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ABSTRACT
Management theorists and consultants have been faced with the challenges of designing theories and ideas that provide solutions to the contemporary management issues. Many researchers have shown some efforts on how management have evolved in its efforts to solve those issues as they emerge. 
However, it has also been identified that those efforts are inadequate because of many factors like the nature of management, timing of the issues and the pace at which management deal with them, the lack of consensus among management theories and theorists, among others.
The issues as identified in this paper relate to motivation, recruitment, people management, performance appraisal and communication. It was discovered that management have made efforts at arresting those challenges but have not succeeded as a result of the above previously mentioned factors. 
A situational and review management have been suggested as a solution going forward in this paper







1. INTRODUCTION
It has been identified that great effort was made by management theorists and consultants alike to solve contemporary management problems. For instance, issues like motivation has been addressed by management from time to time in order to get a permanent answer to it. From the time of scientific theorists like Taylor who believe pay related incentives are the answer, through the time of Maslow who improved on that by recognising other incentives in a pyramid. And continuing through Herzberg and McGregor, management was trying to adapt to the changing conditions of the contemporary issues. The question however is whether management theorists and consultants have done enough in terms of providing theories that adequately address the contemporary management issues as they emerge? 
Although Dent and Bozeman (2014) argue that management has become the culture of everyone and has affected all aspects of our lives that people now take its impact for granted. To most of us it’s no longer a model, since it’s so deep in our cultural consciousness, but just the way things are. Many management theories so much permeate our dealings that we cease to realise they are there (Dent and Bozeman, 2014). It could then be argued that some solutions provided my management theorists and theories are not recognised as such. Consequently management may be doing more than it is recognised. Other researchers are however contesting the impact of management in an organisation. To many researchers like Guest, 2011 there is still no confidence in the saying that management provide answers to organisational problems.
Nevertheless, in this paper, the interest is to look at some management issues and see how management has adapted in order to deal with those issues as they occur. Definitely, some efforts of management are obvious at dealing with the issues of motivation, performance appraisal, communication, recruitments, and people management.
From the above statements, it is obvious management has strived to address contemporary issues. However, none of these management theories and principles was unanimously accepted as law on/rules of management as it is in pure sciences. All fail short of providing sufficient answers to the issues. This is not to say that management has not evolved. Rather management is not a science per se and fail to offer a universal solution to its problems. 
















2. CONTEMPORARY MANAGEMENT ISSUES
It examines the way of thinking needed to address emerging issues or challenges. These issues emerged as a result of past and present thinking process. It involves re-examining traditional and previous management principles and practices. The concept is to respond to novel issues as they emerge by adapting to the current realities of everyday practice. 
The problems facing management and the society are enormous. These problems as recognised in this paper are:
· How to interact with and between employees and management
· Identifying the best talent to hire in organisation who will be “fired” enough to take the organisation forward
· How can this amazing talents be managed? 
· Challenges of performance appraisal in organisation
· Lack of motivation by management and especially employees. Among others

2.1. HOW TO INTERACT WITH EMPLOYEES AND MANAGEMENT/COMMUNICATION
Communication deficiency in organisation can prove detrimental to the growth of such organisation. But an environment and culture of communication imbibed in an organisation can take it to another level. Communication may be difficult to handle as a result of some organisational features (Ellis, Nifadkar, Bauer and Erdogan, 2017). Besides, some misunderstanding, lack of understanding or other challenges may hinder perfect communication between management and employees. For instance, a busy manager may find it unable to give adequate feedback to the subordinates (Lonsdale, 2016) or an employee may find resentful the manager’s feedback. There is hence a cost to manager-employee feedback system and communication. The features of organisations that may hinder communication are: Organisation is a system of overlapping and interdependent groups. 
In today’s world, some multinationals or better globalised organisations have branches all over the world, and therefore may necessitate the existence of language challenges. Even though the use of technology has reduced this problem, yet it still poses some challenges in its own miniature way. Besides, organisations encourage diversity which helps harness different kinds of talents for greater innovation in such organisation. However, diversity means cultural differences which implies some communication gap. 
Previously, management has less need to deal with communication gaps as a result of diversity because there was not much in the way of organisational diversity. In the recent times, diversity has become a fuel to move organisation forward. Conversely, it has brought with itself some form of communication difficulties. Has management evolve with same pace to deal with this emerging issues? Honestly, management need to use technology to deal with these. But technology has some limits to the above problems. Hence, management need to fashion out ways to deal with these nature of problems as they emerge. 

