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An Ethical Assessment of Management Theories: Addressing Complaints and Enhancing Organisational Stability

[bookmark: _Toc184100958]1. Introduction
Due to rising competition, changing customer preferences, and rapid technological advancements, the retail industry has seen major changes (Clegg et al., 2019). Ted Baker, a UK-based fashion firm formed in 1988, has been grappling with market relevance and image concerns throughout this turmoil. In 2019, its founder resigned after claims of misbehaviour, worsening organisational inefficiencies and exposing leadership and management shortcomings (The Guardian, 2024).
Despite reorganisation attempts, Ted Baker’s performance metrics indicate ongoing issues. The company’s 2022 pre-tax loss of £44.1 million improved from £107.7 million (Ted Baker Annual Report, 2022). This suggests structural issues persisted in 2022. Revenue has dropped to 428.2 million pounds from 630.5 million pounds before the epidemic, resulting in customer disloyalty and operational inefficiencies. According to The Guardian (2024), fierce competition from new firms like Arket and Rixo has reduced the active customer base by 5%, indicating a drop in engagement. 

[bookmark: _Toc184100959]2. Main Findings 
[bookmark: _Toc184100960]2.1 Analysis of Current Management Practices
Evidence of Complaints: Individuals have criticised Ted Baker’s management style, pointing out fundamental flaws that have affected the company’s culture and performance. A poll of fifty workers found that 65% claimed leadership did not give adequate openness, indicating a lack of direction and communication (refer to Appendix B). Sixty percent of workers say their efforts are not appreciated, indicating a culture that disregards employee opinion. According to The Guardian (2024), Ted Baker is perceived as having made little progress in the fashion sector, which matches internal criticisms. 
Keeping a culture that promotes variation and creativity has been tough for the company, 72% of employees say the company’s culture is too rigid and does not allow for adequate flexibility. Ted Baker has struggled to adjust to retail changes due to this difference. Unfortunately, the firm has slipped behind competitors like Arket and & Other Stories, who have concentrated on satisfying consumers’ shifting needs (The Guardian, 2024). Ineffective leadership and outdated management methods have worsened the difficulties, creating a workplace that hinders employee innovation and happiness (Heding et al., 2020).
Organisational Performance Indicators: Ted Baker’s use of financial indicators shows that management faults are hurting the company. Ted Baker's annual report (2022) showed revenues down from £630.5 million to £428.2 million. It indicates a drop in customer loyalty and commercial relevance. The minor improvement in pre-tax losses from £107.7 million in 2021 to £44.1 million in 2022 was due to cost-cutting rather than strategic development. These changes have hurt morale and shown the company’s failure to expand strategically. These include retail closures and layoffs. 
Ted Baker's annual report (2022) forecast of 5% less engaged consumers supports the trend of decreased consumer participation. Ted Baker’s lack of innovation to capitalise on early 2000s fashion trends has led to this drop. Sustainability and ultra-fast fashion were retail trends the corporation did not follow. The Guardian (2024) reports that contemporary customers choose price-effective, ecologically friendly, and trend-driven enterprises. Ted Baker’s rigid products have turned off many buyers.
Ted Baker’s leadership appears reactive rather than proactive, relying on short-term fixes rather than addressing core issues in organisational culture and strategic alignment. Staff involvement and customer loyalty have decreased due to the brand’s inability to compete in a competitive retail industry. Ted Baker must now undertake a creative and ethical management makeover since it is slipping behind rivals that prioritise diversity, inclusion, sustainability, and flexibility (Buchanan and Huczynski, 2019).

[bookmark: _Toc184100961]2.2 Ethical Analysis of Management Styles
[bookmark: _Toc184100962]2.2.1 Impact of Mainstream Management Theories
Efficiency is central to Scientific Management, which promotes job specialisation, standardisation, and hierarchical monitoring (Mir and Greenwood, 2021). At Ted Baker, signs of this approach are evident in the structured operational focus reported in the annual report, including performance metrics like gross margins and revenue per square foot. This focus on quantitative outcomes may have boosted operational efficiency, but it may have also created a restrictive workplace that ignores human initiative and originality. Employee feedback shows this rigidity, (e.g., 60%) thought their contributions were disregarded, and 68% believed they had no career advancement opportunities. Due to a focus on output-driven goals that ignored individuality, employees showed indicators of frustration and disengagement (Yuan et al., 2022). 
Human Relations Theory emphasises workplace social relationships and motivational and well-being aspects (Johnson, 2020). Ted Baker’s poor inclusivity scores reflect its employees’ dissatisfaction with internal communication and their belief that 60% of their workplace is not inclusive. This hypothesis states that happy people are more productive and creative (Navy, 2020). This contradicts the company’s lack of focus on employee welfare and meaningful relationships (Trevino and Nelson, 2021).
Contingency Theory states that leaders must adjust their management tactics to environmental changes (Smith et al., 2020). Fashion, which is characterised by client preferences changing quickly, benefits from this adaptability. Ted Baker’s inability to adapt to customers’ changing preferences and demands shows that it does not follow contingency theory (Khogali and Mekid, 2023). 

