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ASSIGNMENT 1 ESSAY; STITCHCO



StitchCo faced significant difficulties introducing new technology and changing how it is managed because employees were ill-prepared for such a fundamental transformation. For years, the company operated in a stable environment where employees knew what to expect regarding their work, and their performance was based on piece rates, and the culture of StitchCo valued a regimented way of doing things. Consequently, when advanced machinery, distributed leadership, and new performance systems were introduced quickly, employees became confused and fearful of the changes that were taking place. This essay will combine recent research published between 2022 and 2025 to discuss how StitchCo could have more effectively prepared its workforce for change through cultural transformation, communication, leadership styles, and employee development.

Change within an organisation can create stress for employees that feel disconnected from or uncertain about decisions. The workforce at StitchCo was used to a traditional, highly structured system, making the rapid transition to the use of automation and distributed leadership feel very overwhelming. The research indicates that organisational transitions frequently fail because leaders misunderstand the significance of emotional impacts on employees and fail to provide them ample assistance (Ackerman, 2023). Employees at StitchCo were concerned about job loss, loss of status, and lack of control over the work they did. These concerns led to increased absenteeism and reluctance to accept change, which caused reduced productivity. The transition to a new way of working is most successful when organisations not only assist employees with the technical aspects of implementing new systems, but through the psychological transition (Phillips & Klein, 2023).

Success at StitchCo was primarily blocked by a cultural mismatch between the company's historically established culture and the expectations associated with technologically advanced workplaces. The culture of an organisation that operates on a premise of set hours, hierarchy, and performance from individuals is not compatible with the collaborative, learning, and initiative-oriented approach of the Digital Environment. Based on research, organisations with a lack of cultural readiness will not succeed in their Digital Transformation (Leso et al., 2023).

StitchCo's workers were not prepared for the concept of distributed leadership through utilising leader-by-services form of self-directed ambitions and the ability to collaborate. This will ultimately lead to uncertainty, conflict, misunderstanding, and decrease morale among workers. For organisations to utilise new advanced systems, they need to transform their current organisational culture. The garment manufacturing industry has historically supported manual craftsmanship as part of its identity and thus has created a very prescriptive approach for garment workers. Recent studies indicate that cultural support in the garment sector provides better opportunities for developing a culture of shared transparency, responsibility, and sustainability than when the traditional way of dressing is defined through the prescriptive method (Wijethilake et al., 2023).

StitchCo's employees were used to being told exactly what to do through a pre-structured organisation and thus struggled with empowerment and used to shifting to an environment where management operated under a distributed leadership model. Therefore, the cultural transformation at StitchCo must be done in a gradual manner and through the continued support of managers, training and role-modelling. An organisation that develops a culture of learning and provides its workers an environment where they feel safe to experiment, learn new skills or ask questions without fear (Jo & Ahn, 2024). The attitude of employees regarding change is significantly shaped by their manager or leaders. Transformational leadership plays a major role in transition, as the focus of transformational leaders is to create an atmosphere where employees are inspired and their needs are understood. A previous study finds that transformational leaders contribute to psychological wellbeing and increase the openness of employees to any type of change to their work environment (Ausat et al., 2024). StitchCo's managers were focused on providing the latest technology to employees and thus, neglected to provide the emotional support for their change. Employees would have been better prepared to see the positive side of automation and that learning new skills would ensure their place in the company with the assistance of Transformational Leadership.

Transformational Leadership fosters a culture of innovation and adaptability and empowers employees to develop their skills in the uncertain digital environment by encouraging them to continuously learn, build confidence, and take the initiative to lead their organisations (Yangailo, 2025). On the other hand, StitchCo's management team has taken on a form of Distributed Leadership without providing the necessary guidance and emotional support to foster a sense of empowerment and confidence during a time of uncertainty. Because of this, there was confusion, frustration and distrust between employees and their leaders due to the technical issues that arose during digital transition. It has been stated that to create direction, clarity and trust, leaders must be visible and engaged with employees throughout the transition to a digital environment (Gyamerah et al., 2025).

