


[bookmark: _Toc214644534]Executive Summary
This report explores the ethical and operational challenges faced by GreenHaven, The UK based sustainable retail cooperative known for its democratic decision-making process, shared ownership model and people's first ethos. Despite its strong ethical foundations, the organisation is currently facing internal issues including complaints of slow decision making, conflicting leadership styles, unequal workloads and recent layoffs that contradict it peoples first ethos. Using both mainstream and critical management theories, the report evaluates these challenges and provides evidence-based recommendations. 
The findings show that GreenHaven’s democratic decision-making approach, while inclusive, has contributed two delays in critical operational tasks and reduced organisational agility. Conflicting leadership styles among managers have created confusion, we could accountability and reduced cohesion among employees. Additionally, all workload distribution has highlighted hidden hierarchies and left some stuff feeling overwhelmed. The decision to lay off workers due to financial pressures has further damaged employee trust and contradicted the cooperative's ethical commitments.
To address these issues, the report recommends we're finding decision making processes by combining democratic input for strategic decisions with managerial autonomy for daily operations. Tools such as RACI charts and clear timelines can support clarity and efficiency. Investment in leadership development is also advised to ensure leaders commands ethics with organisational performance. The report further recommends linking ethics to performance measurement two methods such as Social Return On Investment (SROI) And rebuilding trust by improving communication, offering well-being support and creating safe spaces for feedback. 
Overall, the report concludes that GreenHaven does not need to choose between ethics and organisational success. By implementing most structured management practises, strengthening leadership and improving workplace transparency, the cooperative can uphold its founding values while becoming more effective and resilient and competitive retail environment.
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[bookmark: _Toc214644535]Introduction
This is a report looking into Greenhaven who are a UK based sustainable retail cooperative that sell ecofriendly products while also promoting ethical consumption. The organisation takes pride in having a democratic decision-making style, shared ownership and a peoples first ethos. However there have been recent complaints internally regarding the slow decision making, conflicting leadership styles and unequal workloads. 
The report will investigate the ethical tensions between GreenHaven’s operational performance and its founding principles. Both Mainstream and Critical management theories will be used to analyse the organisation’s challenges and offer recommendations based off evidence gathered from research.  


[bookmark: _Toc214644536]Main Findings 
1. [bookmark: _Toc214644537]Organisational challenges 
[bookmark: _Toc214644538]1.1 Slow decision making	
One of the issues that the organisation is facing is a decline in staff morale which seems to be related to the senior managers not being competent in their decisions which has led in delays of critical supply chain decisions. This can be related back to the democratic decision-making process this organisation uses. According to John Gerring et al (2022) having democratic decision making can cause uncertainty when making decisions because the amount of people involved in the decision-making process can delay decisions which can lead to important decisions taking long to make and operations to delay which can cause concern in staff. Alternatively, Trevor Young-Hyman et al (2023) believes that having a democratic workplace can have a positive impact on employees by fostering a sense of being heard as they can involve themselves in decision making processes. 
Furthermore, in an article by Fare, Audretsch and Dejardin (2023) explains that even though democracy can foster entrepreneurship, ultimately having too many involved in making decisions in an organisation that has tight deadlines can lead to delays in the decision making which can lead to missed deadlines and puts anxiety into employees. The organisation has tried to take a progressive management approach by opening the decision-making process up to more individuals which according to Park’s book (2022) clarifies that certain industries are more suited to sticking with traditional management methods to find success if their operations are transactional. Though, Yang, Chen and Liang’s research (2023) show that sticking to traditional management practices can also leave you behind competition which is why it is important to be progressive but to implement new policies correctly as to not overwhelm employees.
The slow decision making has also led to the employees feeling that the organisation is not agile enough to possibly adapt to certain circumstances and situations which has led employees worried. (Mandlik, Rautrao and Nille, 2025) emphasise the importance of businesses being able to adapt which can be rooted in the decision-making process that businesses decide to adopt, the decision-making process is linked to the management style that the organization has decided to adopt, it is clear to see that the organization has taken an approach on using a more contemporary management style which Dragomir and Dumitru (2022) believe is being further developed to adapt to new AI technologies as to help businesses stay competitive and also believe that contemporary management only works for certain structures which this organisation lacks.