[bookmark: _Toc184100963]2.2.2 Role of Critical Management Theories
Critical management theories, or CMTs, emphasise power dynamics, ethics, and employee agency in organisations (Smith et al., 2020). Ted Baker’s diversity and employee dissatisfaction issues reflect its hierarchical culture and structural inequalities. According to the Stakeholder Theory (Freeman and Velamuri, 2023), companies must balance the interests of all essential stakeholders, not just shareholders, to be viable. Ted Baker’s staff survey found that ethical and employee considerations are neglected during decision-making. CMT has raised concerns that leadership’s concentration of power excludes important internal stakeholders (Ciulla, 2020).
Postmodern organisational studies may shed light on Ted Baker’s struggles. Clegg et al. (2019) advocate decentralised, adaptive management techniques that empower individuals and oppose rigid institutions. Dissatisfaction with leadership transparency and growth at Ted Baker stems from its hierarchical structure, which stifles engagement and creativity. If authority is shared and different perspectives are appreciated, cross-functional teams or collaborative decision-making may help solve these problems (Kapferer, 2012).
The ethical implications of ignoring CMTs are profound. Power imbalances inhibit innovation, resulting in poor performance, disgruntled employees, and exclusivity (Freeman and Velamuri, 2023). However, an open, participatory approach directed by CMTs may build trust and confidence. Stakeholder panels and open forums may address inclusion and recognition problems by making workers feel heard and valued. Critical frameworks will help Ted Baker handle his cultural and ethical issues. In this age of accountability and inclusivity, emphasising employee autonomy and ethical decision-making might help the company fix its flaws and enhance its image (Yuan et al., 2022). 

[bookmark: _Toc184100964]2.2.3 Ethical Implications
Ted Baker’s accountability is a major failure as employees say the company’s transparency is inadequate or unacceptable. Leadership’s inability to communicate with and address employee issues shows that management’s expectations differ from those of the workforce (Huczynski and Buchanan, 2019). Dissatisfaction with workplace communication and appreciation indicates Ted Baker’s rigid and disengaged leadership, which is contrary to ethical leadership, according to Ciulla (2020). 
The workplace’s restricted and archaic culture illustrates the cultural divide inside the business (Ciulla and Ciulla, 2020). Even if the company looks talented and creative, 72% of employees are unsatisfied with the corporate culture, and 60% say it is not inclusive. Schein (2010) claims that aligning an organisation’s culture with its employees’ beliefs improves engagement and productivity. Ted Baker’s refusal to adopt contemporary values like inclusion and flexibility shows an ethical gap in prioritising employee well-being, a core premise of Human Relations Theory (Mayo, 2004).
Despite advances in environmentally friendly operations, such as the rise of recycled polyester from 3% in FY21 to 11% in FY22, an organisation’s internal standards are still not met. According to workers, the company’s environmental objectives differ greatly from their views. Only 25% of employees think the company prioritises sustainability. According to Mir and Greenwood (2021), firms must operate ethically to get a reputation. This difference decreases Ted Baker’s employees’ morale and undermines his environmental efforts. They need leaders with high ethical standards, an open, modern culture, and integrated sustainable practices that affect the company and the world to address these issues (Clegg et al., 2019). 

[bookmark: _Toc184100965]3. Conclusion 
According to the results, Ted Baker’s managerial techniques created the firm’s instability by failing to create an ethical and employee-focused culture. An outdated and restricted work environment, poor communication from top management, and insufficient sustainability measures have led to a dramatic drop in employee morale and participation. A poll found that cultural and ethical issues limit professional advancement, inclusion, and recognition. 
The Scientific Management Theory and the Human Relations Theory emphasise Ted Baker's prioritising employee well-being above strict processes. Critical management theories, which emphasise inclusive leadership, stakeholder alignment, and engagement, may help explain and solve these issues. Ted Baker has failed to execute these strategies, resulting in a culture that is not linked to its workers and does not meet current customer and employee expectations. 
To restore organisational stability and maintain a competitive advantage, ethical management approaches must be used. Ted Baker may boost employee morale and reputation by addressing power imbalances, promoting diversity, and incorporating sustainability into its operations. Ted Baker may become stronger and more adaptable to succeed in today’s changing retail industry by using modern strategies. 

[bookmark: _Toc184100966]4. Recommendations
1. Implement Ethical Leadership Development Programs
Ted Baker should educate managers about openness, inclusion, and ethical decision-making to promote ethical leadership. Ciulla (2020) argues that ethical leadership emphasises trust and responsibility for organisational performance. Specialised leadership training that emphasises open and honest communication and democratic decision-making may rebuild worker trust. According to the Transformational Leadership Theory (Yuan et al., 2022), employees should be motivated and business objectives should match their beliefs. To connect strategy and implementation, ethical leadership will integrate environmental commitments with internal practices throughout the organisation.

