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Introduction.
The aim of this paper is to look at managerial theories to direct Johnson and Johnson to achieve its sustainability goals. There will be an investigation into classical management theories and investigate modern theories to see the benefits and then critically analyse the advantages and disadvantages.
The findings will look at the bureaucratic side of management and the adhocracy side to see which one is beneficial and the weaknesses of each side of the spectrum. The paper will include a scientific approach to increase productivity. Use the bureaucracy approach to see how power effect the workplace and finally the behavioural l side. Looking at science and psychological effects. Included in the paper is how to prevent barriers and look at modern approach as the modern world is more technological and see if classical theory is relevant in today’s world  



Classical management theories.
Looking at the management theories the bureaucratic approach can help Johnson and Johnson meet their goals. This theory is just a highly structured and formal approach lead by a hierarchy. In ancient times this has been implemented. This includes armies with a ranking order. When the industrial revolution began the demand for workforce expanded and therefore had to reward employees in wages. This wage dependent culture grew from 20% dependent in the 1820 and is well over 80% in 1950. This meant the large organisations grew without interruption because giving a wage meant you had more control over its employees so there will be less obstruction to the organisation. (📖[PDF] Origins and Traditions of Organizational Communication by Anne M. Nicotera | Perlego, 2019) Chapter 5
Because of the growth of the industrial revolution more workers were being paid a wage. This seems a good idea because both employee and employer have a number to expect. This could have a negative side on production because the employee is set a wage so they can set their own target. The employee can set their own target and not give 100%. Rival industries can offer more wages which means more experienced and productive workers can seek elsewhere or ask for more wages. This then loses control to the hierarchy. (Scholliers and Schwarz, 2003)
Another one of Johnson and Johnsons main goals is to help the mental health and wellbeing of the employees. A bureaucratic approach can improve this by formulization. This will organise teams of workers buy dedicating them certain roles which then resolve in less conflict. Having them working on all projects together means they are more likely to have different views which can lead to conflict. With less arguments in the organisation this will lead to more relaxed conditions and therefore reduces stress and improve the wellbeing of employees. (Adler and Borys, 1996)
The organisation can have full control and organise everyone to certain tasks. This could have a negative effect on motivation. If stuck doing the same processes it can become tedious and uninspiring. A bureaucratic way will prevent them from feeling any control in their workplace environment meaning they feel less motivated because they will feel any input will become unnoticed. (Gleeson, 2019)
Because Johnson and Johnson is a leader in the pharmaceutical industry their main focus is to keep people healthy around the globe. With a global pandemic of covid-19 this adds extra strain for the organisation to keep up demand for vaccines. One theory to improve production is to manage in a scientific way. Using knowledge-based research managers can look and individual workers tasks and modify the process to make it more productive. This will increase production meaning more profits. Employees will have a boost in their moral because the company will be able to invest more in its employees such as bonuses, also if the company is performing well, it will have an increase in job satisfaction. (Kidwell Jr and Scherer, 2001)
Using scientific management to make the business as efficient as possible is not always ethical. Delegating the managers just to manage and the workers just to do their daily tasks. This can cause a gap between managers and workers. The workers will feel like another number just to speed up the process and will prevent them gaining skills to progress.  With more production the demand might not always be there. So if you got too many workers then layoffs could be possible using a scientific strategy. This strategy will go against Johnson and Johnsons plan to treat the whole planet but also its doesn’t help them improve their workers mental health. (Kidwell Jr and Scherer, 2001)
Practicing scientific management doesn’t always have to be about productivity. Changing the workplace atmosphere can improve human relations. Studies have shown that offering benefits such as sick pay and regular breaks can improve morale as well as productivity. Another way science improves the organisation is to have single class rest areas. This will bring white collar workers closer to blue collar shop workers closer together. This will increase teamwork as everyone seems more equal. It is also understood you shouldn’t keep the thinking people away from the particle workers as they can come up with ideas together. (Jones, 2000)
The scientific approach does seem to be the best way of increasing productivity. Delegating specific workers to do their tasks seem the most logical way. This is still not bullet proof as its been known managers can have a favourites in a team to give them more preferable tasks and has been known in history your ethnicity could have an effect. Especially in the U.K. where from the year 2000 to 2017 the number of employees on zero-hour contract went from over 200,000 to over 800,000 in the course of that time. (Contracts that do not guarantee a minimum number of hours - Office for National Statistics, 2018) With an increase of zero hours certain employees can be whitelisted meaning they can receive more work than others. This approach is discriminate and brings a negative approach to the wellbeing of employees. (Nelson, 1992)
The modern world plus the covid-19 pandemic meant there is a big push for production. Competitors are competing for more contracts and Johnson and Johnson have engaged in vaccinating the world against covid-19, this can add stress to workers. In result this could affect their physical and mental health if production is pushing them too much. Also, if workers are on sick leave more often this can disrupt production such as short staffed or critical workers not present. So there must be consideration for the employees. (Westgaard and Winkel, 2011)
