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Abstract:
In this report, a historical evolution of management theory has been evaluated. Therefore, All the management theories has been categorised as classical, neo-classical and modern management theory. Furthermore, classical theory has been again sub-categorised as scientific management theory, bureaucratic management theory and administrative management theory. The neo-classical theory of management consists of two streams of thinking; Human relation movement and Behavioural science movement, which has been developed on the basis of George Elton Mayo's Hawthorne  experiment. After the period of 1960, the idea of modern management practice has been evolved, which explicitly  focuses on the direct relation between morale and productivity. The modern approach of management have three streams of thinking; Quantitative or mathematical approach, System approach and Contingency approach. In addition, one of the most important resource in the organization is human resource. In order to handle this resource, a number of scholars have proposed different types of motivation theories; Herzberg's motivation theory, Maslow's hierarchy theory, Expectancy theory, Goal setting theory, McClelland's theory of needs, McGregor's theory of X and Y, Reinforcement theory, which can be applied to the UK retail industry to increase the employees efficiency by motivating them towards the goal of the company. A case study on Tesco, one of the UK's biggest retail business sector has been selected to show the application of motivation theory that  how these theories motivate the employees of Tesco to make them more productive with greater performance. 
Keywords: Classical, neo-classical, modern, theory, management, motivation, retail industry, employee performance, Tesco.
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Introduction:
Management is one of the most crucial parts of an organization. According to Lawal (2012), theory and practice are two major components of management. Management is not only limited to the organizations, it is everywhere in humans life. Therefore, one of the most important activities of human being is to manage. In the competitive world of business, management has become a very challenging task for the managers. In order to handle people and solve a range of problems in the organization related to human values, leadership, corporate social responsibility, cultures and a lot of other management issues for the achievement of certain goals, every day new thoughts, theories and techniques are appearing all over the world since 19th century. In order to make the organization profitable with higher productivity, proper management of the employees is very important. This is because if the managers fail to manage the employees properly, it might result in decreased productivity by the de-motivated employees. It is an essential role of managers to motivate, inspire and lead the employees towards the right task in a right way to increase the productivity. Hence, according to Stoner (1978), a managers should have proper knowledge on management and this knowledge could be gained by studying several management theories created by a number of experts to manage human behaviour.
The theories of management was not created overnight by the proponents of these theories. According to the necessity and after long research by the researchers the journey of management theories in the organization started in the 19th century. Inyang (2008) states that better managerial practice depends on the proper utilization of the management theories in the organization. Furthermore, application of the theories in practice again emphasizes the further development of management theories according to needs. The evolution and evaluation of different management theories will be discussed in the first part of this report. Furthermore, Human resource is one of the most important part of an organization. Therefore, there are several theories on human resource management, which would be discussed in the second part of this report. In the third part of this report, there will be a brief discussion on the application of management theories to deal with contemporary issues in the organization. Finally, there will be a conclusion on the basis of management theories and their application in contemporary management practice.
1. Evolution of management theories:
The theories of management has been proposed by a number of scholars over the years since 19th century. The evaluation of these theories will be discussed under classical management theory, neo-classical theory and modern management theory.
1.1 Classical Management theory (1900-1930):
The first approach to develop a body of management thought to make the organizations as efficient as possible was the classical approach of management. In the organization, there was no clearly defined roles for both the managers and employees before the development of the classical approach of management (Cole, 2004; Robbins and Coulter, 2009; Mullins, 2011). Classical management approach provides a suitable configuration of management practice for the education and training of future managers (Certo and Certo, 2006). The notion of classical management theory came up in the late 19th century due to the industrial revolution and accelerated emergence of organizations (Cole, 2004; Robbins and Coulter, 2009; Mullins, 2011). The core thought of this theory was only jobs and machines, where there was no attention to the social and psychological needs of the employees. The classical management theory controlled the academic writing on organizational structure till the late 1950, predominantly. Furthermore, this theory was thought to be the only effective one to all the organizations (Miles, 1975).  Taylor, Fayol and Weber are the three greatest scholar of this classical management theory. The classical management theory can be divided into three main categories of management approach; Scientific management theory, Bureaucratic management theory and Administrative management theory (Hatch and Cunliffe, 2013).
