	
	
	



Assignment 1

Essay, StitchCo


This essay examines how Stitch Co can better prepare employees for organisational change. It covers five related areas: firstly, how change affects workers and performance; cultural change; the value of communication; leadership philosophies; and finally, useful tactics for successfully handling change. 


Organisational change is the process by which a business experiences internal or external transformation. Such a shift may come along because of meticulous strategic preparation or because of unanticipated events. It often involves major changes to an organisation’s goal, procedures, technology, culture, and structure. The impact of organisational change depends on factors like the type, scale, and pace of the transformation (Accenture, 2024), employees may respond in different ways; some may embrace it, while others might reject it. Employees may not be directly affected by the change in certain situations. The management’s execution of the change and the employees’ ability to adjust are key factors in its success. Leadership must frequently create new policies and adjust to changing organisational dynamics, regardless of how quickly or slowly the change occurs (Indeed Editorial Team, indeed, 2025).  However, when StitchCo implemented automation, their business strategy experienced a dramatic change. Workers were used to clear, hierarchical management and piecework compensation. The sudden transition to distributed leadership and automation disrupted established roles and routines. Poor performance and reduced attendance were the results of many workers fear of redundancy and lack of trust in adopting new technologies.

By considering transformation as an ongoing process rather than a one-time occurrence, Nadya Zhexembayeva’s reinvention framework (2025) offers a contemporary perspective to organisational change. Her approach is centred on foreseeing change, creating innovative approaches, and establishing a reinvention culture across the entire company. This theoretical framework, when applied to Stitch Co, demonstrates the company’s inability to prepare for digital work because of a lack of flexibility and vision. By implementing Zhexembayeva’s strategy, Stitch Co may encourage a proactive mindset in staff members to consistently identify new digital trends, collaborate on the creation of new procedures, and try out technology in gradual and flexible steps. Employees would be able to accept automation and innovation as part of daily operations because of the organisation’s culture changing from opposition to reinvention. In the end, Stitch Co would become a learning that could adapt to the demands of digital transformation because of the reinvention framework (Nadya, 2025).

According to recent research, digital transformation can only be successful if it incorporates human elements like engagement, trust, and capability building (Cieslak & Valor 2024). A strong challenge resulted from Stitch Co’s failure to react to the emotional needs of its employees, which included identity transformation, skill anxiety, and fear of losing their jobs. Empathy, training, and ongoing involvement are therefore necessary to prepare employees for change. 

Taylorism, a mechanistic system with strict labour division, top-down control, and individual incentives (Masterclass, 2021), was represented in Stitch Co's culture prior to automation. Workers emphasised quantity over teamwork or creativity. This culture discouraged originality and flexibility while rewarding efficiency. The shift toward automation and distributed leadership required a more flexible team-oriented, and learning-focused culture. Schein’s (2017) organisational culture model states that long-lasting change only happens when fundamental beliefs and values change, not just outward behaviours. StitchCo tried to change its culture by implementing new technologies and compensation schemes, but the company values, beliefs, and actions did not match. 

Confusion resulted from this cultural mismatch. Under distributed leadership, employees were given instructions to operate independently while still being evaluated based on their piecework goals; these gaps weakened trust and encouraged rivalry. StitchCo must encourage a sense of purpose and accountability among all employees to accomplish cultural transformation. This can be achieved by establishing team-based rewards rather than individual piecework incentives. Additionally, StitchCo should establish learning communities where employees may exchange information on how to operate machinery, promoting peer support and skill growth. The company’s cultural foundation will be further strengthened by values of innovation, trust, and inclusiveness. Through regular workshops and active interaction between employees.

Effective communication is crucial to help employees navigate uncertainty. According to research, one of the main reasons why organisational change fails is poor communication (Valtonen et al, 2024). Transparent, two-way communication helps employees comprehend the reasons for change, their new roles, and available support systems. Most of Stitch Co's communication was one-way. Although management made decisions regarding automation, they did not regularly ask for employees input or engage in meaningful discussions. Employees felt misinformed and excluded as a result. Confusion, worry, and mistrust were caused by this lack of communication. 

