


Assignment 1 Essay; StichCo
[bookmark: _Int_CxChvtEa]When looking at any organisation and its structure, there are many different factors that contribute to quality of the work environment and the people in it. Different places will have different management styles and structure, different social groups within a cohort and different styles of working. When changes occur, such as what has happened with StitchCo, naturally worries and frustrations will arise from workers. This will have a large impact on how the workers interact with management, each other and have a significant impact on performance in the workplace. By considering the different issues that were raised by this change, StitchCo can make the change easier for their workers and improve their production performance.
[bookmark: _Int_le8f5VrU]The first thing to inspect is the transformation of the managerial structure, going from the Tayloristic hierarchical system to a distributed system, which allows all the team members to collaborate and step up to take charge. The Tayloristic approach is the classic way of management, where workers are seen as automated, going to work to complete the task and no more (Taylorism, no date). This style worked at the time, however modern organisations are more people-focused, and don’t just see the workers as tools. The more modern style would be to assign roles to different workers, treating them in a more human way and are assigned based on skills, as opposed to haivng everybody taking the same role in order to mass produce. Organisational culture is extremely important and changes to leadership styles can both positively and negatively affect it (Mohammed, Firmansyah and Djudiyah, 2024). Having shared leadership means that there are a variety of perspectives and allows for more creativity. A study by Wu and Cormican (2021) found that in engineering design teams, the introduction of shared leadership and collaboration had a positive effect on the performance of the team as a whole. This was also found in other studies which suggest utilising this method due to its increase in innovation (Hoch, 2012). By giving autonomy to the workers, it makes the workers feel more valued and important to the company, which is imperative to success because the majority of the profits and production will come through the people who are making the product (Al-Hussein, 2020). However, if not implemented properly this could also create conflict if the opinions of the people involved differ greatly and there is no trust between the workers. This has happened with the pay related targets and the resistance from employees, which could be solved through better communication and allowing for regular feedback. 
Another issue that has arisen is rivalry in the team, possibly as a result of the new management structure. Sometimes letting the conflict play out can have its benefits, such as creating a closer bond between colleagues and potentially more creative solutions. Baron (1991) suggests that friction between colleagues does not always result in exclusively negative results, although there are negative effects that also come from it. The production manager at StitchCo should have assessed the situation, realised the level of the conflict and used conflict management training effectively, instead of leaving the employees for themselves. Conflict management is key for any organisation to achieve their goals and maintain a healthy relationship between employees not only with management, but with each other (Safi and Khairkhwa, 2024). Bhadra et al. (2024) found that celebrating achievements as a team is beneficial to maintaining relationships for groups in the workplace, and that training all members in a variety of roles will gather trust and reliance in each other, which is the core of any relationship.
[bookmark: _Int_cyZ7YDyF]Resistance from the employees and conflict within the groups is not only caused by disagreements, but can also be more personal issues that are brought to the workplace which could be a factor. It seems that the individuals were not considered when making large organisational changes, which has been shown to cause more uncertainty and stress for the workers, which will have a negative impact company-wide (Vlados, 2019). The workers rightfully felt concerned with the implementation of new technology taking over some of the roles that they previously had, as there is a fear of them becoming redundant. While the use of machinery may prove to be better for production and profits, the employees at the business need to feel valued and have their feelings considered. With the technology malfunctioning, not only is it causing issues for the organisation with regards to production but also is creating trust issues from the employees in both the technology and StitchCo itself for implementing faulty technology. This is further emphasised when there is a clear lack of training at the company for the new technology. Training is essential for any employee, whether they are just starting at the company or are looking to develop, or in StitchCo’s case, learning to use new equipment (Flegl, Depoo and Alcázar, 2022). All employees should have standardised training that requires urgent completion and should cover all aspects of the role that are required to complete the task efficiently. By achieving this, workers may see the changes as less of a disturbance and more as adaptation, reducing the number of key workers taking time out of work and increasing production. The key to minimising stress of the workers and reducing damage to production is through good communication, which is currently a big issue at the organisation. As supported by Tang and Gao (2012), negative reactions can be minimised if the StitchCo senior management communicate the changed clearly and effectively to the workers, reassuring them that their jobs are not at risk. This would greatly reduce the stress that the employees are facing and result in a much more positive transition into the new structure with the employees working with the new technology, using it effectively. A questionnaire regarding change management conducted by Phillips and Klein (2022) found that effective change occurs when there is feedback from all levels at the organisation with support from the people with higher roles, and then using the feedback to work with the employees and not drive them away by making necessary changes. By not having this relationship between the managers and the employees, not only is there no feedback on the system, but team morale is unnecessarily low, and the employees are less likely to embrace the changes. Engagement from employees could be achieved through anonymous surveys monthly, which only senior management can view. A study conducted by De Oliveira et al. (2022) found that the mental health of workers has a clear effect on the workers ability and performance in the workplace. Using performance data analytics to identify where there can be improvement is a good idea, however also rewarding good performance would be an effective strategy for boosting individual motivation. Studies have shown that both extrinsic and intrinsic motivation have their part in the employees' contributions to the work environment, with reward being a more important factor in motivation when compared to the feeling of completion (Engidaw, 2021). This may encourage better collaboration from colleagues and reduce rivalries inside of the teams. 
In conclusion, StitchCo have made changes which theoretically could bring higher profits in through automation and a change in management style, but the way in which the changes were implemented were subpar. Not taking key elements into consideration such as communication and essential training meant that the employees saw the changes as a disruption and a downgrade from the previous style, as opposed to an opportunity for the organisation to better itself. Employees are people with their own feelings and opinions and need to be taken into consideration when making such drastic changes to a work environment. As many studies have shown, management needs to step up and manage large disputes between the colleagues as group morale and trust between the members of the group is crucial and can have extremely detrimental effects on their performance. Training at any level in the workplace is necessary when new equipment is implemented and cannot be overlooked like it has been at StitchCo. This is especially the case when a distributed leadership style is used, as workers should be trained in multiple areas in order to support each other and create a team mentality.
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