Despite this, properly implemented Distributed Leadership can provide an organisation with many advantages. Distributed Leadership fosters a culture of shared responsibility, teamwork, and promotes greater creativity in problem solving. Studies show that the effectiveness of shared leadership in a team setting increases significantly when roles are defined and there is effective communication (Wang et al., 2014). At StitchCo, the lack of clearly defined roles among employees created an atmosphere of rivalry, blame and confusion. For an organisation to successfully implement and sustain a model of Distributed Leadership, it must provide employees with the necessary training, ongoing support, and define clear expectations so employees develop the confidence to make decisions (Zhu et al., 2018). StitchCo must provide coaching and a structured process of support for its leaders during the transition to avoid conflict during implementation.

Preparation for change through communication is one of the most important aspects of preparing employees for change in an organisation. Clear, direct, and honest communication with employees about the purpose and impact of change will provide them with knowledge of how to expect change to affect them and what support they can expect. Establishing communications that are open and honest enhances employee trust and significantly contribute to an employee's readiness to accept changes made to their jobs (Yue, Men, & Ferguson, 2019). Communication barriers between StitchCo and its employees resulted in confusion over job security and misunderstandings related to training and performance expectations. Consequently, employees view their employment situation negatively. Providing frequent updates, one-on-one feedback sessions and opportunities for employees to communicate their feelings about their jobs would help alleviate their fear and increase employee engagement.
Communication that promotes psychological safety creates an environment where employees feel free to ask questions and express concerns without fear.. Psychological safety is critical during the digital transition of an employee's role, as employees must learn new skills, adjust to new formats of work-related processes, and often will need to make mistakes along the way to be successful (Tsoni et al., 2025). Employees at StitchCo do not feel safe addressing their concerns regarding technical issues or team differences. An environment of psychological safety can be achieved by implementing active listening, empathy, and respect within StitchCo's workplace culture, which would reduce employees' resistive activities and support collaborative environments.

Training is critical to prepare employees to succeed with the challenges of change. Employees at StitchCo reported that there were inadequate training opportunities, resulting in increased anxiety among employees and lower productivity. Typically, successful adoption of new technology requires ongoing comprehensive training throughout the transition period; research indicates "one-off" training sessions are not sufficient (Kaminsa, 2022). Training employees produces confidence and competence in their job performance while decreasing technology-related mistakes, creating higher job satisfaction as well as job performance. In order for employees to succeed with StitchCo, they must also can physically practice, receive mentoring, and be allowed to repeatedly perform tasks until they gain confidence in doing so.

Further, providing employees opportunities for development will benefit StitchCo as it continues to develop its employees. Research shows that continuous learning increases employees' ability to adapt, increases employee engagement, and improves employee retention (Olaniyan & Ojo, 2008). To successfully encourage employee growth at StitchCo, it must develop clearly defined development pathways that recognise the success of continual learning and provide an opportunity to advance to higher-level positions. When employees can see the benefits of the positive impact of change about career advancement and growth opportunities for them, they will be less resistant to change.

Employees' motivation levels significantly influence how quickly they will adapt to organisational change. The relationship between motivation and organisation growth is supported in Herzberg's Two-Factor Theory, which sources employee satisfaction to elements such as growth opportunities, recognition, and meaningful work during transitions (Peramatzis & Galanakis, 2022). The previous paper-based piecework system at StitchCo allowed for recognition and incentive for employees based on production output; however, as new digital systems for measuring employee productivity are implemented, StitchCo will need to change the way it motivates employees. Employees need to be recognised for their creativity, collaboration skills, quality work, and ability to adapt as opposed to the volume of work produced. Employee motivation increases when they feel valued, supported, and included (Ali & Anwar, 2021).

Ultimately, an organisation’s level of success will be determined by the ability of its employees to adapt to changes or modifications. Research has shown that organisations that possess a leadership culture aligned with their digital capabilities will experience greater organisational resilience and promote a higher level of innovation (Coad, 2025). StitchCo's efforts to improve employee productivity, job satisfaction, and overall health and wellness will benefit from creating a supportive culture, communicating effectively, and providing a long-term investment opportunity in the development of leadership.

To better support its employees and prepare them for organisational changes, StitchCo needs to implement transformational leadership principles, create a culture of continuous improvement, improve communication, provide ongoing training, and focus on motivating employees during organisational change. Organisational change is not a solely technical process. If employees feel empowered, cared for, informed, and supported during the transitional phase, they will accept and support organisational success.
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