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[bookmark: _Toc7994001]Introduction :
Management theories are known as a set of guidelines and rules or concepts that managers of an organisation implement to manage operational activities and workforces (Heizer, et al., 2017). It helps organisations and their employees to make a relationship between a business goal and objectives for achieving the success in the organisation. Management of operational activities in any organisation depends on the engagement and moral value of employees. Due to the reason, implementation of theories in the practical work process relies on the capabilities and expertise of human resource management or HR department. In regards to this, HRM applies the management theories for enhancing employee morale and engagement so that productivity can be increased which leads to meet business aim and objectives (Renkema, et al., 2016). To increase employee engagement, organisations mainly focus on the motivation of employees to perform at their level best. Owing to the reason, HRM mainly implements motivation theories like Maslow’s hierarchy of needs, Herzberg’s two-factor theory, Adam’s equity theory (Warner, 2014). Such kind of motivational theories are also implemented in organisations to maintain a proper employee retention rate so that productivity can be maintained. 
In addition to this, HRM theory like human relations management theory also outlines that productivity depends on human beings, not the machines. This factor also enforces HRM to implement the motivational theory in the workplace. The fast fashion industry is emerging in the UK as it provides high fashion cloth products at a low price. The business procedure of the industry highly relies on the innovations as well as the capabilities of the supply chain management department (Turker & Altuntas, 2014). For this reason, it has become necessary in the industry that employees of supply chain management are motivated towards work. Along with this, availability of the same workforce or employee retention is also a vital factor for the industry to produce cloth products under quick period which is the basic goal of the fast fashion industry.
This study has aimed to explain the fact that motivational theories have become effective for UK fast fashion industry or not. For this purpose, the study has outlined the evolution procedure of management theories from the traditional period to modern day business process. Further, it has explained the link between motivational theories and HRM theories. By explaining the theoretical aspects of management and motivational theories, the study has applied the theories to explain the current scenario of the fast fashion industry. Lastly, it has given recommendations to the industry based on identified problems through motivation theories’ implementation. 
[bookmark: _Toc7994002]Evolution of Management Theories :
People of the ancient period were involved in hunting of wild animals for their survivals which was a required skill and effort in a group-wise manner. Those peoples' involvement in hunting reflected on the concept of management theories as their management and planning skills were hugely considered for the execution of their planning. Egyptian pyramids, as well as the Great Wall of China’s construction, were other examples where management skills were required for the construction process (Kwok, 2014). After such construction activities in the ancient period, the Chinese philosopher namely Mencius had developed a model for management of employees which is known production management techniques in the modern world or scenario of business. Not only the production management techniques but Mencius had also developed the concept of labour division based on their skills or expertise. The concept of labour division was also supported by Plato as the person’s book named as The Republican has also presented similar notions like Mencius (Khorasani & Almasifard, 2017). However, the traditional or old day approaches do not exhibit the term management, but the incidents reflect on the style or skills that involve in modern day management procedures. 
The last two centuries have seen tremendous development and change in management procedures. By Bernstein (2017), the process of management technique changes and development were started when industrial activities initiated in the medieval period. This was because the period had included the utilisation of machinery as well as new working techniques. However, utilisation of machinery had caused the employees to face an issue with employee dissatisfaction as they were unable to control patients during work in front of large size machines. Owing to the reason, organisations and researcher had understood about the fulfilment of employee needs and production rate maintenance. This factor had influenced researcher to develop HRM concept which organisations could utilise for the employee satisfaction and productivity rate maintenance (Johnston, 2016). In the mid-years of the 18th century, organisations were in search of a better and improved manufacturing procedures for producing the superb quality of products. This factor had influenced Adam Smith to formulate a new concept of manufacturing that is known as a labour management technique. The proposed management technique of Adam Smith had involved the separation of workforces in allocating labours in their respective specialisation area so that the quality of the product could be improved (Heding, et al., 2015). The labour management theory of Adam Smith includes the concept that division of labour based on expertise and setting of work limit every day would cause lead to increase in productivity. 
The management theories are normally divided into two categories based on the period. For example, the theories developed before 1960 is considered as the traditional management theories. On the other hand, management theories developed after 1960 is considered as modern management theories. Researchers have shown that traditional management theories emerged during industrial revolutions like the development of technologies, expansion of market and employees involvement in a systematic as well as mechanised process (Geisler & Wickramasinghe, 2015). The traditional management theories were more focussed towards maintaining relations between deportments, conduction or management of working activities and enhancement of workers efficiency. According to Kipping & Üsdiken (2014), traditional management theories are normally categorised in three parts which are bureaucratic, administrative and scientific management. In these branches of traditional theories, various researchers were involved in developing concept and forming those as theories which had been taking place between the 1890s and 1960s. 
Bureaucratic management theory, one of the traditional management theory, has to make focus on a system that includes hierarchies, separation of labour in different departments as per their capabilities and a set of rules and regulations. This helps an organisation to understand the procedure of work and operational activities Maintenance. The theory was developed by Max Weber in the late 19th century when the industrial revolution was in full pace. The theory was formulated by Max Weber to maintain smooth working procedures for large size businesses or their operation. During the formulation of bureaucratic management theory, Max Weber has focussed on the implementation of strict rules and solid distribution of power (Stead & Stead, 2017). These facts were considered and implemented by Max Weber in his theory which is quite different from the management and thinking styles of modern day leaders. Along with this, Weber had also considered the facts like defining job roles to employees, record keeping or note down of information by the leaders, recruitment of employees based on their skills and maintenance of workplace relationship. 
