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Managing change in organisations can be difficult but organisations must undertake to stay competitive in the ever-growing market (Cameron and Green, 2024). StitchCo, a family-run garment company, has implemented a new technology to reduce financial difficulties and adapt to the growing demands of the industry. Despite these efforts, the organisation has encountered resistance from employees, worsened by insufficient training, communication breakdowns and fears of job security. This essay discusses the critical challenges posed by this transition, focusing on the role of cultural transformation, communication and leadership in managing organisational change. By applying frameworks such as Lewin’s Change Management Model, Kotter’s 8-Step Model and Hofstede’s Cultural Dimensions, this essay highlights the underlying issues and proposes actionable strategies to foster employee engagement and improve overall performance.

The shift to automation at StitchCo has highlighted several challenges, mainly due to the company’s lack of preparation to support its employees throughout the change. Resistance from staff became a major obstacle, largely because of insufficient training and confusion over the benefits of the new system. Bell (2022) notes the importance of Lewin's Change Management Model when it discusses the "unfreezing" stage, as it is significant in preparing people and entities for change. Disappointment with the current work environment has however created problems for the company concerning how they have handled the concerns of their employees around the change, which has severely weakened the organisation to implement the "change" phase of Kotter's model of change (Burnes, 2020). The resistance was made worse by the fact that there was no clear conversation going on. The employees did not know why the change was happening, how it would affect their jobs, or what kind of help they could get. This lack of communication or complete silence led to a situation of mistrust, which resulted in a decrease in morale and productivity (Oreed, 2023). New performance metrics tied to pay-related objectives fostered competition rather than collaboration between teams. In the absence of managerial intervention, this caused conflict and impaired team cohesion (Mullins & Rees, 2023). Kotter’s 8-Step Model highlights the importance of establishing a sense of urgency and creating a clear vision for change (BiteSize Learning, 2024). StitchCo failed to sufficiently engage its workforce in these early stages, resulting in confusion and resistance. The lack of short-term goals or milestones caused companies to be in a position where employees questioned their confidence in the new systems. Such limitations show that the organisation does not strategically plan how to manage change (Lasa, Pedroni and Komm, 2024).

An organisation’s culture is important to its employees’ ability to perceive and respond to change. The traditional, hierarchical structure has been incompatible with the demands of a rapidly evolving industry at StitchCo. StitchCo has relied on a Tayloristic management style where jobs have completely defined roles, limiting flexibility and employee empowerment. This rigid approach inhibited creativity and adaptability, which are crucial in dynamic business environments (Mullins & Rees, 2023). Hofstede’s Cultural Dimensions suggest that organisations with high levels of uncertainty avoidance are likely to resist change due to a preference for stability and routine (Nickerson, 2023). This fits with how reluctant StitchCo employees were to use automation, as many of them saw it as a threat to the way they had always done things. However, addressing inter-group rivalries and fostering a collaborative culture at StitchCo, requires proactive measures to promote cooperation and mutual support among employees. Team-building activities that aim to improve relationships between coworkers and foster a sense of unity in the workplace are effective ways to deal with this problem. These activities can help break down barriers and build trust among team members, making the workplace happier and more productive (Buchanan and Huczynski, 2019). Moreover, recognising and rewarding employees for their flexibility and innovative contributions is vital. Employee recognition programmes not only lift morale but also motivate staff to embrace change and actively engage in improving the organisation (Moran et al., 2023). Together, these strategies provide a solid foundation for long-term growth and transformation, aligning the company’s goals with the well-being and motivation of its employees.

