Visions for the Future


[image: C:\Users\prithwabhattacharya\Desktop\uwtsd-logo.png]



Name:     Prithwa Bhattacharya
Student Number: 1817393
Module Title: Vision For The Future
Module Code: LCDB7006
Assignment Title: Technology facets including e-commerce and e-business 2.0 are rendering organisational structure traditional models and management theories obsolete in the light of changing nature of the operation in the contemporary world
[bookmark: _GoBack]Lecturer’s Name: Dr. Nandish  V Patel






Table of Contents
1.	Introduction	1
2.	Traditional Management Theories Relation with Modern Retail Organisations	2
2.1 Scientific Management Theory	3
2.2 Weber Organisational Theory	4
2.3 Business Management Theory	6
2.4 Human Relations Theory	8
2.5 McGregor X and Y Management Theory	9
3.	Traditional Organisational Structures Relation with Modern Retail Organisations	11
3.1 Functional organisational structure	12
3.2 Divisional organisational structure	13
3.3 Matrix Organisational Structure	15
3.4 Territory Based Structure	17
4.	Discussion	19
5.	Conclusion	22
6.     References	24














1. [bookmark: _Toc33872762]Introduction

The world is exploding with technological innovations and improvements at the current time. The continuous communication technology is modifying the aspects of the business operations in a great manner altering the manners for the organisations to capture value. The globalization had also led towards massive changes in the business competition because the companies in the current market not only had to compete with the local players only but international players too (Baruch, 2016). However, the same limitation had come with an opportunity for the organisations expanding their target market exponentially for gaining more benefit. The organisations in the contemporary world are experiencing struggles due to the operation in a volatile environment because of the global economic and political variations. Many potent forces are playing a critical role in varying the organisational aspects of the business (Hamel, 2018). Some of the major forces in this regard include technology, innovation, internet, professionalism, demographics, etc. the organisations need to adapt the changing environment in the business world positively for not only competing strongly but securing their profits too. 

The technology had advanced in a great manner in the recent times delivering Communication, Knowledge Management, Information Technology, etc. to the businesses for improving the business operations to deliver more efficient services to the customers for winning and sustaining their trust level for contributing a massive value towards their profits (Inyang, 2018). The technology had many facets including e-commerce and e-business 2.0. The technology elements specifically e-commerce and e-Business 2.0 had progressed marginally in recent times carrying the potential for enriching the firms’ strategy positively in their search towards the competitive advantage. Most of the global organisations are making use of the same technological facets for competing effectively in the target market (Drucker, 2019). However, the facets are requiring modifications in the organisational structure and business operations of the company marginally for delivering the expected results. This study will be attempting to provide justifications that the e-commerce and e-Business 2.0 are putting an adverse influence over the traditional models of the organisational structure and theories of the management roles for retail organisations operating in the contemporary world (Booth and Rowlinson, 2016). 
Both of these aspects including theories of management roles and organisational structure are becoming obsolete due to the introduction and grooming of the e-commerce and e-business 2.0 in the retail organisations in a great manner. Firstly, the study will be evaluating the theories of management roles and then organisational structural theories for identifying the discrepancies existing within them concerning the e-Commerce and e-Business 2.0
The research thesis of the study is that
“Technology facets including e-Commerce and e-Business 2.0 are rendering organisational structure traditional models and management theories obsolete in the light of changing nature of the operations in the contemporary world.”

2. [bookmark: _Toc33872763]Traditional Management Theories Relation with Modern Retail Organisations 

E-Commerce which is known for electronic or internet commerce is the technology referring to the purchasing and selling of the services or goods through the internet along with the transfer of money and data. E-Commerce is mainly defined through the selling of physical products through the internet using a specific website (Booth and Rowlinson, 2016). Many consumers all around the world make use of online retailers or marketplaces for discovering and purchasing the right product as per their desire gaining the cost, time, and convenient benefit at the same time. Due to the experiencing of same benefits, the interest of the consumers in the contemporary market is increasing marginally towards E-Commerce. E-Business 2.0 is the advanced form of the E-Commerce that is prevailing in the early 21st century benefitting the organisations for making use of a wide range of internet-based services for driving their business process instead of relying on the websites only (Puffer and McCarthy, 2013). These technologies refer to mobile applications, digital tools, etc. for putting more value towards the business value. The significance of these technological facets had been identified by various global organisations and they are making a full attempt for gaining maximum benefit from the same. However, these technological changes are making the traditional organisational structure and management theories obsolete.