In the same period like Weber’s development of bureaucratic management theory, Henri Fayol, a French industrialist had developed the theory namely administrative management theory. The theory is almost contrasted with the bureaucratic management theory as it makes more focus on the running of organisations and maintenance of managerial functions. The study of Waring (2016), had reflected on the fact that Henri Fayol was the first person who developed the concept of managerial working process by summarising the basic working process like planning, leading, organising, staffing, controlling and coordinating. The theory developed by Henri Fayol was more focused towards the provision of service or remuneration to the employees which are contrasted with the bureaucratic management theory. This is because the bureaucratic theory was developed to set strict rules and regulations in the procedure of work.
On the other hand, administrative management theory has considered the wellbeing and employee motivation factor to enhance the performance of workforces. The main reason behind this is the assumption of Henri Fayol as the person assumed that work quality could be improved if same or sustainable workforces are maintained in organisations for the long period (Piazza & Castellucci, 2014). This process of maintaining employee sustainability or working with the same workforce for a long period is known as employee retention. The administrative management theory is known to be the most used traditional theory in this era of business. This is because companies of the modern business era are more focused towards the maintenance of employees’ satisfaction and reduction in the employee retention rate. 
Another traditional management theory is the scientific management theory which is also developed in between the last years of the 19th century and the initial time of the 20th century. The theory of scientific management is considered to be the most known theory among traditional theories. The theory was developed by Fredrick Winslow Taylor. During the formulation of the theory, Fredrick Winslow Taylor has made a focus on certain objectives like providing training and involving employees in developmental activities, equal sharing of work and maintaining cooperation between workforce and the management (Kipping & Üsdiken, 2014). The aspect namely training and development was considered by Fredrick Taylor for involving workers in work process according to organisational need. Instead of that, the other traditional management theories had focused on the provision of options to employees for selecting their relevant job posts. However, like the administrative management theory, the scientific management theory had also considered the employee motivation aspect as a core one. But, it focused on the maintenance of equal work sharing between employees as the factor of employee motivation. 
Initially, the scientific management theories were focussed towards production, organisation, management, science, and technology. However, in the decade of 1920s, the scientific management approach or theory had focussed on the reaction of people following the implementation or consideration in organisations. This evolution of scientific management theories had led to the emergence of behavioural theories in the period. Social as well as cultural changes across the world in between the 1920s and 1930s had also influenced the development of behavioural theories (Bucheli & Wadhwani, 2014). Because the factor had caused organisations to consider the social and economic needs of employees to improve motivation towards working process. The motivational factors were considered for improving employees working capability so that they can deliver effort towards the quality as well as the quality of production.
Along with this, it had also considered teamwork and communication maintenance in between workforces for improving the quality of work. In the decade, the 1920s and 1930s various theorists emerged who had constructed the behavioural theories (Shafritz, et al., 2015). Elton Mayo, Abraham Maslow, Fredrick Herzberg, Rensis Likert, Chester Barnard were some of the persons who were involved in behavioural theory development. Among the developed behavioural theories, Maslow’s hierarchy of needs is one of the most used or considered behavioural theory which is also known as a motivational theory. At the time of formulating the Maslow’s hierarchy of needs, Abraham Maslow had reflected on several basic needs that an individual can exhibit. The basic needs of Maslow’s motivational theories are physiological, safety, social, esteem and self-actualization.
After the decade of the 1920s and 1930s, the management theories which have mainly been developed after 1960 are a system, contingency, and quantitative approach. The approaches or theories are known as modern management theory. Since 1960, the management thinking has started to move from productivity and morale to machine and man (Hill, et al., 2014). The era of business has seen a change in business style as the concept of single ownership has changed from owner-managers to professional managers and salaried people. This is because the era has involved a business structure in which partnership was started. This has also caused the emergence of scientific methods that the hired management was using. During the initiation of modern-day business style, the responsibility of organisations towards various societies like stakeholders, customers, trade unions, suppliers and other agencies have also enhanced. Owing to the reason, it has become necessary for the managers to decide by considering the societal aspects (Vittikh, 2015). This factor has also influenced the development of modern-day business theories. Among all modern day theories, the quantitative approach was developed for assisting the new managers in deciding by analysing data related to societal responsibilities. 
Another modern day theory namely systems approach is considered as a theory of management which is quite similar to the traditional management theory named as administrative management theory. The systems approach considers the organisation as an open system in which different parts interact with each other. In this theory, different parts related to an organisation is also interdependent with each other. Like the administrative management theory, it also focuses on combining the entire work system of an organisation to maintain the working procedure (Cristofaro, 2017). In the modernised era of business, organisations have seen an increase in project conduction in an excessive manner. Such kind of project conduction has also become the reason for facing issues with different kind of complications in the project. Owing to the reason, it has become necessary to solve the problems related to project complications. To solve issues with the project, the systems approach has been developed which has the components like planning, directing, controlling and organising. The modern period of business conduction has also observed different kinds of situations where problems are rising (Uddin & Hossain, 2015). To tackle with such kind of problems, two theorists named as J. W. Lorsch and P. R. Lawrence were developed the contingency theory in the 1970s which is considered as the latest theory developed for management working procedure. The theory has outlined the fact that solutions to the problems should be solved by considering the situation and implementing creative or innovative thinking.           
