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Hello everyone, this is Mukul. I have been appointed by the CEO of Nexus Tech Global UK to carry out an ethical investigation of your organisation, to understand the problems you are facing and to come up with some workable solutions. At the end of the day, business will have problems; however, the spirit should remain as positive as Henry Ford said, “failure is simply the opportunity to begin again, this time more intelligently”. 

I would like to add and reassure that there is no one to blame here, but to reassure that this was a systematic failure. We will discuss how and why this happened. And how can we bring back the harmony Nexus tech Global once had? How we will bring back the core values of “Agile by Design”, and pave our way back to being a specialised AI-driven analytics firm in the UK and aim for long-term sustainable growth.  
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Today’s agenda is as follows: we will first try to identify the problem that is causing the issue, second,2nd we will analyse the situation where we are, how did we get here, 3rd will find solutions for the problem, 4th monitoring measures so that we are going in the  right directions once the changes are made
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What is this VUCA environment? You may ask what VUCA stands for: volatile, uncertain, complex and ambiguous. Don’t you think this describes exactly the business environment that is present in our Industry? To navigate these VUCA environments, Nexus Tech Global's leaders have established core values aligned with this business environment. What’s your core value? “ Agile by design “. Agility is the key to navigating these uncertainties. Don’t get me wrong, but Nexus Tech Global was doing very well, or else it’s not that easy to get such rapid investments. (British Business Bank) Every investor will look at your ideas, data, testing, and strong sales, meaning a solid bet for them. The problem started after the rapid investment. Nexus Tech Global underwent a massive recruitment. You have double the number of colleagues you had 18 months before. That is a rapid organisational Change! If not managed carefully, it can cause. Immense organisational instability. Toxic management? Lack of transparency could all be derived from it. 
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What are the clear problems that can be seen because of the rapid growth? Increased bureaucracy and micromanagement, employee burnout and overwork, and a staggering 38% decline in trust towards senior management. Research by Kahkonen in 2020 revealed that employees often lose trust in management during organisational change. Because of 3 reasons: 1st, lack of information sharing, 2nd, incompetence in management and 3rd, lack of care towards employees! Trust is a key element for a successful organisational change, said Sorensen, Hasle and Pejtersen in 2011. They also highlighted that transformational change challenges the trust present! Their study showed that change creates uncertainty among employees, where they tend to question every intention behind the management’s actions. And may interpret the intent themselves, which is exaggerating the actual intent of the management! 
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We will use Larry E. Greiner’s growth model to determine why the management was exerting this sudden high control, a performance-driven culture directly contradicting the organisation’s core value of agility. Through the lenses of Greiner’s growth model, we can understand that it is because the management was entering the “Crisis of autonomy phase”, where the top-level managers are reluctant to give up power to lower-level managers. Leaving lower managers with no decision-making power. To navigate this situation, higher levels of the organisation tend to impose a more centralised approach to handle the problem. (Greiner, 1998) This lets down the employees, and in turn, they leave the organisation. This also explains the higher employee turnover and burnout rate. 

The breach of psychological contract, what is it? (Topa, Aranda-Carmena and De-Maria, 2022) Their study stated that it is a contract of reciprocal obligations in a relationship, also in an employment relationship. Breach of this, when one party, the employee or employer, is not fulfilling their obligations, can lead to the breach. Physiological breaches are linked to employee attitudes and behaviours that harm both parties. In this case, employees always had the core value of agile by design driving them, which helped them to maintain autonomy in their work, which has now changed to a micromanagement way.  
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(Altenried, 2024) said that when a digital or technology firm turns into an intensifying control approach on its employees, it can be considered as “Digital Taylorism”. 
Carroll, Conboy & Wang (2023) said that the micromanagement of employees is an indicator of the growing bureaucracy of agility. 

(Syeda, Akhtar & Alam, 2020) Said in their study that the lack of transparency in decision-making fosters a culture of suspicion. Employees may feel they are constantly being monitored and not being heard. This explains the fall in trust.
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A study conducted by Kähkönen (2021) found that after an organisational change has occurred, which damaged the trust, Present can be repaired at the team level by providing team leaders or low-level managers with improved information and knowledge about the change. And also enforcing communication, a collaborative environment and promoting ethical behaviour among teams. 

A Study conducted by Mohamed (2024) said that by fostering an innovation culture and continuous learning, an organisation can sustain and maintain its organisational stability in the business environment we operate. 