1.1.1 Scientific Management theory:
Frederick Winslow Taylor and his associates were the first, who studied the scientific process of working in the company to increase the productivity through higher efficiency. Taylor is called the father of scientific management theory, because of his contribution to the principles of scientific management theory, which was published in 1909 (Lawal, 2012). Taylor encouraged the idea of '' a fair day's pay for a fair day's work'', because he accepted the truth that money work as a strong motivator to employees (Weihrich and Koontz, 1993). Furthermore, Certo and Certo (2006) states that the theory of Scientific management approach focuses on the ''one best way to complete a mission'', in which, it examines the best possible structure of the task condition among employees to get the highest amount of production from the employees, which is similar to a later study by Robbins and Coulter, (2009). Taylor started his career at U.S steel manufacturer company in 1875 with a background of mechanical engineering, where he noticed a lot of inefficiency at workplace among workers. In order to overcome this inefficiency, Taylor thought of creating a clear guidelines for both the managers and employees to increase the efficiency of the workers to improve the productivity. In addition, Taylor, on the basis of his experience at workplace developed four principles of scientific management theory, which are simply known as ''Taylorism''.  Taylor's four principles of management are:
	1. Application of scientific method of management approach to increase the efficiency at work instead of old ''rule-of-thumb '' approach to work.
	2. Select the scientific approach of management to teach, train and develop the worker to perform at a maximum level, instead of leaving them to complete their task by their own without any supervisions or motivations.
	3. Cooperate with the employees  to guarantee that employees are performing their task in accordance with the principles of scientific method of working promoted by Taylor.
	4. Distribute works and responsibilities between managers and employees nearly equally, so that the managers can apply the scientific approach of management to allocate the right tasks to the employees to be done efficiently.
1.1.2 Bureaucratic management theory:
Max Weber (1864-1924), was a German sociologist and author of The Protestant Ethic and the Spirit of Capitalism who first used and explained the term bureaucracy at the end of the 19th century. He believed that in order to efficiently set up an organization and administration, bureaucracy was the most efficient approach of management over other traditional structures (Lawal, 2012). This bureaucratic approach is also known as bureaucratic management theory, bureaucratic theory of management or the Max Weber theory, which is a division of classical management theory. In order to maintain effectiveness and efficiency, bureaucratic approach of management defines a very clear hierarchical levels and roles within the organization (Hodgetts and Altman, 1981; Stoner, Freeman and Gilbert, 2004).
The bureaucratic management approach usually divides the organization into hierarchies, which facilitates the form of strong lines of power and control (Singh, 1983; Stoner, Freeman and Gilbert, 2004) within the organization. A bureaucratic organization by Weber (1947) is characterized by the division of hierarchical structure, labour, impersonality, rules and regulations (Wren, 1994), authority structure and career orientation (Kwok, 2014). 
1.1.3 Administrative management theory:
Administrative theory of management, unlike the scientific approach of management theory initially focuses on creation of an organizational structure with the greater efficiency of the management and their performances and then targets the employee as  bottom line. This is because if the management are efficient enough to manage the employees, they would be able to make the employees  more productive with a very standardised process. The administrative approach is also known as comprehensive analysis of management. Henri Fayol (1841-1925) is considered as the most acceptable promoter of the administrative theory of management (Cole, 2004; Lawal, 2012). Many modern managers still follow the management philosophy given by Henri Fayol in his book of ''General and Industrial Management''. Henri  Fayol is considered as the pioneer of the administrative theory because of his contribution on the group of managerial functions and general principles of management (Certo and Certo, 2006). The group of managerial functions are summarised as foresight, organize, command, coordinate and control, which still affect the management process (Lang, 2019).
 





Figure  1: The group of managerial functions (Source: Dr. John w. Lang, 2019).
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Furthermore, Henri Fayol also identified fourteen principles of management, which are still considered very functional by the modern management (Naidu, 1996); division of work (specialization increase the efficiency among employees), authority (managers have the power to order the employees to get the jobs done), discipline (staffs within the organization should follow the organizational discipline), unity of command (according to this principles, to avoid confusion, there should be only one direct supervisor of the employees), unity of direction (only one supervisor will supervise the team with same objectives, using same plan), subordination of individual interest to common interests (the interest of group or organization should be prioritised over personal interest), remuneration of personnel (payment should be fair enough to make both the employees and employers satisfy), centralization (the final responsibility should be maintained by the managers), scalar chain (employees should be aware of their position within the organization), order (everything should be in its own place and order in right time), equity (employees should be respected and treated equally), stability of tenure (retention of employees should be increased by reducing turnover rate through proper management), initiative (employees must be motivated to take initiatives to achieve the highest), and esprit de corps (should enhance the practice of working in a team as a unit).


1.2 Neo-classical Management theory (1930-1960):
Neo-classical theory of management is the expanded form of classical theory. Through the Hawthorne studies in the 1920s, the Neo-classical theory of management came up. Furthermore, in the classical management theory, there was certain limitations, which motivated the development of Neo-classical theory. The neo-classical approach of theory considers the human relations and behavioural approach of management (Gupta, 1992; Mullins, 2011), where it was missing under the classical approach of management theory (Gupta, 1992). George Elton Mayo (1890-1949) was the leader of the famous Hawthorne experiments at the Western Electric Company (USA) during 1927-1932. On the basis of this Hawthorne experiment George Elton Mayo established the theory of neo-classical approach of management.
