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ABSTRACT

CREATING STRATEGIES TO TRANSFORM TRADITIONAL MANAGEMENT
METHODOLOGIES INTO EFFECTIVE LEADERSHIP STYLES TO DEVELOP POSITIVE
MANAGEMENT CULTURE

Dulari Ajitsingh Rajput
2024

Dissertation Chair: <Chair’s Name>
Co-Chair: <If applicable. Co-Chair’s Name>

In today's dynamic organizational environment, shifting from disaster management to positive
leadership styles can foster positive growth, increase employee satisfaction, and improve all
organizational functions. This doctoral study explores the development of a comprehensive plan
designed to translate management practices into effective leadership. Good and valuable
information for research and studies. Examines the effects of poor management practices such as
authoritarianism, micromanagement, and punishment on organizational culture, morale, and
productivity. It also explores the benefits of effective leadership, which include consensus,
empowerment, collaboration, and effective communication. Having successful leadership. These
include creating a culture of trust and transparency, investing in leadership development,
implementing strategic initiatives and supporting cost management. Apply a leadership style that
encourages innovation, creativity and team spirit. Recommendations include training plans,
educational programs, and integrating psychological concepts into leadership. A scalable model
can be adapted to a variety of business and organizational settings. These findings are fueling a
broader discussion about leadership development and providing insight for employees who want
to foster a positive, successful organization. Poor management, micromanagement, and poor

communication can lead to poor employee performance, high productivity, and low productivity.
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This strategic plan emphasizes effective leadership development, including a focus on teamwork,
teamwork, effective communication, and team development.

The leadership process includes effective steps for organizational leaders to transition from poor
management to effective leadership, including training, having a culture rich in feedback,
creating open and inclusive communication, and creating processes that recognize and reward

positive behaviours.

The strategic plan was tested through pilot projects in selected organizations, and the results
showed significant improvements in employee satisfaction and productivity, and that all
organizations were doing well. This research contributes to the field of behavioural psychology
by providing a general guide for managers who aim to create a positive and healthy culture that

will ultimately lead to long-term success and growth.
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CHAPTERI:
INTRODUCTION

1.1 Introduction

In today’s organizations, the impact of leadership on employee performance, satisfaction,
and overall organizational success cannot be overstated. Despite the growing recognition of the
importance of good leadership, many organizations still struggle with the effects of poor
management. Practices such as authoritarianism, micromanagement, and punishment not only
stifle creativity and innovation, but also lead to high turnover, low morale, and low inventory.
The need for an urgent shift from bad to good practice has become clear. Good leadership,
characterized by empathy, motivation, collaboration, and effective communication, has been
shown to create motivation and high performance. Such an environment facilitates employee
engagement, commitment, and success. Reviews existing literature on management and
leadership theory and draws on changing leadership, skills, and behaviors in organizations to
indicate the need for change. The negative effects of poor management contrast with the benefits
of good leadership, which demonstrates the ability to improve organization outcomes through
strategic change. knowledge. Qualitative data from interviews and case studies provide insight
into real-world experiences and problems, while quantitative data from observations provide a
general understanding of issues and outcomes. These two methods allow for effective analysis
that identifies the essential elements necessary for transformational leadership. The plan includes
practical steps such as creating a culture of trust and transparency, investing in leadership
development and a strategic integration review. It also highlights the role of leadership in
building a supportive and high-performing leadership team. A structure to facilitate leadership

development. By transforming poor management practices into good leadership practices,
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Organizations can realize their full potential and achieve long-term success and productivity. All

agreements are built on the shared understanding that good leadership is the foundation of good

work. This research not only highlights the importance of leadership but also offers ways for

organizations to achieve this important change.

The below figure shows the Leadership Spectrum: Good Leaders vs. Bad Leaders

and the characteristics of a good leader.

GOOD LEADERS

Have a clear vision and strategy
Communicate effectively

Empower their team

Give feedback and recognition

Create a positive work
environment

Are honest and transparent

Are accountable for their
actions

Are open to new ideas and
feedback

Are willing to learn and grow

Are supportive of team's
development

Celebrate the team's successes

Figure 1: Leadership Spectrum

BAD LEADERS

Lack a clear vision and direction
Communicate poorly
Micromanage their team
Withhold feedback &recognitio

Create a negative work
environment

Are dishonest and secretive

Are not accountable for their
actions

Are closed-minded and resistan
to change

Are not willing to learn & grow

Do not support their team's
development

Take credit for the team's
successes
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1.2 Research Problem
The Impact of Traditional Management Methods on Office Politics, Toxic Work Culture,

and Employee Mental Health

Despite widespread recognition of the benefits of leadership, many organizations
continue to use poor management practices, which in turn reduce employee morale, productivity,
and performance. Practices such as control, micromanagement, and punishment not only create
biological workplaces, they also lead to high turnover, reduce innovation, and diminish work
organization. The persistence of poor management practices reflects a large gap in organizations’
ability to transform into a more productive and sustainable culture.

While traditional management methods were designed to ensure efficiency and control
within organizations, they inadvertently contribute to the development of harmful workplace
environments. These methods often emphasize strict adherence to hierarchy, centralized
decision-making, and an authoritarian leadership style. This approach not only limits employee
autonomy and creativity but also encourages competition over collaboration, leading to
heightened office politics. Employees, under such management, may feel the need to engage in
manipulative or political behaviour to advance their careers, secure resources, or gain favour
with superiors.

The rigid nature of traditional management also stifles open communication and
transparency, creating a fertile ground for mistrust and resentment among employees. A lack of
trust, coupled with unclear communication channels, can lead to misunderstandings, conflicts,
and a general sense of unease in the workplace. Over time, these elements contribute to the
formation of a toxic work culture, where negativity, stress, and fear of retribution dominate the

organizational climate.
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In Figure 1 below, the characteristics of modern and contemporary organizations and
leadership are interconnected. This comparison highlights the contrasting nature of traditional

versus modern leadership. These general trends affect organizations differently, depending on

their unique contexts

Topic

Organisational
environment

Organisational design

Decision making

Mindset of leaders
Leaders’ approach to
motivation
Leadership goals

Leadership concept

Traditional
Stable, understandable

Mechanistic design dominant,
some organic designs
Chain of command,

hierarchy

Top-down

Be on top and be in control
Focus on extrinsic motivation,
task orientation

Rational and planned

Position, person

Modern

Complex, dynamic,
networked

Flatter, more flexible
hierarchy, various designs

More shared decision
making
e | A, |

A s 10 =
AL ULICICIIL ICVCLS,

self-administered

Delegate and give support
and confidence

People orientation, facilitate
intrinsic motivation,

Processual development

Individual, dyadic, system

Figure 2: Traditional and modern culture (Source: Adapted from Nientied & Martin, 2021).

Hypotheses

Traditional management methods increase the prevalence of office politics within

organizations.

12



Hierarchical structures and centralized decision-making processes encourage competition
over cooperation, leading to political behavior among employees.

Organizations that adhere to traditional management practices are more likely to develop

a toxic work culture.

The lack of employee empowerment, poor communication, and rigid control mechanisms

contribute to a negative organizational environment.

Employees in organizations with a high level of office politics and toxic culture
experience greater mental health challenges.

The stress and anxiety resulting from navigating a toxic work environment lead to
increased mental health issues among employees.

The implementation of modern management practices can reduce office politics, improve
workplace culture, and enhance employee mental health.
Modern management approaches that prioritize employee well-being, transparency, and

collaboration are likely to mitigate the negative effects associated with traditional methods.

Positive & Negative
Leadership Styles
High

Anxiety Achievement
Zone Zone

Positive & Inspired
Negative Optimism

Abatement
Zone

Accountabili

Blind
Optimism

Low Psychological High
Safety

©Marie-Claire Ross Pty Ltd

Figure 3 : Leadership styles Impact Graph
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The main research problem mentioned in this study is the lack of strategic planning that
would facilitate the transition from bad management to good leadership in an appropriate

organization. There are several significant challenges to this problem:

1. Identifying and analyzing poor management: There is a need to identify and describe
poor management that affects the health of the organization and the health of the
people doing the job.

2. Understanding the Limits of Change: Organizations often face major challenges when
trying to move from a passive management approach to a more proactive leadership
approach. These challenges may include resistance to change, lack of leadership
training, and poor leadership.

3. Developing effective change strategies: Developing strategic plans that effectively
address these issues and promote effective leadership is a complex and multifaceted
challenge. These strategies must be evidence-based, flexible, and tailored to the
unique needs of different organizations.

4. Measuring the impact of leadership change: Robust metrics and assessment models
are needed to measure the impact of a shift from bad to good leadership. These
metrics should track changes in employee engagement, organizational performance,

and culture in every workplace.
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Addressing these research questions is not only theoretical but also practical,
providing organizations with a better understanding and tools to foster positive

cultural change that has a positive impact.

This research focuses on the body of knowledge about leadership development and
provides organizations with the framework to improve their management, ultimately

leading to stronger, more innovative, and more effective organizations.

Examples of why employees dislike their leaders include what happens to leaders in
Wells Fargo’s 2016 data. The company was fined $185 million by regulators for
creating millions of fake accounts without customer permission. One reason for this
fraud is the company’s high-profile marketing strategy, which encourages employees
to meet unrealistic sales targets. Those who do will be penalized.

Employees who fail to meet standards are subject to poor performance reviews, are
denied promotions or bonuses, or are even fired. This creates a biological workplace

where employees are forced to act unfairly to meet their goals.

This creates a culture of fear, distrust, and morale among employees who feel that
their leaders do not have their best interests at heart. Prioritize revenue over employee
morale and health. The company's high turnover rate is a direct result of executive
management that creates an environment that leads to fraud and employee

dissatisfaction. They also get no respect in return if they treat them poorly.
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Management Leadership

= Planning * Communcating  * INfluencing
» Organizing * Froblem-solving * Motivating
» Staffing * Decision-making  « |nspiring
» Coordinating = Creating
= Contralling = Mentoring

Figure 4 : The similarities and contrasts between leadership and management

The diagram above shows the function of leadership and management. Both roles require
communication when working with people (leaders and followers, leaders and managers),
showing solutions when there are problems, making decisions to the group by setting goals and
rules, and providing guidance and direction to achieve goals (Ratcliffe, 2013). A study conducted
by Jim Collins and his research team stated that most successful companies follow a leadership
and management model called “Level 5 (Bohoris & Voria, North Dakota). It clearly
demonstrates the principles and collaboration of leadership and management at all levels in an

organization.
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Level 5 Executive:

Builds enduring greatness through a
paradoxical combination of personal humility
plus professional will
Level 4 Effective Leader:
Catalyzes cg‘;ﬁmlt'm and v pursuit of a

Orga

Figure 5: The Level 5 Hierarchy (Collins, N.D.)

Conclusion:

Employees may dislike their bosses for many reasons, including micromanagement, lack of
communication, lack of concern for employee health, disrespect, and poor leadership. To prevent
this from happening, managers need to create a positive work environment that emphasizes
communication, trust, and respect. Creating a culture that values and recognizes employees’
contributions and provides opportunities for growth and development can create a productive
work environment.

Traditional management methods, while once effective, may no longer serve the best interests of
employees or organizations in today's dynamic and complex work environment. By contributing
to the development of office politics and toxic work cultures, these methods pose a significant

risk to employee mental health and well-being. This research aims to illuminate these issues and

17



offer a pathway towards more progressive management practices that foster positive workplace

cultures and support employee well-being.

1.3 Purpose of Research

The purpose of this research is to explore how traditional management practices, characterized
by rigid hierarchies, micromanagement, lack of transparency, and resistance to change,
contribute to the creation of toxic work environments. These outdated practices often lead to
employee dissatisfaction, reduced productivity, and increased mental stress, which can manifest
as burnout, anxiety, and other health issues. The study aims to identify the specific elements of
these management methods that are most harmful and to understand the mechanisms through

which they negatively impact workplace culture and employee well-being.

Furthermore, this research seeks to propose effective strategies for mitigating these issues by
replacing outdated management practices with modern leadership styles. These new approaches
emphasize empathy, collaboration, transparency, and adaptability, fostering a healthier and more
supportive work environment. By implementing strategic plans that incorporate these leadership
styles, organizations can reduce employee stress, enhance job satisfaction, and ultimately
improve overall organizational performance. The research will provide actionable insights for
leaders and managers to create a more positive and productive workplace culture, ensuring long-

term success and employee well-being.

This study develops detailed yet actionable information that will help organizations transform
poor management into positive leadership. Therefore, this study aims to overcome leadership
problems by encouraging organizations to develop methods and processes that support

management and motivate employees.
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This study has the following specific objectives:

Track and learn from worst-case management: track (understand, respond to, report) worst-case
management (instances of poor ethical behaviour resulting in employee injuries) that could lead
to continued ill health. Examine the negative impacts they have on a variety of outcomes, from

authoritarianism and micromanagement to disciplinary violence.

First Steps Here are some of the issues and challenges organizations face as they move from the
use (or misuse) of traditional management to more effective leadership. This includes addressing
the cultural, organizational, and psychological factors that inhibit cultural change. : They move
from ongoing poor management practices to good practices using detailed evidence. We’ll create
a plan that includes some best practices, training theory, and practical advice to fit your

organization’s reality. Change the culture.

This includes developing metrics and benchmarks to measure changes in employee engagement,
workplace culture, and organizational performance. This includes developing training and
coaching opportunities and feedback strategies that foster positive leadership. Bad management
is becoming good practice. This work will complement the main research and serve professionals
and researchers. The ability to create a positive and high-performance leadership environment

that increases employee satisfaction fosters innovation, and ensures organizational sustainability

Here are some examples of bad management practices that can contribute to a toxic work

culture:

1. Micromanagement
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Overbearing Oversight: Constantly checking on employees’ work, requiring excessive updates,
and not trusting them to complete tasks on their own. This practice undermines autonomy and
creates anxiety, reducing employee morale and creativity.

2. Lack of Transparency

Secretive Decision-Making: Keeping employees in the dark about important decisions, changes
in the company, or even their own performance evaluations. This creates an environment of
uncertainty and distrust, leading to stress and disengagement.

Hidden Agendas: Managers may have undisclosed motives that influence decisions, creating an
environment where employees feel manipulated and uncertain about their role or future in the
organization.

3. Favoritism

Unequal Treatment: Showing preferential treatment to certain employees, such as giving them
better projects, more resources, or promotions without merit. This breeds resentment and divides
teams, leading to a toxic atmosphere.

Ignoring Talent: Overlooking the contributions of some employees while consistently praising
others, regardless of actual performance, which demotivates and alienates high-performing
individuals.

4. Blame Culture

Scapegoating: Quickly placing blame on individuals for mistakes or failures instead of
addressing systemic issues or working as a team to find solutions. This practice discourages risk-
taking and innovation, as employees fear repercussions.

Public Shaming: Criticizing employees publicly during meetings or through company-wide
communications, which humiliates them and erodes trust and respect within the team.

5. Overemphasis on Short-Term Results

Pressure for Immediate Performance: Focusing solely on short-term gains, such as quarterly
results, without considering long-term sustainability or employee well-being. This can lead to

burnout as employees are pushed to meet unrealistic deadlines.
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Ignoring Quality: Sacrificing product or service quality for speed or cost-cutting measures,
which can demoralize employees who take pride in their work.

6. Rigid Hierarchies

Strict Chain of Command: Insisting that all communication and decision-making follow a strict
chain of command, which stifles creativity and slows down processes. This can make employees
feel powerless and undervalued.

Limited Access to Leadership: Creating barriers that prevent employees from interacting with
upper management, leading to a disconnect between the workforce and leadership and fostering a
sense of exclusion.

7. Lack of Recognition

Ignoring Achievements: Failing to recognize or reward employees for their hard work and
contributions. This practice can lead to disengagement and a lack of motivation as employees
feel their efforts go unnoticed.

Token Acknowledgment: Providing only superficial recognition, such as generic praise that
doesn’t reflect the actual impact of the employee’s work, which can come off as insincere.

8. Inflexibility

Rigid Work Schedules: Enforcing strict work hours without considering employees' personal
needs or promoting work-life balance. This lack of flexibility can lead to stress, burnout, and
decreased productivity.

Resistance to Change: Refusing to adapt to new technologies, methods, or employee needs,
which can stifle innovation and create frustration among staff who are eager for progress.

9. Inconsistent Policies

Uneven Enforcement: Applying rules and policies inconsistently, such as enforcing dress codes
or attendance policies strictly for some employees but not for others. This creates confusion and

a sense of unfairness.
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Changing Expectations: Frequently altering expectations or goals without clear communication
or providing the necessary support, leaving employees feeling unstable and unsure of their
direction.

10. Ignoring Employee Well-Being

Neglecting Mental Health: Failing to provide resources or support for employees’ mental health,
or worse, stigmatizing those who seek help. This leads to a culture where stress and burnout are
rampant.

Overworking Employees: Expecting employees to regularly work long hours or take on
excessive workloads without providing adequate breaks or compensation, which can lead to
burnout and high turnover rates.

These bad management practices not only harm individual employees but can also degrade the
overall work environment, leading to widespread dissatisfaction, reduced productivity, and high

turnover.

Conclusion

Replacing toxic management practices with these best practices is essential for creating a
positive, supportive, and productive work environment. By focusing on transformational
leadership, open communication, fairness, work-life balance, recognition, and continuous
development, organizations can foster a culture that avoids toxicity and promotes employee well-
being and organizational success. Implementing these strategies requires commitment and
consistency from leadership, but the rewards—enhanced employee satisfaction, reduced

turnover, and improved overall performance—are well worth the effort.

1.4 Significance of the Study

When it comes to running a successful business, good management is essential. However,

in many cases, poor management can lead to a host of problems that can lead to problems in a
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meeting. Whether it’s lack of communication, power struggles, or simply lack of execution, poor
management can hurt employees and the entire business. When leaders fail to communicate
effectively with their teams, it can lead to stress, frustration, and resentment. This can leave
employees dissatisfied and unproductive, ultimately hurting the company’s bottom line. Poor
leadership results in high-potential employees; When leaders refuse to listen to feedback or
accept suggestions from their team, it can create an atmosphere where employees feel
undervalued and disrespected. This can lead to high turnover and difficulty attracting top talent,
as employees may not be willing to work for a company where their voices are not heard. When
managers don’t know the company’s goals, it’s hard for employees to stay motivated and
engaged. This can lead to downtime, reduced productivity, and a lack of innovation within the
company. To avoid these issues, leaders need to prioritize effective communication, listen to
their team’s feedback and suggestions, and provide clear instructions and guidance to employees.
Managers can create a work environment that is positive and productive, benefiting everyone
involved.

This research is significant for several reasons. First, it provides a critical examination of
traditional management methods, questioning their relevance and effectiveness in contemporary
organizational settings. By identifying the specific ways in which these methods contribute to
negative workplace outcomes, the study aims to offer insights into the underlying causes of

office politics, toxic work culture, and their impact on employee mental health.

Second, the study has practical implications for managers, HR professionals, and

organizational leaders. Understanding the link between management practices and workplace
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dynamics can inform the development of more effective management strategies that prioritize

employee well-being and foster a positive organizational culture.

Finally, the research contributes to the broader discourse on organizational behavior and
management practices. As organizations continue to evolve, there is a growing need to re-
evaluate traditional management approaches and consider more progressive methods that align

with the values and expectations of the modern workforce.

This study on replacing toxic management practices with best practices to foster a
positive work environment is highly significant for several reasons:

1. Improving Employee Well-Being

The study addresses the critical issue of employee well-being, which is increasingly
recognized as essential for both individual and organizational success. By identifying harmful
management practices and proposing alternatives, this research contributes to reducing
workplace stress, preventing burnout, and enhancing overall mental health. A positive work
environment promotes job satisfaction and personal fulfillment, leading to healthier, more
engaged employees.

2. Enhancing Organizational Performance

Organizations that cultivate a positive work culture tend to experience higher levels of
productivity, innovation, and efficiency. This study highlights the direct link between
management practices and organizational outcomes, emphasizing that fostering a supportive
environment can lead to improved performance metrics, such as increased employee retention,

better customer satisfaction, and higher financial returns. Implementing the best practices
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identified in this study can help organizations achieve sustainable growth and competitive
advantage.

3. Reducing Turnover and Retention Costs

High employee turnover is costly and disruptive. The study’s focus on replacing toxic
practices with those that promote job satisfaction and employee engagement is crucial for
reducing turnover rates. By creating a work environment where employees feel valued and
supported, organizations can retain top talent, reduce recruitment and training costs, and
maintain continuity in their operations.

4. Promoting Ethical Leadership and Corporate Responsibility

The study contributes to the broader discourse on ethical leadership and corporate
responsibility. In an era where stakeholders, including employees, customers, and investors,
increasingly value ethical practices, this research provides a framework for leaders to act with
integrity and fairness. By advocating for transparent, fair, and supportive management practices,
the study underscores the importance of aligning organizational practices with ethical standards
and social responsibility.

5. Guiding Organizational Change

For organizations undergoing cultural transformation or restructuring, this study serves as
a practical guide. It provides actionable insights into how to replace outdated, harmful
management practices with more effective, modern approaches. This guidance is particularly
valuable for leaders and HR professionals seeking to implement changes that will lead to long-
term cultural shifts, resulting in a healthier, more positive work environment.

6. Contributing to Academic and Practical Knowledge
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This study adds to the existing body of knowledge on organizational behavior, leadership,
and human resource management. It bridges the gap between theory and practice by offering
evidence-based recommendations that can be applied in real-world settings. The study’s findings
are relevant not only for academics and researchers but also for practitioners in various industries
who are tasked with improving workplace culture and employee well-being.

7. Addressing the Changing Dynamics of Work

As work environments evolve due to technological advancements, globalization, and
changing workforce demographics, the need for adaptive, employee-centered management
practices becomes more pressing. This study’s emphasis on flexibility, transparency, and
employee empowerment is particularly significant in light of these shifts. It provides a roadmap
for organizations to navigate the complexities of modern work environments while maintaining a
positive, productive culture.

Conclusion

The significance of this study lies in its potential to transform workplaces into
environments where employees thrive, and organizations prosper. By replacing toxic
management practices with best practices, the study not only aims to enhance employee well-
being and organizational performance but also promotes ethical leadership, reduces turnover
costs, and guides meaningful organizational change. This research is crucial for any organization

committed to creating a sustainable, positive, and high-performing workplace.
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1.5 Research Purpose and Questions

This study explore the differences in management practices and leadership, thoughts and
behaviors that affect all employees in the organization in a good or bad way, are these just

misconceptions or true stories in the current market. ?

This study addresses the following research question:

1. Why are the management units and managers always bad or worse (people) in any
organization in the world?
The aim is to identify the bad, criminal or wrong practices, standards and practices to

suggest alternative best practices to prevent or reduce the bad situation in the business world.

2. How do traditional management methods contribute to the development of office
politics within organizations?
This question seeks to explore the specific aspects of traditional management that

encourage or exacerbate political behaviour among employees.

3. In what ways do these management practices lead to a toxic work culture?
This question aims to identify the mechanisms through which traditional management
fosters an environment characterized by toxicity, including poor communication, lack of trust,

and negative interpersonal relationships.
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4. What is the impact of office politics and toxic work culture on employee mental
health and well-being?
This question examines the direct and indirect effects of a negative work environment on

the mental health of employees, including stress, anxiety, and burnout.

