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StitchCo Organisational Culture Analysis and Recommendations Using Schein’s Model

The Model by Schein is a methodological way of learning the organisational culture and can be used to get the idea of the cultural processes in StitchCo at the moment. The model recognises three culture levels namely artefacts, espoused values, and underlying assumptions each of which are used to explain how an organisation operates. At artefact level, StitchCo has observable behaviours and structures that indicate the existence of a disjointed and inconsistent working environment. The lack of formal communication frameworks, non-standardised operations, and reporting lines add to the operational inefficiencies that the employees face day to day (Pougajendy, Mathiazhagan and Karunamurthy, 2024). A look at meetings, emails, and informal interactions will in many cases show a lack of connexion between the goals of the organisation and the practise (Billups, 2025). Even though the collaboration, quality, and responsibility are declared to be the key values of StitchCo, the principles are often not implemented in reality, which causes confusion, frustration, and dissatisfaction among the employees (Mohammed, Firmansyah and Djudiyah, 2024). On a more profound level, the behaviour of employees is strongly affected by underlying assumptions like the fear of blame, evading responsibilities and the unwillingness to take initiative. Employees are more likely to respond according to the system instead of questioning the status quo, limiting creativity and slowing down the resolution of issues. These implicit assumptions, along with apparent discrepancies, suggest the existence of a misaligned organisational culture, which harms trust, cooperation, and the general performance (Szydlo et al., 2024). Such artefacts and the difference between the espoused and actual behaviour are important to identify these gaps to address the cultural deficiencies and to establish the background on which specific interventions are planned to enhance the organisational performance.
These cultural challenges are reflected and enhanced by leadership in StitchCo. The behaviours of managers and senior staff frequently result in the preservation of a fear-based culture that prevents employees to speak up, propose new ideas or ownership of a project (Boikanyo, 2024). This blame-focused form of leadership generates a culture in which errors are penalised as opposed to being used as a form of learning, which reduces participation and suppresses creativity. The qualitative studies, such as interviews with employees, observation, and employee satisfaction surveys, indicate that communication is still a significant barrier, and staff engagement rates are still high (Billups, 2025). When employees strive to make contributions or question existing procedures, they often complain about feeling unsafe or unsupported and this inhibits creativity and a continuous organisational enhancement (Bannikova and Mykhaylyova, 2024). Also, a strong disconnect between the values of leadership espoused like collaboration, inclusiveness and ethical behaviour and those portrayed in actual practise is evident. The resulting lack of trust, morale, motivation, and performance indicators are detrimental to performance measures (Pougajendy, Mathiazhagan and Karunamurthy, 2024). Leadership, in turn, is at the centre of focus: it does not just reflect the current cultural shortcomings, but strengthens covert assumptions and behaviour patterns, which hinder organisational development. Closing these gaps is what is needed to establish an environment in which the employees feel psychologically safe, engaged, and empowered to be fully involved in the organisational activity (Szydlo et al., 2024).
Cultural issues facing StitchCo need to be dealt with in a planned and systematic way so as to re-orient organisational values, practises and behaviours. To ensure the espoused values become visible and real at all levels, the organisation ought to introduce systematic interventions, such as workshops, leadership training, and open communication plans (Pougajendy, Mathiazhagan and Karunamurthy, 2024). It is possible to facilitate psychological safety through the following methods: structured feedback systems, open forums, and frequent observation sessions, which will motivate employees to share creative ideas and take initiative without any fear of punishment (Bannikova and Mykhaylyova, 2024; Billups, 2025). Leaders should be able to exemplify supportive, inclusive, and collaborative behaviours on a regular basis and show the contributions are appreciated and mistakes are viewed as learning opportunities instead of blame-related situations (Mohammed, Firmansyah and Djudiyah, 2024). These strategies would eventually make StitchCo transform its culture of fear to an engagement-oriented and performance-driven culture. The employees will be more motivated, empowered and trusted leading to more collaboration, morale and better organisational performance. A fit between visible practise and underlying assumptions, and espoused values will also mean that cultural changes will be sustainable, further reinforcing the continuous improvement and increasing the ability of StitchCo to achieve strategic goals, as well as, promoting employee satisfaction and retention. Using the framework suggested by Schein, StitchCo will be able to develop a strong and successful organisational culture that will be able to adjust to the changing business requirements (Szydlo et al., 2024).
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