2.2. IDENTIFYING THE BEST TALENTS/RECRUITMENT
Hunting potential employees is the first line of action towards building a team in any organisational setting. But the process of getting the right fit is changing in the society today. As much as the conventional practices like face to face interviews have not been thrown to the bin, they have been augmented by a range of diverse new methods like the assessment centres and online interviews and even the use of social media like LinkedIn, Facebook, Twitter, etc to advertise jobs. The use of video resume where potential employees pitch their “personality idea” to potential employers is equally in vogue. 
This is made possible by a sophisticated combination of modern tech, and post-modern management methods and strategies. Some of the challenges is that some candidates, for instance, appear professional in their supposed professional job search social media handle but are completely different in their other social media platforms. On the one hand, employers need some form of protection from such dualistic attitude. For instance, there could be a need for a platform that links people’s social media platforms, their searches, their personal, educational and professional life and achievements which can give a better realistic picture of potential employees’ personality and professionalism. 
On the other hand, use of social media has been criticised for many reasons. The first is the privacy compromise. Another is unfairness due to discrimination, Nikolaou and Oostrom (2015). Some demographics, regions and religions are not in tune with some media platforms. This could mean less of them are available for selection missing out on wonderful talent they would offer. Management theories have not yet found a solution for better employment candidature. As Swider, Zimmerman and Barrick (2015) pointed out, identifying the right candidates for an organisation requires a careful combination of systems working together. And this is a call to management.



2.3. HOW CAN THE AMAZING TALENTS BE MANAGED?/PEOPLE MANAGEMENT
People management is challenging as these people are individuals with unique traits. The process is inundated with paradoxes and complications. For instance, Organisations expect individuals to act uniformly for easy management whereas subordinates expect supervisors to treat them as unique individuals (Brewer & Gardner, 1996) in Zhang, Waldman, Han and Li (2015). In organizations, while supervisors are expected to control production processes, employees demand that they be given some degree of freedom in accomplishing the tasks. This kind of challenge can influence effectiveness in people management and communication. “Organizational functioning inherently involves tensions, competing demands, and even contradictions”. (Zhang, Waldman, Han and Li, 2015:540). “Such elements seem logical when considered in isolation but irrational, inconsistent, and even absurd when juxtaposed” (Smith&Lewis, 2012: 386). On the one hand, there is this need to satisfy organisational structural need. On the other hand, employees’ individual needs have to be met to ensure smooth operation of an organisation. 
Many attempts have been made by management to overcome these challenges. Behavioural complexity and flexible leadership has been employed in the past. Satisfying one end of a paradox at one time and another end at another time have also been utilised by management. As well focusing one unit towards the satisfaction of one end of a paradox and another unit at satisfying another end was a solution sort after. Management is hence tasked with methodically integrating opposing views in order to reduce friction and ensure system survival in the long run (Zhang, Waldman, Han and Li, 2015). According to Hofmann (2012) duality concepts may be utilised by managers in which they employ flexibility in a controlled scenario by granting employees the discretion to pursue task according to their chosen way while maintaining the overall goal of the establishment. To achieve this, Zhang, et al (2015:541) offered what they referred to as five behavioural management which are:
“Combining self-centredness with other-centeredness; Maintaining both distance and closeness; Treating subordinates uniformly, while allowing individualisation; Enforcing work requirements, while allowing flexibility; and Maintaining decision control, while allowing autonomy.” They suggested that managers need to undergo training to be able to deal with short-term eventualities as well as long-term standpoint concentrating majorly on paradoxical reasoning and activities. 
Lanaj and Jennings (2019) suggested that managers have to direct employees towards organisational goal attainment and as well fulfil psychological need to improve follower well-being. However, they argue that responding to those may hurt managers “own affective and cognitive resources”p.356. Helping employees to fulfil psychological needs may be in the form of settling family conflict, marital issues, depression, and problem with children, among others. However it does not come without some costs. Helping can lead to fatigue, role overload and other related problems. It may lead to depleted affective and cognitive resources for the managers. 
This suggests that the act of helping may be detrimental to managers. It may raise manager’s negative affect through emotional regulation. Managers need to strive to deal with emotional displays of employees which usually follow personal issues like fear, feeling uncomfortable and vulnerable. Likewise, managers need to deal with their own emotional states like discountenance, agitation, sympathy and shock as these may render such help particularly adverse for manager’ affective states. These kind of duties usually fall outside the main domain of the manager and may hence prove more difficult to handle. Explaining why managers prefer dealing with work-related employee issues to dealing with the more personal ones. And some studies suggest that those emotional problems are viewed by managers as outside the tenets of their employment and hence are considered not very necessary by them. Basically, “personal helping may enhance leaders’ negative affect because such events are challenging, disruptive, and effortful for the leader” Lanaj and Jennings (2019) p.357. It is challenging to management cause its complexity, requiring a complex solution. 
