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The introduction of sophisticated machinery by StitchCo, in combination with a change from a hierarchical form of leadership to a distributed leadership style, left many employees trying to cope with the difficulty surrounding the transition. These employees felt unprepared, anxious, frustrated and many experienced a disruption in an already established routine when they were faced with new expectations. For change to occur successfully, the employer must provide employees with psychosocial, technical and cultural supports during the process of implementing a change. This essay will consider ways in which StitchCo can enhance their preparation for their work force with respect to the change, through emphasis on their leadership, methods of communication, cultural transformation, and employee development.
The speed at which the changes at StitchCo occurred was due, in part, to the financial state of StitchCo, which allowed no time to prepare their employees for the changes that were to take place. The abruptness of the change also posed a risk as employees who felt anxiety about losing their jobs or their skills would feel resistant towards the transition. Researchers have shown that because of digital transformation, increased uncertainty occurs for organisations when proper information and emotional support is not provided (Matsunaga, 2024). Therefore, many employees at StitchCo experienced increased resistance due to the uncertainty regarding whether automation would impact their job security. To help employees adjust to change, leaders need to be conscious of the emotional aspects that accompany the transition, and they must provide adequate support mechanisms to help employees work through their uncertainty (Ackerman, 2023).

One major obstacle that StitchCo encountered was its traditional workplace culture. For years, StitchCo operated on a culture of strict adherence to established rules and procedures, where manual skill was the norm, and where individual productivity was highly valued. This type of workplace culture does not support a culture of innovation with technology. Research indicates that digital transformations of organisations work well when revitalised through a culture that promotes openness, collaboration, and a continuous desire to learn from one another (Leso et al., 2023). Since the culture of StitchCo has not developed along with the advancement of technology, many employees do not feel connected to the new work environment as it relates to their expectations of how to do their jobs. In the absence of Cultural Alignment, employees are uncertain about new expectations and may resist technology adoption.
Cultural transformation is essential to create a supportive environment for employees to be comfortable and confident during periods of change. In the garment manufacturing industry, cultural readiness will influence how well employees will embrace sustainability initiatives and use digital tools (Wijethilake et al., 2023). To transform StitchCo's culture from compliance/routine to a culture of learning and empowerment, the organisation's leadership must inhabit, model and reinforce the new behaviours; staff must be allowed to take initiative, collaborate and innovate to be successful. According to research, employee engagement with the transformation process and digital initiatives improves the organisation's digital maturity (Jo & Ahn, 2024). Therefore, a crucial first step for StitchCo is to build a culture where employees feel secure to use new technologies, have the motivation to do so, and believe they can do so.
Leadership is the primary catalyst for helping employees embrace transformation. Transformational leadership is most effective at guiding employees during significant organisational transformations. Transformational leaders inspire employees through a clear vision, open communication, an expressed commitment to the wellbeing of employees and encouragement of personal development. Research indicates that transformational leaders enhance employee psychological wellbeing and result in increasing employees' willingness to embrace change (Ausat et al., 2024). At StitchCo, leadership focused on installing new equipment and did not address employees' emotional reactions, nor build trust. By using transformational leadership, employees would have experienced an increased sense of being valued and supported during the transition.
By using transformational leadership practices, organisations can stimulate employee creativity and productivity by creating a culture of learning, innovation and ownership of new technologies. Research has demonstrated that transformational leadership positively impacts innovation in organisations that are undergoing digital transformation (Kumar et al., 2024). Employees at StitchCo believed they had little power to affect the outcome when technical problems arose because management did not intervene or offer direction. When a leader responds to an employee’s learning needs and supports the employee's continued growth by empowering them to perform their jobs, the employee develops greater confidence and commitment to their work (Yangailo, 2025). Due to this, transformational leadership can alleviate an employee's feelings of insecurity and encourage the employee to engage volitionally in technological change.

