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Slide 1 — Introduction
Hello everyone and thank you for watching this presentation.
My name is Yaxuan Dai, and today I will be presenting my video analysis for the Contemporary Issues in Management module.
The purpose of this presentation is to analyse the challenges facing managers in the modern organisation, using the case of NexusTech Global. This presentation is designed as a training-style video for staff, which means my focus is not only on identifying problems, but also on explaining why they matter and how they can be addressed in a realistic and ethical way.
NexusTech is a rapidly growing technology organisation operating in a highly competitive and dynamic environment. While this growth has brought success, it has also exposed a number of managerial and ethical challenges. These challenges relate to bureaucracy, leadership style, teamwork, and the use of monitoring technologies.
To analyse these issues, I will apply both mainstream management theories, such as scientific management, bureaucracy, and contingency theory, as well as critical management perspectives, including post-bureaucracy, power and surveillance, and inequality theories.
The presentation is structured as follows.
First, I will introduce the organisational context.
Second, I will analyse the key managerial problems.
Third, I will explain these problems using management theory.
I will then propose a set of workable and acceptable solutions, before concluding with key recommendations.

Slide 2 — About NexusTech Global（
NexusTech Global has experienced very rapid growth over the past year. The organisation has expanded its workforce and operations quickly, particularly due to increased investment and demand for its AI-driven analytics products.
However, while the organisation describes itself as “agile,” employees report that internal processes feel highly controlled. This creates a clear tension between how the organisation presents itself and how it actually operates on a daily basis.
One important indicator of this tension is a decline in trust toward senior leadership. Trust plays a crucial role in modern organisations because it influences whether employees feel comfortable raising concerns, sharing ideas, and engaging fully in their work. Research on psychological safety shows that when trust is low, performance and innovation tend to suffer.
Another contextual issue is inconsistent inclusion practices across regions. Different teams experience different standards of fairness and support. From an ethical perspective, this creates unequal employee experiences and raises concerns about organisational justice.
Finally, rapid expansion has weakened cross-team collaboration. Teams have become more siloed, communication has slowed, and coordination across departments has become more difficult.
This context is important because it shows that NexusTech’s challenges are not isolated problems, but part of a broader structural and cultural pattern.

Slide 3 — Main Organisational Problems
Based on the case, several key managerial problems can be identified.
The first problem is excessive bureaucracy. Employees are required to go through multiple layers of approval for routine decisions. While bureaucracy can provide order and control, in a fast-growing technology organisation it often slows decision-making and reduces responsiveness.
The second problem is a pressure-heavy management style. Some managers rely on close supervision, performance targets, and constant oversight to drive results. Although this approach may increase short-term output, it also increases stress and reduces employee autonomy.
The third issue relates to monitoring and surveillance tools. Employees report feeling constantly observed, which creates anxiety and discourages creativity. Even when monitoring is not actively enforced, the perception of being watched changes behaviour.
Another major problem is inconsistent inclusion and fairness. When policies are applied differently across regions or teams, employees may feel undervalued or unfairly treated.
Finally, these issues contribute to weak teamwork and collaboration. Low trust and psychological safety make employees less willing to share ideas or support each other, which damages collective performance.
Together, these problems create a work environment that feels controlled, stressful, and ethically challenging.

Slide 4 — Theoretical Lens
These problems can be partly explained using mainstream management theories.
First, scientific management, developed by Frederick Taylor, emphasises efficiency, measurement, and close supervision. This helps explain NexusTech’s pressure-heavy leadership style and strong focus on monitoring performance. However, in modern knowledge-based organisations, this approach often conflicts with employee well-being and autonomy.
Second, Weber’s bureaucratic theory highlights the role of rules, hierarchy, and formal procedures. NexusTech’s complex approval systems reflect this logic. While bureaucracy can support stability, in a rapidly changing environment it becomes inefficient and ethically problematic by limiting trust and empowerment.
Third, contingency theory argues that organisational structures should fit their environment. NexusTech operates in a fast-moving technology sector, yet its internal systems are slow and rigid. This mismatch explains why employees experience frustration and delays.
Finally, post-bureaucratic thinking emphasises flexibility, collaboration, and decentralised decision-making. The gap between NexusTech’s “agile” identity and its actual practices highlights why employees perceive the organisation as inconsistent.
Mainstream theories therefore explain how these structures emerged, but they do not fully address the ethical and power-related consequences.

