



StitchCo had switched from the "old-fashioned Tayloristic" production model to an "automated" mode in the past two years, resulting in great upheaval for StitchCo's workforce. The purpose of this essay is to present how organisational deficiencies have generated employee reactions such as resistance to change, conflict, disengagement; the author's recommendations for properly preparing employees for future organisational changes through focused interventions in the areas of leadership, communication, culture, and training are discussed as well. The identification and treatment of core problems and effective solutions based on established organisational theory (Amis, 2021; Greenwood, 2021).













An organisational dysfunction's primary source was the abrupt transition from manual to automated production without explanation to employees. Employees had relied on a piecework system of compensation for their individual craftsmanship and speed of production for many years prior to this change; therefore, they developed strong identities based upon their past experiences. When StitchCo began implementing its automated production process, employees lacked adequate information to gauge their role within StitchCo in terms of the value of their work and whether they would continue to have jobs after the automation was fully implemented. The result was high levels of stress and anxiety among employees regarding their job security and employment. Ultimately, this source of uncertainty results in resistance to the automation of production. Employees view a change in working conditions as a threat to their identity, stability, affiliation, and belonging, and they make assumptions regarding the worst possible result; therefore, employees will withdraw emotionally from their jobs if they do not receive support for sense-making (Phillips, & Klein, 2023). To provide employees with optimal opportunities to benefit from future organisational changes, effective interventions should be conducted early on to explain the rationale supporting the business case for implementing automation and assuring employees regarding job security through the establishment of long-term business competitiveness.
A second major source of employee difficulty results from the absence of effective leadership behaviours in the workplace. While management's intention was to employ the model of shared leadership, management failed to create the organisational structures necessary to implement effective shared leadership. In the absence of active management support and guidance, managers retreated and assumed that teams could be self-managing. As a result, breakdowns in coordination and communication increased among members, and interpersonal conflict increased. Additionally, employee confidence in management ability decreased due to management's indifference to the team members' perceptions of management's responses, resulting in a lack of motivation and willingness to accept and utilise new processes in the team environment. According to theory, it is necessary for formal leaders to possess the emotional intelligence, clarity and relational competence required to effectively lead through distributed leadership; otherwise, employees’ experience is one of abandonment rather than empowerment, (Arnold, 2017). An effective intervention would be to provide leaders with an opportunity to demonstrate and practice relational leadership through active listening, emotional support and consistent presence, as a means of guiding employees through transitions.
Cultural rigidity was a major contributor to resistance. Cultural values of StitchCo were rooted in individual performance and strictly enforced hierarchies; these traditional values conflicted with the nature of collaborative and adaptive behaviour required by automated production. As a result, cultural disorientation emerged as long-established identities and reward systems were incompatible with the need for teamwork and flexibility within the context of digital workflows. Consequently, employees had trouble internalising the new expectations. Organisational scholars argue that cultural transformation must coincide with structural transformation to avoid fragmentation and deterioration in performance (Kumar et al 2024). Transformation of a company’s culture must include redefining values; recognising the achievement of collaboration among co-workers; and promoting learning behaviours.
Insufficient training also played a major role in the decline of StitchCo’s overall performance. Employees were expected to learn how to use advanced machinery with only minimal instruction, leading to feelings of inadequacy when trying to operate those machines. This resulted in frustration, an increase in mistakes and avoidance behaviour; employees were unable to troubleshoot technical issues and were frustrated by their inability to do so. Therefore, they blamed themselves for the problems, causing their motivation to decline. Studies have demonstrated that quality training enhances capability and enables organisations to overcome resistance for both technical and behavioural reasons (Mouazen et al 2024). To develop and sustain mastery, StitchCo should create structured learning pathways, create a system for mentoring and allow for adequate experiential learning while assisting employees in building mastery incrementally.
Inter-group rivalry was also the result of a detrimental effect. Employees of StitchCo had been provided with competitive digital metrics that related to their pay, which motivated employees to pursue individual targets instead of engaging in collective problem-solving. Increased conflict, animosity between team members and fragmentation of cohesive teammate relationships as a result of the implementation of reward systems based on competition. Many studies show that the introduction of competitive rewards has negative effects on team relationships and therefore hinders collaborative working during times of change (Ayoko & Callan, 2010). Replacing metrics based on competition with metrics based on the performance and results of the team in resolving issues and producing high-quality improvement is an appropriate intervention.