Another study by  Kahl, de Klerk and Whiteoak (2023) recognised that Empowerment is a primary factor in achieving organisational Agility. Yess! Our core value, the very thing that has broken your physiological contract as well. The study also focuses on empowerment as a particular leadership style. It concluded to say that the overall agility growth of the organisation needs, agile culture across hierarchical levels, including an open communication plan and a trust-based relationship between middle and senior management of the organisation. 
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Managers as coaches? We want to give empowerment to our employees, we want to bring back the autonomy, which will promote and restore Agility. But we will not just hand over the empowerment; we will coach employees before giving them the empowerment. What makes coaching different to other management forms is that managerial coaching creates a confidential space to rethink what employees’ needs are. Said in a study conducted by Jepsen and Dehlholm (2023), the study also revealed that coaching works well as a management method because it acts a lot like psychoanalytic talks rather than rigid training. It can do that because the manager still has control over the employees. The manager can position himself as withholding the autonomy over the employee. 
Managers towards an ethical leadership path. A study by  Dey, Saha and Pandey (2025) suggests that ethical leadership is a critical determinant of organisational legitimacy, sustainability, and employee trust! It also states that employees are more likely to commit towards organisational goals if they perceive that their leaders act with ethical principles and are trustworthy. 

A study conducted by Khan and Wajidi (2019) revealed that the leaders who innovate and motivate members of their team using different incentives. can align employee performance towards the organisation’s growth. They also recommended that conducting team-building activities every quarter can improve teamwork. Promoting casual discussions in the workplace for employees and leaders to better understand the team members. 
Successful onboarding Socialisation of newcomers into the organisation is an effective and very critical aspect for employee and organisational success. It is a primary responsibility of the organisation. The analysis conducted by (Bauer et al., 2025) revealed that proactive newcomer who take initiatives gain social acceptance from the team; being accepted is a key factor that allows them to feel adjusted and comfortable in their new job. We can try and give them more tasks, which can make them comfortable in the social setting we have present and help them get the social acceptance needed in the team. 
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This time, we will opt for a more responsible change management means where we will use Kurt Lewin’s 3-stage change model, which follows 3 stages: unfreeze, change, freeze. (Cummings, Bridgman and Brown, 2016; Rizescu, 2024)
We will unfreeze first to acknowledge our gaps and problems, then change them for the better, shaping how we want to see ourselves. Driven by ethical and mentored leadership and an agility in every employee. And finally, refreeze to sustain the positive changes we make. Also, “change is the only constant “If need be, to make more sustainable changes, we will follow the same steps. Having a structured change where there is an acknowledgement of the problem and sound solutions will only help us grow positively!
  Unfreeze – Acknowledge issues, rebuild trust
  Change – Empower teams, simplify systems
  Refreeze – Embed autonomy & Agile values. 
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Psychogios et al. (2019), supports that the feedback loop is an empowering tool and essential mechanism for change. 
We will use a continuous feedback loop in change management 
  Real-time collection: Gathering information using sentiment analysis, listening platforms and pulse surveys.
  Rapid analysis: Analyse the data using A-I analytic tools, interpret employee sentiments, and identify patterns and themes.
  Prioritisation and Action: The data analysed is to be categorised based on factors like urgency, its relevance, and its alignment with our organisational goals. Once categorised, the feedback is sent to the relevant team or manager to take action.
  Transparent communication: It is an essential part of the feedback loop. It involves conveying to employees how their feedback is being used. This transparency will build trust and boost employee engagement.
  Iterative Refinement: Continuous feedback loop allows for iterative improvements in both the feedback loop and organisational change. 
Carreno (2024) stated that by incorporating tools such as sentiment analysis, employee listening platforms, and pulse surveys, organisations can establish robust systems to capture diverse employee perspectives at every stage of the change process. The study also added that embedding these tools for feedback drives can make the employee input be seen as a valuable asset, guiding group decision-making. Giving employees a part in decision-making and rebuilding transparency. 
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Together, we will rebuild Nexus Tech Global back to its harmony, bring back the core values of agile by design, to navigate in this VUCA environment, rebuild trust among employees and managers, empower teams and employees, and reignite agility in the organisation. With a continuous feedback loop, we can stay informed of our actions and make necessary changes at the very stage of the problem being ignited, leading to a more controlled change in the organisation, with informed practices to managers and employees can help maintain the trust during change. All these initiatives will help Nexus Tech Global drive towards sustainable growth.
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I will leave you with a small but very resonating quote for this time by (Blanchard, 2022): “None of us is as smart as all of us.” Thank you very much for your time and patience 
Please feel free to ask me questions if in doubt. 
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