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StitchCo was a family-run company for years, and it was run using a hierarchical system. Employees were paid by how much they produced, which meant that employees worked more and produced more. Schien (2017) says that organisational culture comes from the assumptions and behaviours of employees. Being paid for each garment, made it more difficult to adapt and accept the opportunity for change. This led to resistance to change therefore making rivalries within the organisation and the lack of communication left employees worrying about job concerns and organisations future.
StitchCo experienced financial difficulties, therefore, the company had to change and move into a more technological environment. This meant that machines were automated and the shop floors were monitored. The change into new technology was thrown onto employees, leaving them to adapt with little training of the new equipment and made them worry about what to do. Lewin’s (1951) model shows that organisations need to “unfreeze” the current behaviours before they adapt to change, therefore allowing the employees to gain confidence in working with the new machinery. The lack of training Stitchco provided for employees was also a challenge, as it made employees frustrated and anxious about working, as none of them had an idea of what to do. The learning transfer model shows that managers in an organisation must provide proper training to support and help employees develop the new skills (Kodosurvey, 2024). The change from a hierarchical run company to a decentralised company increased employees’ level of understanding and decreased the stress. Spillane and Diamond (2021) explain how decentralised systems share accountability. Although employees who used to work under a well-defined structure struggled to adapt to the new change and managers had little training in coaching and managing their teams. Employees at Stitchco had difficulties with the new performance-based data. Data collection systems can be hard to implement, as they might create a competitive workplace or leave goals unclear (Armstrong and Taylor, 2023). Performance-based objectives in an organisation made the workplace competitive among teams, with teams competing for rewards. Managers failed to intervene and showed a lack of team building and support, which is essential for building relationships (Goleman, 2004). The failure of the manager’s duty by ignoring the competitive environment created led to lower morale and more tension in the workplace. Change also created emotional challenges for employees as people tend to resist change as it’s due to they know what they’re used to and are unsure of what the new thing being introduced is going to lead to (William Bridges Associates,2024). The sudden change in Stitchco left employees anxious and uncertain of what was going to happen. Employees had little communication from managers and had no say in what they wanted theyre workplace to be like. They had lack of control and lost motivation as they didn’t know what was going to happen within the organisation. StitchCo can improve employee engagement and productivity by increasing the training, communicating and resolving conflicts with employees to understand what is needed and wanted to support a good workplace (Goleman 2004, Kotter 2012). By improving training and increasing communication, employees can become more independent in using new technologies and will be them how to apply new skills learnt in training (KodoSurvey 2024). StitchCo should give employees honest and important communication, including the reasons why there was a need for change and the security of their jobs. This would relieve some anxiety and stress from employees (Kotter and Schlesinger, 2008). StitchCo can promote teamwork with everyone to erase interrivalry, which would increase engagement and morale for the organisation (Armstrong and Taylor, 2023).
StitchCo had some trouble when changing organisational culture due to the poor management and poor training provided, the lack of communication and the lack of training left many employees worried about what was going to happen next. It also left them anxious and stressed as the leadership of the organisation wasn’t well at communicating with employees. By improving this and supporting employees, the resistance to change will decrease, and the employees will be more open to change, therefore increasing the effectiveness of the organisation.
Vlog link
https://drive.google.com/file/d/1AFZmC6Zk3KVE9XAcBBgVo6GLt6rtlbO3/view?usp=drivesdk
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