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Culture
The cultural aspects and values of StitchCo created an environment that was resistant to Digital Transformation. Specifically, StitchCo attempted to impose new digital systems over traditional cultural values. Employee practices had historically been created within a tightly controlled, predictable (hierarchical), routine-driven model and rewarded with piece rate pay. In this environment, employees had little/no autonomy, collaborative experiences and little/no desire to pursue continuous learning. Current research has demonstrated that a culture driven solely by Mitton, Leso, et al. (2023) Create Supportive Structures for Digital Transition; the importance of creating opportunity for employees to become familiar with their own workplace can play a huge role in creating a culture that supports the digitisation of all work processes.
With the introduction of automation, there was a significant imbalance of culture with the new way of working created by digital technology. Many workers built their entire identities while working in manual crafts. Automating a worker's job often requires a worker to be able to make decisions, solve problems and manage their time and task work without constant supervision (Ackerman, 2023). Connecting the way an individual feels about his or her job and the changes occurring within the company due to technological transition, this is the major influence on an employee's perception of a job as well as the job itself. In the absence of any emotional or cultural support, employees became fearful, were in conflict, and disengaged.
Employee 
Employees of StitchCo lacked psychological safety within their workplace; thus, there was no space for cultural shifts. Employees were not safe enough to ask questions about what was going wrong and where work was breaking down since the traditional culture rewarded workers for completing tasks quickly and accurately; it discouraged workers from continually learning. There is no question that research has confirmed psychological safety is essential for employees adapting to a new technology, particularly with mistakes along the way while learning (Tsoni et al., 2025). Without a safe environment to experiment and learn, technological change became a threat, not an opportunity.
Cultural barriers 
The traditional emphasis on individual performance created additional cultural barriers to team-based work. From the piece-rate pay model built upon the individual employee, this cultural model led to conflict between two decades of conditioning for all employees, and they were not prepared for the collective approach to working in conjunction with others. The work structure must be focused on developing team collaboration; distributed leadership will fail unless teams work together, communicate, trust each other, and clearly understand their roles. These higher levels of relational capital were not present at StitchCo, as highlighted by Wang, et al. (2014).
The garment manufacturing sector has a long tradition of valuing craftsmanship, which contributes to the conflict that arises from the introduction of automation. Employees took great pride in their manual skills, so the reduction of manual skills required by automated processes caused employees to feel devalued. Research has concluded that for the digital transformation of the garment sector to be successful, the culture must incorporate elements of transparency, shared responsibility, and sustainability (Wijethilake, et al., 2023).
Leadership
Leadership is another major contributor to the failure of cultural transformation. Transformational leaders build cultures of learning through empowering employees and encouraging business-related creativity (Ausat, et al., 2024). However, the focus of leadership at StitchCo was solely on machinery installation and technical efficiency, rather than on providing cultural reinforcement to help employees transition into their new roles within the culture.
Conclusion 
In conclusion, StitchCo is providing an example of how companies can build strong cultural foundations for digital transformation. The foundational elements of StitchCo's culture: routine and hierarchical individualism, are creating resistance to technology. Until StitchCo builds a culture based upon psychologically safe, cooperative, and continually learning employees, its technological transition will be met with similar resistance and poor technology adoption success.
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Old Culture vs Digital Demands (Ilie)















Traditionally, a rigid and routine-based work environment. 





Primary reliance on hierarchical control. 





Establishes culture through piece-rate competition. 





Digital-based systems require collaboration, flexibility and learning. 





Culture is not compatible with new operational requirements.







Cultural Mismatch Problems (Ilie)

























Employees uncomfortable with autonomy and self-management





Lack of psychological safety for asking questions





Identity threat due to loss of craftsmanship-based skills





Conflict arising from unclear expectations





Resistance caused by sudden cultural disruption













Importance of Cultural Readiness (Ilie)















The need for learning-oriented culture when digitally transformed.





Support for a learning-oriented culture is critical to promoting transparency and sustainability.





The role of psychological safety is critical to developing confidence to adapt to and learn to manage new technology.





Cultural change occurs slowly.





Leadership's ability to model the behaviors necessary for cultural transformation is essential.
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