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This report will investigate Elton mayo and his involvement with the Hawthorne studies. During the projects and experiments in the organisation he came about his theory on management and employee engagement. The report will elaborate on the different stages of experiments undertaken by himself and his colleagues. It explains how the Hawthorne effect came about and what it really did for the organisation. The report also looks at the challenge's and implications faced by Elton mayo during the investigation and the changes and effects it had on the company. It will also discuss some of the criticisms faced during the Hawthorne study. The report will finish by looking into how the changes and findings of the investigation and experiments by Elton Mayo on the Hawthorne studies help with today’s organisations in general and if it is still being practiced within businesses.

[bookmark: _Toc55935890]Behavioural management

In the 1920s and 1930s there were concerns by many researcher’s that scientific management was short-sighted and not being justified completely. The researchers conclude that the human aspect of business organisations had been ignored, the behavioural management movement realised the importance in human psychology and the need for motivation and leadership which is not the same as a simple mechanical efficiency. Behaviour management was to do with human relation and modern behaviourism’s, they claimed the behavioural management movement investigates employee behaviour in a company setting. The human relations movement have replaced scientific management and is considered the main method and was used in the 1930s and 1940’s, then organisational behaviour raised in 1950 and is still continuing (Olum, 2004).
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                                                                                                                                                           Elton Mayo (1880-1949) was an Australian by birth. He was a professor and a researcher who contributed towards laying the foundation for human relations movement, for this reason he was known as an important American psychologist and was especially famous for his industrial research. He was a leader in establishing some great experiments that made a change in management thinking and well known for his involvement with the Hawthorne studies where he discovered that job satisfaction with employees was to do with employee engagement and being involved in decisions instead of short-term incentives. He also wrote a book on human problems of an industrialised civilisation in 1933 (Griffin, Landy and Mayocchi, 2002).
Based on his well-known experiments at Hawthorne, Mayo’s management theory exploring and observing into the factors, came to understand employee motivation and the environmental conditions and approach to team building which led to better productivity. Mayo’s management theory has claimed that employee motivation is related with relational factors rather than the usual rewards or the environmental factors such as the experiment of illumination and humidity and so on (Asproni, 2004).
 He studied at the Adelaide university where he took interest in psychology. There he was appointed as a lecturer in logic and psychology. He then became a well-known professor in philosophy at the Queensland University in the year 1911. Moving from Queensland he then went to USA to take a post at Pennsylvania university in the year 1923 where he conducted his first experiment for which would then follow as result for Hawthorne. Mayo went to do well for a spinning mill company in Philadelphia where he experimented and helped to improve productivity in the other departments where the turnover was less than other departments of the company. To solve the problem mayo introduced some working condition experiments which was a success in increased productivity for the company. They realised that it was because of the introduction of the changes of rest pauses (Smith, 1998).
Mayo’s human relation theory motivation was solely based on his own political perspective and understanding of worker motivation and possibly the psychological control over workers (Bruce and Nyland, 2011)




[bookmark: _Toc55935892]The Hawthorne studies

The Western electric factory which supplied telephone equipment’s, Hawthorne was where the main plant for the factory was located. The factory had 29,000 employees who were mostly immigrants. There was no other major theory and experiments undertaken by industrial sociology and psychology. These experiments took research to a different level in management thinking and human relation movement. Wickström and Bendix, (2000) note, this was influenced by the principles of scientific management, introduced by Fredrick Taylor in 1911. The Hawthorne studies was first initiated in 1924 by the management team of the Hawthorne plant of the western electric company in Chicago, Illinois, in the USA. Studies and experiments were conducted with illumination to see if proper lighting can increase productivity. while the experiments were continuing, the main studies were happening in 1927 and 1933 connection with the Massachusetts institute of technology (MIT) and the Harvard university. Elton mayo who was at that time at the Harvard school visited the factory while the first experiments were being held in the first relay assembly room. This is where he suggested to take the research further, the experiments went ahead with 4 extensive experiments in the relay assembly room. This time the examination was more observed during the rest pauses of working hours, wages, food and humidity, to examine temperature with work performance. The experiment came to conclude that these changes did not bring much result in explaining the increase of productivity. The experiments went to the extreme level of interviewing 20,000 employees at the Hawthorne factory. Regardless of the number of researches, it could not result in an agreement even by making the conditions worse with the work that was carried out. (Wickström and Bendix, 2000).