2.4. CHALLENGES OF PERFORMANCE APPRAISAL IN ORGANISATION
Performance appraisal is core to employee motivation and organisational productivity. As Victor Vroom suggested in his Expectancy Theory, employee effort will increase if they expect an increase in valuable reward. So, if an organisation can get her performance appraisal right, this is key to productivity. However, the challenges start with what is actually work performance and how can those be appraised. As pointed out by Kline and Sulsky (2009), many authors have tried to grapple with and address the inherent complexities when appraising performance. Nevertheless, they suggest that researchers have identified below as the important element of any performance appraisal:
The dimensions of performance; the expected compared to the alternatives; the conditions when performance is being evaluated; the extent of the standards among others. Although it has not yet been established what return, value and impact mean in the context of performance appraisal.
But Chung, Bong and Kim (2019) argue that the best predictor of performance is goal. They go on to state that different goals predict different performance and motivation, suggesting that the goal to master the activities or events predict intrinsic motivation and the goal to outperform other employees, known as performance-approach goals, predict performance while performance-avoidance goals are damaging to both performance and motivation. However, it was challenged that performance-approach goals might be both beneficial and harmful at the same time. 
What is however clear about performance appraisal and management is the lack of consensus and clarity on the subject matter (Schleicher, Baumann, Sullivan and Yim, 2019; Adler et al, 2016). In fact, Woerkom and Bruijn (2016) in their paper “why performance appraisal does not lead to performance improvement” argue that employees are being rated on their weaknesses rather than their strength which leads to frustrating experience. Since a set of criteria are used and employees are expected to rate high in each of those criteria, employees may not be comfortable with those criteria. It will be like judging a fish by its ability to climb a tree. They suggested a developmental dialogue instead where the focus will be on employee strength and how to make optimal use of those employee strength and allow diversity in the way individual employees execute their jobs. They believe that this will improve performance by stimulating motivation.
Schleicher et al (2019) suggested Performance Management (which they see as a system) rather than Performance appraisal which is usually carried out once or few times in a year. The bucks of Performance management evaluation does not stop on the employees. It is multilevel. The processes and policies affect company results not only as a result of the actions, inactions and attitudes of the employees but also that of the management. Therefore, there is need to evaluate both employee as well as management levels of reactions to performance management (PM). Even though majority of PM research is on the reactions of the followers, managers’ reactions are equally key to understanding PM. Some aspects of PM are being criticised by some researchers yet no enough literature to approve or disprove them as unnecessary or wholly necessary. For instance, according to Schleicher, et al (2019) they argue that “after our own very comprehensive review of the literature, we simply do not see any sufficient empirical basis for deciding whether or not performance rating adds value to PM systems, especially given the limited ways in which value has been operationalized in prior PM research” p. 870 bringing some murky and obscurity into the nature and purpose of PM study. This points out the inconsistency of management.

2.5. LACK OF MOTIVATION BY MANAGEMENT AND ESPECIALLY EMPLOYEES
Employees in the present-day demand from organisation the aligning of their work goal to their individual value system. A lack of this may discourage them and make them disinterested in the job. “…a work or a job is purposeful when the individual engaged in it derives a sense of pleasure of being involved” (Pradhan, Panda and Jena, 2017 p.240). As they get discouraged with their job, this can lead to a reduction in performance and by implication organisational productivity. Lack of goal congruence may lead to labour turnover. There is therefore need to continuously engage employees and align their work goal to their individual goal through training, counselling, meetings, promotion of a sense of community feeling, support, communication as well as employee involvement in decision making. Encouraging passionate activities into the work place; and developing a favourable, healthy and exciting environment can undeniably encourage employees to put in their best and also keep them in their role, (Pradhan et al, 2017), without which they may want to quit.
