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[bookmark: _Toc214656604]Executive summary

This report ethically investigates and evaluates the operational and cultural crisis currently being faced by Nexus tech global. Following its rapid investment, which led to expansion and change in the organization. By applying both mainstream and critical theoretical frameworks along with the analysis of change, this investigation aims to analyse the underlying causes for the report at 38% decline in trust towards senior management, staff burnouts, inconsistent diversity initiatives.

Initially, the mainstream lens helped understand in which direction is the organization heading or adapting which were digital Taylorism. The application of critical theory helped understand inconsistent diversity initiatives. Critically, the investigation identified that the root cause of Nexus tech Global’s problems were derived from the change that took place in the organization following the rapid investment growth.

Value incongruence, when the rapid joining of new employees took place the organization has led to a cultural change, forcing managers to adopt high control techniques to manage the unorganised change directly contradicting the organizations fundamental value off Agility, which implicated a breach of psychological contract between Nexus Tech Global and its employees. To bring back the harmony Nexus Tech Global once had it must make autonomy pervasive to bring back its core value of agility, which will help the organisation navigate through VUCA business environment.
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1. [bookmark: _Toc214656605]Introduction
Organizations in the global technological sector are currently navigating through a unpredictable and instable business environment. This instability of the business environment can also be considered as (VUCA) environment defined as volatile, uncertain, complexity and ambiguity. Recent industry analysis reports indicates that 92% technology organizations plan to increase their investments in artificial intelligence (AI) by 2025, nearly 36 % C level executives express negative sentiment in regard to the economic climate business are operating in to be precise the VUCA environment citing “crisis level” volatility and acting as a barrier to sustainable long-term growth. (Gartner, 2025, Mayer et al., 2025). 

In this VUCA business environments where the traditional competition is not the only complexity but also the rise of AI fuelling this uncertainty, organisational agility is not a basic strategic advantage but a necessary tool for survival and grow. This report aims to investigate the operational and cultural crisis Nexus Tech Global is undergoing, a UK based technology firm possessing a unique selling point of providing AI driven analytics tools for its clients in healthcare and retail sectors. Who should potentially grow and scale at its rapid phase as more than 92 % organizations are looking forward to implementing AI in their workforce, Nexus Tech Global is in its prime era of growth, whilst its efforts to doubling its workforce and receiving rapid investment growth, is only increasing its problems. That implies a Growth Paradox (Atsushi, Kenji & Hiroshi, 2014) at Nexus Tech Global, implying a critical misalignment where rapid financial is being undermined by management practices. 

The purview of this report is to critically evaluate Nexus Tech Global’s management failure using two theoretical lenses of mainstream management theory which will focus on efficiency and structure whilst the critical management theories focusing on power, ethics and surveillance. And also change in the organization. It aims to analyze how the change of organization to Scientific management style has created an unethical high control culture that contradicts its “Agile by design “values. By evaluating these issues in contrast to present VUCA business landscape, this report aims to propose a sustainable long-term plan which focuses on bringing back Nexus Tech Global’s core values and employe competencies.
2. [bookmark: _Toc214656606]The Growth Paradox: mismanagement of change 
The Primary finding of this ethical investigation is that Nexus Tech Global is going through Growth Paradox a mismanagement between its financial growth with its operational efficiency. The doubling of its workforce within 18 months has led to a classic organisational crisis which can be analysed using  Greiner’s Growth Model. 
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Figure1. The five phases of growth. (Greiner, 1998)



According to Greiner’s growth model, organisations undergoes through 5 phases of growth, each phase ending in a crisis point. Nexus Tech has successfully navigated through phase 1 of creativity, but is now facing challenges to transit through the crisis of autonomy which is the phase 2. In the stage where the top managers have to decentralise the power so that the low level management or staff can make their own decision with the best interest for the organisation. But in the case of Nexus Tech the managers are adopting to a high control centralised structures, instead of decentralising power so the staff can handle efficiently through VUCA environment. (Greiner, 1998)

The evidence of bureaucratic approval systems suggests that the organisation has started to enter into the crisis of red tape. In this phase, the rigid systems set in place to create order, actually overlaps with the innovation that drove the organisations initial success. By trying to impose stability through bureaucratic means, Nexus Tech has  cornered itself in a VUCA environment where its decision making got slower due to high control and lost its agility when it needed it the most. (Greiner, 1998)
[bookmark: _Toc214656607] 2.1 Mainstream Theory
While Nexus Tech global thrives itself in terms of its organisational values like agile by design. Agility gained its recognition in the software development industry for its ability to facilitate cultural change in administrative decision making and adapting change, along with providing value to its customer and stakeholder by prioritising their needs and acting in response to the needs of the customer and stakeholder. (Khalid et al., 2025) 

However, the direction in which Nexus Tech is navigating itself is to bring back the traditional form of management, Scientific Management also known as Taylorism the theory which was developed by Frederick W. Taylor, Taylorism prioritized efficiency, standardisation and separating the decision making power from the employees that carry out the work. At Nexus Tech Global it is evident by the clear high-control culture that is being adopted by the middle managers. (Altenried, 2024)

This phenomenon where digital or technology organisations turn into intensifying control on employees can be described as “Digital Taylorism” (Altenried, 2024). Although the organisation claims to be agile, the micromanagement element indicates a growing bureaucracy of agile. (Carroll, Conboy & Wang, 2023)

