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Understanding Culture at StitchCo

	Organisational culture strongly influences how employees respond to change (Harris and Ogbonna, 1998). StitchCo’s case outlines how external and internal factors significantly clash with cultural norms within the organisation. Alongside psychological factors influencing employee behaviours that affect the organisational culture. 
Key points I will outline will be based on StitchCo’s original culture, the cultural conflict that was created by technological advancements, how internal performance has been affected and how psychological factors explain employee reactions. I will then conclude with recommendations on how to build an adaptive and collaborative work culture to improve organisational performance and employee morale.
StitchCo’s original culture can be described as traditional, stable and consistent. Operating under Handy’s (1986) framework, StitchCo resembled a role-based culture, where work was structured on hierarchy management (top-down) and predictable routines. This was reflected throughout the organisation, where senior management gave instruction down to employees executing tasks. Role cultures emphasis control and efficiency (Handy, 1986), which aligned with StitchCo’s manual production and piecework system.
Employees were expected to follow instructions and provide a great deal of hard work. Thus, a value Schein (2010) would call espoused beliefs and underlying assumptions of the organisation. The piecework system reinforced individual output, rather than teamwork which created a culture based on personal efficiency.
	While StitchCo’s employees became accustomed to predictable tasks and strong managerial direction. Focusing on psychological perspectives, this culture strongly aligned with classical management theory, where senior management assumed workers best performed under structure, control and routine (Taylor, 1911). Whilst this culture supported employee productivity and organisational performance (Oladimeji, Abdulkareem and Ishola, 2023), it created a work environment that resists change. Effectively, this became a barrier when technological advancements were implemented within the organisation.
StitchCo’s change was triggered by external factors with needs to adapt to technological advancements. However, StitchCo introduced the technological advancements without transforming the culture, causing a clash on old cultural norms and new operational demands. 
The change required a culture that is collaborative, team oriented and innovative. All these characteristics associate with Handy (1986) task culture, where teamwork and problem-solving are crucial for striving on organisational performance, directly conflicting with the existing role culture of the organisation.
Poor training, unclear communication and job security concerns further impacted employee resistance to change at StichCo. Aligning this strongly with Lewin’s change model, where Burnes (2020) discusses the model views that change fails when the organisation does not unfreeze old behaviours. As a result, employees perceive the change as imposed rather than collaborative, unintentionally leading to fear and uncertainty.
Furthermore, implementation of change from senior management failed to address the emotional impact. From a humanistic psychological perspective, people require reassurance and sense of belonging during periods of uncertainty (McLeod, 2025). StitchCo overlooked these psychological needs, which is essential to support employees when organisational change will replace its old culture and ways of working.
The culture misalignment between old and new demands had a direct negative impact on organisation and employee performance. Research suggests that when employees feel unsupported during change transitions performance declines due to stress, disengagement and skill insecurities (Honglei et al., 2025). StitchCo experiences poor attendance, decline in output, lower productivity and increased in conflict, establishing a bad organisational culture.
The introduction of pay related targets and lack of managerial intervention caused tension and rivalry, as employees continued with the old role culture, prioritising individual success rather than becoming a collaborative environment. Psychological theory further explains rivalry as employees believed StitchCo had tarnished the stability and fairness, leading to mistrust and reactive behaviours (Rousseau, 1995). Without cultural coherence, employees lacked motivation and confidence.
Effectively, the technological advancements has not been the problem regarding employee resistance to adapt to change. The cultural environment was not prepared to support the change at StitchCo.
To realign the culture with new organisational needs, StitchCo should undertake strategies that promote collaboration, learning and psychological safety. Developing a learning culture with ongoing skill development will essentially reduce anxiety and increase adaptability (Peddireddy, 2025). 
StitchCo could also implement rewards systems to value teamwork and not only individual output. Research suggests that collaborative rewards reduce rivalry and support innovation throughout the organisation (Beersma et al., 2003).
Additionally, employee involvement should be strengthened. Having regular feedback loops, problem-solving sessions and transparent communication can rebuild the trust of employees with StitchCo (Yue, Men and Ferguson, 2019; Maganti, 2025), essentially improving organisational performance and employee engagement.
Finally, leaders must model this culture, by being supportive, communicating and participatory, further aligning with behavioural leadership theory (Spalding University, 2025). Emphasising that leadership styles shape cultural norms and expectations.
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