[bookmark: _GoBack]Studies found that the more passionate employees are, the more they can align their skill sets to deal with numerous demands of their roles. And the easiest way to encourage passion is by encouraging interpersonal relationships among colleagues and organising off work events where they can mix up. Consequently, managers need to create an environment that can align employees’ individual goals to that of the corporation. Pradhan et al (2017) recommended an environment that present “Clear articulation of organizational purpose; devising extrinsic reward patterns; Climate of trust; Leading by example” p.240. Manager are bound to be bold, mature, passionate and reasonable. “They must promote passion, purpose, and growth to the same degree to which they promote ﬁnancial objectives of their business. They must not be threatened by the passions and aspirations of others, but instead, they must have the integrity to resolve disagreements or power struggles through communication rather than confrontation” (Pradhan et al, 2017:240)
To encourage employee passion, a management style that encourages some form of independence, liberty, communal living is required in the organisation. Such establishment should encourage clear organisational strategy, clarity of purpose, delegation of responsibilities, trust in employee and a sense of integration between management and employees as well as among employees. The above will instil a sense of belonging in the employees and make them see the organisation’s goal as a macrocosm of their individual goals. These challenges confront management and in the analysis section, the adequacy or inadequacy of management operations to tackle the above will be explored.






3. MANAGEMENT THEORIES
Historical and Developmental Aspect: 
The concept of management theories is almost as old as mankind (Kwok, 2014). However, it was only recognised and imbibed as a discipline in later years. Management, which is defined by Mary Parker as getting things done through people, has always been there. From the time of emperors and kings using subordinates to get jobs done in a crude way to the modern time when employees are left to spearhead their activities towards organisational goal.
There are many classifications of management based on different schools of thought. The most recognised is the one by Hitt et al (1979) in which they recognised management to be classified as 
(a) Classical
(b) Neoclassical
(c) Modern 
And in the recent time, (d) Post Modern Management School of thought.
3.1. CLASSICAL MANAGEMENT THEORY
During the 19th and the 20th century, these kind of management theories were used. The problem of organising resources, recruiting employees, dealing with or motivating dissatisfied employees needed to be sorted out. In their quest to provide answers to the above and so many other management issues, management theorists and consultants employed different mechanisms. Depending on from which angle the theorists were looking at those issues and their style of efficiently providing solution to them, three different management principles subunits were born:
(a) The scientific management theory
(b) The administrative management theory and
(c) The bureaucratic management theory.
The scientific management theory involve using scientific methods to improve productivity, efficiency and effectiveness of workers. It tries to enhance workers individual contributions by focusing on organisational functions. This method was specifically interested in solving the problem of low productivity. Hence, they advocated division of labour and specialisation, training and financial reward of workers to motivate them. Most notable among the theorists was Frederick W. Taylor who crafted a scientific method of enhancing productivity after his experiments. At this level, management solution of the issues at that time was how to use scientific method to enhance worker productivity. At that time, workers were viewed as machines. However, at the time performance appraisal was not as challenging. Observing workers or the use of piece rate could render some solutions to the underlying issues. One of the major criticisms of this kind of management theories is that they look at management from an individual or operational point of view. Consequently, no adequate cohesion emphasizing the organisational mission and vision. Hence, more advanced issues that requires innovation could not be dealt with.
The administrative management theory focuses rather on the productivity of the whole organisation rather than as individuals. The most notable figure is Henri Fayol who is referred to as the father of the Classical management theory. His 14 principles of management would become a model for many organisation to solve their management issues. It included esprit de corps, unity of command, division of labour, unity of direction, subordination of individual interest to the common goal among others. From the above, it is obvious that his challenge is bringing individual workers to a common organisational goal. He was actually looking at solving management issues from the perspective of the senior management. In as much as he was looking at productivity, his major interest is in achieving organisational goal. What is the mission of the organisation and how can management achieve this mission? This is the overall principle. He still believe in the belief of the scientific theorists but looking at solving organisational problem wholly rather than by individual functions. However, since emphasis was on overall organisational goal, there is no emphasis on job responsibility. So, employees are not flexible enough to adapt when there is a shift in the organisation.
3.2. NEO CLASSICAL MANAGEMENT THEORY
The bureaucratic management theory involves a set of clearly defined rules, policies, procedures and hierarchy within the organisation. It was formulated by Max Weber who was determined to provide solution to the overlapping of responsibilities within an organisation. The emphasis is on position of the authority rather than the person who occupies the position.
They thought this kind of management system would be adequate to solve management problems. But this kind of management system has got its own flaws as it gives rise to red tapes, lack of creativity, delays and inefficiencies in the system. Since workers are viewed as element of the rules and policies in place, they are less willing to take responsibilities and become innovative. Workers were treated like machines, and they in turn just had to follow procedures irrespective of the efficiency/inefficiency of such procedures. It hinges on behavioural conformity rather than the organisational goals which should be met through increase in productivity and quality performance. This implies that adequate solution has not been sort through this method. And hence, management still need to devise a way to fashion her solution.

