Steel Company. Although influenced by most of Taylor’s ideas, Gantt refused the idea of ‘one best way’. He also pointed out the negligence of Taylorism towards the individualism of workers. As a result, he introduced a day-rate system under which the qualified individuals were divided into different categories on instruction cards, and they were rewarded with a bonus for their hard work. On the contrary, Gilbreths were in favour of Taylorism and his idea of ‘one best way’ of operation (Cole and Kelly, 2020).
The Ford Motor Company introduced the Model T for assembly line and mass production, which is also known as Fordism. Fordism is one of the results influenced by Taylorism. The introduction of the world’s first assembly line reduced the average cost, making the car affordable for both customers and its employees (Cole and Kelly, 2020).
3.2.5 Max Weber’s Bureaucratic Management Theory
Max Weber (1864-1920) was a sociologist, not a management practitioner, unlike Fayol and Taylor. He was keen to uncover the reason behind people obeying those authorities over them. Weber defined bureaucracy as the rational form of organization characterized by hierarchy of authority and a system of rules, which can be found in organizations today as well. According to Weber, the power should be imposed on the subordinates to the extent which is accepted by those over whom it is exercised, i.e. legitimate authority. He classified legitimate authority into three as presented below:
· Traditional Authority: acceptance of authority is shaped by tradition and custom, such as in monarchies, tribal hierarchies, etc.
· Charismatic Authority: acceptance of authority comes from loyalty to the ruler, confidence in the ruler, and personal attributes of the ruler. 
· Rational-legal Authority: acceptance of authority arises from the office or position of the authority and is obliged to follow due to the organizational rules and procedures (Cole and Kelly, 2020).
The main characteristics of a bureaucracy defined by Weber, are as follows:
· rules in written form, i.e. standard operating procedures
· Task specialization and training
· Hierarchy of authority
· Appointment of employees on a merit basis
· Allocation of tasks
· Fair evaluation and reward system (Cole and Kelly, 2020)
Scholars criticized Weber’s view of rationality and bureaucracy as dysfunctional and rigid, which damaged the relationship of the organization with its customers or clients and prevented customers from enjoying tailored services (Cole and Kelly, 2020).
[bookmark: _Toc195617017][bookmark: _Toc195878609][bookmark: _Toc195878810][bookmark: _Toc195880325]3.3 Neo Classical Theories: Human Relations Theories
Classical management theories ignored the ‘human factor’ in an organization. Classical theory focused on organizational mechanisms, structure and efficiency and considered workers as machines that are motivated by economic rewards only (Rose, 2005); consequently, human relations theory emerged. Human relations theorists identified the role of ‘human factor’ in an organization and focused on study of human behavior at the workplace. They identified that workers can also be motivated towards work by praising and recognizing their contributions and involvement (Cole and Kelly, 2020). This section discusses the contributions of Follett, Elton Mayo, Maslow, McGregor and Herzberg in human relations theory, and sheds light on expectancy theory and equity theory.
[bookmark: _Toc195617018][bookmark: _Toc195878610][bookmark: _Toc195878811][bookmark: _Toc195880326]3.3.1 The Hawthorne Study: Elton Mayo
Elton Mayo (1880-1949) was an Australian by origin and was a psychologist. He was associated as a key person with a social study conducted at the Hawthorne plant of the Western Electric Company situated in the USA during the period 1927 to 1932 (Cole and Kelly, 2020). The study was carried out in the following five different stages (Cole and Kelly, 2020).
i. Stage 1 (1924-27)
The first study was conducted to examine the lighting effect on the productivity of workers, which found that the output of both groups increased regardless of the increase or decrease in lighting in the experimental group.
ii. Stage 2 (1927-1929)
The second experiment was done on six women in the relay assembly section to determine the effects of the physical condition of the workplace on the outcome. During the experiment, several changes were made in those women's working conditions (rest pause, timing, length of lunch, and working week etc.). The improvement in productivity of women due to the awareness of being observed was known as the Hawthorne Effect.
iii. Stage 3 (1928-30)
Stage three explored the attitude of employees towards working conditions, their supervisors and their roles in the job. The study found that employees see their work relationships with others as an important factor in the workplace.
iv. Stage 4 (1932)
Fourteen men from the wiring group were separated and their behaviours were observed for six months to ascertain how humans act in a group. The group started making their norms and protecting their combined interests, which hampered the productivity.
v. Stage 5 (1936)
In the final stage, employees were provided with counselling and encouraged to share their problems, which led to improved relationships between the employee-supervisor and the employee-management.
