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Bright Wave company is facing a significant staff problem, proven by 28 out of every 100 people leaving every year. The main issue is the company's focus on just counting numbers, which leads to low happiness and almost no appreciation or credit for their hard work.  This problem is made worse by the outside rules, especially those from the company clients who want proof that the company treat their staff fairly. The report confirms that the current culture is the reason people are unhappy and leaving. The way to fix this is to swich to a People First Plan over the next three years. This means turning the managers from administrators into Performance Coaches. This plan has three main steps: First, all managers must take mandatory coaching training. Second, every yearly review must stop and be replaced with a Continuous Feedback System. Third, a three-year plan to change the culture must start, making the workplace safer and better at giving feedback. This whole plan will keep the staff, help to meet client rules, improve work, and secure the company’s future. The success Bright Wave has had is now in danger because of many problems with how the company manage their staff. High numbers of people quitting, managers who cannot give helpful advice, and no clear paths for future jobs are big risks to company money and its clients. This report will give the Senior Board a clear three-year plan to fix this. This plan will move Bright Wave from just following basic rules to actively helping their employees grow. This will improve both the quality of work and the team’s overall well-being. This report will first look at the main problems, including outside pressures. Second, it will use simple business ideas to explain why the problems exist. Third, it will show clearly how the current culture is causing the harm. Finally, it will give clear, proven advice on how the company can get better.
Bright Wave’s problems are made worse by pressures coming from the outside world. This PESTLE analysis shows the business risks that come from their high staff turnover. First, there are serious Legal and Ethical risks. They are working with big clients who have strict contracts. Their high 28% turnover rate shows the company are failing at this. If the company cannot prove that it is treating people fairly, they are in risk of breaking its contracts, which could mean losing big jobs and facing fines (Pfeffer,1998). This is a critical risk to the whole company’s future. Second, the world of work has changed. Today’s staff expect clear career paths, more thanks for their work, and a good balance between work and life. Bright Wave’s current culture, which gives almost no public thanks, does not meet these needs. This makes it very hard to keep staff, and it costs the company a lot of money to constantly hire new people. Third, the Economic situation is competitive for good workers in every area. Since the company cannot always pay the highest salaries, it must use other ways to motivate people, like recognition and a good atmosphere (Deci & Ryan, 1985). Because the company do not have a strong way to thank staff, she fails to compete for the best people, making the cost of replacing workers too high. These three outside factors show that the company’s failure to manage it creates big external risks.
The fact that 28 out of every 100 staff leave each year proves that the company have a crisis. This problem is caused by basic unhappiness. Because of “poor communication,” “limited recognition,” and “unfair workload.” These are very basic issues that make people unhappy. When these basic work conditions are bad, staff will leave the company, even if they like the pay. On top of this, the managers lack skills. Supervisors are not trained in how to give helpful performance feedback. Instead of supporting everyone, managers often punish the best workers by giving them extra work. Management is too focused on “counting hours and tick boxes,” meaning they watch if people are busy instead of looking at the real results. This style of management kills the team’s natural drive and passion for their jobs.
The Problem with the Company Culture
The current culture is focused only on “tasks and numbers” and gives almost no recognition. This pressure causes staff to constantly feel they must do more and leads to burnout (Cooper,1996). Since managers are afraid of conflict, they avoid hard talks about poor work. This shows low psychological safety (a low feeling of trust) (Edmondson,1999).  because managers believe it is safer to ignore problems than to deal with them openly. To fix the high turnover, the manager’s role must completely change. Managers must stop being Administrators (people who check lists) and start being Performance Coaches (Grant,2023) . This means they must change how they act: they need to stop telling people what to do and start listening and guiding them. They must also stop watching how busy people are and start focusing on results and helping staff grow. The most important change is to stop avoiding difficult talks and start giving regular, helpful feedback
The company must first fix the problems that cause unhappiness:  unfair workload and bad communication. This step is necessary to meet the Legal and Ethical fairness rules of their clients. Once these basics are fixed, the company must focus on long-term motivation by investing in Achievement, Recognition, and Growth. This means creating clear future job paths and setting up reliable ways to thank and appreciate staff. This will help build staff loyalty and save money on hiring costs.

The old yearly review system must be stopped and replaced with a modern Continuous Performance Management (CPM) model (Aguinis,2019).  This plan focuses on giving help all the time, not just judging once a year. The new system will include three main parts: Goal Alignment will use short, regular talks every three months to make sure every staff member’s work matches the company’s main goals. This makes their job purpose clear. Ongoing Feedback means short, one-on-one meetings must happen every two weeks for coaching. This makes giving feedback a normal habit, helping managers stop being afraid of hard talks. Finally, the Annual Review will now be used only for Development Planning and talking about future jobs, which fixes the problem of an unclear career path.
The current Bright Wave culture is the real reason for the problems, forcing bad management and causing people to quit. The fact that managers are afraid to talk about poor work shows a lack of psychological safety (trust). When managers fear getting in trouble for giving critical feedback, they will avoid it. This means poor work continues, which makes the good staff angry and bitter. The culture is currently protecting bad workers while hurting good ones. Furthermore, the focus on “getting results” has been misunderstood, creating a culture that only values simple, easy-to-do tasks. This means important work like helping people and coaching is ignored because it is hard to measure. This is why “tick-box” management is popular, managers are rewarded for simple checking, not for the difficult, important work of helping staff grow. Finally, the company’s strong feeling of doubt towards new ideas shows a stiff, old culture. Staff who suggest better ways are met with resistance because the company believes its old ways are best, even though the high staff turnover proves this is wrong. This refusal to change is a major risk to Bright Wave ability to compete in the market. The old culture will actively fight against the new manager training unless the Board forces the change.

Manager Training and Review System Fixes
First, Bright Wave must start a mandatory, certified “Coaching for Performance” training program for all managers. The goal is to directly fix the managers’ fear of hard talks by teaching structured feedback, which builds trust (psychological safety). To prove success, 90% of supervisors must pass this certification within 12 months.
Second, the yearly “tick-box” system must be replaced with the new Continuous Feedback System (CPM). Success here will be checked by a 50% increase in documented goals for staff growth in the first year. Most importantly, manager performance must be connected directly to their team’s turnover rate and happiness scores. This makes managers responsible for their teams and reduces the risk of breaking client rules. Success will be checked by a 15% better team happiness score within 18 months.
Organisational Culture Change Programme
A three-year Culture Change Programme must be started, focused on recognition and achievement. This includes creating a Structured Recognition Scheme, which will be a way to give frequent, public, non-cash appreciations to fix the “low recognition” problem. Success will be checked by seeing a 20% increase in documented feedback in year one. The programme must also officially share all future job paths, fixing the problem of unclear progression. Success will be measured by a 15% increase in internal applications for promotions. Finally, the company must fund Innovation Trials, a small budget for teams to test and try new process ideas. This will help fight the old cultural thinking. Ten successful new ideas must be formally and practically applied within two years to check the success of this part of the plan. To secure the company’s future, yearly checks of all HR policies must be done to make sure they match client contract needs (like staff wellbeing clauses). This guarantees that the company can prove it meets the ethical rules required by most of the clients, which secures the business’s future.

Bright Wave must act quickly to fix its manager and culture problems. The high number of staff leaving shows an old culture that only cares about quick tasks instead of helping staff grow long-term. The plan suggests moving the company to a People-First Approach. By training managers to coach, using a continuous feedback system, and making a culture where people are appreciated, Bright Wave will successfully keep its staff, meet all client rules, work much better, and secure its long-term future.
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