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Recommendation 
To successfully manage the transition towards automation at StitchCo, an extensive list of recommendations must be implemented to address areas such as culture and structure, as well as human factors. Culture is an important area to develop first because the company has traditionally emphasised routine habits (of employees), productivity creations (by employees), and close supervision (of managers) among its cultural values. A traditional culture cannot be transformed into a digital culture because a digital culture requires flexibility; creativity; problem-solving; and teamwork between employees and managers. Evidence suggests that for a company to successfully undertake a digital transformation, the company must be built around a culture that supports curiosity and experimentation, as well as learning opportunities (Leso et al., 2023). Therefore, it is important for StitchCo to reframe its cultural values to include openness, shared accountability and continuous improvement.
Communication improvement 
Another critical recommendation is to improve communication. The employees at StitchCo were left with uncertainty regarding their roles and the level of training available to them because of automation introduced by the Executive Management team. Ineffective communication erodes trust and increases resistance from employees. Often, the information gap is filled with incorrect assumptions and fear-based beliefs on the part of employees (Yue, Men & Ferguson, 2019). Empirical studies support the idea that the establishment of transparent communication lines between all levels of an organisation improves the understanding and acceptance of organisational change and builds strong relationships between employees and management (Yue, Men & Ferguson, 2019). Thus, it is recommended that StitchCo establish routine communications channels, such as briefing meetings, question & answer sessions, and two-way dialogue opportunities with employees to facilitate the development of employee engagement and Psychological Safety within the organization (Mdletye, 2025).
Leadership type 
The development of leadership is critical to the success of the transformation. Transformational Leadership, such as inspiring, empathising and developing employees, contributes to increased job satisfaction; decreased resistance; and improved employee learning during periods of technology change (Ausat et al., 2024).The company’s leadership has concentrated their efforts on the installation of new equipment with little attention paid to how this will affect employees, or to providing any form of guidance and emotional support. For leadership development programs, the focus should be on providing coaching, building skills around managing conflict and building a culture of support for those employees who are adapting to new job responsibilities. Gyamerah et al. (2025) support this idea with their research showing that leaders must remain present and engaged in their organisations when implementing a digital transformation, to continue to cultivate trust, and keep employees directed.
Developing strong training and development programs is critical. Many employees have expressed that they felt unprepared to operate the new machinery due to inadequate training opportunities. Research has shown that providing employees with ongoing, hands-on training builds their confidence, reduces mistakes, and improves overall organisational effectiveness (Kaminsa, 2022). Digital literacy programs, refresher training, and peer mentoring are areas where StitchCo should invest their resources to ensure employees have the knowledge necessary to succeed long-term. As Olaniyan and Ojo (2008) demonstrate, providing employees with ongoing development opportunities to improve performance also increases employee motivation and retention.
Motivation 
Another component of the recommended strategy is motivation. The piecework pay structure of the organisation has rewarded quantity over quality; therefore, the incentive structure is not aligned with the goals of digital transformation. Today’s workforce needs a motivational structure that rewards teamwork, creativity, and flexibility. Research has shown recognition and advancement opportunities are an integral part of employee motivation when experiencing a transition (Ali & Anwar, 2021). StitchCo should change their structure of rewards to support behaviours that meet expectations of digital performance.
Conclusion 
A culture of respect, cooperation, and psychological safety is an integral part of supporting changes that are sustained in the long term. Research indicates that these types of environments improve employee engagement and will produce resiliency (Ramlall et al., 2025). Therefore, in addition to providing opportunities for team building and conflict management training, StitchCo should focus on developing leadership behaviours that promote strong relationships and employee wellness. With these recommendations, StitchCo will be able to create a culture supportive of digital transformation, as well as a culture that supports a resilient, future-ready organisation.
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