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By introducing advanced technology into their garment manufacturing processes, StitchCo caused major disruption in their workforce due to employees not being adequately prepared for this change. Transitioning from the traditional work model of Taylorism to a technology-enabled environment required new skills, behaviours and an entirely new organisational culture. When employees do not feel prepared for change, it increases the stress involved in changing, decreases their productivity and increases their overall resistance. The purpose of this essay is to examine the ways in which StitchCo can help prepare its workforce for future changes through analysis of the effects that organisational change has on employees and the need for a cultural change. The role of effective communication plays an important part in the overall impact of organisational change on performance and leadership's influence on that performance.
Organisational change impacts employees both emotionally and practically. For many years, StitchCo employees have worked based on predictable routines, completing predictable, repetitive tasks and participating in a piecework compensation system that rewards hands-on, fast work and quality craftsmanship. The swift introduction of automation into StitchCo's operations has altered many of these expectations therefore making many of their employees feel uncertain about what their job will look like moving forward. Research indicates that digital transformation generates an increase in uncertainty for employees because of the fears that they will lose their jobs, skills and sense of self (Matsunaga, 2024). If no support is provided, employees may begin resisting the change and decreasing their productivity, which may lead to an increase in absenteeism, as we see at StitchCo. For change to be successful, it is critical that an organisation acknowledge the psychological aspect of the transition process along with the fact that organisations are implementing new processes (Ackerman, 2023). Employees need adequate time, support and appropriate guidance to adjust to new expectations.
StitchCo's desire to quickly implement change has created more challenges than expected. The organisation sought input from employees at the outset, but it did not create a process that included sufficient clarity, detail and continuous communication. Research shows that if employees are not included in decisions related to modifications, it will lead to decreased trust in the organisation, leading to increased employee resistance (Musaigwa, 2023). Decisions made by leaders without the engagement of workers and therefore a distrust of both the technology and the way leadership is interacting with them has been shown by StitchCo to be a major cause of employees not adopting the new way of doing things. Change is an important part of any organisation, but if not managed effectively will lead to all sorts of confusion, issues between departments, and an angry workforce (Phillips & Klein 2023). The chaotic way change is handled by StitchCo is probably one of the biggest contributors to the confusion, conflict and frustration felt by employees.
The primary reason employees resisted the new process was due to the misalignment of the workplace culture. For many years, the working environment at StitchCo was a hierarchical culture based on individual production and manual labour. The introduction of Digital Transformation is creating a different type of working environment. Research has found that organisational cultures have a clear correlation with the readiness of employees to accept, and to adopt, the use of technology, and that organisational culture influences both the successful use of technology, as well as the successful introduction of new technology (Leso et al., 2023). Employees that are used to operating in a culture that employs old practices will have difficulty understanding new expectations from employers when the culture of the workplace does not allow for flexibility in decision-making processes.
To facilitating Digital Transformation, it will be necessary for organisations to change their culture to one that fosters learning, transparency, and participation by employees. Studies have shown that an open and sustainable culture in the garment industry has directly contributed to increased employee acceptance of technological innovations and process improvements (Wijethilake et al., 2023). Because StitchCo did not provide clear communication to its employees about their new roles within the organisation, employees have felt confused about their responsibilities within the business. Cultural transformation requires leaders to model and reinforce values, provide clear expectations of changed behaviours, and create a culture that is psychologically safe for employees to express their concerns, ideas and experimentation (Tsoni et al., 2025). To create an environment where their employees are included in the transition process, StitchCo must change its culture. Culture change requires a change in employee attitudes about their employer through leadership during transitional times. Transformational Leadership style is particularly effective during transitional times due to increased employee trust and emotional commitment created by an inspirational leader. Research has demonstrated that transformational leadership improves psychological health, increases employee openness to change and ultimately increases an organisation's innovation and adaptability by creating a workforce that is willing to take risks in adopting new tools and processes (Ausat et al., 2024). Leaders must communicate a compelling vision during periods of transition, articulate how technology impacts both the employee and the organisation, provide feedback and guidance throughout the process, and encourage employee growth.
Transformational Leadership is a critical aspect of creating an innovative and adaptable workforce for technological environments. Transformational leaders encourage employees to be creative and take risks by providing an environment where they have confidence to utilise the new technologies available (Yangailo, 2025). In a technological environment, if an employee lacks confidence in their ability to use the new technologies, this often results in frustration; however, at StitchCo, managers failed to provide the transformational leadership necessary to build employee confidence and eliminate frustrations. Organisations to be successful in their digital transformation efforts, organisational leaders must be actively involved, visible, and engaged with their employee's success (Gyamerah et al., 2025). As a result, without the presence of a guiding leader to provide a clear direction, employees will feel abandoned and have uncertainty as to what is expected of them.