 According to Roethlisberger and Dickson who were doing the main report on the studies said the important factors were related to the personal relations between workers and management. The investigators also concluded that when the illumination test was being performed, some workers became defensive and suspicious whilst others were anxious to corporate. To achieve a good relationship with the people who were participating in the task, the investigators displayed a calm and easy going behaviour with them so that they would work at a normal pace, the reason was so that when they were taken from their regular work to do work in the test room the workers might become uncooperative. There was a lot of interest and attention shown towards each worker who took part in the test. This perhaps was a reason for the increase in productivity. The reason for these changes was to have more controlled experiment. Investigators came to realise that perhaps the unintentional manipulation could be the answer to the overall increase of productivity. This is where and how the Hawthorne affect came about. This term was introduced by the French who said by a mythological point of view that the Hawthorne affect was to do with the findings of the increased productivity and in relation with special social position and social treatment. Other articles mentioned the failure of the Hawthorne studies for not being able to identify all the causes that led to the rise of productivity and whether it was more to do with morale,  attitude, supervision and teamwork, as well as, cohesiveness, informal organisation, personal relationships, social unity and maybe also the fact of being watched during the experiment (Wickström and Bendix, 2000).
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Even though the Hawthorne studies were carefully examined there have been some important weaknesses. First of the problem was that there were so many different factors in the experiment on the increase in productivity that it became so confusing to understand the relation between them. The main affect it had was to do with human relation which the investigators should have spotted as the cause (Wickström and Bendix, 2000).
Mayo’s position in the development of human relations has stood the test of time and has been in the limelight of notable debate, with considerable dispute about his role and credibility. It was argued and questioned as to whether the Hawthorne experiments reflected Mayo’s personal views or was based on actual experimental results (Bruce and Nyland, 2011).
Doubt regarding Mayo’s role at Hawthorne continued to live for many years. Criticism varied from multiple opinions that Mayo had mislead the supervision of the work by surrounding it in a controversial sociological framework to remove of him the intellectual lightweight who allotted himself as the publicity officer of the studies (smith, 1998).
Even though Mayo helped to lay the foundation for human relations movement his reputation and fame have had a bad impact and criticism almost 70 years after his death. He was criticised for being a poor social scientist, anti-democratic and anti-union. It was stated that he was more concerned with becoming famous and not being a good scientist. A regression analysis showed that Mayo and his work are no more discussed, and questions have risen on the credibility of his work and therefore his reputation unlike other scholars have come to see a decline (Muldoon et al. 2020)
Muldoon et al. (2020) further noted Mayo’s view, that attitudes and relationships are successful motivators at work, this was criticised by many critics that high productivity is a result of extra financial pay. Although, Mayo was aware of the effects of extrinsic rewards, his focus was primarily on spontaneous cooperation, the ability to exchange between two parties without the presence of financial incentives.
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Google strictly rely on human relations theory to attain organizational success, beginning by addressing the entire Google workforce as a big family. They offer their employees a relaxed and harmonious environment, with no formal company culture so that employees can easily spark creativity and inspiration. They focus on personality and motivate individual’s leisure and past time. Google have stated that they motivate their employees to spend 20% of their time on creative and innovative thinking that will benefit productivity. The company allocate decoration budgets for each employee to decorate and personalise their workspace and encourage creativity. Google believe in listening to each employee voice equally and treating them well. Google working mode involves equality and they see no difference between managers and staff. Employees are rewarded generously for their contribution with extrinsic and intrinsic rewards which keeps them motivated. Google satisfy employees internally by acknowledging and recognizing their hard work. They do this through quarterly meetings where employee photos with names are attached alongside all the projects that are being worked on or completed. This gives staff a sense of value and respect which effects their behaviour towards the company in ways of loyalty, trust and responsibility (Human Relations, n.d.).
DHL the logistic company corporate responsibility report shows that employees operate a human relation approach theory as they give room for openness, trust and mutual respect in the workplace. DHL also comply with the commitment to ensuring employees are healthy and safe both psychologically and physically which falls in line with the human relation approach of management. They emphasis on teamwork and collaboration distinguished by mutual respect, openness, honesty and sincerity and an understanding of achieving company goals, productivity and efficiency in the best way possible (Corporate Responsibility Report 2018, 2018).
