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[bookmark: _Toc35704268]Introduction 
The purpose of this essay is to analyse scientific management theories and its application in the 21st century. The report will evaluate how Taylorism and Fordism enable companies to be managed effectively. The analysis of the theories will be utilised to understand the importance and application in Amazon. In the main body of this essay, the two scientific management theories will be explained with reliable resources, critical theories will be included to understand the discussion. There will be a conclusion where it will conclude the whole essay and a section with recommendations will be included. 
People have been working for years in order to survive, the working style had a significant change. The American industrial revolution marked an incredible critical point in the global economy because demand increased and larger companies had more pressure (Wren, 2005). As described by Heineke and Davis (2007) management is a complex concept and has developed over the years. 
[bookmark: _Toc35704269]Scientific Management theory 
In the 20th century, Frederick Taylor established the scientific management theory in 1909. Taylor and his team analysed the work procedure scientifically and they also identified how a task was done by the employees and how this affected the productivity of the company (Waring, 2016).  Taylor’s theory believed that asking employees to work harder was enough for better results but improving the way tasks were done was the best way for productivity (Waring, 2016; Przegalinska, 2019). Taylor also recommended that employees and managers should have a common and supportive relationship in the company. Although, managers usually did not have to interact much with their workers, and unavoidably permitted them to produce the required quantity of products (Thomas, 2018). The workers only motivation was continuous employment, encouragement or any type of incentives to motivate the staff to work efficiently (Gantt and Taylor, 2007).  Money was considered the key motivator for the workers and he encouraged the idea of ‘fair days to pay for fair working days’ (Jones and George, 2014). In other words, if a worker did not reach his target in a day, he will not be paid as much as the hard-working ones that were more productive (Taylor, 1984). Taylor was also a mechanical engineer which allowed him to conduct experiments in the workplace in order to determine the best performance level (Myers, 2011). 
[bookmark: _Hlk34846726]Taylor stated in his principles that he motivated a worker named Schmidt to increase his workload from 12 tons a day to 47 tons. He was able to convince this worker by promising him a higher pay rate (Taylor, 2004). Taylor’s experiments were vital because they enabled him to calculate the exact time needed to complete each task and enabled him to find out the best way to complete the tasks, the workers were timed when they had to complete a task (Taylor, 2004). From his experiments and researches, Taylor believed that only some people could work effectively, and managers should employ these people whenever they can (Myers, 2011). Consequently, choosing the right candidate for a specific job was another important aspect of Taylor’s principles (Gantt and Taylor, 2007). Taylor applied everything he learnt from his experiments and developed four important principles of scientific management also known as Taylorism (Thomas, 2018). The first principle consists of changing rule-of-thumb of work methods, with approaches based on scientific researches and study. The second principle, each candidate or worker should be scientifically selected, trained and developed. The third principle recommends that managers should collaborate with their employees in order to make sure that they have applied scientific methods. The last principle consists of distributing work between managers and workers, then managers should apply scientific management principles to plan the task and how workers should perform the task (Taylor, 1998). Taylorism has various advantages such as productivity, profitability and beneficial for customers, however, these advantages are mostly for the organisation, while the disadvantages are for the employees (Braverman, 1974).
Braverman’s perspective, scientific management has to be understood based on its value to capitalistic profit-seeking, rather than the ethical aspect of the management. Braverman (1974), argued that Taylorism principles for the workplace were more a clear way of capitalistic production method. Several studies agreed with Braverman argument and they also stated workers are being exploited due to the scientific management principles (Edgell and Granter, 2019). Taylorism has been criticised over the years, the workers were exploited as machines for a pecuniary benefit (Locke, 1982; Cooke, 2003; Waring, 2016). Taylorism underlined that cooperation is very important because it builds a stable environment for production planning, profitability analysis and it enables managers to the best workers for a specific task (Gantt and Taylor, 2007).  Braverman and other scholars have agreed, Taylorism realised a separation of the conception and execution of the term, which are planning and decision-making (McIntyre, 2017). The Frankfurt school developed some theories based on the Marx theory, which is known as critical theory. The purpose of this theory is to critique and change the whole society, in contrast with traditional theories that are focused on explaining or understanding it (Bottomore, 1984).