[bookmark: _Toc195617019][bookmark: _Toc195878611][bookmark: _Toc195878812][bookmark: _Toc195880327]3.3.2 Mary Parker Follett: Mother of Modern Management
Mary Parker Follett is considered a pioneer in the field of the theory of organisation and organisational behaviour. Follett identified that humans are not only essential but also important for the success of an organisation and argued for providing more responsibilities to workers, not less, in contrast to Taylorism. Further, scholars of the social-psychological school of motivation researched the importance of people in determining organisational effectiveness. They identified that people have more needs than physical and social needs. One of the dominant concepts was the ‘self-actualisation’. The American social scientists Maslow, McGregor and Herzberg were the key contributors (Cole and Kelly, 2020). 
[bookmark: _Toc195617020][bookmark: _Toc195878612][bookmark: _Toc195878813][bookmark: _Toc195880328]3.3.3 Maslow’s Hierarchy of Needs Theory
The hierarchy of needs theory was developed by Abraham Maslow in the 1940s. The theory is ubiquitous across many fields, such as business, management, marketing, education and psychology, to name a few. The study of human motivation led him to propose a theory of need that explores the reason behind people working based on hierarchical needs, which is often presented in the shape of a pyramid. In the pyramid of needs, the basic needs are kept at the bottom and the higher needs at the top, which demonstrates that people tend to fulfil their basic needs first, and the other needs are fulfilled if only the bottom level needs are met. Later, Maslow explained that the self-actualization needs were exceptional to the rule of hierarchical need fulfillment. In terms of self-actualization, fulfillment of one need leads to a rise in further need for self-realization.
[image: ]Figure: Maslow’s Hierarchy of Needs Theory











Maslow’s theory of needs paved the way for further discussion on employee needs in the workplace and identified the ways to address those needs to motivate them towards work. However, the systematic movement of needs seems an inconsistent form of behaviour for many people because people may have more than one need at the same time, the only thing is that they postpone the needs that are not urgent. According to Alderfer (1972), argued that human needs are continuous rather than hierarchical, and they fluctuate up and down, cited in (Cole and Kelly, 2020).
[bookmark: _Toc195617021][bookmark: _Toc195878613][bookmark: _Toc195878814][bookmark: _Toc195880329]3.3.4 Theory X and Theory Y: McGregor
Douglas McGregor introduced Theory X and Theory Y during his tenure at the MIT Sloan School of Management in 1950. His work was influenced by Abraham Maslow’s motivation theory. McGregor’s theory identified the assumption of management that shapes the managerial behaviour towards the employees. According to this theory, management has two assumptions about their employees. The first is Theory X (refusing to work), which is based on scientific management that believes in extrinsic reward and control. This theory considers the employees lazy, needing to be forced to work, seeking security and avoiding responsibility. The second is Theory Y (liking work), this theory is closely associated with Maslow’s hierarchy of needs theory. As per Theory Y, the manager sees the workers as enjoying the work, they take work as rest or play, they don’t need any control and coercion, and they tend to be committed to the organizational goal achievement (Cole and Kelly, 2020).
Theory X emphasizes rigorous supervision, external rewards and penalties, whereas Theory Y focuses on employee motivation, job satisfaction and encouragement towards work. Productivity of employees and motivation are greatly affected by the managerial practices of Theory X and Theory Y. The assumption of the manager towards their employees determines the management style. Management of Theory X seems to follow an authoritarian management style by intervening and micromanaging the activities. On the contrary, management with Theory Y perspective tends to follow a democratic management style, encouraging employee participation.
