Transcript as downloaded by Robyn (So might be incorrect in parts)
Hello everyone, my name is Ali Al Kassab and
0:06
welcome to this training presentation on
0:09
the challenges currently facing managers
0:11
in the modern organization.
0:13
Today I'll be using our own case study
0:15
organization Green Haven to analyze the
0:18
key operational and ethical issues that
0:21
recently resulted in staff complaints,
0:23
lower morale and reduced organizational
0:26
performance.
0:28
Now this presentation builds on the
0:30
findings from my earlier report and will
0:32
focus on four major areas. Bureaucracy
0:36
and post-bureaucracy,
0:38
management and leadership styles,
0:41
teamworking and workload distribution
0:44
and ethical decision making.
0:48
By the end, I will propose clear
0:50
workable solutions designed to
0:53
strengthen leadership, improve
0:55
efficiency, and rebuild trust while
0:57
preserving Green Haven's core ethical
1:00
identity.
1:03
Before analyzing the problems, let's
1:06
quickly revisit who Green Haven is.
1:09
Green Haven is a UK-based sustainable
1:11
retail cooperative that sells
1:13
eco-friendly products and prides itself
1:15
on being a democratic, ethical, and
1:17
people centered
1:19
pe employee shed ownership and staff are
1:22
encouraged to participate in the
1:23
decision-m.
1:25
However, recent internal complaints
1:27
reveal tensions between ethical ideals
1:30
and operational realities. These have
1:32
included slow decision making,
1:36
conflicting leadership styles,
1:39
unequal workloads, and layoffs that
1:43
contradict Green Haven's people first
1:46
ethos.
1:48
Contemporary research shows that such
1:50
contradictions can undermine employee
1:52
trust, morale, and organizational
1:55
performance. This is from Mit Mitt
1:57
Sunkin and men in 2024.
2:01
Now, bureaucracy versus postbureaucracy.
2:03
Green Haven's democratic decision-making
2:06
is meant to empower employees. However,
2:08
it has unintentionally created
2:11
postbureaucratic problems. Decisions
2:14
take too long. Accountability is unclear
2:17
and critical tasks, especially in the
2:19
supply chain, are delayed.
2:22
Now research by Garing Etal in 2022
2:25
confirms that democratic structures
2:27
often slow decision-making because
2:30
involvement for many people creates
2:32
uncertainties and delays. Similarly,
2:35
fair o and the jardan in 2023 argue that
2:39
democrat democracy can support
2:40
creativity but becomes inefficient in
2:43
industries with tight deadlines such as
2:45
retail. At Green Haven, the intention
2:47
was progressive management. But as Park
2:50
2022 notes, progressive approaches must
2:53
still fit an organization's operational
2:56
reality. When implied without structure,
2:58
they can lead to confusion and slow
3:00
responsiveness.
3:02
Adding to this, studies such as
3:04
Manderick
3:06
or Trrow and Neil in 2025 emphasize that
3:09
in today's digital business environment,
3:11
adaptability and agility are essential
3:14
to survive. Slow decision-making limits
3:16
Green Haven's ability to respond to
3:18
competition and supply chain changes.
3:21
In summary, Green Haven's current
3:23
approach has postbureaucratic ideals,
3:26
but the lack of structure has ironically
3:29
produced bureaucratic delays creating
3:31
anxiety among staff and harming
3:33
organizational agility.
3:37
Now, conflicting management styles. The
3:41
second major issue is the inconsistency
3:43
in leadership across the organization.
3:46
Some leaders take a participative
3:49
approach while others behave more
3:51
traditionally and focus on control and
3:53
performance.
3:55
This has resulted in no clear
3:57
understanding of who makes which
3:59
decisions,
4:00
confusion regarding accountability,
4:03
reduced team cohesion, and low
4:07
engagement.
4:09
Research strongly supports these
4:11
observations.
4:13
Kawasu Haranto and Hadooo in 2024 found
4:17
that leadership style significantly
4:18
affects governance, internal controls
4:21
and employee engagement.
