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[bookmark: _Toc39957882]Abstract
Management practices have been evolving for more than two centuries since the Fredrick Taylor’s Theory of Scientific Management. Intensive research has helped the evolution of management theories and paradigms from classical to modern management. It can still be observed that mostly the management practices still have their roots in the 19th century. But some of the management theories have provided a better set of information about how to resolve the modern era issues and challenges of the organizations. Contemporary management issues have arisen due to the current styles of practices and thinking. Contemporary management issues evaluation refers to examining the ways to understand and address the issues in a right manner when they arise. 
Workforce diversity is becoming the most important issue to be considered by the management because of increased complexity and shifting demographics. Diversity can come in many ways like race, gender, age, culture, social and psychological needs etc. Race and gender discrimination is studied in the following section. Three management theories are discussed and they are being analyzed with the problem under discussion. Management theories are set of guidelines and concepts that explain how management strategies should be applied in any organization. The theories discussed are system thinking, Human relations and Management by Objectives. System thinking is related to considering the employees as a group rather than individuals. It focuses on group thinking and combined efforts and teamwork. Human relations theory states that salary and incentives have less importance for employees and they are more affected by respect, attitude and interests shown. It focuses on the social needs of employees.
Management by objectives theory refers to making goals of an organization by managers and subordinates. From the following discussion, it has been analyzed that all of the three theories are applicable on diversity management and can be used for effective management of diverse workforce. System thinking theory is all about considering the employees of an organization as a team/group. In this way, there will be no issue of diverse workforce and all of the employees will work for the common objective/goal of organization. Considering them as a group will force them for cooperation and coordination with each other and then rewards will be given on performance and not on the characteristics of employees.
Employees of an organization are different from each other in many ways like males, females, skin color, facial expressions etc. They will be much more motivated when they get equal respect, attention and interest irrespective of their race or gender differences. Race and gender discrimination can be diminished by treating all the employees as equal participants in designing and developing the organizational structure. Individual goals are also set besides establishment of organizational goals. And after getting proper feedback, performance appraisals are given to the employees irrespective of race and gender discrimination. So the major finding is the modern management theories are somehow providing rules and information to handle and resolve the contemporary management problems arising due to the different style of thinking and increased complexity.





















1. [bookmark: _Toc39957883]Introduction
[bookmark: __DdeLink__99_953961267]Management practices have been evolving for more than two centuries since the Fredrick Taylor’s Theory of Scientific Management. Intensive research has helped the evolution of management theories and paradigms from classical to modern management. It can still be observed that mostly the management practices still have their roots in the 19th century. But some of the management theories have provided a better set of information about how to resolve the modern era issues and challenges of the organizations. Before discussing the management theories and contemporary management problems, first have a look on what management is and how it operates.
From late 18th century to 19th century, importance of management was studied by different people such as Frederick Taylor, Henri Fayol, Weber, Mayo, Maslow and others. These theorists are considered as forerunners of management scholarship. The results of their experiments were later on termed as theories and principles of management. Most important of them are Henry’s 14 principles of management which are division of work, authority, discipline. Unity of command, common objective, subordination of individual interests to organization’s interest, remuneration, centralization, scalar chain, order, equity, stability of personnel tenure and initiative (Uzeubgo, 2016).
Management practices have evolved for more than two centuries since Fredrick Taylor presented his theory of scientific management. Intensive research has been conducted that helped evolution of traditional management into the modern management. The paradigms of management have evolved from classical to behavioral to modern management. Management helps the employees to use a set of techniques and tools to achieve the organizational goals and objectives. A manager’s responsibility is to guide the employees with different motives towards shared goal of the organization.
In any organization, there is a need of a process through which employees can coordinate with each other and can perform their tasks efficiently and effectively. This process is named as Management. The process of administration and controlling the operations of the organization can be known as management (Tovmasyan, 2017). Every organization have some objectives which helps managing the employees in order to achieve the goals and objectives of the organization efficiently. Management consists of 5M’s i.e. “Men, Machine, Material, Money and Methods”. An organization consists of diverse employees who have distinctive motives, but after joining the organization they work for a common objective. For the achievement of that specific goal, proper supervision and coordination is required which is done through management (Tovmasyan, 2017).
