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StitchCo's implementation of advanced technology into the company's manufacturing operations presented a significant challenge for the organisation when employees were not prepared at all for this transition. Many of the manufacturing employees at StitchCo expressed feelings of instability, a lack of training, and not feeling connected to the transition process. This essay, will look at how StitchCo could better prepare its employees for change because of technological transitions by analysing the effects of technological transitions and cultural transformation, exploring the importance of communication and examining how different styles of leadership affect organisational effectiveness.
Technology is not only a tool to support processes but also affects employee identity and confidence. For years, the StitchCo employees were compensated based on a piecework compensation method that rewarded employees for manual skills and sample production speed. Automation negatively impacted their feelings of competence and impacted their confidence regarding the relevancy of their skills. Technological transitions often create uncertainty for employees because of their concerns about losing control of their work activities (Brynjolfsson & McAfee 2014). When employees are uncertain, they provide lower levels of performance, and resistance to change occurs. The inadequately prepared workers at StitchCo may have experienced lower levels of confidence and elevated levels of fear because they were not adequately trained to operate new machinery or troubleshoot equipment problems. Employees will be most effectively supported through transitions when organisations provide structured support systems to assist them in transitioning to the new organisational expectations (Phillips & Klein 2023).

One significant challenge for StitchCo was that there was no fit between the organisation's old culture and the new digital business model environment. The old culture of the organisation had a strong reliance on a hierarchy, defined routines and clearly defined duties between manufacturing employees. Digital organisations are comprised of employees who are more flexible, work collaboratively, and are proactive problem solvers. Digital business model research shows that technology cannot completely fulfil its purpose unless there has been a cultural shift towards learning and innovation (Leso et al., 2023). StitchCo’s lack of preparation for this change created confusion and stress among workers, who now had to figure out how to operate without constant close supervision from management or upper-level employees. As they transitioned to the new distributed leadership model, workers expected to have very little autonomy as they would need to take more initiative moving forward. Culture is one of the most critical elements in the success of organisational change since it encompasses the values, behaviours and attitudes of individuals and teams within the culture (Tu & He, 2025). No matter how great a company’s technology may be, it will not improve performance without a healthy culture.
Cultural change in the apparel industry takes time, communication and effective leadership; to successfully create and maintain a changing culture, the focus of the organisation will be on transparency, collaboration and sustainability in the garment manufacturing process (Wijethilake et al., 2023). StitchCo’s fast introduction of technology and lack of building cultural foundations caused employees to feel disconnected from the new working environment. Studies show that workers will not engage digitally with new technology unless they are aware of the purpose and advantages of that technology (Jo & Ahn, 2024), so it is essential that StitchCo create a learning environment where workers feel comfortable asking questions, making mistakes and learning at their own pace.
During times of change within an organisation, leaders provide an anchor or foundation for employee stability by providing guidance and reassurance. Transformational leadership encourages employees to understand the importance of using new technologies while motivating them to learn how to adopt and utilise the technologies. Transformational leaders use inspiration and vision to help guide employees through complex changes (Bass, 2015) and this leadership approach improves employee psychological well-being, especially during uncertain times (Ausat et al., 2024). Although StitchCo allowed its managers to create their own distributed leadership style, they could not provide emotional support and did not communicate clearly with their employees. The primary purpose of transformational leadership is to motivate employees by explaining to them how automation will allow for an increase in productivity and job opportunities instead of eliminating job roles.
Digital transformation provides businesses with innovative and adaptive leaders. Transformational leadership helps increase productivity by providing employees with the motivation to improve their processes (Yangailo, 2025). In addition, the confidence of a transformational leader in a new system will instil that same type of confidence in employees during the transition. Transformational leadership can help combat negative team dynamics brought on by conflict in an organisation by developing a culture of collaboration and creating a sense of community to achieve shared goals (Ayoko & Callan, 2010). StitchCo faced interdepartmental competition because of setting new performance targets, and the production manager's failure to get involved created a situation in which competition between the departments became more intense. Had a style of engaged leadership been exercised within the organisation, it could have prevented this conflict and created an opportunity for improved teamwork.