4:23
Meanwhile, Pito Va and Venditi in 2023
4:27
note that authoritarian leadership can
4:29
create clarity because expectations and
4:31
rules are clearly defined. However, it
4:34
also reduces autonomy and can harm
4:36
motivation. Other studies like Yi Yi
4:40
Chen and he in 2022 emphasize that
4:42
effective leadership is essential for
4:44
sound decision-making and organizational
4:46
culture. At Green Haven, the clash
4:49
between democratic and authoritarian
4:52
tendencies has created uncertainty and
4:55
inconsistent expectations. Employees do
4:58
not know whether they should be
4:59
participating in decisions or simply
5:01
just following orders. Now this
5:03
inconsistency in itself is a major
5:06
source of dysfunction.
5:09
Now moving on to team working and
5:11
unequal workloads. The next challenge is
5:14
the unequal distribution of workloads.
5:17
Despite being a cooperative, some
5:19
employees feel overwhelmed while others
5:22
are underutilized. This reveals hidden
5:25
hierarchies within what is supposed to
5:28
be a flat structure.
5:30
Management theory helps us understand
5:32
this. Henry fails principles emphasize
5:34
the vision of work responsibility and
5:37
clear delegation.
5:39
O Jose 2024 when applied correctly they
5:42
reduce worker strike and structural
5:45
confusion. Similarly, Frederick Taylor
5:48
argued for scientific division of labor
5:50
to improve efficiency.
5:52
But his approach can become overly
5:54
rigid, reducing worker autonomy.
5:57
According to Napoleon Etel in 2024,
6:00
Green Haven has unintentionally combined
6:02
the weaknesses of both approaches.
6:05
Too little structure, which becomes
6:07
insistent, inconsistent workload
6:09
distribution. Too much informal
6:11
hierarchy, which some departments
6:13
quietly carry more burden than others.
6:16
And this has led to frustration, burnout
6:18
and reduced team cohesion.
6:22
The next problem, ethical decision-m and
6:25
the layoffs. Now the final issue is the
6:27
biggest ethical contradiction, the
6:29
recent layoffs. Green Haven promotes a
6:32
strong people first ethos. But financial
6:35
pressures led to job cuts. This has
6:37
caused decreased trust in leadership,
6:42
concerns about transparency.
6:45
weakened organizational culture.
6:49
Transformational leadership research by
6:51
cow and le in 2024 shows that trust in
6:55
essential is essential for
6:56
organizational change. Without trust,
6:58
staff resist new policies and feel
7:00
insecure. Whereas research from Mitson
7:03
kin and men in 2024 further demonstrates
7:05
that during uncertain times, clear
7:08
transparent leadership communication is
7:10
essential for employee well-being.
7:14
There are also valuable lessons from
7:16
other companies. Tesla's 14,000 layoffs
7:20
severely harmed its reputation as noted
7:22
by Cece in 2025. Public contradictions
7:26
between values and actions can damage
7:28
both internal morale and external brand
7:30
identity. Yet layoffs are not always
7:33
negative as Chinsa in 2024 found that
7:36
when used strategically and communic
7:38
communicated effectively, layoffs can
7:40
improve efficiency in some industries.
7:43
However, for Green Haven, the core issue
7:44
is not the layoffs themselves. It is the
7:46
ethical inconsistency and the poor
7:49
communication surrounding them.
7:52
Now, let's move over to the solutions
7:54
and how we can improve decision-m to
7:56
start. Now that we've analyzed the
7:58
problems, let's discuss the practical
8:00
workable solutions.
8:02
First solution, a hybrid decision-making
8:04
model. Now, Green Haven should combine
8:07
the strengths of democracy with the
8:10
efficiency of managerial autonomy.
8:14
Strategic long-term decisions involve
8:16
employee participation.
8:19
Daily operational decisions are handled
8:21
by trained managers to avoid delays.
8:24
Now, this hybrid approach maintains the
8:27
cooperative identity while removing
8:29
bureaucratic inefficiencies.