Management is a multi-dimensional activity. It not only manages the activities of employees, but also focuses on work, processes and operations. Management is considered as an intangible activity because it cannot be touched or seen but its existence can be felt through the operations of organization. Business environment consists of various factors such as social, political, legal, technological and economic. Management controls the effect of these factors on the performance and growth of organizations.




















2. [bookmark: _Toc39957884]Contemporary Management Problems
Contemporary management issues have arisen due to the current styles of thinking and practices. Contemporary management issues evaluation refers to examining the ways to understand and address the issues in a right manner when they arise. Due to the changes and deviations in business industries and markets, contemporary issues are arising. Therefore, it is important to resolve them by applying the management theories according to the suitability and favorability with the organizational framework. A contemporary manager must consider the degree of complexity before making decisions that shape the response to current issues and future of the organization. Contemporary management issues bring re-evaluation of traditional management practices. It is required to build such thinking styles and practices that better respond to the emerging novel issues.
2.1. [bookmark: _Toc39957885]Workforce Diversity
As the industries are globalized, the multinational companies found it complicated to manage the human resource in effective and efficient way. Ever changing demographics implies that the management of cultural differences have become a major issue of consideration. Diversified workforce leads to high level of power distance and uncertainty avoidance. HRM practices are applied to manage the differences among workforce vary from one group to another, depending on the suitability of the group or organization (Sartorius, Merino & Carmichael, 2011).
Workplace diversity is an issue that is increasingly becoming a major point of discussion in many businesses. No two humans are alike. They may differ in various categories i.e. race, gender, culture, age, religion etc. Not only the social and psychological characteristics, people also vary in their choices and perspectives. This is where workplace diversity appears i.e. differences among the employees of an organization. Diversity makes the workforce heterogeneous. Following are some of the salient features of workforce diversity management:
· Workforce diversity management aims at creating such a business environment where people with different background and cultures can work together with full cooperation and mutual understanding.
· Workforce diversity management helps in making people work with their full potential.
· It rules out all the differences among the people.
· Workforce diversity management helps achieving the organizational goals to the best (Sartorius, Merino & Carmichael, 2011).
Workforce diversity management is important for the following reasons:
· It increases the competency of organizations to deal with the diverse markets
· It helps in better decision making
· Workforce diversity management helps in preventing the unnecessary labor turnover by creating a favorable business environment for all employees. 
· Workforce diversity management helps in building goodwill of the enterprise and attracting people from different cultural backgrounds, as the business environment looks suitable to them (Scorggins & Benson 2010). 
Some techniques for better workforce diversity management are as follows:
· Management must create awareness among their employees about the diversity that in an organization people with different age, gender, culture etc exist and they should understand the differences and try to work with full coordination.
· Management must try to build a common organizational culture and should conduct cross-cultural training programs. 
· Career development programs should be conducted to identify the strengths and weaknesses of employees. 
· Avoiding discrimination is the most important technique for excellent workforce diversity management (Kundu & Mor, 2017).
Shifting demographics is a major factor in addressing diversity at the workplace. As organizations are now working across the geographical borders, diversified workforce is becoming common in the organizations. The need of interacting effectively across border constituencies is becoming critical. Constant changes in firm’s culture and in people’s beliefs force the organizations to deal with the issue of diversity. Managing heterogeneity of employees is more difficult than managing the homogeneity for full utilization of human resources. Diversity refers to the significant changes in the composition of workforce e.g. race, gender, cultural differences, educational levels (Kim, 2008).
Diversity management refers to planning and implementing human resource practices and organizational systems to maximize the benefits of diversity and minimize its drawbacks. As employees differ from each other in many dimensions, it is an important consideration to give them confidence in order to get full potential work. Organizational assessments, required to manage diversity in the organizations, are to be established by specialized diversity practitioners and consultants (Trenerry & Paradies, 2012).
Let’s have a look on Johnson & Johnson (J&J) to better understand how to manage the diverse workforce. J&J is an industry of medical devices, pharmaceuticals and consumer packaged goods. It has more than 127,000 employees working worldwide. It has put on a lot of resources to make sure that all employees help in creating an inclusive environment. It works on the vision of maximizing the global power of diversity and inclusion to get superior business results and sustainability of competitive advantage. J&J is using different practices to manage their diversified workforce. Some of them are employee resource groups. Mentoring programs, and “Diversity University”, which is a website designed for employees to better understand the benefits of working collaboratively. Chief Diversity Officer is appointed for this activity, who directly reports to CEO and Chairman of Johnson & Johnson, it means that the whole process is checked by the top level management. Diversity at J&J is not just a commitment, their mission is basically to make it real and practical way of doing business. The best innovations can only come if our people reflect the world’s full diversity of individuals, opinions and approaches. Their diversity and inclusion strategy basically has three pillars i.e. advance the culture of inclusion and innovation, build a diverse workforce for the future and enhance business results and reputation. The company has received many awards and recognitions for its efforts in managing diversity, one of the recognition given by Diversity Best practices as one of its Inclusion Index Leading Companies 2018 (Cavallo, 2001).