In the 1920s, Elton Mayo and Fritz Roethlisberger conducted the Hawthorne studies among workers at the Hawthorne plant of the Western electric company (Griffin, 2006, Robins and Coulter, 2009; Mullins, 2011). The main focus of this study was to find out the workers behavioural changes, whether they are more efficient and responsive to certain environmental changes, such as improved lighting. The finding of the Hawthorne studies and subsequent experiments were surprising, as they were more responsive to social factors than environmental changes (Kashyap, 2015). Furthermore, this study also proved the impact of managers attention to the employees work, which also increase the productivity. In this study it is clear that though financial motives are important for the increased productivity, social factors also play an equal role to motivate the employees to work hard with increased productivity. The neo-classical theory of management consists of two streams of thinking; Human relation movement and Behavioural science movement.
1.2.1 Human relation movement:
Several theorists used the idea of Hawthorne experiments of Elton Mayo to conduct their research in the area of social and interpersonal relations among the staffs within the organizations, which is known as human relations. In order to explain the idea of the human relation movement, a number of studies was conducted by Frederick Herzberg, Douglas Mc Gregor, Abraham H. Maslow, Keth Davis and Rensis Likert (Singh, 1983). Human relation movement believes that social context of the workplace is an important factor to motivate the workers to perform in the highest level, including group norms, interpersonal dynamics and social conditioning (Stoner, Freeman and Gilbert, 2004). Human relations approach emphasise the practice of power equalization, where this approach prioritise the reduction of power or status difference between employees and managers by encouraging better communication. The neo-classical scientists believed that if the employees feel that they are treating as an important part of organization, they might act as the principles of classical approach.
1.2.2 Behavioural science movement:
Behavioural science movement is considered as the improved or extended version of human relation movement. Behavioural science of movement considers the behaviour, attitudes and performance of workers either individually or in a group within the organizational settings (Mullins, 2011; Lawal, 2012). 
1.3 Modern Management theory (1960 to present):
After the period of 1960, the idea of management practice has been shifted away from the particular thought of the extreme human relations, which explicitly  focused on the direct relation between morale and productivity. The management practice of modern period emphasises on both man and machine equally. The social responsibilities of business activities and thinking have been recognised as they are on the similar lines by the modern business ideologists. By the modification and refinement of traditional management theory according to the needs of the present business world, the modern management principles  have reached to a level of perfection.
Furthermore, with the development of big companies, the management and the ownership was separated to run the organizations successfully. This changes in the position of the owner and management created a new post for the managers, who will be hired from outside and salaried as a professional working manager in replacement  of the owner manager. In addition, the transmission of this power to the hired manager from the owner manager explained the extensive application the scientific approach of management. However, though the management followed the scientific approach of management, they could not avoid the social responsibility. Therefore, the managers are socially accountable to different parts of the society like employees, customers, suppliers, shareholders, trade unions and all other government agencies. Since 1960, the modern approach of management have three streams of thinking; Quantitative or mathematical approach, System approach and Contingency approach.
1.3.1 Quantitative or mathematical approach of management:
Mathematics has made a direct and noticeable effect into all disciplines. In order to analyse the explicit expression of perception and relationship, mathematics has been considered as a significant tool and language of analysis across the world. Mathematics and management came very close to each other with the advancement of technological system and computers. Mathematical or quantitative theorists believe that mathematical symbols and models can illustrate the logical process of management (managing or organizing or planning or decision-making approach). For studying a wide range of problems, almost all the areas of management are applying the varieties of quantitative or mathematical techniques or tools like linear programming, simulation models, queuing theory, CPM, PERT, inventory control and quality control. However, for the sound judgement in the managerial practice, this mathematical symbols or models cannot be used as a replacement or independent system of management but as a tool to analyse the problems systematically. Quantitative management has got three branches; management science, operations management and management information systems (Sridhar, no date).
a. Management Science:
Management science is an approach of improving the effectiveness of decisions by applying the sophisticated models and methods of mathematics. According to Hodgetts and Altman (1981) ''The Quantitative School, which is also called Management Science School, consists of those theorists who see management as a body of quantitative tools and methodologies designed to aid today’s manager in making the complex decisions related to operations and productions.'' Under the management science of quantitative approach of management, in order to solve any problems arise in the organization, mathematical tools are used to analyse the problems and create a model by collecting relevant data. Moreover, after receiving the solutions from the mathematical analysis and model, managers can apply the solutions to improve the performance of the organization. Even, it is possible to solve different equations through computers by changing the values of variables in the mathematical models.
b. Operations management:
The production and delivery of an organization's products and services are primarily managed by the field of expertise called operations management. In the quantitative management approach, operations management and management science are thought to be the indistinguishable part. In the practice of management, management science mainly focuses on the use of mathematical models, but formulation and manipulation of mathematical models are the main focus of operations management for the common operational processes. 