MODERN MANAGEMENT THEORY
Looking at the diversity of employee needs, management needed to figure out a way to approach employees that considers them as individual employee with special needs rather than assuming uniformity of needs and aspirations. Firstly, organisations are different and they engage employees who are different as well. So those employees should be approached through a special mechanism that recognises individual differences. They do not believe in one method fits all strategy which could be applied across board but a situational approach which each organisation need to adopt to its specific needs. For instance, a different communication style should be used for different kinds of employees. So management need to also recognise that different strategy might be better adopted at a different scenario. This looked like an answer to the management problems being sort after. And they include System theory and Contingency theory. Can they provide answers to managerial issues?
System Approach: this approach sees every part as a unit of the whole. It was designed to find a solution to incongruent goals in an organisation. Different parts or departments of a system may be having incongruent goals which may not be healthy for the overall organisational goal. System approach streamlines every departmental head directing them that all efforts are made for the overall goal of the organisation. In other words, every departmental head looks at the overall implication of their actions on the organisation rather than from their own unit approach. It uses a bird’s view’s approach just like a naturopathy. The systems approach states that a departmental head is not confined to their departmental output but the overall goal of the whole organisation. The key to the achievement of this kind of approach is constant vertical and horizontal communications among departments and employees alike. Precisely, systems approach grasp the importance of business relationship webs and its efforts.
Contingency Approach:
As the name implies, contingency approach is a management response that is dependent on the situations, actions and outcomes. This implies that no rule or strategy is an effective solution to management problems. Rather, management have to act according to the information and situation presented at that particular time. It is based on aggregating the interdependence of factors surrounding the managerial problem. A different situation demands a different approach to achieve a desired result. Having looked at different ways of solving the contemporary management issues, and no universal answers was found, this kind of approach was developed. So a manager has to look critically at the situation in front of them in order to make a managerial decision regarding the situation. It portrays management issues as having a unique circumstance and hence requiring a solution that is peculiar to that circumstance.
From the above history, its obvious management is adapting in order to be able to solve management challenges as they arise. The above management strategies may be a go to for managers to move about in their quest to solve their managerial problems. Management is a concept that involves devising the means to solve organisational problems as they appear. To be efficient and effective, a manager need to embrace innovation by first understanding the issues surrounding an organisation and then coming up with a solution not necessarily by the application of an already existing theory but by using those theories as the basis towards deriving their own strategy that will tackle the issues.

POST MODERN MANAGEMENT THEORY
A true definition of postmodernism is as challenging as it is engaging. There is so much ambiguity surrounding it. Perhaps not ambiguity but distinctness. Boje (1996) in Giddens (1990) described it as a time right after modernism era which ushers in “a new and distinct social order” p. 46. Even though it supersedes and comes after modernism, it may not be said to be an advancement or progress from modernism. It is rather unique and distinct in its own discourse. Boje (1996) described it as post management era. An era when management paves way to “design” according to Dr Patel lecture notes. It offers the possibility of a radically new understanding of management. It re-examines and questions management and managerialism encouraging scepticism and criticism at all times. It is based on Gouldner (1976) concept that “rationality is…the capacity to make problematic what had hitherto been treated as given”. It heralds a flat organisation with more micromanagement by top managers. At this point, management need to stop managing and rather start designing as it assumes the following:
“it is a networked economy; creativity beat the competition, knowledge is dispersed in the organisation; knowledge resides in the heads of highly qualified specialists; employees’ skills are highly specialized and complex that managers don’t even know exactly what their employees are doing or can do” culled from Dr Patel’s lecture note (2020). Hence, “managers should start defining work principles and set creativity goals they want people to meet”. Since employees know enough on meeting those goals, managers can now concentrate on the “the job of taking themselves out of job” as Wikipedia founder described it. Can this be the rule of management that provides a unanimous solution to contemporary management problems?

4. A CLASSICAL EXAMPLE OF MANAGEMENT ATTEMPTS AT SOLVING CONTEMPORARY ISSUES AND THE CHALLENGES
Frederick Taylor, one of the foremost classical management theorists, in his attempt to promote productivity suggested that workers should be rewarded for a job well done rather than pushed through scolding. He invented the piece rate reward system. His concept of reward was largely pay related reward which was fine as at that time. However, as workers evolve, it became obvious that they needed more. And as work evolve, piece rate system became impossible to apply in some situations.
Mayo’s Hawthorne experiment was reviewed to establish the importance of being recognised, teamwork, better communication, etc. It established that it was not necessarily lighting and heating responsible for increase in production. Rather it was workers recognising that they are being watched and hence their effort is being recognised. This may not have a direct link to Taylor’s theory, however it is an improvement or an addition suggesting that recognition is an essential element towards productivity. Managers need to take interest in the interests of the employees. There is equally need for better communication between managers and employees, and between employees. Recognition is yet another motivating factor.