3. [bookmark: _Toc39957886]Racism and Gender Discrimination at Workplace
Due to globalization, the organizations are now required to build more interactions between employees from diverse cultural backgrounds and beliefs in order to accomplish greater results and enhanced economic growth. Diverse workforce is the requirement of every organization because now no organization live and work in an isolated marketplace. Valuing diversity and having a diverse workforce is a crucial component of effectively managing the people and improving the efficiency at workplace. Diversity can be defined as acknowledgment, acceptance and understanding the differences between people with respect to their age, gender, race, ethnic background, mental and physical ability and public assistance status (Samson, 2013).
Race discrimination refers to treating someone unfavorably because of different personal characteristic associated with race i.e. skin color, hair texture or facial features. Racial discrimination can be difficult to detect e.g. employer’s failure to hire an individual on the basis of race, but it is declared illegal under several federal and state laws across the world. Racism includes any biased and unnecessary behavior which results in unequal power or opportunities across racial, ethnic, cultural and religious groups. It has negative outcomes for individuals and society and is common at the workplace. Gender discrimination involves treating employees differently because of their gender identity (Trenerry & Paradies, 2012).
The different treatment may occur in context of hiring, firing, promotion, pay, benefits and job classification. For example, treating an employee differently because of his color like giving less incentives, evaluating more harshly or passed over for promotion because of the combination of race or gender. Some examples of race and gender discrimination treatments include not being hired or being given a lower paying position, being held to different or higher standards, different and harsh ways of evaluation, promotion not awarded, failure to raise the pay and provide the opportunities for training, being paid less because of race or gender difference than a person who is similarly or less qualified (Roscigno, 2012).
As the problem of workforce diversity is becoming more popular, many techniques are now being used by the practitioners and managers to manage the diversity. Strategies to manage diversity and address racism within organization are fast becoming routine practice with various approaches adopted by managers and diversity experts, but there is limited evidence and support for such strategies. Diversity training and organizational assessment are diversity managing techniques used by the managers. Organization assessment allows the workplace to review and plan for improved practice across a range of organizational functions. It is also known as cultural competency organizational assessment or diversity audits (Trenerry & Paradies, 2012).
Unconscious bias training is a diversity intervention that helps in eliminating racism at the workplace. In this technique, online testing is conducted for managers and employees. If this test proves that biasness exists among them then it is made compulsory for them to discuss how this bias can be managed to prevent it from imposing an unconstructive effect within the organization’s social interactions and decisions (Noon, 2018).
Many contemporary issues are arising due to the changed style of thinking and increased complexity of business environment. Some of the modern management theories are helping to resolve these issues. One of the main problem is workforce diversity management. The problem under study is racial and gender discrimination at the workplace. People working in an organization may differ from each other in many ways e.g. gender, race, ethnicity, culture, age, and many others. Workforce diversity management is becoming most important issue for managers because of globalization and shifting demographics. The following part will discuss the analysis of the problem with the modern theories of management that whether they are applicable or not.







4. [bookmark: _Toc39957887]Management Theories
Management theories have been evolving since “Principles of Management Science” published by Fredrick Taylor in early 20th century laying foundation for the scientific paradigm of the management. This management paradigm by Taylor introduced the systematic study of human behavior and insisted to find the best possible way to accomplish any task (Khorasani & Almasifard, 2017). After Taylor more research was conducted on management paradigms and Henri Fayol comes up with Administrative paradigm of management. In which he emphasizes on the structure of the organization and effectiveness of the management. After Fayol, the management paradigms kept on evolving in the 20th century from classical management to modern management (Khorasani & Almasifard, 2017).
