
Student name: Armando Butacu 	     
Programme: BA (Hons) Business Management
Module: People and Organisations
Module code: BMMB4006

By introducing technological advancement and new processes, companies like StitchCo often elicit fear, anxiety, and a perceived lack of preparation from workers. As such, many workers resist change. Employee morale suffers, employee performance and productivity decline. Employees will need to be supported in making the transition from traditional to new ways of doing things. To successfully make this transition, StitchCo should concentrate their efforts in the following four areas: Leadership Style, Organisational Culture, Communication, and Training and Motivation. By strengthening these areas, StitchCo can facilitate their employees’ acceptance of change to maintain continued success over time.













Leadership style is the most important area for StitchCo to focus on when supporting employees as they move through the transition phase. The most effective leadership style for creating employee acceptance of workplace changes is Transformational Leadership. Transformational leaders impart a sense of support and value to employees during workplace changes (Matsunaga, 2024). Transformational leaders generally provide a clear vision of why the change is taking place, how the change benefits both the employee and the company, and a personal interest in employee welfare. At the time of implementing new technology within StitchCo and moving to distributed leadership, senior management did not provide a clear vision, nor did they address employee fears regarding the change. Consequently, many employees felt as if they had been abandoned by their leaders; they felt unimportant and undervalued.
Transformational Leadership additionally promotes adaptability and innovation. When leaders empower their employees to learn, grow, and contribute ideas, employees are more likely to support the adoption of new techniques opposed to resisting them (Kumar et al., 2024). In these situations, within the manufacturing industry currently, as many manufacturers are progressing towards digital transformation, this is helping to improve overall productivity and decrease the incidence of disruption caused by these changes (Yangailo, 2025). If StitchCo's managers had led their staff to feel as though they were a part of a shared vision of their own personal development, the success of the company and employees during the transition process would have been greatly enhanced and employees' resistance and anxiety would have been substantially reduced.
Transforming the leadership style of management alone will not adequately prepare the organisation for this type of technological change. It will also need to evolve or transform from an old hierarchical based organisation to a newer, more collective organisation to maximise the benefits associated with the new technology. StitchCo had historically developed an organisational culture with hierarchical structures, routine task completion and individual performances based on piecework. This culture is at odds with the growing need for a more flexible corporate culture that emphasises teamwork and digital transformation. Studies show that an organisation undergoing digital transformation may not succeed if their culture continues to be based on strict adherence to past values (Leso et al., 2023). Where there has been no cultural transformation, employees will tend to maintain prior practises and reject the new ways of working.
Within the garment manufacturing industry, it is common for organisations to transform by embracing more open lines of communication, engendering collaborative relationships, and allowing for more opportunity for education and learning (Wijethilake et al., 2023). For StitchCo, this means that they will develop a workplace where employees will feel safe to ask questions, try new things, and to learn as well as fail occasionally without fear of repercussions. In addition, a culture where learning is valued over punishment will enable employees to more easily adjust to new technologies and adapt to changing job functions.
In addition, a cooperative environment and a culture of learning are important for rebuilding trust between the company and its employees whenever organisational changes are introduced. When companies make rapid changes by implementing automation and/or new performance measures, this can damage employees’ trust in their employer if appropriate communication regarding the change has not been established (Weber et al., 2022). Consequently, if StitchCo had initially involved employees in making decisions about the proposed changes, listened to their concerns, and included them in developing an implementation plan, trust would have been established and anxiety regarding the transition would have been reduced.
Moreover, communication is an important part of getting employees ready for change. Without proper communication, employees will start to fill in the voids with speculation, fear and opposition. Communicating regularly and transparently will give employees a better understanding of why the change is occurring, how it will affect them as individuals, and what to expect from the future (Yue, Men & Ferguson, 2019). At StitchCo, employees had a difficult time with the lack of consistency and clarity in communication around their new position, metrics for measuring performance and whether there would be job security. This led to a feeling of lack of confidence, therefore creating an atmosphere of confusion and panic leading to resistance toward the change.
Effective communication requires a two-way exchange. Employees should have an avenue to express their concerns, offer suggestions, and ask questions. Studies show when organisations create an environment where open dialogue is encouraged, and employees’ concerns are addressed honestly, then employees will be more likely to support a organisational change (Mdletye, 2025). Therefore, StitchCo should establish regular meetings, conduct open forums, and create opportunities for Q&As to encourage transparency and build confidence in their personnel's ability to accept the new system.