In the field of management of inventory, planning of production, designing the production process, purchasing raw materials, storing and selling the final products and the manufacturing units, quantitative techniques of forecasting, inventory analysis, statistical quality control methods, networking models etc. are being used by the professionals of operations management.
c. Management Information Systems (MIS):
In the field of management, MIS is used to design and implement the computer-based information systems  in practice by the management. In order to make a constructive decision on the business process, a large amount of information can be processed quickly by the computer-based information system, which transfers the raw data into valuable information.
1.3.2 System approach of management:
A system can be described as an entity, in which an organization is considered as a sound whole, where there is a distinguished boundary around it to differentiate the internal and external components and to recognize the input and output relating to it and coming out from the entity (Stoner, Freemen and Gilbert, 2004; Mullins, 2011). Under the system theory of organizational management all the relevant variables within the organization are considered concurrently. Interdependence and inter-relatedness of the various  subsystems are the main power of this system theory from the view of effectiveness of a larger system (Jones and George, 2003; Mele, Pels and Polese, 2010). 
Figure 2: Organization as complex (Source: Dr. John W. Lang, 2019).
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As now-a-days organizations are getting bigger and bigger, they are developing more and more complex subsystems and also each of the subsystem may consist of several subsystems further, which must synchronize with each other and create the whole business as one system. In the system approach all the different systems or subsystem within a business considered as one system, whereas other traditional approaches of management treat all the functions of business separately (Cornell and Jude, 2015).
1.3.3 Contingency or situational approach of management:
In 1970, J.W. Lorsch and P.R. Lawrence developed the theory of contingency, who were critical to other approaches assuming ''one best way to manage''.  Most probably, the management problems could be different from each other according to the environment or in different situations, which should be handled effectively according to the situation or nature of the problem. The approach of  'One best way to manage' could be useful, if the problems are repetitively same. However, it might not be useful to solve different types of problem with the same problem solving approach. Therefore, the contingency or situational approach of management theory offers flexibility in managing different difficulties according to the necessity of that specific situations. According to the situations or contingencies developed in the organization, managers should develop and apply different methods, tools or set of actions to manage the situations make a decision (Cole, 2004; Mullins, 2011). The contingency approach of management motivates the practice of different types of leadership styles in the organizations based on the conditions exists in different types of organizations in different times (Fiedler and Garcia, 2011).
2. The behavioural or human resource theories to management:
One of the most important resource in the organization is human resource. Therefore, it is essential for the managers to deal these resources very effectively to gain the highest productivity by utilising these human resources. In addition, to manage these resources there are a number of theories by different scholars, which have been discussed below.
2.1 Frederick Herzberg's Motivation-Hygiene Theory:
Frederick Herzberg was the main author of the Motivation-hygiene theory, which is also known as two factor theory. Initially, Herzberg and his associates used a wide-range of literature review on the job attitudes and job satisfaction as the basic source of this theory (Herzberg, Mausner, Peterson and Capwell, 1957). After subsequent research on job satisfaction Herzberg, Mausner and Snyderman (1959) theorized that factors associated to satisfaction of workers at workplace (motivation factor) are not the same as those factors responsible for the dissatisfaction (hygiene factor) of worker at workplace. 
Motivation factors, which leads the worker to job satisfaction are considered as  achievement, recognition, advancement, the job itself and responsibility, which are theoretically and practically related very closely. If these factors are present there in the job, employees feel very positive and produce higher performance with job satisfaction. On the other hand, job dissatisfaction at workplace is the consequences of certain factors, which is called hygiene factors includes; policy and administration, micromanagement, relationships (supervisor and employees), job security, working conditions, benefits and salary (Swanepoel, 1998; Oosthuizen, 2001). The motivation-hygiene theory declares that if the hygiene factors are dealt effectively, the dissatisfaction among employees can be removed and the performance can also be improved. However, though absence of hygiene factor could result in de-motivation, but presence of hygiene factor does not guarantee the any extra motivation or satisfaction (Swanepoel, 1998; Madsen, 2014). Under this motivation-hygiene theory of Herzberg, four different combinations can exist at work:
· High hygiene and high motivation; which is the ideal working environment for the employees with greater motivation and  hardly have any dissatisfaction on their job.
· High hygiene and low motivation; employees are not completely motivated and they have little dissatisfaction on the job
· Low hygiene and high motivation; employees are well motivated but not satisfied with their job
· Low hygiene and low motivation; this is the worst working environment for the employees, where they are completely dissatisfied with a huge complaints
In order to gain highest performance by the employees, supervisor must apply the motivation approach. However, it is not easily possible to motivate the employees if the hygiene factors are not dealt properly, where there is complaint about these factors from the employees.
