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[bookmark: _heading=h.ejbi9baqk5ry]1.0 Executive Summary
This report investigates the management challenges developing within NexusTech Global, an organisation operating in the AI-driven analytics sector. The company has grown exponentially over the past 18 months, thus placing pressure on elements such as its structures and leadership practices as well as the culture. The evidence gathered from staff surveys, interviews and internal reviews suggest that issues such as; inadequate communication, inconsistent expectations, overbearing management behaviours and a decline in organisational transparency have contributed to a reduced sense of trust throughout the workforce. Although some degree of disruption during a period of expansion is not unusual, the extent of concern among employees suggests that deeper issues may be emerging in this system.
The report draws on traditional management theories, specifically Scientific Management (Taylor, 1911), Administrative Management (Fayol, 1949), Bureaucracy Theory (Weber, 1947) and Contingency Theory (Fiedler, 1964). These theories- despite being developed many decades ago- still highlight how organisations behave when facing pressures of any kind. The analysis indicates that NexusTech has unintentionally reverted to more control oriented managerial habits that resemble these traditional frameworks. Such tendencies may help stabilise operations in troubled waters, but they can also have serious negative impacts such as undermining autonomy, slowing down the decision making whilst process and even discouraging innovation. Given the company’s identity as a technology driven organisation that relies on creativity and rapid adaptation in this sector, this misalignment appears to be contributing to the growing dissatisfaction among employees.
The report concludes by offering several recommendations aimed at helping NexusTech reshape its leadership approach, reduce unnecessary bureaucracy, strengthen managerial capability and re establish a culture built in trust and mutual respect. Although these recommendations require commitment and time to implement, they are definitely likely to produce a more supportive and productive environment for employees while also helping the organisation operate more effectively in a competitive tech landscape.

[bookmark: _heading=h.1102ufd9nhfa]2.0 Introduction
NexusTech Global operates in a demanding industry which is a victim of continuous change and the need for rapid innovation. The organisation develops advanced analytics solutions that rely heavily on specialist knowledge and the ability to experiment with new approaches. As the company has expanded in response to increased market demand, its internal systems have struggled to adapt at the same pace. This is not uncommon in fast growing organisations, where structures that once functioned effectively can become stretched or outdated as complexity grows (Burnes, 2017).
Concerns raised over the past year include experiences of excessive oversight, inconsistent leadership behaviour, unpredictable decision making and what employees perceive as a widening gap between the company’s stated values and the actual reality of their daily working experience. One of the most notable indicators of these issues is a marked reduction in trust of senior leadership, revealed through internal survey data. Trust is a central component of organisational functioning, influencing key components such as commitment, performance and willingness to cooperate (Mayer et al., 1995). When trust begins to erode, it is usually a sign that deeper concerns exist in the depths of the organisation.
The company promotes agility and innovation as core principles, yet many employees feel that the organisation has grownmore bureaucratic and procedurally rigid. This contradiction between stated values and observed behaviours often has a negative effect on organisational culture- as employees begin to interpret such inconsistencies as signals that leadership messages lack credibility (Schein, 2010). Therefore, the task of this report is to examine how these challenges relate to established ideas within traditional management theory, and to assess how the organisation’s managerial practices may be contributing to the situation.

[bookmark: _heading=h.d4bcvocjcrc4]3.0 Main Findings
[bookmark: _heading=h.a7uxxqvfbrhv]3.1 Overview of Current Concerns
Feedback from employees reveals a mixture of negative emotions- namely dissatisfaction, uncertainty and frustration regarding the organisation’s current management approach. Many employees describe feeling closely monitored by managers, sometimes to the extent that they doubt whether their professional judgement is trusted. Others express concern about inconsistent communication, with important decisions often communicated late or without sufficient explanation. These issues have been accompanied by signs of increased burnout, particularly among staff working on time sensitive projects.
There is also a noticeable strain running through the organisation’s culture that goes beyond the day to day operational difficulties. Many employees feel that the pace of expansion has changed the character of the workplace in unforeseen ways, creating an atmosphere that feels much different from earlier years. A number of staff members recall a time when collaboration felt more organic and less dependent on formal structures. Others note that although the company continues to encourage ideas such as autonomy and creative freedom, their actual experience suggests something quite different. With tighter managerial oversight there are limited opportunities to influence how their work is shaped. Individually, one could argue that these issues might be manageable, but taken together they suggest an organisation gradually shifting toward a leadership style that is less adaptable as everything is being controlled centrally.