   
[bookmark: _Toc7994003]Management Theories in HRM

Bureaucracy management theory:
The bureaucracy management theory reflects on a set of hierarchy that includes division of labours as well as rules and regulations to maintaining the work procedure in an organisation. The management theory highlights or gives an overview to organisations in maintaining the working procedure. The theory of management has seven key aspects which are rules, impersonality, division of labour, hierarchical structure, authority structure, commitment to a long career and rationality (Van der Voet, 2014). The theory is helpful for organisations in a situation when large sized information is handled. In addition to this, when a company knows about customer needs, and it will not be changed, in such a situation, it is also effective for organisations. Consideration of the theory also makes impacts on an organisation to maintain a proper work routine and coordinate with different kind of activities. Such kind of consideration or performance is helpful for organisations to maintain quality of production. The theory also has an effect that is the involvement of employees in a strict work process or rules (Gianelle, et al., 2018)
For this reason, organisations’ chances of facing problems with employees work also becomes less. The hierarchical structure aspect of the theory has also outlined that the theory is useful for organisations to maintain the behaviour of employees. However, the theory has a negative aspect too which is the chance of emerging dissatisfaction among the workforces. This is because working under strict rules can enhance employees’ lack of motivation to work for the betterment of organisations.

Behavioural management theory :
Behavioural management theory is the result or consequences of scientific management theory which is jointly considered the elements like sociology, psychology and anthropology. The theory emphasises on the facts that employee motivation is dependent on factors like social needs, self-actualisation, esteem etc. Main purpose of the theory is to motivate employees towards work by fulfilling the social and economic needs. To consider the social and economic needs of employees, the theory reflects on the psychology and anthropology (Nekvapil & Sherman, 2015). Behavioural theories are the most used theory in the current procedure of business. This is because most of the organisations emphasise on the encouragement of employees for increasing the productivity rate and quality of production. The behavioural theory includes certain theories like Maslow’s hierarchy of needs and Herzberg’s two-factor theory. The theories have been developed by different theorists and their perception on the topic. The Maslow’s hierarchy of needs is a theory that a company is required to fulfil psychological, safety, social, esteem and self-actualisation aspects for enhancing employee motivation. Consideration of the theory is helpful for organisations to gain effective outcome from employees in terms of productivity (Van der Voet, 2014). To fulfil the requirements of workforces, organisations should provide basic amenities like food, shelter to the workers. Along with this, the provision of work safety and job security are also required to maintain by companies to meet  the need of employees. Further, it requires to involve workers as the inside members of a team so that they could feel and perform work as their own needs. 
On the other hand, Herzberg’s two-factor motivational theory involves the factors namely hygiene and motivation. According to the theory, hygiene is related to the working process as well as the environment of an organisation (Geisler & Wickramasinghe, 2015). The environment of an organisation involves the work policies and administration procedure. Further, it involves leadership and management of an organisation in the context of job security, working condition, and interpersonal relationship. In accordance with the theory, the hygiene factors are not the reason for employee motivation, but the absence of the factors becomes the reason for employee dissatisfaction. On the contrary, the motivational factors of Herzberg’s two factor include the recognition of employees’ achievement, interests, and growth in business. This helps an organisation to generate effective outcome from the workforce in terms of productivity rate.  

Classical management theories :
Classical theories work on the principle that labour or employee only works for the monetary benefit (Clark, et al., 2016). They only work for their basic needs to earn their living. These theories do not focus on employee satisfaction from work. They tend to ignore the fact that social interaction is also necessary for the employee to work efficiently. The idea of this theory generated in the 19th century and remain valid until the mid of 20th century; however, this theory is still maintained in some of the small manufacturing companies. In this theory, an employee is assigned to their irrespective work with no sign of doubt related to the work. Some glimpses of HRM that can be extracted out from this theory are HRM focus on giving better training to the employee so that employee can work efficiently and can give better output to the organisation.
Classical management theories are classified into three major fields; they are Hierarchal, Incentives and Specialisation (Gianelle, et al., 2018). The hierarchal structure includes three major division they are owner, the board of director and executives middle management is responsible for setting goals and lowest level management are responsibilities are assigned a day to day work to the employee. HRM also says that manager should assign a day to day work to the employee. HRM also focus on improving the efficiency of employee the second structure specialisation makes the employee efficient as the job role are broken into smaller parts. Making the employee motivated through financial needs is what the HRM focuses on while the second structure of classical theories motivates the employee through incentive method. 
HRM also focuses on selecting the employee and giving them the best training for meeting the organisational needs and employee can give best to their assigned task. The Classical management theories also include such point such as selecting the employee and giving them the best training for the efficient flow of work. HRM select the employee and promote them to the higher level and also give them some authority for the work to be managed efficiently while classical theories also give some authority to the promoted employee and assign them the task to be carried out efficiently. They also focus on whether the employee is paid at the time and also paid well keeping in mind the efforts that they put on to work. However, these theories lack the point when the job satisfaction of the employee becomes necessary, and the morale of the employee should be kept high. This theories consider the employee as the working machine and do not focus on the social needs of the employee while HRM does not consider this as the valid things for the organisation to work efficiently.
