[bookmark: _Hlk213328031][image: A close-up of black text

AI-generated content may be incorrect.]

Module Name:  People and Organisations
Module Code: BMBM4006
Assignment Name: Assignment 2 
Group presentation
Student Name: Karla Flores Feltrin - 2503091
Group Members: 
Beth Wooley 2517506
Evelyn Jeannette Ramirez de Martinez 2520056
Karla Flores Feltrin 2503091
Omrakha Hassan 2500918
Selma Shnnib 2332494
Lecturer: Robyn Griffiths
Deadline: 12/12/2025
Word count: 756



Contents

Group presentation link:	3
Individual Narrative (Leadership Section)	4
Reference List	7
















[bookmark: _Toc216355069]Group presentation link:
https://youtu.be/akAu_C4MPA0?si=meuRlXU9emxy8D7p


















[bookmark: _Toc216355070]Individual Narrative (Leadership Section)
According to the StitchCo case study, team leadership was largely responsible for how company employees reacted to the introduction of new changes. Although the main goal of introducing the new technology was to improve productivity and flexibility, the main difficulties among employees arose from the way leadership handled the process. My presentation focused on analysing leadership behaviour before and during the transition, and why it caused uncertainty, resistance, and low trust among employees. Some key points were highlighted using theories such as those of Taylor, Bass, Kotter, and Goleman, as well as recent organizational research.
Before the changes, StitchCo used a very traditional and vertical leadership style. This reflected Taylor's theory of scientific management, where managers-controlled planning, decision-making, and the pace of work, while employees merely followed instructions without participating in the control. This made tasks routine and predictable, but also created an environment where employees needed constant and controlling supervision. Leadership was also predominantly transactional, as Bass explains, meaning that the main objective was to monitor production, discipline, and reward employees for achieving goals. While this worked in short-term production, it did not allow for flexibility, teamwork, or problem-solving skills among employees. Therefore, employees were unprepared for a sudden change in how work was organized.
When the company introduced automation and shifted its leadership style to a distributed model, it expected employees to take more initiative, collaborate more, and start making decisions. However, none of this was clearly explained to employees by leadership regarding how this new management style worked. Kotter's model highlights the need for clear and objective communication, but this did not happen at StitchCo. Employees did not understand their new responsibilities or who had the authority to make decisions. Many organizations struggle with leadership during transformation, especially when roles and expectations are unclear. This illustrates the problem at StitchCo, where the leadership transformation was introduced without guidance.
The emotional side of the employees was also neglected. Goleman's theory of emotional intelligence explains how effective leaders need to recognize employees' feelings and how this can affect a transition; it is also necessary to offer security and create a favourable psychological environment. At StitchCo, there was no regular communication, employees were not offered guidance, and there was no concern for their anxieties and fears. All of this contributed to employees feeling insecure. The Harvard Business Review (2025) further highlights that leaders need to provide open communication, trust, and offer stability during a change process, and none of this was present at StitchCo; on the contrary, what happened was unprepared, distant, and reactive leadership.
The lack of digital trust also meant that leadership was unable to effectively guide employees during automation. Forbes/Deloitte (2025) argues that in the new digital age, it is essential that modern leaders possess strong digital skills to effectively support their teams. However, the vast majority of StitchCo managers lacked the necessary skills to support employees in the introduction of the new technology. This lack of capacity among leadership meant that employees could not rely on management support to develop the necessary new skills, thus making them feel even more overwhelmed by the new systems.
The lack of conflict management was another problem faced. The new performance-based goal model created competition between teams, since until then employees had individual goals and didn't know how to work as a team. The lack of preparation for this new management style led the production manager to choose not to intervene, further increasing uncertainty among employees. According to Armstrong and Taylor, leaders need to manage conflicts as quickly as possible to maintain a stable work environment and employee morale.
In general, the biggest problem at the company wasn't the implementation of the technology itself, but how the leadership handled the change and how the lack of preparation and training for managers affected the entire process. Forbes (2025) shows us that capable leadership in times of change requires clear communication and emotional support for all employees, but StitchCo's managers offered none of this. The leadership's behaviour was inconsistent with the company's new policy, making it impossible to meet expectations for the new system. Employee resistance stemmed not from disliking the new technology, but from a lack of trust, clarity, and guidance from management.
The StitchCo case study clearly demonstrates how leadership plays a crucial role during organizational change. Successful transitions require leaders to receive adequate training so they can communicate clearly, support new learning, manage immediate conflicts, and provide emotional stability throughout the process. Without these leadership qualities, organizational change becomes confusing and stressful for everyone involved.
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