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[bookmark: OLE_LINK194]Executive summary
NexusTech is a UK-based technology company. It relies excessively on mainstream management theories, such as Taylorism and Fayol's functional management theory.
Currently, the company is experiencing rapid growth but faces serious management problems. It exerts overly strict control over its employees, and its decision-making process lacks transparency. While claiming to be "agile and flexible," the company actually operates under rigid bureaucratic rules and is indifferent to the actual needs of its employees.
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[bookmark: OLE_LINK199][bookmark: OLE_LINK190][bookmark: OLE_LINK167][bookmark: OLE_LINK171][bookmark: OLE_LINK218][bookmark: OLE_LINK234][bookmark: _Toc214591025][bookmark: OLE_LINK168]1.0 Introduction
[bookmark: OLE_LINK170][bookmark: _Toc214591026][bookmark: OLE_LINK169][bookmark: OLE_LINK164]1.1 background
[bookmark: OLE_LINK166]In this era of a turbulent business environment, business competition is very fierce. NexusTech Global is a British technology company, has gained a lot of investment in the past year and a half, which has made the company grow rapidly. However, this rapid growth has also brought many management problems. There have been many complaints in the recent performance review, and many employees have complained to the company's management department. These complaints come from different jobs, resulting in a higher turnover rate of employees, which seriously affects the company's performance. The CEO is very concerned about this.
[bookmark: _Toc214591027]1.2 Purpose
[bookmark: OLE_LINK228]The main purpose of this report is to find out why there are complaints against the management team. Most of these complaints stem from employees' daily work and their dissatisfaction (Herzberg, Mausner and Snyderman, 1959). We need to analyze these problems in a professional way. In addition, we also have to study a variety of management theories. This is because different theories can provide us with different ways of thinking, and they do help us explore these problems more deeply. In fact, applying these theories can make our analysis more thorough, not just superficial. We don't want to just talk about the obvious problems - we need to find the real reason behind the complaint.
[bookmark: _Toc214591028]1.3 Scope
[bookmark: OLE_LINK204][bookmark: OLE_LINK117]This report will include the following: analysis of the main complaints about management, comparison of mainstream management theories and critical management theories, scientific management, Taylorism, bureaucracy, Fayol theory, post-bureaucracy, and (CSR)(Carroll, 2021) to ensure objectivity and professionalism.
[bookmark: _Toc214591029][bookmark: OLE_LINK82][bookmark: OLE_LINK91][bookmark: OLE_LINK88][bookmark: OLE_LINK92][bookmark: OLE_LINK89][bookmark: OLE_LINK87]2.0 Current Situation and Complaint Analysis
[bookmark: OLE_LINK205]At present, the company is facing a serious crisis. Although its financial situation has slightly bettered, the turnover of employees is very fast. A recent survey showed that employees' trust in management has dropped by 38%, which is a worrying sign.
Employees said that there were serious problems with the company's management culture. The decision-making process is not open and transparent enough. Important decisions are usually made by senior managers alone and do not seek the opinions of ordinary employees. In addition, there is a great conflict between the internal and external values of the company. It claims to be flexible in public, but in fact, the internal control is very strict. Employees feel that they are always being monitored and unable to work freely.
All these are very dangerous signals for the company. These are not just the simple complaints of a few people. Many employees have similar feedback, which shows that there is a systematic problem in the company's management. If these problems are not solved as soon as possible, more people will leave and the crisis will become more serious.

