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StichCo, a family-owned clothing manufacture has recently made the change from manual to automative processes by introducing innovative technology. They did this to enhance productivity as well as maintain competitiveness. However, this transition has created several challenges for the company, such as employee resistance, job insecurity and communication issues. This essay will critically evaluate how the introduction of technology was not the issue, but rather how the company handled the change was. This essay will use a range of academic models to demonstrate what the company could have done better to prepare their employees for this change, as well as improve overall organisational performance. 
Since the implementation of the new technology, StitchCo faced serious communication issues. There is an extreme communication gap between the management team and the employees. The management team failed to give the employees the information and feedback on how the new system was intended to work. Employees felt confused and unsupported during this change. This lack of information contributed to the high levels of frustration among the employees, as well as lowered moral and increased the resistance to change. Since the technology was introduced at a rapid pace, communication became reactive rather than planned. Effective communication is the key to any organisational change. According to Shannon and Weaver’s communication model (Chandler & Munday, 2020) effective communication within an organisation requires a clear transaction of messages and active feedback to minimise ‘noise.’ The management at StitchCo failed to provide feedback loops and clarify messages about the new system. This meant that the messages were distorted, and employees misunderstood the change. 
The communication failure at StitchCo is linked to the absence of the two-way interaction between the management team and the employees. Schramm's communication model (cited in Carter, 1955) emphasise that effective communication relines on a clear and continuous exchange of information between sender and receiver to ensure there is a strong mutual understanding. StitchCos management neglected the importance of this interactive process and instead opted for a top-down communication style. Managers believed that the employees at StitchCo understood how the new process would work, however, the employees felt extremely uncertain about the change as well as uncertain about the overall process due to the lack of strong communication. As a result, trust between employees and management broke down, and engagement with the change process declined. According to Mullins (2019), the key to building organisational trust especially during periods of change is having an open and transparent communication method between managers and employees. 
StitchCo’s failure to communicate could be changed by several factors. StitchCo could have implemented regular briefings or feedback sessions for the managers and employees. This way, employees could voice their concerns which would mean the feelings of uncertainty would have been put to rest sooner. Kotter (1996) argues that constant communication of a clear goal helps employees to feel included and motivated during organisational change. If stitchCo held regular briefings, everyone would understand the purpose and benefits of the new system. StitchCo could also implement a different communication method to ensure that employee voices and concerns are heard. Such as suggestion boxes or digital forums. Goleman (1998) highlights that emotional intelligent communication can allow managers to recognise and respond to employees' emotional cues es around change. If StitchCo acknowledged workers fears through an empathetic approach rather than a business approach, they could have rebuild trust within the organisation. Implementing these communication improvements would not only reduce uncertainty, but also strengthen organisational trust and encourage participation, whilst also supporting a smoother technological transition. 
One of StitchCo’s key issues was the lack of adequate training provided to the employees following the introduction of new technology. Without proper preparation, employees felt both uncertain and unprepared to operate the new machinery. This led to frustration and reduced confidence in the workplace. According to Kolb (1984), experimental learning is most effective when employees can apply, adapt, and reflect their knowledge through practical experiences. StitchCo’s surface-level of training failed to allow employees to learn in this way. 
O’Leary (2020) highlights that observation and feedback are curial to effective learning. Observation and feedback are crucial to effective learning since they provide a clear understanding, as well as highlight areas that require improvement. However, StitchCo did not provide employees with sufficient guidance or opportunities for practice. The lack of structured development also reduced key motivators such as achievement and growth, identified by Herzberg (1959). This ultimately resulted in lower engagement and moral within the workforce at StitchCo.
To address the lack of training surrounding the new technology, StitchCo could implement a training programme which aligns with Kolbs (1984) experiential learning cycle. StitchCo could implement workshops and practice sessions based around the new technology, so employees can gain hands on experience as well as put the feelings of uncertainty to rest. This would also provide employees with feedback so they have a stronger base level understanding of the new technology, which will ultimately boost morale. 