Henry Ford utilised and expanded the principles of scientific management in the 20th century, he applied it in his company Ford Motor Company (Clarke, 1992). Gramsci coined the term Fordism and he described it as capitalistic advancement and as a modern approach (Clarke, 1990). Fordism involved three main principles. Firstly, utilising moving assembly machine to achieve a high level of productivity. The products were passed to a worker that had the duty to perform a single task constantly and the product would be passed down the line until it is finished (Jessop, 2005). Secondly, utilisation of the standard machines and semi-skilled labour, most people could be hired. Thirdly, Ford paid his workers based on the amount of work they are able to do and he paid them more to allow them to afford Ford's car (Clarke, 1992). Fordism was considered an era of high mass production and mass consumption, categorised by equity and equality of needs (Jessop, 2005). Fordism has been creating a market based on economies of scales and this theory also helped companies to be managed successfully (Valli, 2018). Fordism also induced a range of public policies and the Government involvement in order to reform a modern industrial market and reduce failures of the market (Polanyi and MacIver, 1994).  Ford’s company was able to achieve economies of scale when he understood that a company need more production in order to grow. In order to achieve this purpose, an organisation needs to homogenise its production line to find out the average cost of the reducing item, however, this will increase the profit (Grey and Willmott, 2005). 
However, Taylorism and Fordism are similar regarding standardising work and practise. Taylorism focused on the social aspects of the managers and employees (Waring, 2016); Fordism focused more on the conveyor assembly line and Ford believed every element of the assembly line was important for the company to achieve economies of scale (Gantt and Taylor, 2007). Fordism was considered manufacturing philosophy; Ford was also concerned about adequate compensation of his staff which could help them to purchase cars that they are manufacturing. Taylor tried to find workers and machines efficiency in order to maximise profit (Kelly, 2016). Taylorism and Fordism have continued to have a significant influence on organisational management in the 21st century. Although, Fordism appears to be most the utilised by modern companies rather than Taylorism. This is mainly due to the fact that Fordism developed Taylor's ideas and fairly incorporated new ideas which are more relevant in the 21st-century business style.
[bookmark: _Toc35704270]Review on Amazon using Digital Taylorism
Amazon is one of the largest online retailers worldwide, based in Seattle, United States. By the end of 2019, Amazon had over 790,000 employees and an annual revenue of $280.522 billion (Macrotrends.net (A), 2020; Macrotrends.net (B), 2020). Amazon describe themselves as a customer-focused organisation in their leadership principles (Amazon, 2020). The company tries to provide their customers with an extensive variety of products at a low cost. This advantageous conditions for the customers have an impact on Amazon’s employees.  According to Schein (2017), Amazon is utilising Digital Taylorism to control the workplace and using technological advancement to exploit scientific management. In the following section, there will be a discussion based on the four principles of Taylorism and Fordism applied by Amazon.  
In Amazon, every operation or movement is timed. Employees are also timed in toilets breaks but the Amazon released a statement where they addressed the issue of timing their employees, they stated that it is necessary to identify the level of performance needed to complete a task and their targets are based on the achievement of the previous workers (Berg Knights, 2019). This strategy reflects Taylor’s studies and experiments to identify what could be achieved and how the employees could be more effective.  It was also reported that employees have been forced to work over-time which was 55 hours weekly and they were fatigued by the targets which led them to fall asleep while standing up (Boewe and Schulten, 2017). Taylorism utilised this method calling it fair day’s work which was utilised to persuade the employees to work for a longer amount of time without collapsing. Ford utilised higher pay to motivate the workers for long hours and less effort compared to Taylor’s. Amazon pays a bit more than the minimum wage and demonstrates that the company uses most of Taylor’s principles (O’Connor, 2013). 
Taylor scientifically selected, trained and developed his employees in order to perform efficiently in the manufacturing line (Taylor, 1998). Ford noticed that there were a large number of unskilled workers and he believed that those workers would be essential for the division of labour due to fact it was a repetitive job and had to motivate them to stay longer. Money has always been considered as an incentive to motivate employees to work harder, Ford paid $5 daily, and this was considered by Gramsci (1971) as a degrading, repetitive and life exhausting work process which was mass production. Amazon does not fully apply the scientific selection and training or high incentives. As reported the Office for National Statistics (2020), Large warehouses in the UK such Amazon are located in poor areas to allow unskilled or desperate workers to be exploited by paying them minimum wages for the exhausting job. The employees are regularly monitored by Amazon with their so-called ‘continual performance improvement algorithm’ which analyses if the employee is suitable enough for the job, if not the worker gets dismissed without hesitance, sometimes they are let go after exploiting them for a period of time.
