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StitchCo incurred significant disruptions to the workflows and identity of employees and their Organisation because of its move toward automated machinery. The company took a narrow approach to the technological transition, focusing primarily on improving efficiency and reducing costs. However, successful change involves more than improving efficiency; it addresses our responsibility as part of the workforce to support the needs of human beings and their social connections. As a result of StitchCo's failure to balance efficiency with empathy, the company experienced resistance, distrust, and burnout.
To prepare employees for change, an ethical, human-centred approach should be taken which focuses on fairness, transparency, and participation. Change management that is ethical demonstrates respect for the dignity of the employee and builds the level of trust which is required for technology to support and improve performance (Costa & Opare, 2025).
Digital transformation requires leaders to adopt the digital humanism principles, which explain that the purpose of technology is to advance human development. During the transition to automation, StitchCo's employees experienced dehumanisation because machines replaced tasks they had mastered, and productivity was measured through digital dashboards. A digitally humanistic approach would endorse technology as a means of supporting employee safety, growth, and creativity, while leaders should communicate how automation reduces physical demands and develops higher-level skills. Employees who view technology as empowering and not threatening are more likely to engage positively in the change process. StitchCo's failure to convey this message contributed to feelings of anxiety and resistance within its workforce (Ye et al., 2024).
The principles of sustainability provide a useful framework for organisations to transform from older, more traditional means to sustainability. Beyond the environmental aspects of sustainability, we must take social sustainability into consideration; this is to say that we need to focus on the wellbeing of employees, job security, and the development of employees over the long term. By implementing changes too quickly, and without addressing the social sustainability of their employees, StitchCo created additional emotional burdens on employees without having adequately prepared for them. Training, participation, and fairness are the primary focus for sustainable organisations, with the realisation that employee well-being supports long-term success. The focus of a socially sustainable automation strategy must be phased, with employees being provided with opportunities to increase their skills and providing them with emotional support. In the case of StitchCo, the disregard for the human cost of an organisation's transformation undermined their employee's morale and productivity (Morgan et al., 2025).
This leads to another critical factor for the transformation process: the employees' readiness for change. Change readiness refers to the level of belief and confidence that employees have regarding the need for change as well as their willingness to support it. As was the case with StitchCo, leadership introduced automation without cultivating employee readiness for change. Employees were caught unprepared for the speed of change and the consequences that it would bring. It is the responsibility of leadership to develop employees' readiness for change by explaining the urgency for change, the strategic purpose behind the change, and what support will be available to them. Additionally, employees should have the opportunity to express their concerns about potential job loss and skill redundancy during the change process. If employees do not feel they are prepared for the change, they will perceive the change as being forced upon them and therefore resist it. The lack of preparing for readiness by leadership contributed to a culture of insecurity and mistrust at StitchCo (Yao et al., 2025). Another significant aspect of leadership that is important for successful implementation of change related to technology is the development of positive working relationships between managers and employees. The principle of relational leadership involves creating a high-quality, respectful relationship through adequate interpersonal interactions between employees and their immediate leaders. In the case of StitchCo, the management team did not effectively use their relational leadership abilities, and instead of providing employees with consistent guidance and support, the managers retreated from providing support to their employees. Employees interpreted this retreat as an indication that they had been abandoned by their leadership. Relational leadership recognises the emotional labour that employees perform every day and develops the social connection necessary to assist employees in dealing with the uncertainty of change. Leaders who practice empathic listening, active listening, and collective problem-solving foster a sense of community among their employees during times of change, thereby lowering the level of anxiety associated with the unknown and building trust among the employees (Klimek, 2025).
