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Critical Analysis of Management Theories
Introduction
	Dyfed-Powys Police reflects the key opportunities, risks, and challenges to policing on a national, regional, and local basis. In support of this, the police have developed a delivery model that lays out how to deliver the police. The Distribution Plan involves steps that will allow Dyfed-Powys to monitor progress. Management theories are a collection of fundamental concepts that inform leaders in managing an organization. The management theories are the general principles that guide managers to run a business. These theories help employees efficiently connect to company priorities and incorporate efficient means to accomplish the same. The theories are mainly classical.
Management Theories
	Mass manufacturing and the Industrial Revolution brought in new standards for handling workers and systems. When businesses continued to expand in scale and production, company owners gradually wanted managers to handle their daily operations. Only a few companies and the military needed ideas for management until the Industrial Revolution. As a result of the rising market, management experience has become a significant theoretical influence in company analysis (Birkinshaw, 2015).
	For an organization to archive its goal, it uses more than one management theory for productivity. Proper management is vital to an organization’s success. The old theories used, Theorists long speculated on what type of leadership is best for humans in the professional setting. Their management philosophies or sets of concepts are applied in industrial workplaces to inspire the best workers to put them into a successful management strategy. The old management theories believe that Different managers have different thought schools (Healthknowledge.org.uk, 2017).
	Frederick W. Taylor’s theory is scientific, which aimed at improving economic efficiency, especially labor productivity. Taylor had a simple view of what motivated people at work. He thought that employees should be compensated a good day for a fair day, and compensation should be related to the amount generated. Henri Fayol, known as the Father of Management, laid down the fourteen principles of management. These 14 principles are used to manage an organization and are beneficial for prediction, planning, decision-making, organization and process management, control, and coordination. Weber made a distinction between authority and power. Weber believed that power educes obedience through force or the threat of energy, which induces individuals to adhere to regulations. According to Max Weber, power is categorized into three; traditional power, charismatic power, and bureaucratic power or legal power (Breiner, 2014).
	Elton Mayo’s studies have demonstrated that the psychological stimulation of being known, active, and making it feel necessary to boost workers’ productivity. Hawthorne’s impact can be summed up as workers can adapt to new improvements in a working atmosphere such as more splendid lighting, clean work stations, etc. Employees are more productive because they know they are being investigated. Relationship theories focused upon the connections formed between leaders and followers. These leaders motivate and inspire people by helping group members see the importance and utility of the task. Transformational leaders are focused on group members’ performance and want each person to fulfil his/her potential. These leaders often have high ethical and moral standards.

Benefits of Old Management Theories
	Among several reasons, organizations apply management theories, including Using these theories, organizations learn how to make the most of their team members, improve performances, and increase productivity. Management theories give organizations strategies that speed up the decision-making process, helping them be more effective in their roles. The organization learns how to encourage team member participation and increase collaboration in the workplace. Management theories encourage organizations to make scientifically proven changes rather than relying on their judgment.

Flaws in Traditional Organizational Models

	To most modern work structures, police agencies trace their roots to the old industrial revolution and the industrial organizations that were the foundation of manufacturing industries. The organization conducts operations that bear a striking resemblance to industrial manufacturing plants and work on the shop floor. Even the rise of police unions parallels industrial trade unions’ rise, shop stewards, and organized labor in other industries (Nadrifar, Bandani and Shahryari, 2013).
	Concerning auto assembly plants, traditional police agencies are characterized by a hierarchical authority structure that clearly distinguishes decision-makers from line staff, emphasizes adherence to structure principles over flexibility, and prizes uniform operations and interchangeability across staff positions. Organizations are further constrained by their reliance on a paramilitary model that does not adapt well to external demands for change or accountability. Current Police unions add to this mix of outdated priorities through work rules and contractual requirements that can be unyielding. The flows in these models, despite substantial gains by police in crime-fighting across the country, there is still a widespread tendency to adhere to outdated and ineffective management practices (Olarewaju, 2014).
	When it comes to implementing management theories, the organization needs to understand that no two employees are the same. A particular style may offend one employee, while another employee may respond beautifully. Management is both art and science, and being an effective manager requires more than an understanding of specific theories. How they put them into practice is what separates good and bad managers (Educba.com, 2019).
	People’s previous management philosophies frequently touch on crucial management issues but neglect other essential points. In the real working world, few organizations and leaders consciously use management theories as rigid frameworks to adhere to or as long-term guiding principles. Many leaders attempt to consciously incorporate individual elements of their preferred management theories into their broader management style, hence producing new, unpredicted results.
What should be Improved?
	Successful police officers are worthy of meeting the challenge. Dyfed-Powys Police must compare continuity and predictability with transition and transition, as all organizations. Most police officers often understand the fluid context of their department service when attempting to standardize procedures. They recognize that police services have to adapt and develop powers to be successful in a changing society. These are the factors that push progress in the department and develop new ways to run the police sector.
	We describe the second main factor of police reform as the development 
of technology and its impact on operational activity, crime habits, personal job behavior. 
In addition to economic conditions and improvements in industrial management, changes in the Dyfed Powy’s police sector are more tightly incorporated in societal transformations driven by technology advances and representing technical changes to communications (Fox, 2015).

