StitchCo: Preparing Employees for Organisational Change

StitchCo is a family-founded garment manufacturer in the United States that supplies many high-street retailers. For years, it followed a traditional management system based on Frederick Taylor’s ideas of scientific management, which focused on dividing work into small parts and maintaining close supervision (Taylor, 1911). This method was once effective, but today’s markets require flexibility and rapid adaptation to new technologies.The World Economic Forum (2023) explains that adopting transformative technologies is vital for productivity and competitiveness.
At StitchCo, management has started introducing computerisation and shifting from a strict hierarchy to more shared leadership. However, as Schein (2017) and Kotter (2012) argue, genuine organisational change goes far beyond machines and systems. It involves reshaping the culture, attitudes, and mindset of the people within it. This essay discusses how StitchCo can prepare its employees for this transition. It looks at the reasons behind the change, how new technology has been introduced, the impact on culture, and lessons to guide smoother change in future.
For many years, StitchCo’s Tayloristic system suited the needs of large-scale production. Workers repeated specific tasks, output was easy to measure, and pay was linked to productivity. But the retail market now moves fast, with changing trends and growing competition. The World Economic Forum (2023) highlights that using modern technology is no longer optional but essential for survival.
Introducing the new technology into their organisation can increase productivity and allow staff to focus on creative or technical tasks instead of repetitive manual work. Research supports this view: Filippi (2023) found that automation can raise both efficiency and job satisfaction when paired with good training and support. Likewise, Jiang et al. (2024) found that companies combining the introduction of the new technology with workforce upskilling perform better overall.
For StitchCo, the aim should not just be to buy machines but to build an adaptable organisation where employees understand and accept change. The company must create a supportive environment that gives staff opportunities to learn new skills and feel part of the process.
To modernise its operations, StitchCo installed automated sewing and cutting machines as well as a new analytics platform to monitor performance. The goal was to improve efficiency and accuracy, but the roll-out faced difficulties. Training sessions were short, technical issues occurred, and staff lacked hands-on support. Many felt uncertain about their roles and anxious about how the new systems would affect them.
Kotter (1996) suggests that large changes work best when they are introduced gradually, allowing people to build confidence through small successes. Cummings and Worley (2019) also recommend piloting new systems before rolling them out fully. In manufacturing, worker involvement is crucial-employees must understand not just how to use technology, but why it matters (Filippi, 2023).
At StitchCo, the absence of ongoing support led to worry and confusion. Some employees feared redundancy, while others doubted their ability to adapt. Mabasa and Flotman (2022) note that employees respond better when training is practical and continuous, and when managers communicate how the change benefits everyone. Without that, even positive innovation can become stressful.
Automation has affected not just StitchCo’s machines but also its company culture. Schein (2017) defines organisational culture as shared values and behaviours that guide how people act. StitchCo’s old culture valued craftsmanship, hierarchy, and piece-work rewards. Automation challenges these traditions by introducing teamwork, data-driven decisions, and collaborative goals.
For workers who have built their careers on manual skills, this can feel like a loss of identity. Rehman et al. (2021) found that resistance to change is often emotional and linked to fear of losing status or control. StitchCo needs to show that technology is designed to enhance jobs rather than eliminate them. Employees could, for instance, move into roles focused on quality assurance or process improvement, using their experience in new ways.
Cameron and Quinn (2011) suggest that a “clan culture” - built on trust, mentoring, and shared purpose-helps organisations adapt more easily. Bah et al. (2024) also found that humble leadership, where managers listen and include employees, increases trust and cooperation during change. Lewin’s (1951) three-step model of unfreezing, changing, and refreezing further shows that change must be carefully guided and reinforced so that new behaviours last.
StitchCo’s experience reveals that technology alone is not enough. The human element is just as important. Oreg (2006) explains that resistance arises when employees feel change threatens their job or self-worth. At StitchCo, limited communication led to rumours about job losses. Furxhi (2021) argues that open and transparent discussion helps reduce fear and encourages participation.
Kotter (2012) emphasises the need for a clear, inspiring vision that is repeated often. At StitchCo, leaders focused mainly on technical benefits rather than the purpose or advantages for staff. Creating regular two-way communication channels-meetings, feedback sessions, and open forums-could have helped employees feel more informed and involved (Kotter and Rathgeber, 2021).
Supervisors at StitchCo were used to traditional, command-style management. Paudel (2024) notes that in today’s workplaces, leaders need empathy and emotional intelligence as much as technical skill. When staff feel supported and treated fairly, their willingness to adapt increases (Rehman et al., 2021). The old piece-work system encouraged individual competition rather than teamwork. Deming (1986) argued that many workplace problems come from poor systems rather than poor workers. StitchCo should redesign its performance metrics to reward collaboration, innovation, and learning.
Short training sessions were not enough. Mabasa and Flotman (2022) stress that employees need ongoing learning opportunities to feel confident and capable. StitchCo should therefore offer refresher training and peer mentoring to help staff adapt at their own pace.
StitchCo’s transformation clearly demonstrates that successful organisational change involves a delicate balance between technological progress and human adaptability. The decision to automate was strategically sound, but the company’s early difficulties reveal that technical success depends heavily on cultural and emotional readiness. As Kotter (1996) observed, most change efforts fail not because of poor technology but because leaders underestimate the human response. StitchCo’s case shows this clearly: without sufficient communication, trust, and leadership capability, even beneficial innovations can create resistance.
A stronger approach would include more participative change management. Lewin’s (1951) model of unfreezing, changing and refreezing provides a simple but useful framework, yet more modern interpretations such as Burnes (2017) suggest that change is rarely linear. Organisations like StitchCo face ongoing adaptation rather than one-off transformations. Continuous learning, therefore, must become part of the company’s DNA. This links to Argyris and Schön’s (1978) concept of double-loop learning, where employees not only improve tasks but question the underlying assumptions that shape behaviour. Embedding this mindset would allow StitchCo to sustain improvement rather than react to crises.
Another key lesson is that leadership and communication must evolve alongside technology. Paudel (2024) and Bah et al. (2024) both highlight the importance of human-centred leadership that focuses on empathy, inclusion, and humility. Developing this kind of leadership will help StitchCo move from a culture of control to one of collaboration. Emotional intelligence training and coaching for managers could make a significant difference to morale and engagement.
There is also a strategic opportunity for StitchCo to rebrand its transformation as part of a broader sustainability agenda. Wijethilake (2023) argues that organisations linking cultural change to sustainable practices tend to perform better and gain employee pride. StitchCo could use its craftsmanship heritage to promote “smart sustainability,” showing that automation can support quality, reduce waste, and improve working conditions rather than eliminate jobs.
In conclusion, StitchCo’s future competitiveness will depend not on how many machines it installs, but on how effectively it builds an agile, confident workforce. The next phase should focus on continuous learning, inclusive leadership, and cultural renewal. As Burnes (2017) and Cummings and Worley (2019) both stress, successful change is never a one-time event - it is an ongoing process that requires persistence, participation, and purpose. By uniting technology with trust, StitchCo can transform itself into a truly modern manufacturing organisation that values both progress and people.
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