[bookmark: _Toc214644539]1.2 Conflicting leadership styles
Another issue the organisation faces is conflicting leadership styles which has left employees with a lack of clarity and accountability on their roles which has led to inefficiencies. It is stated by Koeswayo, Haryanto and Handoyo (2024) that leadership styles are a crucial reason for having effective governance mechanisms, internal controls and reputation management in promoting employee engagement. The organisation promotes its shared ownership as one of its founding principles which has seem to negatively impact the organisation by causing employees to complain about not having clarity and there not being accountability. (Pizzolitto, Verni and Venditti, 2023) talk about how authoritarian leadership can provide a sense of clarity by demanding that employees follow procedures and rules and usually authoritarian leaders tend to make decisions on their own that they believe is of benefit to the organisation and to not delay decision making. 
The employees have been left confused as those in leadership roles have conflicting leadership styles which have some employees being involved in decision making while others are being pushed to focus on organizational performance and pragmatism which is what has led to confusion amongst workers which has led to less cohesion between employees. having effective leadership is important to have effective decision making according to Yi, Chen and He (2022) who go on further to explain that effective leadership doesn’t only help for effective decision making but as well as to create an effective culture which in turn helps organisational performance. Alternatively, Sriadmitum (2023) believes that effective leadership does not correlate with job satisfaction but having effective leadership can help in resolving conflict issues and to clean up any confusion employees while pointing them in the right direction to help organisational performance.

[bookmark: _Toc214644540]1.3 Unequal workloads and Hidden Hierarchies 
A problem that has also been identified at the organisation is that the employees feel that the workloads have not been distributed equally which has not only left some employees feeling overwhelmed but as well that it is masking imbalances between departments. (Ozay, 2024) have analysed Henri Fayol’s management theory and concluded that it prioritises organizational structure and uses 5 functions alongside 14 principles to build this strong organizational structure some of these principles include division of work and assign responsibility. Henri Fayol’s management theory is focus is on improving organisational effectiveness through management principles which Anushka (2023) explains how when these principles are applied it can alleviate stress on employees who have been overburdened due to unclear delegation of tasks. 
On the other hand, you have Frederick Taylor which in the research of Bornfult (2023) explains how his management theory focuses on improving efficiency at the shop floor level through the principles of close supervision and tight control of tools and workers and emphasises that management should make all the decisions while the workers just implement their thinking. (Noponen et al, 2024) Gives an example of Taylor’s management being used is in certain organisations after attempting to use more contemporary management styles and eventually reverting to Frederick Taylor’s management style to find success through better division of work as to not overburden certain departments with too much work. 

[bookmark: _Toc214644541]1.4 Layoffs and Ethical contradictions
Lastly, the organisation has laid off workers because of financial pressures. This reflects badly on the organisations reputation as the organisation claims to have a ‘people first’ ethos. The decision to lay off workers can lead to distrust towards the leadership from other workers and according to Cao and Le (2024) this can have heavily negative impact on the leaderships ability to enforce new policies and procedures. The contradiction between the organisations ‘people first’ ethos and layoffs can impact the morale of workers by feeling that there is no transparency from those in charge. An article written by Milson, Qin and Men (2024) emphasises the importance of workers having trust in leadership especially during hard times such as the recent financial troubles that the organisation is facing as without having good morale between workers it can directly impact performance.
An example of a business that laid off a massive amount of workers and it backfired on them is Tesla, according to Sesay (2025) after Tesla laid off 14,000 workers because they were worried that these workers would begin unions because the poor safety standards in the factories, after this came out in the public the Tesla stocks went down 40% and Elon Musk’s and Tesla’s reputation was stained massively from this layoff. This does not always mean that layoffs have negative impacts, if layoffs are strategically used, they can benefit organisations and has been stated by Chhinzer (2024) to improve organisational efficiency, competitiveness in the educational and healthcare industry. The ethical contradiction from the organisation to layoff these employees when claiming to have a ‘people first’ ethos has not only gained distrust amongst workers but to stakeholders, (Tambunan et al, 2022) emphasises the important role ethics has in building trust not only among workers but in stakeholders as well. Trust is an important factor when it comes to trying to create a culture and is stated by Abson, Schofield and Kennell (2024) that it is crucial to have trust between employees and management to be able to apply policies and procedures.