The theory of administrative management falls between bureaucratic witch looks at the bigger picture compared to the micromanagement of scientific management. The division of work will keep the organisation in touch of an ever more complicated world. Having all types of business architects managing the organisation will result in new processes becoming less complicated. (Van Steenbergen and Brinkkemper, 2009)
Having dedication for each task has benefits by using the right people for the right tasks. The disadvantage is not all jobs are direct. In the modern world departments require to use more than one skill. So you need to implement knowledge integration. For example, customer service representatives in a call centre also require inputting data on it systems rather than just communication skills. Having more flexibility is required to run operations more smoothly. (Reimer, 1998)
Henri Fayol theory of command of unity is described as one of the most important aspects of classical management. Having one individual at the top making the final demands enforces Fayol’s idea that an organisation must have discipline. If discipline is not enforced, then this will disrupt the structure of the organisation. Having one individual that has full control they can make sure discipline is in order. Failing to keep discipline the person with all this power can make vital decision instantly. Overall, this will make the workplace have less conflict in the environment. (Edwards, 2018)
The disadvantages of having one person with the most power that it can make power gaps. The power gaps will draw more power away from personal that have authority below the director. This will have a negative impact on the organisations performance because the leaders have less teamwork. They may have creative ideas, but the lack of unity can lead individuals being reserved. Having more than one leader like co-CEOs will reduce the power gap and will have a positive result in performance as the team will be more coherent. (Krause, Priem and Love, 2014)
Another approach from Fayol is that there is no favour to centralization or decentralisation. It is agreed that smaller companies should have a centralised approach and big organisations should adopt a decentralization approach. Having a decentralization management approach seems to be more beneficial to Johnson and Johnson because they are the biggest pharmaceutical company in the world. Using the principle of not favouring either will allow the organisation to be flexible when coming to management. Experienced workers may want to work with less direction while less experienced workers may need to be delegated more. (Edwards, 2018)
There are different approaches on which management style to adopt. Centralized or decentralized. But recent studies show that more companies are choosing to decentralise. Giving an employee a tasked managed by him will give them less incentive to take risks as the consequences be protected as it was delegated to them by hierarchy. On the opposite scale then leaving the employee to work on his own they feel more motivated they have more control and risk of punishment. Also, the employee can gain from on the job training gaining experience as he works. (Zabojnik, 2000)
Modern theories to improve management.
The usual way to be accountable is to work from the top down. The managers at the top report down the ladder giving feedback on performance. The modern thought is what if the pyramid was turned upside down and the front-line workers report information to their supervisors. As companies are customer focused the front-line staff get primary feedback form the customer, so therefore the front-line workers can transfer information easier to help become more customer focused. The employees can also pass information up the ladder about their leaders. Having the freedom to report about supervisors will result in leaders becoming a dictator. (Russel, 1992)
With the growing rate of modern technology, it has become easier to give feedback. You can do online reviews of restaurants and complete surveys by text message. Companies having this data is only going guide them to improvement. Having all this information is not always good. A decision from upper management may come across conflict from this data and could lead to uncertainty in which direction they should go. Another factor is the data may not be accurate. Some customers or employees may give feedback on emotion instead of accurate deep thought analysis. (Berkinshaw and Cable, 2017)
Nudge theory is another modern approach in business and politics. The benefits of nudge theory are decisions are made on your behalf for your own improvement. Individuals think they make the right decisions, but more well-informed people can point you in the right direction for better options. A good example is there is a worrying shortage of organ donors in the U.K. The public are less informed about the importance so less choose to donate. In othere countries such as France and Spain the public are automatically put on the organ doner register resulting in more donations. This is a prime example of how the government intervention helps the public with health care. (Chu, 2018)
Because nudge theory is fairly new concept there is little data. The data is not always transparent. It is believed the 2016 United States election was a nudge election. The input of fake news especially individuals on social media is to believe to influence votes. (Cai, 2020) It is not always clear if the nudge is beneficial to the person being nudge or the person implementing the nudge. In Australia they use nudge theory to get the public to pay their fines and taxes on time. You could argue that Australia just wanted to improve it cash flow and not help the public. Overall, the people in charge could have more power increasing the power gap. (van der Heijden and Kosters, 2015)
Conclusion.
In light of in information there has been many dimensions to go about management theory. The classical approach does favour the hierarchy goals and achievements. The industrial revolution had an impact on this structure because agriculture was transforming fast towards industry. This meant the powers at top had more power as farmers wanting to move to factories were high in demand. The work was also less skilled, so workers were easily replaceable. 
Using science there was some management theory that favoured the frontline workers by making the jobs easier, regular breaks and reducing power gaps to increase information transfer. The bureaucracy in classical theory was harsh on the workers but will the industrial revolution being so new its also important that someone had to take full control. With modern day manager styles the information is a lot easier to transfer. The plus side communication will help the organisation develop and boost creativity. The negative side is the information can become corrupt or mistreated as anyone can have an input and possible steer organisation in the wrong direction.
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