


1. Introduction 
For StitchCo, the culture has obstructed the transformation of basic automation into a modern-day business practice. This combination of history and culture created a unique set of conditions in which employees found themselves thrust into unfamiliar territory, unsure of the new way of working and without the proper preparation. Many experienced heightened levels of confusion, increased anxiety and a greater tendency to resist. Because of these layers of stress, many employees resisted the implementation of new metrics, particularly when it directly conflicted with the incentives for which they had previously been rewarded (Costa & Opare, 2025; McGlade & McGlade, 2025).
2. Organisation Culture 
A fragmented corporate culture was also at the foundation of the disruption to StitchCo’s custom, individualistic and hierarchical physical work culture when automation was introduced and became part of the organisation’s business practice. As an organisation, StitchCo's culture created a deep disruption to the previously established employee identity based on traditional industrial craftsmanship. Employees automatically equated the introduction of new technology, tools and techniques with a threat to the job of and value of traditional craftsmanship, and therefore, were resistant to and strained against transitioning to a new way to conduct their work and their roles in the organisation.
#Each layer of the culture compounded the difficulties experienced by employees during the transition and created a strong and lasting layer of emotional resistance towards the transition to a technology-based business practice. StitchCo's culture included a deeply entrenched sense of individualism that fragmented the cohesive structure and identity of the workforce. Because employees were rewarded based on their speed and output, there was no incentive for employees to collaborate, share their knowledge or interact in a meaningful way. Cultures historically anchored in the past will often inhibit any organisation's ability to adapt and embrace new technology or innovations as identified by research (Aggarwal, 2024; Opolot et al., 2024).
3. Organisational Structure 
In addition, the organisational structure at StitchCo contributed to a significant breakdown in communication between employees. The jobs were not redesigned to incorporate and reflect the new digital responsibilities of the employees. As a result, employees were still assessed based on an outdated way of doing things, all while being expected to operate and understand complex technologies. This danger of the organisations not aligning their structure with the new digital world resulted in confusion, role conflict, and decreased performance of the employees. The employees did not have the proper soft skills, digital competencies, or support systems that are needed to foster innovative behaviours and success in modern workplaces. Research indicates that providing cultural support and developing soft skill sets significantly enhance adaptability and innovation during the period of change that accompanies technology transformation (Kholifah et al., 2024).
As a result, employees suffered from serious psychological stress due to the significant changes placed on them by the company. Change fatigue emerged from employees attempting to cope with multiple changes occurring concurrently but were not managed through phased implementation and effective communications between employees and management regarding the rationale behind the changes and how best to adjust to the changes. The lack of psychological safety presented employees with the fear of asking questions or admitting confusion regarding the automated systems the company utilised. Due to the inconsistent and at times non-existent communications from the company, rumours and false information spread through the workforce, further increasing the employee's fear and resistance to change. Research demonstrates that transparent, participative communications substantially decrease anxiety and instil trust in employees during the midst of organisational change (Mpuangnan et al., 2024; Mdletye, 2025).
4. Conclusion 
Ultimately, the failures of the organisation greatly diminished the performance of the employees. The anxiety experienced by the employees, along with their lack of clarity and sense of inequity resulted in decreased output, increased errors, absenteeism, and an overwhelming sense of demoralisation. The absence of organisational justice when the organisation introduced the digital metrics caused the employees to believe that the implementation of these changes was arbitrary and lacked consultation, both of which are documented as primary indicators for resistance. Organisations that do not engage employees in the decisions affecting them and fail to provide employees with opportunities for meaningful participation will consistently observe declines in employee engagement and performance over time (Nurul Husna & Marjulin, 2024; Rojak et al., 2024).
In conclusion, while technology is partially to blame for some of the challenges for StitchCo, the majority of these challenges are rooted within the organisation due to the failure to address various underlying structural and cultural contradictions prior to implementing automation. Unless the organisation makes the necessary adjustments to its job structures and communications, develops enhanced learning opportunities and reshapes its work culture through to creating a collaborative and adaptable environment, the organisation will continue to experience a deterioration in its performance. The organisation must take the necessary steps to realign its human and technology systems and ensure employees are adequately prepared, supported, and valued, throughout the transition (Goel & Singh, 2024).
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