Distributed Leadership is becoming a popular approach in contemporary organisations but must be instituted properly. Research has found that shared leadership approaches work well to improve teamwork and performance when the leader clearly defines the expectations and provides a strong communication process (Wang et al., 2014). While StitchCo began using a distributed leadership approach, there were no clearly defined job responsibilities or training plans for decision-making processes for employees. As a result, intergroup conflict arose due to competition among different groups attempting to achieve the same goals based on the new performance targets. To implement successful shared leadership, teams must utilise the principles of trust, collaboration and structured team building (Zhu et al., 2018). To achieve this, StitchCo needs to continue to provide support to all teams in the form of ongoing coaching, establishing a conflict resolution mechanism and clearly defining the decision-making responsibilities of its employees.
The most important factor in preparing employees for change is communication. When employees are informed about changes, they feel more secure and engaged. As such, transparent communication builds trust, reduces uncertainty, helps employees understand the benefits and purpose of the new systems (Yue et al., 2019). Due to gaps in communication, lack of feedback and contradictory messages regarding job security, employees at StitchCo were frustrated and fearful. An effective communication strategy will rely on regular briefings, open discussions providing an opportunity for employees to communicate their concerns. Studies show that effective communication leads to increased engagement and higher levels of motivation during a digital transformation (Usadolo & Usadolo, 2025). Consequently, StitchCo should develop channels that will allow for two-way communication for enhanced understanding and acceptance of changes.
Training and development are the best ways to ensure that employees will be ready for changes. Employees at StitchCo were not adequately trained to operate the new machinery, leading to resistance and a decrease in their overall performance. Training increases an employee's competence, reduces fear and increases motivation during a technological transition (Kaminsa, 2022). By investing in training, organisations communicate that they value and support their employees, further increasing employee commitment. Providing continuous learning opportunities helps build employee confidence and leads to fewer technical errors (Olaniyan & Ojo, 2008). StitchCo should develop structured training programs, hands-on support and follow-up sessions to create the foundation for developing the digital skills of its employees.
In addition to the above-mentioned factors, motivation is also a key component in the way workers respond to change. Motivators related to achievement, growth and recognition positively affect employee engagement during periods of transition. In the case of StitchCo, after the company introduced automation, it did not modify its motivational strategy. Consequently, employees were uncertain how their performance was going to be rewarded or recognised. Motivated employees are more likely to be adaptable and to embrace learning new systems, which translates into enhanced performance for the organisation (Ali & Anwar, 2021). Therefore, it is imperative that StitchCo establishes a recognition program, skills training opportunities and performance feedback aligned to the new technological environment.
Worker behaviour during periods of change is influenced by the organisational atmosphere. Research has shown that a positive environment is conducive to heightened levels of engagement, teamwork and resilience during and after periods of change (Ramlall et al. 2025). Unfortunately, due to a lack of communication, unresolved conflict and a lack of clarity regarding performance expectations, StitchCo's environment has deteriorated. Therefore, for employees to adapt, StitchCo needs to work on rebuilding trust, promoting teamwork and reinforcing fairness in new performance systems. Psychological safety is crucial, as it provides employees with a sense of security so that they can voice their concerns and safely develop their skills without fear of being punished (Mdletye, 2025). A supportive organisational environment will create a climate of readiness and commitment among employees, both of which are critical to the success of the organisational transformation journey.
Ultimately, the performance of the organisation is heavily dependent on how well employees adapt to the introduction of technological change. Studies have shown that the leadership style, organisational culture and the digital skills of the workforce must be in alignment to provide the foundation for enhanced organisational resilience and performance during these changes (Coad, 2025). Employees who feel prepared, supported and motivated will contribute to the creation of new innovations, increased productivity and ongoing success for the organisation. Thus, it is critical that StitchCo build a comprehensive strategy for business transformation by developing both the organisation's leadership and culture and establishing clear lines of communication and training opportunities for employees.
In conclusion, to better prepare its employees to confront change, StitchCo should embrace a transformational leadership model, promote a culture of positive communication, reformulate its organisational culture and invest time, resources and energy into providing employees with training and motivational assistance. Successful organisational change occurs when employees feel valued, informed and supported by the organisation. By addressing the human element of technological transformation, StitchCo will build a resilient workforce that is dedicated to creating innovation and achieving long-term sustainable performance.
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