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Executive Summary
During a recent Performance Review Meeting, senior management at Virgin Atlantic was made aware of significant complaints regarding management practices across various departments. These issues have negatively impacted organizational performance and employee morale, bringing challenges in an already volatile and competitive environment.
This report examines the key areas of complaint and investigates the ethical implications of current management styles and systems within Virgin Atlantic. Drawing upon Main and Critical Theories of Management, this analysis evaluates their impact on shaping an organizational culture that values employee contributions and prioritizes high performance. Based on these evaluations, this report provides a set of targeted recommendations to address the issues effectively. These recommendations emphasize alignment with contemporary management practices to gain and promote organizational stability and resilience in a dynamic marketplace. 
Introduction
As stated by H. Westover (2024) Organizational success relies on effective management practices that align employee motivation with strategic objectives. However, when leadership and operational strategies falter, it can increase trust, decrease productivity, and negatively impact workplace culture. Recent employee complaints about management practices have highlighted significant issues threatening the company’s stability and competitiveness (Cook, 2023). This report dives into these concerns, evaluates relevant management theories, and provides practical recommendations to improve organizational performance while enhancing employee well-being. 

Key Complaints
As of support from Meister & Dael (2023) the evidence applies that the complaints raised by employees at Virgin Atlantic reveal several key areas where management practices are failing. Many have expressed frustration with micromanagement, where excessive control over minor decisions has abrupted their sense of ability to perform, leaving them demoralized and disengaged, which can greatly affect communication as a critical issue. Employees feel that information is often delayed, distorted, or poorly communicated, which has caused confusion, reduced collaboration, and fostered mistrust. As stated by Structures Insider (2024) Human Relations Theory focuses on making employees feel valued and happy at work, with the idea that satisfied workers will perform better. Unlike older task-based approaches, this theory highlights the importance of understanding employees’ social and emotional needs, not just their ability to complete tasks.
By addressing issues like poor communication, lack of recognition, and inconsistent leadership, this theory helps create a positive work environment. When employees feel supported and included, they are more motivated and engaged, which benefits the whole organization, for the organisation to move forward with the practice of this theory, Virgin Atlantic (specifically management) will have to redeem themselves by providing employee recognition too overly impact and perfect the state of employee satisfaction, management can do this by involving employees in rewarding activities such as competitions, events and team meetings to allow employees to feel more engaged. This approach shows that taking care of employees’ well-being is essential for achieving success.
Inconsistent leadership styles across departments further compound these problems. While some teams feel empowered, others feel unsupported due to varying management approaches, creating an uneven and confusing work environment (Stone, 2022). Contrasting onto my previous statement, many employees would feel a greater connection with recognition, reward systems that are valuable too employees to acknowledge their contributions. This lack of appreciation has negatively affected morale and motivation (Molyneux , 2023). Employees have also criticized inflexible workplace policies, such as rigid work hours, which fail to accommodate evolving needs and hinder adaptability. 

Current Issues in Management Practices
An investigation into Virgin Atlantic’s current management systems reveals ethical shortcomings that contribute to these complaints. The organization relies heavily on traditional management approaches, which prioritize top-down control over collaboration (Mackay, J. 2023). While this structure might streamline decision-making, it limits employee creativity and input, stifling innovation. Performance evaluation systems focus excessively on quantitative metrics, such as sales targets, without considering qualitative factors like teamwork and creativity. Examples of Virgin Atlantic focusing more on organisation empowerment is the drive for competitiveness with other airlines such as British Airways, leaving recognition mainly on the profit margins that Virgin Atlantic has achieved since the impact of Covid-19 (Gill, 2025), one-dimensional approach has left employees feeling undervalued and demotivated (Binujacob, 2024)
Howes (2024) states that the organization’s decision-making processes are another weak point. Key decisions are often made without consulting employees, leaving them feeling excluded and disengaged. Furthermore, resources like budgets, tools, and professional development opportunities are distributed unevenly across departments, creating resentment and reinforcing perceptions of favouritism (Boatman, 2024). These practices not only fail to respect employee autonomy and dignity but also reduce overall organizational efficiency.

Mainstream and Critical Theories of Management
To understand the broader impact of management practices, it is useful to evaluate the influence of mainstream and critical management theories on organizational culture. 
Critical management theories, in contrast, challenge traditional structures and prioritize inclusivity and empowerment. Postmodern Management encourages decentralization and participatory decision-making, enabling employees to take ownership of their work. Similarly, Jurgen Habermas’ Critical Theory focuses on open communication and fostering a transparent culture where employees feel valued (Jeffries , 2010). These approaches help create collaborative and innovative work environments. However, they can be challenging to implement in rigid, highly structured organizations.
Mainstream theories contribute to stability and clear goal-setting, while critical theories emphasize inclusivity and adaptability. Combining elements of both approaches can create a balanced organizational culture that values employees while maintaining high performance.