New Management Models

	Transition is the only enduring fact of life and is found not just in our personal life but also on the professional front. But do both of us know how to cope with change? No, not so. It requires time, resources, commitment, and preparation to adapt to change and learn, and that is why many learned people around the world have built well-structured and established frameworks for change management (Corporate Finance Institute, 2018).
	Change management is the term used to describe the change or the transition from one state to another of individuals, organizations, businesses, and programs. This concept may apply to a method to transition the project’s scope to fulfil changeable criteria and goals as it is used for business and projects. After a specific duration, improvements will be required in the service, industry, marketing, funding, or other facets of an organisation to increase its chances of achieving its objectives. Management of transition includes applying standardised strategies and a pre-planned process to shift from the existing state to the desired state (Smarp.com, 2020).
	Implementing improvements during mergers and acquisitions such as digital transformation or seamless integration is essential to schedule and organize the future project. Present changes management models are helpful to follow. The relevant management theories to the Dyfed-Powys police it is the model a Deming model, and the change management model of ADKAR (Hiatt, 2006)
	The Deming cycle is a continuous quality improvement model which consists of a logical sequence of four key stages: Plan, Do, Study, and Act. That cycle it is could be very useful for a Dyfed-Powys police. As been a police organization always need to plan a had do study the situation and act. It also concentrates on employee experience and positive contact at the workplace. In the plan stage should the leadership and the officers plan a that want to achieve, in this stage should analyze all circumstances, for example what is not working and what the management need to do differently. The next stage the Do, in this stage should be bring in slowly changes and implements to improve the leadership. The third stage is the Act. In this stage implementation of improvements into the organization. The last stage the Study. In this stage the leadership must evaluate what went wrong, does the new implements are work and it been that effective how been planned. (Henshall, 2020) 
	The focus of the ADKAR Change Management Model is on understanding and assessing whether or why changes succeed or not. ADKAR model implies understanding - of the need and the need to adapt - to change, information - how to change, capacity - to introduce change daily - strengthening - to ensure that it is enforced and improved later. A very detailed analysis can be carried out using the Toulmin method. We split a statement into its separate pieces and determine how successful they are on the whole. Using this approach, we describe the case’s arguments, explanations, and facts and determine each one’s efficiency. Toulmin functions, therefore, much like a recipe for conversations, and it has some limits.
	Toulmin thought that logic is less of a deduction operation requiring discovering new concepts and more of evaluating and screening current ideas. It has to offer a reasonable reason for making a point. He felt that this would ensure that he could stand up to pressure and receive a fair verdict.
Raising a Thriving Workforce
	Dyfed-Powys Police are all about the right task force that is usually openly articulated and respects and support workers. (Dyfed-Powys Police, 2020) The police are to be rewarded; staff must be respected by minor contributions where the reward meets the outcome. Police development and opportunities can also be encouraged. You will feel appreciated when you see your continuing progress and potential Promotes initiative. Often a lot of energy is needed before an aim is completed. Their leaders and organizations more appreciate them as they realize how their contributions relate to something far more extensive than themselves (International Labour Office, 2011).
Barrett Model
	Barrett’s model describes the seven fields of human interaction. The fields range from essential survival to service, to the future generations. The model offers a precious map for understanding the values of leaders and their workers. It offers a better way to create a more supportive and fruitful relationship and strengthen its organizational coordination. The level of perception, under normal conditions, conforms to the psychological level. However, someone may face a condition that can impact internal equilibrium adversely. For example, a stressful encounter may lead to one or more levels to drop in the hierarchy. There is the risk of permanent injury if this experience arises to an infant or youth (Valuescentre.com, 2019).
	Yet as one of the most critical investments in the policing organisation, people can do something with far-reaching consequences for staff involvement, society’s satisfaction, and all the benefits it provides. To be a Policeman/women at the Dyfed-Powys Police every candidate must much with the values, believes and attitude that the organization represent. The values that the candidate must represent: Accountable, fair, selfless, Openness, leadership, respect, integrity, objectivity and honesty. Through in this report a Barrett test been carried out, to see the righter of the report values could match with this organisation. The Barrett test showing that, for the righter of this report it is important people are treated justly and that everyone has the same opportunities are essential for you. This value it is essential to become a policeman/woman. Should be all policeman/women believe that all people are same and treated fairly, equally does not matter which ethnic group are come from. For the Dyfed-Powys police it is important the good and trusted relationship between employees, again yet the Barrett test showing the righter of this report have a matching value, in the form of meaningful relation. 
Recommendations
	Instead of adopting a single size, the organization’s actions should be based on current circumstances. According to the characteristics applicable to the current situation, appropriate action is taken by the management. An organization that recognizes system philosophy adequately describes how an individual influence its system and how multiple processes influence the worker. It encourages organizations to track police incidents and trends. It allows the company to function as a collective with the organization’s whole purpose or objective, rather than the isolated divisions (Kessler, 2017).
	Police administrators need to know how to handle squad activity, including the subcultures of police. An officer’s socialization decides his/her opinion of the job as officers will follow a boss’s culture or a street cop culture. The units vary in the subculture of the police. A policeman committed to safety and helping us in public policing community when his private policing world exposes a cynical policeman and protects him. Police officers may be members of associations and brotherly groups (Goulder, 2019).
	Modification is both necessary and lasting. There will be successful monitoring of unique circumstances and incidents in the company when some cannot. As regards chaos theory, changes are understood and seldom regulated. Transition is inevitable. As the enterprise grows, the uncertainty and probability of sensitive incidents increase. Organizations boost energy to preserve the new degree of sophistication. With more energy, the organization needs more structure to sustain consistency.
	Police agencies need to measure the behavior essential to the department and make it more efficient. Police officers must calculate and track seven dimensions: crime prevention and victimization; accountability of offenders; anxiety reduction; and personal protection improvements; general civilization; quality care/satisfaction to clients; equal, appropriate and productive application of power and authority; and fair, efficient effective use of financial capital. Comp statis can be used both for the detection of violence and the police service’s reaction. However, it is short-sighted and only focuses on recent violence, and the burden it brings on commanders and agents will contribute to misrepresentation. For calculating police forces, the 7-dimensional paradigm is more realistic (Mastrofski, 2007).

