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StitchCo has changed its traditional structure of management to one based on an automated environment, which has caused significant disruption for its employees in the workplace. Employees, who relied primarily on their manual skills and a set routine, are required to learn new technologies, work within a data-driven system, and collaborate in a leaderless manner, etc. Most employees were not prepared for these changes and lost their confidence and perceived competence, hence, feeling insecure and unprepared for this transition.
To improve the organisational performance and well-being of StitchCo's employees, StitchCo will need to develop a solid system for preparing employees for change. This essay will outline methods that StitchCo could use to enhance their employees’ readiness for change, improving their culture, developing their communication practices, implementing appropriate methods of leadership, and providing professional development opportunities.
Whenever there is change within an organisation, it creates uncertainty for the employees within that organisation; hence, when employees are concerned that their skills are going to be replaced by technology, they will automatically feel more vulnerable. StitchCo employees spent many years improving their skills in relation to manual processes associated with piecework pay. The introduction of automation made many of those manual skills appear to be obsolete and thus created a sense of fear and uncertainty. Research has shown that digital transformations tend to create feelings of anxiety when employees believe that technology will replace them, rather than assist them (Matsunaga, 2023). The anxiety that employees feel because of this fear leads to demotivation and turnover. In addition, many StitchCo employees felt excluded from the decision-making processes associated with their transition to automation, which increased their vulnerability. Many studies done in relation to organisational transitions indicate that change is an emotional process and, therefore, needs to be managed with sensitivity to the concerns of the employees (Ackerman, 2022). Employees are unable to perform effectively if they are experiencing stress due to a lack of emotional support.
StitchCo's organisational culture has also played a vital role in creating resistance to change. The dominant culture within StitchCo was one that valued routine work and was micromanaged by managers, which is in direct conflict with the need for automation and shared leadership. A digital workplace depends on collaboration, flexibility, and open communication. These elements were not included as part of StitchCo's initial culture. As noted in Leso et al., 2023, research has shown that culture plays a major role in the success of digital and organisation transformation. When an organisation's culture does not support an innovative environment for its employees, they struggle with the acceptance of the new ways of working, which is happening at StitchCo, where employees have difficulty adapting to their decision-making roles because of having been taught to rely on managers to provide them with instructions in the past. The mismatch in the cultures has resulted in increased frustration and a lack of cohesion among the team.
For StitchCo to adapt in an effective manner, it must develop a culture that promotes an open learning and collaboration atmosphere (Wijethilake et al., 2023). As organisations implement digital tools throughout the garment manufacturing industry, they must focus on creating cultures that foster curiosity, experimentation and skill development. Employees should feel comfortable asking questions, discussing challenges, and offering suggestions for improvements. To create such a culture, organisations need to have intentional leadership and continue to reinforce the new values being established. Studies also indicate that an employee's awareness of the reason for digital transformation will impact their level of engagement (Jo & Ahn, 2024). Therefore, it is imperative that StitchCo provides employees with information regarding the reason for the change and how their position contributes to the overall vision.
Leadership is one of the most significant influences on how employees perceive change. Transformational leadership has been shown to be the most effective type of leadership due to the focus on motivating employees, creating trust, and fostering personal growth. Studies have shown that using a transformational style of leadership has a positive effect on employee well-being and reduces resistance to change (Ausat et al., 2024). Transformational leaders will provide a clear and compelling vision of where they want to go and show they care for employee concerns. Transformational leadership supports learning new skills in their workers. In the case of StitchCo, the focus on machinery installation and output metrics by managers led to the lack of emotional support for their employees. Using a transformational approach to leadership, employees would be made to feel valuable which in turn would create an environment where they would be willing to learn how to work in a different manner.
Using a transformational style of leadership encourages employees to think creatively and provides access to learning opportunities which also increases overall innovativeness and performance of the organisation. When employees feel inspired and supported by their leaders, it is easier for them to adjust to the new ways of using technology quickly (Yangailo, 2025). The technical errors and resistance to technology experienced by StitchCo were partly due to the inability of the managers to engage employees during the transition. Research indicates that leaders need to be hands-on and visible and provide the necessary support to employees when the organisation is undergoing digital transformations, otherwise it can lead to low morale (Gyamerah et al., 2025). Using transformational leadership practices can build employee trust and confidence throughout the change process.