2.2 Adam's Equity Theory:
Adam's equity theory determines that employees need to feel fairly treated between their work inputs (effort) and outputs reward) compared to their colleagues. Furthermore, if the inputs are higher at workplace than the outputs, employees could be dissatisfied on their jobs and supervisors (Guerrero, Andersen and Afifi, 2014). John Stacy Adams is considered as the proponent of this equity theory, which was first developed in 1960.  Adams developed this theory on the basis two ideas; contribution of employees to the jobs (inputs) and their expectation (outputs as reward) from the jobs and comparison of their rewards with their colleagues to find out any inequalities (Adams, 1963).
Adams equity theory express that the level of motivation varies at workplace by employees inputs/outputs ratio compared with their colleagues; if an individuals' feel that there is equal balance between inputs and outputs compared to others or  if the outputs are less than inputs compared to others or if the outputs are higher than inputs compared to others. An employee is believed to be well motivated, if he finds that there is fair judgement between his inputs and outputs compared to others, while, feeling of de-motivation happens if there is opposite scenario. 
2.3 Vroom's Expectancy theory:
Expectancy theory was first developed by a Canadian professor of Psychology named Victor Vroom in 1964 on the basis of motivations behind decision making. Vrooms's expectancy theory illustrates the behavioural process of the employees that what are the motivating factors acting behind choosing one behavioural option over other. This theory of expectancy describes that the belief of positive correlation between efforts and performance, a desirable reward as the outcome of favourable performance and /or successful effort result in satisfactory outcomes could make the employees motivated to achieve their desire goal (Rao, 2014). After studying people's behaviour on motivation, three factors has been defined; expectancy, instrumentality and valence.
Figure 3: Vroom's expectancy theory (source: Vroom and Deci, 2012).
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Expectancy refers the belief that achievement of desired goals by performance is the final result of employees effort on doing the job. The performance at workplace differs from person to person according to the level of employees expectations and confidence, which is never same to all the employees. Therefore, in order to make the employees competent for the better performance, management must focus on employees needs such as specific resources, right training or supervisions (Vroom and Deci, 2012).
Instrumentality refers to the belief that if the expectation of performance is met, employees will receive a rewards in the form of increase of the salary, appreciation and promotion. Employees are aware on what they will receive as their reward even after being promised by the managers. Therefore, it is important for the managers to fulfil their promise on what they made and on what employees are aware of (Vroom and deci, 2012).
Valence refers to employees emotional orientation in respect to their outcomes or rewards. Both the extrinsic factors (money, promotion, benefits, time-off, paid leaves) and intrinsic factors (rewards and achievements) motivate employees performance. Management must focus on the factors that motivates or de-motivates employees performance and their values (Vroom and Deci, 2012).
2.4 Reinforcement theory:
Edward Thorndike was a psychologist, who formulated the law effect in 1911. On the basis of this law effect, the reinforcement theory was created by BF Skinner, which expresses the way of outlining the behaviour by controlling its consequences. There is a tendency of repetition of individual's behaviour, if it is the positive consequences of behaviour, on the contrary, usually the behaviour does not tend to repeat, if there is the negative consequences of behaviour. There are four consequences of behaviour to shape people's behaviour; positive reinforcement, negative reinforcement, punishment and extinction.


Figure 4: Key consequences of behaviour.
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Reinforcement itself is the most valuable key of reinforcement theory, which could be either positive or negative. Positive reinforcement implies to appraise the employees for their behaviour to organizations, which will motivate the employees to repeat the behaviour. Negative reinforcement implies the thought  of removal of undesirable or negative consequences to improve the repetition of positive behaviour. Punishment is the consequences, where the employees are completely de-motivated to repeat their behaviour which is unwanted. Extinction is nearly close to the punishment, where the theory implies that there is absence of reinforcement (no rewards) to decrease the possibility of certain unexpected behaviour (Beardwell and Thompson, 2017).
2.5 Goal setting theory:
Goal setting theory was advocated by Edwin A. Locke, who studied on goal setting over 30 years from mid-1960s (Locke, 1996). In the 'Toward a theory of task motivation and incentive' Locke revealed the groundbreaking theory of goal setting in 1968. This theory refers to the idea of achieving a goal by motivating and guiding a people or a group of people through a clear and well defined action plan (Grant, 2012). SMART (specific, measurable, achievable, realistic and time-bound) criteria can be used as the guideline to achieve the targeted goals. There are five principles of effective goal setting by Locke and Latham (2002); clarity, challenge, commitment, feedback and task complexity.
Figure 5: Principles of goal setting theory (Source: Locke and Latham, 2002).