Scientific management theories:
This theory work on the principle of improving the way of production in an organisation (Waring, 2016). The production level improves when a good scientific method or engineering is involved in the process of production. The theory is all about finding the best way of completing the work, and with the technology using the work done gets done without taking much time, and the quality of the product also improves. The standardisation of product is maintained with the best of technology. However, covering this fact the things that should not be ignored is that the work should be standardised. Human resource management also implements that work should be done scientifically and also the workload of the employee will get reduced if work is done with the intensive technology. 
Implementation of new technology improves the production of any organisation and also increases the productivity of the employee. Human resource management theories include that working procedure related to any work should be done efficiently and that technology plays a major role in implementing this fact (Bratton & Gold, 2017). The employee workload gets reduced, and scientific theories relieve the workload of an employee as the work assigned are repetitive. This theory states that cost of production involved in the organisation should be reduced with the best possible way and however HRM principles also states that the cost of production should be reduced and utilising this cost in some other sources so that organisation can work smoothly (Chen, 2017).
Administrative management theories:  
This theory states that there should be a proper division of work in the organisation and the task to be performed should be divided into a different department (Warner, 2014). The task to be done should be clear among the group and responsibilities should be given to them for achieving the common purpose from the task. This theory is important because it fills the gap between senior management and employee and also motivates the employee to perform the assigned task 
[bookmark: _Toc7994004]The theory is mainly made up of four structure they are planning, organising, directing and controlling.  HRM focuses on planning the work in the organisation while this theory also states that a proper plan should be implemented before performing the assigned task. A proper authority should be given to the employee for managing the task, and a sense of responsibility should also be given so that employee should be held responsible for performing the assigned task (McMahon, 2017). HRM make sure that assigned task is organised in a way that no one should have any doubt related to the work.  Human resource management also focuses on the point of giving proper authority to the employee so that the employee can get the assigned work done on the proper time. HRM make sure that employee who is given a proper authority is having control on its employee who is working under his responsibilities. This theories also demands high morale from the employee HRM keeps the morale of the employee so that they can work efficiently. Management theories states that hired manager should have some skills and should have proper knowledge regarding the work HRM theory make sure that hired employee is efficient enough that he can understand his job role without any difficulty and should have some specialised knowledge so that he can be efficient enough for the organisation to make the organisation run efficiently.


In detail explanation of Motivation Theory from HRM theory

There are different motivation theories such as Maslow’s Theory of Need Hierarchy, Herzberg’s Two Factors or Motivation-Hygiene Theory, McGregor’s Theory X and Theory Y, Expectancy Theory of Motivation, and Acquired Need Theory that is effective for employee retention. 
Maslow’s Theory of Need Hierarchy:  
The author observed that when basic needs of individuals are fulfilled, they focus on fulfilling the higher level of needs. According to the theory, the motivation of people is influenced by a predetermined hierarchy of needs. The author has identified all the predetermined needs in ascending order according to the importance. 
Physiological needs stand for lower level needs of people that are needed for clothing, food, shelter, air, water,  and so on that are important for the existence. If the physiological needs of people are satisfied that the need for safety plays the role of a motivator for people, in this level people seek safety against those threatens that can hamper the life economically and physically. Social needs become vital motivator as soon as safety needs are satisfied (Fallatah & Syed, 2015). In this stage of needs, people seek the opportunity to be associated with other people. Therefore, proper communication among employees is the way to fulfil the social need of people within an organisation. It is effective to increase employee retention rate as effective communication increases employee satisfaction.  The next level of needs is esteem need, in which people like to make achievement and gain respect from others. The highest level of needs in this theory is self- actualisation, which is related to the need for self-fulfilment. This theory was criticised by others as the theory has not focused on the needs of employees; it has focused only on the general needs of people. 
Herzberg’s Two Factors or Motivation-Hygiene Theory: 
This motivation theory identifies that there are some work conditions that impact primarily to dissatisfy employees, but the presence of those work conditions does not motivate people in a significant way. There is another set of work conditions that motivate people strongly and bring job satisfaction among employees. However, the absence of those work conditions does not increase dissatisfaction among employees (Vijayakumar & Saxena, 2015). The set of work conditions that can bring strong dissatisfaction with less motivation known as “Hygiene Factors” and the second set of work conditions that bring motivation with less dissatisfaction known as “Motivating Factors.”
Hygiene factors like working condition, salary, job status, and job security do not make any impact on the growth of employees’ output, but it prevents losses in performance of employees due to work restrictions. For eliminating the factors of dissatisfaction among employees, it is required to maintain these factors at a reasonable level within a firm. The theory stated that the increase in these factors have not any effect on the satisfaction level of employees so that these factors cannot be used as a motivator for employees (Hur, 2018). On the other hand achievement, recognition, responsibility, and possibility of growth and development are the factors that increase the satisfaction level of employees and make an effect on retention, as employees want improvement in their work life. As these factors make an effect on the level of employee satisfaction so that these factors can be used for motivating employees for the higher outcome. As per the theory, more pay cannot be the way to gain long range employee satisfaction and employee retention, rather positive motivation based on progress in job content by developing it as challenging, interesting and worthwhile. However, managers can use both the way the reduction of dissatisfaction arising factors and building up motivators to bring employee satisfaction and increase employee retention within a firm. 
