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DEVELOPING WORKPLACE CRITICAL THINKING
Introduction
The industrial revolution brought significant changes in the lives of workers and organizations, including the resulting rural exodus. This change has had an impact on leadership as well as new methods of managing people in the workplace.
This management being the act of supervising and directing people, tasks and things (Taylor, 1914) is linked by theories to help managers best to support their teams and goals.
Stoner (1978) argued that manager who wants to remain important in management practice must be up-to-date on existing management theories.
This report is to study the critical analysis of management theories related to Amazon and evaluate critically the impact of these theories on the beliefs, attitudes and values of Amazon.
In addition, scrutinizing what are one’s values and how are they going to meet the core values of the organisation (Amazon).
Doing so, Taylor’s Scientific Management will be the basis of this study and will be investigated on how it is implemented in Amazon warehouses. Also, explain facets that Taylorism is unable to elucidate into the organisation and apply modern management styles able to cover the gap distinguished.
Brief background of Amazon
Originated in 1994 in America, Amazon is an E-commerce enterprise. It initially started to provide services to the consumers through its retail websites and physical stores, it has expanded internationally with hundreds of million products (electronic, devices, books, clothing, sports equipment, healthcare and beauty products, home appliances by also involving third parties.
In addition, Amazon supports Amazon Web Services 9AWS) for developers and enterprises with a set of storage, database and other services (Amazon, 2017). Structured into three segments, North America, International and Amazon Web Services. In two of these segments (North America and International), the enterprise has a vast network of accomplishment centres, warehouses, shop floors, and delivery system to provide digital delivery and physical stores for consumers to obtain products.
Amazon is actually the top player in the online retail business with 1 125 300 employees in September 2020. This investigation is about the management practices of Amazon, especially in its warehouses and shop floors.
Further to what explained previously, the impertinence of using Taylorism to scrutinize the revolutionary management practices in Amazon will be explored.
In addition, the use of modern theories in terms of motivation, and leadership to fully demonstrate Amazon management practices.
Tylor’s scientific management
During the industrial revolution that occurred in the eighteenth century in Great Britain, Taylorism was introduced and progressively expanded to a considerable scale. From that revolution, the main idea was to boost productivity in shop floor by transforming machinery to systematically replace the labour force (Kiechel, 2012).
According Taylor, it is useful to eradicate the waste of national resources and materials to increase productivity (Taylor, 1911). In addition, Taylor thought that labour force can be related to the machinery if they are set up to work more proficiently (Koumparoulis & Vlachopoulioti, 2012).
Moreover, he generalised the rule of thumb and transformed it into “time and motion study” by dividing tasks into different and smaller tasks, systematically checking out the behaviour of workers, and measuring the precise time for them to complete each task. 
Furthermore, he introduced “piece rate” that is a new wage system to pay a fixed salary per unit of production based on the performance of jobs in order to motivate workers to work harder. Another core principle in Taylorism is the idea of specialisation between forecasting and implementing, particularly, management has to focus on building up systems to plan, control and supervise employees while workers must concentrate on manual labour in accordance with the plan of managers.
Scientific management developed by Taylor has four following philosophy:
· The management develops the science of work for workers to replace the old rule of thumb method;
· Managers scientifically select, teach and train the labour workforce to develop their own capacity of performing tasks;
· The management cooperates to workmen to make sure the jobs done aligned with principles of science that were developed;
· There is an equal responsibility between management and execution, then conflicts will be eliminated when managers and workers are specialised in their tasks.
These principles brought a strong belief to Taylor that Scientific management is somewhat prearranged for shop floor tasks as it is partly illustrated for Amazon.



Taylorism & Amazon warehouses and shop floor practices
Evidences exist principally from the journals, data, books, websites and new report in which it comes to light that there apparently exists presence of Taylorism in Amazon warehouses and shop floor practices with the use of futuristic technology. Monitoring employees by a revolutionary electronic system to oversight and manage the target boxes that each one should pack everyone in their warehouses (Kantor & Streitfeld, 2015).
The management utilizes a complex set of conduct, data and physiological tools to synchronise the target for white-collar workers to perform jobs in warehouses.
This means that there is a specialisation of tasks in Amazon where managers focus on the task of planning, setting targets for workers and the workmen to emphasis on the jobs of packing boxes in harmony with their goals initiated by the management.

That is to say that one of the parallelisms between Taylorism and Amazon management and shop floor implementations in warehouses can be the system “time and motion study” is applied to measure employee’s performance. 