An additional benefit to open lines of communication is creating an environment of psychological safety. Psychological safety is the idea that employees can feel they can speak up and say what they need to say and not suffer any reprisals nor are there any negative consequences to such behaviour. The creation of psychological safety is particularly important during times of digital transformation since employees will have to learn new skills, try using new tools, and possibly make errors (Tuan & Ferasso, 2025). If StitchCo sponsors an environment of psychological safety, the chances are high that employees will be more comfortable with asking for help or offering suggestions on how to improve things if they admit that they are struggling with the digital transformation process. Openness can decrease frustration; lower employee turnover and increase overall organisational performance.
Although open communication and an encouraging company culture will not guarantee success, employees need to develop the skills and gain the self-confidence necessary to implement the new technologies successfully; therefore, organisations should establish an extensive training programme to facilitate employee adaptation. Although StitchCo provided training to some extent, many employees continue to feel that they are not prepared to use the new equipment or to interpret the data analytics. Ongoing and practical training has been identified as one of the most successful strategies for supporting a digital transformation (Kaminsa, 2022), and creating a culture of training equates to increased knowledge and competence, fewer errors, and enhanced confidence of employees.
Training must not occur as a one-time event. Continuous development (i.e., learning modules, refresher training, and peer mentoring) will allow employees to stay current with newly developing technologies and processes (Olaniyan & Ojo, 2008). StitchCo should develop a training programme that consists of training with hands-on experiences, peer-assisted training, mentoring by senior staff, and refresher programs once employed. Employees who know that they will have assistance in developing their skills are more likely to fully engage with the digital transformation.
Motivation is a critical component in how employees are motivated to deal with change. Employees are more likely to engage positively in change when their efforts are recognised by their company, and the company offers employees the opportunity to learn and develop (Peramatzis & Galanakis, 2022). Previously, StitchCo's use of piecework pay-based systems that rewarded employees for the quantity of output, rather than the quality of their work or the development of their skills. When working in a technology-based business environment, having a compensation plan based solely on pay does not motivate employees to adopt new behaviours. Instead, the organisation could reward employees with recognition, career advancement opportunities, and possible incentives such as a different pay structure that rewards learning, quality, teamwork, and problem-solving.
Research has shown that leadership, digital capability, and organisation's culture that are aligned, produce better long-term performance (Gyamerah, Afshari & Asante, 2025). When these three areas are working together, organisations achieve improved resilience, innovation, and competitiveness. For StitchCo's development of its employees will increase acceptance of change, improved productivity, higher quality, and decrease employee turnover.
Furthermore, change should be viewed as an incremental process rather than dramatic. Making many dramatic changes at once can lead to employees becoming overwhelmed and confused, especially in traditional manufacturing environments. The change management literature recommends that changes be introduced in phases with on-going review, feedback loops, times to adjust to the changes, and continuous communication (Ofosu-Ampong & Adu-Ntim, 2025). For StitchCo, this could mean implementing automation on a phased basis, conducting pilot projects, soliciting employee feedback on the pilot projects, and adjusting the process before implementing the automation in all departments. Employees experience less shock and resistance with incremental approach to the introduction of new changes.
Finally, the organisation must also assume responsibility for monitoring the technical performance of the new technology and the overall welfare of the employees. Employees may experience higher output from the technological adoption; however, if employees are feeling overly stressed, underappreciated, or anxious about the new technology, they are less likely to be productive employees in the long run. Leaders have many opportunities through feedback sessions, performance reviews, and surveys to determine how employees are coping, where there may still be a need for additional training or communication regarding the new systems, and whether the systems are performing effectively. Having a balanced approach that measures both productivity and employee sustainability is essential for supporting long-term sustainable change and improved overall performance within the organisation (Korsten et al., 2025).








To summarise, for StitchCo to successfully transition to technology using effective leadership, culture modification, honest communication, adequate training, and motivation techniques, change should be implemented in stages that include communication and feedback from employees. Employees who feel that the organisation is providing them with sufficient support, who are included in the process, and who are confident about the company's technology, will become active participants, rather than passive ones. Creating an environment of trust, competence, and shared ownership, will turn the disruption into opportunities for greater success and continued long-lasting performance and innovation for StitchCo.
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