Management theories are set of guidelines and concepts that explain how management strategies should be applied in any organization. They guide the managers about managing the organization. They help the employees to effectively relate to the business goals and then implementing effective ways to achieve the same. Generally, managers rely on more than one management theory that best relates to their business culture and workforce. Basically, there are four general management theories those are “Theory of Scientific Management (Frederick Taylor), Administrative Management Theory (Henri Fayol), Bureaucratic Theory of Management (Max Weber) and Behavioral Theory of Management (Elton Mayo).”
4.1. [bookmark: _Toc39957888]System Thinking Theory
Organization as a system is composed of subsystems that make up the whole structure. Everything in an organization is interrelated and interdependent. Many people are working in many organizations with different motives. By treating them as a group rather than individuals, better and efficient results can be achieved (Saarinen, 2008). System thinking basically focuses on overall system of an organization rather than just considering an individual department. Critical system thinking is derived from system thinking and social theory. It was developed in the early 1980s by Peter Senge. Critical system thinking and total system intervention have been developed as a synthesis of system thinking at that time. The three main commitments in critical system thinking are critical awareness, emancipation or improvement and pluralism (Jackson, 2010).
There is a need of practicing critical system thinking in the organizations because of the increased complexity and heterogeneity of the problem situations faced by the business environment. It is important to learn about the various systems methodologies, methods and models for the better practice of system thinking by the managers. Practicing critical system thinking in the organizations includes four steps i.e. creativity, choice, implementation and reflection (Jackson, 2010).
According to Yurtseven & Buchanan (2015), managerial decision making problems are very complex but a well-structured subset of problems can be formulated. For these problems, quantitative tools/techniques of Management Science (MS)/operations research (OR) paradigms are used. But in messy situations, these tools become rigid to use. At strategic level, top management face highly complex problems and there is a lot of ambiguity involved. Under this situation, managers need a full system context to describe the problems and here comes the theory of system thinking.
Organization as a system has a composition of subsystems that make up the whole structure. Everything in an organization is interrelated and interdependent. System thinking basically focuses on overall system of an organization rather than just considering an individual department. System can be defined as closed (having clear external boundaries) or open (having links with the environment). Both the strengths and weaknesses of system thinking should be considered before its application. It is best at providing effectiveness but its successful application is difficult. Every organization does not exist in a vacuum. It is dependent on external environment that includes industry to which it belongs, economic system and the society. An organization receives inputs, processes them and then sends outputs to the environment.
Three major examples of system thinking in action are Costco and organics, Google and Renewable energy and Subaru and Zero waste.  System thinking not only focuses on how the parts of a system are related but also provides a set of tools that help organization examine complexity. A variety of tools are used in system thinking to graphically depict a system’s structure. It helps in collective understanding of the issues and creating a collaborative problem solving approach. Organizational issues can be assessed by using the causal loop diagrams, system archetypes, feedback loops and behavior over time graphs. System thinking tools helps the organizations to be able to build a shared perception of dilemmas and to improve cooperation and increase idea generation. It helps in learning from failures and building creative capacities of employees.
Besides many advantages of system thinking, it also has some issues that should be considered. For a small organization, it is easier to take into notice all the departments and their activities but as the company grows, it becomes difficult to collect information from every department. Confused goals and lack of accountability are major factors of systematic failure. Individual incentives affect the performance of system thinking as employees then become more loyal towards subordinate goals rather than superordinate goals. All the members may not be familiar of its techniques and tools i.e. limited knowledge of system thinking. The whole system consists of multi-functional teams and hence managing and facilitating all of them becomes a challenge for the organization. Feedback is required by the organization so that they can find means for adjusting to the external demands. Proper feedback can help in improving the working of organizational system and if any change is required, it can be done on time for better performance and output. For better implication of system thinking, proper leadership and management is required. Leadership can help in defining a common organizational goal and manages the activities of all departments for achievement of that goal.
Race and gender discrimination is the most common issue among employees of an organization. It has been seen in many organizations that males are preferred over females and bonuses, pay and other incentives are provided on the basis of race differences like skin color, hair texture etc. these differences can be eliminated by properly managing the workforce. In the modern era, the new complexities of changing demographics, new technologies, financial changes and the requirement of balancing self-interest with interdependence forces the new way of reasoning i.e. system thinking. To influence the complex and integrated structures and processes, diversity practitioners must become system thinkers. It is required by the manager to consider the employees as a group rather than individuals by ignoring all the differences. In this way equality will be given to every member of group irrespective of race and gender. System thinking theory is all about considering the employees of an organization as a team/group. In this way, there will be no issue of diverse workforce and all of the employees will work for the common objective/goal of organization. Considering them as a group will force them for cooperation and coordination with each other and then rewards will be given on performance and not on the characteristics of employees. Hence, it can be derived that the application of system thinking can help the organizations to manage the problems of racism and gender discrimination at the workplace.