[bookmark: _Toc195617022][bookmark: _Toc195878614][bookmark: _Toc195878815][bookmark: _Toc195880330]3.3.5 Herzberg’s Hygiene Theory
Frederick Herzberg proposed the two-factor hygiene theory in the 1950s. The theory focused on the satisfaction and dissatisfaction of employees in the workplace. Herzberg interviewed around 200 engineers and accountants about their satisfactory and dissatisfactory moments in their jobs. He found that some factors lead to job satisfaction, which are named as motivators, whilst other factors that cause job dissatisfaction are known as hygiene factors (Cole and Kelly, 2020).
The prominent motivators or satisfiers are as below:
· Task achievement
· Recognition at the workplace
· Work itself
· Job responsibility
· Career advancement and growth (Cole and Kelly, 2020)
The key factors of dissatisfiers or hygiene factors are as below:
· Administration and policy of company
· Wages
· Supervision
· Condition of workplace
· Relationship with supervisor (Cole and Kelly, 2020)
[bookmark: _Toc195617023][bookmark: _Toc195878615][bookmark: _Toc195878816][bookmark: _Toc195880331]3.3.6 Expectancy Theory of Motivation
The Expectancy theory of Motivation was introduced by American Victor Vroom in the 1960s. Vroom defined motivation as the process of selecting the best alternatives among available voluntary actions based on the expected outcome of the action. The essence of his idea was that an individual’s behavior is shaped by the perceived subjective reality rather than objective reality. Vroom identified three factors based on which an individual puts effort into something. Those three factors are as follows:
· Expectancy: the extent of personal belief that a certain action will lead to a desired outcome
· Instrumentality: the extent to which a person believes that the effectiveness of performance will lead to desired reward
· Valence: the extent to which a person believes that an attractive reward is available (Cole and Kelly, 2020)
[bookmark: _Toc195617024][bookmark: _Toc195878616][bookmark: _Toc195878817][bookmark: _Toc195880332]3.3.7 Equity Theory
The equity theory was introduced by Adams in the 1960s, who was a workplace and behavioural psychologist. The equity theory advocates that in a workplace, people are also concerned about the nature of reward, not only the reward. This theory emphasised the feelings of people towards fair treatment as compared to those in the same workplace. The employees compare their income and output of other people of the same level; if they feel inequality in treatment, it creates distress, causing positive or negative action to restore equity. The positive action is to improve the input to seek improved rewards, or act negatively by working slowly (Cole and Kelly, 2020).
[bookmark: _Toc195617025][bookmark: _Toc195878617][bookmark: _Toc195878818][bookmark: _Toc195880333]SECTION 3: CONTEMPORARY MANAGEMENT THEORIES
[bookmark: _Toc195617026][bookmark: _Toc195878618][bookmark: _Toc195878819][bookmark: _Toc195880334]3.4 Contingency (Situational) Theory
The contingency theory was developed by sociologists Tom Burns and George Stalker in the late 1950s. The theory proposed that there is no ‘one best way’ of organising, managing and leading. Instead, the action of a manager or a leader relies upon the circumstances, also referred to as context or environment. The contingent contended that a manager or a leader needs to be developed flexibly because of the dynamic nature of people and the business environment. The contingency theory emphasises effectiveness as a key to good management.
