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StitchCo faced financial uncertainty during a six-month period, during this time senior management introduced advanced technology and implemented a change in management structure to better adjust to the volatile, uncertain, complex and ambiguous industry. Although StitchCo consulted with trade union representatives and the employee work force, management were faced with a decrease in productivity, change in workplace culture and overall moral. 

The aim of this essay is to establish a greater understanding of how StitchCo could better prepare employees for changes by critically assessing change in workplace behaviour cultures, leadership styles and the impact of technology advancements had on the overall organisational performance. 

During the transition period StitchCo revised a hierarchical leadership style, moving toward a more shared and distributed leadership structure. Mullins (2019) suggests that altering leadership styles to a more shared and distributed structure creates a larger awareness of leadership roles that can adapt and change within the environment in which they are formed. This in turn creates a more teamwork focused work force where teams and groups form. However, Chen and Zhang (2022) contradict this by proposing that although a distributed leadership does form groups it can also create power imbalances and overall reduction of decision making. This creates low team responsibility and an overarching decline in team creativity.  

Numerous factors should be considered when deciding the overall factors of shared leadership compared to hierarchical styles. Collossio (2024) highlights both the struggles brought forward by shared leadership such as, the need for clear and consistent communication between leaders and management but go on to say that the distributed leadership model can create a larger engagement as workers are involved in decision making. Leading to the fact that clear and concise communication is key to any change. A clear leadership model could have been adapted and put into place, Adair’s action centred leadership model anticipates both personal motivation and motivation from employees’ surroundings. Kelly (2022) affirms this by mentioning the workforce’s environment relies heavily on leadership styles whilst adopting this model and the model can boast effective controlling, monitoring and setting a good role model. 

Senior management introduced the changes after a brief consultation in which communication was made between both the employee work force and trade union representatives. Despite this employee performance and engagement fell during the initial stages of the change. Vitzitu, Chihaia, Matis (2024) alludes to the fact that communication is a vital tool to ensure that key information is conveyed to both staff and clients successfully, ensuring that all parties included are aligned and have the information required, suggesting that effective communication can influence key performance of the organisation. 

Somlea (2024) concurs that communication is not just an efficient method to relay information about key changes, but it is also used to as a tool to understand employees’ perception and acceptance of change. This creates a greater understanding of how change within an organisation will be received. Somlea (2024) goes on to explain that change is resisted from the workforce when employees are not fully understanding of new concepts and they enter change with unknowing and questions. 

Klein, Earl and Cundick (2023) contradicts this by implying that overloading the workforce with information and details about new internal news creates a higher change avoidance leading to resistance. Taking this into account communication should be planned and presented to relevant organisational members and at key points of change. Victor de Araujo Albuquerque et al (2025) discusses the appropriateness of communication tools. They state that inappropriate choices can cause difficulty for employees when taking on the messages and that leaders should consider that the team has the required resources for effective communication. Miskin and Dongarkar (2022) recognises that the effectiveness of communication channels differ dependant on the person. They suggest that that experimentation of varying communication alternatives, channels and listening techniques should be used.

During the transitional stage of the automation change employees felt that job security was a concern. Haldorai et al (2024) suggest that communication and transparency in all aspects of the day to day running of the organisational procedures to alleviate job insecurity. They further support this theory by suggesting that giving staff a more comprehensive view of what and why change is required demonstrates the organisation is creating a supportive and caring working culture. Feng et al (2025) strengthens this argument by agreeing that during automation changes, digital training and the management of workload demands will give the employee the correct tools to proceed with the job role given. This in turn will reflect security in their job role. Thompson (2025) purposes that using communication is the main vehicle and driving factor to create a safe and secure working environment, explaining that even minimal communication that delivers very little to no new news is better than organisational silence when supporting employees facing job insecurity.

During the implementation of the changes into a more automated phase of StitchCo, employees were trained on the new automation process, however on reflection of this a large proportion of the employee workforce dealt with inadequate training which as a result led to technical glitches. Mansiur et al (2021) conveys the need for training as a key factor in the effectiveness of organisational change and staff members readiness to accept changing factors. This highlights the importance of workplace training and how it effects the overall performance of the organisation’s goals. In the case of StitchCo training from senior management is imperative and generates a smooth transitional period to change. Beier et al (2025) solidifies the notion that the training process is key to improving not only workplace knowledge and skills but to create a lifelong work interest and develop healthy organisational relationships. It highlights the need for organisational focus to be on integrating and an employee focused training scheme which can support what the employee requires. 

Organisational change is key in the uncertain industrial climate. Change is a constant in all industries. Ellis (2023) creates an ideology that if sectors adapt the Lewin change model it is easy to negotiate and navigate change effectively within workforces. Ellis (2023) goes on to suggest that the change model is a simple and effective concept. Majika (2024) confirms this by outlining that Lewin’s model for change is a three step model with simple steps to ensure organisations can follow with ease. Majika (2024) also highlights the fact that the model is a critical tool to assess and benchmark progress within the change process. Lewin (1947) creates the model using three simple and effective steps, un-freeze, this is the process in which the need for change is assessed. Change, where the relevant habits and processes are formed and finally, refreeze, the good habits in the previous steps become common practice and are therefore adhered to. Kotter (1996) adapts upon the Lewin change model creating a model for change considering a more organisational change system outlining a process that organisations should undertake to achieve its set out goals. 

Through the change StitchCo moved from a more traditional structural method to a more employee focused structure. Wilson (2018) eludes that when thinking about organisational structure it is to consider the formation and scale of the business in its entirety. Willson (2018) goes on to say that structure creates an authority figure the ability to instruct and monitor tasks assigned to staff. Nielsen, Spasenic and Stevanovic (2024) affirms the fact that organisational structure and design allowing the focus to be driven towards creating a clear path to business success. Nielsen, Spasenic and Stevanovic (2024) also suggest that it is important to take into consideration the flexibility of organisational structure and establish an adaptable working process to foster goals set by senior management. 

In conclusion, StitchCo experienced struggles in relation to leadership style, lack of effective communication and the readiness of employees when entering technological automation changes. The shift from a traditional hierarchical style to a shared leadership model fostered a collaboration between employee and senior management but also highlighted the need for clear and concise communication and a role defined structure. Effective managerial model adaptation clears areas of structure and hierarchy, adopting a mechanism to strengthen employee management rapport. The need for effective and transparent communication became apparent in the early stages of this implementation. Communication became apparent when addressing trust and morale, particularly when addressing key issues such as job security and overall employee performance. 

It is clear from the finding above that preparing workforces by enforcing clear and concise communication methods, employee driven training programs and providing a clear and defined leadership structure will assist in reducing the resistance to change. Alongside these points the support of a clear structural leadership model would assist in staff moral and lessen job insecurities.  Using the finding of the assignment management can strengthen and reinforce employee engagement in organisational changes in turn creating an enhanced overall performance driven workforce in what is a volatile and ever change environment.
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