[bookmark: _Toc33872764]2.1 Scientific Management Theory

Frederick Winslow Taylor presented the scientific management theory based on his results after carrying out an analysis regarding the working of the people as per figure 1. 
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Figure 1: Scientific Management Theory (Denis, 2019)

The scientific management theory compels the organisational managers to play an instructive and supervising role for the workforce. The management needs to ensure that all the employees are delivering productive output instead of just putting hard efforts (Miller and Tsang, 2013). However, this part of the theory tends to conflict with e-Commerce and e-Business 2.0 because these technological facets require the management to guide and lead the employees instead of instructing them. The rationale behind the same is that the technological facets require the collaboration of the employees positively for the delivery of maximum results (Carayannis and Campbell, 2013). If the management body adapts a commanding leadership style at the workplace, then it is certainly going to demotivate the employees working at the organisation embracing e-Commerce and e-Business 2.0. The demotivated employees won’t be able to deliver efficient performance as per the expectations of the organisation and market requirements. Siebert and Zubanov (2019) provides evidence to the same stating that the productivity of the motivated employees is 78% higher than the demotivated one. Similarly, the supervision by the management is not the desired trait as the management need to act more as a coach. 

The workforce needs to be provided with proper coaching and mentoring for completing all of their activities positively (Nonaka, Kodama, Hirose and Kohlbacher, 2014). The scientific management theory also compels the organisational management to focus over the employees’ compensation as compared to any other factor for their motivation considering the same as the critical and foremost significant aspect of the employee motivation. However, Jing, Avery and Bergsteiner (2013) carried out a quantitative study revealing that there are various aspects carrying significance for the motivation of the employees other than the compensation in the 21st century including job security, organisational culture, leadership, career opportunities, work-life balance, etc. by 19%, 22%, 21%, 19%, and 13% respectively with a decent weightage of compensation and benefits. It means that the scientific management theory also tends to be failing at this part as it fails to deliver the information regarding the required motivational factors in the contemporary world (Dyck and Schroeder, 2015). Finally, the scientific management theory also compels the organisational management to take up the key responsibility at the workplace. They are responsible for coordinating with the employees for planning and organising of plan and resources but they must be ensuring all the decision making alone for achieving great results (Clark, 2019). 
However, Hausknecht and Holwerda (2013) argues with the same stating that the business world had changed massively especially after the introduction of various technological elements like e-Commerce and e-Business 2.0. The management in the recent times is required to collaborate with the workforce gaining feedback, recommendations, and concerns from them positively for carrying out decision making. Hausknecht and Holwerda (2013) also provides support to the same through his findings stating that the organisations focusing over consultative decision making can carry out 79% better decisions as compared to the organisations where the decisions are made by single entities. It means that there are various briefings of the scientific management theory that does not tends to work properly in the modern business environment lead by e-Commerce and e-Business 2.0.

[bookmark: _Toc33872765]2.2 Weber Organisational Theory

Sociologist Max Weber presented the organisational theory focusing over bureaucracy believing that it one of the most significant that needs to be focused by the organisations for enhancing their efficiency and business profits in return as per figure 2.
[image: Image result for Weber Organizational Theory]
Figure 2: Weber Organisational Theory (Denis, 2019)

This part of the theory is aligning with the requirement of the organisations operating with e-Commerce and e-Business 2.0. Hausknecht and Holwerda (2013) provides support to the same stating that the organisations in the contemporary world need to empower its employees at a uniform rate for delivering the desired level of confidence and positivity to them for not only carrying out positive decisions for the organisation but to also contribute positive value due to the feeling of involvement (Greenwood and Miller, 2014). The same principle also benefits the organisations in arranging all the employees voluntarily at a single platform for directing them positively to gain maximum performance from their side. Taris and Schreurs (2019) provides evidence to the same stating that bureaucratic workforce is expected to deliver 58% better performance as compared to the other one. However, the organisational theory also compels the management to define individual roles to all the employees in their areas with limited collaboration with their peers. 