[bookmark: _Toc195617027][bookmark: _Toc195878619][bookmark: _Toc195878820][bookmark: _Toc195880335]3.5 System Theory of Management
The System Theory of Management focuses on the interdependence and synergy between subsystems and sees organizations as a complex set of interconnected subsystems working together to achieve shared goals, in which changes in one factor affect others (Cole and Kelly, 2020). The system may be both a closed and an open system. The closed system is self-sufficient and does not interact with external environments, whilst the open system interacts with external environments. Three main features of an open system are as below:
· Collection of input from the environment, e.g. people, materials, information and finance
· Convert the input into the output through a process
· Giving back the processed input into the environment in the form of output
· Feedback (Cole and Kelly, 2020)
[image: ]Figure: Organizational Input System









[bookmark: _Toc195617028][bookmark: _Toc195878620][bookmark: _Toc195878821][bookmark: _Toc195880336]3.5.1 Cybernetic System
The cybernetic system was made by Norbert Wiener in the 1940s; later, Stafford Beer introduced it to the management organization. Beer was a British theorist associated with Manchester Business School as a consultant and professor. Cybernetic system refers to the organizational process of input, process, output and feedback, it is also known as an adaptive system. The ethos of a cybernetic system is self-regulation based on the information collected through the feedback to identify any deficiencies in performance against the standards and take corrective action (Cole and Kelly, 2020).
[bookmark: _Toc195617029][bookmark: _Toc195878621][bookmark: _Toc195878822][bookmark: _Toc195880337]3.6 Management Information System Theory
Information is processed data that may contain unprocessed information collected from customers, other sources, or organisations, whilst an information system is a set of components which gather, process and disseminate information in an organisation. Information is a key resource for contemporary management, which is used to improve operational efficiency, launch new products or services or business models, develop personalised customer services, improve decision-making, and, more specifically, build competitive advantage. Therefore, the contemporary manager should have a helicopter view for better management of the organisational resources: people, processes and information (Cole and Kelly, 2020).
[bookmark: _Toc195617030][bookmark: _Toc195878622][bookmark: _Toc195878823][bookmark: _Toc195880338]3.7 Ecosystem: A New Management Paradigm
Modern management is experiencing a major shift from rigid, hierarchical organisations to dynamic, customer-oriented ecosystems, for which big corporations such as Haier, Tencent, Google, Pixar, Alibaba, Amazon, etc. are embracing decentralisation, cooperation and disruptive innovation. Companies in the 21st century focus on collaboration rather than competition; they prefer building networks over a structured hierarchy and influence people to get things done instead of control. Management should build ecosystem thinking for sustainability through agility, ongoing innovation, and collaboration to create value for stakeholders (Denning, 2020b).
Management Paradigm Shifts
i. Shift in Purpose: profit maximisation to customer-centric
ii. Shift in Structure: from top-down to a flat, small, agile, autonomous team
iii. Shift in Power: from rigid hierarchy to horizontal network/ ecosystem

[bookmark: _Toc195617031][bookmark: _Toc195878623][bookmark: _Toc195878824][bookmark: _Toc195880339]CHAPTER IV
[bookmark: _Toc195617032][bookmark: _Toc195878624][bookmark: _Toc195878825][bookmark: _Toc195880340]21ST CENTURY MANAGEMENT THEORY
[bookmark: _Toc195617033][bookmark: _Toc195878625][bookmark: _Toc195878826][bookmark: _Toc195880341]4.1 Contribution of Management Theorists: Thinkers of the 21st Century
This section discusses Peter Drucker, Geert Hofstede, Henry Mintzberg and Peter Senge, whose views still have a profound effect on contemporary management.
[bookmark: _Toc195617034][bookmark: _Toc195878626][bookmark: _Toc195878827][bookmark: _Toc195880342]4.1.1 Peter Drucker (1909): Management as a Discipline
Peter Drucker is a popular management scholar born in Vienna in 1909. He was appointed as Professor at New York University, where he taught Management and became the first person to teach management. In his ground-breaking book of management, ‘Concept of the Corporation’, he postulated management as a responsibility and a practice rather than just a rank or title. He also defined management as a discipline that can be taught, and one must study it like other disciplines. He described his philosophy and approach to management in his two famous books: The Practice of Management (1954) and Management Tasks, Responsibilities, Practices (1973) (Robinson, 2005). Peter highlighted the importance of knowledge workers in modern business organisations. Drucker’s five fundamental principles of management are as follows:
· objective setting
· organizing
· motivating and communicating
· set standards of performance
· developing people (Robinson, 2005)
Drucker's famous quotation is cited by (Robinson, 2005) are presented below:
“The most important contribution management needs to make in the 21st century is … to increase the productivity of knowledge work and the knowledge worker.”