According to O’Leary (2020), when observations and feedback are built into the training process, it becomes easier for the training to be more effective. This allows for individuals to find areas for improvement, as well as reinforce their understanding. If StitchCo implemented regular observation and constructive feedback into the workshops mentioned above, they can enable employees to develop confidence and competence with the new technology. Similarly, Armstrong (2021) highlights that structured and regular training programs are essential for employee development, especially long term. Implementing a strong training framework would ensure that employees continue to build their skills and adapt to current, and future technological training. 
Since the change from manual to automation process was introduced at StitchCo, many employees feared that it would replace them in their current job roles. This caused extreme anxiety around job loss, as well as low moral within the workplace and a large amount of distrust in management. According to Maslow’s (cited McLeod 2025) Hierarchy of Needs, job security represents a core safety need for motivation and engagement. When there are fears of job loss within an organisation, it becomes almost impossible for employees to focus on the shared organisational goal. Due to the failure of communication, employee's safety needs were not met. This further damaged the trust and motivation of employees. 
When StitchCo introduced the automation process, they worried about the speed of getting it started, this meant that they failed to reassure staff about how this would affect their roles. Due to this, employees had no clear information about what it meant for them, only how it benefited the business. This lack of transparency created rumours around the workplace. This only boosted anxiety around the automation process. Herzberg (Cited Nickerson 2025) Two-Factor Theory supports this outcome, which suggests that when hygiene factors such as job security are threatened, employees experience dissatisfaction and demotivation. While Herzberg explain the decline of motivation is based on unmet job security needs, Kotter (1996) emphasises that transparent communication is essential to an organisation, but especially during an organisational change. StitchCo’s lack of clarity intensified employees fears and resistance. 
When StitchCo introduced the automation process, they could have held regular briefings to explain why the automation was needed for the buisness, but also how it would affect the employees. If StitchCo provided clear updates on how this new change would affect employees, there would have been less resistance, less anxiety. This means that employee moral would be boosted, making it easier for them to complete their shared goal. Managers could have also reassured staff that automations main goal was to assist, rather than replace. Armstrong (2021) explains that learning and development not only builds confidence with the new technology but also increase employees' sense of security and belonging within an organisation. By providing clear communication about job stability, StitchCo would reduce the fear and anxiety that previously surrounded automation. 
Many employees at StitchCo preferred the old manual system and really struggled to get on board with the new automation system. Many of StitchCo’s employees felt threated by the new system and even threatened to leave the company if the technology was not removed. Since the implementation of technology was so rapid and the employees were not consulted about the change, they felt unheard and unsupported. This reflects Lewin’s (cited Burnes 2020) change model, which suggests change being successful requires employees to be ‘unfrozen’ from their current attitudes by prepareing and involving employees before implementing change. StitchCo skipped this stage, introducing automation too quickly. Kotter (1996) expands on this idea by arguing that change is more effective when managers communicate a clear vision that motivates employees to engage with the new process. StitchCo’s management neglected both Kotter and Lewin’s models, which resulted in confusion, mistrust and increased resistance among staff.
StitchCo could have implemented Lewin’s (cited Burnes 2020) by preparing the employees before introducing the automation process. StitchCo could have held meetings to explain why change was needed, and how it would affect their work. Instead of allowing rumors to spread leading to increased anxiety around redundancy and job loss. StitchCo could have gradually introduced the new technology, rather than rushing it into place through a trial run so that employees could gain confidence around it. 
StitchCo’s implementation of automation highlighted several key issues, such as low preperation and limited employee engagement. The lack of clear communication, effective training and reassurance about job security led to low morale, and increased employee resistance. Using the academic models of Lewin (cited Burnes 2020) and Kotter (1996) StitchCo should have prepared staff more gradually and communicated the need for change more effetely. Continuous training and feedback, suggested by Armstrong (2021) and O'Leary (2020), would have built more trust between employees and management, as well as built up employee confidence which would have boosted moral and lowered resistance. To manage change more successfully in the future, StitchCo should focus more on open communication, strong development and emotional support to maintain motivation among employees. 
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