Communication was another factor contributing to the resistance to change. After the introduction of automation, managers/leadership either did not provide updates on progress or create opportunities for staff to ask questions or engage in discussions about the implementation process. As a result, the team experienced an information void that was filled by rumour, inaccuracy and reduced trust amongst employees and management. Employees felt that they were not involved in the decision-making process that affected their jobs. Employees felt that when management did not provide them with information, they were incompetent or did not value their opinions or contributions. The management team must provide an organised, consistent and open method for communicating with employees during the process of change to reduce fear and misunderstandings (Mdletye, 2025). Therefore, StitchCo should establish a regular communication system in the form of updates, feedback channels and two-way communications to ensure that employees have direct input into the process of change and are kept informed of the status of change.
Increased organisational support contributed to the difficulties experienced by employees. Employees reported feelings of isolation when technology experiences difficulties and found it difficult to obtain assistance and support from their colleagues. This resulted in increased levels of stress, decreased loyalty, and increased intentions of turnover on the part of employees. Studies show that providing organisational support during the change process enhances employee satisfaction and resilience to change (Edonomokumor et al., 2025). To create a greater sense of belonging, StitchCo needs to provide training, coaching and emotional support, and access to technical assistance.
A significant contributor to the resistance to change was the rapid pace of the implementation. Automation was implemented under financial constraints and did not take into consideration the overload caused by too much change and not enough time to adjust has resulted in cognitive fatigue, higher levels of emotional exhaustion, and decreased productivity among employees. Researchers assert that managing change should be done in a controlled manner that includes stabilisation periods (Ackerman, 2023). A phased approach helps to assist employees in adjusting to new systems slowly over time.
The problems associated with a lack of management of conflict also contributed to the problem. As conflicts about machinery failure, unclear roles, and competing metrics became increasingly prevalent, leaders did not take action to alleviate these issues. Ultimately, this has created an environment characterised by heightened tension, decreased collaboration, and ongoing interpersonal damage. Research demonstrates that unaddressed conflict negatively impacts both trust and how efficiently a company operates (Wang et al., 2014). Thus, the company should implement formal conflict resolution procedures and provide leaders with training to develop skills in mediation.
Poor job design is a primary cause of disturbances. While automation has dramatically changed the nature of work, many jobs still have job roles that do not reflect current technologies and the automation process. As a result, this has created role confusion, unclear job roles, and decreased competency. Most employees did not have appropriate job designs that enabled them to take ownership of their new responsibilities. Current research finds that redesigning jobs provides employees with greater motivation and clarity of roles (Leso et al., 2023). Therefore, the company should ensure that its job descriptions are current and allow employees to participate in redesigning their roles.
Finally, participatory decision-making was largely responsible for the resistance to automation that StitchCo experienced. Employees could not participate in the change management process and, as a result, perceived the change to have been thrust upon them, and with a complete disregard for their needs. As a result, employees were either not 'pulling their weight' or refusing to accept this transformation altogether. Research indicates that employees who are allowed to be involved in the decision-making process, during times of technological change, are more engaged with the process and less likely to resist (Musaigwa, 2023). Therefore, StitchCo should create committees or pilot groups to involve employees in the design part of the change process.















In conclusion, the downfall of StitchCo was the result of three most significant causes of their demise, which were poor communication, poor leadership, and insufficient training related to collated cultural misalignment of competitive metrics, lack of support, and the cumulative effect of these causes created change overload with increased unresolved conflict and poor job design as well a lack of participatory decision-making. These causes led to negative effects such as high levels of employee resistance, increased levels of conflict, loss of employee morale, and decreased employee productivity. Therefore, a focus on relationship-oriented leadership, participatory communication, cultural renewal, and structured training will create the foundation that will prepare employees for future technological change and create a workforce that is more resilient to change. 
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