


This essay will examine the case study relating to StitchCo. It will compare and contrast the company before and after its financial crisis. The influencing factors for this will be examined. This essay will discuss how cultural transformation, the importance of communication and leadership style will impact the future development of the company. It will look at relevant theories of change management and why change is critical in the ever-changing business world. Using this, it will look at how StitchCo can better prepare employees for change. 

The position StitchCo was in at the start of the case study, as a family-owned business manufacturing for a major high street retailer, should have been a financially stable position for them to be in. It had structure and was very hierarchical. Basco (2023) states that family businesses don’t inherently focus on profit, but profit is still as important to them as it is to any other business. It is suggested that because of the family side of the business, it typically means that they tend to be guided by profit satisfaction rather than profit maximisation. This is typically because they are not selecting the best possible strategy for optimising profitability. We can clearly see this with StitchCo. They were by no means optimising the business. Each employee was financially incentivised to maximise their output while maintaining quality. This suggests that there was more of an issue with the management side of the company and its impact on productivity, because the manufacturing side of the business was stable.
However, the company went into a financial crisis and had to change its way of manufacturing. This suggests that there was an issue with the highly centralised hierarchical structure the company had, which created a lot of instability within the company. In a bid to improve productivity and efficiency, new advanced technology was introduced. By introducing automation, some employees expressed job security concerns as the automation may lead to job loss. 

To be able to run a successful organisation, you must have the ability to adapt to change Mullins (2019) supports this. Bezos (2012) goes on to say that rapid technological changes create big opportunities for the companies brave enough to capture them. This is what StitchCo is trying to achieve. For companies to succeed in the ever-changing current climate, it’s important that they respond well to change, or they might fall behind.
With a big change in management style, going from a hierarchical to a distributed management style was needed. Mullins (2019) champions this as managers can no longer solely rely on their position in the hierarchical structure. Is this always the case? There are many successful companies out there that still use the traditional hierarchy structure, for example, Apple and Amazon Brewer (2022) supports this. Different structures work for some companies and not for others.

 Allowing team members to take on more responsibility allows them to potentially expand in their current position they are in. By introducing the new system, the employees had the opportunity to develop new skills, including being able to operate new technology and maintain machinery. Giving employees the chance to develop new skills is essential for their progress. Thanh & Ha (2024) state that there is a direct correlation between training development in the workplace and positive behaviours and attitudes among employees. StitchCo have also introduced performance metrics. This will enable them to use data to analyse their performance.  This will allow them to analyse any potential areas of weakness. But you must be transparent with employees that they are being monitored, some employees may be apprehensive about being monitored and may resent this idea Tomczak et al (2018) champion this. 

As the employees were originally paid based on the number of pieces they produced, they were incentivised to work harder as they would be greater compensated for the more work they put in. After implementing the new structure several problems arose, including intergroup rivalry, which the cause of this problem lead back to new pay-related targets that were not effectively managed, and the production manager did not intervene. 
By implementing the new system, employees state that there is now a communication issue between managers and employees and a lack of feedback on the system. Feedback is vital as it helps to reaffirm that the new system is working. Mullins (2019) agrees that feedback is a vital part of communication, that’s what StitchCo may be missing. 

Training is one of the key areas where StitchCo need to improve on. StitchCo have attempted to train its employees on the new machinery, but clearly not enough. As some employees felt that they had not received adequate training for the new technology, this made the transition into the new system difficult. It’s highly important to train employees to a high standard so they feel comfortable and confident to complete the task at hand. Bennett & Bridges (2024) state that training effectiveness is positively associated with employees’ perceptions of improved performance. This suggests that StitchCo need to have an effective training plan in place, which in turn will help the employees feel better prepared and hopefully increase productivity.

StitchCo had a clear hierarchical management structure prior to the restructuring, which came with numerous problems. One of the major factors in business failure is poor management Дувњак (2021) supports this. It is important that by changing the management style, people don’t get ahead of themselves by gaining a small amount of authority. Giving some people a higher level of authority than others could lead to intergroup rivalry, because why should some people gain authority and others not, even though they are in the same position. Mullins (2019) states that change is essential for businesses to succeed. However, Schwarz et al (2020) state that changes don’t come without their problems, and that businesses spend copious amounts of time dealing with and trying to mitigate failure during change. The crossover between systems is a long process which will have many issues along the way. But in the long term, it should be effective and be superior to the old system. Failure can occur on many different levels. 

After implementing the new structure, this brought along a new set of issues. But how can they remove the current issue that has appeared? They could look to improve communication.  Microsoft is a great example of how a major company successfully transitioned by adopting a new leadership style like StitchCo. They focused on improving communication and organisational performance. Miller( 2025) suggests that many companies have been through the same changes and have succeeded. Looking for a way forward for StitchCo, they can take a note out of Microsoft’s book by focusing on communication between the managers and the employees, also by focusing on improving training so the employees feel confident in their roles. They could also look to establish feedback mechanisms. They could do this by getting employees to give direct constructive feedback to the manager, Mark & Dam(2023) champion this. However, Rogito and Makabe (2023) agree that feedback is good, but they state that ineffective feedback is very unhelpful and causes uncertainty and can do more harm than good. By receiving feedback, you can pick up on small problems before they expand into bigger ones. 
After implementing a new structure, what are the potential consequences that could arise from this? Resistance to change is a big problem that could come up, especially when you are taking away what they are used to, they feel like they are losing control of what they knew. People respond to change in many ways, so resistance does not appear the same in everyone. We’d hope that it would resolve itself after a will. Resistance comes in many different ways. It can be overt, implicit, immediate or deferred Manglik(2024) supports this. By improving training and improving the employees’ confidence in the new technology, the issue with resistance to change should slowly fade away as employees begin to realise the benefits of the new technology and automation Dunican(2015) supports this. 

In conclusion, this essay examined StitchCo as a good example of a company with an old system that is attempting to introduce a new system and picking up challenges along the way. By comparing and contrasting the complex challenges faced during change for the company, its position before and after the financial crisis was considered. The key influencing factors to better prepare employees for change were explored. StitchCo must focus on better preparing employees for the role they are in by providing better training, improving communication. Ultimately, constant feedback, cultural transformation, improved training, and improved management will enable StitchCo to adapt effectively to the change and hopefully ensure that employees feel better prepared for change, and that StitchCo succeeds as a company in the long term.
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