[bookmark: _Toc214591030][bookmark: OLE_LINK106]3.0 Theoretical evaluation; a comparative critique of mainstream management theories.
[bookmark: OLE_LINK176]To address the potential problems mentioned above, we need to understand the relevant theories. Mainstream management theory and critical management theory are the two main theories in management science.
[bookmark: OLE_LINK175][bookmark: _Toc214591031]3.1 Mainstream management theories
[bookmark: OLE_LINK174][bookmark: OLE_LINK222][bookmark: OLE_LINK173]The theory of functional management (Henri Fayol, 1949) focused on efficiency and making money faster. Its main goal is to make as much profit as possible for the company. The core idea of this theory is planning, organizing, commanding, coordinating and controlling. At present, this theory is used by the company in management. In practice, we attach great importance to rules, clear hierarchical structures and standard workflows. Managers give orders from top to bottom, and employees only need to do it step by step.
[bookmark: OLE_LINK224][bookmark: OLE_LINK223][bookmark: OLE_LINK225] This theory has a very obvious advantage. Every employee knows exactly what they should do every day - the tasks are clearly divided, so no one will waste time on vague work. Because of this, the company's work efficiency will be very high, especially when dealing with daily affairs.
But of course, it also has a big disadvantage. It doesn't care much about people's emotions and doesn't pay much attention to the feelings of employees at work
 (Taylor, 2004). It may lead to employee dissatisfaction, which is exactly the problem that the company is facing.
[bookmark: _Toc214591032]3.2 Critical Management Theory
[bookmark: OLE_LINK178][bookmark: OLE_LINK179][bookmark: OLE_LINK181][bookmark: OLE_LINK182][bookmark: OLE_LINK180]Critical management theory is different from mainstream management theory. It doesn't just focus on efficiency. This theory focuses more on rights, politics, inequality and other issues (Spicer and Alvesson, 2025). Critical management theory is different from mainstream management theory. It doesn't just focus on efficiency. This theory focuses more on rights, politics, inequality and other issues (Spicer and Alvesson, 2025). Its core concept is to question the status quo, employee well-being, social justice, and opposition to exploitation. The theory believes that management should not be a tool to control people, but a tool to help people, and opposes the idea that managers are always correct. This is exactly the perspective that the company lacks at present, and we need to introduce this concept.
[bookmark: _Toc214591033]3.3 Comparison and Evaluation
[bookmark: OLE_LINK183][bookmark: OLE_LINK217]Now, the complaints of the employees clearly tell us one thing. The company relies on mainstream management theory to a large extent. We don't care about critical views at all. This is really a big problem. So we need to balance these two theories. Do you know? The mainstream management theory is like a cold machine.
The mainstream management theory is like a cold machine. It expects everything to be carried out strictly according to the plan, paying great attention to the rules, standard processes and goals. 
Once there is a deviation, it will be regarded as a failure immediately. This theory leaves little room for flexibility and people's actual needs. For example, employees can only follow instructions step by step, and their personal feelings or new ideas are rarely taken seriously.
On the other hand, critical theory is more like a small group that cares about its members. It focuses on the true feelings of employees at work, not just cold rules or profits. It listens to employees, understands their difficulties, and values their opinions. (Alvesson and Spicer, 2025) this theory does not treat people as tools. The current problem of the company is that we only stick to the mainstream theory and ignore the critical views that care about employees. That's why so many people complain - they feel that they are not valued and ignored. Therefore, balancing these two theories is not only an option but also a necessary measure to solve the problems we are facing.

[bookmark: _Toc214591034]4.0 Problem Assessment
[bookmark: OLE_LINK94][bookmark: OLE_LINK144][bookmark: OLE_LINK236][bookmark: _Toc214591035][bookmark: OLE_LINK85][bookmark: OLE_LINK81]4.1 Strict management and scientific management
[bookmark: OLE_LINK186][bookmark: OLE_LINK185][bookmark: OLE_LINK188][bookmark: OLE_LINK187]Frederick Taylor (Taylor, 2004) believes that companies should improve their work efficiency. To achieve this, companies can break down big tasks into smaller and simpler parts. Each employee only needs to do a small part of it repeatedly. Moreover, managers must have very strict control over employees.
NexusTech is now facing a similar situation. The company's managers have created a highly controlled working culture. They value work performance very much, such as how much work employees do every day. This is very similar to Taylorism. Its core idea is to strictly manage employees when they work.
Taylor's theory can obviously improve the efficiency and profits of the factory. But this may not be a good thing for technology companies. Artificial intelligence developers are creative and intelligent workers. They need space to think freely so that they can come up with new ideas. If managers treat them as assembly line workers in factories and control every aspect of their work, they are easily tired and burned out (Alvesson and Spicer, 2012).
In fact, creative work and simple manual labor are different. Strict control will kill their enthusiasm and hinder their innovation. That's why this old theory may not meet the current needs of NexusTech.