Maslow, having read the above, came up with an amazing theory. In his Hierarchy of Needs, he suggested that different categories of Needs have to be met to motivate employees. But he also said that they come in ranks and should be satisfied one after another based on the ranks. He suggested that managers should take turns to satisfy employee needs, starting from physiological needs to self-actualisation level. It can be seen that advertently or inadvertently, management is making effort to address motivation and productivity as they emerge through their theories. Maslow’s Hierarchy of Needs was a great improvement. Yet it could not address the issues. It could not bury the contemporary issues of motivation like Newton buried gravity in 1687.
Herzberg, looking at Maslow’s Hierarchy of Needs and its inability to solve employee motivation issues, after conducting his own experiment imagine that some of the so called motivating factors are so basic that they do not actually motivate employees. In fact, they are expected by all and hence do not encourage people to work harder but certainly discourages them when they are not available. He referred to them as hygiene factors. This is an obvious contradiction from Maslow’s Hierarchy of Needs. Nevertheless, it did not refute Maslow as being wrong rather it presented two key issues: firstly, management is not a pure science as many theorists can use different approaches. Two theories may be different yet right. Secondly, as people evolve, what motivates/fascinates them in the past may cease to fascinate them. Those would become basic to them e.g Phone camera, air bag in cars, etc. that used to be luxury services but now are the very basics.
Alderfer again tried to modify the Hierarchy of Need theory to be able to provide answers to management issues. He came up with the Existence, Relativeness and Growth (ERG) theory. He still believed in levels of needs but this time he believed that different levels can be pursued simultaneously. But also that if a higher need is not satisfied, then a person may regress to seeking lower level needs. For this reason, managers should try to fulfil all elements of needs simultaneously rather than taking turns to fulfil them. Hence, all employee needs have to be continually fulfilled in order to keep them motivated. Anyone left unfulfilled may result to demotivation. At all times, employees should be made to feel safe, teamwork encouraged and interesting and challenging roles offered.
McGregor, looking at the theory of motivation and productivity from another angle, found that managers’ approach to employee motivation should be dependent on the behaviour of his employees or rather his perception of the behaviour of his employees. He invented the X and the Y theory. And stated that a theory X manager approaches his employees differently from the approach of a theory Y manager. He was trying to say that there is no particular formula to motivation. Rather a manager should act according to the kind of employees they have. He argued that categorising Needs like Maslow, Herzberg etc. did, is not an ultimate answer. Instead employees behave differently and a look at the nature of the employees may render some solution. Hence, if employees are X, they are better coerced, controlled, etc. but if they are Y, they are better guided rather than directed. His management theory provided yet another view on an attempt towards answering managerial questions as it relates to productivity and motivation. Still, it could neither obliterate previous theories nor provide absolute answers to the issues of motivation.
Still striving to answer this underlying theory of motivation, managers started looking over to processes rather than contents. And theorists like Vroom came up with expectancy theory in 1964 arguing that people are motivated based on what they expect the result of their action to be. Employees put in more effort if they expect that: firstly, those efforts will generate result. Secondly, that the results will be rewarded and thirdly, that those rewards will be an attractive one for them. He found a mathematical model to drive his theory home. 
MF = E * I * V where M stand for Motivation Force; E for Expectancy, I for Instrumentality and V for Valence. This implies that a decrease in any of the variable will, other things being equal, decrease motivation while an increase will raise motivation. It also suggests that if any of those variables is nil, then there is no motivation at all. So managers will have to ensure they give employees reason to believe all the effort will yield some utility at the end. And that overall utility will be maximised.
Porter and Lawler in 1968 also tried to provide answers by looking at Vroom’s Expectancy theory. So have many other theorists. Management concept will continue to develop and grow through the innovation of new techniques and strategies as far as the world exists (Kitana, 2016). Management is obviously making effort to provide answers to contemporary issues of management as they emerge. Unfortunately, because of the nature of management and those contemporary issues, those efforts are not sufficient to provide a unanimous solution in the form of law to those issues.
There is no attempt by the author at criticising these management theories. The author merely want to use this section to detail an example of management effort at solving contemporary management issues and the challenges they face. An elaborate criticism of theories of management are detailed in the analysis section of this paper. From the author’s point of view, management has improved and remain improving in order to address the contemporary issues facing it. However, it has not succeeded in doing this.







