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Introduction 
Employees of StitchCo had to face many different emotional and psychological struggles during the transition to the automated way of doing things due to a lack of assistance, training, and communication. Most employees had developed their competence from producing products by hand, and now they were required to operate a series of complex machines without the preparation necessary to accomplish the task. Because job roles were not redesigned, employees were uncertain about their roles in the new digital environment, creating insecurity and fear of failure for many. Research has shown that inadequate training and lack of clarity about what is expected will decrease employee confidence and the ability to perform well during times of organisational change (Basu, 2024; Hansamali et al., 2024).
In addition to the emotional strain related to the transition, employees experienced very little in the way of support and reassurance. Employees had a low psychological safety net, and many were hesitant to ask questions or report errors. The company did not provide any emotional support systems, such as coaching, mentoring, or avenues for dialogue, leading to further isolation. Research has shown that employees often hide their mistakes and choose not to pursue learning opportunities, and they tend to be uninvolved with developing new technologies when they do not feel psychologically safe (Kholifah et al., 2024; Opatha, 2024).
Performance metrics 
Another contributing factor to the lack of employee engagement was the type of performance metrics used by StitchCo. StitchCo compensated employees based on individual performance metrics linked to their pay. While the introduction of the new automated systems created the need for teamwork, this approach strengthened the emphasis on competition among employees and instead of assisting and solving problems collectively or sharing their knowledge. Research has shown that organisations that reward individual employees during times of organisational change will negatively impact the performance levels of those same organisations (Aggarwal, 2024; Opolot et al., 2024).
Conflict development
Team conflict quickly developed at StitchCo because of unclear job expectations, problems with machines, and frustrations that stemmed from the new automated systems. The decline of leadership was depicted by the lack of attention to the issues that arose and failed to provide mediation for employees experiencing conflict. It has been widely accepted that if a conflict can be brought to a resolution early, then employees will have an opportunity to enhance their cooperation, build trust, and develop resiliency, particularly during transitional periods (Mpuangnan et al., 2024; McGlade & McGlade, 2025).
Employees at StitchCo also felt as though they were disconnected and disengaged from the organisation due to the lack of input from employees with respect to the decisions made concerning automation. Employees did not have the ability to provide their opinions or recommendations, which contributed to decreased trust and perceived the automation as unfair. Studies have shown that when employees are provided the opportunity to participate in the decision-making process and are involved in the implementation process, employees are more likely to be motivated and committed to the change and will also be more inclined to develop ownership over the changes that have been made to the organisation. However, because of the top-down approach, employees at StitchCo felt that they had little or no input, which resulted in a greater amount of organisational distance and, subsequently, less employee engagement (Rojak et al., 2024; Nassani et al., 2024).
Conclusion 
Overall, StitchCo's employees' challenges demonstrate that change due to technological advancements will not occur without first addressing the human component. The lack of communication, emotional support, lack of inclusion in the decision-making process, and general lack of psychological safety contributed to the feeling of being undervalued and, ultimately, to the disenfranchisement of employees at StitchCo. StitchCo will strengthen employee engagement by developing a learning culture, redesigning job roles, and increasing the amount of emotional support available to employees, in addition to including all employees in a collaborative approach to the decision-making process (Goel & Singh, 2024).
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