4.2. [bookmark: _Toc39957889]Human Relations Theory
Until 1950, there exists only the scientific theory that mainly focused on productivity, efficient division of labor and workers as an extension of machinery. Then comes the Human Relations theory, which looks at the workers from a different perspective i.e. they think about needs and want attention. Human Relations Theory was presented by Elton Mayo. From his research, the conclusion was drawn that giving attention to the employees will improve their performance (Bruce, 2011). According to him, employees have some psycho-social needs which require fulfillment and their social relationships at workplace increases their productivity. Some of the final conclusions of his research are:
· Employees should be considered as members of a group rather than treating them as individuals
· Employees give less importance to salary and working conditions
· Behavior of employees is strongly influenced by informal groups in the workplace
· Managers must give importance to the social needs of the employees (Gardner, 2009).
Elton Mayo and his associates were able to bring people’s social needs into consideration increase their capacity for collaboration at work. As a results, identity, stability and satisfaction was received by employees and hence they become more willing to cooperate and contribute their efforts towards the achievement of organizational goals. In short, Mayo’s research was a complement to Taylor’s research, as it is directly related to how managers can know about the feelings and minds of employees and how to train them to do what is required to be done (Bruce, 2011).
Mayo was the first person to reveal the inadequacy by studying the individual in isolation. He is considered to be the pioneer of scientific management because of his approach to employee cooperation. He focused on the physical aspects of business environment. Mayo’s major research was associated with Hawthorne plant of Western Electric Company, and end up with bringing a revolutionary attitude to the difficulties of men at work (Ionesco, 2013).
Organizational research’s most distinguished paradigm shift in history is Scientific management to Human relations. While the Hawthorne study represents a closed system analysis. The main focus of the study was on social science investigations and it explains the climate of the organizations to some extent. Hawthorne studies are considered as one of the most influential investigation in the history of organizational research. Human relations theory challenges the assumptions and principles of the scientific management theory in its early stages and later on rejected them (Hassard, 2012).
The supporters of Human relations theory replaced mechanistic perspective with people-oriented approach. The behavior of employees is not that much affected by rules, procedures and policies, rather they are much affected by respect, attention, interest shown and social relationships. Individuals do not act independently with their own interests but are influenced by others. In today’s dynamic business environment, the importance of human relations theory cannot be denied as it helps in team building and creating a highly motivated workforce, thus leading to increased productivity. The application of this theory imposes enhanced and better communication and teamwork. Human relations theory help in retaining employees of the organization as they are motivated and become loyal to their work i.e. improvement of employee retention. By acting through trade unions, labor gained more economic and political power. The friendly supervision helps in improving human efficiency at work.
Although human relations theory has many advantages, it also has some drawbacks. It totally focuses on human feelings and behavior. It does not include subjectivity. Its analysis is difficult because it is based on human feelings which cannot be measured. It contains more theoretical concepts. Human relations theory has been criticized for overemphasizing the human needs and it fails to consider the impact of larger economic, social and technological factors on the productivity of workers in the organization. It increases the responsibilities of the individuals at workplace resulting in creating a stressful environment. The theory was based on a simplistic view that workers are social beings and are motivated by social rewards. But there are many human beings who are complex and are affected by a variety of factors.
Employees of different race and gender characteristics require their identity in an organization. Changes in demographics and composition of workforce brings along many critical challenges for HRM. When they are treated according to their needs, their performance will be improved due to motivation. Organizations that keep on differentiating the employees on the basis of race and gender will not succeed. Every employee of an organization needs recognition. Human relations theory is related to the concept that workers have some social needs, besides salary and bonuses, that are to be met by the managers. Human relations theory is also applicable in context of our problem i.e. race and gender discrimination at workplace. In light of this theory, managers should treat them as a group and more importance should be given to their social needs rather than the salary packages. Diversity training is a process in which employees of an organization are given information about cultural, socio-economic, racial and religious differences and how to embrace these differences so as to create and maintain an effective work environment. Employees of an organization are different from each other in many ways like males, females, skin color, facial expressions etc. they will be much more motivated when they get equal respect, attention and interest irrespective of their race or gender differences.
