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Introduction 
The experience at StitchCo has shown that technology can only be effectively transformed when people are the focus of the process, and that communication, cultural alignment and relational leadership are vital components of that transformation. StitchCo has implemented automation to improve operational efficiencies but did not have these foundational elements to support the employee transition from a traditional workplace to an automated work environment.
Strategic recommendations 
Communication is critical. Employees need to know why automation has been introduced into their work environment and how the implementation supports company strategy, as well as how the implementation will directly affect their daily work. Research demonstrates that by providing employees the opportunity to engage in open and dialogic communication, they can better comprehend the changes that have occurred in their work environment and alleviate feelings of fear related to the unknown (Mdletye, 2025; Phillips & Klein, 2023). StitchCo should consider installing regular meetings or briefings, providing employees with the opportunity to ask questions during Q&A sessions, and putting in place two-way communication channels to promote open dialogue and promote a psychologically safe environment.
It is also essential that leadership development becomes a priority. Distributed leadership models can only be successful when formal, appointed leaders display emotional intelligence, relational competence, and visibility. Arnold (2017) argues that relational leadership creates trust between the leader and their followers, thereby enhancing overall team functionality, particularly in uncertain or unknown circumstances. Leaders at StitchCo should be trained on emotional intelligence, conflict management, and how to communicate supportively so that employees feel valued and guided.
Cultural transformation 
Lastly, a cultural transformation is necessary; the past culture of competitive individual performance has prevented the mentoring and collaborative aspects that are required to operate in an automated workflow; as a result, Kumar et al. (2024) state that cultural renewal must occur in conjunction with technological transformation to avoid fragmentation. StitchCo ought to concentrate on team building, learning, adaptability, and transitioning its individual contributor recognition system towards a team-based performance and problem-solving system.
Training and development are critical to assist employees in developing the skills needed to adapt to technology changes. According to McKenzie and Callan (2024), hands-on training and support through mentors improve an employee's confidence and skill level when using a new system. The creation of structured training paths through peer mentoring, refresher courses, and skill development sessions will improve employee's levels of confidence and reduce mistakes. Employees that feel they are being supported in developing new competencies are more likely to embrace changes.
Performance metrics
StitchCo also needs to redesign its performance metrics. The competitive metric and the use of machine-driven metrics caused decreased collaboration among employees and created an atmosphere of blame during a time when working together was crucial. Smith et al. (2010) state that using collaborative metrics fosters unity among employees on teams and supports organisational problem-solving efforts. The use of team-based performance indicators instead of competitive metrics will create less conflict and promote mutual support.
One way to increase employee engagement is to include them in the decision-making process. Implementing participatory structures such as pilot groups, employee advisory panels, and cross-functional problem-solving groups allows employees to play a role in shaping the change process. Truss et al. (2013) noted that employee engagement is increased when employees feel they have a voice in the decision-making process and feel ownership of their work.
Employee support
Providing employees with support systems is another requirement. Organisational support by providing employees with access to technical expertise, coaching, and emotional support will improve an employee's ability to cope with change (Ramlall et al., 2025). This will create a sense of belonging for employees and decrease the likelihood that they will leave the organisation.
Finally, leaders should implement change in increments. According to Ackerman (2023), implementing change gradually and allowing for stabilisation periods will help alleviate overload and fatigue. Leaders should begin with piloting the automation process and conducting evaluation phases and providing for opportunities for adjustment.
If StitchCo enhances their communication, leadership, culture, training and support systems, they can rebuild employee trust and develop an environment in which employees feel secure, inspired, and empowered to take part in the organisation's technological innovation.
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