Strong leadership and clear communication are essential for successful organisational change. At StitchCo, the transition from a hierarchical to a distributed leadership model was not handled effectively, leaving employees feeling uncertain and disengaged. To avoid such challenges, leaders need to provide clarity about roles, inspire confidence and consistently communicate the reasons behind the change. Without this, confusion can harm morale and reduce productivity. Taking a more transparent and supportive approach can help leaders build trust and encourage collaboration, both of which are critical for ensuring change is implemented successfully (Armstrong and Taylor, 2023). Leadership styles have a profound impact on employee attitudes during periods of change. Transformational leadership, characterised by inspiration, motivation and support, can lead to positive behavioural changes (Jiatong et al., 2022). However, StitchCo’s leaders did not sufficiently engage their workforce, missing opportunities to empower employees and address their concerns. One major challenge at StitchCo was the absence of a clear plan. The Shannon-Weaver Communication Model highlights the importance of reducing noise or barriers in the communication process. Lacking effective channels for feedback and information sharing, employees were left in the dark about the progress and purpose of the changes, which resulted in their disapproval (Getchell, Dubinsky and Lentz, 2023). 

It is suggested managers should be trained in transformational leadership practices, focussing on empathy and conflict resolution (Adham, 2023). Having a clear communication plan with a structured approach to communication which includes regular updates, clear messaging about organisational objectives and platforms for employee feedback (Armstrong and Taylor, 2023). Additionally, establishing feedback mechanisms by opening up two-way communication channels through which employees can express their concerns and make themselves heard, raises a sense of inclusion (Buchanan and Huczynski, 2019). By prioritising the development of leadership and communication to establish effective change. StitchCo should be supporting a high level of trust and transparency to ensure successful change implementation. Engaging employees is vital to overcoming resistance and ensuring the success of organisational change. For StitchCo to create a positive and collaborative environment, targeted strategies must be implemented to support its employees and build trust during this transition. One of the main challenges StitchCo encountered during the shift to automation was insufficient training. The company needs to design and conduct holistic training modules which are derived from experiential learning strategies. Recent research emphasises the significance of customising training to align with employees’ specific needs, especially in adapting to new technologies. It can also promote competence and confidence through regular workshops and mentorship schemes to ensure employees possess what they need to succeed at their work.

Resistance to change is a natural response, but it can be effectively managed with a structured approach such as the ADKAR Model. StitchCo can use this framework to tackle resistance by focusing on several key elements. First, creating awareness of the reasons for change and outlining the organisation’s vision for the future is essential (Oxford Global Resources, 2024). The employees need to be interested in the change process and giving incentives and recognising their work can attract them (Qiao, Li, and Hong, 2024). In addition, training and equipping employees with the capacity to deliver on new responsibilities is equally important. Providing robust training and resources is equally important to ensure employees have the knowledge and ability to handle new responsibilities (Taylor, 2022). Finally, if positive behaviours and long-term success are to be ensured, then incorporate regular celebrations of core milestones and evaluation of progress (Oxford Global Resources, 2024). Following this model can ensure that all StitchCo employees will be able to eliminate this barrier of uncertainty in the change process and be encouraged to participate. Encouraging teamwork is essential for reducing rivalries between groups and creating a more unified workforce. StitchCo can promote collaboration by introducing team-based incentives that reward collective success, helping to foster a sense of shared purpose (Khosrow-Pour, 2020). Furthermore, using recent insights into team dynamics can aid in forming balanced teams that make the most of individual strengths and promote harmony within the company (Gnepp et al., 2020 & Tehseen, 2024). These strategies improve output and promote a welcoming workplace at the same time.

For these initiatives to be effective, StitchCo must regularly monitor and evaluate progress. By gathering employee feedback and analysing performance data, the company can identify areas that need improvement and make adjustments as needed (Stobierski, 2020). This ongoing process ensures that employees feel listened to and valued, while also keeping the organisation on track with its goals. The challenges encountered by StitchCo underline the importance of embracing a structured and employee-centred approach to organisational change. Resistance, communication differences and cultural severity have significantly hindered the company’s ability to adapt to automation. With the right interventions in place, including comprehensive training, development of company leaders and cultural change. StitchCo can foster a work environment where employees feel supported and engaged. StitchCo can implement specific strategies by applying frameworks such as Lewin’s Change Management Model, Hofstede’s Cultural Dimensions and ADKAR Model to align its new workplace approach to support the employee’s needs. Focusing on building trust, collaboration, and innovation will help the company tackle future challenges and maintain its competitive edge in the market.
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