8:33
Now the second solution is using an RACI
8:36
chart. Banker Tammani in 2023 recommends
8:39
an RACI chart to clarify roles. R equals
8:43
responsible, A equals accountable, C
8:45
equals consulted and I equals informed.
8:49
Now using this tool at Green Haven would
8:52
reduce confusion,
8:54
clarify responsibilities
8:57
and prevent decision- making
8:59
bottlenecks.
9:01
Now third solution clear timelines.
9:04
Green Haven should introduce firm
9:06
deadlines for decisions to prevent
9:08
endless discussions and keep operations
9:11
on track.
9:14
Now developing ethical and effective
9:16
leaders right to do this leadership
9:19
development is essential to address
9:21
conflicting styles. Green Haven should
9:23
provide structured leadership training.
9:26
This training should cover these things.
9:29
ethical decision- making,
9:32
conflict resolution,
9:35
empathy and communication
9:38
and managing teams fairly.
9:41
Also, balancing participation with
9:43
performance pressures
9:46
and research by Yanni and Zakaya in 2024
9:50
highlights the importance of mentorship
9:52
or building confidence and developing
9:54
future leaders.
9:56
Encourage reflective reflective
9:58
leadership. Leaders enga should engage
10:01
in regular feedback reviews,
10:05
peer discussions,
10:07
ethical reflection sessions.
10:10
This keeps decisions aligned with Green
10:12
Haven's mission and values.
10:16
Now, the solutions that connect ethics
10:18
with performance.
10:21
Green Haven wants to remain both ethical
10:23
and competitive. So one way to integrate
10:25
the two is through new performance
10:26
measurements.
10:29
Social return on investment can be the
10:31
first one as explained by month and se
10:34
and sembering in 2024. SOI
10:38
helps organizations measure social value
10:41
environmental impact
10:44
ethical outcomes.
10:46
Now this method allows managers to make
10:48
decisions that improve both ethical
10:50
performance and organizational
10:52
efficiency.
10:54
Green Haven can also introduce metrics
10:58
such as employee well-being indicators,
11:02
fairness audits, sustainability targets.
11:07
This ensures success is measured
11:09
holistic holistically not only through
11:12
financial results.
11:15
Now, the solutions for rebuilding trust
11:17
and supporting staff to restore the
11:20
trust after the layoffs and internal
11:21
confusion, Green Haven must focus on
11:24
transparency and well-being.
11:26
Now, to create safe spaces for employee
11:28
voice, these could include facilitated
11:31
feedback sessions or open Q&A forums.
11:34
Staffs should feel comfortable raising
11:36
concerns without fear.
11:39
Communicate early during financial
11:41
challenges.
11:43
Clear early communication prevents
11:45
rumors and builds trust.
11:48
Now also support employee well-being.
11:52
Reynolds and Bennett 2023 highlight that
11:54
wellness programs and flexible working
11:57
enragements can significantly improve
12:00
morale.
12:02
Now small gestures matter as well.
12:05
Recognizing contributions, celebrating
12:08
successes, and showing appreciation all
12:11
help rebuild the cooperative culture
12:13
that Green Haven are after.
12:16
Now, to conclude, Green Haven is an
12:19
organization with strong values and a
12:22
committed workforce, but the challenges
12:24
it faces highlight the tension between
12:26
ethical ideals and operational
12:28
realities.
12:30
The key issues include slow and unclear
12:34
decision- making,
12:36
conflicting leadership styles,
12:39
unequal workloads and hidden
12:41
hierarchies,
12:42
and ethical contradictions created by
12:46
the layoffs.
12:48
However, Green Haven does not need to
12:50
choose between ethics and success.
12:53
By adopting a hybrid decision making
12:56
system, clarifying roles, investing in
12:58
leadership development, aligning ethics
13:01
with performance measures, and
13:04
rebuilding trust, Green Haven can become
13:06
both more effective and more ethical.
13:11
With the right changes, Green Haven can
13:13
remain true to its cooperative values
13:15
while also becoming more agile,
13:17
resilient, and competitive in the modern
13:20
retail environment.
13:22
And thank you for listening.
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