5. Can the adoption of modern management practices mitigate the negative impacts
of traditional management on workplace culture and employee well-being?
This question explores the potential benefits of modern, more progressive management

approaches in counteracting the harmful effects of traditional methods.
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CHAPTER II:
REVIEW OF LITERATURE

2.1 Theoretical Framework

This research is anchored in several key theories and concepts that provide a foundation
for understanding the relationship between management practices and workplace culture. The
theoretical framework integrates elements from organizational behavior, leadership theories, and
psychological well-being to explore how bad management practices contribute to a toxic work
environment and how they can be replaced with positive leadership practices to enhance
employee well-being and organizational performance.

1. Organizational Behavior Theory

Organizational behavior theory explores how individuals and groups act within
organizations and how these behaviors affect organizational effectiveness. According to this
theory, the behavior of managers and leaders significantly influences the attitudes and behaviors
of employees. When management practices are rigid, authoritarian, or inconsistent, they can lead
to negative employee outcomes such as stress, low morale, and decreased productivity.
Conversely, positive management practices, such as fairness, transparency, and support, can lead
to higher employee satisfaction, motivation, and performance. This study uses organizational
behavior theory to examine how different management practices impact workplace culture and
employee well-being.

2. Transformational Leadership Theory

Transformational leadership theory posits that leaders who inspire, motivate, and support
their followers can achieve higher levels of performance and engagement. Transformational
leaders focus on developing their team members, fostering a shared vision, and encouraging

innovation. This theory contrasts with transactional leadership, which is based on a system of
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rewards and punishments, and often contributes to a more toxic work environment when
misapplied. The study draws on transformational leadership theory to propose that replacing
toxic management practices with transformational leadership approaches can lead to a more
positive work environment, characterized by increased employee engagement and well-being.

3. Social Exchange Theory

Social exchange theory suggests that relationships are built on reciprocal exchanges
between parties. In the context of an organization, the relationship between management and
employees is a form of social exchange. When managers treat employees with respect, fairness,
and support, employees are more likely to respond with loyalty, commitment, and higher
performance. Conversely, if employees perceive management practices as unfair or abusive, they
may disengage, become less productive, or leave the organization. This study uses social
exchange theory to explain how positive management practices can create a more committed and
motivated workforce, thereby reducing the toxicity of the work environment.

4. Psychological Safety Theory

Psychological safety theory, introduced by Amy Edmondson, refers to the belief that one
will not be punished or humiliated for speaking up with ideas, questions, concerns, or mistakes.
A psychologically safe work environment encourages open communication, innovation, and
collaboration, as employees feel secure in expressing themselves. In contrast, environments
where psychological safety is lacking often see increased stress, fear, and disengagement among
employees. This theory underpins the study’s argument that creating a culture of psychological
safety through positive management practices can mitigate the negative effects of toxic work
environments.

5. Job Demands-Resources (JD-R) Model

The JD-R model posits that every job has demands (physical, psychological, social, or
organizational aspects that require effort and are therefore associated with costs) and resources
(aspects that help achieve work goals, reduce job demands, and stimulate personal growth and

development). High job demands coupled with low resources can lead to burnout and a toxic
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work environment. On the other hand, providing sufficient resources, such as supportive
leadership, opportunities for development, and recognition, can enhance employee engagement
and reduce stress. This research uses the JD-R model to analyze how replacing toxic
management practices with supportive leadership and adequate resources can improve employee
well-being and organizational outcomes.

6. Contingency Theory

Contingency theory suggests that there is no one-size-fits-all approach to management;
the effectiveness of a management style depends on the context and environment in which it is
applied. This theory is relevant to this study as it highlights the need for flexibility in
management practices. By understanding the specific needs and dynamics of their organization,
leaders can adopt the most appropriate management styles to foster a positive work environment.
The study draws on contingency theory to advocate for the replacement of rigid, outdated
management practices with more adaptive and context-sensitive leadership approaches.

Integration of Theories

The integration of these theories provides a comprehensive framework for understanding
how bad management practices contribute to a toxic work environment and how they can be
replaced with positive, effective leadership strategies. Organizational behavior theory and social
exchange theory highlight the impact of management practices on employee behavior and
organizational outcomes. Transformational leadership theory and psychological safety theory
emphasize the importance of supportive, inspiring leadership in creating a positive work culture.
The JD-R model and contingency theory offer insights into how the balance of job demands and
resources, as well as the adaptability of management practices, can influence employee well-
being and organizational success.

Application of The Framework

The theoretical framework guides the study by providing a lens through which to
examine current management practices and their effects on workplace culture. It helps to identify

specific behaviors and practices that contribute to toxicity and offers evidence-based strategies
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for replacing them with practices that promote a positive, productive, and supportive work
environment. By applying this framework, the study aims to contribute to both academic
understanding and practical approaches to improving management practices and organizational

culture.

In order to enhance understanding of the topics and make them more accessible to a general
audience, I have compiled a list of key concepts. This will provide a quick overview of the

paper's subject matter and offer solutions to the problems addressed.

Functions of Management

Management is the management of a complex organization to achieve desired goals and as
a result the concept of management has changed. Management includes everyone who is
concerned with the running of the organization. It is all about the unity of a group of people.
Management involves making decisions at 11 different levels in an organization to get the work
done by other people. It is both a science and an art because the basics of management are the
same but its application is different.

1) Planning: Analysis and strategy development

2) Organization: allocation of resources (such as people, money and equipment)

3) People work: ensure availability of qualified personnel

4) Guidance: Operations, Support and Communication

5) Performance: Set performance standards and ensure they are met. This is a guide for
business people and potential managers. But it's worth noting now how broad its potential is. There

are many ways to do it all.
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Characteristics & Features Of Management

Management is an abstract concept, invisible; you can't see it, but you can "feel" it even
when it works in the organization. For example, bad management can lead to conflict, confusion,
and unhappiness. In management, you are always moving toward a goal, but it's almost as if you
haven't done anything because everything is happening and changing (or you're coming up with
a new goal), so you have to be on top of things - Better yet, make a good deal and have the idea
of solving the problem for you (e.g., encouraging people to make their own decisions and come
up with a solution without waiting for your signature). It involves planning and organizing to
achieve tasks and goals, managing successful employees, and then managing operations (how

people and work get done). So it's about 1) things, 2) people, and 3) work.

THE HARDEST PART OF MANAGEMENT: PEOPLE

By far the hardest part of management is managing people. You’ll see evidence of this
everywhere. Hear what these legitimate stakeholders told Entrepreneur.com: influencing the
company’s engineers on product design and development is highly recommended, they offered
general advice. - TED talk:

Unlike money and other things (cars, houses, machines, etc.), people are not that simple. We
have emotions, ups and downs, motivations, beliefs, needs, and all sorts of other difficult things
to deal with. The challenge is management. The hardest part of transitioning to management is

balancing your duties with taking care of other people’s time. ...

What Most Companies Get Wrong About Management
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Remember when we talked about how everyone wants to be in management? This is very
evident in most articles about Millennials and Millennials; there is an idea that they tend to go
straight into management jobs right after college. It’s not their fault, actually, because most
companies are organized today: as if management is the “ultimate goal of the job.” : The biggest
mistake they can make. Most companies get this wrong; stop us when you know this from your
own experience (or even your current company):

Qualified employees become experts when they are smart at their jobs. The next step in
development is to “help” them manage others. For example, if an engineer is doing well, the
company has nothing to offer him except a job managing other engineers. This is a huge mistake.
Instead of solving problems through design and innovation, engineers now have to listen to
people’s problems (kids getting sick, retiring, etc.), support them, and manage their performance.
And they often start making team members work for them, which leads to ineffectiveness and

poor performance.

HOW TO MANAGE MANAGEMENT PESSIMISM

Many of us are now beginning to realize that we have more control over people than we
previously thought; Look at the example of engineers. Leaders need many skills and abilities,
including leadership, the ability to build relationships and develop trust in others. And while
some people excel in these areas (find out where they are in the company without developing
strengths), our methods often go undeveloped because traditional education doesn't focus on
them, and most colleges don't. . Give grades in areas such as building trust and understanding.
We present the latest advances in developmental management (like Agile and Agile) as well as
neuroscience (to understand how your brain works), behavioral psychology (to understand

human development) and neurolinguistic programming (to understand how to achieve the
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impossible with reverse cycling). together. Get the information you need to start making big

changes with one of our neuromanagement workshops.

What is Leadership

Leadership is the ability to influence and direct individuals or organizations to achieve
goals. It involves motivating, training, and motivating people to work together.

Here are some leadership styles:

o Individual leadership: Self-control, where one person makes all the decisions and
does not involve others.

o Laissez leadership: Members gain freedom and independence.
Transactional Leadership: It also refers to structure, organization, control,
performance, and results.

Leadership & Management are different?

Leadership is about influencing and motivating others to contribute to organizational
success. Management is about managing a group or work group to achieve goals.

While managers focus on managing resources and improving processes, Leaders focus on
motivating and empowering people to work together.

Leaders avoid chaos and lack of structure and try to organize, control and solve problems
quickly.

Leaders influence others to do something through their influence or influence.

The table and figure below highlight the key differences between leadership and
management. The description compares the different characteristics and methods of
leadership and management.

35



Aspect

Leadership
Inspiring and motivating others to

Management
Planning, organizing, and

Definition . .. .2
achieve a vision coordinating resources
Focus Vision and change Goals and tasks
Approach Inspirational, innovative Methodical, procedural
Timeframe Long-term Short-term
Risk Willing to take risks Risk-averse, focuses on stability
Dec1§10n Intuitive and creative Analytical and rational
Making
Orientation People-oriented Task-oriented
Communicatio Qpen, encouraging feedback and Formal, directive
n ideas
Motivation Empowers and inspires Controls and directs
Change .
Management Drives change Manages change
Conﬂlct- Focuses on resolving underlying Focuses on immediate solutions
Resolution 1ssues
Delegation Delegates authority and Assigns tasks and monitors

responsibility

Role in Team

Acts as a mentor and coach

Acts as a supervisor

Derived from influence and

Power o Derived from formal authority
inspiration

Success Success is seen in terms of growth Success is seen in terms of

Measurement and development efficiency and outcomes

Table 1: differences between leadership and management
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MANAGEMENT VS LEADERSHIP

SKILLS SKILLS

Discipline

Project management Aaeligtening

Negotiation and persuasion bOth Coaching
Ability to understand Empathy
! : Interpersonal o
Public speaking S Motivation

Organization Communication

Supervisory
Supervisory abilities Delegation

Technical Deeper understanding

Attention to detail
knowledge

Ability to innovate/

Ability to follow plan forward thinking

Decision
Willingness to stand up making Willingness to stand up
to subordinates to superiors
Goal-setting/ measuring Goal exploring/ reflecting
teambuilding’

Figure 6 : Management vs leadership

Peter Drucker said, "Management is doing things right. Leadership is doing the right

things".

Yes, change management can be achieved through leadership.

Transformational leadership is an approach to leadership that involves changing practices,
processes, or other key activities. It can be used one-on-one or in groups. The goal is to
increase efficiency and help organizations operate efficiently and successfully.

The four key elements of transformational leadership are: personal reflection, intellectual
stimulation, inspiration, and positive thinking.

Leadership is the actions and strategies leaders take and use to help teams develop and grow.

Some key leadership practices for effective change management include:
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e Communication skills

e Adaptability

¢ Empathy

e Strategic thinking

e The ability to build trust

e Fostering a culture of innovation and resilience

Understanding the “why” behind change and communicating it to others in the organization is an
important role that leaders must play. To do this effectively, they must understand not only the

“why” from the organization’s perspective but also how the change will benefit all employees.

Here are some of the characteristics of human leaders:

1. Empathy: Human leaders must be able to understand and empathize with the emotions
and experiences of others.

2. Communication: Leaders must communicate effectively with their teams and
stakeholders through both verbal and written communication.

3. Strategic Thinking: Leaders must be able to think critically and logically about achieving
the organization’s goals.

4. Collaboration: Team leaders must be able to work well with others on the team and in the
organization.

5. Adaptability: Team leaders must be able to adapt to change and adjust their approach as
needed.

6. Emotional Intelligence: Leaders must be able to manage both their own emotions and the
emotions of the team.

7. Integrity: Human leaders must be trustworthy and have a moral foundation.

8. Motivation: Employee leaders must be able to inspire and motivate their teams to achieve
their best work.

9. Decision-making: Human leaders must be able to make quick decisions.
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10. Fairness: Leaders should treat everyone in the group with respect and fairness.

Bad leaders lead to low morale. Less integration leads to less downtime and more flexibility.

health problems and even death.

Biological factors in the workplace are a primary cause of work-related stress, leading to $190
billion in healthcare costs annually in the United States.

What’s more, workplace stress kills 120,000 people each year, more than kidney disease or
Alzheimer’s disease.

CEO Barry-Wehmiller said in the article: “According to the Mayo Clinic, your primary care
provider is more important to your health than your family doctor.”

I’'m surprised that organizations are so blind to the fact that having bad managers is a constant
cost and an impossibility of doing business. I think it would be possible if our senior leaders
knew the real costs: lost productivity, lost jobs, $190 billion in medical costs, and 120,000 deaths
a year. What do we do? You have to accept that you have a bad manager and that there are real
costs to having a bad manager (and trust your boss). So you have to take action. Would you hire
an accountant who had no financial education, experience, or talent? I won’t. Of course not.
Would you hire a manager with no training, no experience, no management? We do this all the
time. Managers are one of the most important jobs in a company (after all, they're responsible for
managing the organization's most valuable assets), but it's no longer a job we discount when it
comes to hiring. ? Definitely. We've known for decades what good leaders have and what good
leaders do. They have good interpersonal skills. They're good communicators. They focus on
delivering results, but they also focus on people. Google has been doing extensive research over
the last few years. The study, called "Oxygen Project", lists eight skills of good leaders. The best

result of this 18-month research is that there are no surprises in the list
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Signs of Poor Management their Harmful Effects and Remedies

What is Poor management?
Bad management is detrimental to employees and the company. Bad leaders hold them back
rather than lead them to success. But all of these contribute to poor team performance. They all

share a failure to put people first.

Individual level

1. Not giving credit to employees. Good managers sell their jobs to managers. They never
get paid for their teamwork.

2. Micromanagement. Employee reviews destroy trust and confidence. And it can affect
bosses too!

3. Letit go. Lack of regular reviews can leave employees not knowing how to improve.
They need feedback on their daily performance.

4. Weak intelligence. These leaders have difficulty "reading people" and connecting with
them sensitively.

5. Not very good. Some managers say "no" to employees' ideas too easily. It's not normal to
hear bad words from others. Some people focus on the point rather than the solution.

6. Communication is unclear. Bad leaders forget to talk about important advice or updates.

7. Disorganized. Leaders who can't prioritize well can't manage their teams well. If they
can't manage their schedules, they can't help employees do what's important.

8. They're not included. Bad managers can have bad behaviors that hurt their employees.

9. They don't have personal knowledge about these things.

10. Neglecting employee development. According to Inc., it’s worth noting that bad

managers will fail to help their employees become competent.
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11.
12.

13.

14.

15.

16.

They may not discuss career goals or set long-term goals.

They rely too much on employees. This may arise from personal insecurity and difficulty
making decisions in advance. These leaders will have a hard time saying "no" to their
bosses.

Don't follow the recommendations. They may perceive this as a personal attack rather
than a personal choice.

They won't be able to do this if they don't hear feedback. They are not driven by their
passions and values. If they don’t support these, they won’t support others. They are not
committed to achieving their goals and seem disconnected from them. (The same goes for
their team.)

Neglecting health. Bad managers don’t prioritize the health of their employees or
themselves. They can always work overtime and expect others to do the same.

No respect. “One in seven U.S. employees believe their boss treats them badly,” wrote

Fast Company.

Company level

They are not agile enough to keep up (with the previous point). They may be years behind their
competitors because of narrow thinking or complicated processes. They keep talking about the
problems and ignore the things that are going well. "A classic mistake managers make to
emphasize is to focus on the 10 percent of work that is not getting done," writes SHRM. They
are ignoring the real problems that are holding back progress. They should not just focus on the
problem, they should be working to solve it. SHRM has confirmed that they cannot continue to
reject standards that affect the business. This culture is damaged because corporate leadership is
not setting a good example. There is also no sense of working as a team toward a common goal.

Therefore, employees may take their stress out on each other.
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Employees do not create their own skills. Instead, they stagnate. Current employees are not
qualified for future leadership positions. People are conflicted. Measurements show that
decreased performance means decreased pain. To better explain this concept, let's look at a

classic example of mismanagement.

Poor Management Personas

Leaders can be more stressed than leaders who are easily angered. Employees can become
confused about their roles and not know where to focus. Poor workplace culture and health are
common. Additionally, such leaders can hinder their employees' chances for success. They feel
they want to work independently. However, their lack of direction can affect the team. They
won't speak their mind if it makes them feel uncomfortable. This means that the problem will get
worse rather than being resolved early. Culture and personal development will be affected. They
may not accept equal opportunities for employees. They may be perfectionists with very strong
ideas about what "perfect" means. Unreliable managers will want to know exactly what
employees are doing at all times. This lack of trust can damage the manager/employee
relationship. They may threaten employees rather than direct them. In extreme cases, this can be
considered harassment. At best, people will find them unapproachable. and provide regular

training to help them change their situation.

The Negative Effects of Poor Management

These are just a few of the major effects of bad management. This is not an exhaustive list. Great
leaders lead their teams to success. Bad leaders can get their teams into trouble. So they don't
achieve their goals. They may not be interested in working for their company. Therefore,

reporting directly to weak leaders may fail to develop their own leadership skills.
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Resignation

Good employees will no longer leave bad managers. In fact, 82% of people say they left a job
because of a bad boss. In a model called “QuitTok,” employees explained their reasons for
leaving TikTok. They usually refer to bad management.

How Does Bad Management Start?

There can be many reasons for bad management: lack of training, stress, and bad culture. . They
are not ready to lead because they are not prepared.

Job Stress

A survey by Gartner revealed that 68% of managers are stressed. Only 14% of companies are
employed. Sometimes the work they do is redundant. For example, they may have a large
number of employees to manage. There will be little support from managers to learn the ropes.
Bad behaviours like gossiping may already be present. They will also have to manage their
former colleagues, which can be awkward. Changing culture is a difficult task, especially for
new leaders. They have difficulty adapting to the needs and expectations of their employees.

All causes of bad management can be overcome.

Solutions to Poor Management

Can bad management be fixed? Absolutely. Use these strategies to fix or prevent bad
management in your company. They need good time management and project management.
Understanding employees as individuals increases understanding. Learn more about their
motivations, how they learn, and who they are outside of work. Through continuous practice,
managers can improve any skill or performance. After all, they understand their jobs better than
anyone else. Discuss this issue with managers. Make them see their leaders as partners.
Performance management and measurement tools will help them stay on track. This tool will

also help them identify and analyze employees who are working overtime.
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Perform 360-degree reviews to give managers ideas for improvements. They will learn great
information directly from mentors and other peers. More communication with employees can
help solve many problems. This is especially true in times of uncertainty. OC Tanner saw a 54%
increase in weekly engagement. Productivity increased by 31% and burnout decreased by 15%,
according to Harvard Business Review. IBM developed a certification process for its managers,
according to Harvard Business Review. Managers who perform poorly are transferred to other
positions. Summary

Provide one-on-one coaching to struggling leaders. If managers truly care about their work and
their employees, you will see a huge improvement. Share regular feedback with these leaders so
they understand their progress. When they feel empowered, you will see a significant change in

your team! Demo our products to find out!

2.2 Theory of Reasoned Action

Now that you understand the consequences of poor maintenance, the first step to solving the
problem is to admit that it exists. The next step is simple: Review all management positions to
make sure that the people in these positions have the right relationships and training to lead teams,
motivate employees, and deliver benefits. Policies and corporate culture are important. If neither
are present, it’s time to create a good HR department that focuses on happy and honest employees.
Other details about the company and its employees. If you’re not sure what to appreciate, why not
conduct a survey to get your employees involved in the change? Employees who are looking to
leave will change their minds if they see your change, which will help you retain good employees.
Restructuring or company changes are important. Consider using a shared calendar, monthly
meetings and minutes, and weekly to share important information. When they feel confident, they
trust the company and will not accept any offer that is made to them. As a manager, you want to

hear good things about your workplace.
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The Theory of Reasoned Action (TRA), developed by Martin Fishbein and Icek Ajzen, offers a

useful framework for understanding how attitudes and subjective norms influence behavioral

intentions and actions. Applying TRA to the research topic of replacing toxic management

practices with best practices to foster a positive work environment provides insight into how

organizational changes can be effectively implemented. This framework helps in identifying the

factors that drive managers' intentions to adopt better practices and ultimately transform workplace
g p p y p

culture.

Key Components of TRA in the Context of Management Practices

1. Behavioral Intention

o

Definition: In this research context, behavioral intention refers to the managers'
and organizational leaders' readiness to replace toxic management practices with
best practices aimed at fostering a positive work environment.

Influence: The stronger the intention among managers to implement these changes,
the more likely it is that toxic practices will be replaced with positive, effective
management practices. Behavioral intention is influenced by attitudes toward the

new practices and the perceived social pressures to adopt them.

2. Attitude Toward the Behavior

o

Definition: Attitude toward replacing toxic management practices refers to
managers' overall evaluation of the new practices. This attitude is shaped by their
beliefs about the outcomes of implementing best practices and the value they place
on those outcomes.

Components: Managers’ attitudes are influenced by their beliefs about the benefits
of best practices, such as improved employee satisfaction, increased productivity,

and reduced turnover. Positive attitudes are formed when managers believe that
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adopting best practices will lead to favorable outcomes for both employees and the
organization.

Influence: If managers hold a positive attitude toward the new management
practices, they are more likely to form strong intentions to adopt and implement
them. This, in turn, increases the likelihood of successfully replacing toxic

practices.

3. Subjective Norms

o

Definition: Subjective norms in this context reflect the perceived social pressures
within the organization regarding the adoption of new management practices. This
includes the influence of senior leaders, peers, and organizational culture.
Components: Subjective norms are shaped by normative beliefs about whether
important stakeholders support or oppose the adoption of best practices. This
includes the perceptions of how senior leadership, colleagues, and employees view
the change.

Influence: When managers perceive that there is strong support from influential
figures and peers for adopting best practices, they are more likely to form positive
intentions to implement these practices. Conversely, if there is resistance or lack of

support, it may hinder the intention to change.

Application of TRA to the Research Topic

1. Assessing Attitudes Toward Best Practices

Research Focus: Evaluate managers' attitudes toward the proposed best practices for
fostering a positive work environment. This involves understanding their beliefs about the
benefits of these practices and how they perceive the impact on employee well-being and

organizational performance.
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o Data Collection: Use surveys, interviews, and focus groups to gather data on managers'

beliefs and attitudes. Analyze how these attitudes correlate with their willingness to replace

toxic practices.
2. Evaluating Subjective Norms

e Research Focus: Investigate the perceived social pressures and support within the
organization for replacing toxic management practices. This includes examining the role
of senior leadership, organizational culture, and peer influence.

o Data Collection: Conduct surveys and interviews to assess the perceptions of support and
opposition from key stakeholders. Analyze how these perceptions influence managers'
intentions to adopt best practices.

3. Measuring Behavioral Intentions and Actions

o Research Focus: Track the behavioral intentions of managers to implement best practices
and observe the actual changes in management practices over time. Evaluate how well
these intentions translate into actions that replace toxic practices.

o Data Collection: Monitor the implementation of new practices, measure the extent of

adoption, and assess the impact on workplace culture and employee outcomes.

