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Executive Summary

This report investigates recent complaints made by employees regarding management practices that have negatively affected performance and culture within Nike. Through ethical analysis and an evaluation of both mainstream and critical management theories, the report identifies areas requiring significant improvement. Key findings highlight concerns of poor communication, lack of employee engagement and poor ethical conduct. The report recommends adopting participatory leadership styles and strategies to restore trust, employee morale and organisational stability.
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[bookmark: _Toc220435317]Introduction


[bookmark: _Int_PJFUM4sf][bookmark: _Int_fJr3PkKb]In the new modern and highly competitive world of business, effective management practices are absolutely essential to achieving organisational success. MTI (2023) explains that it is essential to practice effective management strategies/practices. Managers have the ability to collaborate with a diverse workforce. Using and mastering the correct management practices can lead to a much more positive working environment and motivating employees to reach their full potential. Nike, a powerhouse operating in the sportswear and leisure sector, has recently been suffering from some internal concerns that are still ongoing. These concerns are in relation to the current management practices that are being used. Reports coming from current employees' state that ineffective leadership, poor communication and ethical standards have begun to majorly effect morale and overall performance. 

[bookmark: _Int_9MPv7tY8]The most recent performance review pinpointed some alerting concerns and complaints that the Chief Executive Officer (CEO) Elliot Hill (2025) was informed on. Like mentioned above these complaints truly highlighted the current deficiencies in the management behaviour across several individual departments. The issues at hand have had a major impact on internal operations as well as being a main factor in the recent declining productivity and poor organisational culture. These issues need to be fixed and rectified as Wood (2025) states that when organisational culture is strong, employees feel invested and care about their work. They have the confidence to share ideas and grow as people. However, when organisational culture is bad, employees feel disconnected. They begin to stop talking and stop pushing for better outcomes. 

In response to the previous performance review, this report will conduct an ethical investigation into the current management systems and leadership styles within the organisation (Nike). It will evaluate these practices through the view of both mainstream and critical management theories to further understand the influence it has over performance and organisational culture. The report will then propose evidence-based improvements and recommendations to help enhance managerial effectiveness and employee engagement. As agreed with by Muller (2025) conducting an ethical investigation is important as it allows the organisation to remain honest and trustworthy. An established investigation strategy allows to quickly identify the problems within and resolve them straight away.

From across the organisation feedback has been collected that indicates a clear pattern of complaints. Heavily related to communication, leadership styles, employee motivation and ethical conduct. This shows a clear misalignment between management approaches and employee expectations. This in turn, resulting in reduced engagement and a lack of trust. 

[bookmark: _Toc1439287215]Leadership and Communication Issues

[bookmark: _Int_OSQlR0P1]As addressed above leadership and communication still remains a critical challenge within Nike’s organisational structure. Due to the pure scale and how it is a leading powerhouse in the business world, Nike frequently undergo leadership changes, restructuring and strategic realignments. Bloome (2025) pinpoints that frequent leadership changes can lead to increased uncertainty, anxiety and a resistance to change. These transitions have led to employees reporting inconsistency in effective communication from senior management, mainly relating to role expectations. This severe lack of clarity can lead to slow decision making and reduced alignment. In an organisation such as Nike where there is a heavy dependency on innovation and rapid product development this simply cannot be allowed to happen. In high pressure environments gaps in communication can result in employee frustration and a lack of engagement. These problems can be looked at through the lens of Northouse’s Leadership Theory (2022). Northouse’s theory emphasises heavily on the importance of task oriented and relationship-oriented behaviours. Task oriented leadership provides clear direction, setting key performance expectations and effectively structuring activities. Melbado (2025) explains that task-oriented leadership creates a sense of accountability amongst management and team members. It can also help improve productivity and efficiency. However, compared to relationship-oriented leadership, this puts a strong emphasis on open communication, trust and support. The benefits of relationship-oriented leadership are it engages employees, increasing their overall satisfaction. Furthermore, relationship-oriented leadership focuses on creating a positive workplace culture. A positive organisational culture can lead to high employee retention rates. Finally, it can inspire innovation between employees. As agreed with by Masterclass (2020).  When leadership at Nike communicate strategic changes without any sufficient clarity or fails to provide the necessary context, the balance between both these leadership styles is disrupted. This can then lead to a decrease in employee confidence and a lack of shared purpose. In addition to these two theories, Northouse also speaks about path-goal theory. This suggests that leadership must clarify clear pathways to their own or the organisation's goals whilst also removing any barriers that can hinder employee performance. Anderson (2016). Inconsistent communication during organisational change has been a major barrier for Nike. This limits the employee's ability to perform within a fast-paced environment. 
A strong way of improving these concerns should be for leaders and management to adopt a strategic leadership approach. This form of leadership has a clear vision for the future. WBS (2025) informs that it involves leaders using strategic thinking to help their teams reach the aspired goals. This leadership style has a large emphasis on clear and focused communication. As stated above this specific type of leadership can help improve on any past concerns and issues that Nike has faced. 

[bookmark: _Toc28029781]Employee Motivation and Recognition.