Shared and distributed leadership models are another important aspect of organisational transformation. Both models promote collaboration and empower employees to create better decision-making opportunities. Research demonstrates that shared leadership can improve the effectiveness of a team; however, it is dependent upon employees understanding clearly their roles and how they contribute to the team's overall success (Wang et al., 2014). When StitchCo implemented its distributed leadership model, there was little direction provided to employees. Consequently, employees were confused and competing. Communication, goal alignment and the provision of proper support structures are critical elements to have in place for effective shared leadership; in their absence, employees are likely to resist the system and revert to their previous behaviours (Zhu et al., 2018). For StitchCo to prevent this behaviour, they will need to train their teams on collaborative decision-making and ensure that managers are providing their teams with the necessary support, rather than expecting teams to self-regulate.
Without question, communication is key, when employees do not receive information directly, they will make assumptions about what is occurring, which creates an environment of fear. Transparency in the form of communication fosters trust, minimises resistance and gives employees a sense of inclusion in the change process (Yue et al., 2019). StitchCo employees indicated that there were significant gaps in communication, as well as inconsistent updates and expectations related to their specific job roles. Increased and consistent communication will allow employees to see the advantages of using technology, as well as to clarify their expectations, thereby eliminating feelings of insecurity. The effectiveness of organisational communication also increases employee commitment, which is key to an organisation's success during a period of digital transformation (Mdletye, 2025). To help prepare employees effectively, StitchCo should communicate frequently and honestly at an early stage.
In technology-dependent environments, employee training and development is essential. Although StitchCo provided some training to employees, most believed that it was inadequate, as the newly introduced machinery was very technical in nature. Employee training can improve employee readiness and prepare employees for a change, therefore helping to decrease an employee's resistance, as training causes employees to feel more confident to perform a task or use a product (Kaminsa, 2022). Ongoing training will ensure that all employees can adapt to new systems or processes during the time of transition. Organisations that provide ongoing development and training to employees tend to realise improved performance and lower turnover, as employees perceive that they receive continued support (Olaniyan & Ojo, 2008). To facilitate the transition of their employees from manual processes to technology-based processes, StitchCo should offer hands-on training, peer mentoring and regular follow-up support for the effective use of technology.
Motivation has a positive impact on the overall success of an organisation's change efforts. When an employee perceives they are being recognised and included in the process, they are more likely to adopt the new system or procedure. Based upon Herzberg's Motivation Theory, when employees experience meaningful work, opportunities for growth and recognition, they have higher levels of satisfaction in their jobs (Peramatzis & Galanakis, 2022). StitchCo relied primarily on piecework incentives for employee motivation prior to the transition to automated processes, therefore, they did not create new motivational strategies for their automated system. Employees need assurance that their contributions are still valued. Increased motivation leads to higher employee engagement which leads to improved overall performance in an organisation during a time of change (Ali & Anwar, 2021). StitchCo could provide increased motivation to employees through common practices such as recognition, participation in decision-making and clearly defined growth paths.
Psychological safety is also critical in workplace transitions. When individuals feel safe to voice their concern, ask questions and express their opinions, they will adapt more quickly to the new system. An environment with psychological safety allows for improved learning, collaboration and innovation, which are critical during digital transformation (Tsoni et al., 2025). Employees at StitchCo were not provided a culture of psychological safety due to the communication gaps and inconsistent leadership. Leadership should foster a culture of open dialogue, provide opportunities for employee feedback and create a supportive environment for its employees to facilitate a successful adaptation to change.
Finally, the success of an organisation is dependent upon how well the employees can adapt to changes. Research has shown that the success of a digital transformation is supported by an alignment of leadership, digital capability and communication (Gyamerah et al., 2025). The productivity of employees and the degree to which they resist change are dependent upon how confident, trained and supported they are. Therefore, to strengthen long-term performance, StitchCo must develop strong leaders, improve communication, reshape the culture and invest in employee development.
In conclusion, by implementing transformational leadership, increasing organisational communication, developing an employee supportive organisational culture, and creating strong employee training programs, StitchCo has the ability to effectively prepare employees for any future technological transition. The transition to new technology is not solely a technical transition; it is also a human transition. By addressing the fears of employees and supporting their personal development, StitchCo will create an organisation that is poised for future innovation and continuous improvement.
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