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[bookmark: OLE_LINK43]Part One
I know you've all been very busy lately, and maybe even feeling a little...tired. Over the past year and a half, our company has grown incredibly fast—funding, expansion, hiring—it's felt like a rollercoaster ride. But let's be honest. Behind this impressive growth, there are internal problems. I recently reviewed an internal survey, and frankly, the data is terrible. Trust in management has dropped by almost 40%, many feel this is no longer a suitable place for long-term commitment, and some have even chosen to leave.The CEO takes this very seriously. 
[bookmark: OLE_LINK38][bookmark: OLE_LINK40]I'm here to analyze the root causes and offer solutions. Our only goal today is to bring back the vibrant company you all once loved.
[bookmark: OLE_LINK6][bookmark: OLE_LINK41][bookmark: OLE_LINK42][bookmark: OLE_LINK44]Part Two
When we pitch to clients, what's our motto? "Design is Agility," right? We sell flexibility and rapid response.
But what about internally? Be honest, are we really agile? If you want to try something new, how many forms do you need to fill out? How many leaders need to sign off? I've heard people say that implementing a simple idea internally is harder than making an elephant dance.（Pseudo-agility）。It's like we wear the most advanced running shoes to the outside world, but internally we strap sandbags to our employees' feet. This disconnect between words and actions is incredibly demoralizing. It makes everyone feel that the company's values ​​are hypocritical, and they lose their sense of collective honor.

[bookmark: OLE_LINK49]Part Three
[bookmark: OLE_LINK45][bookmark: OLE_LINK46][bookmark: OLE_LINK7][bookmark: OLE_LINK8]Look at this picture; it's a factory from over 100 years ago. Back then, a man named Taylor proposed "scientific management." His logic was simple: break down work into the smallest possible pieces, making workers repeat tasks like machines, requiring no thought, just obedience and speed. Does your company these days have this problem? Our managers are starting to focus excessively on how many lines of code everyone writes each day, or how much time they spend online. This is classic "Taylorism."
[bookmark: OLE_LINK10][bookmark: OLE_LINK9][bookmark: OLE_LINK11]But friends, we're not tightening screws; we're developing artificial intelligence! Management experts Alvesson and Spicer have said that this management style leads to "functional stupidity." What does that mean? It means that when management is too micromanaged, people become unwilling to use their brains—"I'll just do whatever you tell me to do, and don't blame me if something goes wrong."
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[bookmark: OLE_LINK13]Our current management system is too much like the old-fashioned system Henri described—planning, command, and control. Especially the "control" aspect; 
[bookmark: OLE_LINK14][bookmark: OLE_LINK15][bookmark: OLE_LINK17][bookmark: OLE_LINK18]Everyone feels the company is like a "Panopticon"—a concept proposed by Foucault. Everyone feels like there's always a pair of eyes watching them. This feeling is awful, really. When you're not trusted, you feel extremely insecure. Reenen's research has long shown that this kind of micromanagement directly destroys trust.
Moreover, from an ethical standpoint, it's unacceptable. Freeman's "stakeholder theory" tells us that employees are not expendable resources, not tools; they are the company's most important partners. 
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[bookmark: OLE_LINK20][bookmark: OLE_LINK51][bookmark: OLE_LINK19][bookmark: OLE_LINK22][bookmark: OLE_LINK21][bookmark: OLE_LINK23][bookmark: OLE_LINK24]First, we need to implement "post-bureaucracy." This term sounds academic, but it's actually quite simple: decentralization. We need to cut unnecessary layers. We need to let those who are in the thick of the action make decisions, not let executives in offices make decisions on a whim.
The CEO has agreed; we will now significantly streamline approval processes. If a small team can decide something, it shouldn't be reported upwards. 
[bookmark: OLE_LINK25]Second, redefine the role of managers. This is also my advice to all managers. In the future, managers shouldn't be supervisors, but coaches.
Previously, We need to question rigid rules and focus more on "people." Only when everyone is trusted can efficiency truly be improved.
[bookmark: OLE_LINK54]Part Six
[bookmark: OLE_LINK56]Finally, and most importantly, performance evaluation (KPIs). If individual output is used as the evaluation standard, everyone will only focus on their own area. Based on Barney's resource-based theory, we therefore recommend redesigning the evaluation system. Furthermore, regarding transparency, we will recommend holding a monthly all-staff meeting to explain the reasons and processes behind decisions. Ferrar stated that ethical decisions must be consistent and transparent. We can no longer leave everyone guessing.
Part Seven
[bookmark: OLE_LINK190][bookmark: OLE_LINK218][bookmark: OLE_LINK234][bookmark: OLE_LINK117][bookmark: OLE_LINK94][bookmark: OLE_LINK144][bookmark: OLE_LINK85][bookmark: OLE_LINK81][bookmark: OLE_LINK216][bookmark: OLE_LINK215]The company is at a crossroads. If we continue with Taylor's old methods, treating everyone as a cog in a machine and replacing trust with surveillance, we are destined to lose our best talent and innovative spirit. We must break down bureaucratic barriers, transform managers into service providers, and re-establish "trust" as a core value. This requires everyone's collective effort; let's begin rebuilding trust today.
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