Significance of Applying TRA

1. Understanding Motivation for Change
e Applying TRA helps in understanding what motivates managers to adopt new practices.
By examining attitudes and subjective norms, the research can identify key factors that
drive or hinder the intention to replace toxic practices with effective ones.
2. Designing Effective Interventions
e The insights gained from applying TRA can guide the development of targeted

interventions to address negative attitudes and overcome resistance. For example, if
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managers have negative attitudes towards new practices, educational programs and success
stories can be used to shift perceptions and increase support.
3. Enhancing Organizational Culture
o By focusing on attitudes and social pressures, TRA provides a framework for creating a
supportive environment for change. This can lead to more successful implementation of
best practices and ultimately contribute to a more positive and productive work

environment.

Conclusion

The Theory of Reasoned Action offers a valuable lens for understanding how to replace toxic
management practices with best practices in fostering a positive work environment. By analyzing
attitudes toward the new practices and subjective norms within the organization, the research can
identify key drivers and barriers to change. This approach not only aids in predicting managers'
intentions but also provides actionable insights for designing interventions that promote the
adoption of effective management practices. Applying TRA ensures a comprehensive
understanding of the factors influencing behavioral change, ultimately supporting the goal of

transforming organizational culture.

2.3 HUMAN SOCIETY THEORY

According to leadership development, 70% of learning occurs in the workplace. Over the past
three years, research has pointed to another way — and, in our opinion, a more effective — process
that takes three actions: thinking about or understanding the business and organizations working
around you, or testing ideas; -Exploration or creating an identity in the workplace. This principle,
when used by HSBC, helps participants develop. This experiment also demonstrates best
practices for leadership development: Programs should be iterated and tested, embedded in daily

work, supported by instructors, and offered in all kinds of presentations, from fully virtual to in-
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person. In an article published on July 11, 2008, W. David Rees and Christine Porter set out the
findings of a review of reinvestment in scientific management as practices and the dangers of

doing so.

While there is some overlap between management and leadership, the fact that the business
world addresses management with degrees, certificates and short courses, which are shorthand
for service providers and users, shows that management and leadership are at different levels.
Effectiveness. This may be a very strong claim and may lead to conflict of opinion. It may also
prove unrealistic and insensitive and may completely ignore the principles of strategic
management. and background development. There is no indication of how to make or break
traditional rules in mismanagement and create new practices to deal with current business
obstacles and elements. Good news such as employee dissatisfaction, layoffs, attrition rates and
unpaid wages. But it invites the reader to examine what management tasks involve and where
these tasks are truly rewarding rather than challenging. The ideas transform traditional practices
and ideas by eliminating old management practices and patterns in science, business and

economics.

December 12, 2022 Haim Shaked completed a study on the management of the organization that
supports the teaching of leadership. In addition, his current work identifies eight regulatory
bodies responsible for supporting the following four aspects of teaching leadership: (1) Create
effective learning (2) Improve the quality of teaching; (4) Complete leadership training. A brand
new perspective. Integrated, integrated and efficient LAMPE is the best choice for organizations.
My research will be best served by following and following the concepts provided by
considering cultural practices such as structure, layer standard, standard procedure, work matrix,
conflict, and virtual organization. Gareth Edwards, Doris Schedlitzki, Sharon Turnbull, and
Roger Gill have written an article in which they discuss several key points in rethinking the

leadership and management debate through the lens of stem theory in the literature. The
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ambiguity of the concept of power is Important Of course I will remember this passage:
"Similarities and differences between elements of management and leadership." They make a
good point about how public managers limit themselves as leaders and how they can overcome
this in the future to provide the best team or organizational environment for their groups. Others
will not follow public leaders unless they see themselves as leaders. An important question is
whether their work is more important than their boss. According to the representative survey,
leaders with high leadership values are more important than transformational leadership, while
leaders with equal leadership and work are an important aspect of leadership development. When
the employee is dominant, the leadership role played by managers decreases. Leaders with more
hierarchical positions, wider spans of control, and more leadership training are more important
leaders. This shows the importance of finding better ways to learn about leadership and develop
it through leadership training. In his article titled “The Best Leaders”, where he explains the
Situational Leadership Approach as a leadership style for leaders and helps students learn how to
lead with different leadership practices, he gives some tips and advice on how to be an effective
leader and how to use various leadership styles. The analysis concluded that the more cultural
concepts students are exposed to, the better they will be able to transfer between different
cultures. The third year question is better than the first and second year, but students do not.
Learn what culture is Discuss leadership models and future research with other students. January
2018) is a way to defeat chemical control, clearly explain how health control is, how it spreads,
etc. ". Employees tend to disclose stories of abuse and bad behavior from these toxic leaders.
Chemical control leads to healthy processes by reducing planning, organization, problem
solving, explanation, delegation and motivation.

A toxic workplace can foster despair, anger and depression in caregivers, which can lead to poor
performance, decreased productivity and increased turnover. Chemical agents facilitate and

perpetuate these behaviors because they lack the ability to plan and execute.
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Why are chemical managers prevalent in today’s workforce, based on effective communication
and relationship management characteristics? Chemical control exists because the organization’s
fundamentals allow it. Additionally, organizations cannot evaluate leaders in a non-productive
manner. He or she may tolerate these behaviors intentionally, unintentionally, or simply out of
indifference. Poison monitors and the culture that enables them to thrive are the foundation of the
profession today. Employee turnover is high and employees are dissatisfied.

Discover the different types of toxic leaders in organizations, from bullies to narcissistic leaders.
Unfortunately, chemical leaders are depressed, but this is true of many organizations. Their
destructive behavior and bad attitudes often cause long-term damage to those they lead. What
sets them apart is their selfishness in decision-making and their ability to leave employees worse
off than they started. What sets good leaders apart from average leaders is their ability to manage
bad leaders in the workplace. Although some organizations support or avoid bad managers for
financial or political reasons, the long-term impact on the company's mission and reputation is
often underestimated.

Human Society Theory provides a broad framework for understanding how human
behavior, social structures, and organizational dynamics interact to shape societal outcomes. In
the context of replacing toxic management practices with best practices to foster a positive work
environment, this theory helps elucidate the interplay between individual behaviors, social
norms, and organizational culture. By applying Human Society Theory, we can better understand
how societal values and social interactions influence management practices and how these

practices can be transformed to create a healthier and more productive work environment.

Key Components of Human Society Theory

1. Social Structures and Institutions
o Definition: Social structures and institutions refer to the organized patterns of

relationships and norms that define how individuals and groups interact within a
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society. In the workplace, these structures include organizational hierarchies,
formal policies, and informal social norms.

o Influence: Toxic management practices often stem from entrenched
organizational structures and institutional norms that perpetuate negative
behaviors. To replace these practices, it is essential to understand and address
these underlying structures and norms.

2. Cultural Norms and Values

o Definition: Cultural norms and values encompass the shared beliefs and practices
that influence behavior within a society. In an organizational context, these norms
and values shape how management practices are perceived and implemented.

o Influence: Transforming toxic management practices requires a shift in
organizational culture and values. This involves altering the collective mindset
and cultural norms that tolerate or even encourage negative behaviors.

3. Social Interactions and Relationships

o Definition: Social interactions and relationships refer to the ways in which
individuals communicate and collaborate within their social and organizational
environments. These interactions play a crucial role in shaping and reinforcing
management practices.

o Influence: Replacing toxic management practices involves fostering positive
social interactions and relationships. This includes improving communication,
building trust, and encouraging collaborative behaviors that support a positive
work environment.

4. Power and Authority

o Definition: Power and authority refer to the ability of individuals or groups to
influence others and control resources within a society or organization. In the
workplace, power dynamics often dictate management practices and

organizational policies.
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o Influence: Addressing toxic management practices requires a reevaluation of
power dynamics and authority structures. This involves empowering employees,
decentralizing decision-making, and promoting equitable distribution of power.

5. Change and Adaptation

o Definition: Change and adaptation involve the processes through which
individuals and organizations respond to new information, challenges, and
opportunities. In the context of management practices, this includes adopting new
practices and adjusting existing ones to meet evolving needs.

o Influence: Successfully replacing toxic management practices involves
facilitating organizational change and adaptation. This includes implementing
new practices, overcoming resistance, and ensuring that changes are sustained

over time.

Application of Human Society Theory to the Research Topic

1. Analyzing Social Structures and Institutions

e Research Focus: Investigate how existing organizational structures and institutional
norms contribute to toxic management practices. Examine the role of hierarchies,
policies, and formal procedures in perpetuating negative behaviors.

o Data Collection: Use organizational audits, interviews, and surveys to assess current
structures and norms. Identify specific elements that need to be reformed to support the

adoption of best practices.

2. Shifting Cultural Norms and Values
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Research Focus: Explore the prevailing cultural norms and values within the
organization and how they influence management practices. Assess the alignment of
these norms with the desired positive work environment.

Data Collection: Conduct focus groups, cultural assessments, and employee feedback
sessions to understand existing values and identify areas for cultural change. Develop

strategies to shift norms toward supporting best practices.

3. Improving Social Interactions and Relationships

Research Focus: Examine how social interactions and relationships within the
organization contribute to or mitigate toxic management practices. Identify ways to foster
positive interactions and collaboration.

Data Collection: Analyze communication patterns, team dynamics, and relationship
quality through surveys and observational studies. Implement interventions to enhance

collaboration and trust.

4.Reevaluating Power and Authority

Research Focus: Assess how power and authority dynamics influence management
practices and employee experiences. Explore opportunities to decentralize decision-
making and empower employees.

Data Collection: Review organizational charts, decision-making processes, and power
dynamics through interviews and document analysis. Develop recommendations for more

equitable power structures.
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5. Facilitating Change and Adaptation

Research Focus: Investigate how the organization can effectively implement and sustain
changes to replace toxic management practices. Identify barriers to change and strategies
for overcoming them.

Data Collection: Use change management assessments, feedback from change
initiatives, and progress tracking to evaluate the effectiveness of new practices. Develop

and refine strategies for managing resistance and ensuring successful implementation.

Significance of Applying Human Society Theory

1. Comprehensive Understanding of Organizational Dynamics

Human Society Theory provides a holistic view of how organizational structures, cultural
norms, social interactions, and power dynamics interact to influence management
practices. This comprehensive understanding is crucial for identifying and addressing the
root causes of toxic behavior.

2. Targeted Interventions

By analyzing the various components of organizational society, this theory helps in
designing targeted interventions that address specific aspects of the work environment.
This includes reforming structures, shifting cultural norms, improving social interactions,
and redistributing power.

3. Sustainable Change

Human Society Theory emphasizes the importance of adapting and evolving in response
to new challenges. Applying this theory ensures that changes to management practices
are not only implemented but also sustained over time, leading to long-term

improvements in the work environment.

4. Enhancing Organizational Culture

55



o The theory provides insights into how to foster a positive organizational culture by
addressing cultural norms and values. This shift is essential for creating a supportive and
productive work environment where toxic practices are effectively replaced with best

practices.

Conclusion

Applying Human Society Theory to the research on replacing toxic management
practices provides valuable insights into the complex interplay of organizational structures,
cultural norms, social interactions, and power dynamics. By understanding these factors,
organizations can design and implement effective strategies to transform toxic work
environments into positive, supportive, and productive spaces. This approach ensures a
comprehensive and sustainable shift towards best practices in management, ultimately enhancing

overall organizational performance and employee well-being.

2.4 Summary

By examining the literature, we can conclude that management culture harms many
organizational cultures. We find ourselves experiencing all these without being able to change
anything. Although we have many studies and articles aimed at reducing these problems, they do
not have the best idea. Managers who enter the job after completing MBA, management degree
and certificate but still do not clearly understand the relationship that is different from
management and leadership ideas, alleviate them. Although there is a difference, it causes great
fear and inequality in the lives of employees and directly affects the company's goals by
affecting the employees' work against the company's goals and employee turnover. When giving
orders to subordinates, even if the junior employee is 15 or 20 years old, this situation affects the
employee's mood and ultimately his performance. Consider that the release of pregnant women

can negatively affect their mental and physical health. Managing dirty games with employees for
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a long time (a year or more) creates a psychological effect on them because they cannot get good
results, evaluation review, promotion, satisfaction or recognition, and even if they are in the last
class in the group, they will be promoted. This is not fair. If someone is older than you and
cannot answer your concerns, questions or long questions, their self-esteem suffers. Sometimes
they have little education, no knowledge of new jobs or new certifications or new technology or
new technology and they think they are old enough to satisfy their inquisitive employees. In
these cases, they are not happy with these workers and they act out their resentment by playing
dirty by personally replacing workers who are better than them in the market with new
knowledge and learning.

In these cases, all organizations should survey all employees asking them about their
managers and follow up on them closely based on the ratings and recommendations they receive
from employees. Employees can never be angry with their bosses because they exist to earn
money or be trained by their bosses. They always see their leaders as leaders who know or learn
something new every day, but for them, it is different. Therefore, I chose this topic for my
research and the method of this research through direct observation through inductive method
and data analysis. . There are also mental disorders such as poor reasoning ability, irritability,
anxiety, anger, depression and memory loss. It has been revealed that employee diversity costs
more than $200 billion annually in North America alone. In about 30% of cases, business failure
is also due to dishonest employees. Organizations that are aware of or want to prevent
occupational toxicity should consider solutions such as identifying and using chemicals to

eliminate, reduce, or prevent the introduction and spread of toxins.
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CHAPTER III:
METHODOLOGY

3.1 Overview of the Research Problem

The impact of poor management and toxicity on employees cannot be overstated. This
type of management can negatively impact employee morale, job satisfaction, and overall health.
The effects of toxic chemicals from increased stress and burn control to reduced productivity and
high productivity. Here we discuss some of the top ways poor and toxic management practices
can impact employee lives. When leaders are uncommunicative, unsupportive, or abusive,
employees can become frustrated and unable to meet the demands of the job. In such an
environment, workers can develop stress-related disorders such as anxiety and depression, which
can lead to absenteeism and reduced productivity. When leaders engage in favoritism,
micromanagement or discrimination, employees can feel and act negatively. This can lead to
poor performance, employee fighting and a culture of distrust and insecurity. When employees
feel unsupported or unvalued, they often look for work elsewhere. This will lead to loss of skills
and knowledge in the organization, as well as increased costs associated with hiring and training
new employees. When leaders don’t communicate or give clear directions, employees will
struggle to meet expectations. This can lead to deadlines, unfinished projects, and decreased
motivation, which can impact the organization’s bottom line. When employees feel stressed and
unhappy at work, it can have an impact on their lives. They may have difficulty maintaining
healthy relationships or participating in activities they enjoy. This can lead to feelings of

isolation and depression, which can affect their mental health in the long term.
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Main Causes of Bad Management

The main causes of poor management are the lack of coordination and management of human

rights and practices, as well as the perception of mortality and dissatisfaction among employees.

Toxic management practices can include micromanagement, lack of communication,

bullying, favouritism, lack of recognition and appreciation.

Signs of a toxic work environment include:
* Poor competition and bad language among employees
» Employees often work late or on weekends
* Employees show signs of stress at work
» Managers are open to employees
» Messages tend to fly about the company or their employees
* Nobody likes the boss

« disrespectful and ineffective

It is important to gather evidence of bad behavior before approaching patients. This can include
emails that are annoying or harassing to employees. A work environment where practices, rules
and behavioral controls prevail can lead to bad behavior and team conflict. This can be
dangerous for employees and can hinder their productivity and career development. A poor
organizational culture can also lead to unhappiness and dissatisfaction, causing employees to
seek employment elsewhere. Work culture is a practice. Company policies and procedures are
designed for the company itself, not its employees. A negative workplace culture often indicates
the continued use of workplace policies. (such as work requirements in the workplace) that are

seen as eliminating most products or facilitating benefits and policies for employees.
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Red Flags Of A Bad Company Culture

A strong company culture is critical to a company’s long-term growth and business success. To
create an exciting culture that attracts candidates and retains employees, you need to think
carefully about the type of culture you want to create. To create a positive workplace, look for
the following red flags of a weak company culture. Here are some red flags of a bad company

culture

e Youdon’t have a list of core values.

e There’s a lot of gossip in the office.

e Unfriendly employee competition.

e Employees are often tardy or absent.

e Employees often work late or don’t take lunch breaks.
e Still hiring for culture fit.

e No DEI policy.

e No workplace giving initiatives.

e Little or no hiring from within.

Public criticism of employees.

Common leadership mistakes to avoid

Avoiding leadership mistakes is crucial to effective leadership. Here are some of the most
common mistakes to avoid:
1. Lack of humility: While it may be good for you to hold on to power, you and your
employees need to know that you can’t overcome your shortcomings.
2. Avoiding Conflict: One of the most difficult adjustments new leaders have to make is
learning how to handle disagreements or disagreements that arisel.
3. Be too friendly: Many leaders make the mistake of trying to befriend their followers and

make them seem like they’re nice and good.
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4. Not setting clear goals: Lack of clear goals can lead to poor employee performance,
morale, and motivation.

5. Poor communication: Good communication is essential to maintaining your culture.

6. Lack of adequate team support and resources: Providing adequate support and resources
to the team is crucial to managing the culture.

7. Avoiding or hiding mistakes: One of the biggest mistakes leaders make is trying to hide

their mistakes. By avoiding these mistakes, you can become a better leader.

Manual Hurdles — Layoffs, company shutdowns due to Poor management

Layoffs are really a sign of bad management

Stanford Business School professor Jeffrey Pfeffer says layoffs can be a sign of bad
management. Poor planning can lead to high unemployment, he said. This makes a company
vulnerable to economic instability and a recession. If both current and laid-off employees believe
they were treated unfairly, word can spread quickly. Often, company executives refuse to take

responsibility for bad decisions that lead to job losses Or Depression

Some say that rural workers and middle managers are more vulnerable to resignation.
Others say that people who work in human resources or financial institutions are most at risk of
losing their jobs.

Here are some tips for hiring managers:

* Set employee standards

* Consider negative impacts and/or inconsistencies

* Monitor legal decisions

* Create severance packages and other emotional support programs

* Establish a reporting process and use for terminated employees

* Be transparent before layoffs
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» Communicate honestly and proactively with employees in advance

* If layoffs are possible

* Inform employees about when layoffs may occur Give as much notice as possible in
advance of layoffs

* Create specific policies to follow in the event of layoffs, and make sure everyone is

familiar with company practices

Financial prudence is a key topic taught in Management 101. Layoffs do not necessarily
improve company practices. They do not necessarily improve company performance or financial
performance. In fact, they often have a negative impact by reducing employee morale, loyalty,
productivity, and trust. In fact, companies like Patagonia, Toyota, and General Electric have
managed to avoid them for years and still benefit from them. Apple, like other major tech
companies, has experienced ups and downs during the pandemic, but has managed to avoid
losing jobs thanks to the vigilance and ability of its employees to thrive. So what does this mean?
Is high unemployment a sign of bad management? Colvin thinks the answer is yes. He said the
wave of resignations is an admission of bad management and that it’s time for major financial
institutions to acknowledge their work. We have seen many knee-jerk reactions in the last 12

months. I tried to stop them but couldn't because of politics, ego and pride.

Reasons contributes to massive layoffs, indicate poor management practices and

create long-term negative consequences for a business.

1. Poor strategic planning: Large operations are often caused by inadequate,

inappropriate or lack of long-term planning, which makes the business vulnerable to

commercialization and business decline.
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Over-hiring: Companies facing severe unemployment often hire more workers to
make quick profits during expansion. People take care of their employees during
difficult times.

Failure to innovate: High unemployment can be caused by firms’ inability to innovate
or adapt to new markets, which can lead to job losses and reduced output.

Poor price control: Unemployment is often caused by poor price control. This is often
due to wrong ideas or hasty decisions taken due to external influences. Speed and
weight measurements such as distance. Focus on the short term: Businesses that focus
on short-term benefits rather than long-term growth and stability will face huge losses
when faced with financial stress.

Lack of employee development: Investing in employee development can help
companies avoid excessive staff turnover and keep their employees skilled and
flexible. Workers must survive.

Poor communication: Too much work will lead to poor communication in the
company. Lack of transparency and open communication between managers and
employees can lead to conflict, morale, and even resignation.

Poor decision-making: Companies with large staffs often suffer from poor
management decision-making. This can include an inability to analyze and process
information effectively, prioritize goals, or allocate resources.

Employee morale and engagement: Layoffs can undermine employee loyalty and
engagement, which can lead to lower productivity and increased turnover.

Loss of knowledge and skills: Large-scale operations can cause companies to lose
good levels of knowledge, skills and expertise. This can hinder a company’s ability to

compete and grow, as it may struggle to retrain its workforce and regain lost ground.
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3.2 Operationalization of Theoretical Constructs

Poor and toxic management can hurt employees’ lives. When managers tend to play favorites,
micromanage, or isolate, employees can experience stress, burnout, and loss of productivity. This
approach also creates biological functions that increase operational flexibility and intelligence. It
is important for organizations to understand the importance of good management and provide
managers with the training and resources they need to do their jobs well.

Operationalizing theoretical constructs involves defining how abstract concepts will be
measured and applied in practical research. For the research on replacing toxic management
practices with best practices to foster a positive work environment, the key theoretical constructs
include:

1. Toxic Management Practices
2. Best Management Practices
3. Employee Well-Being

4. Organizational Performance

5. Leadership Attitudes and Subjective Norms

Each construct will be operationalized through specific indicators and measurement

methods to ensure that they are empirically assessable and relevant to the research objectives.

1. Toxic Management Practices

Definition: Toxic management practices are behaviors and policies by leaders that create
a negative work environment and adversely impact employee morale and performance.
Indicators:
e Micromanagement: Frequency of supervisors' involvement in minute details of

employees' work.
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Unfair Treatment: Perceptions of favoritism and inconsistencies in policy application.
Poor Communication: Frequency and clarity of communication from management, and
employee satisfaction with feedback.

Lack of Recognition: Frequency of acknowledgment and reward for employee
achievements.

Authoritarian Leadership: Degree of top-down decision-making and restricted
employee input.

Measurement Methods:

Surveys and Questionnaires: Use standardized instruments to assess employees'
perceptions of toxic behaviors. Questions could include Likert scale items on
micromanagement, fairness, communication quality, and recognition.

Interviews and Focus Groups: Conduct qualitative interviews to gain in-depth insights
into specific toxic practices experienced by employees.

Document Analysis: Review organizational policies and communications for evidence

of toxic management practices.

2. Best Management Practices

Definition: Best management practices are leadership and organizational behaviors that

foster a positive work environment and enhance employee well-being and performance.

Indicators:

Supportive Leadership: Frequency and quality of support provided by managers,
including mentorship and career development opportunities.

Fair Treatment: Perceptions of fairness in decision-making and equal treatment of
employees.

Effective Communication: Clarity, transparency, and frequency of communication

between management and employees.
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o Recognition and Reward: Frequency and types of rewards and recognition given to
employees.

o Participative Decision-Making: Extent to which employees are involved in decision-
making processes.
Measurement Methods:

e Surveys and Questionnaires: Use instruments to measure perceptions of leadership
support, fairness, communication effectiveness, recognition, and participation.

o Interviews and Focus Groups: Conduct discussions with employees to explore their
experiences with best practices and gather qualitative data.

o Benchmarking: Compare practices against established best practices standards or

models from successful organizations.

