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The current situation within StitchCo reflects a noticeable diminution in low personnel morale due to poor communication when new technology was introduced. Employees are frustrated by limited training, job security concerns, technical issues, and communication gaps, increasing resistance to change (Stasielowicz, 2025). For these challenges, objectives have been set. To begin with, confidence will be enhanced among employees and management within 3 weeks (Santos et al., 2023). Second, all staff should be formally certified on the new machinery within 6 weeks (Santos et al., 2023). By the eighth week, all operational errors related to the new machinery will be reduced by 90% (Santos et al., 2023). In addition, the organisation must encourage employee engagement through cooperative, collaborative, creative ways of working, including interdepartmental teams and the generation of ideas workshops (Zasa and Buganza, 2023). Better communication reduces the fear of an uncertain future and increases motivation and performance. These objectives show how communication, training, and engagement can increase performance.
Key Stakeholders have been identified to support the transition. Internal stakeholders include the director, plant management, operations management, shop floor operatives, engineers, and the human resources department, which plays a crucial role in training and communication (Men, 2014). Customers are external stakeholders because they have a real interest in product quality and service (Santos et al., 2023). When all stakeholders participate, the organisation will be prepared to work together and manage the change. According to the stakeholder theory, when all parties are considered, it improves collaboration and performance (Valentinov and Hajdu, 2021).  
A communication plan has been designed, making the change clear and open. Honest communication helps employees understand why a change is needed and their attitudes toward it (Men, 2014). Kotter’s Change Model suggest that creating urgency helps people accept the change, and it encourages acceptance, reducing resistance and preventing production delays (Mouazen et al., 2024). The plan begins with a meeting with all stakeholders to communicate the new vision and objectives, and allow employees to comment and make suggestions (Santos et al., 2023). A top-down structure contributes to resistance, so cross-department teams will be used to create a sense of ownership and better problem-solving. All information will be shared using notice boards, bulletins, text messages, and ensuring that every single employee remains informed (Santos et al., 2023). Digital and suggestion boxes will also be used to share ideas, report any issues, and contribute solutions (Men, 2014). This makes a strong connection, showing how communication can improve culture and participation.
Leadership development will promote engagement and innovation, and workshops will encourage creativity and teamwork (Boita, Pribeanu and Milutin, 2025). Leaders will receive training in communication, transformational leadership, motivation, empowerment and using the new machinery (Santos et al., 2023; Boita, Pribeanu and Milutin, 2025). According to Schein’s culture model, reinforcing shared values through open dialogue and feedback can reduce anxiety and help employees to accept the adoption of the new technology (Asare Obeng et al., 2025).  
Training and support systems will reduce resistance by providing practical, theoretical and technical guidance (Pinna et al., 2025). All employees will be assessed to do a quick evaluation to know their current knowledge and skills (Sittrop and Crosthwaite, 2021). Practical sessions, supported by step-by-step videos and small-group teaching, will help employees to ensure comprehension (Sittrop and Crosthwaite, 2021). Staff with more abilities will support others who need help (Sittrop and Crosthwaite, 2021). Learning together will improve collaboration, reduce errors and improve productivity. After training, employees will receive certification, showing they can operate the machinery in a correct way, improving quality and reducing downtime. Implementing interdepartmental team exercises and problem-solving workshops will encourage cooperation and creative thinking (Men, 2014). This approach shows how learning together and supporting each other improve skills and performance. 
Using Mayo’s Human Relations Theory, the resistance will be reduced by influencing motivation through communication and social aspects (O’Connor, 1999). Coaching will help staff find solutions, develop abilities, and prepare them for future changes (Halliwell, Mitchell, and Boyle, 2023). Feedback sessions will identify technical issues causing resistance (Sittrop and Crosthwaite, 2021). Small-group coaching will address factors that motivate people, skill gaps, and motivational concerns. It will also identify areas for improvement and create action plans to accomplish certain objectives (Halliwell, Mitchell, and Boyle, 2023). This shows the emotional and social aspects of the relation between culture, engagement, and performance. 
The success of the change plan will depend on indicators. Operational metrics such as defect rate and deadline compliance will be measured. Human resources metrics will include employee engagement, which includes the number of collaborative initiatives completed, the number of employees who have given ideas that have been implemented, staff turnover, and absence without leave (Men, 2014). Financial and business metrics, such as ROI, NPV, and customer satisfaction, will also provide a clear view of the impact of the changes (Men, 2014). Tracking these metrics helps the organisation see what improvements in teamwork, engagement, and performance are succeeding and which one needs to improve based on reliable information.
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 Functions of Management
State of Change Model (Lewin)
Kotter’s Change of Management Model

      						 








RECOMMENDATIONS USING KOTTER CHANGE MANAGEMENT MODEL, STATE OF CHANGE MODEL OF LEWIN
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Step 1. Establish a sense of urgency


Step 2. Form a powerful guiding colition


Step 3. Create a Vision


Step 4. Communicate de Vision


Step 5. Empower other to act on the Vision


Step 8. Institusionalise new approches


Step 6. Plan for and create Short-terms wins


Step 7. Consolidate improvements and produce still more change



Planning


Organising


Leading


Controlling


Unfreeze


Change


Refreeze



Low morale due to a lack of communication regarding the introduction of the new technology 


Frustration caused by insufficient training, job concerns, technical problems and resistance


New pay-related targets not effectively managed


Communication gaps increasing uncertainty and resistance.


Step 1: Establish a sense of Urgency



Kick-off meeting to acknowledge issues, present the vision, and allow open input


Weekly feedback sessions for concerns and problem reporting


Regular updates shared using noticeboards, bulletings, email, and text messages


Use suggestions boxes and digital platforms to collect ideas and solutions


Step 4: Communicate the Vision



Enhace trust between employees and amangementg within 3 weeks 


Certify and train all personnel on new machinery within 6 weeks


Reduce Operational errors by 90% withing 8 weeks


Encourage engagement through collaboration, interdepartamental teams, and idea-generation workshops.


Step 3: Create a Vision



Key internal stakeholders: director, plan management, operations management, shop-floor personnel, engineerts, HR


HR responsible for training and communication


External stakeholders: customers interested in quality and service


Step 2: Build a Guiding Coalition



Leadership development
Workshop in communication, motivation, emotional intelligence, conflict resolution and teamwork
Advance training on operation of new machinery for leaders
Creativity-oriented leadership sessions to support innovation.


Traning and Support
Assessment of employees'current knowledge.
Practical and video-based training delivered in small groups.
Place skilled staff within each line to support others.
Certification at end of training.
Interdepartmental collaboration and problem-solving workshops.


Step 5: Engage and Empower the Organisation



Certification giving after training completion


Step 6: Achieve Short-terms Accomplishments


Weekly feedback improvements demonstrating progress


Quick reduction in machinery-related errors.


Rapid training result visible within the first 6 weeks.



Coaching programmes to reduce resistance and build capability


Step 7: Consolidate Changes and Produce More Accomplishments


Weekly feedback to identify technical problems early


Leaders accompany staff throughout change implementation


Small-groups coaching for personal concerns and skill development



Performance monitores through operational metrics: defect rate, deadline compliance


Step 8: To establish New Methods in Culture


HR indicators: engagement levels, ideas adopted, turnover and absenteeism


Encouraging continuous idea sharing and collaboration as part of everyday practice


Financial outcomes: ROI, NPV, customer satisfaction
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