BMBM4006- Assignment 1
StitchCo is a family-owned garment manufacturer for high street retail stores, traditionally operated under a tayloristic management system with a strong traditional culture and clear division of labour. StitchCo used to be a more traditional company where their employees would earn a salary dependent on the number of items on which they produced themselves. Each employee at StitchCo aimed to maximise their output while meeting and reaching the quality standards required by their customers. Having faced a financial crisis six months ago, the business had to change manufacturing functions, and to adapt to the volatile, uncertain, complex and ambiguous industry. StitchCo suffered various difficulties leading to the numerous changes, such as automation as an example, this led to troubles withing the organization like, limited training, communication problems and employee resistance. This essay will cover how StitchCo as an organization can better prepare for organizational change. It will critically analyse the impact of change, cultural transformation, the impact of communication, leadership styles and also their impact on organizational performance.
One key issue for StitchCo and its employees is the impact of change. Many of the employees at StitchCo felt significantly undertrained to use the brand new technology and didn’t know how to work and deal with the automation, and they felt as if this affected the efficiency within their company because they were not trained on how to work with the new automation tools. The change created a form of resistance within the organization because the hesitancy of the employees. Lewin’s change model (Lewin, 1951) proposes that to have a successful organizational change happens in only three main stages. Unfreezing, changing and refreezing, but StitchCo didn’t follow the unfreezing stage because as an organization they failed to prepare their employees for the drastic change of automated machinery to assist in garment production and therefor reducing manual labour. Similarly, (Kotter, 1996) detailed that there is an 8 step model for managing changes within organizations, it starts with creating a sense of urgency. Kotter’s model shows us a roadmap to help organizations navigate changes by confronting common errors within the organization such as poor planning, insufficient short-term wins and also a lack of clear vision. This is what was lacked within StitchCo because there was no planning towards training the employees at the organization for the drastic change of automation within the organization. (Bridges, 2009) transition model explains that successful change requires managing the psychological journey that people go through in three stages, endings, the neutral zone and new beginnings. Bridges model shows us the emotional aspect on the employees after experiencing the impact of change and the different emotions people would likely experience like fear and insecurity in the workplace because they would be unfamiliar with the new automation systems. StitchCo can better prepare employees for change by learning from this model by taking to account their employees emotions and to be well equipped on knowing how to deal with their workers emotions after dealing with significant change.
Another aspect of change that StitchCo faced was cultural transformation. Before all the changes within StitchCo such as changes in management styles for example, the organization had a traditional, hierarchical and tayloristic management system which meant there was a strong division in the workplace, a prime example of this is that managers planned everything and all the work and the employees jobs were to strictly follow them. Pay was piecework-based, strongly encouraging competition among StitchCo employees and not teamwork. The employees were used to following strict and clear orders from management and were used to little autonomy. The cultural transformation included the company shifting to a distributed leadership style with the expectations of teamwork, initiative and flexibility. Many employees at StitchCo struggled with this change in authority and responsibility because they weren’t used to decision making or collaboration. Organisational culture exists on three levels (Schein, 2010) these three levels are visible artefacts, espoused values and underlying assumptions, and one of StitchCo’s underlying assumptions was that the workers have to follow their orders from their senior management team and also automation and distributed leadership clashed with that assumption. StitchCo had a high power distance culture with a very strict hierarchy. (Hofstede, 2011) shows how many workers expect inequality between senior management/ bosses and regular workers within the organization. This model explains cultural differences through six factors. Power distance, individualism vs collectivism, masculinity vs femininity, uncertainty avoidance, long term vs short term orientation, and indulgence vs restraint. Distributed leadership reduced that power distance within StitchCo, therefor made their employees resisted because it felt unfamiliar. The productivity amongst the employees decreased because the workers that were used to strict instructions within the firms hierarchy found it extremely difficult to take initiative, meanwhile managers expected the workers at StitchCo to adapt quickly to this sudden change. For StitchCo to succeed they should have introduced the changes gradually and progress through time and communication between workers and management. Senior members at the firm should use collaborative behaviours and reward employees teamwork instead of individual output (Cameron and Quinn, 2011; Armstrong, 2020).
An obvious and clear issue raised in the case study was poor communication between management and employees within StitchCo. There was significant lack of communication from management to warn the employees of the drastic and sudden changes of automation that was taking place within the organisation, and that the workers were not told about the new leadership styles that were being brought into the firm. (Hargie, 2011) shows that communication comes from both parties and that having communication is just as important as having direction. StitchCo management were only focusing on giving direct orders rather than listening to their employees and their feedback, which then produced mistrust within the organization. (Clampitt, DeKoch and Cashman, 2000) emphasised the importance of “communicating uncertainty” the argument for this was during periods of change in the workplace, workers prefer honest updates because silence increases fear and rumours, and the management team at StitchCo were not honest with their staff about the changes within the firm which then led onto the employees gaining fear and sparking high emotion. To better prepare for change StitchCo should give their employees full honesty about the ongoings of their firm in which they work and to simply communicate with staff on a regular basis, and consistent communication during organisational change is essential to align employees with company goals, (Argenti, 2007).
Drawing on one of the key issues raised in the case study which is leadership styles. The leadership style that was taking place at StitchCo was poor in many aspects, the leadership team within the organisation failed to support or guide their employees through significant changes within the firm. To have a successful organisation all depends on active leadership involvement and to have clear communication with everyone within StitchCo, (Higgs and Rowlands, 2024).  (Bass, 1985) shows that great leaders within organisations are meant to inspire and motivate by offering them support and setting out a clear vision for the employees, this is something StitchCo didn’t do because none of the management team within StitchCo offered any support to the employees to deal with the change at StitchCo and how to deal with their emotions and not knowing how to deal with the new automation at the workplace, and the change in leadership styles which made some of the workers very worried because the workers were all used to being told what to do and be given directives, but the new changes included having to make decisions and have effective teamwork skills. The management team at StitchCo didn’t change their styles of management to adapt to their employees needs and to suit their employees readiness. (Hersey and Blanchard, 1988) stated leaders should adjust to their employees needs and adapt to their pace depending on their confidence at the workplace. (Goleman, 1988) shares that emotionally intelligent leaders should be well aware of their employees confidence and their emotions within their organisation in which they work. (Chughtai, M., Syed, F., Nasser, S. and Chinchilla, N, 2023) this piece of work tells us that adaptive leaders should improve their employees confidence and they should make them feel ready for change within the organisation, and this is something that StitchCo should have done to better prepare their employees for significant change at the workplace.
Finally, after discussing various issues raised from the StitchCo study and analysing the impact of change, cultural transformation, importance of communication and leadership styles, it was clear that it caused devastation, low morale and poor performance within StitchCo  but nevertheless, after all the ways of which I’ve mentioned on how to better prepare employees for change such as, have open and honest communication, adapting workers to be ready for the impact of change and also how to build confidence. After learning from mistakes and knowing how to improve your people skills and also your organsiation skills the business could reach positive new highs.
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