5. ANALYSIS AND CRITICISM
5.1. TIME AND TRADE-OFF. 
Management is dynamic. Contemporary issues are fast changing. Yet the theories and the consultations take time to be accepted. For instance, there are few popular management theories in the 21st century. Whereas this century has developed and evolved through technological, environmental and scientific changes and innovations which are ubiquitous in the society today. One would think that many management innovations will be out there to offer solution on the radical changes that are obtainable in the late twentieth century and the twenty-first century. 
Besides, there is always a trade-off between the threat of not addressing the issues and the cost of addressing it. For instance, a good communication between management and employees require some closeness and relationships. Even though close relationships between manager and employees enhance the employee positive attitude, behaviour and work performance, those closeness could be detrimental (Zhang, Waldman, Han and Li, 2015) making the manager to either lower standard, avoid conflicts or make favouritism decision towards the employee(s). Close proximity between manager and follower may endanger employee’s attitude towards the manager. Hence, managers “are challenged by the need to maintain distance while simultaneously forming interpersonal bond” p. 542. So generally in life and especially in the field of management, there is usually bound to be some trade-offs and this presents some challenges to the discipline.
Management does not evolve at the pace of the problems. Kevin Friary argue that when work is mainly physical and repetitive, money can be a good motivator. At this level or area, the innovation of a clear financial mechanism to reward effort like Taylor predicted will enhance motivation. However, as work become more complex, the overall picture becomes more complicated. He stated that there is evidence to prove that for brainpower, more money, all other things being equal, would mean less motivation and hence less employee productivity. At this level, staff would be motivated if opportunities are presented to them. They hence need to spend some time doing work that challenge them as it presents them with the opportunity to excel. At the next level, employees would need some level of flexibility and control in their duties. The key is to set clarity on the direction with a good performance indicators and constant re-evaluation and dialogue system to achieve a motivated environment. But as the innovations that creates communication gap and more complex performance appraisal are initiated, management innovation could not meet their pace.
5.2. WHY MANAGEMENT THEORIES FAIL:
One of the assumptions of management theories is that certain conditions exist (Akpor, 2018). Hence, the application of those theories will be dependent on the fulfilment of those assumptions underlying the theories. However, conditions and situations differ and more importantly change from time to time. A management theory that is very practical to a particular management issue might not be practical to a similar management issue under another condition or in an entirely different time period. McGregor’s theory X and theory Y clearly states that employees are different and hence need an entirely different management approach to be directed or guided to achieve organisational goal. A management approach that is effective in a particular environment may struggle to gain such popularity in another environment owing to the fact that events are affected based on the realities on the environment in which they occur.
As suggested by Akpor (2018), lack of “circumstance-contingency” contribute to the failure of the practicability of many management theories. When management encounters situations in which a relatively relevant theory fail to yield expected result, they are forced to ask why the theories fail to work in such circumstance. The answer is simply that the theory does not yield to the circumstance to which it is being applied. Therefore managers should be wary of the kind of and condition in which they apply certain management theories if they are to achieve the desired result. Management theories are filled with so many limitations that the application is dependent on many factors. In as much as those theories are pointers to the guidance of work applicability, they are however prone to condition deficiency. The reliability of management theory is hence tentative as it will always depends on so many factors which need be fulfilled for its effectiveness
5.3. THE BIG QUESTIONS
The big question is if management has been able to evolve quick enough to deal with these contemporary issues as they come. Or is the concept of managerialism a mirage? The concept of managerialism was defined by Goldman (2016) as the belief in the necessity and value of management alone to ensure progress, efficiency and order in an organisational setting.
 As pointed out before, the main management issues amongst others that was discussed are:
· Lack of motivation by management and especially employees.
· Challenges of performance appraisal in organisation
· How to interact with and between employees and management
· Identifying the best talent to hire in organisation which will be “fired” enough to take the organisation forward
· How can this amazing talents be managed? Among others
How have management evolved to tackle this issues and others?
Earlier in this paper, management’s efforts at tackling the problem of motivation was discussed. However, as human evolve and innovate, there are certain changes which need to be addressed. For instance, many researchers found that different aspect of work processes motivate different age groups (Wang, Burlacu, Truxillo, James, and Yao, 2015; Burmeister, Wang and Hirschi, 2019). This is because organisations are increasingly becoming age diverse (Wang, Burlacu, Truxillo, James, and Yao, 2015). But there is no evidence that any management theory has addressed this. As pointed out by many researchers, many managers are still looking into the theories from the 19th century like the Maslow’s to try and solve its contemporary problems. Whereas, the nature of innovations in the work place has moved beyond what this old system can adequately address. For example, this theory by Maslow was conducted in the United States, and even Maslow himself later criticised the theory as not very relevant elsewhere since United States culture is different (Bouzenita and Boulanouar, 2016). What it implies is that with globalisation, the needs of employees are different from Maslow’s prediction since workers are now of all backgrounds demographically. For this reason and others, it can be argued that management is not moving at the same pace with scientific and environmental changes in the society.
