Essay; StitchCo


Student name: Viorica Voicu 
Programme: BA (Hons) Business Management
Module: People and Organisations
Module code: BMMB4006
Lecturer:	James Moore/Robyn Griffiths 

After giving employees disruptive on-the-job experiences related to implementing and using advanced technology, the company went through a financial crisis that put pressure on the company to implement technological changes rapidly. Rapid implementation caused anxiety for employees who did not have enough time to adjust to the new way of doing things. The company took money and time away from employees to pay for the technological changes without consulting with the employees to determine how the changes would affect their daily work or to seek input from them in the decision-making process regarding how the new technology would be used. Research has shown that employees typically resist change when they feel excluded from the decision-making process or when they believe that the changes may have negative implications for their job security (Musaigwa, 2023). Many employees expressed concerns about losing their jobs and felt disconnected from the new technology. When companies acknowledge the emotional aspects of change and help employees transition through change over a longer period, change is typically easier for employees to cope with (Ackerman, 2023). Rather than ease employees into a gradual transition, StitchCo employees experienced sudden and major changes, which left them feeling confused and insecure about their position within the company.
In addition to the emotional aspect of the transition to advanced technology, the implementation of advanced technology changed the identity of the StitchCo employees. Historically, employees took great pride in their manual craftsmanship and speed in completing their tasks and received payment for their piecework style of payment. The increased use and application of automation decreased the value of the manual skills and craftsmanship that previously defined the employees' identities, which contributed to the anxiety of job redundancy caused by the implementation of advanced technology.A lack of explanation and support may cause employees to feel powerless when businesses experience a transformation from utilising traditional technologies to implementing new technologies and how it will change their day-to-day tasks (Matsunaga, 2024). Additionally, a lack of communication about how automation will impact employees' jobs led to uncertainty; therefore, employees automatically assume the worst (Yue et al., 2019). 
The cultural misalignment was one barrier to the successful change that took place at StitchCo, which has had a long history of being hierarchical and structured; therefore, employees were accustomed to following directives issued from their managers and had limited individual accountability. However, digital transformation requires greater flexibility and collaboration and shared responsibility. Research indicates that organisations must proactively evolve their culture to foster innovation and learning opportunities to effectively leverage an organisation's digital transformation (Leso et al., 2023). In addition to creating a more collaborative leadership approach, Stitchco was unable to prepare its employees for the additional responsibilities associated with being accountable for decision-making and initiating action. Creating an environment of stability, trust and respect will facilitate cultural transformation; however, when resistance to change becomes intensified due to the disruptions of the company’s established norms, the process of implementation will become more protracted (Tuan & Ferasso, 2025). 
Cultural transformation poses unique challenges for businesses within the garment sector because this industry has traditionally relied heavily on manual, skill-based processes (Wijethilake et al., 2023). Due to the lack of these foundational principles in Stitchco’s culture, employees have expressed feelings of being isolated and unsupported throughout the digital transformation process. Digital cultures necessitate clear communication lines to provide employees with a sense of belonging and to communicate the reason for the new technology being implemented. With an established cultural foundation, employees have greater confidence and get ready for change as they feel valued and part of the transformation process (Jo & Ahn, 2024).
Leadership is important to help prepare employees for change. Transformational leadership is highly effective in times of uncertainty as it focuses on the development of the employee by inspiring them to do well and providing support for their well-being while creating a common vision for the future. Studies indicate that transformational leadership enhances employees' psychological health and willingness to embrace new behaviours (Ausat et al., 2024). For example, at StitchCo, the managers largely focused on only implementing the technology and not providing emotional connection or direction for the future. As a result, employees felt disconnected from the transformation process and left to cope alone as they adjusted to the new technologies. Transformational leaders could help employees feel valued by explaining the positive advantages of using automation and committing to their long-term success.
Transformational leadership also promotes innovative thinking and adaptability in the changing environment. Organisational culture and transformational leadership positively influence innovativeness as well as motivation to participate in digital transformation processes (Kumar et al., 2024). This supports the thinking of employees in terms of innovating and finding new solutions, rather than relying on outdated procedures. StitchCo employees did not receive encouragement to think about new ideas or take part in problem-solving, which resulted in their inability to efficiently transition to the digital environment. Leaders who provide a culture of learning and promote collaboration assist employees in successfully transitioning to the digital work environment (Yangailo, 2025). One of the main components of supporting the transition to distributed leadership is communication. Providing regular updates, establishing open forums for discussion and conducting interactive training sessions all aid employees in adapting to new technology. When a company offers no clear, concise and transparent method of communicating, workers often draw on their assumptions to fill in the empty space. As a result, these assumptions lead to increased fear and resistance to organisational change, which can damage employee engagement and promote a misconception of what organisational change entails. Carrying out regular communication (e.g. conducting online forums, holding in-person events) and using interactive training methods can help StitchCo employees to better understand the changes taking place in their organisation and how to adjust to them. In addition, communication must also be a two-way process; employees need to be able to voice their concerns, ask questions and share their ideas (Yue et al., 2019). Current research also indicates that effective communication between employees and management significantly enhances employee engagement during a time when an organisation is undergoing substantial changes. A number of employees at StitchCo believed they did not have adequate training for using new technology and this created a sense of frustration and resistance. When employees receive proper training, they become more confident in their abilities and reduce their fears associated with performing tasks that are not familiar to them. Studies have shown that training provides employees with improved performance, increased confidence and motivation during transitions (Kaminsa, 2022). Additionally, ongoing training programs help reduce employee errors and technical problems due to the employee's ability to develop the skills needed over a period. By providing a culture of continuous learning, companies will have greater long-term performance because their employees will feel valued and able to perform (Olaniyan and Ojo, 2008). Therefore, StitchCo needs to create a structured workforce training program, provide opportunities for peer-to-peer training, and provide a support system to enhance employee confidence.
Motivating employees is incredibly important in determining how well an employee will accept change. Employees must be provided with recognition and growth opportunities, as well as have purposeful work, in order to remain engaged in the transition process (Peramatzis and Galanakis, 2022). In addition, StitchCo had relied heavily on piecework incentives, but these incentives did not meet the needs of employees under the new system and therefore management did not implement a new motivational strategy. Studies have shown that employees who are motivated by their work are usually more adaptable, resilient and committed to the corporate goals of the organisation (Ali and Anwar, 2021). Therefore, StitchCo needs to develop motivational strategies that encourage employees through recognition, learning opportunities, and by providing employees with an opportunity to participate in decision-making.
Organisational performance will improve based on the level to which employees are prepared and supported during the transition process. In a recent study, Gyamerah and colleagues (2025) state that when used together, leadership, communication, and digital capability contribute to an organisation's performance during Digital Transformation. When both the organisation and employees understand the expectations of each other, and when they feel supported, employees will be more likely to be productive and innovative. For StitchCo to successfully transform its organisation, it must align the approach to leadership, cultural values and communication with the long-term goals of the organisation.
In conclusion, to prepare employees for the upcoming transition, StitchCo needs to create an organisational culture that fosters support, increase communication, provide comprehensive training, and embrace transformational leadership. Change is not only a matter of technology, but also of emotion, and employees will most likely respond favourably to change when they feel valued, informed and supported. By implementing these concepts, StitchCo will develop an organisation of employees who are resilient and ready to embrace technological advances and contribute to an organisation's continued performance.
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