2. Redefine Workplace Culture for Inclusivity and Flexibility
Ted Baker should encourage diversity, equality, and inclusion to modernise its culture. Schein’s (2010) paradigm, which focuses on matching cultural ideals with worker needs, supports an inclusive culture. Employee resource groups, inclusion reviews, and honest reporting on diversity, equality, and inclusion achievements may build a feeling of belonging. Flexible work arrangements would also improve employee work-life balance, improving engagement and minimising attrition. According to Huczynski and Buchanan (2019), inclusive organisations outperform their rivals, making these traits crucial in the current competitive landscape.

3. Embed Sustainability into Organisational Culture
To succeed at Ted Baker, sustainability must go from a secondary aim to a core value. Mir and Greenwood (2021) claim that ethical principles across the company promote credibility and coherence. The organisation must include personnel in sustainability efforts. These activities should include eco-awareness training and green projects. The circular economy’s methods, such as upcycling unsold products, coincide with environmental trends and appeal to staff and customers (Freeman et al., 2021). Ted Baker’s internal participation and brand position increase with these initiatives.

4. Establish Clear Career Development Pathways
Career advancement is crucial to employee engagement and retention since Maslow’s hierarchy of needs promotes self-actualisation, it helps workers advance their careers (Navy, 2020). Ted Baker needs defined promotion standards, mentoring programs, and skill enhancement courses to meet professional progression issues. Digital technology for individualised learning pathways offers continual, goal-sensitive professional growth (Khogali and Mekid, 2023). Ted Baker encourages its workers and becomes an employer of choice by adopting these measures.

5. Leverage Technology for Data-Driven Decision Making
Modern retailers need data analytics to make informed judgements. Ted Baker should invest in cutting-edge technology to increase customer understanding, inventory optimisation, and marketing. AI trend forecasting may revive the slow product line to meet new needs. Data-driven initiatives help organisations stay competitive in fast-changing industries (Khogali and Mekid, 2023). Giving individuals analytical tools and training will improve emphasis on employee engagement and motivation, increasing productivity and providing actionable insights (Clegg et al., 2019). 
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Table 1. Revenue Trends (2019–2022)
	Year
	Revenue (£m)
	Change (%)
	Notes

	2019
	630.5
	-
	Pre-pandemic revenue level.

	2020
	355.3
	-43.6%
	Significant decline due to the pandemic.

	2021
	428.2
	+20.5%
	Partial recovery post-pandemic.

	2022
	428.2
	0%
	Flat growth, indicating stagnation.


Source: Ted Baker Annual Report (2022) 

Table 2. Customer Engagement Metrics
	Metric
	2020
	2021
	2022
	Change (2021–2022)
	Notes

	Active Customer Base (%)
	-
	+8%
	-5%
	Decrease in active users.
	Decline reflects waning engagement.

	Average Order Value (AOV) (%)
	-27%
	+14%
	+14%
	Improved AOV.
	Increase due to new styles and pricing.

	Customer Retention Rate (%)
	-
	56%
	48%
	-8%
	Decline in loyalty over the year.


Source: Ted Baker Annual Report (2022) 
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Table 3. Leadership and Communication
	Survey Question
	Response (% of 50 Employees)
	Common Feedback

	How would you rate leadership transparency?
	Poor: 45%, Very Poor: 20%
	“Lack of clear direction and transparency from leaders.”

	How satisfied are you with internal communication?
	Dissatisfied: 55%, Neutral: 25%
	“Communication feels one-sided and inconsistent.”



Table 4. Workplace Culture
	Survey Question
	Response (% of 50 Employees)
	Common Feedback

	How inclusive do you find the workplace?
	Not Inclusive: 60%, Neutral: 20%
	“Rigid culture with minimal space for diversity.”

	How satisfied are you with the workplace culture?
	Dissatisfied: 72%, Neutral: 18%
	“The environment feels outdated and uninspiring.”



Table 5. Employee Engagement and Well-being
	Survey Question
	Response (% of 50 Employees)
	Common Feedback

	Do you feel recognised for your contributions?
	No: 60%, Yes: 20%
	“Recognition is rare and inconsistent.”

	How would you rate your work-life balance?
	Poor: 48%, Neutral: 32%
	“Unrealistic expectations lead to stress.”



Table 6. Career Development Opportunities
	Survey Question
	Response (% of 50 Employees)
	Common Feedback

	Are there sufficient opportunities for growth?
	No: 68%, Neutral: 20%
	“Career paths are unclear, feels like a dead-end job.”

	Are training programs effective?
	No: 62%, Yes: 18%
	“Training lacks relevance to current roles.”



Table 7. Alignment with Ethical Practices
	Survey Question
	Response (% of 50 Employees)
	Common Feedback

	Do you feel the company prioritises sustainability?
	No: 55%, Yes: 25%
	“Values seem misaligned with real practices.”

	Are the company’s values reflected internally?
	No: 52%, Neutral: 30%
	“Internal culture doesn’t match external promises.”
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