One form of transformational leadership is distributed leadership, which StitchCo employed. Theoretically, distributed leadership promotes the practice of collaboration and sharing the problem-solving process. However, the research indicates that distributed leadership is effective only when role clarity and communication support shared leadership efforts (Wang et al., 2014). Employees at StitchCo were abruptly charged with participating in making decisions and resolving conflicts without any direction from management, which caused employers to be frustrated and resentful toward each other. For effective shared leadership to occur, leaders must build relationships and foster strong, trusting relationships among their leadership team members through training (Zhu et al.,2018). Therefore, support structures that provide coaching, team building activities, and training on conflict resolution should be implemented at StitchCo to promote shared leadership.
Another critical factor in preparing employees for the impending changes related to changing organisations is communication. Communication is essential to assist employees in understanding why changes are occurring, what is expected of them, and how the transition will impact their daily work routines. Failure to communicate with employees can lead to employees becoming fearful and resistant to change, as they tend to fill the void of communication with speculation and assumptions. Communicating clearly and openly creates an environment of trust between StitchCo leaders and employees, which in turn fosters an open mindset among employees pertaining to future initiatives (Yue, Men & Ferguson, 2019). For instance, employees at StitchCo were confused about what type of training they would receive, whether they would have job security, and what type of performance expectations they would have going forward indicative of a significant lack of communication.

Creating a culture of effective communication within an organisation is about more than just sending out announcements every now and then; an organisation should provide its employees with an avenue to express concern or ask questions as well as contribute to any ideas (Mdletye, 2025). For example, StitchCo employees were looking for ongoing feedback from their leaders regarding their experiences with automation and new leadership structures.
To create an atmosphere of cooperation and mitigate fear, leaders must fully address the concerns and needs of the employees that they manage. The most effective way to support employees during times of rapid technological change is through training. Employees at StitchCo felt as though they were not sufficiently trained to operate the new machinery, which resulted in mistakes, delays and frustration. When employees receive proper training, they feel confident and can perform their job responsibilities with competence, thereby creating an environment that promotes acceptance of and resistance to implementation of new systems (Kaminsa, 2022). Training should not be viewed as a singular event, but rather as an ongoing process. Employees should be allowed to practice new skills, receive feedback and learn at their own pace to adapt to the new systems successfully.
In addition to the benefits of providing ongoing training for employees, organisations that create opportunities for ongoing development afford employees the time to process change from a long-range perspective. Research has demonstrated that by providing employees with opportunities for continuous training, organisations can improve performance and increase retention. To successfully implement new technology, StitchCo must pave the way for its employees to comfortably adjust to the new way of thinking and working through ongoing skill-building workshops, peer mentoring and follow-up sessions.
The role of motivation impacts employees' readiness to respond positively to change. Motivation is an essential element of readiness, as evidenced by Herzberg’s Motivation Theory, which states that employees are motivated when they feel a sense of recognition, achievement and personal growth (Peramatzis & Galanakis, 2022). StitchCo previously provided piecework incentives to encourage employee production, however the digital environment requires a different approach. Employees need to be acknowledged and rewarded for their efforts in learning new systems, changing behaviours, and adopting new processes. Research shows that motivated employees are more likely to embrace new practices and show higher levels of performance (Ali & Anwar, 2021). StitchCo should consider implementing recognition programs; providing opportunities for promotion; and developing reward systems that recognise team efforts and commitment to learning.
Both employee behaviour and the organisational climate can affect the ability for change to be successful. Organisations that foster respect, teamwork and psychological safety among employees aid in helping them through the transition to change. Research has shown that improvements in employee work engagement and performance (Tsoni et al., 2025) correspond to improved organisational climate. Therefore, StitchCo should make strengthening teamwork, effectively managing conflicts, and creating a positive environment where employees can express concerns without fear of humiliation or retribution a primary focus for the organisation.
Lastly, the extent to which employees adapt to change directly relates to organisational performance. Digital transformation requires alignment among leadership, communication, culture and employee capabilities. Additionally, research indicates that organisations with high levels of digital technology capability and strong leadership experience superior performance and resiliency during times of technological transition (Coad, 2025). Therefore, StitchCo’s employees will benefit from effective preparation, resulting in less resistance to change, increased productivity and greater long term competitive advantage.
In summary, StitchCo will best prepare its employees for technological change by using transformational leadership; reshaping its organisational culture; enhancing the channels of communication with its employees; and investing in training and motivating its employees. Successful change occurs when employees view themselves as valued, informed and supported by their organisation. By addressing the “people side of change”, in addition to the technical aspects of change, StitchCo will create a workforce that is confident and able to adapt to future technological growth and change.
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