[bookmark: _Toc195617035][bookmark: _Toc195878627][bookmark: _Toc195878828][bookmark: _Toc195880343]4.1.2 Geert Hofstede (1928): Cultural Differences
Geert Hofstede was born in 1928 and is well-known for his contribution to cross-cultural management derived from the worldwide survey of IBM employees who belong to different nations but shared commonalities such as educational qualifications, work and company nature (Robinson, 2005). His concept helps managers to navigate cultural differences and avoid ethnocentric decision-making in modern businesses. He identified five aspects that differentiate culture from one nation to another:
i. Power Distance: High power distance is characterized by increased emphasis on hierarchies, whereas individuals with a low Power distance emphasize equal rights.
ii. Collectivism vs Individualism: Collectivism believes in social groups, whereas individualism believes in individual identity.
iii. Masculinity vs Femininity: Feminine societies prefer cooperation, whereas masculine societies represent confident and competitive.
iv. Uncertainty Avoidance: Countries with low uncertainty avoidance are tolerant of rules and unpleasant with regulations and vice versa.
v. Long-Term vs Short-Term Orientation: Anglo-Saxon western countries are short-term oriented, unlike Far Eastern countries (Robinson, 2005).
[bookmark: _Toc195617036][bookmark: _Toc195878628][bookmark: _Toc195878829][bookmark: _Toc195880344]4.1.3 Henry Mintzberg (1939): The Reality of Management
Henry Mintzberg (1939) was a professor at McGill University in Montreal. He published his book, “The Nature of Managerial Work,” in 1973, in which he described what managers do in opposition to the notion of what they do, claim they do or ought to do. He pointed out that the manager’s work is highly fragmented, which takes place in a short time and faces frequent interruptions. Mintzberg argued that managers are not systematic planners; rather, they prefer to perform current tasks that are systematic, well-defined and non-repetitive. He also pointed out managerial work as untidy and inconsistent with the rational model, often following ‘bounded rationality’. He also criticized the MBA programs for misinterpreting. management as analytical rather than practical. He emphasized people and their relationship in an organization and laid down a strategy as an emergent and creative process (Robinson, 2005). 
[bookmark: _Toc195617037][bookmark: _Toc195878629][bookmark: _Toc195878830][bookmark: _Toc195880345]4.1.4 Peter Senge (1947): The Learning Organisation
Petern Senge was born in 1947. He put forward the concept of learning organization in his book “The Fifth Discipline,” published in 1990, and introduced it into management thinking as well. Hi concept helps contemporary management to address rapid change and knowledge management. His idea of the learning organisation introduced a systematic approach to organizational growth and innovation. Peter defined organisation as a place where people constantly increase their ability to produce desired results, where novel and comprehensive thinking is encouraged, where collective aspiration is set free, and people are always inspired to see things as a whole. Businesses need to be adaptable and flexible to thrive in a dynamic environment. A learning organisation should change its mindset and nurture the employee creativity and attain their loyalty for sustainable growth (Robinson, 2005). The learning organisation needs mastery in the following five disciplines:
i. System Thinking: the ability to perceive things as a whole, not in parts
ii. Personal Mastery: always ready to learn and grow, not afraid to admit ignorance
iii. Mental Models: deeply rooted assumptions to see the world
iv. Building Shared: Values: encourage volunteer learning for the benefit of all
v. Team Learning: foster creativity and innovation as a team (Robinson, 2005)
[bookmark: _Toc195617038][bookmark: _Toc195878630][bookmark: _Toc195878831][bookmark: _Toc195880346]4.1.5 Michael Porter: The Five Force Model
The Porter’s Five Force Model was developed by Michael E. Porter in 1979, which framework for strategic management to analyze the competition level in any industry. It helps the organisation to identify unexplored markets, identify sources of competition, strategies to tackle the challenges and estimate probable profit to make informed decisions.