The concept of organisational learning can provide further capabilities for StitchCo in considering how to effectively prepare employees for upcoming changes. Organisational learning refers to systems that enable the organisation to engage in reflective practices and share knowledge amongst employees to promote ongoing adaptation to changing conditions. A good organisational learning environment will enable employees to experiment with newly implemented technology and learn from their mistakes. An organisation that promotes a strong learning culture will promote experimentation, provide an opportunity for feedback on proposed practices and encourage team-based solutions to organisational challenges. Issues arise within an organisation that should be viewed as opportunities for continuous improvement and growth, rather than an opportunity to assign individual blame. StitchCo will enhance opportunities for organisational learning using established learning routines such as debrief sessions, peer learning activities, and ongoing improvement cycles. When organisations create an opportunity for employee involvement and engagement with the organisational transformation process, employees are more likely to view themselves as active participants rather than passive recipients of change (Usadolo et al., 2025).
During significant organisational transformation, ethical communication will be paramount. Ethical communication is characterised by being transparent, honest and respectful of employees and stakeholders. In the case of StitchCo, communication was characterised by being sporadic and top-down, creating uncertainty regarding what is expected of employees, the stability of their employment with the company, and the availability of training and development opportunities to assist in the attainment of their expected performance levels. In order to realise ethical communication, leaders must share all relevant information, listen actively and be transparent about issues that are causing concerns for their employees. By communicating clearly, organisations create a workplace culture that gives employees psychological safety and creates trust. StitchCo could improve its communication practices by creating greater transparency within the organisation, creating regular opportunities for feedback, and being accountable for their decisions regarding employee-related issues (Yue et al. 2019).
Additionally, technological advances alter the relationship between power and workers. Employees of StitchCo experienced autonomy and opportunities for mastery while working within a piece-rate compensation system. As StitchCo began automating jobs, power shifted away from StitchCo employees and toward the technical specialists and managers associated with automation, diminishing employee competence and the ability to influence their jobs. Leadership must recognise how changing technological landscapes redistributes power and how best to empower employees. Practices to promote employee empowerment may include employee participation in decision-making processes, providing opportunities to increase employee mastery of new technologies, and providing public recognition of employees' contributions. Empowerment will restore the ability to create a sense of agency for employees who are experiencing workplace changes because of technological transformation (Meijers, 2024).
All emotional aspects associated with technological transformation must also be recognised and addressed. StitchCo employees expressed significant emotional distress, such as fear, frustration, and sadness, following the loss of their traditional job functions. Change is often naturally associated with emotional transitions and is often overlooked by leaders. Leaders who are emotionally intelligent provide employees with support, reassurance, and practical assistance in addressing emotional distress that may occur because of workplace changes. Leaders must also validate the concerns of their employees, understand and observe the emotional reactions of the employees they are impacting, and create a supportive environment that does not dismiss emotional reactions as resistance. StitchCo's failure to effectively manage employees' emotional responses significantly contributed to the company's absenteeism and poor employee motivation (Ausat et al., 2024).
Finally, ethical leadership is the foundation for creating a workplace culture that promotes fairness and humanity through how an organisation manages change. Ethical leadership supports the balance between the objectives of an organisation and the wellbeing of its employees; it models the behaviour expected from the workforce, and it explains their decisions regarding employee wellbeing and organisational success. The way in which StitchCo made decisions regarding the organisation during the change was not consistent with ethical leadership. Many decisions were made without much consideration for how to communicate them to the workforce, and the implementation of those changes did not give much thought to the emotional or career impact of those changes. Ethical leadership would encourage employee support of organisational transformation through the demonstration of fairness, transparency, and recognition that the organisation values its workforce as much as it does its technological advancements. Employees are more likely to be committed to organisational transformation and positively engage in adopting new technologies if they perceive that they are receiving ethical leadership (Ramlall et al. 2025).
In conclusion, StitchCo's challenges, which have been compounded by a narrow perspective on efficiency and automation, failed to remember to consider ethical considerations, the needs of the human workforce, and the readiness of the organisation to implement technological advancements effectively. To be successful in the implementation of technological changes, organisations must embrace and integrate digital humanism, ethical communications, relationship-based leadership, a learning organisation, and the ability to proactively create a sense of meaning for employees. By embracing these values, StitchCo can establish the foundation on which to rebuild trust, create a more engaged workforce, and prepare their workforce for future changes. Without these values, technological investments will continue to produce resistance, conflict, and reduced job performance (Costa & Opare, 2025).
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