This approach is fundamentally misaligned management approach for a technology firm. Taylorism was designed in a view of performing repetitive tasks, not complex and ambiguity work situations where new ideas and ways of working matter to stay ahead of the competition. By focusing on quantitative aspect of the workforce, the management is actively declaiming its Agile values. This misalignment can be linked to the cause of reported (percentage)  burnout and employee dissatisfaction, high skilled developers cannot be treated or assessed the same way a semi-skilled labour is assessed. 
[bookmark: _Toc214656608]2.3 Critical Evaluation
Applying the critical lenses to evaluate Nexus Tech Global issues. Foucauldian analysis reveals, AI analytics that are produced by Nexus if applied on them to measure its employees can act as a Panopticon. The lack of transparency in decision making fosters a culture of suspicion, where employees feel they are being constantly monitored but not being heard. This could potentially explain the fall in trust and reputational concerns, not due to poor communication but as a result of monitoring. (Syeda, Akhtar & Alam, 2020)
Labour process theory reframes the reported overwork as a structural exploitation. By increasing workload whilst removing autonomy, when management aims to prioritize short term extraction over long term sustainability. This creates a ethical void where the organisational employees are treated as disposable rather than human assets. (Braverma, 1998  p.78)

Feminist Theory explains why diversity initiatives are inconsistent across regions. The organisation follows tokenism, implementing policies to look good without altering the rigid, masculine norms of the core structure. Implementing these initiatives top down yield the maximum potential ignoring local contexts may result In failure to support diverse talent structurally as a result underrepresented groups are leaving the organisation. Suggesting the inclusion initiatives are merely PR stunts. (Bizzell, 2024)

[bookmark: _Toc214656609]2.3 The Root Cause Analysis for Instability: Improper Change Management
Whilst the analysis of scientific and critical lenses explains the style of leadership and ethical failures at Nexus Tech, however it fails to understand why was there a change of organisations Agile values to digital Taylorism. The root cause, the timeline of the problem arising, The problem raised when the workforce doubled which was fuelled by a rapid investment growth. The timeline of this was over 18 months. A massive change in the organisation which required a fundamentally robust change cycle. The after math of the change lead to Nexus Tech Global loose its core values like “Agile by design” the rise of bureaucracy, indicating that the cycle present was not implemented to its fullest capacity or that this process has been mishandled. Nexus Tech Global allowed the economic growth, to outgrow the companies values and culture. By using  the Kurt Lewin’s 3 Stage model, Nexus Tech Global can be analysed to understand the change failure it went through. 

Kurt Lewin’s 3 stage change model functions based on 3 stages
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Figure2. The 3 stages of change. (Rizescu, 2024)


The failure to unfreeze is evident in Nexus Tech Global, bypassed the unfreeze stage. according to Lewin’s model which requires to prepare your employees for the upcoming change, after which comes the change is desired change is implemented, for Nexus Tech it was doubling its workforce, and the last stage refreeze which ensures the change is permanent.   (Rizescu, 2024)  

Research by (Sofía Genoveva, Patricia & Carlos, 2024) suggest that when organisations onboard new staff without dedicated cultural on boarding framework may result in poor employee engagement, employee retention and culture of belongingness. The toxic management can be considered a defensive reaction towards the managers attempting to stabilize Nexus Tech using strict rules, if there were a set of change planning ,managers would have also been prepared and may not have resulted in Taylorism. 

The “toxic” environment in Nexus Tech can further be understood by using Tuckman’s Group Development Model. The rapid on boarding of new employees effectively resets the organisational maturity, forcing members of the organisation to revert from performing state back into storming phase. In the storming phase roles are unclear and  existing norms are challenged. (Bina, Mudiyanselage, 2025) The high control  
behaviour of micromanaging and approval systems from managers is a symptom of the revert that took place, due to which they are forced to establish rules assign duties to the new onboarded members of the team with changing existing duties and roles of existing employees. 
The reported 38% decline in trust is best analysed using the Phycological contract, Is best analysed using the Breach of Phycological contract. Which is understood as a continuous exchange of reciprocal duties or obligations between and employer and the employee.  Existing staff always operated and grew in the unsaid agreement that Nexus Tech was an Agile workplace, where they were able to follow their own will and way to work, but the rapid expansion came with obligations to the senior management where they had to micro manage its employees to assign duties and handle the chaos change has caused. The consequences of breach of Phycological contract are reduced job satisfaction and organisational commitment. Along with the negative feelings of anger and frustration. (Achnak, Schippers & Vantilborgh, 2021). Clearly explaining the burnout, high employee turnover and decline in trust towards senior management indicating a clear breach of Phycological contract at Nexus Tech Global. 
3. [bookmark: _Toc214656610]Conclusion 
whilst the mainstream and critical lenses provided the direction in which the organization was turning into using the fundamental frameworks by analysing the symptoms of the crisis at Nexus tech global, however these lenses could not successfully provide the root cause of why Nexus tech global was drifting apart from its values and losing its organisational culture.

Considering the excellence of Nexus tech global in the AI analytic tools, it received rapid investment growth, the rapid investment growth forced for a Rapid organizational change where its workforce doubled within 18 months, because of the drastic change which led To directly contradict the organizations core values knowingly or unknowingly, the marriages adopted high control methods to bring back the previous harmony Nexus Tech Global once had. 

Therefore, the core problem is not toxic management practices, but value incongruence. The change was not accepted because the employees are resistant to improvement, but because it breached physical contract it once had with the next tech global. A more effective approach for change which aligned with the organisational core values agility would have yielded more growth in this VUCA environment rather than corporate toxicity . 

4. [bookmark: _Toc214656611]Recommendations
To reverse and resolve the identified value incongruence, Nexus tech global should strategically realign its operations with the company values (Jayantilal et al., 2023). 

To reinstate agility autonomy should be pervasive among employees, management must let go of bureaucratic approval system, this will also help management to mitigate some of its decision making overload and will solve the crisis of lack of transparency in decision making. (Beretta, Smith, 2023)
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