The same strategy lemmatizes the capability of the workforce in the modern organisations operating with e-Commerce and e-Business 2 for compensating the strengths and weaknesses of each other for delivering maximum performance to the organisation (Daft, Murphy and Willmott, 2014). Moreover, the organisational theory also focuses over the development of hierarchical power structure at the workplace where all the employees must be bound to carry out the activities in a systematic manner responding to their senior authorities promptly. They must also be taking desired approval from them before commencing any sort of activity (Baruch, 2016). The pace of the organisations in the modern retail operating with e-Commerce and e-Business 2. is much high. They certainly need to respond to the changes in a rapid manner. In case, if they fail to do so, they are certainly going to be left out of the competition. Therefore, Maxham, Netemeyer and Lichtenstein (2018) stresses to the modern organisations for developing and sustaining an intermediate and low level of organisational structure for promoting fast response and decision making. Therefore, the organisational structure also seems to be failing to comply with the modern retail organisations operating with e-Commerce and e-Business 2 up to a maximum extent.
[bookmark: _Toc33872766]
2.3 Business Management Theory

Fayolism also presented business management theory in which he defined six major roles of the management including forecasting, planning, organising, commanding, coordinating, and controlling as per figure 3. 

Figure 3: Fayol Management Theory
However, Fayolism also defined 14 principles that must be utilized by the management for coordinating and communicating with the workforce (Hamel, 2018). One of the key focus of the theory was the development of the top-down hierarchy where the management is responsible for commanding, supervising, and disciplining the subordinates. However, Hamel (2018) stresses the organisations willing to compete in the modern retail operating e-Commerce and e-Business 2 to develop leadership within their organisation instead of management. The leaders must not play the role of commanding or supervising the employees to follow a fixed pattern of rules (Inyang, 2018). Instead, the leaders need to provide appropriate support to the workforce developing a flexible environment at the workplace, where the employees can exploit their potential positively delivering innovative and creative solutions to the organisation. Jing, Avery and Bergsteiner (2013) also supports the same information through the fact the productivity of the employees working in an innovative working culture is 47% higher as compared to the conventional one. It means that the organisations need to ensure that their leadership is competent enough for not only providing a flexible working environment to the employees but desired support in terms of mentoring and coaching is also provided to them for putting their efforts in the right direction for delivering maximum output to the organisation (Drucker, 2019). 

Fayolism delegate maximum responsibility for the management for deciding the level of power amongst the workforce instead of the development of any uniform criteria. It means that two employees working on a similar position at the organisation might be experiencing a different level of power (Booth and Rowlinson, 2016). Such kind of organisational culture supports favouritism and nepotism in a great manner contributing towards the overall employees’ demotivation marginally. Hausknecht and Holwerda (2013) provides support to the same through his findings that about 67% workforce in the United States desires the availability of the same level of power at similar levels at the organisations for improving the work productivity. Taris and Schreurs (2019) also argues against the same stating that the organisations in the modern retail willing to compete with the other players using e-Commerce and e-Business 2 need to develop and implement the same set of rules for the complete workforce. 


There must be proper and uniform protocols available for all the employees at the workplace providing them with an equal set of opportunity for exploiting their capabilities for contributing towards the organisation along with the achievement of a higher level of motivation factor reducing their turnover rate in a great manner.
[bookmark: _Toc33872767]
2.4 Human Relations Theory

There are certainly some other management theories whose learnings are still complying marginally in modern retail organisations. For example, Human Relations theory compels the management of an organisation to develop and sustain a positive relationship with the team members for marginally improving their productivity. Shaw (2013) provides support to the same that the 23% workers of the modern organisation consider the supervisor relationship as the core component for their motivation and survival at the workplace. However, some aspects of the theory also come carrying a conflict with the modern retail like the theory compels the management to not only develop and sustain a positive relationship with the workforce but the leader must also value the same relationship (Drucker, 2019). It is a good thing up to some extent; however, it comes with a serious implication that the promotions and other incentives start to distribute within the organisation based on the relationships instead of performance results. Maxham, Netemeyer and Lichtenstein (2018) supports the same that the organisations willing to take the competitive lead in the modern retail need to ensure the maintenance of fair performance system at the workplace. It means that the organisations need to ensure that there is a performance management system existing at the workplace, where all the employees are rated, evaluated and appraised based on their performance. Puffer and McCarthy (2013) also contributes towards the same that the responsibility of the organisations does not end with the evaluation and rewarding the best performers. It is also essential for the organisations to identify and analyse the existing reasons for the low performers at the workplaces for competing effectively in the market. The organisations need to arrange training or workshops for the same employees to overcome the problems being experienced by them to contribute positively towards the company for gaining the competitive lead in the market. 
Hausknecht and Holwerda (2013) also provides evidence to the same stating that the 69% employees in the organisations are interested in the development of a fair performance management system at the workplace, where the compensation and rewards are provided based on their performance instead of personal relations. It is essential to mention that the human relations theory does not argue for the provision of compensation and benefit to the employees based on the relationship of managers with their peers (Miller and Tsang, 2013). However, the chances of the same increases marginally due to the knowledge transfer by the same theory. Therefore, it is not possible to suggest the human relations theory for modern retail organisations without any sort of alteration.