Recommendations
To address the identified concerns and reshape organizational culture, several changes need to be implemented. Management should adopt transformational leadership practices that inspire and empower employees (Hauck, 2024). Leaders should build trust by being authentic and fostering a sense of shared purpose. Improving communication is another critical step. Managers need to actively listen to employees, conduct regular feedback sessions, and ensure information flows transparently across the organization.
Consistency in leadership styles is vital for reducing confusion and improving morale (Lasselle, 2024). Standardized management guidelines that reflect the organization’s values should be introduced. Recognizing and rewarding employees is equally important. Introducing both formal and informal acknowledgment of contributions can significantly boost motivation and morale.
Wilcocks (2023) implies that micromanagement has driven a wedge between employers and employees, significantly decreasing the performance of employees, to tackle this management need to be taken the decision of providing more support and being more diverse, creating a team bubble that allows room for engagement, creativity and an adaptive team leadership. 
Finally, fostering a culture of collaboration and inclusivity is essential. Team-building activities and diversity initiatives can create a sense of belonging and improve interpersonal relationships (Blythe, 2024). Leveraging technology for performance tracking and employee feedback can streamline processes and make management more efficient. Regular monitoring and evaluation of these changes will ensure continuous improvement and alignment with employee needs.

Implementation Plan
The proposed recommendations for addressing the organization's management challenges will be implemented in a structured, phased approach to ensure they are effectively integrated into the workplace. This phased rollout will also allow for monitoring and adjustments to maximize their impact on employee engagement, organizational culture, and performance.
Short-Term Actions 
The initial phase focuses on addressing urgent issues and laying the groundwork for long-term improvements. Managers will receive leadership training to equip them with skills to foster transformational leadership, emphasizing communication, empathy, and trust-building. Leadership workshops will focus on strategies such as motivating teams, mentoring employees, and maintaining transparency in decision-making. This training aims to create a consistent and supportive management style across departments.
Simultaneously, open communication platforms will be launched to address employee concerns about ineffective communication and lack of transparency. Digital feedback and team briefings will be introduced to provide employees with accessible channels to voice their opinions and concerns. Managers will be trained to actively listen and provide timely, empathetic responses.
To enhance work-life balance and adaptability, flexible work policies will be piloted in select departments. These policies will include options for hybrid work arrangements, personalized schedules, and accommodations for individual needs. This pilot phase will allow the organization to assess employee satisfaction and operational feasibility before scaling these practices across all departments.
Mid-Term Actions 
In the second phase, the focus shifts to consolidating initial efforts and addressing systemic issues more comprehensively. Recognition and rewards programs will be introduced to ensure employees feel valued for their contributions. These programs will include both formal initiatives, such as performance awards, and informal recognition, such as public acknowledgment during team meetings. Peer-nominated awards will also be incorporated to encourage collaboration and teamwork.
Enhanced conflict resolution mechanisms will be implemented to address tensions in the workplace. A confidential grievance redressal system will be introduced, and managers will be trained in conflict mediation and negotiation. This system will ensure that conflicts are addressed promptly and fairly, preventing long-term disruptions to team dynamics and productivity.
Standardized management practices will also be established during this phase. Leadership guidelines aligned with organizational values will be rolled out, ensuring consistency in how managers across departments lead their teams. Additionally, resource distribution will be reassessed to ensure equity in access to tools, budgets, and professional development opportunities.
Long-Term Actions 
The final phase focuses on sustainability and continuous improvement. Regular evaluations of the implemented changes will be conducted to assess their impact on organizational culture and performance. Key performance indicators (KPIs) will be used to measure progress, including employee satisfaction surveys, retention rates, and productivity metrics.
Feedback from employees and managers will guide refinements to these strategies (Vreede, 2024). For instance, the organization may further customize flexible work policies based on the needs of different teams or expand recognition programs to include career growth opportunities.
In addition, the organization will invest in ongoing professional development for employees and managers. Training programs, mentorship opportunities, and cross-departmental collaboration initiatives will ensure the workforce continues to evolve alongside the dynamic business environment. This focus on long-term skill development will not only boost employee engagement but also enhance organizational adaptability and innovation.
By implementing these recommendations in phases, the organization ensures a thoughtful, manageable transformation that aligns with its strategic goals while addressing the concerns of its employees. (Damon, 2024)
Conclusion
The complaints raised by employees reveal deep issues in the company’s management practices that could significantly harm its success if not addressed. These concerns highlight the need for a new approach that balances the structured efficiency of mainstream management theories with the inclusive, collaborative focus of critical theories. Mainstream theories, like Scientific Management, provide a foundation of stability and clear processes, ensuring tasks are organized and measurable. However, they often overlook the human element, which is where critical theories come in, emphasizing employee empowerment, open communication, and ethical decision-making.
By integrating these perspectives, the company can create a balanced organizational culture that values employees while maintaining high performance. This approach would address core complaints such as poor communication, inconsistent leadership, and lack of recognition. Employees who feel respected and included are more likely to engage with their work and contribute to organizational goals.
Implementing these changes would not only resolve current challenges but also prepare the organization to navigate the complexities of today’s dynamic and competitive business environment. A workforce that is motivated, engaged, and aligned with the company’s vision will drive innovation and productivity, creating a culture of success that benefits both employees and the organization.
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