McGregor's Theory X and Theory Y: 
This theory has identified two opposite sights of about human behaviour in organisation and has represented them as Theory X and theory Y. The theory X focuses on the traditional view of human characteristics and give importance to the need for control and direction over people. On the other hand, theory Y represents the organisation and individual behaviour and identifies the requirement for improvement and utilisation of inner motivation. Based on the traditional view of human behaviour or Theory X, most of the people controlled, pressurised, and threatened through punishment by their supervisors to put the required effort for achieving the organisational goal (Aithal & Kumar, 2016). Punishment sometimes reduces the loyalty of employees and bring the issues of employee turnover for organisations. Theory X also believes that average people like to be led and avoid responsibilities. They also tend to make resistance towards change and seek security beyond all.  An average of people is naturally self-centred and unresponsive towards organisational goals. According to the inventor of the theory, an organisation that built based on Theory X that needs strong supervision and control over subordinates and needs high centralisation of authority within the firm. Under this theory, managers give proper supervision to their subordinates to get the expected outcome that also increases employee retention by engaging them with the organisation.  
McGregor has recognised that Theory X fails to focus on some certain needs, which are related to ego satisfaction, social needs, and self-fulfilment of an individual employee. These human needs meet through Theory Y as it believes that people like to work and it is natural like rest or play. People also do not need to be pressurised or threatened to motivate them for work (Geisler & Wickramasinghe, 2015). People also like to learn within the proper condition; they also receive more responsibilities and also look for it. It helps the management to give more responsibilities on people to make them engaged and prevent the issue of employee turnover. Based on Theory Y organisations focus on decentralisation of authority and most of the time give importance on job improvement, two-way communication, and participative leadership to make the employee more engage with the firm. That help organisations to increase employee retention as an engaged employee does not like to switch their organisation. 
Expectancy Theory of Motivation:  
The expectancy theory of motivation has not focused on output and needs, unlike Herzberg and Maslow theories. The theory based on three elements such as expectancy, instrumentality, and valence (Chen, et al., 2016). The expectancy theory believes that motivation of employees is the outcome of how much an employee wishes a reward. Valence identifies the value that employee place on the reward. Under this theory, employee expects to receive the reward after accomplishing the goal. Expectancy is the belief that gives better efforts to make better performance. The faith is influenced through some factors such as possession of required skills for accomplishing any goal, availability of appropriate resources, and availability of required support from others to complete the work. To make clarity about the relationship between outcomes and performance, the expectancy theory depends on three relationships. By maintaining proper balance between performance and rewards employers gain the benefit to increase employee retention. 
Instrumentality believes that performance brings reward and there is three relationships under instrumentality.
Effort-performance relationship: This relationship gives importance to the probability of recognition of employee’s effort in the performance appraisal of the employee. This relationship effects on employee retention as it influence employees make better performance to get the appraisal from the organisation (Nimri, et al., 2015). 
Performance- Reward relationship: this relationship focuses on the extent to which individual trusts that a good performance appraisal is a way to get organisational rewards. 
Rewards- personal goals relationship: It depends on the attractiveness or appeal of the possible reward to the employee. This relationship also motivates employees to retain into the organisation to get the expected or potential rewards against their effort. 
The theory is effective to motivate people towards the objective of the organisation as the aim of the employee to gain maximise pleasure and least pain through their work (Bratton & Gold, 2017). However, the application of the theory is limited in some organisations, as in many organisations rewards are not directly interrelated with employee performance. Rather, rewards are related to other factors like experience, education, position, responsibilities, and others. 
Acquired Needs Theory: 
Acquired needs theory also the need-based motivation theory that makes an effect on employee retention. Based on this theory people acquire three types of needs as the outcome of their experience in life. They are needs for achievement, need for affiliation, and need for power. This theory also believes that every individual has the combination of these three needs and the leading needs shape the employee behaviour (Van den Broeck, et al., 2016). Employees who have a high need for achievement they mostly make their effort to be successful. These employees like to strive to improve their performance and make their focus on goal relentlessly. Goals that are challenging and interesting by nature motivate these employees to retain into the organisation and achieve them through their effort. 
People who possess the need for affiliation as dominant need they like to be accepted by others. These employees mostly like to interact with others. In managerial position, this need is not useful as the people with need of affiliation face difficulties to perform some aspects in a managerial job such as making critical feedback against employee performance. Therefore, based on this motivational theory the management should give responsibilities to the right people to gain a positive effect on employee retention. The need for power is the factor that influences people to control the environment. People with the need of power like to be in a higher position and make their effort to achieve a higher position (Ryan & Deci, 2017). Therefore, the development opportunity into the organisation will motivate these individuals to retain into the organisation to achieve a higher position within the firm. 
[bookmark: _Toc7994005]Application of Motivation theory in employee retention at the fast fashion industry the UK
The fashion industry of the UK occupied 7% total market of the country in 2018, and it is growing in this present time. The retail sector, as well as the fast fashion industry of UK, is facing the issue of employee turnover due to different reasons such as highly competitive job market, relatively low wages, insufficient on boarding programs (Heding, et al., 2015). Therefore, the industry has focused on retaining their employees to ensure their growth. The strategies of the fast fashion industry to solve the issue of employee turnover are discussed from the perceptive of different motivation theories. 