According to a study of motion and observations at the workplace, the performance of employees is constantly measured by the algorithm, which is running as an instrument to measure and enhance the performance of white-collar employees over time (Kantor & Streifeld). Employees at the warehouses are therefore paid in accordance with the performance assessment.

To put it simply, most of values and terms of Taylorism emerge in the management and shop floor practices of Amazon when there is evidence for the division of work, time and motion study, and “piece rate” salary according to the performance evaluation.

However, the fact that multiple key points can be explained by Taylorism, actual management system in Amazon is more complex that Taylorism fails to explain them.

Practically, there is inexistence of equality right between managers and employees as employees at warehouses are treated like a machine or robot, not human. This is where one of the limitations of Taylor is applied when he suggested that human labour might work productively as the machine provided that they are engineered to do so. (Kantor & Streitfeld, 2015). Employees are afraid to stay long to the toilet as they will miss their productivity targets. Although robots are used in some of Amazon fulfilment centres, the work done is not relieved but turns workers into robots without any time for relaxing and being placed under CCV control.
In addition, the resistance in the behaviours of most managers and employees of paying the piece rate to workers makes it difficult to satisfy Taylorism principles. Clegg et al (2016) argued that only few managers accept to pay for productivity in Taylor’ system. Although some poor conditions of work for employees in certain warehouses, employees cannot get relevant recompense and bonus. An example of this is that Amazon claimed that employees can receive a promotion with the title of an ambassador but, this position does not offer any additional payment (Rittenhouse, 2017)
Moreover, the reasons explained above are partially caused the sceptics of Taylorism in examining the management and the shop floor practices. Above all, there might be the risk that the principle or assumption of Taylorism does not hold in the case of Amazon. This is because of the inconsistency between the reality of Amazon and principle 4 of Taylorism stating that managers and workers have to collaborate closely, then conflict is eliminated (Clegg et. Al).
However, the conflict occurred when thousands of Amazon warehouse workers over Europe took actions to object severe working conditions on the biggest sales day of the year. Workers found that going on strike is the key strategy to challenge for the improper treatment from the enterprise as historically as in Italy Amazon accepted to terminate improper treatment on planned practices after strikes. (Sainato, 2018)
Consequently, Taylorism can partially clarify the curiosity of Amazon like how managers use techniques to manage warehouse workers, and how workers are remunerated regarding their performance. Having said that, Taylorism seems not to be completely suitable to elucidate management and shop floor practices in Amazon like motivation, culture and leadership.
As part of management practices, Taylorism failed to demonstrate at Amazon the worker’s motivation. Taylor suggested in his book that the only motivation for employees is money. Employees want from employers to be paid a higher wage, similarly, the employers want from operatives a low labour cost in production. (Taylor, 1911).
Hence, employees are not only motivated by money as there are more invaluable and particular factors to influence the employee’s motivation linking to individuals or jobs themselves. If Taylor’s theory bears to be accurate, then, in Amazon warehouses, where is reported as systematized jobs (packing, picking, storing), exhausted working conditions, employees may still perceive motivated when they are paid money for the jobs but employees do not feel so, even for new employees. People working at Amazon warehouse do not work as a team but as an individual with one’s target to accomplish while being monitored.
McGregor- Theory X and Y
Further to the previous details, motivation can be seen in the employer’s context. McGregor theory’s assumption of employers (McGregor, 1960). McGregor launched two theories X and Y at the commencement of a few decades in the twentieth century.
Theory X was established in business after the mechanical system of Taylorism (Mohamed & Nor, 2013). According to Hindle (2003) persuasion, Theory X is the authoritarian style, focusing on productiveness, on a perception of an impartial day’s work. Through theory X, employers have means to detect badly those staff members who are unconfident to work normally and who are willing to lower the production or without making effort of improvement (McGregor,1960). It is up to managers to take on a position on determining second-class workers, who are generally passive and make them involve with other team members to better improve or adapt to the habits of the working team. As stated, T.S Lin (1934) that there are no bad teams, only bad leaders. The relationship within the team members can be broken when the managers did not handle in a right way the situation by introducing some penalties to the employees.
In contrast, theory Y argues that production will be increased from the employees if they are trusted by their employers and they are given or seen with more accountabilities. In addition, McGregor (1960) think that theory X is straightforwardly fulfilling insignificant physical needs that may not presume to be productive.
Mayo’s Hawthorn Works Experiment
Above and beyond employer’s attitudes and instigator factors, human relationship and people’s values are required to the employees that can be put up by management implementation.
Mayo’s motivation theory, involving the Hawthorn effect, conduct to the human relations school of thinking. This emphasis the prominence of managers taking more attentiveness in their employees. Mayo believed that both social relationships and job requirements affected job performance.
Mayo admitted that the employee is not a machine and that the way that they are handled and their environment is predominant. He perceived that work is a collaboration and employees have a need for friendship and recognition. They have a need for a sense of acceptance. In brief, productivity has an emotional element to it.
In addition to the social issue for the employee, one of the big things to come to light of the Hawthorn studies was the Hawthorn effect. This declares that changes in behaviour take place when you are monitoring or keeping an eye on the employees. The mere presence of someone watching workers changes the way they act. The way they perform change.