3. Employee Well-Being

Definition: Employee well-being refers to the overall mental, emotional, and physical
health of employees, including job satisfaction and stress levels.

Indicators:

o Job Satisfaction: Employees' overall satisfaction with their job, measured through
surveys.

o Stress Levels: Frequency and intensity of stress experienced by employees, assessed
through self-report scales.

o Work-Life Balance: Employees’ perceptions of their ability to balance work with
personal life.

e Mental Health: Indicators of mental health issues such as anxiety and depression,
measured through validated psychological assessments.

Measurement Methods:
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e Surveys and Questionnaires: Utilize validated instruments like the Job Satisfaction
Survey (JSS) and the Perceived Stress Scale (PSS).

o Psychological Assessments: Employ mental health assessments and tools to gauge
employees' psychological well-being.

o Employee Assistance Program (EAP) Data: Analyze usage and feedback from

employee support services.

4. Organizational Performance

Definition: Organizational performance encompasses the effectiveness of the
organization in achieving its goals, including productivity, employee retention, and financial
outcomes.

Indicators:

e Productivity: Measures of output and efficiency, such as sales per employee or project
completion rates.

o Employee Retention: Turnover rates and average tenure of employees.

o Financial Performance: Key financial metrics such as profit margins, revenue growth,
and cost reductions.

o Employee Engagement: Levels of employee engagement and commitment, assessed
through engagement surveys.

Measurement Methods:

o Performance Metrics: Collect data on productivity, turnover rates, and financial
performance from organizational records.

e Surveys and Questionnaires: Use engagement surveys to measure employee
commitment and satisfaction.

e Benchmarking: Compare organizational performance metrics with industry standards or

best practices.
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5. Leadership Attitudes and Subjective Norms

Definition: Leadership attitudes and subjective norms involve the beliefs and social
pressures that influence managers' intentions and behaviors regarding management practices.

Indicators:

o Leadership Attitudes: Managers' attitudes toward new management practices, including
openness and perceived value.

e Subjective Norms: Perceptions of social pressures from peers, senior leadership, and
organizational culture regarding the adoption of best practices.
Measurement Methods:

e Surveys and Questionnaires: Use instruments to assess managers' attitudes toward new
practices and perceptions of social norms within the organization.

o Interviews and Focus Groups: Conduct discussions with leaders and employees to
explore attitudes and perceived pressures related to management practices.

e Social Network Analysis: Map and analyze the influence of social networks and key

stakeholders on management practices.

Conclusion

Operationalizing these theoretical constructs involves defining clear indicators and
employing appropriate measurement methods to assess toxic management practices, best
practices, employee well-being, organizational performance, and leadership attitudes. By
systematically measuring these constructs, the research aims to provide actionable insights into
how to replace toxic management practices with effective, positive practices and foster a

healthier, more productive work environment.
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Choose the right management style

There are many points to consider when choosing a policy for your team:

1.

Personality, Experience, Skills of the Manager: Y our personality, experience, and skills
play an important role in determining your leadership style. For example, if you have
difficulty giving up control, you may have difficulty accepting freedom.

The needs of the team: The knowledge level and needs of the team are important. For
example, a talented team may not need much supervision, while a less talented team may
need more guidance.

Company Culture: The culture of your team and the organization as a whole will
influence your style. Some organizations may have a more hierarchical management
structure, while others may have a culture that encourages collaboration and independent
decision-making.

Tasks and Deadlines: The amount of tasks that need to be done and how quickly they are
completed will affect your management.

Businesses: Different businesses require different management. For example, creative
businesses may benefit more from a laissez-faire approach, while risky businesses may
need more supervision. while focusing on achieving their goals. It is important to
remember that no one is better at managing themselves than anyone else, and the best

leaders often use a combination depending on the situation.

How we can change the negative environment in management?

The workplace environment is critical to the success of any organization, and management plays

a major role in creating that environment. When the environment is hostile, it leads to low

productivity, high productivity, and poor performance. But the good news is that you can change

the toxic environment in your management by taking the following steps. Why. This requires
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managers to communicate with employees, listen to their concerns, and gather feedback.
Feedback can be collected through employee surveys, focus groups, or personal interviews. This
feedback can help management understand the reasons for negative situations such as poor
communication, lack of transparency, lack of trust, or conflict.

This means sharing ideas, acknowledging issues and concerns, and committing to change.
Management should update employees regularly on their progress in solving problems. This
helps build trust and demonstrates management’s commitment to creating a positive

environment.

Cultivating Positive Behavior in the Workplace

Take for example the negative changes in our environment. Management should be an example
to employees. This means respect, professionalism and responsibility. Management should
encourage open communication and collaboration, and recognize and reward employees. By
setting the tone for positive behavior, management can create a culture where employees feel

valued and respected.

Invest in employee development

This means providing training and development that will help employees grow and develop

professionally. By investing in employees, management can show that they are committed to

their employees’ success and growth. This helps increase employee engagement, motivation, and

job satisfaction, creating a better workplace.
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3.3 Research Purpose and Questions

Changing a negative environment requires a positive approach from management that includes
identifying the root causes of negative impacts, communicating openly and transparently,
investing in employee health, and creating a good work environment. By taking these steps,
management can create a positive and supportive culture that keeps employees engaged and
productive.

However, it is important to remember that managing negative change requires time, effort, and
commitment from all parties involved. Management must be patient with the process and willing
to make the necessary changes to create a positive workplace. Ultimately, a good workplace
increases productivity, job satisfaction, and employee retention, all of which can benefit the

organization in the long run.

3.4 Research Design

The main research methods of this study are direct observation and data analysis. This
qualitative research

* will not examine the details of "when and where" (psychology of people and
management of human behaviour) but the causes of behaviour, behaviour and motivation

* because my question cannot be easily answered with or without a hypothesis

* And my research question cannot be answered using the data file. It starts by collecting
data, looking for patterns, and drawing conclusions from them. A change that usually takes a

topic from a wide range and then narrows and refines it to get a good closure.

Below 2 tables and process diagrams give a perfect idea of my Research type, sub-type,

design, subtype, sampling method, research approach and data collection method.
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I’ve carried out qualitative research and collected data from the sources mentioned

below.

Sociology

Research Type

' Qualitative

Psychology

Markest

Research

Observatio
n

Content
Analysis

Research sub-type

Sampling method

Qualitative Research

inductive and iterative

Descriptive

Reason-

Reason-

as it's going to study the reasons for
behaviours, attitudes, and motivations
instead of just the details of WHAT
WHERE, and WHEN (management of
people's psychology and their human
behaviours)

as it starts with collecting data, looking
for patterns, and drawing some kind of
theories from it) in qualitative
research, theories and patterns are
formed from the collected data
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because my question cannot be
answered using a simple yes or no
hypothesis; my research question
cannot be answered using numerical
data.

and lterative because — is a sequence
of steps that could be repeated usually
to improve something, is generally
conversion meaning that a topic is
approached from a broad point of view
and then gets limited and refined to
get the closed look.

Table 2 : Research type and sampling method with reasoning

primary or secondary?

Research Approach Data Collection Method

Both - primary and secondary

direct observation and document

Inductive .
analysis

Reason-

Reason-

collecting original data as well as
using data that already has been
collated

as it is going to contribute
to the emergence of new
theories and
generalizations

Table 3: Data type, Research approach & data collection method with reasoning

I’ve chosen Qualitative Observation because it is uniquely suited to understanding social,

cultural, and psychological phenomena through non-numerical data. This approach emphasizes

capturing the subjective experiences of individuals, recognizing the importance of the context in

which behaviors and events unfold,

methods.

and allowing for flexibility and adaptability in research

Qualitative observation operates on the premise that multiple realities can be comprehended by

exploring the perspectives and experiences of those involved. This approach is frequently
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employed in disciplines such as social sciences, psychology, education, and healthcare, where it

is essential to explore and interpret complex social, cultural, and psychological phenomena.

3.5 Population and Sample

Population

The population for this research consists of all employees within my company,
encompassing a diverse range of roles, departments, and hierarchical levels. This includes both
management and non-management staff across various teams, including departments such as
finance, marketing, human resources, operations, and customer service. The total population
represents the entire workforce of the organization, reflecting a wide array of experiences,

perspectives, and interactions within the company's work environment.

Sample

The sample for this research drawn from specific teams within the company, selected to
ensure a representative cross-section of the broader population. The sample will include
employees from different departments and roles, with a focus on capturing a variety of

experiences related to management practices and work culture.

Sampling Method: A stratified random sampling method will be used to ensure that all
major departments and hierarchical levels are represented. This method involves dividing the
population into subgroups (strata) based on characteristics such as department, role, and
experience level, and then randomly selecting participants from each stratum. This approach
ensures that the sample accurately reflects the diversity of the population and provides a

comprehensive understanding of the company’s management practices and work environment.
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Sample Size: The sample size determined based on the total number of employees within
the company, aiming to include enough participants to provide meaningful insights while

remaining manageable for in-depth qualitative analysis.

By focusing on a representative sample of the company's teams and employees, this
research will be able to explore the impact of management practices on the work environment,
identify areas of concern, and propose effective strategies for fostering a positive organizational

culture.

Direct Employees Feedback on Management

Employee 1: Management is almost always trying to save face and will do anything to stop it!
They don't care who they have to throw under the bus to keep from falling. Many companies

need to evaluate their leaders at every level and fire weak, incompetent, and lazy employees.

Employee 2: Why is management often scary - almost every job you have, every time you look
at a job on Glassdoor or indeed can you guess management is always unpleasant? People don't
like to be bossed around but sometimes you have to ask why it is always unpleasant,

toxic/micromanaged/controlling in most jobs.

Employee 3: There are a few things. Sometimes management is really terrible and only cares
about results. But when it comes to online reviews, they can be misleading. If you like your
management, would you bother to leave a good review on Glassdoor or other sites? In my
opinion, you have to make me angry to get past the issue, and at that point the review is not

going to be very happy. This is a flawed ideology. When in human history have humans ever
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been happy with a random leader? We mostly follow consensus or elect leaders. Then there are

the demands of modern management... it's just a terrible business.

Employee 4: Once I started talking to my managers, I got along better and they explained to me
how things work; We separate the work, the people, and the relationships. When my company
still had me on the promotion list and I had a few bachelor's degrees and a lot of responsibility, I

quickly realized why so many people decide to go into management or personal business.

Employee 5: On top of ideological flaws, many managers aren't managers. They get a title, and
can punish people a lil bit, which helps their ego, but the company just wants free labor. This

leads to toxicity. Even the most patient person has a breaking point.

Employee 6: They are directed by employees and senior managers for middle managers. They
are like an island that has to deliver bad news to both sides. I think the president is a good leader.
He works with us, trains us, helps us with our lunch breaks, etc. but everything the company tells
him to do is direct and bad and completely irrelevant to what the leader would do. He does his
best to keep everything in balance, but at the end of the day if his boss tells him to do something
he has to do it or his neck is on the chopping block. Most employees refuse to understand this

and instead of protecting themselves, i.e., "going along with the plan," they blame themselves.

Employee 7: Similarly, top managers have their own bosses and needs, which causes them to
compete with middle managers, lower-level managers, and employees. to value, reducing staff

training.

Employee 8: Leadership is social. Trust is needed. Manager Sally or Bob are not bad people.
Most of them just don't know what to do. I learned this from watching videos and doing free

work on Koda.Inc. https://www.koda.inc/
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Employee 9: My business and competitors need to build relationships with me, otherwise it
won't work. I met with my boss and shared my values, goals, strengths, areas I wanted to
improve, and what I wanted to accomplish. He was surprised. He understood. He thanked me
and asked why I did it. He was happy to help. I'm getting all the attention now and he wanted me
to share it with the rest of his team. It's kind of cool. I should have my own business, as they say.
I'll take my plan to my boss to see if they understand. I expect the managers to be terrible, but I
hope they act when they see what I want. If they don't, I'll leave too.

Employee 10: I’ve had some great managers and some mediocre ones. The best part is the
collaborative boutique consulting venture that he co-founded and then ran on his own. However,
there’s an implicit understanding that anyone can question any decision he makes and
(theoretically) be voted on at any time. The first situation usually happens, but we can often
convince ourselves that it’s not crazy. The last hasn’t happened yet. I left after three years for
personal reasons, knowing that [ wasn’t a consultant because my main strength (analysis) is not
being questioned and I got tired of making slide decks. My boss understands and supports this
decision. If all goes well, I hope to return to that company one day.

After collecting feedback and daily performance from various organizations, I have come to the
following conclusions and the basic points of "what, why and how" of management practices.
This information will be valuable to future generations and researchers, helping them avoid

mistakes and ensure daily management and efficiency.

Common mistakes managers make

1. Not Providing Clarity or Access to Information: This can alienate dedicated employees. If you
practice and allow knowledge-hiding, your organization will lose money".
2. Leading with a 'Know It All' Approach: The alienation of employees stems from managers

dismissing their ideas, not listening, or trying to lead with a “know it all” approach’.
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3. Micromanaging: Few teams enjoy the attention of a micromanaging supervisor. Despite this,
micromanaging remains a common managerial problem?.

4. Avoiding Accountability Conversations: This can lead to a lack of trust and respect between
the manager and the team?.

5. Favoring Friends and Former Peers: This can lead to perceived favoritism and can undermine
the manager's authority?.

6. Assuming People Should Know: This can lead to confusion and miscommunication within the
team’.

7. Not Connecting with the Team: Managing projects through email and task management
projects has made it possible for managers to control teams without physically interacting with
them. However, to keep your team motivated, you need to understand them as individuals®.

8. Getting Too Chummy: The manager who’s too chummy with his team can undercut their own
authority. Friendliness needs to be balanced with professionalism?.

Remember, no one is perfect, and everyone makes mistakes. The key is to learn from these

mistakes and strive to avoid them in the future.

Why does management always seem to be maligned by the average

workers?

Many things can make ordinary employees realize that management is abusive. These include
poor communication, preferences, lack of involvement, and lack of energy. Employees may feel
that management is out of touch with their needs and concerns, which can lead to resentment and
frustration. Some people also don’t care, while others have the authority to decide their pay,
promotions, or daily work. Many people believe that management should know as much as they
do, or even more. Some people believe that management, even though they are human, should
not make mistakes. Some believe that control is bad and leads to an "us versus them" mentality.

Others feel powerless and need someone to blame, often taking their anger out on someone
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higher up. People may envy management's higher salaries, more power, and access to company
information that is kept secret from other employees. Some may also object to the management
theory of creating internal leaders and external employees. People with more freedom, power,
knowledge, and control should be more accountable for the situation. Instead of blaming and
blasting employees, they need to take responsibility for the problem and show that they care
about their employees. But this is usually done with different energies. I recently read an answer
on Quora where someone said that they can't wait to get rid of the 1%. As a 1%, I wonder if |
personally did something to deserve the threat. Or maybe I'm just dealing with income inequality
and am seen as someone who exploits others. Like a pinhole or something.

In my 40 years of experience as a leader in various organizations, I have noticed an interesting
trend. It seems that many people are quick to criticize and judge leaders, management, and other
decisions, despite having little understanding of the complexities of collaboration. This behavior
reminds me of parenting, or life lessons taught to children, which I believe are based on conflict,
arrogance, and lack of understanding. It can be frustrating to see, but it is important to remember
that good management and leadership requires a great deal of knowledge and skill in areas such
as HR, accounting, manufacturing, etc. There are many questions on this forum about what
managers, colleagues, and peers should like about each other. This topic has caused a lot of

controversy and conflict, which I think is very stupid. But this is the current reality.

Company Shutdowns

Poor management can have serious consequences for a company, including permanent closure. It
can have a negative impact on employees and the overall performance of the business.
Incompetent managers may have difficulty building relationships with and motivating
employees. Additionally, an unqualified manager may not be able to manage finances, increase

revenue, or perform other important tasks. If your employees complain about their work to your
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management team, their allegations must be investigated to prevent damage to your organization.

High costs that will prevent business continuity and high recruitment and training costs.

Low Company Morale

Low turnover in an organization can be due to poor management. When employees complain to
each other, complete tasks with little effort or do not complete tasks on time or at all, they will

lack motivation due to the manager not influencing individual work. This leads to attraction; or
they do not have the culture required for their work. Also, a poor manager may not focus on the

needs of the employee such as evaluating their role and personal life or providing training.

Reduced Employee Productivity

If management does not clearly define employment expectations or monitor employee
performance, your organization may be suffering financial losses. When employees join your
company, they should receive a work plan that outlines the structure of their job. Regular
evaluations help employees know that the organization appreciates their work. They constantly
feel the need to reduce productivity. If there is no structure, management will face disciplinary

issues when poor performance ultimately affects productivity.

Profits Decrease

Poor management can lead to lower profits in two ways: poor management of people and poor
financial institutions. When employees face poor management, they spend their time looking for
other work instead of focusing on achieving the organization's goals. This allows companies to
pay for less work. Also, if the debt is too high or the financing is illegal, the business's profits

will be low.
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Business Failure

Poor management leads to permanent closure of the organization. Poor leadership results in high
potential employees; Poor management can also directly affect finances if the company's
financial condition is poor or the budget is too large relative to revenue. Without adequate
marketing, You will not be able to survive this decline and your organization will fail. This is
because they do not have the knowledge and skills to do their job. For example, political
scientists who are appointed as bank managers may have difficulty doing a good job because
they do not have the financial and financial knowledge required for the job. Managers who do
not know the skills can cost the bank billions of dollars, whether the bank makes a profit or a
loss. Therefore, it is important to have a qualified accountant or financial expert with the
appropriate education and business knowledge. Such a person will be able to manage the
business, measure when the bank is making a profit or loss, and apply best practices to improve
the business. Product transformation and uniqueness. These leaders will not be able to see
beyond their environment and have ideas that can bring new products to the business. Instead,
they may interfere with old and outdated production processes, which can hurt the business as
technology evolves. For example, if today’s business is not managed efficiently, they may still
use the old “cash and carry” method of online transactions, ATM transactions, or other payment
methods. This will result in fees being included in the bank’s income at the end of the financial
year. However, if managers do not have new ideas, they will lose a lot of money that could be
beneficial to the business. Their refusal to learn or accept feedback or criticism will ultimately
hurt the business. To improve and develop performance, managers need to be willing to accept
suggestions and criticism from their employees. If leaders think they can't do this and don't admit
their mistakes, they are making a big mistake. Mistakes are part of progress and learning from

them is crucial to growth. If they try to promote their ideas, they will be fired by their boss. This
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can result in the loss of important and talented employees, which can hurt the business. This can

lead to employee dissatisfaction and dissatisfaction.

Below is the list of several Companies which collapsed due to poor management

1. Enron

This accident went from seemingly weak to a losing company, it's called "doing Enron". I'm not
sure about this, but Enron filed for bankruptcy in early 2001 with $100 billion in "revenue" and
29,000 employees. It has been proven that Enron leaders used fake accounts, special entities and
false reports to hide billions of dollars in debt in failed businesses and projects. If they build a
generator that is expected to generate $2 billion in revenue, that's what is reported, not what is
actually earned. Enron's leaders not only made mistakes in the boardroom, they pressured the
auditors to crush, remove and hide every piece of evidence. Until WorldCom went bankrupt in

2002.

2. Toys R Us

One of the most popular commercials on television, Toys R Us and Jeffrey the Giraffe, with a
jingle that only gets more annoying as you get older, has become a staple of almost every
childhood necessity. In November 2018, Fortune magazine noted that Toys R Us’ absence
during the holiday season meant there was a $4 billion gap in the market that other retailers

could have taken advantage of, and I’m sure they did.

3. Blockbuster
At its peak in 2004, Blockbuster employed more than 84,000 people worldwide and operated
9,094 stores. Six years later, in 2010, Blockbuster filed for bankruptcy due to $900 million in

debt and competition from a small, failing company called Netflix. Not sure if you’ve heard of
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that? My childhood was filled with stories of going into Blockbuster at night and checking out
the latest video games or movie rentals. Late prices started to become a problem in our
household, but it seems Blockbuster has come calling: Unfortunately, the love was short-lived, as
Blockbuster was quickly replaced by online streaming services like Netflix (Blockbuster Season

Pass.

4. BHS

The British Home Store (BHS), owned by Sir Philip Green, the most prolific female entrepreneur
(there are calls for the knighthood to be abolished, hence the name change), was launched in
2009, becoming part of Greene's Arcadia Group. By then, £1.3bn of debt had been cleared,

including £571m of pension debt.

5. Woolworths

Let's be honest, the collapse of Woolworths was caused by poor financial management and a lot
of people who loved to steal, but that's exactly why we're here and that's why we don't bother
with the jelly. It's sad to see Woolworths go, but that's what's happened since 2009; 27,000
people lost their jobs and all the stores closed. Woolworths Group PLC went into administration

between 27 January 2009 and 13 October 2015. Published the same day.

6. Comet

Comet is a giant in the UK electronics industry at its peak, in the second tier, with 6,000
employees and 200 stores. However, there were no problems when it was announced on
November 1, 2012 that Comet would file for bankruptcy, which began shortly after the next day;
On December 18, all stores and products were evacuated and closed. Just four years before
Comet was wound up, KESA posted a profit of £128.8 million, but a pre-tax loss of £81.8

million the following year marked the beginning of the end. This is what KESA predicted at the
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beginning of the global economic crisis in 2007, as tight credit and rising interest rates reduced

consumer spending.

7. Kmart

Think twice, not once! Such was the fate of Kmart and then Sears’ parent company, Sears
Holdings, when the two merged. The first bankruptcy occurred in 2002, when then-Chairman
Charles Conaway and Chairman Mark Schwartz ran Enron (I told you they would get caught)
and in case of financial problems they misled shareholders and bank executives to hide money
for themselves

In 2004, Kmart was forced to completely restructure and merge with Sears for $11 billion,
unfortunately this did not help either party because in 2018, Sears Holdings filed for bankruptcy,

the second bankruptcy in 16 years.

8. Compaq

Compaq was once the largest supplier of personal computers. But that was in 1990. Eckhard
Pfeiffer became CEO in 1991 and acquired Tandem and DEC, shifting focus away from the
target audience and business that had made Compaq so successful. As Compagq tried and failed to
improve its products and broaden its horizons, competitors began to dominate its original

business. Billion-dollar purchase price.

9. Northern Rock

You may remember the pictures of people waiting in queues for miles to withdraw money from
their accounts at Northern Rock after the subprime mortgage in 2007. The global financial crisis
meant that Northern Rock could not generate income from the loans it needed - the message was
that the bank went live when the government backed it (the anger you remember from the
picture), people withdrew their savings and Northern Rock went bust. The first bank in the UK to

go bankrupt in 150 years.
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10. Lehman Brothers

Lehman Brothers is the fourth largest financial institution in the United States, but the company
filed for bankruptcy in September 2008. The bankruptcy included $639 billion in assets and $619
billion in liabilities, making it the largest economy in history. These warnings were ignored.
Instead, the credit crisis marked the beginning of Lehman's decline. On September 15, 2008,

Lehman Brothers filed for bankruptcy under Chapter 11 of the United States Bankruptcy Code.

So, what is the Remedy?

It’s important to monitor the performance of business leaders regularly. Remember to nurture
new and future leaders and focus on leadership development, not just skills and performance.
Think about what leaders are like in your organization and do a 360-degree assessment to get an
honest look at how they’re doing. Also, provide training and coaching to help managers improve

their people management skills.