The fast fashion industry of UK as the industry has provided increased wage to their employees to fulfil the basic needs of individuals. The fast fashion organisations like ASOS, Cotton On, Esprit also have provided the facility of tea breaks to their employees to make them refresh during the work.  The industry also pays 28 days paid holiday to their experienced workers and has reduced the long working hour to fulfil the basic need of the rest of their employees. It has increased employee satisfaction and motivated them to work with the industry for a long time. To fulfil the need of safety, the industry has used the strategy of a formal employment contract that has provided job security for the employees and make them motivated to maintain their job responsibilities according to the employment contracts. Bestseller is the fast fashion brand that has reduced the number of management meetings and give importance to team meetings to increase team bonding and make an employee engagement with their co-workers (bestseller.com, 2019). It has helped the organisation to fulfil the social need of its employees as they get the facility to be socialised with other members within the group. The industry also uses the strategy of recognition of employee contribution to fulfil the need for self-esteem. 360-degree feedback is one of the strategy that helps to recognise employee contribution and make them motivated to give high performance by working with their respective organisations. ASOS has implemented the process of online training for their employees, and the training is not mandatory for employees (Millington, A. , 2019), rather this training facility helps employees to fulfil their need of personal and professional development, which comes under self- actualisation in Maslow theory of motivation. By fulfilling the esteem need of employees, it has increased employee satisfaction, which is one of the important aspects for employee retention. 
Performance management is also one of the strategy that is used by different fast fashion organisations like ASOS, Bestseller, Cotton On, and the like. Every organisations like to give their employees reason to stay to ensure employee retention. Fast fashion organisations gives importance on both the performance of managerial and non managerial employees to recognise the high and poor performance of their employees. They also take corrective actions such as providing training to improve performance. As per expectancy theory of motivation, the process of training fulfils the expectation of required support to give a performance. It increases employee motivation to improve their performance by working with their present organisation, which brings the benefit of employee retention. In order to gain the benefit of employee retention through reward program, ASOS has implemented the strategy of “Long Service awards” that depends on performance and how long the employee spends with the organisation (Millington, A. , 2019). 
According to Herzberg’s Two Factors theory organisations need to focus on both motivator and hygiene factors. In order to motivate employees fast fashion organisations give importance to the feedback process to increase understanding of employees about how they will be able to grow their performance within the organisation. It also motivate the employee to give more productive outcome and make them feel valued for the firm, which is important to retain employees within the firm. In order to reduce the issue of dissatisfaction in the industry has given importance on the factor of equal pay, which is one of the important work condition that can bring dissatisfaction among employees and can be the cause of employee turnover (Vijayakumar & Saxena, 2015). 
Acquired Needs Theory can be identified in the fast fashion industry as this industry also gives challenging assignments to their employees, as the most of the fast fashion organisations give more responsibilities on their senior employees such as making them mentor for new employees. It motivates the employee to perform with responsibility and fulfil the need for power, as being a mentor she or he will be able to fulfil the need of power. The satisfaction of this need increase the level of engagement of employees with the firm and give them the reason to stay within the firm. The fast fashion industry also makes the environment of fair competition among employees by developing achievable but challenging sales targets according to the position of the employees. This strategy helps organisations to influence those employees who possess a need for achievement more than the other two needs of acquired needs theory. Employees become motivated to achieve their goal and get recognition for their achievement from higher authority. It also increases employee retention rate by providing them the opportunity to achieve something challenging. 
Theory X and Theory Y of an  motivation has made effect on the leadership process in different organisations. The leaders under Theory Y like to encourage their workforce based on the positive view employees (Hill, et al., 2014). In this present time, fast fashion industry wants to reduce the rate of employee turnover so that the industry has focused on employee satisfaction and employee engagement. Enhancement of employee engagement and employee satisfaction help to retain employees within the firm. Based on Theory Y the industry has welcomed the participative leadership process to make their employees engage decision making. As an example, Bestseller uses the process of the group meeting to set daily strategies within their stores. It makes the employee feel valued for the store as well as for the firm.
[bookmark: _Toc7994006]Recommendation for future based on literature :
According to Tian, et al., (2016), it can be recommended that job satisfaction is one of the important aspects that can make a positive effect to reduce employee turnover. If the employee becomes unhappy towards the organisation, they will leave the firm. Management also needs to focus on the individual need of their employees such as assessment of needs of training to make them satisfied through proper training programs. The author also has suggested that mismanagement about time one of the factor that influences employee turnover by increasing occupational disappointment among employees. Therefore, the management has to focus on time management process more carefully to increase the rate of employee retention. Work-life balance is highly correlated with employee turnover. Therefore, it is important to help employees to make healthy work-life balance; in this regards, the management has to involve their employees to figure out how to make a work-life balance for employees. Flexible scheduling, support for working parents can be a way to bring work-life balance for employees (Davis, 2015). Organisations also can conduct seminars to educate their employees on how to manage work-life balance and why it is important for them. Knowledge about processes to make work-life balance will help employees to select the tool that they require to help themselves. It will increase the satisfaction of employees in both home and workplace and bring a positive effect on the retention rate of the organisation.  