2. [bookmark: _Toc214644542]Recommendations

[bookmark: _Toc214644543]2.1 Decision making processes
With the decision-making process one way to be able to keep a bit of democracy when making decisions is for when making long term, bigger picture decisions you can a bit more of a consensus, but on everyday tasks such as ordering stock or even managing schedules leave that to experienced managers to make quick decisions and to not have delays that could lead to employees feeling stressed about deadlines not being met. Another recommendation that Venkatramani (2023) suggests preventing the problem amongst employees complaining about not having clarity is by having a Responsible, Accountable, Consulted, informed (RACI) chart which simply shows what task each employee is responsible for and allows you to consult anyone that does not know their role. Overall, this system clears up any confusion between employees. lastly the organisation can create clear timelines for when decisions need to be made to prevent any discussions and helps the organisation to stay on track.

[bookmark: _Toc214644544]2.2 Train Effective and Ethical Leaders
To be able to keep GreenHaven’s values it needs effective leadership, with leaders that can balance ethics and efficiency. To achieve this leadership the organisation, need to invest in developing leaders. The organisation should offer training in being an ethical leader which would entail teaching these leaders how to make fair and effective decisions, topics could include resolving conflicts, ethical issues and how to show empathy. (Yani and Zaakiyyah, 2024) emphasise how having leaders who can mentor newer employees can help build both knowledge and confidence in the newer employees, this in turn will also help build the next generation of leaders. The organization should also encourage leaders to reflect regularly on both the actions and decisions they’ve made; they could do this from employee feedback and as well through group discussions. This can help them stay in line with GreenHaven’s mission and to learn from experience. 

[bookmark: _Toc214644545]2.3 Connect ethics with performance
Now GreenHaven wants to be ethical and successful but are struggling to find a balance. To achieve this balance GreenHaven can try new method of measuring success. This would consist of measuring the organisation on areas such as sustainability, fairness and employee wellbeing. GreenHaven can also implement something called a Social Return On Investment (SROI) which Munthe and Sembiring (2024) explain is a great way to measure how much good organisations are doing both for people and the planet. This also shows that ethical decisions can also benefit the organisation.

[bookmark: _Toc214644546]2.4 Rebuild trust and support staff
GreenHaven needs to gain back the trust of some of the staff and one step they can take towards that is by building a safe space where employees can share their concerns, be able to ask questions and making any suggestions on improving the organisation. The safe space should be well-facilitated and lead to real action. If any future financial problems occur in the organisation, it should be explained clearly and early so that employees have time to understand. Involving staff in finding solutions can also benefit the connection between the employees and the organisation. (Reynolds and Bennett, 2023) highlight the importance of offering wellbeing services for employees so that they know there is support and as well the organisation can offer flexible working arrangements. Even small gestures to show appreciation of their work can go a long way.

3. [bookmark: _Toc214644547]Conclusion
To conclude, GreenHaven was built on strong ethical values such as being sustainable, fairness, and a shared decision-making process. But recent challenges that the organization faced showed that the current way that GreenHaven was trying to operate was not helping them overcome these demands of a fast-moving retail environment. Problems in the way the organization operated was the slow decision-making process, inconsistencies in the leadership style and staff feeling overwhelmed with their workload. The layoffs also damaged the trust and morale that employees had.
The report has shown that GreenHaven does not need to choose between ethics and success. By making practical changes like clearer roles, faster decision making and better support for the staff the organisation can stick to its values of being a cooperative while being run more smoothly. With better leadership that is focused on being fairer and more transparent, GreenHaven can rebuild trust, improve operations and be more ethical.
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