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Clarity illustrates that a goal must be very clear and specific. If the goal is specific then it is comparatively easier to achieve the goal, as employees are more focused on the specific goal than the general goal settings. Challenge is another principle of goal setting theory, which motivates employees to take challenge to achieve the goal. If the goal is more challenging, it will make the employees more focused and less distracted to their target to reach. Commitment is also very important principle to achieve the targeted goal. If someone is committed to their job, they will try to give their highest effort to achieve the goal. Feedback is also very important to motivate the employees towards the goal. It is important to receive regular and constructive feedback from the managers. These feedback could be both positive or negative, which might impact on employees performance. The last principle is task complexity, which express that a task could be challenging but not too complicated. This is because, the complicated task might de-motivate the employee instead of encouraging them to achieve the goal (Locke and Latham, 2002).

2.6 Maslow's Hierarchy of needs:
The theory of Maslow's hierarchy of needs was first introduced by  Abraham Maslow in 1943 on the basis of employees psychological needs (Maslow, 1943). This theory is used to study humans intrinsic contribution to the behavioural motivation. Maslow used a five levels hierarchy model  to illustrate the movement of human motivation from one level to another. This means that once one level is satisfied by itself then movement of motivation occurs to the next level and this must happen from the lower order need to upper order needs (Steyn, 2002; Lambert, 2018). According to the Maslow's hierarchy of human needs theory, the needs from lower level to upper level are: physiological, safety, social, esteem and self-actualization (Robbins, 1998; Swanepoel, 1998; Spector, 2000).
Figure 6: Maslow's Hierarchy of Human Need (Source: Dr. John W. Lang, 2019).
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Physiological needs: According to Maslow, physiological need is the first and basic need of the hierarchy. This physiological need is treated as the foundation of motivation, because, once this need is completely fulfilled then human can be motivated towards the second need of the hierarchy called safety need and then gradually it can be moved toward the highest needs. Biological requirements (homeostasis, food, water, shelter, clothing, sleep, warmth, sex)  of human being are considered as the physiological needs (Swanepoel, 1998).  Human body cannot function optimally and survive, if these needs are not fulfilled to an extent. According to Maslow, physiological needs are the most important needs for the survival of human being. Therefore, if the physiological needs are not fulfilled completely, all other needs of the hierarchy are treated as the secondary.
Safety needs: Safety needs are the second needs in the Maslow's hierarchy needs, which considers personal security, emotional security, financial security, health and well-being. People may face post traumatic stress disorder because of lack of physical safety, which might be caused by natural disaster, family violence, war, racism, physical abuse to both children and adult. In order to protect human being from any kinds of harm safety is essential. Under this security financial security is also very important. In order to be safe financially people tends to get job security, saving money, insurance policies. Once people feel safety within their surroundings, they become motivated towards social needs.
Social needs: By born and naturally humans are social being. They cannot live alone outside the society. After fulfilment of psychological and safety needs social needs are really important to be fulfilled. Maslow's hierarchy needs considers love, acceptance, belongingness as social needs of human being. According to Swanepoel (1998) and Steyn (2002), at this level of hierarchy, human behaviour is controlled by the emotional relationship or attachment among friends, family, community, social groups and religious groups. Through socialization, human being can overcome their loneliness, depression and anxiety. Furthermore, this needs also focus on love, where people feels the need to love and be loved by others either sexually or non-sexually (Maslow, 1943).
Esteem needs: Esteem needs of Maslow's hierarchy is the fourth one, which refers to the needs of respect and appreciation. A typical human being expects to be valued and acknowledged by others (Steyn, 2002). Furthermore, under this esteem needs people should have the needs of self-esteem and self respect. People with good self-esteem feels very positive and confident about themselves, on the contrary, people with low self-esteem suffers from inferiority complex.
Self-actualization needs: The notion of the self-actualization needs of Maslow's hierarchy can be represented by  the quotation of Abraham Maslow (1954),''What a man can be, he must be.'' Self-actualized people are self dependant and self- aware, who loves to do whatever they feel to do and their main focus is on their personal growth. Under this level of hierarchy, it is said that peoples' life is not static, where they are always active to find out the meaning of their life according to their capabilities and desire to be fulfilled.
2.7 McGregor's theory of X and Y:
In 1960, Douglas McGregor proposed the theory of X and theory of Y, which are the theories of human motivation.
The theory of X was developed on the basis of the nature and management of typical worker. Under the theory of X the typical workers are characterised by low ambition, low responsibility and self-goal oriented. Furthermore, they are also very lazy and does not like any changes, less intelligent, works only for money and does not care for the organizational achievement (Hattangadi, 2015). Therefore, managers view on this type of employees that they need continuous supervision from the managers. Moreover, this types of employee could be motivated either by the rewards or punishment (Hattangadi, 2015). The theory of X can be applied from two aspects; hard approach and soft approach. Under the hard approach of management, the managers supervise the employees very closely with immediate punishment to motivate the employees (Hattangadi, 2015). On the other hand, soft approach of management follows kindness and less strictness in order to create a workplace morale and cooperative employees. However, McGregor believes that these two are too extreme in practice. Hence, a middle approach could be the most effective application to handle employees under the X theory.