4.3. [bookmark: _Toc39957890]Drucker’s MBO Theory
In each organization, every employee, irrespective and independent of his position in company’s hierarchy, wishes to know that what the employer wants them to do, the means and actions to correspond. They also want to know about the benefits that will be given to them. A uniformed management method is used all over the world to resolve the knowledge problems, which is known as Management by Objectives (MBO). The basic idea of this method is principle position of participation in company’s goals. Peter Drucker supervised the first ever application of MBO model in General Motors factory located in the USA (Ntanos, 2012).
Peter Drucker introduced the concept of Management by Objectives (MBO) in 1954. Management by objectives has gained importance in today’s modern business environment. MBO is a dynamic process of managing the organizations where employees effectively participate to help with the setting the goals and objectives of the company. Standards are set for the evaluation of the performance of individuals under MBO. It is also known as management by results and goal-setting approach. It is the process of setting goals and objectives in the organization and then discussing with all the employees to give them an idea about their duties and how to achieve the common goal and targets. The process of MBO is a top-down approach. It includes setting the overall objectives, developing the organization, setting individual objectives, periodic feedback and final appraisal on results (Kumar, 2012).
Drucker began to consider the enterprise as a collection of human beings. For him, roles and functions were not important, rather he gave importance to people. According to him, every individual working in the organization is unique and is actively involved in the process of changing the environment and management processes of the organizations and are not just the property of the management. His study was based on three main analytical perspectives those are “humans and relations, evolutionary processes and pragmatism.” According to Drucker, the most important task of the management is to effectively use the strengths of the workforce and neglect their weaknesses. Everyone in the development of the organization is responsible to accomplish this goal as it is not possible for any one individual to compensate for all of the weaknesses. Therefore, he defined that responsibility of managers is to manage the people’s strengths and weaknesses to gain economic outcomes and to accomplish the organizational goals and objectives (Christopher, 2012)	.
When implemented properly, the Management by objectives theory results in enhanced and better performance, utilizing the human resources to the greatest extent, clarity of goals, higher sense of association, better communication and organizational structure, career development of employees, result based performance evaluation of employees. MBO helps in making a clear link among individual efforts and organization’s vision and mission. It helps in creating clarity for individuals about their tasks and duties and how their efforts will benefit the organization. It helps in making well defined hierarchies at the workplace and helps in creating transparency at all levels. It helps the individuals in clearly understanding the company goals and objectives. With MBO, the subordinates get the feeling of being involved in the organizational goals, hence improving the morale and commitment to work. MBO programs help in sharpening the planning process. Concrete thinking results in specific goals. An employee’s performance is evaluated on the basis of MBO principles. Managers are forced to think to plan for the results rather than to plan for activities. MBO is a result-oriented, practical and rational management philosophy.
Besides these advantages, this theory has some limitations too. There is lack of support of top management as this theory gives equal opportunity of participation to the subordinates. This theory is successful only when the goals are being set in quantifiable terms. It fails to proceed and has difficulties where the goals and objectives cannot be quantified. It also does not have subjectivity in performance appraisal. It is costly and time consuming process, as it involves a lot of paper work. In MBO, goals re of quantitative nature, that’s why its emphasis is on short term planning rather than long term. In MBO theory, one goal is dependent on another goal and hence achievement of goals become difficult e.g. the production department cannot run without the sufficient supply of raw material and personnel. Skilled people are required for counseling and coaching and all the managers may not be perfectly trained for interpersonal interactions. MBO can be challenging and lengthy to implement. As the goals and decisions are transferred level by level, it becomes very time consuming. The process of MBO increases comparisons among the individuals at workplace about their task performance. In this case, objectives are imposed rather than agreed, the morale of employees can be reduced and creates high level stress for individuals at workplace. In modern world, there is a lot of changes in circumstances and business environment, the targets can quickly become outdated or unrealistic.
[bookmark: __DdeLink__129_1273390836]Every organization has diverse workforce due to globalization and cross border business operations. MBO approach requires all managers to set specific and common objectives of the organization that are to be achieved in future. Then a time frame is set in which the subordinates are then responsible for activities in achievement of goals. Management by Objectives is a process whereby the top level and subordinate managers jointly identify the common goals of organization, then defining each individual’s major areas of responsibility in terms of expected results and using these measures as guidelines for operating and assessing the contribution of each member. MBO theory is related to managing the organization in a way that it achieves competitive advantage in the business industry. It is related to effective participation of employees in goal setting. Race and gender discrimination can be diminished by treating all the employees as equal participants in designing and developing the organizational structure. Individual goals are also set besides establishment of organizational goals. And after getting proper feedback, performance appraisals are given to the employees irrespective of race and gender discrimination. As the MBO theory builds morale of the employees by giving them importance in decision making irrespective of their differences, the diverse workforce can be managed efficiently by giving them promotions and incentives on the basis of work performance rather than other standards like diversity.