[bookmark: _heading=h.rymj7m310okl]3.2 Traditional Management Theories and Their Relevance
To understand how these issues may have emerged, it is helpful to consider them through the lens of traditional management theories. Although these theories originate from very different contexts, many organisations today still drift toward their principles during periods of uncertainty or rapid expansion (Child, 1984). They offer useful principles for interpreting NexusTech’s current managerial style.
[bookmark: _heading=h.i6b3bbrtpffu]3.2.1 Scientific Management (Taylor)
Fredrick Winslow Taylor coined the Scientific Management theory. This has a great emphasis on efficiency through tight managerial control, standardising tasks and precise measurement of performance (Taylor, 1911). This approach can provide clarity and consistency- making it easy to follow- however it can also restrict the autonomy of employees, particularly in knowledge based environments where you need talent in order to function. Elements of this approach appear to have surfaced at NexusTech. Several employees describe feeling subject to intense performance monitoring- some suggesting that managers have begun to scrutinise their day to day tasks in ways that make them feel like they are not trusted. These behaviours may be emerging unintentionally, perhaps as leaders attempt to maintain control during an unprecedented situation i.e a rapid phase of growth, but the impact on employee morale seems to be significant.
The central difficulty is that Scientific Management tends to be most effective in stable, predictable work environments- where tasks can be broken down into routine operations. NexusTech’s work is the antithesis of this- the work depends on creativity, experimentation and the ability to make judgements that do not always conform to standard procedures. When employees perceive managerial oversight as excessive, motivation may decline thus reduxing opportunities for innovation, as employees feel that risk taking or proposing new ideas would be pointless (Deci and Ryan, 2000).
[bookmark: _heading=h.e4gc9rfc6ztc]3.2.2 Administrative Management (Fayol)
Fayol’s theory of Administrative Management emphasises the importance of clear lines of authority, centralised decision making and a properly structured hierarchy (Fayol, 1949). While these principles can support coordination in large organisations, historically, their implementation has also resulted in slow processes and reduced employee involvement. NexusTech employees often describe situations where decisions require several layers of approval, creating delays and uncertainty. On occasion, managers seem reluctant to allow teams to make decisions independently, possibly because they fear inconsistencies across different parts of the organisation.
This shift toward centralisation may have developed gradually as the organisation expanded, perhaps because senior leaders felt responsible for maintaining standards during rapid growth. The unintended consequence, however, is that employees feel less able to influence decisions that affect their work. This can create frustration, especially in environments where individuals expect to have some control over their tasks. Administrative Management may offer stability, but it can also dampen initiative when applied too rigidly.
[bookmark: _heading=h.c0sxyk6jnqut]3.2.3 Bureaucracy Theory (Weber)
Weber’s Bureaucracy Theory focuses on formal rules with consistent procedures and emphasises the importance of documented processes (Weber, 1947). Although these principles are designed to ensure fairness and reliability, they can also contribute to an overly procedural culture. NexusTech appears to be experiencing an expansion of internal procedures that some employees give the impression that it has become a slightly cumbersome. Instead of enabling the work, many feel these processes have begun to slow it down.
Bureaucratic systems often grow as organisations expand, sometimes without deliberate planning. The risk is that the organisation becomes less adaptable, and employees start to see the rules in a restrictive light rather than them being there for their own protection/benefit. NexusTech seems to be at a stage where bureaucratic systems have crept in faster than its leaders can revise or remove them, resulting in tension between its proclaimed ‘agile’ philosophy and its increasingly procedural day to day process. In such circumstances, it would be natural for employees to interpret bureaucratic growth as evidence of declining organisational agility, which may further undermine employees’ confidence in their superiors.
[bookmark: _heading=h.4vpl3v20q85d]3.2.4 Contingency Theory
Introduced slightly later than the previous management theories, Contingency Theory suggests that no single leadership style is universally effective. Instead, the appropriateness of a leadership approach depends on the specific context and conditions under which the organisation is operating (Fiedler, 1964). The issue at NexusTech seems to be that the organisation’s management practices have not kept up with the changing nature of its environment. Instead of adapting its structures to support a larger, more complex organisation, NexusTech appears to have cowered away to centralised and control oriented styles that, granted, may have worked at an earlier stage of growth but are now restricting the company’s ability to respond effectively to new challenges.