This demonstrate why productivity improved in the first experiment when lighting was improved, and also when it was made worse.
The Hawthorn study was the first of its kind to recognize that if you treat an employee a certain way, a good way, they might be more productive for the organization.
Monitoring is one of the popular processes at Amazon where every warehouse employee is restricted and monitored with the purpose to reach their targets.
Based on scrutinizing the data of the Hawthorn studies, Mayo suggested that employees are not that motivated by wages and environmental factors. Instead, positive relational factors play a significant role in productivity.
The importance of group working cannot be overcharged. It is the group that determines productivity, not pay and not processes.
For example, if someone is working too fast, they will be excluded from the group. Similarly, if someone is working extremely slow the same thing will happen.
Mayo created this matrix to show how productivity changed in different situations.
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Thinking of group cohesiveness as being how well the group gets on, their sociability. In addition, thinking of norms as being whether the group encourages positive or negative behaviours.
There are four positions in the matrix:
· Groups with low cohesiveness and low norms
-ineffective in terms of productivity

· Groups with high cohesiveness and low norms
-negative impact on productivity;
-Team gets on great
-negative behaviours 

· Groups with high norms but low cohesiveness

-limited positive impact on productivity;
-each member of the team contributes individually by working towards for his own success rather than the group success.
-no improvement of the productivity for the rest of the team.

· Groups with high norms and high cohesiveness
-positive impact on productivity
These are the teams that can make the greatest positive impact on productivity. In this type of team, each team member supports each other to succeed. People are personally committed to their success and also to the team’s success. A strong support network forms within this type of team.
To use the model to boost the productivity of your team, managers should do the following:
1. Strong communication: Communicate regularly with the members of your team. Giving regular feedback is an important part of this. 
2.  Group working: your team should be working as a group rather than as individuals.  It can be broken into small groups if the original group is too bigger.
Hawthorn employees didn’t previously work in teams, but when they did, productivity improved.
3. Increased involvement-being a friendly manager 
Because Hawthorn workers responded well to the increased attention they were receiving. Both their job satisfaction and productivity increased.
On the other hand, this model is that it is seen as manipulative. This is because it inspires companies to dissimulate, they are interested in the happiness of their employees. The reality might be that they are only interested in increasing productivity
Furthermore, the Hawthorn effect states that one’s productivity changes when he is watched by someone, it increases.
Mayo not only identified the Hawthorn effect; he was also the first to identify the importance of the psychological element of workplace motivation. He recognized that if you treat an employee well, they might be more productive for the organization.
In addition, he believed that group dynamics and social make up can create greater participation of workers, and openness in the workplace as well as groups (Onday, 2016).
Conclusion
 Thus, from the investigation and research details above, scientific management can relatively explain the management of Amazon warehouses with regards to the system that the enterprise conducts the specialization of labour, performance measurement and salary based on the level of productivity.
Due to the modern management practices in Amazon, scientific management seems to not fully consider the real situations of the enterprise, particularly in the aspects of motivation and organisational culture. 
In addition, the study identifies the deficiency of Scientific management like the unbalanced righteousness between managers and employees, the opposition of managers to pay bonus for employees in form of piece rate.
 The incorrect presumption of Taylorism in factors of motivation, and proposes other theories orderly to elucidate the matter of concern specifically McGregor’s theory X and Y, Mayo’s Hawthorne works experiment for culture effects and Weber bureaucracy. 
Limited by counting words, the study discloses some drawbacks that cannot be covered in this investigation, which is only centring on the management implementation in warehouses of Amazon, not the entire enterprise. 
Farther investigation is also recommended in the case study of Amazon such as Amazon management practices in view of different management theories.
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