Figure: Porter’s Five Force Model
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[bookmark: _Toc195617039][bookmark: _Toc195878631][bookmark: _Toc195878832][bookmark: _Toc195880347]4.2 Morgan’s Organisation Metaphors
Gareth Morgan metaphorically described an organisation in his book ‘Images of Organisation’ in 1986. He identified organisation as eight metaphors: machine, organism, brain, culture, political system, psychic prison, flux and transformation, and instrumentation of domination. These metaphors help to understand the structure, behaviour, challenges and complexity of an organisation.
[bookmark: _Toc195617040][bookmark: _Toc195878632][bookmark: _Toc195878833][bookmark: _Toc195880348]4.2.1 Machine Metaphor
The machine metaphor considers organisations as a machine consisting of interconnected parts which operates in a stable environment. The roles and authority of all roles are well defined, and each part is specialised in performing the task efficiently. Fayol’s command and control, Taylor’s scientific management and Weber’s bureaucracy represent the machine metaphor (Gazendam and Variety, 1993).
[bookmark: _Toc195617041][bookmark: _Toc195878633][bookmark: _Toc195878834][bookmark: _Toc195880349]4.2.2 Organism Metaphor
The organism metaphor demonstrates organisation as a living thing that evolves and adapts to its environment where they are born, grows, declines and dies. The evolution pattern, adaptation state and change in organisation can be identified. The system theory, contingency theory, typology theory of Mintzberg and the ecosystem view of organisation fall under this metaphor.
[bookmark: _Toc195617042][bookmark: _Toc195878634][bookmark: _Toc195878835][bookmark: _Toc195880350]4.2.3 Brain Metaphor
The process of converting data into information, its analysis, and decision making characterizes the brain metaphor of an organisation. The concept of several decision-making theories, learning organisation and cybernetics represents a brain metaphor.
[bookmark: _Toc195617043][bookmark: _Toc195878635][bookmark: _Toc195878836][bookmark: _Toc195880351]4.2.4 Culture Metaphor
The culture metaphor represents the organisational culture, shared values created and maintained by people within an organisation that guides the behaviour and decision-making.
[bookmark: _Toc195617044][bookmark: _Toc195878636][bookmark: _Toc195878837][bookmark: _Toc195880352]4.2.5 Political System Metaphor
The organisation is taken as a system comprising people with diverse interests, and the organisation should provide consultation and negotiation to reconcile the differences. 
[bookmark: _Toc195617045][bookmark: _Toc195878637][bookmark: _Toc195878838][bookmark: _Toc195880353]4.2.5 Political System Metaphor
The organisation is taken as a system comprising people with diverse interests, and the organisation should provide consultation and negotiation to reconcile the differences. 
[bookmark: _Toc195617046][bookmark: _Toc195878638][bookmark: _Toc195878839][bookmark: _Toc195880354]4.2.6 Psychic Prison Metaphor
The psychic prison metaphor identifies the work culture and assumptions that control human thought and behaviour. 
[bookmark: _Toc195617047][bookmark: _Toc195878639][bookmark: _Toc195878840][bookmark: _Toc195880355]4.2.7 Flux and Transformation Metaphor
This metaphor considers organisation as a dynamic and proactive adaptation to an ecological environment. 
[bookmark: _Toc195617048][bookmark: _Toc195878640][bookmark: _Toc195878841][bookmark: _Toc195880356]4.2.8 Instrument of Domination
This is the means of exploitation and power imposition used by selfish elites to suppress others. The rational ground, traditional ground and charismatic ground are three types of domination.
