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Executive Summary
This report investigates about the complaints about the mangement practices of different function areas which are leading poor performance of an organization in today’s turbulent and competitive environment. By evaluating mainstream management theories and critical management theories, and an analysis on current management practices from ethics standpoint, it is identified that over reliance on Taylorism and bureaucratic tendencies lead to alientaion of employees, low trust, resistance to change. It is suggested that prevailing system is not proper as per present day ethics and demands. To overcome this problem, a set of suggestions has been put forward.Includes that transforming leadership and person oriented HRM, adopting some Ethical framework and clear communication system, and flat system of organization. These recommendation are directed to manage the complaints occurred, foster a culture where trust should be foundation of all innovative ideas among employees, and possible growth of organization in future years.
1.Introduction
1.1 Background and Problem Statement
In recent annual performance review meeting staff complained about management practices at marketing, operations and R&D department which caused recent industry turmoil and competitive waves resulted as poor performance for its success. Symptoms included less enthusiasm for work, high employee turnover in key departments and sharp reduce in innovative activities at the company.For example, through an internal investigation, it was found that due to the cumbersome approval of the company's internal levels and the corporate culture of risk avoidance, this discovery led to a 15% delay in the launch time of new products or new ideas compared with the previous year. This situation requires an investigation of the current management system and ethical practices, so as to find the root cause and determine the direction of development. If these systemic problems cannot be solved quickly and strategically, the credibility and sustainability of the organization will be affected.
1.2 Report Objectives and Scope
This report aims to:
· Identify and evaluate key areas for complaint handling, and link them to the productivity, innovation and retention of employees. 
· By evaluating the influence of mainstream and key management theories, and conducting ethical inquiries into popular management methods and systems, we can go beyond surface-level symptoms and recognize the underlying philosophical issues. 
· Evaluate how these theories create a culture that balances well-being and high performance for employees, and explore potential synergies between these two aspects. 
· Propose a common and modern approach to complaint handling, re-adjust our management processes with ethical aspects, strategic outcomes, and provide the executive team with a clear approach.
1.3. Methodology of Analysis
The findings and recommendations here are based on data sources triangulation. This includes a thorough review of internal documents such as recent employee engagement survey, records of departure interviews, and KPIs of last 2 years. Additionally, this study is based on a solid foundation of academic literature including prior researchers and contemporary researches in management theory, organizational behavior and business ethics ensuring a robust evidence based diagnosis.
2.Main Findings
2.1. Analysis of Complaint Key Areas and Their Impact
2.1.1. Micromanagement and the Erosion of Autonomy
Employees across all departments especially creative positions and technical position feel deprived of their power being overly scrutinized. It is not simply related to cognition but embedded in having to seek approval for even small budget decisions or reporting status in execution of tasks. It has led to risk averse work culture where initiative is stifled, employees do as commanded because they lack trust in making decision (Green et al., 2019). As a result creativity is stifled and cannot quickly respond to environment changes. When employees are not trusted in decision making process they are likely to abandon reason leading organization difficult to respond to changes swiftly which is vital capability to thrive in this competitive global market.
2.1.2. Inequitable Reward Systems and their Demotivating Effects
Current Performance management system is considered as opaque, Biasing favoring visibility over substance. e.g., sales reward are based solely on transaction without merit given to sales or marketing efforts to close a sale with customer service team it potential impact roles internal competition over collaboration which is harmful losing team cohesion organizational trust. When employees sense that their genuine effort measurable contributions are not rewarded they tend to lose motivation leading transactional mindset complying than simply doing job it eventually potential risk long-term organizational health.
2.1.3. Communication Silos and Strategic Disconnect
Strategic decisions are often made by senior personnel through consultation or their own understanding, which also leads to difficulties in implementation. And it has caused a certain sense of disconnection and blindness between middle-level personnel and front-line employees.This decision-making method ignores communication with customers and the opinions of employees (Mikkelsen & Grønn, 2021). A classic example is the launch of a new IT platform, which has been implemented without soliciting user feedback. This initiative leads to the interruption of the workflow and the decline in productivity. The difference is that if customers or related personnel can be involved earlier, these consequences will be greatly reduced. Strategic decisions executed with minimal consultation from senior management resulting challenges in implementation not engaging middle managers create disconnect between frontline employees middles managers top down decision-making mechanism employees engaged customers part operational processes valuing insights losses employee lead environment low psychological safety stress that eventually leads low productivity high employee turnover opportunities (Gartner et al.,2018). 
2.2. Ethical Investigation: Mainstream vs. Critical Management Perspectives
2.2.1. The Legacy of Scientific Management and Bureaucracy
The basis of organizational operation is mainly scientific management (Taylorism) and bureaucratic theory (Weber), which emphasize a certain degree of enterprise standardization, internal control management, and quantifiable production results(Taylor, 1911). Although these principles and concepts can promote efficiency in an ideal environment, there will still be ethical problems in the changing market environment and within the enterprise. This kind of management may change the ethics of employees, and at the same time regard them as machines, causing them to be disconnected from their own work and ability (Braverman, 1982). This perspective will make employees' autonomy and sense of meaning of work low, and at the same time show that the organization is inhuman.