McGregor's Y theory is completely opposite to the X theory, characterizes the employees as self-motivated, who enjoys their work and do not differentiate between their personal goal and organizational goal. Employees work under self responsibility and love to take responsibility, where they work without any closed supervision from the managers. Therefore, managers treat this types of employees as the asset to the organizations, as employees feel more committed to the works resulting is a higher performance (Hattangadi, 2015).

2.8 McClelland's theory of needs:
McClelland's theory of needs was developed in 1960s by David McClelland. This theory is also known as three needs theory, which includes achievement, affiliation and power as the needs of human being (Robbins, 1998). In the managerial context, peoples' behaviour changes according to their needs towards achievement, affiliation and power. 
Need for achievement: People like to receive rewards on basis of their effort. They do not like to take any low risk or high risk task. This is because, they think that task with low risk any one can do it very easily, where there is no credit to receive reward for this. On the contrary, in case of high risk task there is no guarantee that they can be successful to complete the task. There might be chance of getting the job done. Even, it they can do the job successfully, it might be by chance or luck. Therefore, they do not feel proud to accept this kind of achievement as their own. This type of people loves to work by themselves alone instead of group and they prefer to take any challenges with moderate risk (Robbins, 1998; Nagar and Sharma, 2016).
Need for affiliation: People who seeks for affiliation enjoys working in a group instead by themselves alone. This type of people try to avoid conflict and argument and also avoids any high-risk task (Nagar and Sharma, 2016). 
Need for power: The people who seeks for power, love to work in such a way that they can control others and help them by exercising power. Moreover, this group of people are more focused on the maintenance  of their leadership position (Nagar and Sharma, 2016).
3 Application of motivation theories in the UK retail industry - a case study of TESCO:
Retail industry is a dynamic industry all over the world, which is developing exponentially. The functions of retail industry covers food, fashion, entertainment, health and beauty, home, sports and leisure and so on. In the economy of UK, retail industries are playing a very important role. In 2017, £395 billion worth sales have been generated from the retail industry. 
Moreover, 319,000 retail businesses has been housed by the retail sector in 2018 (Smith, 2019). In this globalized world, to gain the competitive edge in the business, it is important for the retailers to afford improved customer services alongside the launching and promotion of their products very promptly. Furthermore, efficient employees are the vital part of an organization to achieve the business goals. Therefore, it is essential to motivate the employees towards the goals of the organizations (Oosthuizen, 2001; Nagar and Sharma, 2016).
In order to increase the performance of the employees motivation plays a significant role in the organization (Stroh, 2001; Buitendach and De White, 2005). Competition is getting higher and higher in the UK retail industries. Therefore, retail organizations are realising the importance of motivation of employees, working in the stores to gain the competitive edge in the business (Higgs and Renton, 2003). This is because in the retail industry, store employees are working there directly to the customers. Therefore, if the service is poor by the employees at the store, it might decrease the organizational growth. Furthermore, a motivated workforce is more competent and efficient to deliver their task very promptly and effectively. A motivated worker is more independent, which requires less supervision from the management and ultimately reducing the labour cost (Huddleston and Good, 1999; Nagar and Sharma, 2016).
Abratt, Bendixen and Drop (1999) states that in the growth of economy, retailing plays a very significant role. In the UK retail industry, Tesco is one of the biggest retailers with net profits of around £3.4 billion and over 468,000 employees worldwide (Srivastav and Pandey, 2015). In order to maintain the growth of Tesco, they realised the need of efficient employees who are motivated to their work. Furthermore, in order to motivate the employees of Tesco, the management are following and applying certain motivation theories of management to create an effective work environment. Application of this motivation theories will not only improve the employees efficiency and productivity, but also it will improve the employee retention by reducing the turnover rate (Srivastav and Pandey, 2015). 
In order to manage the organization successfully different management theories were developed over the years by a number of scholars since the 19th century. Human resource is one of the vital parts of the organizations. Hence, theories also evolved to manage this resources. One of the most important theories to handle the human resource is motivation theory, which was proposed by a number of authors from different angle of applications. Herzberg's motivation theory, Maslow's hierarchy theory, Expectancy theory, Goal setting theory, McClelland's theory of needs, McGregor's theory of X and Y, Reinforcement theory are all motivation theory, which can be applied to the retail industry to increased the employees efficiency by motivating them towards the goal of the company. Though, all these theory could be applicable and effective for Tesco to motivate employees, Tesco applies the motivation theories has been discussed below:
Application of Taylor's theory in Tesco:
In order to motivate Tesco's employees, Tesco management took initiatives to reward their employees, which is almost similar to the theory by Taylor. Taylor said that money is one of the most important motivator. The basic motivating factors of the employees of Tesco is the financial remuneration package. Furthermore, there are some other motivating factors except money for the Tesco employees. Tesco employees receive extra support like certain benefits. Besides financial motivating factors, there are some non-financial factors to motivate Tesco employees like improvement of personal knowledge and skills by regular training and development (Srivastav and Pandey, 2015). In addition, there is offer for promotion to a higher position. In the Tesco, employees are motivated more by the proper working environment, where the employees are valued (Pustai, 1989).