Ineffective communication among employees also one the reason for the high employee turnover rate. It also brings the issue of less loyal employee base within an organisation (Osborne & Hammoud, 2017). Therefore, the implementation of the two way communication process is important to increase the satisfaction level among employees. It will help to increase retention rate as employee become allowed to clarify their confusion about their work process or other managerial instruction more effectively and make them confident about their job. The career road map is one of the vital tools that can make a positive effect on the factor of employee retention. The career road map helps the employees to know about what they have to do to achieve the next milestone within the organisation. It will make sense about career improvement opportunities within the firm and make them motivated to achieve those milestones by working with the organisation for a long time. 
[bookmark: _Toc7994007]Conclusion: 
The study has emphasised on the management theories and effective motivational theories to improve the employee retention rate of fast fashion industry UK. For this purpose, the study has discussed the evolution of management theories and different kind of theories. From the discussion, it is concluded that the management theory has become a term that emerged in the initial days of the 18th century. However, the root of management theories is linked with the techniques as well as the concept of the ancient period since the humans’ hunting of wild animals. But, the management theories have emerged after the 18th century which is divided into two parts namely traditional and modern-day management theories. The methods which have been developed before the 1960s were known as traditional theories which include bureaucratic management theory, administrative management theory, scientific management theory, and behavioural theory. The theories formed in traditional time were focussed towards the setting of work rules and maintenance of the working process in organisations. It has also considered the improvement of work motivation among workforces which is required for encouraging employees to perform to increase the productivity rate. While, modern management theories include systems approach, a quantitative approach has been considered problem solving in organisations as a core approach.     
There are different motivation theories that help organisations to implement effective strategies to retain employees within the organisation. Maslow motivation theory that helps management to identify different needs of people. The management also give importance to fulfil those need of their employees to retain them. ASOS is the fast fashion organisation that have implemented the process of “Long service award” for their employees to appreciate those employees who have spent long time with the firm. Through this strategy, the organisation has used the expectation theory of motivation to retain their employees. The leadership process also has been changed in fast fashion organisations to make the employees more engaged with the firm. The strategy of participative leadership process has adopted by different organisations to show the value of employees for the organisation. Based on the different literature related to employee retention through motivation theories, it also has recommended that organisations have to implement policies such as seminar to educate their employees about work-life balance. Organisations also can improve their communication process by implementing two-way communication strategy to make employees more engaged with the firm and increase the retention rate of employees. 
 










               
References:
Aithal, P. & Kumar, P., 2016. Comparative analysis of theory X, theory Y, theory Z, and Theory A for managing people and performance.. International Journal of Scientific Research and Modern Education , 23(2), pp. 2455-5630, ISSN 2455-5630.
Bernstein, E., 2017. Making transparency transparent: The evolution of observation in management theory. Academy of Management Annals, 11(1), pp. 217-266, DOI: 10.5465/annals.2014.0076.
bestseller.com,2019.bestseller.com.[Online] Availableat:https://about.bestseller.com/
[Accessed 24 April 2019].
Bratton, J. & Gold, J., 2017. Human resource management: theory and practice. 1st ed. London: Palgrave,ISBN:10: 9780230001749.
Bucheli, M. & Wadhwani, R. e., 2014. Organizations in time: History, theory, methods. 01 ed. London: Oxford University Press on Demand,ISBN: 978-0-19-964689-0.
Chen, A., 2017. A Study on the Scientific Planning of Energy Enterprises Based on Fuzzy Theory. 1st ed. London: Revista de la Facultad de Ingeniería,ISBN:978-3-319-75690-5.
Chen, L., Ellis, S. & Suresh, N., 2016. A supplier development adoption framework using expectancy theory. International Journal of Operations & Production Management, 36(5), pp. 592-615, doi.org/10.1108/IJOPM-09-2013-0413.
Clark, I., Neumann & eds, I., 2016. Classical theories of international relations. 1st ed. London: Springer,ISBN:978-1-349-24779.
Cristofaro, M., 2017. Herbert Simon’s bounded rationality: its historical evolution in management and cross-fertilizing contribution. Journal of Management History, 23(2), pp. 170-190,DOI: 10.1108/17511341011073988.
Davis, P., 2015. Implementing an employee career-development strategy: How to build commitment and retain employees. Human Resource Management International Digest, 23(4), pp. 28-32, doi.org/10.1108/HRMID-05-2015-0066.
Fallatah, R. & Syed, J., 2015. A Critical Review of Maslow’s Hierarchy of Needs. In Employee Motivation in Saudi Arabia , 8(3), pp. 19-59, doi.org/10.1007/978-3-319-67741-5_2.
Geisler, E. & Wickramasinghe, N., 2015. Principles of Knowledge Management: Theory, Practice, and Cases: Theory, Practice, and Cases. 01 ed. London: Routledge, ISBN-13: 978-0765613226.
Gianelle, C., Guzzo, F. & Mieszkowski, K., 2018. Smart Specialisation at work: Assessing investment priorities. 1st ed. London: Joint Research Centre,ISBN:978-1-62951-096-5.
Heding, T., Knudtzen, C. & Bjerre, M., 2015. Brand management: Research, theory and practice. 01 ed. London: Routledge, ISBN-10: 113880469X.
Heizer, J., Render, B., Munson, C. & Sachan, A., 2017. Operations management: sustainability and supply chain management, 12/e. 01 ed. London: Pearson Education, ISBN-10: 0134163516.