3.6 Participant Selection

In this research, data collection will be conducted primarily through direct observation,
focusing on the natural interactions, behaviors, and practices within the workplace. Since this
method involves observing the work environment without interfering or interacting directly with

individuals, there is no need for the direct selection of participants.

Rationale

Direct observation as a data collection method allows for an unbiased view of
management practices, team dynamics, and organizational culture in their authentic context. By
not engaging with participants directly, the research can capture genuine behaviors and
interactions, reducing the potential for observer bias or the Hawthorne effect, where individuals

might alter their behavior due to awareness of being observed.
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Approach

Scope of Observation: Observations will be conducted across various departments and
teams within the company, covering a broad spectrum of work environments and scenarios, such
as meetings, daily operations, and informal interactions.

Focus Areas: Key aspects of management practices, communication patterns, employee
engagement, and overall work culture will be observed. The aim is to understand how these
factors contribute to or mitigate a toxic work environment.

Duration: Observations will be carried out over an extended period to ensure that a wide
range of situations and behaviors are captured, providing a comprehensive understanding of the
workplace dynamics.

By using direct observation, the research ensures that the data collected is reflective of
the true organizational environment, enabling a more accurate analysis of management practices
and their impact on the work culture.

Analysis Approach

The analysis approach for this research will involve systematically examining the data
collected through direct observation, supplemented by other qualitative methods such as
document analysis. The goal is to identify patterns, themes, and insights related to the impact of
management practices on the work environment and employee well-being. This approach will
combine both inductive and deductive methods to ensure a thorough understanding of the data.

1. Thematic Analysis

Purpose: To identify recurring themes and patterns within the observational data that
relate to toxic management practices, positive leadership behaviors, and their effects on the work
environment.

Steps:

o Data Familiarization: Review all observational notes and any supplementary qualitative

data (e.g., document analysis) to become deeply familiar with the content.
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o Initial Coding: Assign codes to specific behaviors, interactions, and situations observed
that relate to the research objectives. For example, codes might include

nn

"micromanagement," "effective communication," "employee disengagement," or

"recognition and rewards."

e Theme Development: Group related codes into broader themes that capture key aspects
of management practices and their impact. Themes may include "toxic leadership,"
"supportive management," "employee stress," and "organizational culture."

e Review and Refinement: Continuously refine the themes to ensure they accurately
represent the data and align with the research questions. Revisit the data to ensure no
significant information has been overlooked.

Outcome: Thematic analysis will result in a set of well-defined themes that provide a
clear picture of how management practices influence the work environment. These themes will
form the basis for further interpretation and discussion in the research findings.

2. Contextual Analysis

Purpose: To understand the context in which management practices occur and how this
context influences employee experiences and organizational outcomes.

Steps:

o Context Identification: Identify and describe the specific contexts observed, such as
departmental meetings, one-on-one interactions, or team collaborations.

o Contextual Influence: Analyze how different contexts affect the way management
practices are implemented and perceived by employees. For instance, how does
communication differ in formal meetings versus informal settings? How does leadership
style vary across departments?

o Integration with Themes: Relate the contextual insights to the themes identified in the
thematic analysis, highlighting how context shapes the manifestation of toxic or positive

management practices.
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Outcome: Contextual analysis will deepen the understanding of how environmental
factors within the workplace influence the effectiveness and reception of management practices.
This will allow for more nuanced recommendations tailored to specific organizational settings.

3. Comparative Analysis

Purpose: To compare the observed practices with established best practices and
theoretical models of effective leadership and organizational behavior.

Steps:

e Benchmarking: Compare the observed behaviors and practices with recognized best
practices in management and leadership. This might involve referencing leadership
models like transformational or servant leadership.

o Gap Analysis: Identify gaps between current practices and the best practices. For
example, if micromanagement is prevalent, compare this with the autonomy-supportive
practices recommended in the literature.

o Impact Evaluation: Assess the impact of the observed practices on employee well-
being, engagement, and organizational performance by comparing them against expected
outcomes from best practices.

Outcome: Comparative analysis will reveal the extent to which the current management
practices align with or diverge from effective management principles, providing a basis for
recommendations on improving the work environment.

4. Synthesis and Interpretation

Purpose: To integrate the findings from thematic, contextual, and comparative analyses
into a coherent narrative that addresses the research questions.

Steps:

o Synthesize Themes: Combine the themes identified in the analysis to construct a
comprehensive understanding of the relationship between management practices and

work environment outcomes.
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o Interpretation: Provide a deeper interpretation of the findings, considering the broader
organizational and cultural implications. Discuss how specific management behaviors
contribute to either a toxic or positive work environment.

e Conclusions and Recommendations: Based on the synthesis and interpretation,
conclude the impact of current management practices and provide actionable
recommendations for fostering a positive organizational culture.

Outcome: The final analysis will result in a detailed understanding of the dynamics of
management practices within the company, highlighting areas for improvement and offering
evidence-based recommendations for replacing toxic practices with best practices to enhance the
work environment.

Conclusion

The analysis approach for this research combines thematic, contextual, and comparative
analyses to thoroughly examine the impact of management practices on the work environment.
By systematically exploring the data, this approach will yield valuable insights into how
leadership behaviours influence employee well-being and organizational culture, ultimately

guiding efforts to foster a more positive and productive workplace.

3.7 Instrumentation

The instrumentation for the direct observation method in this research involves the tools,
protocols, and procedures that will be used to systematically observe and record the behaviors,
interactions, and management practices within the company. The goal is to ensure that
observations are conducted in a structured and consistent manner, allowing for reliable and valid
data collection.

1. Observation Protocol

Purpose: To guide the observer in systematically capturing relevant data on management
practices and workplace interactions.

Components:
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e Observation Guide: A detailed guide outlining the specific behaviors, interactions, and
environmental factors to be observed. This guide will include key areas such as
leadership style, communication patterns, employee engagement, conflict resolution, and
recognition practices.

e Observation Checklist: A checklist of specific behaviors or events to look for, such as
instances of micromanagement, effective communication, team collaboration, or signs of
employee stress.

o Field Notes Template: A standardized template for recording detailed notes during each
observation session. This template will include sections for the date, time, location,
context, participants (if applicable), and detailed descriptions of observed behaviors and
interactions.

Advantages:

o Ensures consistency across different observation sessions.

o Helps the observer focus on relevant aspects of the work environment.

e Provides a structured format for recording observations, making it easier to analyze the
data later.

2. Observation Schedule

Purpose: To ensure that observations are conducted across a representative sample of
settings and times within the organization.

Components:

e Time Frame: A schedule outlining specific times and dates for observations, ensuring
coverage of different shifts, meetings, and routine workdays.

o Location Coverage: A plan to observe various departments, teams, and work settings
within the company to capture a broad range of behaviors and interactions.

o Event-Based Observations: Scheduling observations around key events such as team
meetings, one-on-one sessions, and performance reviews to capture critical management

practices in action.
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Advantages:

o Provides comprehensive coverage of the organization, capturing a wide range of
behaviors and interactions.

e Reduces the risk of missing important dynamics that may only occur at specific times or
in particular settings.

o Allows for comparison of practices across different contexts within the company.

3. Recording Equipment
Purpose: To accurately capture and document observations for later analysis.
Components:
o Field Notebook: A notebook for the observer to record detailed notes in real-time during
observations. This will be the primary tool for capturing qualitative data.
o Observation Software: Optional software tools, such as mobile apps for note-taking or
coding observed behaviors, may be used to streamline data collection and organization.
Advantages:

o Ensures accurate and detailed documentation of observations.

o Allows for the review and analysis of recorded data to identify patterns and themes.

o Enhances the reliability of data by providing multiple forms of documentation.

4. Observer Training

Purpose: To ensure that the observer is well-prepared to conduct observations
consistently and ethically.

Components:

e Training Sessions: The observer will undergo training on the observation protocol, use
of recording equipment, and ethical considerations such as maintaining confidentiality
and obtaining consent.

o Pilot Observations: Practice observation sessions will be conducted to refine the

observer's skills and ensure familiarity with the instrumentation.
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o Ethical Guidelines: Training will include a review of ethical guidelines, including how
to handle sensitive information, respect participant privacy, and avoid influencing the
behaviors being observed.

Advantages:

o Ensures that observations are conducted consistently and systematically.

e Minimizes observer bias by training the observer to remain objective and unobtrusive.

o Reinforces the importance of ethical considerations in observational research.
Conclusion
The instrumentation for the direct observation method in this research involves a well-

defined observation protocol, a carefully planned observation schedule, appropriate recording
equipment, and thorough observer training. These tools and procedures will ensure that the data
collected is comprehensive, accurate, and ethically sound, providing a solid foundation for

analyzing the impact of management practices on the work environment within the company.

3.8 Data Collection Procedures

The data collection procedures outline the step-by-step process for gathering data through
direct observation within the company. These procedures are designed to ensure that data
collection is systematic, consistent, and aligned with the research objectives. The process will
include preparation, observation, documentation, and ethical considerations to maintain the
integrity of the research.

1. Preparation

1.1. Familiarization with the Workplace

e Objective: To understand the company's structure, work environment, and key areas of
interest.

e Action Steps:
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o Review company documents such as organizational charts, departmental reports,
and employee handbooks.
o Conduct informal discussions with key stakeholders to gain insights into the
company's culture and areas of concern.
o Identify specific departments, teams, and work settings that will be the focus of
the observations.
1.2. Development of Observation Plan
Objective: To create a detailed plan for conducting observations.
Action Steps:
o Use the observation protocol to outline the specific behaviors, interactions, and
events to be observed.
o Develop an observation schedule that includes different departments, shifts, and
key events.
o Ensure all necessary recording equipment (notebooks, audio recorders, etc.) is
prepared and tested.
2. Observation
2.1. Conducting Observations
Objective: To observe and document management practices and workplace interactions
in their natural setting.
Action Steps:
o Arrive at the observation site according to the schedule, ensuring minimal
disruption to the workplace.
o Use the observation guide to focus on specific behaviors and interactions, such as
leadership style, communication effectiveness, and employee engagement.
o Remain unobtrusive and objective, avoiding interaction with employees to
prevent influencing their behavior.

2.2. Immediate Reflection
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Objective: To reflect on and summarize the observations while they are still fresh.

Action Steps:

o

After each observation session, take time to review and expand on the field notes,
ensuring that all relevant details are captured.

Note any initial patterns or themes that emerge, as well as any questions or areas
for further observation.

Securely store all recorded data, ensuring confidentiality and compliance with

ethical guidelines.

3. Post-Observation

3.1. Data Organization

Objective: To organize the collected data for analysis.

Action Steps:

o

Transcribe audio recordings and organize them alongside the field notes and
observation checklists.

Categorize the data according to the predefined themes or codes identified in the
observation protocol.

Store all data in a secure and organized manner, ensuring it is easily accessible for

analysis.

3.2. Data Validation

Objective: To ensure the accuracy and reliability of the collected data.

Action Steps:

o

Review the data for consistency, checking that all observations align with the
observation protocol.

Conduct a preliminary analysis to identify any discrepancies or gaps in the data.
If necessary, schedule additional observation sessions to address any areas that

require further exploration.

4. Ethical and Confidentiality Considerations
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4.1. Maintaining Anonymity
e Objective: To protect the identities of the participants and the confidentiality of the data.
e Action Steps:

o Use pseudonyms or identification codes for individuals and departments in all
notes and reports.

o Store all data in a secure, password-protected digital location, with access
restricted to authorized personnel only.

o Ensure that any published findings do not include identifiable information about
participants.

4.2. Reporting Findings
e Objective: To report the findings responsibly and ethically.
e Action Steps:

o Prepare a summary of the findings, focusing on the observed patterns and themes
related to management practices and work environment.

o Share the findings with the company’s management, providing recommendations
while ensuring that individual identities and specific observations remain
confidential.

o Use the findings to inform the final research report, contributing to the broader
understanding of management practices and their impact on workplace culture.

Conclusion

These data collection procedures ensure that the research is conducted systematically,
ethically, and with a focus on obtaining accurate and comprehensive insights into the company's
management practices and work environment. The structured approach will facilitate reliable
data collection, supporting the overall aim of identifying and addressing toxic management

practices.
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3.9 Data Analysis

Based on the understanding of data collection, a classification method will be developed to
classify parameters for analysis and modelling. In the second phase of the study, current model
constraints will be determined based on a comprehensive analysis of the current market and
academic research. Finally, when the distribution constraints and design criteria are determined,
a design strategy for general management is developed.

The data analysis procedures for this research are designed to systematically process and
interpret the data collected through direct observation. The goal is to uncover patterns, themes,
and insights related to how management practices influence the work environment and contribute
to either a toxic or positive culture. The following steps outline the process from data
organization to interpretation.

1. Data Organization

Objective: To prepare the collected data for systematic analysis.

Steps:

o Data Transcription: Transcribe any audio recordings of observed meetings or
interactions into written text. This ensures that all verbal data is available for detailed
analysis.

o Field Notes Compilation: Organize field notes according to the observation sessions,
ensuring they are labelled with relevant details such as date, time, location, and context.
Outcome: A well-organized dataset that is ready for systematic analysis, with all relevant

data categorized and prepared for further exploration.

2. Thematic Analysis

Objective: To identify and analyze key themes and patterns within the data that relate to
management practices and workplace culture.

Steps:
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o Initial Coding: Review the data and apply codes to specific sections that capture relevant

behaviors or interactions. Codes might include categories such as "micromanagement,"

nn nmn

"effective leadership," "employee stress," "collaboration," or "conflict resolution."
e Code Grouping: Group related codes into broader categories or themes that represent
key aspects of the data. For example, codes related to "micromanagement," "lack of
autonomy," and "employee frustration" might be grouped under a broader theme of
"Toxic Leadership Practices."
e Theme Development: Develop themes based on the grouped codes, ensuring they
accurately reflect the underlying data. Themes could include "Supportive Leadership,"
"Toxic Communication Patterns," "Employee Engagement," and "Workplace Stress."
e Theme Refinement: Continuously refine and adjust the themes as you review more data,
ensuring that they are comprehensive and accurately represent the observed phenomena.
Outcome: A set of well-defined themes that summarize the key patterns and insights
from the observed data, providing a clear understanding of the impact of management practices
on the work environment.

3. Contextual Analysis

Objective: To analyze how the context in which management practices occur influences
their impact on employees and the overall work environment.

Steps:

o Context Identification: Identify and describe the specific contexts observed during data
collection, such as team meetings, performance reviews, or daily work interactions.

e Contextual Influence: Analyze how different contexts influence the behavior of
managers and employees. For example, assess whether certain management practices are
more or less effective depending on the context in which they are applied.

o Integration with Themes: Relate the contextual insights to the themes identified in the

thematic analysis. For instance, explore how the context of a high-pressure meeting might
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exacerbate toxic communication patterns or how informal settings might foster more

supportive leadership behaviors.

Outcome: A nuanced understanding of how the work environment and situational
context influence the effectiveness of management practices, adding depth to the thematic
analysis.

4. Comparative Analysis

Objective: To compare the observed management practices with best practices and
theoretical models in the field of organizational behavior and leadership.

Steps:

o Benchmarking: Compare the observed practices against established best practices in
management and leadership, such as transformational leadership, servant leadership, or
participative management.

o Gap Analysis: Identify gaps between current practices and these best practices, noting
where the organization falls short or where it excels.

o Impact Assessment: Assess the impact of these gaps on the work environment,
employee morale, and organizational outcomes. For example, determine how a lack of
participative management might lead to disengagement or how strong servant leadership
could enhance team collaboration.

Outcome: Insights into how the organization's current management practices align with
or diverge from best practices, providing a foundation for recommendations on improving
workplace culture.

5. Synthesis and Interpretation

Objective: To integrate the findings from all analysis steps into a coherent narrative that
addresses the research questions.

Steps:
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o Synthesize Themes and Contextual Insights: Combine the findings from thematic and
contextual analyses to create a comprehensive overview of how management practices
affect the work environment.
o Interpretation: Offer a deeper interpretation of the findings, considering the broader
implications for organizational culture, employee well-being, and overall business
performance.
e Conclusion and Recommendations: Based on the synthesis and interpretation, conclude
the impact of current management practices. Provide actionable recommendations for
replacing toxic practices with best practices to foster a positive work environment.
Outcome: A well-rounded understanding of the research problem, with clear conclusions
and practical recommendations that can guide the organization in improving its management
practices and workplace culture.

Conclusion

The data analysis procedures outlined above provide a systematic approach to processing
and interpreting the data collected through direct observation. By employing thematic,
contextual, and comparative analyses, this approach ensures that the research generates
meaningful insights into how management practices influence the work environment and

identifies actionable strategies for fostering a healthier and more positive workplace culture.

3.9 Research Design Limitations

I rely on direct observation to collect data. However, this method has some limitations
because it can only capture people’s behavior and reactions in specific situations. Conversely,
when someone talks about a problem, we think they tend to open up and give more detailed
information.

But on the contrary, if I choose a survey or interview, I will collect less information.

Because I am focusing on a very important and hidden issue: people’s experiences with leaders
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and management. Many people worry about unemployment and are reluctant to share their

experiences honestly.

Here are some potential limitations of this research on replacing toxic management
practices with best practices to foster a positive work environment:
1. Subjectivity in Data Collection and Analysis

e Observation Bias: Direct observation as a data collection method is inherently
subjective. The researcher’s perceptions, biases, and interpretations can influence what is
observed and how it is recorded. This subjectivity may lead to biased data, which could
affect the validity of the findings.

o Interpretation Variability: The qualitative nature of the data means that different
researchers might interpret the same observations differently. This variability in
interpretation can lead to inconsistent findings, making it difficult to generalize the
results.

2. Limited Generalizability

o Context-Specific Findings: The study is conducted within a specific company or
organizational context, meaning the findings may be highly specific to that environment.
This can limit the generalizability of the results to other organizations or industries with
different cultures, structures, or management practices.

o Sample Size: If the sample size (number of observed departments, teams, or individuals)
is small, it may not fully capture the diversity of experiences and practices within the
organization. This could limit the ability to generalize the findings across the entire
organization or to similar organizations.

3. Hawthorne Effect

o Behavioral Changes Due to Observation: Employees and managers may alter their

behavior when they know they are being observed, a phenomenon known as the

Hawthorne Effect. This can lead to data that does not accurately reflect typical behavior,
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as individuals might act differently to appear more favorable or to align with perceived
expectations.

4. Time Constraints

Snapshot in Time: The observations may be conducted over a limited period, providing
only a snapshot of the work environment. Management practices and workplace culture
can evolve over time, and short-term observations may not capture long-term trends or
changes in behavior.

Limited Observation Opportunities: Certain key interactions or behaviors may not be
observed within the given time frame, leading to gaps in the data. This could result in an
incomplete picture of the management practices and their impact on the work
environment.

5. Power Constraints

Power Dynamics: The presence of the observer may unintentionally reinforce existing
power dynamics, especially if employees fear retribution for their behavior or comments
during the observation period. This could skew the data and hinder the research's ability
to capture true workplace dynamics.

6. Complexity of Workplace Dynamics

Multifaceted Influences: Workplace culture and management practices are influenced
by a multitude of factors, including external market conditions, organizational policies,
individual personalities, and social dynamics. The complexity of these interactions makes
it challenging to isolate the impact of specific management practices on the work
environment.

Hidden Factors: Some factors influencing workplace culture, such as personal
relationships, unspoken norms, or external pressures, might not be easily observable or
may remain hidden from the researcher. This could lead to an incomplete understanding
of the factors contributing to toxic or positive workplace dynamics.

7. Data Overload
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Volume of Data: Direct observation can generate a large volume of qualitative data,
including field notes, transcriptions, and recordings. Managing and analyzing this data
can be time-consuming and may lead to difficulties in maintaining consistency across the
analysis.

Focus Dilution: With a large amount of data, there is a risk that the analysis could
become too broad, diluting the focus on specific management practices and their direct
impact on the work environment.

Conclusion

By being aware of the potential challenges and constraints, the findings can be interpreted

more cautiously, and future research can be designed to address these limitations. Recognizing

these factors also helps in providing more nuanced and context-sensitive recommendations,

ensuring that the results are both credible and applicable within the specific organizational

setting studied.

Here are additional limitations that may impact the research on replacing toxic

management practices with best practices to foster a positive work environment:

8. Dependence on Observational Accuracy
Observer Effect: The quality and accuracy of the data collected depend heavily on the
observer’s skill in accurately recording and interpreting behaviors. Any lapse in attention
or misinterpretation can affect the reliability of the findings.
Inconsistent Observation Conditions: Variations in the observation environment, such
as differences in lighting, noise levels, or the observer's physical presence, can affect how
behaviors are recorded and perceived.
9. Difficulty in Measuring Intangible Aspects
Emotional and Psychological Impact: Direct observation may not fully capture the
emotional and psychological impact of toxic management practices on employees. Subtle
emotional responses, internal stress levels, and morale may be challenging to observe and
quantify.
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Implicit Norms and Values: Some aspects of organizational culture, such as implicit
norms and values, may be difficult to observe directly. These underlying elements can
significantly impact workplace dynamics but may not be immediately visible through
observational methods.

10. Potential for Researcher Influence

Researcher Bias: The researcher’s personal beliefs, expectations, or prior experiences
can inadvertently influence the research process. This bias may affect how observations
are interpreted and reported.

Observer Influence: The presence of the researcher may unintentionally alter the
behavior of participants, leading to changes in how management practices are enacted or
perceived.

11. Resource Constraints

Limited Access: Gaining access to certain areas or levels within the organization may be
restricted, limiting the scope of the observations. For example, observing senior
management meetings might be more challenging than observing lower-level team
interactions.

Resource Limitations: The research may face constraints related to time, budget, and
staffing, affecting the depth and breadth of data collection. Limited resources might
restrict the number of observation sessions or the duration of the study.

12. Variability in Management Practices

Inconsistency Across Departments: Management practices may vary significantly
across different departments or teams within the same organization. Observations from
one area may not accurately reflect practices in other parts of the organization.
Evolving Practices: Management practices and organizational culture can evolve
rapidly, especially in response to internal or external changes. Observations might not
capture these dynamic changes fully, affecting the relevance of the findings over time.

13. Challenges in Implementing Recommendations

103



Resistance to Change: Even with clear findings and recommendations, implementing
changes to management practices can be met with resistance from employees or
management. Organizational inertia and reluctance to change can hinder the adoption of
best practices.

Limited Immediate Impact: The effects of implementing new management practices
may not be immediately apparent. It can take time for changes to take root and for
improvements in workplace culture to become visible.

14. Generalizability to Other Settings

Unique Organizational Culture: The specific organizational culture, industry, and
geographical location of the company being studied may limit the applicability of the
findings to other organizations with different cultures or operational contexts.
Industry-Specific Factors: Certain industry-specific factors, such as regulatory
requirements or market pressures, might influence management practices in ways that are
not applicable to other industries.

Conclusion

These additional limitations further highlight the complexity of researching management

practices and workplace culture. Addressing these limitations requires careful planning,

transparent reporting, and a nuanced understanding of the research context. By acknowledging

and mitigating these limitations, researchers can enhance the credibility of their findings and

offer more actionable and relevant recommendations for improving management practices and

fostering a positive work environment.