Figure 7: Tesco reward scheme for the hard worker (Source: Srivastav and Pandey, 2015).
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Application of the Mayo effect in Tesco:
At Tesco, the Mayo's effect is found everywhere. In order to improve employees performance, communication is a very important factor. Management of Tesco arranges different session to communicate with the employees in a varieties of ways. The way of communication between employees and managers might be one to one discussion or newsletter or companies intranet or appraisals. In Tesco, the line managers arranges a meeting with their employees everyday to update the employees and discuss their task and goal for the day, which act as a motivating factor (Srivastav and Pandey, 2015).
In addition, in Tesco there is an opportunity for training and development for the employees to perform their task successfully, which also acts as a strong motivator among employees in Tesco. The employees of Tesco has also the access to the leadership training to grow within the company beside the specific training course related to their job. In order to help employees 'achieve the extraordinary', Tesco proposes to their employees with strategic career planning (Srivastav and Pandey, 2015). Furthermore, in 2009, 3,000 managers were appointed in Tesco, where,  80% of the managers were appointed internally, which is motivating to the employees to achieve better position in the company (Srivastav and Pandey, 2015)
Figure 8: 360 degree feedback (Source: Srivastav and Pandey, 2015).
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Furthermore, Tesco also focuses on employees personal development and used a 360 degree feedback system as  the tool to give feedback from the group of people they used to work in the company (Hammett and McMeikan, 1994). This feedback tool motivates people to find out their strengths, weaknesses and behaviour in the organization. Furthermore, it also motivate the employees to be committed to their company to achieve the business goal in partnership with others (Srivastav and Pandey, 2015).
Application of Maslow's hierarchy needs theory in Tesco:
According to Maslow's hierarchy needs there are five needs and they have to be met gradually from bottom to up. In order to motivate the employees of Tesco to make them highly productive, Tesco offers their employees all the needs in Maslow's hierarchy step by step. Physiological need is the most bottom and basic needs of this hierarchy. Tesco ensures their employees regular monthly pay to survive with their basic needs, which motivate the employees to work further. Tesco also fulfils the security need after physiological need, where Tesco offers their employees employment contract as the security of their job, pension and sickness scheme, which provides security to the health of the employees (Srivastav and Pandey, 2015). Tesco offers group works in different level, which helps the employees to meet their social need. Moreover, they provide the opportunity to join a union, where the employees might receive the sense of belongings. Tesco values their employees by showing respect and congratulating their hard works. Tesco has the opportunity of personal development plans and promotion schemes and programme for career development. The opportunity of fast-track management programme encourages the most capable employees to make their own way to reach to the highest level of the company (Srivastav and Pandey, 2015).
Application of Herzberg's motivation-Hygiene theory in Tesco:
According to Herzberg's motivation theory, management should focus on hygiene factors beside the motivators. In order to improve employees satisfaction on job, hygiene factors must be improved. However, improvement of this hygiene factor alone might not be able to motivate employees. In Tesco, the management improves the hygiene factors to make the employees satisfy by maintaining a regular communication with the employees, giving them opportunity of decision making, assigning responsibilities to the employees (Lauer, 2003; Srivastav and Pandey, 2015). Furthermore, in Tesco there is contract of employment, which provides security to their job. In Tesco there is an opportunity of receiving recognition of their work as pay rise, which also motivated the employees (Lemon, 2000; Srivastav and Pandey, 2015).




















Conclusion:
Management theories has been evolved over the years by a number of scholars since 19th century. Moreover, these theories also has gone through a lot of modifications according to the needs of the organizations and changes in the nature of human behaviour. Therefore, the theories of management has been categorised as classical, neo-classical and modern management theories according to their changes over time. In order to run an organization successfully it is essential for the managers to apply the theories of management. Application of management theories will help the managers to manage the employees systematically. According to the organizations size, culture, policy, location, there might be variations in choosing and applying different theories of management. Employees are one of the most crucial parts of an organizations. Therefore, it is very important to manage and motivate the employees to increase their performance. In order to motivate the employees, there are a number of motivation theories by different scholars to apply in the organization. A case study on Tesco has been selected as a retail industry to show that how motivation theories are applied in Tesco to motivate the employees to achieve higher performance. In Tesco, the management applied motivation theories by Taylor, Mayo, Herzberg and Maslow.
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