[bookmark: _Toc33872768]2.5 McGregor X and Y Management Theory

Douglas McGregor also presented X & Y management theory distributing the organisational workforces into two categories including X workers and Y workers as per figure 4.
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Figure 4: McGregor X&Y theory (iEdunotes, 2019)

The theory believes that there is no sort of ambition existing in the X workers and they also tend to perform the works that are ordered by their bosses (Carayannis and Campbell, 2013). On the other hand, some workers enjoy their work and are willing to put all the hard efforts for bringing desired positive results for the organisation falling into the Y category. There is some learning of the theory that are still persistent in the modern retail organisations operating with e-Commerce and e-Business 2 (Nonaka, Kodama, Hirose and Kohlbacher, 2014). For example, the theory stresses the management to provide the appropriate level of encouragement to the employees for delivering the desired level of performance. However, the x style management provided by the theory fosters the development of a distrustful and hostile environment (Dyck and Schroeder, 2015). The theory X compels the development of authoritarian organisations, where several managers are existing just for controlling all the employees in a direct and constant environment. 

Taris and Schreurs (2019) argues against the same stating that the development of an environment with a high number of management personnel conveys an appropriate amount of threat and coercion at the workplace reducing their motivation level. It means that the level of dissatisfaction amongst the employees will increase marginally due to the development of over threating environment at the workplace. The accountability and responsibility level will also reduce marginally at the workplace as all the employees will attempt to shift their blame towards others for avoiding any sort of blame (Clark, 2019). Theory Y style of management compels the management to develop the right environment and support for the self-directed employees to deliver the desired results as per the organisational expectations. However, modern organisations operating over e-Commerce and e-Business 2 requires diversity within their workforce. Maxham, Netemeyer and Lichtenstein (2018) supports the same stating that the diversity benefits the organisations in improving their productivity by 59%. It means that diversity tends to carry high significance in modern retail organisations. Where the Y theory of management compels the development of a single environment fitting all the employees positively. It is not a practical approach to develop such a single set of environment for ensuring the delivery of the same level of support to all the employees. 


The theory covers some aspects of the workforce dynamic mix up to some extent; however, the modern retail organisations are operating with the generations of the same background like generation X and Y (Greenwood and Miller, 2014). Moreover, the modern retail organisations operating with e-Commerce and e-Business 2 requires the efficient utilization of the resources for gaining desired operational and financial benefit. However, the implementation of the theory X and theory Y compels the organisations to carry out inefficient resource allocation restraining the organisations from gaining efficiency benefits (Daft, Murphy and Willmott, 2014). Such kind of theory might prove to be beneficial for the organisations where there is the maximum working scope of the human labor; however, the retail organisations requires efficient logistics with exceptional technology utilization; therefore, theory X and Y do not tend to deliver satisfactory management information for the retail organisations (Drucker, 2019). Moreover, the retail organisations in the modern world tend to operate on equal employment opportunity for developing a good repute in the market and attracting maximum positive talents in the market. However, the theory X and Y lemmatize the employment opportunity for the retail organisations as they are bounded to hire the employees complying with the consistency of the same theory.

3. [bookmark: _Toc33872769]Traditional Organisational Structures Relation with Modern Retail Organisations 

Several traditional organisational structures had been prevailing in the business organisations for a very long time. The flow of power in almost all of these traditional structures was from top to bottom. The workforce at the organisations was known based on their ranking and they were considered as cogs expected to follow all the decisions made by the management and actions told by them without providing any side of input towards decision making (Boehm and Turner, 2015). The managers are the chief coordinators in all such sort of traditional organisational structures and all the managers were expected to report the managers regularly. There are defined set of rules existing in each department and all the employees were expected to follow the same set of rules for completion of their roles and responsibilities at the workplace positively (Collings Scullion and Morley, 2017). The level of flexibility at the organisational structures was quite high. 
The goals for the organisation were developed by the management and it was much difficult to bring any sort of modifications in the same. Instead, the employees had to put maximum efforts for achieving the same goals without any sort of excuse or other limitation. It is essential to evaluate some of the traditional organisational structures in terms of their relevancy for the retails organisations operating in the contemporary world with e-Commerce and e-Business 2.0.