In addition to transformational leadership, some organisations use distributed leadership. Distributed leadership allows employees to take on responsibilities and allows employees to work together on projects that promote collaborative work and innovation. Distributed leadership requires defined roles for employees as well as communication that allows for the sharing of ideas, responsibilities and support. Researchers found that distributed leadership positively impacted the productivity of employees when team members have a high degree of clarity about their roles and trust of each other (Wang et al., 2014). At StitchCo, the managers introduced the distributed leadership approach without adequately preparing the organisation's leadership team. Due to the hierarchical structure in place at StitchCo, many employees struggled with developing the skills needed to make independent decisions, and resolve conflicts without assistance (Zhu et al., 2018). To accomplish this, StitchCo must provide employees with a working environment that provides adequate structure, clear expectations and opportunities for employee leadership development.
Being an effective communicator is critical when preparing employees for a change. Because StitchCo did not provide adequate communication to employees, those employees were uncertain about what their future roles would be, the process for being trained for the new roles and their job security. When people feel uninformed, they often develop greater anxiety, defensiveness, and resistance toward change. With regular, open and honest communication, employees form trusting relationships with one another, which aids in their understanding of the changes and minimises their assumptions about the changes (Yue, Men & Ferguson, 2019). Providing employees with timely, frequent communications regarding StitchCo's goals, timelines and expectations can alleviate employee anxiety and foster greater cooperation.
In addition to providing early and consistent communications regarding changes, the communications should provide opportunities for employees to provide feedback and participate in two-way communication. Current studies examining organisational behaviour indicate that using two-way communication encourages a higher level of employee engagement and fostering a sense of psychological safety (Mdletye, 2025). By providing employees with opportunities to offer their thoughts, concerns, and ideas, StitchCo is likely to reduce conflict, establish positive relationships and increase the effectiveness of any organisational change.
Developing training and professional development opportunities to assist employees with transitioning to technological innovations is critical. Many employees at StitchCo voiced feeling apprehensive about using new machinery because they had limited exposure to operating the equipment and had not received adequate training to build their confidence (Kaminsa, 2022). An employee's training should constantly include hands-on, job-specific learning that meets the individual needs of the employee, providing employees with sufficient time to practice operating with the equipment and offering coaching and feedback throughout the employee's training period.
Additionally, continuous training and development enhance employee retention rates. Studies indicate companies that offer employees training and development are more likely to experience increased employee motivation, engagement and efficiencies (Olaniyan & Ojo, 2008). StitchCo must implement budgetary expenses for ongoing training and development related to digital literacy, peer mentoring programs, refresher courses on machinery, and clearly defined paths for advancement and personal development to enable all employees to feel valued; therefore, employees will be more likely to embrace new technologies if they know StitchCo is investing in their future.
In addition to employee training and development opportunities, an employee’s motivation to perform during a change is vital to success (Peramatzis & Galanakis, 2022). StitchCo implemented a piecework payment system, which provided employees a monetary incentive to work quickly; however, because digital environments motivate employees differently (to reward the quality of a product rather than the quantity), StitchCo's current motivational system will not continue to meet the needs of the employees. Motivation will impact an employee's overall ability to cope with the change and to positively contribute to their organisation's performance (Ali & Anwar, 2021). Developing ways to recognise employee efforts, celebrate accomplishments and create opportunities for advancement during a change will assist to keep employee motivation consistently high.
In addition, the organisational climate within StitchCo influences how employees will experience and react to the changes. Employees working in an organisation with a positive organisational climate, in which the employees are treated with respect and feel supported are more likely to engage and continue to cope throughout the transition process (Ramlall et al., 2025). Therefore, StitchCo must create team-building opportunities, conflict resolution strategies, and establish leadership practices that encourage psychological safety. 
By changing the organisational climate and organisational structure, increasing the overall level of openness and willingness to establish trust through two-way communication, utilising transformational and supportive leadership behaviours, and investing in training and motivating employees, StitchCo will create an organisational climate in which employees are open to supporting and embracing changes, and where they will contribute positively to StitchCo’s overall organisational performance.
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