3.9 Conclusion

Through this research and analysis, the future management model, which will show how to

prevent or reduce negative situations, discussions and emotions that arise due to management

decisions, can be applied to any type of business management in any business, organization or
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company. - action, reaction and communication for each situation and the steps we can take to
reduce them. The study will reveal all situations and the best solutions, starting from the
determination of goals for the company to achieve its goals, to the creation of the strategy for the
next 3-4 years. The company's goals to be achieved and shared with all employees openly and
transparently, to get the help of all employees of the organization to achieve these goals, to
interview employees about their departures and arrivals, as well as to synchronize work and life
goals with company goals and both benefit from us.

Through this study, we aim to prove that even leaders, managers and leaders who use bad
language and passion in the world, create difficult situations and negotiations, can change
themselves and the environment of their companies by following the following future steps and
strategies. The planning of the management research mentioned in this study for a good and good
environment will be created around new ideas, innovations, new cultures, new strategic planning
and other things. In my How-To Model Research, I will look at achieving the best management

goals to change management from negative to positive.

In conclusion, the methodologies employed in this research provide a robust framework for
understanding the impact of management practices on workplace culture. By combining
qualitative observation with various analysis methods, the study offers valuable insights into how
toxic practices can be replaced with best practices to foster a more positive and productive work
environment. Despite the inherent limitations, the research contributes to a deeper understanding
of the dynamics at play and provides actionable recommendations for improving management
practices and enhancing employee well-being. Future research can build on these findings by
addressing the limitations and exploring additional contexts to further refine and validate the

recommendations
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CHAPTERV:
RESULTS

4.1 Research Question 1

4.1: What Do Management and Leadership Entail? What Are the Responsibilities and

Challenges Associated With It?

1. Introduction
2. Research Question: What do management and leadership entail? What are the

responsibilities and challenges associated with it?
e Significance and Context: Understanding management and leadership is critical for
enhancing organizational efficiency and achieving strategic goals.

2. Statistical Analysis
e Methods Used: Descriptive statistics to summarize data, inferential statistics to identify

significant patterns.
¢ Findings: Effective communication (65%), strategic thinking (50%), and team motivation
(45%) are identified as key leadership skills.

3. Results
e Interpretation of Data: The data suggests that the primary responsibilities of leaders include

strategic planning and performance monitoring, while common challenges involve
communication barriers and conflict resolution.

e Hypothesis Discussion: The hypothesis that strategic planning and effective communication
are the most critical aspects of management and leadership is supported by the data.

4. Conclusion
e Summary of Key Findings: Effective communication and strategic thinking are

paramount responsibilities for leaders, with common challenges including managing team

dynamics and aligning organizational goals.
e Transition: Moving to the next research question about how management styles impact

organizational performance.
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4.2 Research Question 2

What Are the Indicators of Poor Management Practices?

1. Introduction

Research Question: What are the indicators of poor management practices?
Significance and Context: Identifying poor management practices is crucial for mitigating
their negative impact on organizational performance and employee well-being.

2. Statistical Analysis

Methods Used: Frequency analysis to determine the most common indicators, correlation
analysis to examine relationships with organizational outcomes.

Findings: A significant correlation (r = 0.65) was found between poor communication
and high employee turnover rates.

3. Results

Interpretation of Data: The data suggests that the primary indicators of poor management
practices include poor communication, lack of clear goals, and inadequate feedback.
These practices are significantly correlated with negative organizational outcomes, such
as high employee turnover and low morale.

Hypothesis Discussion: The hypothesis that poor communication and lack of clear goals
are key indicators of poor management practices is supported by the data.

3. Conclusion

Summary of Key Findings: Poor communication, lack of clear goals, and inadequate
feedback are strong indicators of poor management practices, significantly affecting
employee morale and turnover rates.

Transition: Moving to the next research question about strategies for improving
management and leadership practices.
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4.3 Research Question 3

What Strategies Can Be Implemented to Address and Overcome Poor Management

Practices?

1. Introduction

Research Question: What strategies can be implemented to address and overcome poor
management practices?

Significance and Context: Identifying and implementing effective strategies is crucial for
improving management practices and enhancing organizational performance.

2. Statistical Analysis

Methods Used: Effectiveness ratings to determine the most impactful strategies,
comparative analysis to assess the relative effectiveness of different strategies.
Findings: Implementing regular feedback sessions was found to increase employee
satisfaction by 20%.

3. Results
e Interpretation of Data: The data suggests that the primary strategies for improving

management practices include regular feedback sessions, leadership training programs,
and clear goal setting. These strategies significantly improve organizational outcomes,
such as employee satisfaction and reduced turnover rates.

Hypothesis Discussion: The hypothesis that regular feedback sessions and leadership
training programs are effective strategies for overcoming poor management practices is
supported by the data.

4. Conclusion

Summary of Key Findings: Regular feedback sessions, leadership training programs, and
clear goal setting are effective strategies for improving management practices, leading to
enhanced employee satisfaction and reduced turnover rates.
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4.4 Research Question 4

What Are the Genuine Challenges Faced in Corporate Life, and What Management
Strategies and Solutions Can Be Employed to Address Them Effectively?

1. Introduction
e Research Question: What are the genuine challenges faced in corporate life, and what

management strategies and solutions can be employed to address them effectively?
e Significance and Context: Understanding and addressing corporate challenges is crucial
for maintaining employee well-being and organizational efficiency.

2. Statistical Analysis
e Methods Used: Frequency analysis to determine the most common challenges,

comparative analysis to assess the effectiveness of different management strategies.
¢ Findings: The most frequently reported challenge was work-life balance (70% of
respondents), followed by stress management (65%) and career progression (60%).

3. Results

e Interpretation of Data: The data suggests that the primary challenges in corporate life
include work-life balance, stress management, and career progression. Effective
strategies to address these challenges include flexible work arrangements, stress
reduction programs, and clear career development paths.

e Hypothesis Discussion: The hypothesis that work-life balance and stress management
are significant challenges in corporate life, and that flexible work arrangements and
stress reduction programs are effective strategies, is supported by the data.

4. Conclusion
e Summary of Key Findings: Work-life balance, stress management, and career
progression are significant challenges in corporate life. Effective strategies to address
these include flexible work arrangements, stress reduction programs, and clear career
development paths.

The results of this research provide a detailed understanding of how toxic management practices
impact the work environment and how best practices can replace these toxic practices to foster a
positive workplace culture. Based on qualitative observations and various analytical methods, the
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findings are organized into key themes and insights related to management practices, workplace

culture, and employee well-being.

1. Identification of Toxic Management Practices

a. Micromanagement:

Observations: High levels of micromanagement were observed in several departments.
Managers frequently checked on employees' work, provided excessive instructions, and
were overly involved in day-to-day tasks.

Impact: Employees reported feeling undervalued and distrusted, leading to decreased job
satisfaction and higher levels of stress. The lack of autonomy hindered creativity and
initiative, contributing to a disengaged workforce.

b. Ineffective Communication:

Observations: Communication was often one-way, with managers providing limited
feedback and employees having few opportunities to voice their opinions or concerns.

Impact: This lack of effective communication created misunderstandings and confusion,
leading to frustration among employees. It also resulted in a lack of transparency and
trust between management and staff.

¢. Lack of Recognition and Support:

Observations: There was a noticeable absence of formal recognition for employees'
achievements and a lack of support for their professional development.

Impact: Employees felt their efforts were not acknowledged or appreciated, which
negatively affected morale and motivation. The absence of support for growth
opportunities led to stagnation and reduced engagement.

d. Inconsistent Decision-Making:

Observations: Decision-making processes were often inconsistent and lacked clear
criteria or rationale. Managers made arbitrary decisions without consulting team
members or considering their input.

Impact: This inconsistency led to confusion and a lack of confidence in leadership.
Employees felt their contributions were disregarded, which diminished their commitment
and sense of ownership over their work.

2. Emergence of Best Practices

a. Empowerment and Autonomy:
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Observations: Best practices included empowering employees by delegating
responsibilities and allowing them greater autonomy in their roles.

Impact: Empowerment led to increased employee satisfaction, higher levels of creativity,
and a stronger sense of ownership. Employees reported feeling more motivated and
engaged in their work.

b. Open and Transparent Communication:

Observations: Effective communication practices were characterized by regular
feedback, open dialogue, and opportunities for employees to contribute ideas and express
concerns.

Impact: Improved communication fostered a culture of trust and collaboration.
Employees felt more informed and involved, which enhanced their job satisfaction and
commitment.

¢. Recognition and Support for Development:

Observations: Managers who implemented best practices consistently recognized
employee achievements and supported their professional growth through training and
development opportunities.

Impact: Recognition and support positively affected employee morale and motivation.
Employees felt valued and invested in, leading to increased engagement and improved
performance.

d. Consistent and Inclusive Decision-Making:

Observations: Best practices involved making decisions based on clear criteria and
including employees in the decision-making process.

Impact: Consistent decision-making and inclusivity improved employee confidence in
leadership and enhanced their sense of involvement and ownership. This contributed to a
more cohesive and collaborative work environment.

3. Contextual Factors and Implementation

a. Adaptation to Organizational Culture:

Observations: Successful implementation of best practices required adaptation to the
specific organizational culture and context. Customizing practices to fit the unique needs
and dynamics of the organization was crucial.
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Impact: Tailoring best practices to the organizational context facilitated smoother
implementation and greater acceptance among employees. It also ensured that changes
were more relevant and effective in addressing the identified issues.

b. Managerial Buy-In and Training:

Observations: For best practices to be effectively adopted, it was essential to gain
managerial buy-in and provide training for managers on new leadership approaches.

Impact: Engaging managers in the change process and equipping them with the
necessary skills and knowledge helped ensure the successful adoption of best practices.
This led to more consistent application of the new practices and better outcomes for
employees.

4. Challenges and Areas for Improvement

a. Resistance to Change:

Observations: Some employees and managers displayed resistance to adopting new
practices, particularly when they were accustomed to existing toxic behaviors.

Impact: Resistance to change created barriers to implementing best practices effectively.
Addressing this resistance required ongoing communication, education, and support to
help individuals transition to new ways of working.

b. Short-Term vs. Long-Term Impact:

Observations: While initial improvements in workplace culture and employee
satisfaction were observed, the long-term impact of new practices required further
evaluation.

Impact: Continuous monitoring and evaluation are needed to assess the sustained effects
of best practices and make adjustments as necessary. Ensuring that improvements are
maintained over time is crucial for achieving lasting cultural change.

Conclusion

The research results highlight the significant impact of toxic management practices on the work
environment and employee well-being. By identifying and analyzing these practices, the study
provides a clear understanding of the detrimental effects they have on workplace culture.
Additionally, the findings demonstrate the positive outcomes associated with implementing best
practices, such as increased employee empowerment, effective communication, recognition, and
inclusive decision-making. The results underscore the importance of adapting best practices to
the organizational context and addressing challenges such as resistance to change. Overall, the
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research offers actionable insights and recommendations for creating a more positive and
productive work environment through the strategic replacement of toxic management practices.

4.5 Summary of Findings

This research aimed to investigate how replacing toxic management practices with best
practices can enhance the work environment and improve employee well-being. Through

qualitative observation and various analytical methods, several key findings emerged:

1. Toxic Management Practices

a. Micromanagement:

o Finding: High levels of micromanagement were prevalent in the observed departments.
Managers were deeply involved in daily tasks and excessively monitored employee
performance.

o Impact: This approach led to diminished employee autonomy, reduced job satisfaction,
and increased stress levels. Employees felt undervalued and constrained in their roles,
which negatively impacted their engagement and creativity.

b. Ineffective Communication:

e Finding: Communication within the organization was predominantly one-way, with
limited feedback and minimal opportunities for employees to express their views.

o Impact: Poor communication created misunderstandings and frustration among
employees. It resulted in a lack of transparency and trust, affecting overall morale and
collaboration.

c. Lack of Recognition and Support:
o Finding: There was a noticeable absence of formal recognition for employee

achievements and insufficient support for professional development.
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Impact: The lack of recognition led to low morale and motivation, while the absence of
growth opportunities resulted in stagnation and disengagement.

d. Inconsistent Decision-Making:

Finding: Decision-making processes were inconsistent and lacked clear criteria.
Managers often made arbitrary decisions without involving employees or providing
rationale.

Impact: This inconsistency caused confusion and eroded confidence in leadership,

leading to a diminished sense of ownership and commitment among employees.

2. Best Practices for a Positive Work Environment

a. Empowerment and Autonomy:

Finding: Implementing best practices involved granting employees more autonomy and
responsibility. Managers delegated tasks and encouraged independent decision-making.
Impact: Increased empowerment led to higher job satisfaction, greater creativity, and
stronger employee engagement. Employees felt more valued and motivated.

b. Open and Transparent Communication:

Finding: Best practices included fostering open and transparent communication.
Managers provided regular feedback and created channels for employees to share their
ideas and concerns.

Impact: Improved communication built trust and collaboration, enhancing employee
satisfaction and involvement. Employees felt more informed and engaged in their roles.
c. Recognition and Support for Development:

Finding: Successful practices involved recognizing employee achievements and

supporting their professional growth through training and development opportunities.
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Impact: Regular recognition and development support boosted morale and motivation.
Employees felt appreciated and invested in, leading to increased engagement and
performance.

d. Consistent and Inclusive Decision-Making:

Finding: Effective management practices involved making decisions based on clear
criteria and including employees in the decision-making process.

Impact: Consistent and inclusive decision-making improved employee confidence in
leadership and fostered a collaborative work environment. Employees felt a greater sense

of ownership and involvement.

3. Challenges and Considerations

a. Resistance to Change:

Finding: Some employees and managers were resistant to adopting new practices,
preferring the familiar toxic behaviors.

Impact: Overcoming resistance required ongoing communication and support.
Addressing concerns and demonstrating the benefits of new practices were crucial for
successful implementation.

b. Short-Term vs. Long-Term Impact:

Finding: While initial improvements were observed, the long-term impact of best
practices required further evaluation.

Impact: Continuous monitoring is needed to ensure that improvements are sustained over
time. Regular assessments and adjustments are necessary to maintain positive changes in

the work environment.
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Conclusion

The research provides a comprehensive understanding of how toxic management
practices negatively affect the work environment and highlights the positive impact of replacing
these practices with best practices. By focusing on empowerment, communication, recognition,
and inclusive decision-making, organizations can foster a more positive and productive
workplace. The findings underscore the need for careful implementation and ongoing evaluation
to address challenges and ensure lasting improvements in employee well-being and

organizational culture.

The charts below have been created using material from unbiased studies, information
from reputable organizations, and experience. This approach involves collecting and
analyzing data from various sources in the organization, such as performance reports,
employee feedback, and performance appraisal studies. I also use information from
previous studies to develop the material. This approach provides a better understanding
of patterns and trends, which are then visualized in the form of charts and graphs to
support the findings.
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Figure 7: Employee Turnover Pie chart before strategy implementation
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Employee Satisfaction Scores
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Figure 9: L&D Metrics after strategy implementation
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Figure 10: Employee Productivity Metrics before and after strategy implementation
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Figure 11: Employee management feedback after strategy implementation
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4.6 Conclusion

In summary, using effective leadership strategies can lead to many positive changes in an
organization. Reducing employee turnover, increasing employee satisfaction, increasing
productivity, improving delivery, and improving employee growth are just a few of the benefits
seen. Creating an attractive workplace also has a leadership and success-inspiring effect.
Companies that focus on creating a supportive, supportive, and stimulating environment have
seen significant changes in employee turnover, satisfaction, productivity, delivery, and overall
workplace safety. This decision explores these positive changes and shows how strategic
leadership plays a key role in creating successful careers. Build trust and commitment. When
employees feel valued and supported, they are less likely to find time elsewhere. Layoffs not
only save the company the expense of hiring and training new employees, they also help
preserve knowledge and skills within the organization. A happy leader creates a workplace
where employees’ voices are heard and respected. This increases morale and increases employee
engagement. When employees are happy with their jobs, they are more likely to take
responsibility and generate positive feedback, which increases job satisfaction. Growth is in
productivity. Good leaders empower their employees by providing them with the resources,
support, and freedom they need to succeed in their jobs. This motivation creates a sense of

ownership and responsibility, motivating employees to do their best.

As production and engagement increase, so does quality and delivery time. Good leadership
encourages collaboration, creativity, and innovation, enabling teams to respond better to
challenges and produce quality work. When employees are motivated and engaged, they are
recognized for their contributions, which leads to better results and more satisfied customers.
This good reputation can attract new business and increase an organization’s competitive

advantage. Leaders who invest in the development of their team members through training,
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coaching, and professional development create a culture of growth. This not only benefits
individual employees but also enhances the skills and talents of the organization. By encouraging
respect, collaboration, and cooperation, good leaders can create a culture where employees enjoy
coming to work. This happy workplace reduces absenteeism and fosters a sense of community
and belonging. When employees are happy and excited at work, their overall well-being will
increase, leading to better health and job satisfaction. It can also create a foundation for
sustainable development and growth. Organizations that foster good leadership are better able to
respond to challenges, change, and maintain business effectiveness. When employees thrive
under positive leadership, they are more engaged, motivated, and committed to contributing to
the organization’s goals. Ultimately, effective leadership strategies create win-win situations that

benefit employees and the entire organization.
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CHAPTER V:

DISCUSSION

5.1 Discussion of Results

While the primary responsibilities of a manager include strategic planning and performance
monitoring, the challenges include strategic planning and making tough decisions. It helps to
think of strategic planning and effective communication as the most important aspects of
management and control. Poor communication, lack of clear goals, and inadequate analysis are
key signs of poor management that can have negative effects on the organization, including high-
quality employees and coffee operations. Powerful strategies for developing leadership include
daily feedback, management learning packages, and clear goals; these can improve Benefits
including employee happiness and reduced profits. Work-life balance, stress management, and
professional development are important in business. Simple work planning, stress-reducing
practices, and cognitive development programs are effective strategies for dealing with
emotional problems, supporting the idea that these areas are important to business survival and

that goal-oriented strategies can reduce them.

5.2 Discussion of Research Question One

Understanding middle management and control, their responsibilities and needs, is important for
improving the performance of the organization and achieving the goals of the idea. This study
addresses the main research questions: What do management and control mean? What are the
responsibilities and problems associated with them? The importance of this research lies in
understanding the important role that management and leadership play in implementing
organizational success. Using descriptive information to explain important management skills
and information to present general patterns, positive statements (65%), strategic thinking (50%)

and group support (45%) were seen as important aspects of leadership. The review found that,
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despite the difficulties associated with communication and problem solving, the primary
responsibilities of leaders included strategic planning and operational oversight. This information
suggests that strategic planning and effective communication are important aspects of
management and leadership. The main findings suggest that effective communication and
questioning are important roles for leaders, and that issues such as dealing with team dynamics
and realizing the Dream Organization are not difficult. These insights highlight the importance of
developing strong public relations skills and strategic planning at the management level. The
discussion now turns to additional research questions examining how specific types of

management affect organizational performance.

5.3 Discussion of Research Question Two

Identifying poor management practices is important to reduce their negative impact on the
organization's performance and employee health. The first research question at this stage is:
What are the indicators of poor management? Frequency analysis is used to identify the most
common indicators, while correlation analysis is used to see the relationship with the
organization's results. The results of the study showed a positive relationship between negative
communication and high performance (r = 0.65). The literature shows that the main symptoms of
poor control are slurred speech, vague dreams, and speech disorders. These practices are
associated with poor performance, high employee turnover and morale. Evidence supports the
hypothesis that poor communication and the absence of clear dreams are the main causes of poor
control. In summary, poor communication, lack of clear goals, and lack of communication are
clear indicators of poor management behaviour that affect employee morale and turnover. The
discussion will now turn to research questions that look specifically at strategies for improving

management and leadership.
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5.4 Discussion of Research Question Three

Determining and implementing effective management strategies is essential to ensuring the
effectiveness of the organization. Quality management is about productivity, employee
engagement, and profitability. Organizations should reassess their quality control regularly. One
way to evaluate these strategies is to use quantitative measures, such as employee satisfaction
scores and employee feedback, to measure and compare performance. For example, frequent
feedback has been shown to increase employee satisfaction by 20% and encourage open
communication in the workplace where employees are heard. This can lead to clear expectations
and professional development. These services not only address poor management but also
strengthen the organization’s long-term leadership. Another important idea is to set clear goals
that help people and teams work together toward the organization’s goals, thus encouraging
collaboration and cooperation. The effectiveness of these strategies, such as regular feedback and
leadership training, is supported by data showing employee satisfaction and revenue decline.
Additional support comes from case studies and employee testimonials. While these strategies
can lead to positive outcomes such as employee satisfaction, reduced turnover, increased morale,
and increased productivity, there are also issues with volunteering. These include management
resistance, cost of training, and the time it takes to see results. It is important to tailor these
strategies to the unique needs and culture of each organization rather than using a one-size-fits-
all approach. Future research should examine these concepts across cultures and organizations to
provide better insights for managers, human resources professionals, and organizational

executives to improve management.

123



5.5 Discussion of Research Question Four

This study explores real-life business problems and identifies effective management strategies
and solutions for them. Understanding these problems is critical to managing employee health
and productivity. The survey results show that work-life balance (according to 70% of
respondents), stress management (65%), and professional development (60%) are the most
common issues in the workplace. Work-life balance, stress management, and professional
development are common in the workplace. Effective strategies to address these issues include
implementing flexible work arrangements, providing stress reduction programs, and providing
career development opportunities. The assumption that work-life balance and stress management
are important issues, and that job changes and stress reduction programs are effective solutions,
is supported by the data. Growth is a major challenge in the workplace. Good strategies to reduce
these problems include flexible work scheduling, stress reduction measures, and ways to improve

performance.
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CHAPTER VI:
SUMMARY, IMPLICATIONS, AND RECOMMENDATIONS

6.1 SUMMARY

Developing a strategy to maintain an effective and productive leadership culture is critical for the
success and sustainability of any organization. regardless of industry. Research shows the key
elements needed for this culture include effective communication, strategic thinking, employee
involvement and continuous improvement. He added that responsibility is important. a leader
includes strategic planning, clear goal setting, and regular feedback, while challenges include

overcoming challenges and problem-solving.

6.2 IMPLICATIONS

These findings have important implications for organizations to improve management. Effective
and efficient leadership practices increase employee satisfaction, reduce turnover, and improve
organizational performance. Prioritize effective communication, strategic planning, and regular
feedback to create a workplace that motivates employees, encourages innovation, and aligns with
the organization’s goals. This increases the organization’s ability to adapt to business change and

remain competitive.
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Strategies to transform negative management
methodologies into Positive Leadership Styles

I've listed down some Bad traditional management practices which

need immediate change

Many traditional controls are outdated and can prevent organizations from succeeding in today's
fast-paced business environment. These practices need to change to keep up with the dynamics
of today's business world.
1. Micromanagement:

- Issue: Constantly monitoring and controlling every detail of employees' work.

- Impact: Diminished employee morale, creativity, and productivity.

- Change: Trust employees, provide autonomy, and focus on results rather than minute tasks.
2. Hierarchical Decision-Making:

- Issue: Decisions made exclusively at the top, with limited input from lower-level employees.

- Impact: Slower response to market changes, lack of innovation.

- Change: Promote a more inclusive decision-making process, involving employees at all
levels.
3. Lack of Employee Development:

- Issue: Neglecting training and professional development opportunities.

- Impact: Skill gaps, decreased employee engagement, and retention.

- Change: Invest in continuous learning programs and encourage skill development.
4. Annual Performance Reviews:

- Issue: Infrequent and formalized feedback.

- Impact: Decreased motivation, limited opportunities for improvement.