[bookmark: _Toc214591036]4.2 Rigid management
[bookmark: OLE_LINK193][bookmark: OLE_LINK195][bookmark: OLE_LINK153]Based on the five management functions of planning, organizing, commanding, coordinating, and controlling(Henri Fayol, 1949), the implementation of micromanagement (Rauh, 2019) and bureaucratic approval systems (Besle., 2022) has led managers to perceive a dangerous trend as companies grow larger. They may then add more rules (bureaucracy) to maintain order, resulting in slow decision-making. The control function has been overused in company management. This has not only failed to maintain stability but has also hindered innovation and efficiency (Urwick, 2003)。    
[bookmark: _Toc214591037]4.3 Control and distrust
[bookmark: OLE_LINK196]Managers using performance data to monitor employees is a demonstration of control (Reenen, 2010). This creates significant insecurity among employees. This excessive control leads to a pervasive sense of insecurity within the company. When employees are insecure, it is extremely difficult to encourage innovation. They feel like tools of the company, not trusted partners.
[bookmark: _Toc214591038]4.4 The contradiction of pseudo-agility
[bookmark: OLE_LINK202][bookmark: OLE_LINK203][bookmark: OLE_LINK198][bookmark: OLE_LINK200][bookmark: OLE_LINK201]Post-bureaucracy (Heckscher and Donnellon, 1994) emphasizes flexibility, trust and network work, and opposes the strict hierarchy in the company. The company claims that the value is "design is agility" (Harre, Simeone and Seidelin, 2022)，which is a core value that integrates the agile concept into the corporate management culture, rather than a simple project management method. However, the actual situation of NexusTech is a bureaucratic approval system.。The company is a set of words to the outside world, but a set of practices to the outside world. NexusTech's approach is a bad performance, and this strong sense of separation destroys the employees' sense of collective honor (Zhao et al., 2024)。In an environment of fierce business competition, post-bureaucracy can only survive in practice.
[bookmark: OLE_LINK209][bookmark: _Toc214591039]4.5 Focus on corporate stakeholders
[bookmark: OLE_LINK208][bookmark: OLE_LINK206][bookmark: OLE_LINK229]In company management, managers are often just agents of shareholders (Jensen and Meckling, 1976)。They usually focus mainly on profit and business growth. Therefore, employees' feelings and mental health problems are often ignored by managers. But in fact, employees are the key stakeholders (Freeman, 1984). The stakeholder theory believes that enterprises shoulder social responsibilities, and protecting the mental health of employees is also one of the responsibilities. The management's practice of ignoring employees' feelings has greatly increased the company's employee turnover rate and distrust.
[bookmark: OLE_LINK207]This method is obviously wrong. Employees play a crucial role in the development of the enterprise and are the cornerstone of the enterprise. Without the efforts of employees and the collaboration of the team, enterprises cannot achieve long-term stable development alone (Barney, 1991). And it is very immoral to not protect the mental health of employees. The complaint cited differing approaches to diversity across regions, raising ethical concerns. Ethical decision-making must be consistent across different regions (Ferrell, Fraedrich and Ferrell, 2021).

[bookmark: _Toc214591040]5.0 Conclusion
[bookmark: OLE_LINK161][bookmark: OLE_LINK216]The case study of NexusTech reveals that while it is a high-tech artificial intelligence company, it still employs outdated management methods. These methods are like a sophisticated gaming graphics card on an outdated motherboard – inefficient and ineffective.
[bookmark: OLE_LINK210]NexusTech's excessive micromanagement has eroded trust between management and employees. This Foucault-style surveillance (Foucault, foucault and Prebble, 1995) must cease to regain employee trust.
NexusTech's advertised "agile" values ​​are severely incompatible with its bureaucratic practices. This behavior makes employees feel deceived and seriously damages the company's reputation.
[bookmark: OLE_LINK215]If the company does not take immediate action, it risks both talent drain and reputational damage.

[bookmark: _Toc214591041]6.0 Recommend
[bookmark: OLE_LINK214]In order to solve the management problems reflected in the NexusTech report, the following measures should be taken. First, the management should stop micro-management. The CEO should issue clear instructions to reduce unnecessary applications or reports.
From Taylor theory and other controls to modern management. Trusting employees can improve work efficiency. 
Second, the transparency of decision-making can be established. The management discloses the decision-making process and can hold a discussion meeting every month. It can solve the problem of inequality of rights and rebuild the bridge of trust between employees and enterprises. 
Third, the company-wide promotion will implement a real post-bureaucratic structure. In the position level, reduce the number of upper and lower levels. Let the team manage itself and realize the truly agile concept. Modern enterprises can no longer rigidly implement rules, but should deal with them flexibly (Clegg, 1989).
[bookmark: OLE_LINK233]Fourth, all middle-level and above management of NexusTech should be trained in relevant management thinking, and the course should include critical thinking, etc. The management should be a coach and a leader, not a supervisor to monitor the work of employees. 
Fifth, NexusTech should redesign the evaluation system and introduce indicators of teamwork and innovation. Employees should pay attention to teamwork, and management should pay attention to employee welfare.
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