Slide 5 — Effects on Ethics & Performance
To understand the deeper implications of these problems, critical management theories are particularly useful.
From a Foucauldian perspective, monitoring systems act as a form of power and surveillance. Employees begin to regulate their own behaviour because they feel constantly observed. This reduces psychological safety and discourages innovation.
Research on toxic leadership helps explain the impact of pressure-heavy management. When control and performance targets dominate, trust declines and burnout increases, which raises ethical concerns about employee well-being.
In addition, feminist and inequality theories highlight how inconsistent inclusion practices can reproduce inequality. Even without intentional discrimination, uneven policies can disadvantage certain groups and create perceptions of unfairness.
Critical theories therefore reveal how power, control, and inequality shape employees’ everyday experiences. They highlight why these managerial practices are not only inefficient, but also ethically problematic.

Slide 6 — Reform 1: Smarter Structure
These managerial practices have clear consequences for both ethics and performance.
First, declining trust weakens psychological safety. Employees become less willing to speak up, which limits learning and improvement.
Second, stress and burnout increase due to pressure-heavy leadership and constant monitoring. Reduced well-being is not only an ethical issue, but also a performance risk.
Third, innovation declines when employees avoid risk-taking. Feeling monitored encourages safe behaviour rather than creative problem-solving.
Fourth, weak collaboration slows project delivery and reduces organisational effectiveness.
Finally, these conditions increase turnover intentions, leading to higher recruitment and training costs.
This demonstrates that ethical failures and performance problems are closely linked rather than separate issues.

Slide 7 — Reform 2: Inclusive Leadership
The first recommendation is to create a smarter and more flexible organisational structure.
NexusTech should gradually streamline approval processes, starting with low-risk operational decisions. This allows the organisation to improve agility without losing necessary control.
Teams should also be given greater autonomy to make routine decisions. This aligns with post-bureaucratic principles and helps rebuild trust.
Clarifying roles and responsibilities can reduce overlap and unnecessary supervision. Importantly, this reform does not require removing all structure, but rather ensuring that structure supports, rather than constrains, performance.
This solution is realistic because it can be implemented incrementally and does not require a complete organisational redesign.

Slide 8 — Reform 3: Ethical Analytics
The second recommendation focuses on inclusive and supportive leadership.
Managers should be encouraged and trained to reduce pressure-based tactics and adopt more participative leadership styles. This includes active listening, constructive feedback, and open communication.
Leadership expectations should be standardised across regions to reduce inconsistency and perceptions of unfairness.
Inclusive leadership supports psychological safety, which research shows is essential for teamwork and innovation. Over time, this approach can rebuild trust and improve morale.
This solution is acceptable because it focuses on behavioural change rather than structural disruption.

Slide 9 — Reform 4: Stakeholder Dialogue
The third recommendation concerns ethical decision-making and employee dialogue.
NexusTech should be transparent about how employee data is collected and used. Analytics should support development rather than act as a tool of surveillance.
Regular fairness and bias checks should be introduced to ensure monitoring systems do not disadvantage specific groups.
In addition, structured dialogue sessions should be created to give employees a voice. Open communication helps rebuild trust, improve collaboration, and identify issues early.
These measures balance organisational control with ethical responsibility and are practical to implement.

Slide 10 — Conclusion
To conclude, NexusTech’s challenges arise from a combination of structural rigidity and cultural issues. Bureaucracy, pressure-heavy leadership, surveillance, and inconsistent inclusion have damaged trust, well-being, and collaboration.
By applying both mainstream and critical management theories, it becomes clear that these issues are not only managerial, but also ethical.
The solutions proposed—smarter structures, inclusive leadership, ethical analytics, and stronger dialogue—offer workable and acceptable responses to these challenges.
Ultimately, this case demonstrates that ethical management is not a barrier to performance, but a foundation for sustainable success in modern organisations.
Thank you for watching.
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