[bookmark: _Toc33872770]3.1 Functional organisational structure

It is one of the traditional structures that is commonly used for the organisation for the workers. The key facets utilized for the organisation of the employees within an organisation comprises knowledge and a specific set of skills as per figure 5.
[image: Image result for Functional organizational structure]
Figure 5: Functional Organisational Structure (Pointpark, 2019)

All the departments within the organisations ranging from top to bottom (Wright, Filatotchev, Hoskisson and Peng, 2015). All of the departments are responsible for the results within their areas with the provision of only formal support to the other departments depending upon the requests. The retail organisations in the modern world require the arrangement of all of its workforce at a single platform. It means that it is essential for all the employees to remain aware of the organisational goals and organisational progress at every time so that they can put their efforts in the right direction for bringing desired profits for them (Foss, 2017). The functional matrix structure lemmatizes the opportunity for the organisation to keep all the employees on the same page by sharing the progress of the overall organisation regularly with them. 
Collings Scullion and Morley (2017) provides support in this regard stating that the horizontal integration within the functional departments as per this matrix is quite difficult to achieve as the modern retail organisations tend to target large market serving a wide geographical area (Kezar, 2013). The contemporary retail organisations tend to ensure sharing of equal accountability and responsibility amongst its complete workforce for the achievement of the overall results by the organisation. However, the traditional organisational structure provides an opportunity for all the functional units for remaining accountable for the results of their department only instead of taking the blame for the overall results of the organisation (Jaques, 2017). The blame game starts to provoke marginally at the contemporary workplaces reducing the integration between the complete workforce. Moreover, the contemporary retail organisations require all the departments to remain unified for achieving the desired targets; however, the traditional organisational structure benefits all the departments for becoming selfish and making efforts for fulfilling their requirements to deliver expected results instead of considering the overall results of the organisation (Fukuyama, 2014). It is also difficult to implement the changes at the workplaces as the requirements need to be defined and satisfied for all the departments individually. The responsiveness of the functional units towards business changes is also difficult as it takes some time for all the functional units to understand the changing business needs to respond positively to the same (Mathews, 2016).

[bookmark: _Toc33872771]3.2 Divisional organisational structure

Divisional organisational structure is another traditional type where the grouping of all the organisational functions is carried out based on the division as per figure 6. 
[image: Image result for Divisional organizational structure]
Figure 6: Divisional Organisational Structure (Manoj, 2018)

The necessary resources and functions are provided to all the divisions for ensuring that they can support the product line falling within their division (Pinos, Twigg, Parayitam, and Olson, 2013). The retail organisations in the modern world are facing great competition in the market. They need to optimize the resources positively for achieving efficient results. However, the traditional organisational structure compels the organisations to arrange different resources for all the divisions that quite often lead towards the duplication of the staff services, facilities, personnel, etc. (Rosenau, 2019). It means that the expenses of the organisations are increased marginally making it difficult for them to continue providing efficient services to the customers for competing effectively in the market. Moreover, if the retail organisations fail to meet a similar level of image and quality resources amongst all the divisions then it had to witness the same difference in the results with a defined justification of the same (Sarros, Cooper and Santora, 2018). A certain type of competition also tends to initiate within the organisations offering an opportunity to all the divisional employees for delivering better results than the other division. 

The positive competition is always beneficial for the organisations; however, the actions of the employees in this regard could become adverse as they will attempt to make use of ill methods for delivering better performances than the other divisions (Davis, Eisenhardt and Bingham, 2019).  The contemporary retail organisations also need to ensure effective coordination between all the divisions for positive results; however, the traditional organisational structure lemmatizes their opportunity making the coordination complex and difficult as well. The top management of the organisation also experiences problems in controlling the overall workforce positively for delivering desired results (Boehm and Turner, 2015). The managerial efficiency is also lost in such kind of divisional structures which is certainly not suitable for the contemporary retail organisations by any mean. Kezar (2013) provides support in this regard that the managers need to ensure fast decision making with effective timely responses to overcome the problems experienced by the businesses.
[bookmark: _Toc33872772]
3.3 Matrix Organisational Structure