5. [bookmark: _Toc39957891]An overview of Traditional Management Theories
According to traditional management, organization is machine and human beings are considered as components of that machine. The traditional theories focused more on the organization and less on the employees in there (Khorasani & Almasifard, 2017). Traditional management involves the theories presented by Taylor, Weber, Fayol etc. The scientific management theory was presented by Frederick Taylor, which focused on improving the efficiency of each individual in the organization. The more emphasis was on the use of advanced technology to increase production (Strielkowski, Shishkin & Galanov, 2016). The Bureaucratic theory was presented by Max Weber. It is related to the structure and administrative process of the organization. A bureaucratic organization involves a hierarchy of authority, specialized workforce, standardized principles, trained personnel, etc. Administrative theory is based on the concept of departmentalization. This theory was given by Henri Fayol and according to him, more emphasis should be given to organizational management and the human and behavioral factors in the management (Khorasani & Amasifard, 2017). 
For decades, traditional management was considered as an important part of every organization irrespective of private or government organization. Due to the uncertainties in business environment, complexities and globalization, there was a need of changing the way of management styles. With the advanced technologies, the traditional theories fail to match. The traditional theories focused on standardization and centralization of the work in order to achieve efficiency and the modern management is based on decentralization of supervision. Organizational performance is improved when the control and supervision of the workers are decentralized. Organizational structure and the principles used to manage the organizations have evolved from time to time so that they can fit the ever changing business environment.
In past, there was less business and environmental changes and the traditional management was enough to cope with the changes. But now the changes are occurring at a faster pace and hence modern management theories are essential for the organizations to be successful in the business industry. The competition in the market is increased due to the technological development and traditional theories of management did not provide the ways to follow and adapt the upcoming changes and developments. Organizations with hierarchical management respond to the changes very slowly and takes a long time. So through the use of modern management theories, the managers have given more freedom and independence to their employees to plan and organize their work (Strielkowski, Shishkin & Galanov, 2016).















6. [bookmark: _Toc39957892]Conclusion
[bookmark: _GoBack]After assessing the traditional management theories and discussion on few of the modern management theories, it can be derived that the application of modern management theories can help resolve the contemporary problems to some extent which was not possible with to solve with the traditional theories. As the business environment is becoming more complex and the businesses are expanding across borders i.e. globalization, many problems are emerging as important issues to consider. One of them is workforce diversity management. Due to shifting demographics, people from different areas are being employed in the organizations, who differ from each other in many ways e.g. race, age, gender, culture etc.
Organization as a system has a composition of subsystems that make up the whole structure. Everything in an organization is interrelated and interdependent. System thinking basically focuses on overall system of an organization rather than just considering an individual department. System thinking is applicable on workforce diversity management. Race and gender discrimination among the employees can be eliminated by considering them as a group and focusing on common organizational goal rather than individual goals.
Scientific management to Human relations is a most notable paradigm shift in the history of organizational research. Elton Mayo and his associates were able to bring people’s social needs into consideration increase their capacity for collaboration at work. As a results, identity, stability and satisfaction was received by employees and hence they become more willing to cooperate and contribute their efforts towards the achievement of organizational goals. This theory is also applicable on workforce diversity management. The differences of race and gender in the organizational workforce can be reduced by considering their social needs and giving equal respect and attention to all the employees irrespective of race or gender identity.
Drucker began to consider the enterprise as a collection of human beings. For him, roles and functions were not important, rather he gave importance to people. According to him, every individual working in the organization is unique and is actively involved in the process of changing the environment and management processes of the organizations and are not just the property of the management. MBO is the process of setting goals and objectives in the organization and then discussing with all the employees to give them an idea about their duties and how to achieve the common goal and targets. Application Drucker’s theory of MBO in the organizational setting can also be considered as one possible solution in resolving the diversity issue within the organization.
Management theories have evolved rapidly in the recent past and are becoming more human friendly as opposed to the classical management theories which were more inclined to the managerial authority.
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