Communication needs to be transparent and frequent to be effective. Supervisors should be clear about employee concerns and provide regular updates on technical advancements. During times of transition, open communication guarantees that workers feel informed and included and helps foster the development of trust. Additionally, two-way communication is essential for successful interaction. Workers must have the opportunity to express their opinions in meetings, questionnaires, and union consultations. Also, to promote involvement, this conversation helps managers understand the perspectives of their employees and effectively to meet their demands. Another essential component is empathy. Leaders should acknowledge the concerns of their employees and reassure them about chances for training and job stability. Employees are more open to change when they work in a supportive environment that is created by showing compassion and empathy (Forbes, 2025).

[bookmark: _Int_GqOX7xwO]Lastly, communication needs to be focused on taking action. When difficulties arise, managers should react promptly, take the necessary action, and make it clear what has been done. This strategy demonstrates that employee input achieves significant outcomes and strengthens accountability. Leonardi and Neeley (2022) assert that effective digital transformation requires a digital mindset in communication, which explains not just how technology functions but also why it is important. Therefore, Stitch Co should translate its automation strategy into human-centred advantages, including possibilities for skill development and safer, less repetitive work. 
 

[bookmark: _Int_KiugrjQS]As employees get more comfortable with technology, Stitch Co needs leaders who can switch between directing, coaching, and delegative styles. Supervisors need to show passion, provide support, and acknowledge accomplishments. Research indicates that innovation, engagement, and organisational performance are highly associated with transformative leadership (Valtonen and Holopainen, 2025). Stitch Co should fund leadership development initiatives that emphasise emotional intelligence, conflict resolution, and coaching techniques to maintain change. Establishing a leadership pipeline at every level guarantees that distributed leadership is backed by accountability and competence rather than uncertainty.

Based on the analysis shown above, Stitch Co can use the following tactics to better prepare staff for upcoming change initiatives. to plan and track change cautiously, Stitch Co should use a structured, individual-focused framework like the ADKAR model (Awareness, Desire, Knowledge, Ability, Reinforcement), which provides a practical roadmap for enabling employee adoption and addressing resistance during each stage of a change. using ADKAR involves building awareness of the need for change, fostering desire to participate, providing knowledge and skills training, and enabling the ability to perform new tasks. this sequential, assessment-driven approach supports ongoing monitoring and corrective action throughout a programme (Prosci, 2024). Training must be continuous rather than one-off, also Workers require both hard and soft skills, such as digital literacy, teamwork, problem solving, and machine operation. Reskilling is crucial to avoiding technological unemployment (World Economic Forum,2023). 

Stitch Co should set up a variety of communication methods, such as union consultative sessions, anonymous feedback platforms, and staff briefings. Successes, lessons learnt, and upcoming milestones should be highlighted in regular updates. Both situational and transformational leadership should be taught to managers. Openness, empathy, and empowerment are leadership traits that need to be modelled on a regular basis. This facilitates the development of a psychologically secure workplace where employees can voice concerns and try out new systems. Lastly, Stitch Co needs to gather feedback, monitor productivity and morale, and modify tactics as needed. Employee loyalty and long-term success are guaranteed by cycles of continuous development. 

To conclude, the experience of Stitch Co shows that human transformation is necessary for technological transformation to be successful. Fear, resistance and decreased productivity resulted from the company’s sudden implementation of automation, poor communication and insufficient training. Stitch Co needs to see change as a collaborative process based on leadership, learning, and communication to restore trust and performance. The organisation can build a resilient culture that is prepared for upcoming challenges by implementing structured change models, funding training, encouraging teamwork, and developing transformational leadership. In the end Stitch Co capacity to unite people, technology, and culture in the pursuit of common objectives will determine its long-term success.
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