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This section will examine the people-related issues that StitchCo are currently facing due to the introduction of automation, as well as discuss how these issues have affected employee performance and organizational outcomes. To be able to do this, I will draw from relevant theories.  
StitchCos workers are currently facing extreme changes in their working environment, which has a massive impact on the way they work. Several staff members believed they lacked training for the new technology. As the case study highlights, the new ways of working and technology were only introduced after a brief consultation. The organization did not expect the new technology to come with as many technical issues as it did, and these ongoing issues further undermine employees' confidence. This means that even the well-trained members of staff struggled to work effectively. As a result, these training and technical issues had a direct impact on performance, which contributed to lower output and poor attendance, which is shown in the case study. While the limited training limited employees' ability to adapt, the technical issues held a greater impact, as they constantly disrupted work. This shows that the decline in performance was not only linked to skill gaps, but also unreliable systems.  
Another significant issue that has emerged is the fear of job loss. As the case study shows, the new technology reduces the need for manual labor, which leads employees to worry that their job will be removed entirely. These concerns were increased by the lack of communication from management regarding the long-term factors of automation. This left employee feeling uncertain they would have a future at the company. As a result, resistance to change has grown, and some staff have even threatened to leave. The introduction of new pay-related targets had also created inner group rivalries, which managers did not step in to resolve these issues.  
 
Having all these issues had a clear impact on Stitch Co's performance. Having lower motivation and morale affected how engaged employees felt with their work. Production has also slowed down due to the uncertainty of new technology. Having delays and errors did not help with this. Teamwork has also suffered due to the unresolved conflict, as well as not having clear communication. This meant that employees did not have the clarity they required to work effectively. Overall, Stitch Co's employees felt uncertain, stressed, and frustrated, which led to reduced effort and a drop in output at StitchCo.  
All these issues can be understood by applying relevant theories. Firstly, Herzberg’s two factor theory helps us understand why dissatisfaction is so high. ‘Hygiene’ factors such as communication, supervision, and support are not being met, and when these basic factors are missing, employees become demotivated (Herzberg, 1968; Kumar et al., 2025). At StitchCo, poor communication and limited support during the technical change can reflect unmet hygiene factors, which explains the decline in motivation and morale.  
Similarly, Maslow's Hierarchy of Needs shows us why employees have fears of job loss. Maslow suggests that employees' safety needs must be met so that they can remain motivated in work (Maslow, 1943). Employee safety needs are under pressure because of the high level of job insecurity, and their feeling of belonging is affected due to team conflict. When these needs and feelings are not met, employees struggle to stay motivated or perform their day-to-day tasks effectively (Maslow, 1943; Kumar et al., 2025).  
Finally, McGregor's theory X and Y help explain the leadership issue at StitchCo. The managers at StitchCo expected their employees to adapt to the new technology on their own and did not step in to resolve conflict. This created a theory X environment that assumes employees require minimal support (McGregor, 1960). This leadership style can reduce trust and engagement, which contributes to low morale and resistance to change McGregor, 1960; PositivePsychology.com, 2024). 
Overall, the people's issues that StitchCo are experiencing are linked directly to the recent structural and cultural change. Employees lacked the feeling of support through this transition, and leadership had not improved the communication needed to keep employes motivated. As a result of this, people related issues – such as low engagement or conflict have directly led to a drop in performance. StitchCos management needs to improve their communication, which will in turn rebuild employees' trust. This will help to support employes effectively through change in the future.  
This explains the people and performance issues that StitchCo are facing, by using relevant theories. This will now lead us to Evelyn, who will discuss the recommendations as to what StitchCo needs to do to improve these current issues, as well as how they can improve their implementation of change in the future.  
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