StitchCo Case Study; Preparing employees for change	
In a rapidly evolving business, organisational adaptability is crucial to survival. StitchCo, which is a family owned garment manufacturer supplying a major high street retailer, faced this reality when it introduced more advanced automation and distributed a new leadership model to remain competitive. Although it was implemented with good intentions it generated disruption throughout the company and production which included employee resistance, communication and decreased morale. This essay will critically analyse how StitchCo can better prepare it’s employees for change by exploring the impact of change, the importance of communication, the role of leadership styles in shaping organisational performance. 
Change which can be essential is some aspects can often provoke uncertainty and anxiety within companies. It’s change can often be disruptive, especially in environments with rigid structures and organised ways of production. StitchCo’s decision to introduce advanced technology was driven by financial pressures and the need to remain competitive in the industry. However the change was sudden,  causing employee resistance and operational setbacks. Despite the planned intent behind StitchCo’s transformation, resistance from employees was a major obstacle to face. Kirk (2022), explains that internal resistance often stems from the fear of job loss and lack of trust in leadership, which of both were obvious at StitchCo. The introduction of new technology without enough training and support led to employees feeling anxious. Taylor (2024) argues that managing, requires transparent communication and inclusive planning, which StitchCo failed to do throughout the rollout phase. This oversight caused more tensions throughout the workplace and slowed down the acceptance of the new practices. In stitchCo’s experience they failed to use the Lewis change management model, which resulted in them failing to adequately ‘’unfreeze’’ old habits and neglecting the psychological preparation required for change (Robbins and Judge, 2022). Without a clear plan to transition, it resulted in employees struggling to adapt. The change in working practices, which was from manual labour to technology assisted production resulted in a change of roles and expectations from employees. The company’s training efforts seemed to be insufficient, which again left employees anxious about using and operating the new systems. Furthermore this highlights the importance of aligning a new technological change with human capability. A lot of times this new technology would have technical issues which would often cause delays in production, resulting in more pressure on employees to complete the tasks, again showing the resistance from employees. Managers failed to intervene the disputes between teams because of the new changes to the incentives, however StitchCo should of stepped in and improved these issues by offering more team involvement on the running of production, better incentives to work towards. Furthermore this shows that because the management’s decision was to allow to teams to try and resolve conflicts independently it appeared to show a hands off approach that caused more tension. Mullins (2019) contrasts Theory X and Theory Y leadership, where Theory X assumes employees dislike work and need control, however Theory Y seems employees as self-motivated and has proven responsibility (p.386). therefore this shows that StitchCo’s leadership needs to work towards Theory Y principles to support distributed leadership effectively.
This highlights why leadership is essential, as Mullins outlines transformational leadership a style that ‘’inspires followers to commit to a shared vision and goals’’ (p349). Employees who had recently relied on incentives to reach goals, felt that they were being let down by the new change and it often resulted in them threatening to leave if the new changes were not reversed. As Buchanan and Huczynski (2019) argue that successful change requires structural adjustment but also behavioural and emotional readiness. StitchCo’s transition a traditional structure to a distributed leadership marked a large cultural shift, as previously decision making was centralised. According Dongxian and Batool (2024), distributed leadership enhances employee engagement and encourages innovative behaviour by promoting shared responsibility and psychological empowerment. StitchCo’s introduction of the new technology faced resistance due to inadequate training and unclear communication. Zagmout and Harrison (2025) emphasise that successful distributed leadership requires a supportive organisational climate and well defined roles, which StitchCo lacked in at first. This new change contributed to confusion and sometimes employee rivalry, undermining the benefits of the new leadership model.
Communication is key point in an organisational change. At stitchCo communication gaps between managers and employees contributed to the frustration of employees and resulted in disengagement. Employees were made to feel like they were excluded from decision making processes and it resulted in have little to no feedback on system performances. StitchCo’s lack of feedback and inconclusive planning created a dysfunctional reality. NeuroLaunch (2024) notes that effective communication strengthens and enhances the work performance of employees. To improve better outcomes for the company, it must organise and implement regular feedback and meetings for employees, this not only helps to ensure that technological changes are responsive to employees needs as well as boosting morale. To help prepare employees for future changes in the organisation, StitchCo should adopt different strategies that includes full training, good communication, leadership development. Comprehensive training should be carried out to ensure employees are equipped with technical skills to navigate new systems. Viva Pressbrooks (2024) highlights the importance of structed training programmes and mentoring to build confidence within employees. This suggests another factor they could do to improve the running of the company is involving employees in union meetings as representatives in the planning and it often results in no resistance. According to Kirk (2022) argues that inclusive planning enhances trust and communication and commitment to change initiatives. Distributed leadership requires clarity in roles and responsibilities within the company, and StitchCo must define the roles and responsibilities and provide support for collaborative working. The best way to have continuous communication is establishing channels for feedback, updates and shared goals. Promoting values of adaptability and innovation through better leadership and better rewards systems can improve employees mindsets. Mullins (2019) notes that cultural alignment enhances better engagement from employees and performance during change. StitchCo should consider introducing ways to celebrate team successes. 
To improve better strategies of managing the new change, the company should develop new ways to help the smooth running of the company, it could invest in better and frequent training, including new updates and more technical support. Strengthening better communication within in the company and its employees to maintain transparency throughout the changes. Developing better leadership provides better outcomes, discussing workforce implications when employees are threatening to leaving, offering them jobs that may suit them better if they are struggling to adapt to the new technology instead of redundancy or them resigning. Another aspect they could use to improve the management, is offering career development opportunities. Employee welfare is the top priority within a company and management must consistently update ways to help employees, it should always be communicated through multiple channels which allows employees to participate. As explained previously communication matters as much as the work, research by Armenakis and Harris (2009) highlights the importance of belief in leadership credibility. Digital tools and better platforms on this new change would improve better transparency, things such as dashboards showing updated production data, which is turn could show employees see the benefits of automation rather than seeing it as more work. At stitchCo, the poor effort and lack of training for leadership may have contributed to downfall of the new changes. By training leadership to develop better competencies, StitchCo can run a more supportive environment for employees to adapt.

StitchCo’s experience in this organisational change shows the failures that it encountered and resulted in resistance from employees, performance decline, bad communication, cultural friction and many more. This suggests that by adopting better leadership practices, better communication and training and aligning cultural values that the company can transform its workplace into a high performing resilient team. By moving forward StitchCo must recognise that improving ways to speed up production, is not just about technology that may help or replace jobs but about the employees working there, by investing in better leadership, better planning and continuous communication, the company will rebuild its trust and engagement with its employees. It takes time for transformations to change but by putting in the commitment to improve StitchCo can evolve into a high performing work place.  
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