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To enhance the performance of StitchCo, an extensive plan centred around leadership development, HR modifications, employee assistance, and a change in culture is needed. One of the most essential aspects of this plan is the establishment of a hybrid leadership style, integrating both transactional leadership through clear structures and expectations and transformational leadership through strategic visioning and inspirational communication to uplift employees. While employees will benefit from being provided with structure (commensurate to the workplace) and expectations for performance (i.e. information to reduce ambiguity), they must also experience motivation, empathy, and empowerment. Hybrid leadership has been shown to enhance employee performance during periods of technological transition, as this style of leadership blends leadership direction with emotional support (Gistituati, 2025).
Updating HR policies and practices is essential for aligning employee job roles with the new digital workspace. Employee job descriptions must clearly define, outline, and describe the technical, analytical, and collaborative skills required to perform in a workspace that utilises automated processes and workflows. There needs to be a clear understanding of what is expected of employees in terms of performance, to lessen uncertainties around their jobs and restore trust in the organisation. Employee engagement and organisational stability are created by redesigning HR systems during technological transitions (Basu, 2024).
Another priority in creating a high-performing workforce at StitchCo is reforming the reward system. The traditional piecework compensation method has historically encouraged speed and volume of product output, as opposed to learning or collaborating with coworkers to improve production. A modern reward system must include a stable base wage, team-based bonuses based on quality and machine uptime, as well as a premium for completing Digital Skills training. An employee compensation system that is based on an employee's fulfilment of behaviour expectations will lead to increased employee motivation and a reduction of frustration and resentment due to uncontrollable machine failures (Hansamali et al., 2024).
An ongoing training and development plan must also be established within StitchCo. Ongoing training has been recognised as an essential support mechanism to help employees develop technological confidence and reduce frustration during a technological transition. The lack of ongoing training at StitchCo has contributed to employees' resistance to the technological transition and decline in performance (Trisnasari et al., 2026).
Strengthening the governance structure within StitchCo will lead to improved stability and clarity for employees regarding their future within the organisation. The establishment of clear reporting lines, dispute resolution processes, and consistent decision-making frameworks will assist in reducing conflict and creating a more secure environment for employees to adapt to a new technological operating environment. When employees perceive that organisational decisions have been made fairly and transparently, there is an increase in employee trust and, subsequently, over employee performance. Thus, enhancing the governance structure is an essential component during transitional phases of the organisation (Pancasetia & Rifai, 2025).
Automation has increased the interdependence of departments, and through cross-functional collaboration, organisations can develop innovative solutions to operational issues and integrate continuous improvement into the organisation's operating environment. The best way for organisations to develop continuous improvement teams, structured feedback loops, and a space for experimentation to acknowledge and contribute actively to new ways of doing business, as well as decreasing employee fear of transition, is to establish these experiences for employees (McGlade & McGlade, 2025).
Lastly, a cultural transformation within the organisation will aid in bridging the gap between the concepts of traditional craftsmanship with the standard of digital excellence. The shift in values will be one of moving from the individual to a focus on teamwork and learning and ultimately a shared ownership of success. Organisations that successfully align their culture with their technological vision will witness an easier transition and higher levels of employee engagement throughout the digital transformation process (Korsten et al., 2025).
The suggested recommendations collectively create an accepting, equitable, and forward-looking workplace that can equip StitchCo to be successful during its digital transformation, in addition to improving overall performance in the long term.
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