Conclusion

	Finally, the company needs to consider how serious events should be handled. Dyfed-Powys police have used special teams and devices like crisis management systems to tackle multiple crises. It is also worthy of notice that the right media and strategic coordination must be developed. Police departments should advocate for better media and civic transparency. For this to be achieved, most jurisdictions employ a public affairs officer, and the police have continued to use social media. Police administrators need to plan media relations plans during emergencies correctly (Porath, 2016).
	Police forces have historically embraced organizations and administration in paramilitary fashion, and police officers have arisen instead of organizational expertise resulting from organizational crises. There is a strategic problem in police managers’ role - they can be viewed as authorities subject to government mechanisms or as experts. There are variations in approaches to realistic management challenges. The variations include empirical management, human behavior management, and management concepts related to actions, group dynamics, and processes. Systems theory presents a broader viewpoint than either of these approaches, as it concerns not the characteristics of a system’s elements but systemic interactions and interdependence (Quain, 2013).
	However, operational considerations such as power or authority and duty may affect the manager’s perception of the whole structure. Open and closed systems are debated, and it is noted that criminal justice systems appear to be closed and that open systems lack an environmental viewpoint. Dyfed-Powys Police administrators should commit to active and proactive reform modes, build more transparent and responsive corporate systems, rely less on power and authority as modes of operating, and learn to re-evaluate laws and regulations constantly. They must promote cooperation and joint decision-making between all police officers and learning to see rather than organize their duties on an overarching structure and the entire environment.
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From the values you selected it is clear that you are a person for whom meaning is important. You have a

7: Selfless senvice strong set of moral standards which are important in how you treat others and how you wish to be
treated.
: Making a positive difference in the world @ AT A
kg whaaing v sz (YY) You have high aspirations and seek to improve your circumstances.
You demonstrate dedication in allthat you do.
4 Letting go of fears. i i i
S arabop sad oponr [ ) Ensuring that people are treated justly and that everyone has the same opportunities are essential for
you
3: Feeling a sense of self-worth [ Je! Having meaningful close relationships with others is important in your life.
You appreciate the freedom of autonomy and not being reliant on others.
2:Feeling protected and loved [ ] You enjoy having opportunities to guide and direct others. You are not afraid to take charge.
It is important that you feel secure and you seek to protect yourself and your loved ones from harm.
1: Satisfying our physical and survival needs { Jo! Building confidence in others and wanting others to feel they can rely on you are key factors in your
interactions
oy PovsrnalyLiriteg 2.0 The type of values you selected indicates that your individual capabilities and the connections you build with
others are both important to you.
Area Understanding our values helps us better understand ourselves and why we may act or react in the way that
‘we do. For example, if someone undermines one of your values it can result in feelings of hurt; you would be
ambition 3 likely to feel upset if your value of “commitment” was not being honoured by someone else. Similarly, if you
make a decision which goes against one of your values this may lead you to feel uneasy or unsettled about the
commitment 5 decision, because you are not being true to yourself.
control (1) 1 You have selected two values which might be classed as potentially limiting or fear based:
faimess 5 Control: A desire for control may illusirate an underlying fear or lack of trust. It can also indicate a need
for power over others and can inhibit relationships.
friendship 5 Power: A wish for power could depict your drive and ambition to propel yourself to greater heights. Be
careful that this does not become a desire for supremacy or control at any expense without regard for the
independence N needs of others.
leadership 6 To what extent do you think that this affects the decisions you make and how others see you?
power (1) 3
safety 1
trust 5
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