Hill, C., Jones, G. & Schilling, M., 2014. Strategic management: Theory & cases: An integrated approach.. 01 ed. London: Cengage Learning, ISBN: 9781305502277.
Hur, Y., 2018. Testing Herzberg’s Two-Factor Theory of Motivation in the Public Sector: Is it Applicable to Public Managers?. Public Organization Review, 18(3), pp. 329-343. doi.org/10.1007/s11115-017-0379-1.
Johnston, A., 2016. The evolution of interstate security crisis-management theory and practice in China. Naval War College Review, 69(1), pp. 28-71, DOI: 10.5772/intechopen.76198.
Khorasani, S. & Almasifard, M., 2017. Evolution of management theory within 20 century: A systemic overview of paradigm shifts in management. International Review of Management and Marketing, 7(3), pp. 134-137, DOI: 10.1016/j.metabol.2008.04.006 .
Kipping, M. & Üsdiken, B., 2014. History in organization and management theory: More than meets the eye. The Academy of Management Annals, 8(1), pp. 535-588, DOI: 10.1080/19416520.2014.911579.
Kwok, A., 2014. The evolution of management theories: A literature review. Nang Yan Business Journal, 3(1), pp. 28-40, DOI: 10.1515/nybj-2015-0003.
McMahon, C., 2017. Authority and democracy: A general theory of government and management. 1st ed. London: Princeton University Press,ISBN:9780691603216.
Millington, A. , 2019. ASOS is now the most desirable company to work for in the UK -- here's who else made LinkedIn's list of top employers.. [Online] 
Available at: https://www.businessinsider.com.au/linkedin-top-companies-to-work-for-2018-asos-tops-the-list-2018-3[Accessed 24 April 2019].
Nekvapil, J. & Sherman, T., 2015. An introduction: Language management theory in language policy and planning. International Journal of the Sociology of Language, 2015(232), pp. 1-12, DOI: 10.1515/ijsl-2014-0039.
Nimri, M., Bdair, A. & Al Bitar, H., 2015. Applying the expectancy theory to explain the motivation of public sector employees in Jordan. Middle East Journal of Business, 55(2433), pp. 1-13, doi 10.5142/MEJB.2015.92714.
Osborne, S. & Hammoud, M., 2017. Effective employee engagement in the workplace.. International Journal of Applied Management and Technology, 16(1), pp. 4, doi:10.1111/ j.1744-6570.2010.01203.
Piazza, A. & Castellucci, F., 2014. Status in organization and management theory. Journal of Management, 40(1), pp. 287-315, DOI: 10.1177/0149206313498904.
Renkema, M., Meijerink, J. & Bondarouk, T., 2016. Advancing multilevel thinking and methods in HRM research. Journal of Organizational Effectiveness: People and Performance, 3(2), pp. 204-218, DOI: 10.1108/JOEPP-03-2016-0027.
Ryan, R. & Deci, E., 2017. Self-determination theory: Basic psychological needs in motivation, development, and wellness.. 1 ed. London: Guilford Publications, ISBN 9781462528769.
Shafritz, J., Ott, J. & Jang, Y., 2015. Classics of organization theory. 01 ed. London: Cengage Learning, ISBN-13: 978-1285870274.
Stead, J. & Stead, W., 2017. Management for a small planet. 01 ed. London: Routledge, ISBN-10: 9780765623096.
Tian, A., Cordery, J. & Gamble, J., 2016. Staying and performing: How human resource management practices increase job embeddedness and performance. Personnel Review, 45(5), pp. 947-968, doi.org/10.1108/PR-09-2014-0194.
Turker, D. & Altuntas, C., 2014. Sustainable supply chain management in the fast fashion industry: An analysis of corporate reports. European Management Journal, 32(5), pp. 837-849,DOI: 10.1016/j.emj.2014.02.001.
Uddin, N. & Hossain, F., 2015. Evolution of modern management through Taylorism: An adjustment of Scientific Management comprising behavioral science. Procedia Computer Science, 62(1), pp. 578-584, DOI: 10.1016/j.procs.2015.08.537.
Van den Broeck, A., Ferris, D., Chang, C. & Rosen, C., 2016. A review of self-determination theory’s basic psychological needs at work. Journal of Management, 42(5), pp. 1195-1229, doi.org/10.1177%2F0149206316632058.
Van der Voet, J., 2014. The effectiveness and specificity of change management in a public organization: Transformational leadership and a bureaucratic organizational structure. European Management Journal, 32(3), pp. 373-382, DOI: 10.1016/j.emj.2013.10.001.
Vijayakumar, V. & Saxena, U., 2015. Herzberg revisited: Dimensionality and structural invariance of Herzberg's two factor model. Journal of the Indian Academy of Applied Psychology, 41(2), p. 291.
Vittikh, V., 2015. Evolution of ideas on management processes in the society: from cybernetics to evergetics. Group Decision and Negotiation, 24(5), pp. 825-832,DOI: 10.1007/s10726-014-9414-6.
Waring, S., 2016. Taylorism transformed: Scientific management theory since 1945. 1st ed. London: UNC Press Books,ISBN:10: 0807844691.
Warner, M. e., 2014. Whither Chinese HRM?: Paradigms, Models and Theories. 01 ed. London: Routledge, ISBN-13: 978-0415816106.

      
   

             

	

1

image1.jpeg
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David