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The findings of this report can conclude that all management theories and its thoughts are basically trying to achieve the same goals. Its objective is to perform a greater efficiency in maintaining higher productivity. The need of customer satisfaction is to create a better effective workplace and developing better engagement in relationships, creating a conductive work environment and having better development opportunities. Elton Mayo and his colleagues recognised the importance of human relation and the studies have found that proper supervision was critical in increasing work satisfaction,  the studies further revealed the importance of managers participating and helping employees in adjusting to cooperate and encourage good relationship between workers and managers. Human relations are very important to maintain a healthy balance between managers and employees, so therefore recommendations would be that companies must prioritise the human aspect within the organizations as this directly effects performance and production. Employees must be given a safe, healthy and adequate working environment to ensure they remain motivated and engaged, there should be regular performance checks and feedbacks from employees to know whether the working environment is having a negative impact on their performance or if there are factors that are demotivating them.other lessons public administrators can learn from this lessons are simple and powerful, it is to get to know your employees on a personal level also keep a open door policy, and listen to employees needs and view their opinions. Even spend time in interacting with them more often. 
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Part B Reflective writing
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This report reflects on how I have developed my understanding on critical thinking on this module. Due to the pandemic I was unable to attend live classes at the university of wales, instead I was doing my studies with virtual learning which was a new experience for me. Lectures were through Microsoft teams. 
The module was based on how critical thinking is important for the workplace. The aim of this module was to develop a critical approach in workplace thinking based on the theoretical models of critical thinking. I will use the Discroll model to reflect on my learning. This model was created by John Discroll (1994, 2004 and 2007). He wanted to develop a learning cycle of three stages, what, so what and now what. To explain a situation, analyse it and then to put in action what you have learnt (LibGuides: Reflective Practice Toolkit: Models of reflection, 2020).
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Developing critical thinking is not to implement any changes to human nature or even pretend that every act we take should be rational all the time but rather, the important thing is to recognise our own and other’s limitations. you should allow yourself time to think on the situation and look back on it and ask yourself any questions on relating to the incident. when we think critically we are setting out actively to understand what is going on by using reasoning and evaluating the evidence and think more carefully about the process of thinking itself (Chatfield 2017). Critical thinking allows you to understand the situation or problem and come up with alternative and better solutions to solve the problem.
The learning came across the many aspects of critical thinking and the many stages that need to be addressed, such as to differentiate between critical and uncritical, this must be assessed through objectivity and scepticism. Being objective requires a form of honesty, belief or approval to justify the knowledge (Gowans, 2013). Another stage is to identify the types of reasoning related to the truthfulness of a claim before we can conclude. There are many reasonings to justify an arguments evidence, such as valid and invalid, inductive and deductive reasoning.
Inductive reasoning allows the possibility of a conclusion to be false and a deductive reason deals with certainty, so all reasons lead to a true conclusion guaranteed (Goela and Dolan, 2004). To guarantee a true conclusion many aspects need to be met, such as, necessary and sufficient conditions.
The lesson taught me some important models, like the bloom’s taxonomy model by Benjamin Bloom in 1956. It teaches the different levels of learning skills moving from the lower to the upper level of order, Knowledge, Comprehension, Application, Analysis, Synthesis, and Evaluation (Diab and Sartawi, 2017). The Red critical thinking model is a straight forward model created to allow us to think in three different stages when critically analysing a situation, R- to recognise assumptions, E- to evaluate the argument and D- to draw conclusions (Chartrand, Ishikawa and Flander, 2009). 
I came across the teaching and understanding of beliefs, attitudes and values. It is important to understand beliefs because everyone has a belief in something even if it is not true or unproven. Our values reflect on our attitude which creates our personality, something that is carried with us in our everyday life, so therefor it is important we derive good values and portray them well (Anderson & De Silva 2009).
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It was a very difficult and complicated subject as I have never come across the main aspects of such thinking. It was not easy to understand at the beginning as everything seemed repetitive and similar. It took me a few lessons to understand the stages of the critical thinking process. I have learnt to analyse the difference between beliefs, attitudes and values within the workplace which is necessary as I have to work with others at my workplace and it is important how I show myself and what others think of me, this can affect my job role in a positive and negative way.  I can apply critical assessment to an appropriate management theory and evaluate its credibility through valid evidence or even develop an argument with someone who’s views don’t seem to be based on facts.
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Critical thinking is a key skill and important to develop within us because if we took everything at face value then we will not get too far in life, the important thing is not to believe everything you see and hear straightaway. If you make rational choices the result may deceive you and even bewildered and can be manipulated and confusing. I will be able to evaluate evidence in a better way and make neutral decisions based on facts and good analysing. This will enable me to solve problems effectively and identify possible and alternative solutions.
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