This misalignment between managerial style and organisational needs may explain the growing frustration among employees. When leadership approaches fail to match the demands of the work environment, it is not unusual for employees to experience uncertainty and reduced commitment. Contingency Theory highlights the importance of flexible leadership, yet NexusTech’s current practices appear to be moving in the opposite direction.

[bookmark: _heading=h.yt2cikcx55rc]4.0 Recommendations
Although there is no single action that will resolve all the issues identified, several changes in many departments could help the organisation restore trust and create a more supportive environment. The first priority is to re-establish a leadership approach that encourages active participation rather than control. This does not mean removing all structure, but creating spaces where employees feel able to voice ideas and contribute to discussions about how work is organised/carried out. When employees feel listened to, trust does tend to grow and relationships within the organisation become stronger, as Northouse explains (Northouse 2021).
Another important step is to examine the organisation’s internal processes and identify key areas in which unnecessary complexities have accumulated. Many employees feel burdened by procedural requirements that may once have served a purpose but now seem outdated or excessive. A careful review of these processes, with involvement from staff who use them daily, would help identify which procedures genuinely support the work and which are at a detriment to it. Reducing procedural clutter would signal that leadership recognises the need for flexibility and is committed to aligning operations with the organisation’s stated values.
A further priority concerns the development of leadership capability. Managers at NexusTech are working under considerable pressure and may not always have the training or support required to manage effectively during periods of rapid growth. Implementing a programme that focuses on things like communication, how to lead ethically along with people management and conflict resolution would help managers build the skills needed to support their teams. Strengthening these capabilities would make it easier for managers to respond appropriately to challenges and to maintain healthier relationships with staff.
Consistency in diversity and inclusion practices is also essential. Employees report that these practices are unevenly applied across the organisation, creating a feeling of unfairness. Establishing a consistent approach would help create a more predictable process leading to an overall feeling of safety amongst subordinates. This consistency would also contribute to a sense of organisational integrity, which is vital for rebuilding trust (Shore et al., 2011).
Microsoft’s transformation under Satya Nadella provides a useful example of how intentional cultural oversight can reshape organisational behaviour. When Nadella became CEO in 2014, he identified that Microsoft’s internal culture- previously known for internal competition, siloed working and limited psychological safety- was becoming a barrier to innovation and long term sustainability. In response, he established several internal mechanisms devoted specifically to cultural renewal including useful cross functional advisory groups, employee feedback loops, and forums designed to surface ethical or behavioural concerns before they escalated (Nadella, 2017). These initiatives helped shift the organisation toward a culture grounded in empathy, collaboration, and continuous learning.
Importantly, Microsoft’s approach was not merely symbolic; it involved structured oversight and accountability. For example, leadership teams were required to model the new cultural values and the company integrated cultural metrics into performance reviews, ensuring that behavioural expectations were reinforced at every level of the hierarchy. The introduction of dedicated spaces for employees to discuss ethical dilemnas- particularly regarding emerging technologies and AI in this instance- further demonstrated Microsoft’s commitment to transparency and responsible decision making. Over time, these measures contributed to measurable improvements in employee engagement and ultimately trust in the business.
While NexusTech is considerably smaller and operates with fewer resources, the core lesson from Microsoft’s example remains relevant: meaningful cultural change is most effective when supported by formal structures and forums that encourage open dialogue between levels of authority. Establishing a dedicated internal group to monitor cultural and ethical issues would point towards a similar commitment to transparency and continuous improvement, helping NexusTech build a more resilient, trustworthy and values driven organisational culture.


[bookmark: _heading=h.qzaaeagkjjv9]5.0 Conclusion
NexusTech Global is at a significant turning point. Its rapid expansion has brought opportunities, but it has also exposed holes in its current management practices. The shift toward more centralised and control oriented leadership appears to be chipping at trust and reducing the organisation’s capacity for innovation. While the management theories mentioned help explain why these tendencies have emerged, they also highlight the need for a more flexible and employee/people centred approach.
If the organisation takes steps to strengthen communication, develop managerial capabilities and create stronger consistency in its cultural practices, it can begin to rebuild trust and move toward a more balanced and versatile leadership model. Such changes will require consistent commitment, but they are essential if NexusTech is to maintain its competitive position and support the wellbeing of its workforce.
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