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                                                      Assignment 2 
Group presentation 
Stitch Co structure 

Supporting narrative 
Prior to automation, stitch Co's organisational structure was straightforward, linear, and predictable, much like a well-worn sewing pattern. Each worker was aware of their daily goals, their role, and their supervisor. The organisation’s old hierarchical structure, which was mostly influenced by Taylorism, divided duties into straightforward, repetitive tasks, and management maintained as intense focus on output. This inflexible framework provided a feeling of security for a lengthy period. Senior managers made moves away from the production floor, workers stitched, and supervisors examined. However, this reliable structure soon revealed its shortcomings when the business made the decision to restructure its business operations.
[bookmark: _Int_d5Ofxa1H]In many ways, Stitch Co’s organisational structure history is story of routine. Workers got used to a top-down command structure in which production figure rose and instructions down. Individual output was used to evaluate productivity, which encouraged rivalry over cooperation. This kind of organisation was in line with the company’s rapid, effective, and controlled culture. The organisational structure of Stitch Co was not designed to foster innovation or flexibility. It had been built with precision, efficiency, and resistance to change, much like a machine. According to Schein (2017), an organisation functions smoothly when its underlying cultural presumptions align with its structure; friction arises when they do not. Up until the day it didn’t, Stitch Co operated without any problems.
The pattern broke when automation was introduced. Suddenly, the company wanted employees to work in teams, solve problems creatively, and make independent decisions. The former structure was squarely at contrast with these assumptions. The organisation attempted to replace its older hierarchical framework with a distributed leadership style. Everything kept short out; it was like attempting to install modern technology in a structure with outdated writing. Workers were instructed to ‘’ work independently’’, but they were evaluated on an individual basis utilising piecework incentive. Cieslak & Valour (2024), who caution that digital transformation fails when the human system is not linked with the technical system, discuss the mistrust and misunderstanding caused by this structural conflict.
This misalignment was common throughout the entire facility. Some workers were worried that automation would make them redundant, while others just did not know what their ‘’new roles’’ were supposed to involve. Clarity had traditionally been produced by the structure; but, automation, in the of structural redesign, replaced clarity with confusion. The sudden shift towards autonomy felt more intimidating than empowering in a culture that values control. 
The change might have gone differently if Stitch Co structure had been more adaptable. According to Nadya Zhexembayeva’s (2025) reinvention framework, contemporary organisations need to view change as an ongoing cycle of adaption. However. Stitch Co organisational structure was intended to be consistent rather than innovative. Employee involvement, cross-team learning, and all the gradual testing of new technologies were all inadequate. Employees were accustomed to giving directions. Curiosity, discussion, and ownership had never been fostered by the structure, so when automation arrived, those behaviours did not arise out of nowhere.
This explains why once the structural modifications were implemented, the company’s performance decreased. Productivity declined, resistance built up, and absence increased. Workers were not against technology as itself; rather, they were opposing the inconsistency between the organisational structure and the demands made of them. According to research, employees suffer from anxiety, identity loss, and disengagement when structural systems fail to support the behaviours needed by organisational change (Valtonen et al., 2024). The building at Stitch Co was no longer able to sustain its employees. 
Stitch Co must reconsider its organisational structure with people and learning as its core to restore performance and confidence. Understanding what this may look like is made easier by storytelling. Consider a factory where groups function as little learning communities, exchanging information on digital tools and helping each other through transition. As suggested by contemporary organisational theorists, team-based objectives could encourage cooperation rather than piecework competition. Leadership could operate as a shared responsibility, with supervisors coaching rather than controlling, as opposed to a strict chain of command. Communication could flow in cycles rather than in one direction, from top to bottom, enabling staff members to influence choices, challenge procedures, and collaborate on improvements.  
The stitch Co story demonstrates that organisational structure is more than simply a chart on a wall; it is the foundation that moulds behaviour, culture, performance, and trust. Change is intimidating when that base is inflexible. However, when a structure is designed to foster learning, teamwork, and flexibility, workers become collaborators in change. 








Referencing 

Nadya, Z (2025) Reinvention vs. Innovation: why continuous change is the key to survival. Available at: https://youtu.be/2_SQyprpqbs?si=5_RUG3Rtie7N88Ss
 (Accessed:11 December 2025).

Cieslak, V. and Valor, C. (2024) Moving beyond conventional resistance and resistors: and integrative review of employee resistance to digital transformation’, Cogent business and management, 12(1). Available at:https://www.tandfonline.com/doi/full/10.1080/23311975.2024.2442550#d1e1ies55
(Accessed:11 December 2025).

Schein, E, H. (2017) Organisational culture and leadership, 5th edn. Hoboken, NJ: Wiley
 

Valtonen, A. and Holopainen, M. (2025) Mitigating employee resistance and achieving well-being in digital transformation’, Journal of operation management, 42-72(May) Available at:https://www.researchgate.net/publication/389904181_Mitigating_employee_resistance_and_achieving_well-being_in_digital_transformation (Accessed:12 December 2025).




  







image1.png
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David