5.4. NO CONCENSUS IN THEORIES
There are some confusion to managers on which theory to use in other to motivate workers. For instance, while Maslow suggests that managers can take turns to try to satisfy employees’ different hierarchical needs starting from physiological up to self-actualisation, Alderfer is of the opinion that all the elements of his ERG must be fulfilled simultaneously. So a manager will be challenged on which one they should apply, suggesting that there is no consensus on which way to apply in order to motivate employees based on the theories of management we are presented with.
Victor Vrooms expectancy theory is a bit related to Alderfers ERG theory in that they believe that all needs must be satisfied simultaneously. However, Vroom’s theory is entirely relating to a different approach. It suggests that unless effort is seen to enhance result, multivation cannot be achieved. This is what he called expectancy. Secondly, unless result leads to reward, no motivation is achieved. This he called Instrumentality. And finally, unless the reward will be seen as valuable to the receiver, motivation cannot be achieved. This he called Valence. From the above, it is obvious Vroom was using a process approach which is different from the content approach being applied by Alderfer (Coccia, 2018). 
Furthermore, there are some paths which seems that no theory explored. The nature of an activity may be a strong motivating factor as Yu and Levesque‑Bristo (2018) found that students in some majors have profiles that are higher in self-determined motivation than others. They found that “… students in the Social Sciences/Humanities were significantly more self-determined than students majoring in Business/Management/Finance, as assessed by their scores in all dimensions of motivation and the overall SDI except introjection (i.e., scoring higher in intrinsic motivation, integrated and identified extrinsic motivation, and the SDI and scoring lower in external extrinsic motivation and amotivation)”. P.839 



6. CONCLUSION AND RECOMMENDATION
From the discussions, it is obvious management has been moving, though rather at a slower pace, to provide answers to the underlying problems facing her. As a result of the pace at which management move and largely because of the nature of management, it has not been able to carve out a theory that will provide solution that will get a unanimous approval or be applied across board. And even when it seems some of them has come to stay, a change in time due to organisational innovation soon make them obsolete. In this study some solutions are offered below.  
The reason some entrepreneurial managers become very successful and seem to answer the core issues facing their businesses is that they design their own management style according to their own situation and condition. Management is faceless. Has no consensus, law nor does it have any proven pattern. This is why at the very top, best organisations adopt their own unique managerial concept to deal with their contemporary issues. They do not rely on an existing management theories, rather they design their own approach to management. Although the problem with this kind of concept is that it is not replicable and it takes a genius to successfully use it. 
Ultimately, the key to management is to look inward rather than outward. For instance, in other to answer management problem on motivation, a manager should ask the key question-how do we make people happy? Because when employees are happy, they want to stay in the environment and offer their best. However, what makes people happy differ. And you cannot treat people differently in an organisation. But you can engage them differently. The process should then be a holistic one where it starts from recruitment. At recruitment stage, there should be a discussion on what interests the employees. And reviews should be done at intervals as frequent as possible. This keeps the management and the employees in the same page at all times in the work process. The key is improvising since contemporary issues emerge and employees’ requirements change. Management need to devise the means to understand the employees’ demand as they shift and as well understand the contemporary management issues as they emerge; and then use situational approach to address each as they come. Hence, a management approach as recommended going forward is the one that depends on the conditions and involves constant reviews.  They get ready to change according to changing situation. So the overriding concept is built on adaptability, change and improvising for the emerging.
A workable management approach to contemporary issues should be all encompassing. Therefore, management could also be looking out for peculiar interest of the employees. For instance, management could come with plans that may be enticing to some of the workers…plans that fulfil their core interest. Eg Apple encourages her employees to contribute to charities by offering $25/hr for the time employees spend doing non-profit work. This will encourage philanthropists into identifying with the organisation. Moreover, some activities enhance good mood and investment in such activities might bolster employee contributions. Eg subsidising of gyms, excursions and paid holidays, free therapy services. Encouraging environmentally friendly and sustainable ecosystem will be helpful too. So a constant revision of managerial setting in an organisation is necessary. Holding on to a theory that was successfully used in the past might not be helpful as contemporary management issues change. Therefore, there is need to change with the same pace to catch up with the demands of those issues and hence be able to arrest them as they emerge. 
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