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Preparing employees for change at StitchCo

Throughout, this essay will critically analyse various theories and expert perspectives on how StitchCo can better prepare their employees for organisational change, with the view of improving productivity and adapting a leadership style that better suits the people and organisation to successfully adapt to change. Taking in consideration the impact of change through emotional exhaustion and stress on employees, with views to improve on clear communication and successful training of employees.
Since facing a financial crisis six months ago, StitchCo a family-owned garments, that previously operated as a piecework system, has introduced advanced technology into their organisation, with a view of improving organisational performance, product output and adapting a productive, flexible and cost-effective work environment. Alongside the technologic change, StitchCo had multiple changes in work practices, such as, a transition from a hierarchical structure to a distributed leadership where team members at various levels are to take initiative to lead projects, allowing team members to share responsibility and authority which can promote the feeling of ownership and accountability.
However, the alteration has met multiple challenges from inadequate training, employment security concerns, poor communication between managers and employees, to an inability of employees adapting to change in the work environment. Thus, leading to inner-group rivalry, indicating lack of managerial leadership structure within the organisation.
	Change within an organisation is inevitable as the world is constantly evolving (Pieters, 2017; Pinna et al., 2025). Whilst change within an organisation has a wide range of impacts, both positive and negative, this all depends on how change is effectively managed and communicated to employees (Jones et al., 2008). It is essential for an organisation to manage this change by supporting its employees throughout the process to have a successful organisational performance output (Yulk, 2013). 
Successful change requires a strong managerial plan and ability to monitor process, alongside strong leadership to inspire and motivate their employees, contributing on the feeling of belonging, enabling acceptance to change and the individual’s commitment (Otting, 2025). 
	Whilst major changes within the organisation come from the top management team, its success is down to the contribution of its employees (Yulk, 2013). Building upon this, Oreg and Berson (2011) agree that transformational leadership is an effective approach in influencing employee’s motivation and behaviour during organisational change. Furthermore, Jones et al., (2008) agrees that the leader’s behaviour is a key factor during the change process within an organisation, as they communicate a strong vision, provide support to their employees and set a good example. Allowing the employees and StitchCo to transition smoothly and adapt to the technological advancement, while working together in an inclusive and motivated environment.
Altering to transformational leadership, would reinforce clarity, giving employees innovative freedom, promoting clear communication between managers and employees of their expectations, fostering improvement for organisational performance and improve employee behaviour (Vu, Nguyen and Le, 2025; Tang et al., 2025). Alongside effective management of internal resources, such as employee skill and communication strengthening the organisations performance (Fitriningrum, Cindyawan and Pulungan, 2025). 
Although, Oreg and Berson (2011) agree transformational leadership is the best approach, Wheelan (1999) suggests that the individual leaders may suffer in many ways in terms of psychological factors, involving emotional stress due to the overwhelming responsibility on whether the correct decisions have been made and accurate direction of group culture. This can create a negative impact on the development of the employees as well as influencing negative work practices (Hasanah, 2022) and it is becoming very clear that the people within the organisation undertake high stress levels due to change and increased responsibility (Rieley and Clarkson, 2001).
	Although studies show potential setback of a transformational leadership approach, due to an increase in stress levels (Rieley and Clarkson, 2001). Transformational leadership remains the beneficial approach for StitchCo with a positive impact on employee development and an inclusive work environment, having less of an impact on employee’s resistance to change (Oreg and Berson, 2011; Jones et al., 2008). Adapting this leadership style is a key factor in creating a good structure (Busari et al., 2020), where StitchCo can prepare employees on organisational change, whilst aligning with their goals of creating a productive, flexible and cost-effective work environment.
	Once the change at StitchCo was announced after brief consultation with the Trade Union, employees did not anticipate the initial change process was happening due to lack of transparency and sufficient communication. Communication Is crucial not only in the beginning stages but throughout the entire change process to improve organisational performance and employee development (van Vuuren and Elving, 2008) which must be analysed when implementing change at StitchCo. 
	Research suggests that without sufficient communication, employees at StitchCo may start to question why information isn’t being shared, thus causing uncertainty (Grossman, 2025; Li, Chen and Meng, 2025). He goes on to say that poor communication can impact employee morale leading to fear, confusion and distrust. 	
Communication leads to the understanding or misunderstanding of positive or negative working relationships and is essential for the co-ordination of the organisation (Guirdham, 2005). Whilst there are many ways of communicating from formal to informal, it remains relevant to transparently communicate change at StitchCo to reduce uncertainty and keep the employees engaged at work and effectively improve employee productivity (Mishra, Boynton and Mishra, 2014). 
Transparent communication is crucial for StitchCo, where communicating information openly allows the employees to understand and process the direction in which the organisation is moving, alongside direction of roles and responsibilities (Kim, Park and Cameron, 2017).
	Although transparent communication is arguably important, studies suggest that high levels of stress and emotional exhaustion is related to uncertainty (Matsunaga, 2025). In this case, if StitchCo were undertaking change after brief consultation with The Trade Union, further discussions with higher management to create a structure on how to approach the change process should have been conducted before briefly providing a small source of information upon meeting with employees at the organisation, showing clear signs of uncertainty due to lack of sufficient communication. This, shows that ensuring a clear structure is upheld on how to be transparent with employees that change moving forward will be implemented and communication must be present to support those in need is important, alongside obtaining a leadership style that not only best suits the concerns and needs of the employees, but the goals of the organisation.
	Lastly, research suggests that training and development of employees are vital during technological change within the organisation (Olaniyan and Ojo, 2008). He goes on to say that the employee’s knowledge and understanding, requires them to perform effectively and it enhances motivation and overall productivity. Implementing structured training programs, StitchCo can improve performance and enhance job satisfaction (Fahed-Sreih, 2020) which will allow employees to better adapt to change as they will have sufficient training, whilst experiencing lesser effect on job loss concerns.
	Research shows that opportunities for growth within the organisation, not only supports the claim to job satisfaction but shows that employees value these opportunities therefore increasing organisational performance and heightening their commitment (Obeng-Tuahh, 2025) to StitchCo.
	Whilst research established training and employee development is vital, poor procedures and training programs can cause involuntary harm to the employee or the organisation, arguing that the result of incorrect procedures can be highly dangerous if not carried out safely and correctly (Neal et al., 2023).
Therefore, StitchCo must provide accurate programs which are created, maintained and presented by well-trained individuals (Rodriguez and Walters, 2017), allowing the organisations leaders to take ownership of the training program, while driving employee development and success, creating an inclusive work environment.
In Conclusion, by comparing multiple theories and perspectives, StitchCo can better prepare their employees for change by implementing a structure, involving a transformational leadership approach over distributed leadership, where the leader understands employee concerns, while having a positive impact on employees’ development and creating an inclusive work environment. Therefore, less impacting their resistance to the change. Additionally, including clear and transparent communication with views on training programs to reduce uncertainty and maintain a supportive and skilled environment, which will not only improve job satisfaction, but enhances their commitment to the company.
	Overall research has established that leadership, communication and training play a key role in the success of StitchCo’s change process. Allowing employees to effectively adapt to change while being able to communicate feedback on technological issues and any negativity within the workplace, which will positively boost organisational performance and employee productivity.
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