2.2.2. The Critical Lens: Power, Alienation, and Control
From a Critical Management Studies (CMS) perspective, our management system is not a neutral means of coordination but an oppressive instrument that reinforces power imbalances (Klikauer, 2015). The micromanagement and topdown control described above are mechanisms of oppression meant to maximally extract labor surplus with disregard for employee well-being. The system favors the interests of shareholders but does not pay attention to the dignity and development of employees, which leads to moral problems(Melé, 2016). Therefore, the resistance of employees reflects the disadvantages of this compulsory system and the need for organizational humanization.
2.3. The Impact of Management Theories on Organisational Culture
2.3.1. The False Dichotomy Between Performance and Wellbeing
The source of the illusion that employees' welfare and organizational success are mutually exclusive is the existing corporate structure. Mayo's social relations theory (1933) and subsequent related research show that good interpersonal relationships and attention to employees' psychological needs and understanding of social needs can bring better feedback to enterprises.Yet the organization remains rooted in Taylorist principles that undervalue this human dimension of work (Pfeffer, 2018). This persistence has fostered a culture of stress and burnout in which high performance is fleeting. Firms that have earned high levels of trust by adopting an ethical orientation outperform peers on key performance indicators including profitability and innovation.
2.3.2. A Synthesis for a Modern Culture: Integrating Theories
Combining the performance-oriented concept in the mainstream management theory with the implicit humanistic methods in critical theory and behavioral theory can create an organizational culture that is both moral and efficient. The transformational leadership method (Liden and Knippenberg, 2025) is to mobilize employees' enthusiasm by motivation rather than control. The purpose of service-oriented leadership is to help employees grow and achieve their own goals (Business Horizons, 1979) , while the traditional authoritarian management style will make the relationship between leaders and employees worse and worse. With this new way (transformative and service-oriented leadership), the trust and participation among employees can be greatly improved (Zheng et al., 2023). Organizations adopting an integrative approach ensure ethical treatment of employees as crucial to fostering high performance levels in organizations.(Singh and Singh, 1 AD)
3.Summary
The manifestation of a deeper systemic problem lies in the complaints about the organization's management. Its popular management style is outdated and morally problematic (bureaucratic principles and Taylorism). As a result, it cannot adapt to the needs of the modern dynamic and fiercely competitive environment. It creates a control-type culture, in which employees feel alienated and inhibit innovation, undermining performance and trust. Ethical investigations have confirmed that the risk of treating employees only as resources rather than valuable partners will always exist. This is both a moral issue and a strategic short-sightedness. Merely addressing individual complaints without thoroughly transforming the fundamental management philosophy will only lead to temporary solutions. Fundamentally rethinking how we manage, lead and evaluate our human capital is crucial for long-term stability, moral legitimacy and business success. Maintaining the status quo is no longer a feasible option.
4. Recommendations
Based on the analysis, the following standardised responses are recommended to reform management processes and address the core complaints systematically and sustainably:
4.1. Leadership Development and Cultural Shift
· Engage in some mandatory leadership improvement projects that the whole company must participate in. These projects need to change managers from a business-only leadership to a change-oriented and service-oriented leadership model (Northouse, 2021). There must be some case analysis of our company's internal practical problems in the project, which can make the project closer to reality and more practical.
· Reset the key performance indicators (KPIs) of the management. Add the indicators of team participation, employee psychological security, and employee growth. In this way, it can be ensured that personnel management ability, like financial and operational goals, can be seriously evaluated and paid attention to.
4.2. Modernise HRM Practices for a Human-Centric Approach
· Modify the performance management system and develop a continuous process that can promote employee development. This process should pay more attention to giving employees some forward-looking feedback to help them achieve career growth. Don't use the traditional annual evaluation model, which is judged by ranking, which will only trigger vicious competition and backfir (Pulakos et al., 2021). We should regularly arrange communication for the purpose of counseling workers, so as to help employees continue to grow.Establish more transparent and equitable reward structures that recognize both individual contributions and collaborative team efforts. These structures may include team-based incentive programs and peer recognition platforms designed to reinforce behaviors consistent with the organization’s evolving cultural values.
4.3. Enhance Ethical Frameworks and Transparent Communication
· Formulate a clear set of ethical behavior and decision-making norms applicable to the whole company. Some interactive training seminars should be held frequently to strengthen this norm through these seminars. These seminars should be able to solve the ethical problems encountered by managers in their actual work. (Schwartz, 2017).  
· Get feedback by establishing a variety of communication channels for the upper level, such as creating an anonymous feedback platform and arranging regular full-time meetings and free Q&A sessions. In this way, the ideas and opinions of employees can be obtained and adopted. At the same time, the management should give timely feedback and inform employees how their opinions are adopted and agreed. (Morrison, 2023).
4.4. Structural Flattening and Empowerment for Agile Response
· Adopt the method of phased promotion, decentralization of decision-making power, and give the front-line team more independent space in a clear strategic framework. This can be done on a pilot first, choose a department, so that they can independently control the project budget and the specific operation mode. (Lee & Edmondson, 2017).  
· In addition, we should support cross-functional project teams and provide them with funds, so as to break the situation of separate affairs between departments, accelerate the pace of innovation, and create a variety of career opportunities. This kind of cooperation can naturally make the communication between departments better, so that people at all levels can have a more comprehensive understanding of the company's goals.
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