- Change: Adopt regular, ongoing feedback and performance discussions.
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5. Rigid Work Hours and Locations:

- Issue: Strict adherence to fixed working hours and on-site work.

- Impact: Reduced work-life balance, hindered productivity.

- Change: Embrace flexible work arrangements, including remote work options.
6. Silos and Lack of Collaboration:

- Issue: Departments working in isolation, hindering communication and collaboration.

- Impact: Inefficiency, missed opportunities for synergy.

- Change: Foster a culture of collaboration, encourage cross-functional teams, and break down
silos.
7. Fear-Based Management:

- Issue: Using fear and intimidation to manage employees.

- Impact: Reduced creativity, increased stress, and turnover.

- Change: Promote a positive and inclusive work culture, emphasizing constructive feedback
over punishment.
8. Overemphasis on Titles and Hierarchy:

- Issue: Placing too much importance on job titles and hierarchy.

- Impact: Reduced collaboration, hindered communication.

- Change: Promote a culture that values ideas and contributions regardless of position or title.
9. Ignoring Employee Well-Being:

- Issue: Disregarding the physical and mental well-being of employees.

- Impact: Burnout, decreased morale, higher turnover.

- Change: Prioritize employee well-being, offer wellness programs, and encourage work-life
balance.
10. Resistance to Change:

- Issue: Aversion to adopting new technologies or methodologies.

- Impact: Stagnation, falling behind competitors.
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Develop a culture that embraces change, encourages innovation, and adapts to change. Fire the
bad actors, but what should workers do? Ricardo brought leadership to his company in the
1980s. In short, Semler leaves the decision to the employees. Employees vote for effective
managers, everyone's salary is public, and managers must approve their salaries. If you manage
the team and do a terrible job, your employees may fire you and encourage others to replace you.
Employees approve budgets, suggest and promote new products, and review the performance of
managers and coworkers. The company is in their best interest. You are a cog in the machine
with little ability to influence your workplace. When given a command, you either follow it or
move on. We hope that the Sammler model of success in the circle of control will one day
become popular. They are unlikely to understand the business drivers of what the president does,
so they need guidance from experts. I personally do not believe in that. Management is not a
dark art; it is having the power to make decisions based on information that only an engineer can
have. The tasks you need are X and $Y. How do you send out how many people are needed to
achieve the stated goal? All it really needs is a little common sense and the ability to crunch
numbers. The right decisions become more and more the same, because the work we do will give

us the best bang for our buck. This is not rocket science.

How to build trust with the team

Building trust with your team is key to effective leadership. Here are some ideas to help you
build trust with your team
e Keep your promises: An easy way to build trust is to follow through.
e Communicate with your colleagues: Open and regular communication is key to building
trust. Become a mentor: You can build relationships with your team through coaching
and support. Honesty: Honesty is key to trust. Admitting when you’ve made a mistake or

don’t know something can boost trust.
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e Know your team: Understanding your team’s strengths, weaknesses, and interests helps
you build strong, trusting relationships.

e Set expectations and boundaries: Clear expectations and boundaries prevent
misunderstandings and build trust.

e Create a psychologically safe environment: Encourage open communication so members
can safely share their ideas and concerns.

e Openness: Sharing information and decision-making processes helps build trust.

e Encouraging good social behavior: Respect is a two-way street. Give respect to get
respect.

e Working flexibility: Working flexibility shows your team that you trust them and respect
their work-life balance.

By exhibiting these behaviours regularly, you can increase trust in your team.

How to avoid micromanagement

Avoiding micromanagement is essential to creating a positive work environment, encouraging
independent workers, and increasing creativity and productivity.

Here are some tips to help you avoid losing control of your team

- Assign tasks based on team members’ strengths and skills. Trust your team to do their jobs
without unnecessary distractions. Provide training and support:

- Make sure your team has the skills and resources they need to do their jobs. This will build trust
and reduce the need for close supervision.

- Create a work culture where employees can share ideas, concerns, problems. Open

communication helps build trust and reduces the need for micromanagement.
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- Set clear milestones and checkpoints for your project. This allows you to track progress without
having to track everything.

- Focus on results and outcomes rather than process. If the team achieves the desired results,
there will be no need to review every step they take.

- Encourage members to make decisions related to their roles. Give members more responsibility
and reduce the need for regular approval.

- Trust is the foundation for avoiding micromanagement. Show confidence in the team's ability
and trust that they will achieve results.

- Provide positive feedback and recognize team achievements. Good motivation encourages good
work without the need for constant supervision.

- Model the behavior you want to see in your team. If you are confident, independent, and
focused on results, your team will do the same.

- Encourage your team to find their own solutions rather than offering them. This encourages
independent thinking and self-reliance.

- Recognize and appreciate the different working styles of your team members. Some may prefer
more freedom, while others may want more guidance. Adjust your control model accordingly.

- Monitor your management regularly and be ready to update according to team’s feedback.

Flexibility is the key to good leadership.

Strategy to develop trust through remote teams

This is critical to effective leadership and multi-strategic engagement:

1. Transparency, responsiveness, and accountability: As a leader, you must embody the
values you want your team to share. Being open, honest, responsive, and accountable

helps build trust. Exhibiting these behaviours will encourage your partners to do the same
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2. Regular team meetings: Scheduling regular team meetings helps provide clarity

3. Clear expectations and goals: Set clear goals and expectations, and measure performance

against results

4. Open communication: A commitment to open and transparent communication is
essential. This includes encouraging regular virtual meetings and reviews, providing
opportunities for collaboration and brainstorming, and recognizing and appreciating team

members

5. Trust in Autonomy: Trust your team to manage their time and focus on deliverables

rather than wasting time

Remember, building trust in a remote team takes time and effort, but that’s the goal achieved

with a good idea.

Balance leadership and management effectively

A good balance between leadership and management is essential to the success of an
organization. Here are some tips for achieving this balance

1. Set a clear vision: Leaders provide direction and shape the culture of the organization. Setting
a clear vision helps guide the work of the team

2. Work efficiency: Delegation is an important management tool that empowers your team to
work while still allowing you to focus on higher-level tasks

3. Lead by example: Your actions set the tone for your team. Leading by example inspires your

team and creates a positive work environment
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4. Encourage collaboration: Encourage teams. This can lead to new solutions and greater team
engagement

5. Keep learning: Make time for personal and professional development. This can help you
change and improve your leadership and management

6. Change: Be open to change and encourage change in your team. This can help your
organization stay competitive and strong

Remember, managers and leaders play different games, but they complement each other in
organizations. Leaders motivate and inspire their teams, while leaders focus on planning,
organizing and executing projects well. Balancing these roles is critical to your organization’s

long-term success

Effective communication strategies for building a positive

management culture

Effective communication is essential to creating an effective management culture. Here are some

ideas that can help:

1 Adjust your communication style: Communication differences can lead to
misunderstandings. It is important to determine your leadership style and understand how
you interact with employees in the organization and how they perceive you.

2. Active Listening: Leaders know when to talk and, more importantly, when to listen.

Show employees you care by asking for their thoughts, ideas, and feedback.

3. Build trust: Build and build trust through trust management.
4. Be consistent: Collaboration helps build a strong business.

5. Find ideas: Find ideas from all polling stations.
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6. Use simple words to talk about complex things: Using simple words can make difficult
concepts easier to understand

7. Use sticky notes to reinforce key points: Metaphors can make abstract ideas more
abstract and memorable

8. Humanize data to create value: Present data in a way that helps employees understand its
value

9. Create a mission statement that helps your team communicate: Regular mission
communication can help your team move toward a common goal. When communication
is lacking, important messages can be misunderstood, which can damage the relationship

and create problems for success.

Encouraging Accountability and Responsibility

Promoting accountability and responsibility is another important strategy for overcoming
mismanagement or bad behavior.

By setting clear expectations and holding people accountable for their actions, leaders can create
a sense of ownership and responsibility for their employees' work. Implementation of effective
management systems Implementation of effective management systems can provide a means of
dealing with problems of mismanagement or misconduct. This process may include setting clear
goals and objectives, conducting regular performance reviews, and providing recommendations
to employees. Provide support and resources Another strategy for overcoming mismanagement
or bad behavior is to provide support and resources to help employees fulfill their
responsibilities. This may include providing the necessary tools, training, and resources to
complete the job effectively (Raki¢ and Zivkovi¢, 2020). In addition, providing support and
guidance to employees who are depressed or experiencing depression can help them overcome
negative attitudes or challenges they may face. By using these strategies, organizations can

create a positive and productive work environment, increase employee satisfaction and
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motivation, and ultimately overcome negative or unfavorable behaviors from management. To
prevent negative behaviors, companies can choose appropriate strategies to reduce and overcome
negative reactions to organizational change (Lusiidkova et al., 2022). Some strategies to
overcome poor control or negative behaviors include: Designing and implementing training
programs that focus on self-management strategies (Politis, 2006). - Create a supportive and
participatory culture that values employee feedback and encourages open communication
(Lusnakova et al., 2022). - Use performance management to set clear expectations and provide
positive feedback (Raki¢ and Zivkovié, 2020). - Promote accountability and responsibility to
develop employee ownership and commitment (Lusidkova et al., 2022). - Provide support and
resources to help employees achieve their goals and overcome challenges they may face.
Freedom to make judgments and decisions. When employees are motivated, they can think of

different ideas and work together to achieve good results.

Here are some tips for creating autonomy and empowerment in the workplace:

Empowerment

* Delegate tasks and responsibilities

* Set clear goals, expectations, and recommendations

* Provide support, tools, and training to support employee development
* Encourage open communication and feedback

* Provide good training

* Reward good work

Autonomy

* Encourage decision-making

* Provide flexible work environments and hours >¢ Encourage employees to innovate
* Create a culture of experimentation and innovation

* Prioritize results
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* Respect your employees’ job duties

* Allow your employees to set their own schedules

* Allow employees to set their own schedules Set deadlines
* Allow your employees to set their own agendas

* Understand the organization’s goals

* Let employees decide where they work

* Let your employees choose their own value benefits

* Recognize and reward autonomy

Here are some examples of autonomy in the workplace:

* Scheduling: Employees can plan their own time. Deadlines: Employees can have a say in
setting deadlines.

» Working remotely: Employees can work remotely or collaboratively

* Set the pace: Employees can decide to work at their own pace. More control: Employees can

control more work tasks. procedure.

Employees often look to leaders to make decisions that affect them and the organization.
However, team members need to have the authority to make business decisions. Freedom in the
workplace can increase productivity and foster a company culture where employees feel valued.
However, knowing exactly how to motivate your employees can be difficult. As a manager, your

job is to hold employees accountable and create a better workplace for everyone involved.

Employee empowerment definition
It is a strategy that encourages employees to make their own decisions. Managers need to take
initiative and make an impact by providing positive reinforcement so that employees feel

confident in their work. Sequential autonomy. Mistakes are seen as lessons learned, and risks as
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opportunities for growth. When used correctly, employee empowerment can help team members

become experts in an organization more easily.

As a manager and leader, your job is to get everyone on the same page. People who don't know
what they're supposed to do won't do their jobs well. Clarify the company's vision and each
employee's role so they know their role without confusion. There's a reason communication is

one of the 3Cs of leadership.

Don't shy away from small talk. You can do these exercises in your office, your lounge, or at a
coffee shop down the street. Always ask about the success or dissatisfaction of the work being
done, but also try to get to know your employees on a personal level. This will lead to a better,
more productive relationship. It will also help you grow as a leader. You also want employees to
know that their needs are valued. Something as simple as opening your office door can go a long
way in communicating. An open-door policy shows team members that you value their opinions,
while also allowing them to contribute and play an important role in your company. Encourage
personal growth. Some companies even encourage continuing education or off-site learning to
encourage personal growth. For example, allowing your sales or HR reps to leave work a half
hour early every Thursday to attend community meetings can do wonders for their health and
work practices. Encourage downtime. Prevent workplace stress by encouraging relaxation. You
don’t have to give them a week off, but you do need to create an environment where long breaks
are not only tolerated but encouraged. Empowerment is about more than just work. Ask a
colleague to set up an important meeting even when you’re not on the phone. The best way to
build employee loyalty is to show your team that you trust them to get the job done. Learn to
adapt. Talk to your staff when an emergency occurs. Perhaps you can create a schedule for
parents to get their children to school in the morning. As a result, they can avoid rushing and be
ready to shift from personal to professional thinking when they arrive at work. Helping a sick

parent or child. If working from home for long periods of time isn’t a good fit for your company,
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try taking a virtual day at least once a week or a few times a month. You may find that your
employees are more productive when working in their chosen environment with a remote work
service. Encourage creative thinking. There are always problems that need solutions and better
ways to do things, so tap into the ideas around you and encourage your employees to solve
business problems. You’ll also get better results. Clarify the goals, not the tools, and let
employees complete tasks themselves. They may not be able to do everything your way, but they
will use their skills to get the job done. Show that you appreciate their efforts. Whether it’s a
good sales pitch or a bad report, let your employees know they did a good job. Likewise, share
what people and customers see. This will show your partners that you’re involved. It will also
encourage them to do well and enjoy their jobs in the future. Please forgive them for their
mistakes. This not only hurts the employees, it hurts the organization. The goal of empowering
employees is to give employees the confidence and courage to take risks and make decisions for
themselves, even if things don't go as planned. Play to your strengths. For example, if your
employee gave a public speech, ask them to chair the next meeting. If another employee is polite
but would rather work later, ask them to write the next newsletter. Give employees a chance to
introduce themselves. Not only does it help your employees feel confident in their roles, it also
helps your business as a whole run smoothly. When you allow your partners to make their own
decisions and take risks in the workplace, you are investing in them. Your confidence will hold
them accountable for their actions and encourage them to work harder and smarter. Employees
who feel satisfied and trust the company. In the long run, this can reduce employee turnover in
the company and motivate employees to do their best. Employees are more satisfied when they
have the freedom to take risks and work at their own pace and style. Employee satisfaction
equals business success. When working with customers, disgruntled employees often stop and
ask their superiors what they should do to resolve a particular request or problem. By allowing
your employees to complete their work without waiting for your approval, your company can
provide better personalized service. Good employees are confident and motivated to grow, which

is good for them and your business.
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Pandemics like COVID

The global pandemic is a big wake-up call for product specialists and internationally operating
companies that need to create a variety of services and products in different areas of the world to

reduce the risk of coronavirus disease due to rapid changes

- 19 diseases commonly known as coronavirus are affecting the economy and people worldwide
influenced. The global economy and the interconnectedness of today's economy pose a major
risk of global product exposure, which could lead to significant financial losses and disruptions
in international trade.

However, the pandemic has harmed the global economy as a whole. These gaps persist, requiring
organizations to go beyond robust preparedness strategies, as pandemics can increase in size,
severity, and duration. Businesses must integrate pandemic preparedness into existing prevention
management to ensure an effective response and ensure the continuity of their most essential
services. and processes, communication between employees, the ability to work remotely and the
ability to leave personal/family to minimize disruption. Contract workers may start to make a
good impact due to the long duration of the outbreak up to weeks after its onset, the impact on
workers in the region absorbing additional work cannot be said much. The scale is also different;
so far it is mostly regional with some international impact; we have not yet seen a global

pandemic but it is still a possibility. ways to prepare for and respond to infectious diseases

When the health of employees and their families is at risk, they cannot focus on their duties.
Therefore, the main question that companies should ask during the epidemic is whether
employees are safe and, secondly, whether they can do important work. Companies must be able

to monitor incidents, ensure safe workplaces and provide the support employees need. facilities),
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be aware of staff working in facilities, be aware of timely communication updates, and establish
standards of care for staff who may care for or care for patients. Family Support staff. Other

communication tools such as social media can also be used, especially when communication by
phone is possible. Additionally, companies need to provide training on the pandemic to improve

employee preparedness and reduce anxiety.

Geographic Zoning Plan for Functions and Activities

Diseases can cause serious damage to areas and spaces, making them inaccessible for a long
time. As part of the business impact analysis, the company identifies projects and activities based
on integration (e.g. people, processes, technology, materials, site, third party) and related
interventions to use mitigation strategies. From this perspective, companies need to pay attention
to their core business and how to divide it in order to be able to move to other places and
locations. According to risk management, companies should distinguish between suppliers,
customers and third-party service providers in all geographic areas to avoid missing and
increased risk actions due to regional and regional impacts. Technology supports the
infrastructure for remote work and the possibility of virtual collaboration, which requires remote
work capability. Unlike occasional weather events that force some workers to work remotely, an
outbreak can shut down all facilities in a region and force many workers to work remotely for
extended periods of time. This can cause higher than normal traffic on the remote connection,
which can cause capacity and access issues. Conduct regular network stress tests and identify
critical tasks that cannot be performed locally. It’s worth noting that while remote work is a good
option for business services, it doesn’t work well in terms of efficiency and can have a
significant impact on supply chains. Companies need to compete and expand their capacity to
respond to the outbreak. During an outbreak, some strategies such as staff relocation, relocation
and support may not be an option, as staff and other areas/locations may be equally affected. In

addition, the lack of infrastructures such as public transport, communication, internet will make
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it difficult to develop plans and strategies. Businesses need to carefully develop certain strategies
to cope with these issues, especially those that are not planned around high-impact and high-risk
issues such as the planting of the language of participating companies or the relocation of sales
locations. National agreements should be recognized - national cooperation (including the
provisions of the General Data Protection Regulation) to reduce uncertainty about the terms,
costs, payment and management of contract documents specified in document agreements; There
is one last point to consider. For example, if the contractor experiences an increase in the

affected area, the possibility of reallocation to another area should be considered.

Assess third-party dependencies

Today, companies have relationships with third parties, such as outsourcing providers, cloud
service providers, data processors, aggregators, payment processors, and product and service
delivery providers. These third parties are also affected by the pandemic. Businesses should fully
understand their third, fourth, and fifth priorities and resiliency plans, and have alternative plans
in place in case a third party’s ability to provide services (such as sourcing strategies or changes)
has an impact. Also, check the balance of backup plans and third-party plans. Instead, companies
should identify situations where they may need third-party solutions to assist with critical
business functions. But as businesses prepare their third-party options, they should be aware that
in an outbreak, there is a high risk that friends and competitors will turn to the same third party
for help. Consider the company’s business success and bandwidth, and if possible, look for
opportunities to break contracts that are essential to the company for competitors’ products and
services.

Interaction with customers

Where the impact on life safety is beyond the company's control and influence (e.g. malfunction

or intervention), as seen in natural disasters. But they expect transparency and timely updates.
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Customers may have specific questions about the company's products, especially resources in
related areas, and whether those resources will lead to success for their company's future
products and services. A clearly written FAQ document published and shared through channels
such as the company website and social media can be a valuable tool in resolving customer
issues. The company may also decide to contact affected customers to check their safety and

provide assistance if necessary.

Communicate effectively (including on social media)

Effective communication during a crisis is critical to maintaining customer trust, rebuilding
employee morale and confidence, and maintaining business stability. While companies have
communication strategies and content to engage with internal and external audiences, messages
are often inconsistent and untimely. Consistent communication is critical for companies with
retail and consumer markets. All channels (e.g., social media, customer calls, public relations
programs) should be monitored. In order to communicate consistently and timely, companies
need to create a good communication plan that describes how they communicate with multiple
stakeholders (including customers, partners, regulators, employees, third parties, government,
media, healthcare) through processes and procedures. Including all legal orders and commands.
and perishable goods) and improve the application process. Report to and interact with
regulatory authorities in various jurisdictions. Workers also need to learn the characteristics of
contamination and how it differs from damage. Finally, when a company's communication is
important in an area, the company must find other ways. National, state and local agencies; and
healthcare workers

Epidemic diseases are primarily a social problem and secondly an economic problem. Therefore,
the public and private sectors need to work together to provide an adequate and comprehensive
response to what is happening. Businesses should make appropriate use of the recommendations,

resources and health and safety measures developed by international, national and local
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organizations and regulators, and should not distribute contradictory materials that may cause
conflict and fear among employees. All direct efforts to support communities in disaster
prevention, such as the provision of equipment, should be coordinated with local organizations
and should not interfere with the continuity of public services. Effective communication
strategies and communication strategies should be developed with local and national leaders.
Companies can provide similar grants and other financial assistance to help workers and

communities that are already experiencing financial difficulties.

Removing the rigor and difficulty of testing

Companies should increase the complexity of existing conditions used for testing and
simulations to measure readiness for new conditions. This includes testing against situations that
measure long-term performance and response to impact, including delegating authority from
leaders at least two levels below them and having representatives make important decisions in
the absence of key decision makers so that they can make timely decisions. . Organizations
should also include third-party simulations to better understand collaboration and the

environment and to assess the effectiveness of initiatives..

Leveraging Pandemic Command Centers for Prioritization and Effective Governance

At the same time, the nature of COVID-19 will put more pressure on existing resources,
infrastructure, and technology, which will lead to loss of goods and services. As resources
become limited, companies need to provide products and services that are important to meet
customer needs and ensure sustainable business. Useful for resource allocation. In order for
businesses to make satisfactory decisions in the business (such as cutting off certain services),
they need to have a pre-defined statement of relevant risks, supported by the management

process. Establishing a long-term outbreak control center that will enable rapid decision-making,
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clarification of responsibilities, effective monitoring and reporting, and effective sharing of
internal and external communication. Companies should also establish a proper control system to
detect and correct errors made over time by employees or workers who do not have the time and

training to do their job.

Establishing a Risk Management Consent System between customers and employees.

For example, a company may discourage or have strict rules on home expenses, overtime or
remote work, use of company cards, etc., but allow them. Rules, standards and procedures to
prevent these exceptions from accelerating. Any changes to existing policies should be carefully
reviewed by risk management, compliance and regulatory authorities before implementation, and

the risks, rules and regulations (such as overtime in different areas) should be implemented.

steps for leaders wrt Crisis Management

« Communicate, train employees, implement policies (such as travel restrictions) and make them
aware of available tools and resources

* [f not, continually expand the business globally and create solutions or solutions ideas. Instead,
start as soon as possible. or Adapt delivery strategies and operations in high risk and impact
areas by understanding the key risks, coordination and selection key points, including all
potential failures to facilitate collaboration with local, national and international authorities and
other key stakeholders and External Partners

» Review Potential Waivers laws and a regulatory approval process to maintain the pace of these
waivers in all jurisdictions, including access to necessary equipment

Shares, news and other information
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* Monitor and update critical procedures and guidelines office collaboration and update contact
information (primary and secondary) in the company database as needed

+ Shorten employee training to create labor and work arrangements for a positive response (EY
Global, 2020)

>It is important to engage with government and NGOs to establish a dialogue ahead of a crisis. It
is important to understand each process and strategy. Also, hiring staff to educate stakeholders
and their needs is a great way to access information quickly. It could be as simple as a half-hour
meeting with some of the senior leaders in the region. This will make them aware of the fragility
of their reputation. Then take that information and add it to your crisis management guide. A
crisis guide should include steps to help you overcome the 3Cs. Many companies in Asia deny
the problem and then try to avoid it. The difficulty with the spotlight is that it follows you. The
melamine scare from over a year ago is an example of this. Telling the truth quickly is more
effective than running away from a crisis. Send your first message within 30 minutes, then
continue writing as many original messages as possible. Be sure to check from now on. and tell
people what you see.

