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Before we dive in, let me start with a simple observation: when complaints rise and performance falls at the same time, it’s rarely a coincidence. It’s usually the organisation trying to tell us something—loudly. And today, we’re going to listen.
My talk addresses a critical challenge: a surge in internal complaints coupled with declining performance. My analysis reveals this is not an operational hiccup, but a philosophical clash between outdated management doctrines and the ethical demands of the modern workforce.
I will cover: the key symptoms, the root cause, and the solution.

Part 1: The Problem
Investigation revealed clear signals: declining enthusiasm, high turnover in key departments, and a 15% delay in launching new innovations. And the cause is Internal processes bogged down by layers of approval and risk aversion.
Three core complaints are crippling our potential:
Micromanagement and Eroded Autonomy.
Employees, especially in creative roles, feel disempowered. Constant scrutiny and approval for minor decisions foster risk aversion and stifle initiative. When people aren’t trusted, they stop thinking critically. We lose our vital agility.
Inequitable and Opaque Reward Systems.
Performance management is seen as biased, favoring visibility over substance. Rewarding only the "closer" while ignoring supporting teams demotivates and kills collaboration. When effort feels unrewarded, work becomes transactional—compliance replaces commitment.
Communication Silos and Strategic Disconnect.
Strategic decisions are often made at the top with minimal consultation, creating a dangerous gap between planners and executors. Launching a new IT platform without user feedback is a classic example. This top-down approach ignores frontline insights, creating low psychological safety, higher stress, and turnover.
These are not isolated issues. They are symptoms.

Part 2: The Root Cause
Our organizational DNA is coded with classical theories: Taylor's Scientific Management and Weber's Bureaucracy. They brought efficiency through standardization and control in a stable age. In today’s dynamic, knowledge-based economy, they create ethical and operational problems.
Taylorism, in practice, can reduce employees to cogs, stripping work of meaning. Bureaucracy builds walls of rules that slow us down and alienate people.
Viewed through a Critical Management Studies lens, management is not neutral. It can be an instrument of power, maximizing output at the expense of well-being. Micromanagement, top-down decisions, and biased rewards are control mechanisms that prioritize shareholder interests over employee dignity. The complaints are a human reaction to a system that feels oppressive.
This fosters a false dichotomy: the belief that high performance and employee wellbeing are mutually exclusive. This is a myth. Research shows attending to psychological needs improves performance. Yet, we remain anchored in principles that undervalue the human dimension, creating a culture of burnout where high performance is unsustainable.
Conclusion: Our management system is ethically problematic and strategically unsound. It breeds alienation, kills innovation, and undermines trust. Treating employees as "resources" to be managed, rather than partners, is both a moral failure and a strategic blind spot.

Part 3: Recommendations for an Ethical and Responsive System
We need a systemic shift from a control-based to an empowerment-based model. This requires change in four areas:
Leadership Development and Cultural Shift.
Change starts by redefining "good management."
Implement leadership programs shifting managers from command-and-control to transformational and servant leadership styles.
Reset managerial KPIs. Beyond financial targets, measure and reward what builds a healthy culture: team engagement, psychological safety, and employee development.
Modernizing HRM for a Human-Centric Approach.
Overhaul performance management. Replace annual "rank-and-yank" appraisals with a continuous feedback and coaching process focused on future growth.
Create transparent, equitable rewards. Recognize collaboration as much as individual achievement. Implement team-based incentives and peer-recognition platforms.
Enhancing Ethical Frameworks and Transparent Communication.
Trust is built on clarity and integrity.
Embed a clear ethical code through interactive training on real dilemmas.
Radically improve communication. Establish safe channels for upward feedback (e.g., anonymous platforms). Leadership must then “close the loop”—communicating back what was heard and what actions will be taken.
Structural Flattening and Empowerment for Agile Response.
Begin phased decentralization of decision-making. Empower frontline teams within a clear strategic framework, starting with pilot projects.
Sponsor cross-functional project teams. This accelerates innovation by combining diverse perspectives and improves understanding of company-wide goals.

Conclusion
The complaints are a systemic warning. We are using a last-century philosophy in a world that demands empathy, agility, and ethics. The choice is not between performance and people. Ethical, human-centric management is the path to sustainable high performance.
These recommendations are an integrated blueprint. Maintaining the status is the riskiest option of all.
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