[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 1 Essay; StitchCo
Student Name: Karla Flores Feltrin
Student Number: 2503091
Lecturer: Robyn Griffiths
Deadline: 07/11/2025
Word count: 1610





[bookmark: _Hlk213328062]
Introduction
In the StitchCo case study (UWTSD, 2025), StitchCo is a family-owned clothing company that has operated for many years under a traditional Taylorist management style. In this management model, senior managers plan and make decisions, while employees simply follow instructions and are paid based on production. The larger the quantity produced, the higher their pay. This company's philosophy is production, not collaboration.
Due to a financial crisis, StitchCo needed to update itself, opting to introduce automation, data-driven performance mechanisms, and a decentralised leadership model. Management's goal was clear: to make the company more flexible, cost-effective, and productive. However, this change did not quite pan out, as employees felt threatened about their jobs, resulting in confusion and anxiety among employees.
According to Kotter (1996), transformation often fails because managers forget the human side of change. Similarly, CIPD (2025) points out that companies need adjustments in the development and training available to employees, ensuring that they can adapt to modern technologies.
This essay will explore how StitchCo can achieve better results and how it can prepare its employees for change without generating anxiety and dissatisfaction, also seeking team satisfaction. We will critically analyse the impacts of change and the importance of ensuring the safety and training of the team. Demonstrating the importance of management preparation not only with the company, but with its employees, offering quality learning and open communication for a smooth transformation for all.

Main body
With the introduction of automation at StitchCo, the opposite of what management expected occurred: employees became stressed, produced less, and faced uncertainty about their jobs. According to Lewin (1951), every change requires three stages: unfreezing existing behaviours, introducing new behaviours, and finally refreezing to stabilize them. Because StitchCo did not prepare its employees for the changes, the process failed to unfreeze old habits or explain how the changes would happen and their importance. StitchCo also failed to offer emotional support or qualified training, resulting in disappointed and insecure employees. Bridges (2009) argues that in any change, employees move from an emotional state of denial to acceptance; therefore, it is crucial for the company to be prepared in all aspects for a successful transformation. Forbes (2025) points out that, with changes and times of uncertainty, leaders and managers must demonstrate preparedness, resilience, and clear and open communication to maintain the trust of their team. Goleman (2000) shows that emotionally intelligent managers use their style to motivate others and build trust. StitchCo managers did not have adequate training for the hierarchical to distributed management change; as a result, they did not know how to communicate correctly in this new management style, causing employees to feel insecure because they did not know exactly how to act, generating confusion among them. According to Bass (1990), transformational leadership should inspire people to create a shared vision, while transactional leadership focuses on control and reward. StitchCo, lacking clarity in the distinction between leadership styles, attempted to introduce transformational methods. However, due to a lack of training and clarity, it maintained the same transactional behaviour, with rigid goals and performance targets. This inconsistency, lack of clarity, and communication reduced team morale, hindering the success of the new changes. According to Kotter (1996), for change to be successful, it requires an understanding of urgency, the development of a clear strategy, and, most importantly, objective, and clear communication of this strategy. StitchCo should have better prepared its employees for the change, offering workshops that could help managers develop empathy and improve communication. Because StitchCo did not communicate clearly with its employees, they did not achieve the long-term objectives, which generated resistance and discomfort among employees in accepting and contributing to the success of the changes.
Furthermore, the CIPD (2025) argues that effective leadership during a transformation requires open communication channels, regular meetings, and feedback channels, thus giving employees a voice, allowing managers to understand employee concerns and needs, re-establishing trust, and demonstrating that everyone is part of the process. In short, strong, and emotionally trained leadership is a crucial part of success, offering the necessary support for employees to feel secure with the new changes.
The traditional hierarchical culture that StitchCo maintained was based on control and repetition. According to Schein (2010), three levels of culture are highlighted: artifacts, beliefs, and underlying assumptions. StitchCo's artifacts included production lines and rigid functions; its values ​​emphasized efficiency and obedience; and its underlying assumptions were that management knew best.
However, any transformation and automation process require flexibility, teamwork, and modernization. All these changes caused a cultural shock. Handy (1993) describes four types of organizational culture: power, role, task, and person. The company StitchCo had a culture strongly based on rules and structure, but the changes the company was implementing required a different culture that valued collaboration and adaptation.
For a cultural transformation to occur, a strategy must be created where openness, cooperation, and learning always come first. Forbes (2025) reinforces that companies that promote AI fluency and continuous learning perform better because employees feel prepared rather than threatened by automation.
According to McKinsey & Company (2025), 70% of digital transformations fail due to cultural resistance, not technical problems. StitchCo employees resisted automation because the organization failed to adapt its values ​​to the new reality and how the company offered an individual reward incentive scheme instead of teamwork, which generated conflicts due to a lack of clarity in the company's new policy. The CIPD (2025) emphasizes that collaborative training and development, along with employee involvement in decisions, strengthens team bonds and commitment. In short, cultural change must accompany technological change. StitchCo needs to build a culture based on trust and shared goals if it wants the benefits of automation to succeed.
The company needs to reorganize teams, introduce mentoring and feedback, promoting experiences between new and senior employees, and encouraging everyone to work as a team. As Deloitte (2024) notes, large organizations always clarify decision-making while encouraging collaboration among their employees. StitchCo can prepare employees for change by offering accountability and flexibility, providing clear roles, but also an open channel to contribute ideas and feedback. In short, a structure that provides open communication, offers continuous learning, and introduces collaboration prepares employees for change smoothly and effectively. StitchCo's future success depends on aligning its structure with a culture that values ​​adaptability and teamwork.
Forbes/Deloitte (2025) used the example of companies like HP to explain how management that combines innovation and empathy allows digital transformation to be successful. This example shows that people who feel valued and respected directly contribute to a successful transformation. Similarly, CIPD's (2025) research on work-life balance demonstrates that well-being directly influences motivation and productivity. StitchCo's vision should therefore include well-being and inclusion as central elements. Gallup (2025) identified that only 23% of employees worldwide feel they are truly engaged in their work, demonstrating the importance of everyone's participation during a change process. To better prepare employees for change, StitchCo must communicate its objectives consistently and transparently. Leaders must explain technological objectives with concern for employee well-being. As Forbes (2025) explains, effective leaders rely on training to be prepared for transformations, enabling trust to be restored.