Recognition and motivation are key factors to Nike’s high-performance culture. However, they represent a recurring organisational concern. Employees voice that whilst Nike do offer attractive benefits, competitive salaries and great opportunities to work on big high-profile projects, recognition for their individual achievements doesn't match the level of effort put in. Employee recognition is crucial within an organisation. Deavellar (2025) explains that recognition increases motivation. It meets core human needs such as achievement, connection and purpose. Furthermore, it solidifies mindsets and behaviours that sustain a strong organisational culture. Departments that drive the organisations innovation engine (e.g. product design and supply chain) workloads can be highly demanding and expectations high. When things such as creative contributions and long working hours are not acknowledged, it can lead to employees feeling undervalued this then leading to a depletion in motivation and overall effort. Alongside this, due to Nike’s position as a brand that is driven by creativity and excellence, employees may be expecting higher levels of positive feedback and appreciation than they currently receive. Appvizer (2025) describes that a lack of recognition can quickly lead to demotivation, frustration and stress. This lack of recognition can also lead to burnout. Herzberg’s two factor motivation theory offers a simple and helpful explanation. Herzberg's theory suggests that job satisfaction is influenced by two key factors. Hygiene and motivators, Nickerson (2025). Hygiene factors covering things such as pay, working conditions and job security and motivators covering recognition, opportunities for responsibility and achievement. Nike have strong compensation packages; this comes under the hygiene factor. However, that does not create motivation. Meaningful work and recognition of contributions create true motivation. Employee satisfaction has certain driven motivators. These include things such as recognition for problem solving or exemplary performances. When Nike fail to recognise this, it significantly weakens overall motivation. Maslow's hierarchy of needs helps reinforce this point. When employees' basic needs are met through things such as financial rewards and stable employment, they start prioritising higher level needs like self-actualisation, Cherry (2024). Nike’s challenging work culture does give employee’s multiple opportunities for growth. However, without support for personal development or recognition these higher-level needs may remain unmet. Leading to a long-term decline in motivation.

To improve on these specific issues, adopting a transformational leadership approach will meet the needs of employees as well as maximising their potentials. As written by Ugochukwu (2025), transformational leadership is a style in which leaders inspire and motivate their team. They create a clear vision, encourage innovation and foster personal growth. These leaders build trust and enthusiasm. This leading to employees exceeding their own expectations and achieving positive changes together as a team. Transformational leadership is heavily invested in the success of every member involved in the process. 

[bookmark: _Toc1570912777]Ethical and Cultural Concerns

[bookmark: _Int_YzL45J5T]Nike continue to face scrutiny in areas that relate to ethical and cultural issues. Alongside this, challenges have been faced regarding inclusion, diversity and workplace equity. Employee reports have brought to light issues such as unequal opportunities to grow, cultural misunderstandings and implict bias in certain organisational departments. Ethical and cultural issues such as these not only affect the organisations reputation but also impacts employee engagement and trust. Leung (2024) adds that workplace equity is key to a stable and well working organisation. She also writes that fairness shouldn’t feel like a bonus. When employees trust that their voices will be heard and recognised, they are more likely to stay engaged and work to the best of their abilities. Schein’s Organisational Culture model helps explain the main cause of these individual challenges. According to Schein, there are three levels of organisational culture. Artefacts, espoused values and underlying assumptions, Westover (2024). The culture surrounding Nike is built on performance, excellence and innovation. These values are critical to the organisation's success. However, the underlying assumption that high performance must be prioritised may disregard ethical considerations or inclusivity efforts. This clear imbalance can lead to decisions that unintentionally cause bias or unfairness towards employees. Furthermore, ethical leadership theory as described by Northouse, stresses the importance of leaders who demonstrate integrity, fairness and ethical consistency. Kirk (2024) summarises the theory by saying, ethical leadership involves managers and leaders making decisions based on what is right for the common good, not what is right for themselves. When ethical standards are not enforced within Nike’s internal operations, it opens up issues and causes gaps between the organisation's values and employee experience. Hofstede’s cultural dimensions theory, as explained by Vinney (2024), highlights the specific difficulties that Nike are facing. Power dynamics, differences in communication and cultural values can cause misunderstandings and unequal treatment of employees. 

For cultural and ethical concerns to be improved upon, a servent style leadership should be adopted and pushed. This individual style of leadership is one that puts serving others above all other priorities. In an environment where cultural and ethical standards have seen complaints brought up against them, this style of leadership would be highly beneficial to creating a feel-good environment for employees to work in. PUG (2020) explores further, writing that servant leadership brings benefits such as increased employee loyalty and a beloved company culture. Attributes that are bolstered under this style of leadership are productivity and problem solving. 

[bookmark: _Toc292989283]Conclusion and Recommendations

[bookmark: _Int_IQ3nxxrX]This report has examined complaints raised by employees regarding issues internally within the organisation that are a direct result of poor leadership and complacent management. These complaints and issues have been evaluated using mainstream and critical management theories. The analysis of this report has revealed significant issues relating to current leadership behaviours and communication practices that has led to a negative organisational culture and employee experience. It is clear that meaningful changes are required to restore trust and significantly improve performance. Effective leadership is the most crucial role in any organisation. CL (2024) expresses this view by adding effective leadership inspires others and creates a shared vision. This positively impacting team dynamics, individual growth and lastly organisational culture.

The proposed recommendations include as stated above adopting more participatory leadership styles, strengthening communication and providing clear pathways for improvement. These styles could be the above suggestions such as servant, transformational and strategic leadership styles. Implementing these would see a positive restructuring and creating a more transparent and ethically grounded organisational environment. This will enable long term cultural renewal and further sustainable success. Effective leadership is the most crucial role in any organisation.
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