BMBM4006- Assignment 1

StitchCo, a family-owned garment manufacturer for high street retail stores, began facing financial hardships and had to undergo organisational change. StitchCo used to be a more traditional company where employees would work on a salary dependent on how many items they made, but the change in which the organisation went through meant that technological ways also changed, meaning new machinery was brought in to make the garments, meaning employees didn’t have to make them themselves. The cultural transformation of the organisation meant employees were left to assume and guess what to do, as they wouldn’t be told directly what to do. The leadership style also changed, meaning the hierarchical leadership had changed to a more distributed leadership organisation. As the machinery began to take over, communication between employers and employees meant that there were small amounts of communication and reports about how well the new machinery was working. StitchCo can better prepare employees for change by training more often and with ongoing development as the organisation continues to change. This would help build change competence and reduce stress, Armenakis, Harris and Mossholder (1993). This essay argues that organisational change can improve a company, but only if employees are well prepared for it.

[bookmark: OLE_LINK1]The impact of organisational change on employees meant that there was resistance to change, as many employees were worried about job concerns, as the new machinery was doing the majority of the work, and the lack of training the organisation provided left employees stuck about what to do and how to maintain the machinery efficiently. According to Malik (2025) Lewins, three-stage model shows how organisations could change using unfreezing, changing and refreezing, but the unfreezing stage for StitchCo was weak due to the lack of communication and insufficient training given. The insufficient training left employees uncertain and difficult to adjust, meaning the motivation to work and maintain a good enough standard of work declined, making employees resistant to change. Although the introduction of machinery meant that manual labour was reduced, therefore streamlined production, making more garments for the organisation. Kotter's step model shows the approach to organisational change and new approaches in the company culture. Kotter's step theory examines how organisations can maintain a structured process and strong leadership through change. It can lead employees in the correct direction and create a vision and communication, and make short-term wins possible for employees to believe they’re progressing and being rewarded for their work and show togetherness as an organisation and the culture of the organisation Parsons, 2024). The model shows the importance and vitality of leadership and communication in an organisation through the change process. Employees resisted change due to multiple factors, such as not enjoying the new way, not understanding and not agreeing with the new technology. Oregs’ (2003) model shows employee resistance through fear and losing control of their work. It reveals that anxiety and concern over the changes’ potential effects and how the new structure will affect individuals are the main causes of resistance. Many employees may become dubious of the new work environment as a result of organisational change if they question the potential benefits. This can be prevented by helping employees understand and providing adequate support throughout organisational change.

The traditional organisational culture in StitchCo shows that there are major obstacles to successful organisational change. Based on Schein’s (2004) theory, it shows that organisational culture is three levels, which are artefacts, values and underlying assumptions. StitchCo had a strict hierarchical structure and a system of being paid by how much garments you produced, which gave priority to the individual rather than the team within the organisation. This also shows that management controlled the workplace, and employees followed orders and got on with the work. Freeman (1969) explains that the mechanical culture was stiff and unyielding, colliding with the organisational change, meaning it was more difficult for all employees to adapt and progress with the new machinery and technology. StitchCo should lean towards a learning culture. According to Pedler, Burgoyne and Boydell (1997) show that continuous employee training will create a more advanced organisation and be more inclusive for employees; therefore, no employees would feel left behind as new technology advances, and they would progress alongside it. This would also give employees a chance to contribute to the organisation’s success. Distributed leadership maintains organisational goals at all different levels, meaning everyone has the chance of progressing further within the organisation using the new skills learnt that came with the introduction of the new machinery. Replacing the old system of being paid by the amount of garments produced can reduce inter-rivalry in the organisation and can increase cooperation between employees, as BusinessBalls (n.d) suggests that John Adair’s model examines balancing work tasks and creating a more effective leadership system. Although culture transformation cannot be maintained by employees alone, management must also accept and work with employees to adapt to the new organisational change, therefore creating a more efficient and successful work environment.

Leadership in StitchCo changed with organisational change from a hierarchical system to a distributed system. MTD Training (n.d) explains that McGregor’s theory X, shows employees are not motivated and need to be under strict orders and control. This meant employees fell behind when adapting to the new changes, and they played a little role in having a choice in organisational change. SCIRP (n.d)  examines how teams within an organisation could progress further in decision-making and encourage initiative. However, this had weak guidance and little support, which led to a lack of motivation within the organisation. Transformational leadership shown by Bass (1985), examines a more advanced leadership style during organisational change. It gave an inspirational and influential vision for organisations, showing employees that they can be guided through the unknown and support individual growth. In the case is shows StitchCo employees received little support and recognition and weren’t awarded for their work. According to Herzberg’s Mausner, and Snyderman (1959) the lack of recognition and motivation led to decreased job satisfaction and motivation, therefore decreasing company morale. It shows how StitchCo didn’t evaluate and prepare well enough for a leadership change, therefore confusion within the organisation and developing risks. StitchCo didn’t inspire or motivate employees enough for change, meaning employees started to lose commitment to the organisation.

Efficient means of communication are important to support organisational engagement and growth. Shannon (1948) demonstrates how the communication model illustrates that a lack of feedback and advice from employers can lead to miscommunications in an organisation. Maciver Project services (2010) shows the framework of change using  Kotters’ (1996) fourth step examines the severity of communication in a workplace. StitchCo had a lack of communication and limited discussions with the union representatives; the lack of feedback to employees left them feeling ignored and forgotten, particularly with job security concerns, which increased resistance in the organisation. Due to this, employees found it difficult to trust management’s decisions and intentions. StitchCo should carry out team meetings, allowing employees to discuss their problems within the organisation that listen to employees and change as an organisation, not just by management, as promoted by Marchington and Wilkinson (2008). Feedback cycles are important to understand how employees are experiencing working at the organisation and ensure that any issues that arise are dealt with to ensure the successful growth of the organisation. Although training management to communicate effectively with employees would also close gaps between employees and management.

In order to prepare employees for later change, StitchCo must maintain a steady base of communication throughout the organisation. Training for employees should be continuous so employees can learn and develop more skills as machinery and technology progress, meaning that they’re more confident and understanding. Employee involvement would also help enable staff to encourage self-resilience to organisational change. Changing from pay by product produced allows the organisation to become more teamwork-based rather than individual competition. Supporting leadership can make employees more confident and help employees transition to change more smoothly. StitchCo should perform evaluations of change preparedness, Armenakis, Harris and Mossholder (1993), to support and tailor to employees’ needs more effectively. Policies in the organisation should be shown and discussed with employees, as this increases trust and reduces anxiety within the organisation.
StitchCo’s struggles with change mostly came from poor preparation for change for employees for both cultural and technological change. The introduction of automation, along with not enough training, led to resistance from employees. Switching from a hierarchical to a distributed leadership system resulted in management losing transformational leadership qualities and having no clear path for employees to follow. When a company is going through a transition, communication is essential since it helps to reassure staff members and foster confidence. Employers are better able to adjust and evolve when a learning culture supports continuous training and growth. Finally, StitchCo’s knowledge of organisational change was weak, leading to issues arising with it. For organisational transformation to be successful, supportive leadership and effective communication are essential. A more effective, long-lasting and high-performing business could be created by transforming resistance to resilience through employee communication and a clear transformation vision.
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