[bookmark: _Toc195878641][bookmark: _Toc195878842][bookmark: _Toc195880357]4.3 Emotional Intelligence in the Workplace
Emotional intelligence is the capacity to identify one's own and others’ feelings and emotions, differentiate among them and utilise the knowledge to influence thinking and behaviour (Webb, 2009). It is equally important as other skills of managers and leaders, as their task is concerned with influencing others' behaviour to achieve the stated goals and objectives of the organisation. There are four elements of EI, consisting of twelve competencies that can be learned to improve organisational performance (Goleman and Boyatzis, 2017). The four elements are discussed below:
i. Self-Awareness
Managers should be capable of identifying their strengths, weaknesses, trigger points and emotions; only then can they avoid impulsive decisions.
ii. Self-Management
Self-management helps managers to control their emotions, maintain adaptability with the changes in the environment, and have optimistic and goal-oriented views.
iii. Social Awareness:
Social Awareness helps managers to stay informed about workplace scenarios and build empathy, which fosters inclusivity in the organisation. 
iv. Relationship Management:
Managers should have the ability to provide feedback on the performance of employees, which can build the spirit of teamwork among employees.
[bookmark: _Toc195878642][bookmark: _Toc195878843][bookmark: _Toc195880358]4.4 The Fourth Industrial Revolution and the Future Workplace
The first industrial revolution started with the invention of the steam engine and mechanical loom, followed by the introduction of the assembly line and electric engine, which enabled improved productivity. Automation, computers and electronics characterise the third industrial revolution (Ajibade and Mutula, 2020). Organisations today are going through the fourth industrial revolution, characterised by “panther organisation”[footnoteRef:1] and “old hamster-wheel mentality”, people need to become innovative and knowledge workers (Johannessen, 2018). The outbreak of the COVID-19 pandemic has fostered the concept of E-commerce and E-business as a result boosted the 4IR . The utilisation of robots, AI and IoT significantly affected all sectors of organisations, such as procurement, production logistics, marketing, finance, and specifically on Human Resources. (Ajibade and Mutula, 2020) demonstrated that robotics, AI and IoT are playing a crucial role in reshaping the working life of people. Traditionally, people were engaged in full-time jobs sitting at their work tables, but nowadays they are inclined towards freelance work, remote work that can be done sitting at a cafe. Recruitment was done through advertisements in newspapers and posters, which nowadays is done through online platforms with the use of chatbots and online assessments. People with sickness, disability and in need of care benefit from these technological aspects, which enable them to work. On the contrary, people working in different fields, such as the medical field, journalists, architects, marketing individuals, industry workers, etc., are facing both risk and insecurity of jobs due to robots and AI tools (Johannessen, 2018). Workers are exposed to a low pay scale and low work rights. By the end of the 4IR, be death of hierarchies and the rise of the precariat. Workers would be forced to work in short term contracts with low wages due to the dominance of AI and robots in the human resource field, and not having innovation and knowledge-based skills (Johannessen, 2018). [1:  For insight on “Panther Organisation” and “Old hamster-wheel mentality”, please refer to “The Workplace of the Future: the Fourth Industrial Revolution, the Precariat and Death of Hierarchies” (Johannessen, 2018)] 


[bookmark: _Toc195617049][bookmark: _Toc195878643][bookmark: _Toc195878844][bookmark: _Toc195880359]4.5 New Management Challenges: The New Era of Management
Traditional management was involved in controlling and limiting people, enforcing rules and regulations, maintaining stability, efficiency, and hierarchy. However, postmodern management is concerned with continuous change management, enhancing people’s creativity, value creation and sharing information and power. A postmodernist manager needs to have a helicopter view and keep an eye on everything that takes place in business and its environment. world today which is also known as Industry 4.0 Management of the new era is confronted with numerous challenges such as globalization, knowledge management, agility, integrity, value creation, cost minimization and differentiation. The use of chatbots, virtual workshops, collaboration and feedback collection has created risk in human jobs. The major challenges faced by management in the New Era are as below:
· Value Addition: Organisations today need to thrive for value addition, value in each step of production that is perceived as beneficial by the users.
· Competitive Advantage: Management today should act proactively faster than the competitors and create a competitive advantage 
· Globalization: Globalization has made the integration of differentiation and cost reduction one of the major challenges in modern organisations.
