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This assignment will explore the business strategies of a small beauty and training academy in South Wales.  The business provides eyelash, brow and nail treatments, and sells professional products, while the training facility offers accredited beauty training. 
 The team includes a director serving as the CEO and head educator, a manager handling accreditation and client services, and a trainee assisting with operations and treatments. Drawing on direct experience, this assignment discusses how the organisation manages its structure, leadership, motivation, communication, and culture.  
 In business, management theories help clarify business operations and highlight areas that may require improvement. These include Mintzberg's organisational structures, Lewin's leadership styles, McGregor's and Herzberg's theories, Maslow's hierarchy of needs, Vroom's expectancy theory, Shannon and Weaver's communication model, and Schein's culture framework. These models analyse how organisational approaches support performance, culture, and sustainability in microenterprise.
Mintzberg (1980) defines microbusinesses as having simple structures. At the academy, the director is responsible for delivering the learning curriculum and outcomes, and is accountable for staff development and ensuring legal compliance.
The manager’s role includes teaching the theory side of the work, placing orders, staying in touch with clients, and taking care of various admin and day-to-day tasks. The trainee supports the salon by helping deliver treatments, setting up materials, keeping the space clean, and welcoming clients as they arrive.
 This flat structure reduces hierarchy and enables quick decisions, which is valuable when trends and expectations shift.
This structure allows the director and manager to address daily priorities and resolve issues together, promoting accountability and supportive relationships (Mullins & McLean, 2019). The academy’s use of Lewin’s democratic leadership style aligns with McGregor’s (1960) Theory Y, which suggests that 'giving people autonomy encourages motivation and positive performance' (Lewin et al., 1939). In practice, the director works together with the manager in key areas such as training, marketing, and scheduling.
This aligns with McGregor's (1960) Theory Y, which posits that autonomy fosters motivation and responsibility, empowering managers to innovate and tailor training programs to encourage creativity.
Despite these strengths, a simple structure can pose challenges. With single management, the operational load still falls on the director. This increases the risk of decision fatigue and burnout.
Mintzberg (1980) suggests that simple organisational structures can create bottlenecks when too many decisions rely on one person. Although overlapping roles can increase flexibility, they can also blur boundaries adding pressure during busy periods or when staff are absent. To address this, the organisation would benefit from defining each role clearly through written job descriptions, which would also help to review workloads regularly and adjust tasks to avoid overwhelming staff. In addition, documenting key processes would help ensure that work continues smoothly whenever someone is absent. Together, these steps help clarify responsibilities, keep the business running effectively, and reduce the risk of relying too heavily on one individual.
At the academy, motivation is intrinsic and extrinsic, according to Herzberg's (1959) two-factor theory. Hygiene factors, such as pay, safety, flexibility, and communication, reduce dissatisfaction. Motivators such as recognition, course development and autonomy drive satisfaction. Recognition, responsibility, and achievement fueled motivation.
Maslow's (1943) hierarchy of needs is relevant in this setting. Basic needs, such as job security, are met through stable employment. Social and esteem needs are fulfilled through teamwork, feedback, and responsibilities.
Self-actualisation is supported through CPD workshops and opportunities to take on more strategic responsibilities. These experiences help staff grow and build confidence. Vroom’s (1964) expectancy theory suggests that when people see a clear link between their effort and rewards such as recognition or bonuses their motivation and commitment increase. In practice, this means managers are more likely to take initiative and put in extra hours when they feel their work is genuinely valued.
One challenge to motivation in the academy is the limited room for career progression. Autonomy and recognition can motivate staff in the short term, but without clear pathways for advancement, long-term growth can slow down. To address this, the salon could outline specific development options, including additional certifications, specialist roles, or leadership opportunities within new modules. Making these pathways visible and accessible would help sustain motivation and improve retention.
Communication within the academy is mostly informal—often direct, quick, and carried out through WhatsApp.
This approach works well for a small, flexible team because it allows quick coordination. However, informal messages may lead to confusion when context isn’t fully explained. The Shannon Weaver model (Shannon & Weaver, 1949) explains how “noise” — things like vague wording or assumptions — can distort a message. A clear example of this happened when the director asked for a “short course.” The manager misunderstood this to mean a half-day training session and prepared a full set of materials. Only later did the director explain that she actually wanted a short video module for the online portal, which naturally caused some frustration. Similar miscommunications also occur with clients.
 When a lash technician said extensions would last “several weeks with maintenance,” one client interpreted this as up to seven weeks with no maintenance at all.
To reduce these types of issues, the organisation could standardise its terminology, provide written instructions where needed, and ensure that all client information is clear and consistent. These steps would help prevent misunderstandings and support clearer communication as the academy continues to grow.
 
The salon and academy create a warm and supportive culture that values creativity. The director's hands-on leadership drives this. Schein's (2010) model identifies artefacts such as a welcoming setting, strong branding, and digital resources. The declared values include empowerment, learner confidence, and high standards. The culture rests on trust, personalised learning, and professional pride. Handy's (1993) person-task culture is characterised by strong relationships, flexibility, and shared expertise that guide the daily work. The director and manager solved problems together. While this culture encourages creativity and 'supports student learning, it can lead to high stress during busy periods (Robbins & Judge, 2020). To ease this pressure, the salon would benefit from putting formal procedures in place and using digital systems for scheduling, resource management, and documentation. These tools help create consistency, balance the workload, and reduce strain on staff.
In conclusion, the organisation demonstrates the effective use of contemporary management approaches across structure, leadership, motivation, communication, and culture.
Using a flat organisational structure, in line with Mintzberg’s (1980) framework, helps the academy make decisions quickly. The leadership approach, which reflects Lewin et al.’s (1939) idea of democratic leadership, encourages 'autonomy, collaboration, and creativity' (Lewin et al. 1939). Motivation is supported through recognition, development opportunities, and performance-linked rewards, echoing Herzberg’s (1959) two-factor theory. Communication is effective, though it can sometimes be affected by ambiguity, as described in Shannon and Weaver’s (1949) model. The culture itself is supportive and focused on learners, consistent with Schein’s (2010) perspective on organisational culture.
Applying these theories highlights both strengths and areas for development. The business would benefit from clearer procedures, firmer role boundaries, and more defined long-term development pathways. As a microbusiness, it needs to adapt these theoretical principles to its own context to improve performance, consistency, and resilience.
Looking more closely at the organisation through these models also brings attention to some strategic gaps. Although communication is usually quick and personal, it can lack structure, which may in turn increase the likelihood of misunderstandings. Introducing more formal systems would help maintain clarity as the organisation grows. The limited opportunities for career progression—common in small businesses also suggest the need for clearer development routes to maintain long-term engagement.
Overall, looking at the business through these management theories shows that, while it works well, making some planned improvements to its structure, communication, and staff development will help build resilience, keep the business sustainable, and support future growth.
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