It is another type of the organisational structure that tends to exist in the modern world that comes with a great benefit for the modern retail organisations to access and utilize their resources, technologies, and skills effectively for gaining efficient results as per figure 7. 
[image: Image result for Functional organizational structure]
Figure 7: Matrix Organisational Structure (Pointpark, 2019)
Moreover, the same traditional structure also benefits the organisation in meeting the global and regional customer demands with the application of the consistent set of rules or agreement (Boehm and Turner, 2015). However, there are still some areas of the traditional structure model that does not match the requirements of the retail organisations operating with e-Commerce and e-Business 2.0 in the contemporary world. The modern retail organisations allocate a clear set of responsibilities to all the employees and all the employees are required to fulfil the same (Collings Scullion and Morley, 2017). However, the matrix structure integrates the functional responsibilities of the employee with the project management making the accountability and authorities confusing for them. The prioritization of the work is another issue that rises due to the same problem. The employees feel problem in prioritizing their work properly for delivering positive results for the retail organisations (Wright, Filatotchev, Hoskisson and Peng, 2015). The traditional organisational structure does not encourage bureaucracy; however, the structure of the matrix network had been designed in such a way that there is a flow of hierarchy from top to bottom. Therefore, the level of bureaucracy can rise at the organisations lemmatizing the level of innovation and creativity at the workplaces (Foss, 2017). Moreover, it could also lead towards demotivation of the employees substantially reducing their performance. Moreover, the network of the traditional structure is much complex; therefore, it could require a high number of meetings between the stakeholders increasing the time substantially for decision making (Kezar, 2013). 

The modern retail organisations operating in the contemporary world are required to take immediate actions and provide appropriate response against the changing market conditions. However, increased decision-making time lemmatizes the ability of the retail organisations to respond rapidly to the market changes for competing strongly (Jaques, 2017). The number of conflicts could also rise in the same traditional structure that needs to be eliminated through extra effort and it will also contribute towards increasing timing for the decision making. As there is a high level of ambiguity existing in the traditional structure; therefore, it reduces the level of flexibility at the workplace (Fukuyama, 2014). The modern retail organisations are required to undertake regular changes in its business practices or actions for competing effectively in the market; however, the inflexible nature of the traditional structure lemmatizes the capability of the modern retail organisations to respond strongly to the changing market conditions. 
The modern retail organisations' experiences problem in making necessary changes at its workplace to sustain its competitive edge in the market (Mathews, 2016). The traditional organisational structure also distributes the resources amongst the team members in a networked manner. It means that the retail organisations might experience a problem in the utilization and optimization of their resources for achieving efficient results (Pinos, Twigg, Parayitam, and Olson, 2013). Therefore, some of the traditional organisational structure aspects seem to be satisfying the requirements of the modern retail organisations; however, there are several aspects by which it lemmatizes the capability of the modern retail organisations to compete strongly in the contemporary world.
[bookmark: _Toc33872773]
3.4 Territory Based Structure 

Modern retail organisations operating in the contemporary world are normally targeting a wide range of markets spread across various territories as per figure 8. 
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Figure 8: Territory Organisational Structure (Drucker and Fayol, 2019)
Therefore, those organisations attempt to develop various divisions for independently targeting each of their territories for enhancing the concentration for gaining substantial benefit for their business (Pinos, Twigg, Parayitam, and Olson, 2013). However, this traditional model encourages decentralization within the organisation. It means that all the division’s operating in different territories are responsible for their profits and loss. As their accountability is related with the profit or loss made by them; therefore, such divisions also carry leverage to make use of independent activities or strategies for boosting their sales or profits for meeting the organisational targets (Rosenau, 2019). It means that the modern retail organisations experience problems in implementing the same set of rules at all of its divisions targeting different territories. The retail organisations are normally operating in the world where the products are sold based on the brand name and image. The traditional structure lemmatizes the capability of the retail organisations to establish and sustain a positive image of their brand in the market (Davis, Eisenhardt and Bingham, 2019). Moreover, if any sort of unethical or illegal action is adapted by any single division of the organisation then it will be bringing bad name for the complete retail organisation in the market. The retail organisation will experience a certain problem in establishing and sustaining its positive image in the market. Jaques (2017) provides support to the same stating that the territory based structure benefits the organisations in responding to the market changes rapidly at the territory level. 

As the territory business management will take immediate actions for responding to the change; therefore, they may undertake some sort of actions not complimented by the overall image of the retail organisation operating in the contemporary world with e-Commerce and e-Business 2.0 (Sarros, Cooper and Santora, 2018). It also leads the organisation in managing overall teamwork with difficulty. The coordination of all the workforce of the contemporary retail organisation becomes certainly difficult as all of them are responsible for their independent profits and loss; therefore, they desire to take their actions for delivering the same results to the organisation for meeting their performance targets (Fukuyama, 2014). The duplication of the function is also quite possible in this traditional organisational structure compelling the organisations to arrange more resources. Moreover, the organisations also experience in efficiently utilizing their resources to maximize their profits while reducing their expenses in a great manner. 
It also led towards the creation of a certain imbalance at the economical central services making the maintenance much difficult for the retail organisation (Kezar, 2013). As the business is distributed in different divisions through this traditional model; therefore, it is quite possible that some divisions of the business does not achieve the desired level of attention like the others for carrying out their business positively leading towards the demotivation of some employees of the organisation and overall effectiveness of the retail organisations in the market is lost due to more focus over some divisions were less on the other divisions. 