3. Recommendations
To more effectively prepare employees for future organizational changes, StitchCo should implement a strategy that balances technology with human needs:
First, managers should adopt Kotter's eight-step model (1996), starting by creating a sense of urgency and communicating a clear vision. This model will help employees understand the purpose of the transformation and reduce fear.
Second, the company should offer ongoing training to enhance technical and emotional readiness, as every employee undergoing a change process feels fear and insecurity, and providing the necessary support makes it easier for employees to collaborate with the proposed changes. As highlighted by Forbes/Deloitte (2025), fluency in AI and digital skills are essential for modern work environments. Offering structured training will make employees feel capable and confident, rather than threatened by automation.
Third, well-being and psychological safety should always be considered and respected. The CIPD (2025) research on work-life balance shows that employees perform better when organizations demonstrate empathy and flexibility. Leaders can foster trust by encouraging open dialogue, recognition, and support.
Fourth, StitchCo should strengthen communication through regular updates, feedback channels, and workshops for employees. Forbes (2025) recommends that leaders facing uncertainty prioritize transparent and consistent communication to maintain collaboration.
Finally, the company should reward team collaboration and achievements rather than individual competition. Both McKinsey (2023) and Gallup (2024) demonstrate that collective responsibility increases morale and innovation. By combining these actions—clarity, training, empathy, and teamwork—StitchCo can build a stronger foundation for successful and sustainable change.

4. Conclusion

In conclusion, the events at StitchCo demonstrate that technological change alone is not enough to achieve success. It is necessary to anticipate the challenges that the company may face, considering the human side of the team, where whenever exposed to change, they react negatively, with resistance and insecurity.
The experience faced by StitchCo clearly demonstrates that to achieve success in organizational change, considering that there are people in the process, and offering adequate training and ensuring clarity and that communication channels are always open is one of the main keys to success. Research from CIPD (2025) and Forbes/Deloitte (2025) confirms that companies achieve better results when they focus equally on people and systems.
To prepare employees for change, StitchCo should invest in leadership development, continuous learning, and open communication. By applying the theories of Lewin (1951) and Kotter (1996) along with well-being and collaboration, the company can transform resistance into commitment. Gallup (2025) also states that engaged employees are more loyal and motivated. When a company undertakes a transformation and invests in both people and technology, it tends to build a flexible, innovative organization that is prepared for change.
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