· Workforce Diversity: In traditional organisations, workers were local people, however, contemporary organisations have to deal with people from different backgrounds.
· Technology and digital transformation: The Introduction of AI tools, robotics and IoT has made the organisational environment more volatile, for which managers need to be proactive.
· Sustainability and Corporate Social Responsibility: Managers today need to focus on balancing developments in economic, environmental and social context. They have to fulfil their responsibilities towards people, planet and profit, which is also known as the Triple Bottom Line. Further, the manager needs to make sure that the organisation fosters in the long run (Cole and Kelly, 2020).
[bookmark: _Toc195878644][bookmark: _Toc195878845][bookmark: _Toc195880360]4.6 Foucault and Bourdieu in Management
Michel Foucault focused on the role of power and bureaucracy in controlling the behaviour of employees through rules and policies. His approach provides tools for scrutinising governance and leadership strategy in an organisation. Similarly, Pierre Bourdieu’s theory helps to understand an organisation’s culture and strategies, focusing on the hierarchy and nexus between institutions. Both theories help to examine the practice, cultural differences and dynamics of power in an organisational setting.
[bookmark: _Toc195617050][bookmark: _Toc195878645][bookmark: _Toc195878846][bookmark: _Toc195880361]4.7 Contribution of Contemporary Management Theories in Tackling Contemporary Management Challenges
Management does not have a single theory but a set of theories, which is why Koontz (1961) defined management as a jungle of theories, cited in (Hussain, Haque and Baloch, 2019). Management theories and practices seem to have changed immensely over the past few decades, however, they are rooted in classical and neoclassical management theories. (Hussain, Haque and Baloch, 2019) also argued that management seems to have transcended from traditional to modern management approach; however, classical and neo-classical school of thought are foundational for tackling contemporary challenges caused by complexity, interconnectedness and the context. we are living in a rapidly changing digital era where products and services get obsolete overnight, which requires continuous adjustment in the vision, mission, strategy and structure. The technological advancements have exposed managers to uncertainties, challenges and opportunities, and the management has to act promptly before competitors by creating a competitive advantage, which requires continuous innovation and learning. The study of time and motion for the performance measurement and efficiency enhancement concept still exists in modern fast-food chains and call centers such as McDonald's. Similarly, the functions of a manager are still based on the five functions introduced by Fayol and Weber’s Bureaucracy is pervasive in private limited, public companies, government institutions, the medical field (NHS) and educational institutions. Machiavelli unleashed how power is used in an unethical way to suppress and exploit others for goal achievement. Some successful leaders today follow the Machiavellian ‘end justifies means’ approach is relevant in corporate governance and leadership integrity, such as the CEO of ITT (Robinson, 2005). Further, Maslow’s theory is still practiced by modern managers for employee engagement and well-being programs, such as compensation and bonuses. The influence of Peter Senge, Mary Parker Follett can be seen in the agile, resilient organisational practice, which emphasises knowledge workers, innovation, integration and collaboration through participative decision making and power sharing. Henry Mintzberg’s realistic manager helps managers to be ad-hoc and proactive, and Geert Hofstede’s concept of cultural differences provides insights on addressing such differences. Apple, Amazon and Google are some examples of learning organisations.
[bookmark: _Toc195617051][bookmark: _Toc195878646][bookmark: _Toc195878847][bookmark: _Toc195880362]4.8 Conclusion
From the analysis of the prevailing management theories and their practices in contrast to management in past, it is evident that classical and neo-classical management theories served as a foundation to modern management approaches. However, the contention that management is static and rigid seems untrue because management has changed significantly over the past few years. The shift of management from a mechanistic, task-oriented and highly structured hierarchy and top-down approach to knowledge-based, flexible and flat organisations justifies the change in management approach. Similarly, modern organisations pay attention to the culture, emotions and values of workers, which were ignored by traditional organisations and treated humans as machines. The contemporary management theorists reshaped management perspectives by emphasising knowledge, innovation, agility, and resilience to tackle challenges arising due to globalisation.
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