Drawing on the key issues raised in the case study, write a 1500 word essay that considers how StitchCo can better prepare employees for change. Critically analyse the impact of change, cultural transformation, the importance of communication, leadership styles and their impact on organisational performance.
The main purpose of this essay is to evaluate how StitchCo can better prepare employees for change, cultural transformation, the importance of communication, leadership styles and their impact on organisational performance.
It is apparent that StitchCo struggled with the adaption of technology within the company. It is vital the company change within the times. Anspach and Jensen (2022) seconds, this explaining the importance of flexibility and the way it's used to stay ahead of the market. Similarly, Ariyani et al (2021) believes flexibility has increased since technology’s role out in the garment industry and is a key factor in reducing costs and doubling output. 
There were reports of rivalry between teams within the workplace and were expected to sort out the problems themselves with no input from management. According to Hearle (2016) it has been shown that supervisors play a critical role in factory's not only to oversee the production output but also manage labour relations within the team, which the production managers failed to do at StitchCo. Due to the poor communication within the teams, and the poor new structure this resulted in a massive downfall for StitchCo. It has been shown that Musheke and Phiri (2021) effective communication is a key fundamental in industry lock outs and that inefficient communication can undermine company objectives, managerial communication is also key in decision making and articling employers intent and expected outcome to employees Communication is not mealy a support function, but a strategic tool for successful change in management and organization development. The change in management style in StitchCo was the wrong time as the change to technology needed a more hands-on approach and would have had an improvement on employee morale. The importance of communication is explained by Urbancova, Vrabcova and Pacakova (2024) states that feedback and communication play a critical role in fostering organisational trust and promoting learning which all contribute to improved team performance. However, the success of such feedback mechanisms will only work with the willingness and capability of both management and employees to engage in communication, a component that is not always present across the organisations.
The adaptation from traditional to sustainable management warrants internal transformation, where a supportive organisational culture plays a critical role and significant influence on the success or failure of the transition (Wijethilake and Upadhaya and Lama, 2021). Significant challenges were encountered in driving the cultural and mindset shifts necessary for the success of digital transformation within StichCo. Organisational culture is a general overview and has a variety of views and in short means the normal way to do things around here. (Mullins,2019) explains this critically in his book and states that if the ethos of a business is changed without the culture would have no impact and have no effect in the future. The chapter ‘organisational culture and change’ clearly suggests there are 3 levels to culture artefacts, espoused beliefs and values, basic underlaying assumptions. StichCo needs to address the size on which managers can address problems between teams and make sure the staff have had more training possibly lowering the roll out of technology to a more manageable size which will hopefully improve moral, managers need to be honest and step up (Mullins,2019,).
StitchCo had a breakdown in communication between workers and employees with no feedback on how well the new systems were working. Abraham and Moran (2017) both defined how communication is made and received and the importance of feedback. Abraham and Moran (2017) also defined intercrural communication and how people's beliefs effect communication. This can be seen in StitchCo with the strong traditional culture in place with the resistance to change in the company, but it is stated a company has to change with the times of technology and to adapt to stay in the market and how searing information is key  Hussan, John and Haq (2024).StitchCo is a traditional cultured company set in there ways transitioning from a hierarchical management style (Two Teachers, 2020) explains this as a chain of command from the director down to the bottom of the chain down to the employees at the bottom with many sections of managers this giving a lower degree of control between the sections as each manager has there little team under them with them only answering to them this gives them motivation through things like promotion or changing departments and learning a verity of new skills as there are many sections , it gives them clear Insite to where a problem is accruing as you can follow it clearly up through departments. The clear negative is that there is a lethargic response in communication as a massage must go up the hierarchical system causing a message to sum times change or not to be as powerful as meant to be causing miscommunication and a message not getting across right to the right person it was meant for. However, this view has been outdated in the millennian with more company's adapting to a more distributed leadership style model since the 2000s and that it's more of how the leadership is shared out to benefit the organisation Bowlden (2011). This is further supported by Harris (2014) in his work on distributed leadership, its shows that the way DL is formed, managed and rolled out effects on how effective it is. For example, you wouldn't put 3 production managers with six production workers as this is not effective as there are too many managers. But if three workers are working on one product and three others on another it would be beneficial for two production managers to work on one product each, then if problems arise then the two managers can come up with a plan to overcome the challenge you need to see the bigger picture to access what arrangement better suits the originations outcomes. StichCo can adapt this with taking a wide look at the picture with the roll out of technology, they need to address the concerns of workers regarding the lack of training they received, and the lack of manager input as said by Bowlden (2011). It is agreed by Zhao and Liu (2025) that the surge in technology and the need for skilled worker is important into the company's success, they state that there are many factors that affect the work force and engagement from leaders was a main theme in there article and how engagment from leaders helps promote continues training and innovation what StitchCo need to stay up to date with other garment factory's.
StitchCo need to adapt custom training plans to update workers skills providing them with knowledge they can adapt to work and to provide vitel feedback this will then ensure production speeds up and enhancing organisational performance. This will support StitchCo to grow strategic collaboration and support the long-term manufacturing goals within the company in turn improving workforce wellbeing and in turn boosts productivity throughout the company. This is supported by Wahab and Ekrem (2020) when they talk about chasing the productivity and the effects on wellbeing to the workforce and how this is a key piece in organational performance. Based on the finding of Filip and Violeta(2025) it can be argued that the industry 5.0 model should be taking into account for StitchCo and reassured that the workers are still fundamentally important to the work forces and technology will work alongside them to increases productivity and that there engagement is vital for the roll out , and that a positive management will support and communicate with the employees will improve employees wellbeing and satisfaction. From their article they say about different types of ways to improve learning it could be that StitchCo implement a strategy like they explain possibly a online training program to further expand StitchCo knowledge on the new technology being introduced or using ai hub to upskill the work force or use digital tools to improve and mentor in real time the feedback from employees.
In conclusion ,StitchCo struggled in adapting to technology change, it underlines the importance of effective communication and strong leadership and a supportive culture in a sustainable and successful transformation. The company's unfulfillment to provide managemental communication during the roll out of technology led to confusion, low morale and internal conflict. Without addressing the underling cultural resistance and to ensure that employees are both supported and involved then transformation efforts are likely to fail. StitchCo must implement training programs to help enhance workers skills and confidence, another implement they could adapt is distributed leadership model that encourages collaboration and accountability and adapts to a culture of open communication and encourages continuous feedback, by building its culture around core values, adaptable leadership and effective communication. The culture of the business will improve the overall impact on organisational performance and better prepare SitchCo to adapt to change in the workplace. 
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