4. [bookmark: _Toc33872774]Discussion 

The modern retail organisations operating in the contemporary world are making use of e-Commerce and e-Business 2.0 as their technological building blocks for sustaining their profits in the market. The traditional theories of management provide support to these organisations up to some extent; however, there are various areas where the findings of the same conventional management theories do not seem to be fulfilling the requirement of the modern organisations. For example, scientific management theory recommends the management of an organisation to make use of supervisory tactics for leading the organisational workplace for gaining substantial manner (Hamel, 2018). The theory states that the management must make focus towards the productive output of the employees and should reward them with the exceptional compensation for gaining their motivation level. However, the leaders in modern retail organisations are expected to play more of a leader instead of a commander. The leader needs to guide the employees towards a single direction for delivering the desired results for the organisation (Drucker, 2019). Moreover, the social behaviour of the employees in the modern organisations had changed massively. The employees are no longer interested in compensation only. They are also interested in being involved in the decision making at the organisation, teamwork, support, etc. along with the fulfilment of the intrinsic and extrinsic needs (Booth and Rowlinson, 2016). The scientific management theory does not lead towards the development of an appropriate culture at the workplace supporting the growth of the modern retail organisations in the contemporary world. 

Similarly, Weber organisational theory is more interested in the development of bureaucracy at the workplace believing that it is the only opportunity available to the organisations for developing and sustaining their competitive lead in the market (Puffer and McCarthy, 2013). However, the modern retail organisations operating in the contemporary world are required to empower their employees at the workplace by distributing the power at the workplace in a uniform manner instead of putting all the focus towards the single resource. Hausknecht and Holwerda (2013) also provides support to the same that the integrated workforces are expected to deliver 58% higher productivity as compared to the bureaucratic workforces. Moreover, the same management theory also compels the development of extensive hierarchical structures at the organisation for ensuring the effective implementation of the policies and receiving of the great results. However, modern retail organisations are required to reduce the level of hierarchy in the workplace (Miller and Tsang, 2013). They are required to reduce the level of reporting at the workplace for focusing on the level of productivity. Moreover, the same aspect also lessens the fast decision making at the workplace due to the approval from a large number of stakeholders. 

Fayolism management theory also compels the organisational management to carry out the role of commanding, supervising and disciplining at the workplace (Nonaka, Kodama, Hirose and Kohlbacher, 2014). However, the modern retail organisations operating in the contemporary world are required to provide appropriate support to their workforces so that they are encouraged to carry out all the actions in a motivational manner. Moreover, the leader also provides extensive coaching and mentoring to the same employees for overcoming their weaknesses and delivering highly effective results for the organisation (Dyck and Schroeder, 2015). It also led towards the creation of a flexible environment at the workplace where the employees gather the opportunity of practising innovation and creativity for bringing cost and quality effective solutions for the retail organisations to compete strongly in the modern world. Similarly, Human Relations Theory focuses on the development and nurturing of positive relationships with the employees for the management (Clark, 2019). The management is required to ensure the development of positive rapture and support for the employees to receive proper working or output from their side. This aspect is certainly decent for modern retail organisations as the supervisor support is a quite necessity for such organisations to operate in the contemporary world. 
However, the valuing of the relationship by the management could lead towards the distribution of benefits and rewards at the workplace based on relationships instead of merit (Greenwood and Miller, 2014). However, the performance-based culture is much significant for modern retail organisations to keep their employees motivated and focused on the achievement of the desired profits. The traditional organisational structures are mainly responsible for the development and sustaining of the level of hierarchy at the workplaces where the power flows from the top to the bottom. It distributes the employees in several divisions including executives, middle managers, supervisors, and workers (Kezar, 2013). The treatment is provided to all these divisions independently. For example, functional organisational structure supports the development of hierarchy at the workplaces encouraging the flow of power, authority, responsibility from top to bottom level. It also reduces the level of communication and coordination between the departments in an extensive manner, where the modern retail organisations are required to enhance the same within their workforce for gaining a completive edge to survive effectively in the market (Boehm and Turner, 2015). The demotivation of the overall organisation also increases if they tend to focus on any single functional unit instead of providing equal support to all the functional units. The modern retail organisations operating in the contemporary world are required to optimize their resources efficiently for offering cost-effective solutions to the customers (Collings Scullion and Morley, 2017). 

