Garments manufacturer Stitch Co’s suddenly changed to more advanced manufacturing and has swapped traditional Tayloristic methods off manufacturing for a new and more centralised method with control and management practice at the centre of its developing change, this bewildered staff. Automation in the workplace is necessary for the business to remain dynamic. These cost-effective methods have caused concerns after facing a financial crisis 6 months ago.  The development has created some amount off anxiety, uncertainty and resistance among the current work groups.  to resolve issues in the workforce there have to be some ideas laid out for everyone to adhere to.  A lot of thought has gone into these changes, so the work force had to be notified of the changes.  
Technological change: in the workplace is significantly reshaping how work is preformed and organised. Impacts include increased automation, and a change from manual work.
Job transformation: Many job roles are evolving due to technology, with new skills required to adapt to changing demands. There is a fundamental learning required.
Ethical Considerations: as technology becomes more pervasive, ethical issues related to new jobs roles being available and job displacement.  There will be new roles available.
Job monitoring: employees are no longer paid on a piece system and the way that they are paid now differs because of the automation required in their job roles.  
Technology brings opportunities and challenges to the modern workplace. Without preparation often result in confusion and decline output.  Hence the need to address staff and ask for their contribution via union representation.
Trade unions should prepare the workforce for the change so that everyone is given the opportunity to stay.  Staff at the firm should learn to adapt to the new changes, everyone should take into account that there is still a vital job role available.  Moving from hierarchical to distributed. Is not the end to their jobs there will be opportunities for the firm’s employees to gain education into the autonomy of the machinery. Some departments will stop completely, and the change would remain,  Opportunity to learn new processes will be made available.  As Wilson (2010) reminds us, individuals are not just passive objects of control: ‘They may accept, deny, react, reshape, rethink acquiesce, rebel, or conform and create themselves within constraints imposed on them.’
Motivation of employees is vital to the transition; staff will perform well beyond expectations due to their interest in the change to modernisation and their desire to fill the role within the workforce.  Sometimes staff are motivated to adapt to the new roles within the company by the longing to remain in the company and reach out for change. The output is the same as before and the job is easier and laid out better with less dangers and more productivity so that itself should be an encouragement.  Unfortunately some staff would have to leave the firm’s business because they are unable to comply or adhere to the new format structure, but that would help the business too.  After all there is the dependency to lean to the new style of management that could be not so liked by many off the employees. ‘1961 Bay of Pigs fiasco,’ Janis (1972) 
As far as the management they were aware off the changes and dimensions that the effect off the change would cause to the layout off the current system with permanent administration and standardisation of work procedures. This would affect the employees. With the hierarchy of the company able to look at the plan’s laid out to them and make their own adherence.  McClements (2017) suggests smooth leadership succession can deliver significant returns including the transfer of organisational know-how and continuity in leadership culture’. essentially remove some off the workforce away from the newer tasks.  ‘Almond effect often gets in the way’ Opening up new job’s roles.
By having meetings with the workforce, the voice of the company could change and encourage them to be more productive while the change took about.  Good communication between managers and staff would provide them with a transition so that the more people that can use an innovation the more benefits it will have to the company and individuals. 
Distributing leadership is an allowance for data analytics to monitor employee performances and identify areas of improvement.  Which gives leaders autonomy to innovate and develops the staff.  In distributed team’s employees are competing with each other via their skill in the task that they do and experts can move staff to better suit the job roles.  A major influence on the establishment and development of (TQM) total quality management was the work of Demming (1986), ‘Who emphasised the importance of visionary leadership and the responsibility of top management for initiating change.’
Building successful teams requires effective leadership with an emphasis on trust, clear communication, full participation and self-management.  Gaining more output from the employee carrying out the task.  Deep learning process that employees are going through could complicate emotions and may rupture a part of the process and make corrections where corrections are not necessary damaging the simplicity off a good structure.  Transformational leaders yield faithful and unselfish personal qualities that are connected to the organisation and the individual,  And will empower the team.
Often new machines are complicated and require an amount off training to operate, new and specialised operators may be required to work, so that the automation can be done with someone that has been trained correctly on machinery and who has already adapted the knowledge to operate the automation.  Successful completion of the individuals training empower them running their own departmental machinery.  Much like as an agency worker who would come to a department works there for an agency until they are accepted into the company’s own policy off pay. New employees may fill gaps in tight schedules and encourage the development off skills outside off the organisation. Reducing costs and generating wealth of knowledge into the company. Margerison (2002)  ‘Researchers saw the need for a socio-technical approach in which an appropriate social system could be developed in keeping with the new technical system.’  The result was the ‘composite longwall’ method with more responsibility to the team as a whole and shifts carrying out composite tasks, reintroduction of multiskilled roles and a reduction in specialisation. 
Effective change management is not only about the introduction of new machinery. It is required that a plan is available and followed to prepare people for the process of changes to the technology that they are using. Either by offering them a different role that they can train for in another department by the way off swapping employees around so that they suit the task that they have been given better.  According to Mills and Friesen (2001), ‘Empowerment can be succinctly defined as the authority of subordinates to decide and act.’  Offer an employee some type off promotion to a leadership role where they can look at what other persons are doing within the production model so that they can look as to more detail what is going on so that they can adapt and fulfil another role that way training within a position of readiness for other roles.  There could well be a systematic approach to training where classroom sessions are given, and the employee could train into the work alongside other employees in a classroom environment where they are not disrupting the current flow of work.  There could be openings in the company to establish a quick response team.   where the employee is trained across a number of different functions within the manufacturing process so that there is always a focus on maximising production.  A group leader could review each employee on what they did during a shift and work out how many parts were made on that particular task and move them to where they are most productive on a task that they have been given.  The company needs the employees to be at readiness to fulfil a number of different job roles when necessary so cross training is essential to the number of staff at readiness.  Representing Likert’s ‘overlapping group structure and liking pins.’  (1961)
Having a plan to simulate all off the employees into the workflow and prepare them for a technological change that they had not anticipated is difficult and without a plan of action. By introducing the machinery and training the staff to control autonomy in the workforce and a briefly knowledgeable workforce who can work alongside the new machines and who are in comparison a lot more satisfied with the work that they do influenced by the machinery that could remain a part off the system for a long time.  Communication is essential to allowing the majority of the workforce a way for them to home in their skills into the new method of working and adapted to the change.  Carl Jung’s (1875 – 1961) ‘theory is of particular significance in that it bridges the psychoanalytic approach (of writers such as Sigmund Freud) with modern approaches of personality test design.
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