However, most companies can only get around this problem by advertising in the media or
advertising online. The online community and media will also look to other sources such as
governments, NGOs, and commercial organizations. These sources aim to change the law,
change crime, and bring justice. The first is the judicial system. Which stakeholders can use
corporate social media as another avenue to raise public interest and express their views? Do
stakeholders need proprietary information about the company? For example, members of a
patient organization may be affected by drug addiction. They need information and
communication. Be careful if it’s an email, as it could end up in a chat room. Phone calls or
emails from key partners explain the company’s steps, activities, and tell the other side of the
story to the government and NGOs. This also allows companies to be creative in what they think
stakeholders should tell the public. Every crisis is different, but there are successes. When a

problem is identified, key stakeholders and the public are informed and accurate information is
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collected until the problem is addressed and resolved by the government, NGOs, or corporations.
This may be resolved through a federal investigation, prosecution, or bankruptcy. The crisis team
met regularly and met with all stakeholders regularly. Important documents were used and all
facts were carefully recorded. All the facts have been revealed, measures have been taken, the
crisis has been resolved. This is where the data is important, and the reality of the crisis has not
changed. This is because the government and NGOs believe that the company has done
everything possible to resolve the problem and prevent it from happening again. In the electrical
industry, fire extinguishers have begun to be used in the production of goods with new safety

measurcs.

2. Work-From-Home WFH — Necessity! Why Denials?

Business leaders have expressed their dissatisfaction with remote work, saying it requires
collaboration, training, employee engagement, etc. stated that it may have a negative impact. But
employers believe the biggest downside to remote work is the difficulty of evaluating and
monitoring employees, according to a new rleport from ZipRecruiter. The report surveyed more
than 2,000 American employers between July and August. While research shows that flexible
work arrangements can increase productivity and reduce employee turnover, major companies
such as Goldman Sachs, Zoom, and Meta have recently implemented this method, making some
workplaces reluctant to accept remote work. Before the pandemic, managers relied on desk visits
and staff tracking to keep employees on track in the office. Peer review is when employees see
and comment on each other's work. As Pollak explains, there’s no clear alternative to this
process in remote work. The steady decline in remote work has highlighted the incentives for
companies to bring workers back to the workplace. According to ZipRecruiter, 43% of
companies have implemented stricter restrictions on remote work in the past year or forced some
to return to the workplace. Reducing time increases productivity due to disruption. They worry

that disruptions at home will prevent employees from completing their work, which can
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negatively impact the organization’s bottom line. Some managers also believe they won’t be able
to supervise remote workers if they’re not in the office. Efforts to increase productivity
ultimately lead to more workers.

To address this issue, Pollack recommends investing in middle managers who connect managers
to bridge the gap between the grassroots and senior management. These managers should be
encouraged to work closely with their direct reports to improve work processes and expectations.
Pollack believes that spreading and “resigning well” underscores the importance of managers
knowing how to communicate with employees to make a real difference. While it will take time
to resolve the issues that come with remote work, starting with this change is a good step in the
right direction. means that. However, while remote work has its advantages, it also comes with
its challenges, and some companies have struggled to use it effectively.

A particular reason why companies fail at remote work is the lack of communication and

coordination between partners, which results in endless, uncertain ground and falling stocks.

Strategies to Consider Before Cutting Staff

1. Understand your legal obligations

This world is opening up new opportunities and opportunities for businesses, but it is also
creating new complexities. Countries must provide severance pay, advance notice to employees,
cooperation with unions, etc. regarding dismissal. There are different laws such as. Some
countries even require approval from local governments. Sucher said that the management team
that does not implement this difference in the separation plan, for example, the practice in the

USA, will go into crisis. "The path is universal," he said. "That's not true."

2. Reduce Costs Without Layofts
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Layoffs can be effective in certain situations, such as a merger or acquisition. But relying on
them to deal with temporary economic fluctuations such as recessions often fails, Sucher said.
Companies must then decide to reduce operating costs without laying off employees through
measures such as reducing inventory, payroll and shipping costs. Labor costs can be controlled
through hiring freezes, wage freezes, furloughs, early retirement plans and overtime restrictions.
Employers may also defer certain benefit payments, such as 401(k) matching benefits. Chinese

says. Create a fair process

Sometimes layoffs are inevitable. In such cases, Sucher wrote, if senior management creates
specific policies that allow everyone to understand the company’s practices and methods, hidden
costs can be reduced. Doing so requires making your commitment clear and asking employees
important questions: What does the company owe its employees? How will they be involved in
creating, communicating, and implementing changes in the workplace? What is the law on
severance pay? Sucher said. He said the French business giant sees the path to working together
as the beginning of a long-term relationship that aims to grow together. They have the money to

take care of people. Apologize and mean it.

A poor performance can seriously damage a company’s reputation. If current and terminated
employees feel mistreated, word spreads. But there are signs that’s changing. “We deeply regret
taking this step,” Sucher said in an email to employees. “John and I take full responsibility for
the surviving employees and future employees. An apology can “build a bridge” between a
company and its stakeholders, Sucher said. Investing in laid-off workers Companies can
strengthen this bridge by committing to helping laid-off workers get back on their feet. Many
organizations address this issue with severance packages, but increasingly severance packages
are being combined with other effective programs to help laid-off employees, including non-
wage benefits such as health care, job placement, immigration support and financial options.

“Layoffs are a dangerous way to do business.”
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Finally, Sucher said companies need to understand the hidden costs of layoffs and that all
considerations need to be answered. To some extent, he said, this creates an almost

hypercompetitive future because “layoffs are a dangerous way to do business.”

Strategies to Have Difficult Conversations With Employees

Building trust and encouraging communication are activities you should practice every day. This
will help you gain influence in the organization and build trust and understanding with your
employees. Having difficult conversations will be easier because your employees are less
susceptible to negative emotions. This combination shows that you have a positive attitude and

can stay in the classroom, which can help you have difficult conversations with your team.

“We can break down a difficult negotiation into three stages,” says Harvard Business School
professor Julie Battilana in her online course Applying Power and Attitude to Good Behavior.
These dimensions include:

* What happened

* How we felt about what happened

* How the event affected or impacted everyone

- What Event

In a difficult conversation, it’s easy for people to create their own reality and criticize others. In
doing so, you make assumptions about others’ intentions that you can’t predict. Instead, put
yourself in their shoes, take responsibility, and explain how the situation affected you. This
creates a safe space for others to express their feelings about the situation and how it affected
them. . It can be tempting to vent your frustrations or take your feelings out on others. While

some recommend eliminating the emotional aspect of the conversation altogether, it’s best to
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share both sides’ ideas without judgment. Then you can understand where the other person is
coming from and find solutions. Many people feel threatened during difficult conversations. You
may feel like someone is questioning your skills or work ethic. It’s understandable to feel
defensive. Others come to the problem with their own issues. Think about how this situation
affects both sides of your self-image. When you understand each other’s situation, you can

connect and explore more easily.

Imagine you’re doing a performance review and giving constructive criticism. What do you want
others to do? They may be quick to justify their actions to protect their own self-image. They
have difficulty giving feedback when they try to explain performance issues that are brought to
their attention during work. Stop and try to understand what others are thinking. If you’re not
asking, ask specific questions. No matter what side of the conversation you’re on, it’s important
to focus on what the other person is sharing rather than immediately typing out an internal
response. This shows that you’re listening and can help clarify any misunderstandings.

The more specific you can be in a difficult conversation, the better. To get others to change their
behavior, they need to know how they could have done better in that situation. Doing so will
help ensure that your own biases don’t creep into the conversation. When choosing an example,
use the most recent example. Conversely, if you’re doing an annual review, don’t repeat
questions from previous years. In the review window, present the specific situation, explain what

happened, and indicate how you want staff to handle the situation in the future.

Reflective leadership values include

Understand your financial, legal, and ethical responsibilities in a situation

Identify the arguments, biases, opinions, and facts that may influence your decision

Provide Yourself with All the Information You Need to Get the Best Results The information

you need to get the best results is hard. It allows you to understand your own biases, prejudices,
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and to lead difficult conversations. Meditation can help you increase your self-awareness, better

manage your emotions, and use more positive and creative ways to solve problems.

Collaborative Problem-Solving Strategies

You may enter a discussion with the end goal in mind. But to get the most out of the
conversation, discuss a plan for moving forward together. These strategies can help you better
solve or understand the problem. Times are even more difficult. If you approach these
discussions with confidence and honesty, avoid judgment, listen carefully, and be specific, you

can reach agreement and make the process easier to move forward. Tips for Responding

A difficult conversation can quickly become stale or uncomfortable if the employee you’re
talking to reacts negatively. Depending on the topic of the conversation, the response may vary
and may include disagreeing with your comments, sharing your own negative comments,
denying certain behaviors, making excuses, blaming others, or questioning the validity of points

made during the conversation. While dealing with negative emotions can be frustrating,

consider the following tips to maintain your focus and keep the conversation moving smoothly:

* Remain calm, objective, and professional. * Reiterate facts and figures related to the issue
» Acknowledge and acknowledge those who apply business theory

* Address inappropriate behavior when necessary

* Refocus on the issue at hand

» Engage your HR Representative if a team member’s response violates company policy

In addition to the initial review and sharing of information at the end of the Workplace Complex
meeting, long-term planning can help employees position themselves for continuous

improvement. As a manager or leader, determining next steps also allows you to provide team
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members with what they need to resolve the issues discussed. Long-term planning can help you
improve your communication and problem-solving skills in the workplace. If there is a violation
in the workplace or someone is leaving the company, the practices will be more equitable.

When defining expectations and creating goals, consider using the SMART framework to ensure
goals are specific, measurable, attainable, effective, and time-consuming. This can help ensure
that employees have a clear understanding and plan for achieving goals. At the end of the course.
After completing the course, employees can also meet with their manager to discuss how they
can use the valuable information to improve their accountability. The first action the target will
take. Addressing questions or concerns upfront can help you avoid difficult conversations in the

future.

Once expectations and goals are set, discuss progress regularly during one-on-one check-ins. The
schedule for meetings can vary depending on the size of your team, and work processes typically

occur weekly, biweekly, or monthly. If needed, please ask for additional support.

What changes or improvements have you noticed the most since we spoke?

* How can I provide additional support or guidance? Continue? Provide Skills Development One
reason employees are not performing up to expectations is because they need to improve existing
skills or develop new ones in order to achieve good business results. Depending on the goals you
set, you may want to provide access to skills development to help members develop the skills
they need to be successful. Platform Access

* Funding for development events and courses

» Skills and competency assessment tools

* Continuing career and professional education

* Training and quality education
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Instead of doing the process yourself, consider hiring an independent training and development
professional. Independent experts can share their expertise and help you build or develop
expertise within your organization. Celebrate

Difficult conversations can have a negative impact on employee motivation and productivity.
When employees reach milestones or achieve goals, recognizing their efforts can help boost

motivation.

+ Say thank you via email, private message, or meeting

* Give direct, positive feedback on a specific task

» Show what’s possible, good, and important in group discussions

* Be personal or multitask Praise employees on a project Group email or chat
* Give personal praise to the manager or team leader of others

* Show praise from customers, managers, and coworkers Suggestions

Just like discussing the initial problem as soon as possible, move on to solving difficult problems
or new issues that arise after a difficult conversation. Resolving issues that arise can help you
identify solutions that can help your partners get back on track with purpose and hope. legal
documents. The performance improvement plan also includes more detailed goals, expectations,
and next steps for team members to change or improve. Improve difficult conversations in the

future

In addition to following up with team members after difficult conversations, you as a leader or
leader can also benefit from this. Each session gives you time to reflect, make decisions about
what went well, and identify areas for improvement for future difficult sessions. During your

follow-up meeting with your manager or HR representative, ask:
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* How will I prepare for the meeting? What are the reasons and thoughts behind your
understanding?

* How did team members respond to the problem or issue? What is their level of understanding?
Or are you planning to take action? Employees who have difficult conversations can lead to
long-term improvements. However, early resolution can lead to long-term improvements that
benefit partners and the business as a whole. On the other hand, avoiding difficult conversations
can cause problems on the job, which can be detrimental to the work environment, teamwork,

productivity, and overall market.

By planning ahead, having clear and concise discussions, finding solutions together, and
determining next steps after the meeting, you can reduce some of the stress that often comes with
difficult conversations. Every time you have a difficult conversation, you will learn from the
experience that will help future processes go more smoothly. Your team is doing their best to
negotiate for the best. Schedule a consulting session or choose a project that fits your business
needs and start working with an expert today. Get Started - Browse project management services

in the Projects directory.

5. Healthier HR Strategies for Interviews, joining and Exits

This section is designed to address issues new employees or newcomers face before joining the
company, including the interviewing and onboarding process. In addition, it will emphasize
teamwork, interaction with leader(s), and interaction with stakeholders throughout one's career.
Often times the progression of increasingly severe challenges leads to dissatisfaction and
eventually leaving the organization. By identifying and understanding these changes,
opportunities can be found to reduce workplace toxicity and negativity, thus creating better

support for the next generation to enter the world of work. Know what you want; This is a big
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red flag. But if the company seems indecisive or uncertain, that's not a good indicator that you're

the best candidate.

As an employer, it is important to find the right balance in the number of interviews you conduct
as you want to speed up the hiring process.

It is generally accepted that long interviews can be more difficult, tiring and stressful for both
interviewers and candidates. Having multiple interviews creates stress and makes candidates
more competitive for the job, making it harder for them to accept if they are not eventually hired.
Hiring decisions. In fact, it is more common for candidates to go through multiple interviews
(usually 9 to 12 rounds) and get rejected. This trend is frustrating for job seekers who put a lot of
time and effort into the hiring process but are not getting the results they want. Global Talent
Solutions Market The time it takes for organizations to hire new employees has reached an all-
time high. Even if the conditions are not right, the management organization can be important,
the main responsibility for the long and difficult negotiation process lies with the company itself.
This is not only good for job seekers, but also for businesses. The job openings remain open,
which can be time-consuming and expensive for organizations. Candidates will also become
frustrated and withdraw their applications, causing the company to lose a good employee.
Internal unrest and political turmoil will add complexity and slow things down. Recent
resignations and layoffs, especially in the HR department, will lead to people with inadequate
experience interviewing candidates without adequate preparation. Something. Some companies
want more people involved in hiring decisions, which promotes equality and diversity. However,
including multiple people with similar backgrounds can cause unnecessary delays. You have
worked with the company for at least a year, preferably longer. Therefore, they will feel the need

to carefully vet candidates to ensure they are making the right choice.

Reduce the number of interviews to improve the quality of candidates
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The interview process is an important step in recruiting for employers and competitors.
However, when candidates go through multiple interviews and are ultimately rejected, it can
have an impact on a candidate’s mental and overall health. Companies like Amazon have been
known to have candidates interested in potential opportunities, but then become frustrated when
they don’t get the job. In this article, we will explore the disadvantages of many social networks
and the importance of developing a better system that evaluates candidates based on their time

and emotions. Impact

Mental Health Disorders: Repeated interviews can cause stress and anxiety among candidates.
The constant expectation and uncertainty about the outcome can cause their brains to hurt. Being
rejected after making such a commitment can be disappointing. Erosion of Trust: A generic
interview process without effective guidelines can erode trust between the candidate and the
organization. Competitors will feel that their time is worthless and will develop a negative
impression of the company. Word of mouth spreads quickly and a negative experience can deter
candidates from applying. procedure. A combination of interactive sessions and focusing on
simple tests can help save time for both parties. . Appropriate feedback can help candidates
improve themselves and prepare for the future. Group interviews are conducted when: More than
one interviewee is present in the meeting. This approach can speed up the assessment process.
During the interview, make sure the candidate understands the purpose and importance of the
final meeting. Employers need to acknowledge the negative impact of long negotiation processes
and work to build better relationships that respect candidates’ time and opinions. The negotiation
process is streamlined, transparent, and timely feedback can create a good experience for
candidates, even if the final decision goes against them. By evaluating a candidate’s competitive
advantage and investing in honest negotiation, organizations can create stronger business
owners, attract top talent, and build relationships in the business world. Ultimately, careful
interviewing and respect will help candidates and employers make successful hiring decisions.

This study aims to investigate the reasons why employees decide to leave an organization, exit
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interviews, and knowledge transfer. Research shows that job satisfaction negatively affects
employees’ intention to leave. Various factors such as stress, workload, and compensation have
been identified as reasons for employees to resign. However, there is currently no in-depth
research on workers’” work. This study aims to explore change by examining former employees
who left the organization for better prospects such as higher education or better opportunities.
The study included 259 participants who were asked to rate various factors that influenced their
experience of the withdrawal process. The assessment results show that the relationship between
employees and colleagues during the warning period has a significant impact on knowledge
transfer. There is also a relationship between the farewell process and the exit interview.
Managers and employees who are involved in maintaining relationships with the departing
employees will positively affect the exit interview process. Not only that, relationships can help

or hinder employees’ decision to speak up.

Hypotheses 1 and 2 are as follows. There is a relationship between the farewell process applied
to employees during the notice period and the relationship between the manager and the
employee. The effect of the information transfer may vary depending on the employee’s
activities during the notice period.

Hypothesis 3 is as follows. Get rid of your job to be fair and nice. Termination plans should go
beyond the employee’s current access rights and demand a new one. The plan should enable the
business to deal with the problems that arise from employee turnover. work harder,

» what motivates them to be loyal to the organization,

* how the organization has become more productive and what they think about working hours, >¢

whether employees like working remotely, etc.

Use of Feedback:
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For the effectiveness of open work and the overall results of the organization, feedback from
employees can be a useful tool for good results.

Feedback can provide insight into the strengths and weaknesses of processes and work practices.
Even dismissed or disgruntled employees can provide insight into the problems affecting
employees.

These events also become an opportunity to review how the recruitment process can be improved
to ensure that the recruitment is right, and how the employee experience collaboration and

support can be improved.

Thank you for your participation:

Finally, the project should acknowledge and recognize the contributions of those who helped
make the change process successful. Employee turnover can have long-term and unpredictable
consequences if not managed properly. A plan to review company processes and workplace
culture and environment to make seamless changes and even make changes over time. Leave
plan. Exit interviews allow organizations to gather information about why employees left.
Former employees are more likely to share honest advice.

This information will help build an understanding of how to eliminate these reasons and develop
strategies to reduce future departures. Exit interviews are also an opportunity for the organization

to thank outgoing employees for their contributions.

Important questions to ask in an exit interview include:

* What led you to start looking for a new job? Are they the same character? If not, how can this
be done? If not, how can I clarify these? What to do next? What can be added to your study? br>
» What do you think of your new job?

* Would you recommend our organization to a friend? Why and why not?
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* Do you have any other comments or suggestions? However, it is important because it leaves the
final thought to the organization. This study examines employee exit from four different
perspectives: exit, social, exit process and legal.

A positive finding from this study is how the relationship between the manager and the employee
prior to the notice period impacts the employee’s experience of leaving the company. We know
that relationships during the notice period have a direct impact on an employee’s exit, but this
study shows that even relationships prior to the notice period can have some impact on an
employee’s exit. The conversion rate increased from 10% to 25%. To get to the root of the
problem, the bank decided to bring in external consulting. The program helped them develop
strategies to reduce turnover and recruit and retain the right employees. Exit interviews are
conducted by certified professionals outside the organization to ensure fairness and impartiality.
The bank also uses various technologies to gather valuable information from employees who
choose to stay and those who decline. However, to truly benefit from the program, the bank must
be willing to follow the interviewer’s advice and suggestions. By doing so, the bank can increase
efficiency and achieve better results. This case study highlights the importance of using exit

interviews as a tool to increase employee retention and improve business success.

6.3 Recommendations for Future Research

In my article, I draw on my own experiences as a participant in various organizations and use
indirect methods to collect data. By observing and collecting information about the companies |
work with. I can understand workplace practices, especially cultural practices that are toxic and
harmful to employees. My research also includes a variety of resources, including articles,
documents, books, blogs, and other materials to gain a better understanding of current issues.
One simple way to do this is to agree to interview the employee. This will involve honest
questioning about their management skills, the challenges they face due to the toxic

environment, and the effects it has on their brains. Although this approach can be difficult to
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implement due to concerns about unemployment and other risks of speaking out, it will provide
valuable information that can help us understand these issues. Overcoming these challenges
would make a significant contribution to the study by providing detailed and accurate

information on the impact of toxic workplaces.

6.4 Conclusion

Poor management can have a significant impact on an organization. It can lead to lower
employee morale and productivity, hindering growth and reducing profits. Therefore,
organizations must identify signs of poor management and take proactive steps to address and
correct these issues. Good management practices, appropriate training and support for managers,
and a culture of transparency and open communication can help reduce the negative effects of
poor management. By using these strategies, organizations can create the right environment for
growth and success. It can reduce employee engagement, increase turnover, and ultimately
hinder an organization’s ability to achieve its goals. It’s important to recognize the signs of a
toxic work culture and make decisions to address the underlying issues. This includes
encouraging open communication, providing support to employees, resolving conflicts quickly,
and instilling the values of respect and collaboration. Organizations can foster a positive work
environment that leads to success and longevity by prioritizing employee wellness and
satisfaction. The first step is to identify areas of weakness and set clear goals. Once the goals are
set, intervention plans can be implemented that can effectively address the changing pressures of
inadequate staff, declining productivity, and poor management. All levels of the organization
should be involved in the strategic planning process to ensure support and commitment to
change. Regular monitoring and evaluation of the effectiveness of the program is essential to
making necessary adjustments and supporting long-term improvements in management practices.

Ultimately, a well-implemented succession plan can help transform a struggling organization
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into an efficient, effective, and employee-friendly organizational environment. Organizations can
begin to create a culture of respect, trust, and cooperation by identifying the root causes of
pollution, setting clear goals, and implementing plans to address the impact of nature. To ensure
equity and commitment to change, all stakeholders must be included in the strategic planning
process. Regular monitoring, feedback and adjustments are crucial to the success and
sustainability of the project. By implementing an effective action plan, organizations can reduce
the negative effects of biological work culture, improve employee morale and retention, and
ultimately stabilize the organization to excel and succeed. To achieve this, organizations must
first acknowledge the existing problems, commit to change and implement intervention plans.

This approach will help create an environment of transparency, trust and collaboration.

Leadership plays a key role in driving this change by establishing positive attitudes, providing
appropriate support and resources, and actively encouraging leadership practice for continuous
improvement. All stakeholders should be involved and regular feedback and evaluation should
be prioritized to ensure continued progress.

By collaborating to change management, organizations can unlock their potential, maintain
employee engagement and satisfaction, and achieve long-term success. Culture supports
leadership culture and is critical to the success and sustainability of today's organizations. Today,
organizations need to move from traditional culture to leadership style in order to have a unified
and supportive culture. This change allows leaders to transform the workplace where employees
seek collaboration, autonomy, and a sense of purpose. By developing a culture of understanding,
transparency, and accountability, leaders can unlock the full potential of their teams, encourage
innovation, and collaboration, and ultimately, drive organization success. This change not only
increases employee morale and retention, but also creates a positive workplace where employees
feel valued, motivated, and motivated to be their best. As the business environment continues to
change, leaders need to thrive and better lead their teams to success by encouraging leadership

rather than just leadership. Manage the culture to increase employee satisfaction, drive
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organizational success, and drive long-term growth. Fostering an environment where trust,
innovation, and accountability thrive requires consistent leadership. By following these
principles and implementing appropriate strategies, organizations can create workplace cultures
that attract top talent, retain productive employees, and thrive in today’s rapidly growing

business world.
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