However, divisional organisational structure compels the organisation to arrange resources for all the divisions in an independent manner increasing the basic and operating cost of the organisation in a great manner. It restrains the capability for delivering cost-effective solutions to the retail organisations for competing strongly in the target market (Wright, Filatotchev, Hoskisson and Peng, 2015). Moreover, the organisation also face resistance in developing and sustaining its brand image as all the divisions are allocated with different targets; therefore, they attempt to make use of their strategies and actions for achieving the same carrying a potential to influence the overall brand image of the organisation adversely. (Foss, 2017) The matrix organisational structure also complicates the responsibilities of the employees working at the retail organisations by integrating their functional responsibilities with the project management. The same complication restrains the employee from prioritizing and planning their work effectively to deliver desired results for the organisation (Kezar, 2013). 
The modern retail organisations require clear responsibility, accountability, and authority for all the employees to motivate them for delivering efficient results. Moreover, modern retail organisations are required to respond to the market changes effectively and rapidly for gaining substantial desired benefits. However, the matrix organisational structure involves several communication and approval between the hierarchy lemmatizing the capability of the organisation to respond rapidly to the market changes for delivering desired results (Pinos, Twigg, Parayitam, and Olson, 2013). The territory based organisational structure also recommends the organisations to develop different divisions across all of its territories for delivering the desired services to the customers. However, different divisions could attempt to make use of different strategies for meeting their targets positively. This could resist the company from establishing and retaining its positive brand image. Moreover, the focus over some territories with the lesser focus over the other could also lead towards the demotivation of the overall workforce working at the organisation (Rosenau, 2019). Therefore, the traditional organisational structure is not suitable for the implementation of modern retail organisations without any sort of alteration. 

5. [bookmark: _Toc33872775]Conclusion 

Overall, it is much clear from the above analysis that the business operations, methodologies, processes, and practices had changed massively in the modern world. The introduction of technological aspects including e-Commerce and e-Business 2.0 comes with a wide range of opportunities along with the threats for the organisations. The organisations need to adopt effective management theories along with the appropriate organisational structures for exploiting the opportunities while lemmatizing the threats up to a maximum extent. The management theories come with different learning and recommendations. Some of the management theories like Human Relations complies with the requirement of the modern retail organisation; however, some of its aspects does not satisfy the need of modern retail organisations. For example, it focuses over the development of the positive relationship between the management and the employees which is positive but overvaluing of the relationships could lead towards the distortion of performance-based culture at the workplace reducing the workforce motivation and organisational capability to compete strongly in the market.
Similarly, Fayolism management theories compel the management to adapt commanding, supervising, and disciplining roles at the workplace; however, the management at the modern retail organisations are required to take more role as a leader. They need to provide proper coaching and mentoring to the employees for putting their actions in the same direction along with the gaining of substantial profits for the retail. The Scientific management theory also comes with similar learning along with the focus over the compensation for achieving motivation and satisfaction level of the employees. However, the social behaviour of the employees had changes in a great manner in the recent times requiring several aspects like recognition, involved decision making, supervisor support, work-life balance, flexibility, etc. for motivation to deliver efficient performance to the modern retail organisation for achieving their targets in the contemporary world.

The traditional organisational structure mainly focuses on the development of hierarchy at the workplaces where the power flows from the top to bottom level. It means that it will take a lot of time for taking decisions at the workplaces due to several protocols and authorities. It lemmatizes the capability of modern retail organisations to respond timely to the changing market situations. Moreover, the message could distort while flowing from one level to the other. Moreover, the traditional organisational structures could have led towards the increased focus over some departments with the lesser one over the others reducing the overall motivation of the workforce in a great manner. The motivation of the employees is not improved massively as their respect depends upon the position occupied by them as per the hierarchy at the workplace instead of their. Moreover, the traditional organisational structure recommends the organisations to develop different divisions or functions for targeting different markets. It could restrain the capability of the organisation to target the overall market as a brand adapting global strategy. Moreover, the traditional organisational structure also lemmatizes the level of innovation and creativity at the workplace by sharing maximum power with the higher authorities. Overall, it is clear that the conventional management theories and organisational structure seem to be complying with the requirements of the modern retail organisations adapting technology facets like e-Commerce and e-Business 2.0 up to some extent. However, several flaws are existing in the same; therefore, the modern retail organisations are required to make necessary modifications in the same for gaining their desired set of benefits
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