The third principle of Taylorism was a collaboration, with the assurance that workers would collaborate with their managers and the management should apply the scientific principles (Taylor, 2004). Taylor believed that workers are naturally lazy, and they need guidance and supervision in order to be more productive (Savoulian, 2019). Taylor introduced fines for damages, any type of mistakes, and rule violations and these fines were also used in Fordism. Amazon imitates the same process by using three points system, the points are giving for lateness, damaging an order or calling in sick; employees are automatically dismissed when they reach the three points (Catherine, 2014). Amazon control their employees rather than cooperating; the company uses devices to get feedbacks which are accessible to the workers. The company encourages the workers to send secret feedbacks about their co-worker. This system is known as a way to disrupt the employees and this increases the control the company has over the workers (Kantor and Streitfeld, 2015).
Taylorism and Fordism adopted the division of labour, where it is specified that labour should be shared equally; 50% should be shared between the workforce and the other half with the managers that have to plan scientifically (Taylor, 1914). This principle was written to divide responsibility, it created a negative impact due to the fact that only managers could make decisions while the workers have to only obey them (Copley, 1923).  Karl Marx has condemned Taylorism division of labour, he believed that it promotes social unity with no collective agreement (Hill, 2007). Braverman (1982), also criticised these principles and he described them as general rule capitalist division of labour; mentioning that the division of labour impacts the society and the employee’s lives. Digital Taylorism has developed division of labour, managers in Amazon are more like “mere widgets in the giant corporate computer”, managers during Taylorism were more respected than managers in the modern Taylorism (The Economist, 2015). Amazon has recently introduced wristbands which could monitor workers’ motion through vibrations, and it notifies in real-time when an employee is completing a task wrongly (Ong, 2018). The company justified their actions by stating the wristbands are used to simplify time-consuming tasks and encourage workers to work quicker (Yeginsu, 2018). This technological division of labour style is considered to reduce the presence of managers or supervisors (Solon, 2018); some critics argue that the use of the wristbands might make the employees feel and exploited as robots (Crane, Matten and Spence, 2019). 
[bookmark: _Toc35704271]Conclusion and recommendations 
With the evaluation of the theories in the essay, it is possible to conclude that Taylorism and Fordism can achieve efficiency and increase productivity from the workforce in a company.  However, Amazon took some elements of the principles to bring out the best of the employees to be more productive, the high level of productivity of the employees is not rewarded with bonuses and the workers continue to be exploited.  This way of managing the company might be seen as an unpleasant place to work, unskilled people still seeking to work in Amazon in order to survive. In the warehouses, there has been created a culture of fear of being sacked, incessant supervision, unachievable targets, lack of communication and constantly checked by the security on the employees in work. Despite, the difficulties faced by the employees, Amazon is possibly not planning to make any type of changes any time soon due to fact the company is not breaking the law. The only problem the company might be facing is their management approach which could cause more issues in the long-term and there will be no chance for innovation due to the fact Amazon are interested in maximising profit and productivity. However, this document has offered a broad outline of how Amazon has adopted, developed and implemented most elements of Taylor’s scientific management theory, such s employee selection, training and development, scientific evaluation, division of labour, payment and rewards and keep thriving to increase Amazon’s productivity, profitability in a competitive market.
The Government might not pressure the company much because Amazon might be providing a high number of job opportunities to the community. Alternatively, the Government might provide unions for the workers. With these unions’ employees might go on strike and could help them to persuade Amazon to modify their working style but the company could easily dismiss them and replace them with new workers (Chan, 2016). The customers might be the most influential factor because If Amazon’s customer decide to stop purchasing goods from the company, it will critically affect the organisation (Briken and Taylor, 2018). On the other hand, Amazon are improving their products and services in order to keep their customers satisfied (Castelli et al, 2017). The author of this research believes that there might not be the right recommendation to suggest on how Amazon could change and operate ethically; awareness on these issues and improve working conditions for the employees might be a decent start for change (Halpern, 2015). 
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