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By introducing advanced technology, StitchCo illustrates the obstacles faced by organisations during a period of agitation when employees are not adequately prepared. Historically, the organisation has relied upon a traditional Tayloristic approach to managing employees and the work being performed by defining a narrow range of tasks and behaviours, while establishing fixed routines and using managerial control to direct employee activity. As a result, the implementation of automation, the introduction of a model of distributed leadership and the establishment of data-driven performance indicators has created confusion among employees (many of whom were unsure of their job security) which has resulted in very high levels of resistance. This essay discusses how StitchCo can better prepare its employees for change, by looking at the effects of the change, understanding how to create a culture in support of change, the importance of effective communication in facilitating change, and the role of leadership in contributing to organisational performance.









In many cases, organisational changes will disrupt long-established work routines, and this has especially been the case in traditional manufacturing environments. StitchCo needed to rapidly implement an automated technology in response to the financial pressures of meeting production demands, which left employees feeling overwhelmed by the rapid changes in their job responsibilities and the expectation for them to become proficient at using automated machines. The transition was exacerbated since the employees were not given sufficient time to understand how the machines operated or how their job responsibilities would change after they became proficient. Transitions require careful support from leadership; this includes allowing sufficient time for people to disengage from old habits and to develop new ones (Stewart, 1992). The lack of sufficient psychological space for employees to process the transition contributed to the development of fear and uncertainty. An organisation will achieve greater success in managing change when it can anticipate employee responses to change and provide employees with a clear roadmap outlining the various activities required to help employees through the change process (Phillips & Klein, 2023). Employees who do not have these resources may feel they do not have direction, which has a negative effect on employee morale and productivity.
The employee resistance exhibited at StitchCo also highlights the impact of change on employee identity. Previous to automation, employees were recognised and rewarded for their manual capabilities as well as their speed, through a piecework payment system. The rise of automation now decreases the perceived value that employees provide through skill and expertise. As Ackerman states, companies must respect their employees by addressing these deeper emotional fears regarding irrelevance through transitions into new working environments (Ackerman, 2023). Due to the anxiety of replacement by machines, StitchCo's employees were anxious about their jobs resulting in a high rate of absenteeism and lower productivity. As such, when there is uncertainty about a new environment, providing effective communication will help to minimise employee misunderstanding or panic. Nadler states that employees must be informed of the reasons for a new working method and what benefits will accrue to the employee and business in the future (Nadler, 2024). As explained above, due to StitchCo not informing employees of long-term strategic goals of technology, employees viewed technology as a threat and did not understand it as a means of improving their own work processes.
In addition to managing employees' emotions, StitchCo needs to be mindful of culture change. StitchCo's historical culture valued hierarchy, routine and the individual output. Technology encourages a culture of teamwork, flexibility and shared responsibility. Culture has a significant impact on assimilation and resistance to change. Successful transformation in the garment industry is related to developing a business culture about continuous learning and engagement with each other (Wijethilake et al., 2023). StitchCo's employees were conditioned to work in the same manner for an extended period, resulting in their lack of flexibility in adapting to a digital workplace. When an organisation introduces technology into a new working environment without altering the company's cultural parameters, employees struggle to adjust to new guidelines. According to Weber et al., leaders should provide the necessary direction and support for employees to adapt their behaviour and attitude during the implementation of digital transformation (Weber et al., 2022). To successfully implement digital transformations, StitchCo must reshape their culture to support collaboration, trust and learning. By preparing employees for handling change, leadership assists employees when change occurs. For instance, transformational leadership can increase employee confidence levels, motivation, etc., at the time when change occurs. Transformational leaders demonstrate to their employees that they genuinely care about their well-being and develop a vision that inspires employees to work together toward a common goal. Transformational leaders have a positive impact on employee's psychological well-being; therefore, transformational leadership increases employee's willingness to accept change. Therefore, if the StitchCo managers had utilised a transformational leadership approach during the change process, it may have created interest in the technology rather than fear, through the explanation of the value it brought to the employee and the business. A transformational leadership style also promotes learning, which is essential in a technological working environment (Kumar et al. (2024). As a result, if StitchCo had implemented transformational leadership earlier in the change process, employees may have been more engaged with their work rather than feeling threatened.
Shared and distributed leadership also helps determine how readily employees will accept change. For example, the move away from a strict hierarchy at StitchCo required clear guidelines for employees on how to make decisions. Therefore, Shared Leadership ultimately has a positive effect on a team's performance because there is no longer one individual who has all the knowledge and responsibility (Wang et al., 2014). However, if Shared Leadership is not introduced correctly, teams can become very confused, and conflict can arise. Zhu et al. (2018) also stated that employees must fully understand their new roles and responsibilities when operating within a Shared Leadership environment in order to avoid disagreements and competition between co-workers. At StitchCo, managers had not communicated the new expectations for the inter-group processes and failed to intervene to resolve conflict. Leaders have a critical role in guiding employees as they navigate through new structures. It is not sufficient to expect that teams will adapt on their own.
Communication is paramount in preparing employees for change. When employees do not receive clear communication, they develop their own explanations, often leading to increased anxiety. Yue et al. found that employees are more open to change when organisations communicate transparently (Yue et al., 2019). At StitchCo, inconsistent communication left employees confused about training, job security, and work performance. For effective preparation, StitchCo should establish regular communication channels such as briefings, feedback sessions, and progress reports. Communication must also be two-way so that employees can ask questions and voice concerns (Musaigwa, 2023). When employees feel included, they engage positively with the change.
In addition to communication, employees need to gain confidence through training and development as they navigate new changes. StitchCo has provided training, but most employees believe it was inadequate. Training allows employees to acquire skills for their future roles while relieving the anxiety associated with transitioning to a new position (Kaminsa, 2022). Continuous development supports organisational functioning by giving employees the tools they need to adjust to changes (Olaniyan & Ojo, 2008). Without a strong training programme, employees will struggle to operate new technology resulting in mistakes, delays, and frustration. StitchCo should implement training program frameworks, mentor systems, and hands-on practice sessions to increase employee competence and provide support.
Finally, motivation is an important factor in preparing employees for change. Employees are motivated to accept new methods when they feel valued and supported by the organisation. According to Herzberg's Theory of Motivation, to remain motivated, employees must have recognition, achievement, and opportunities for growth (Peramatzis & Galanakis, 2022). StitchCo's earlier piecework payment system motivated employees through pay; however, this new piecework system needs to employ deeper forms of motivation. Additionally, Goal Setting Theory demonstrates that clearly defined, attainable goals are instrumental in both improving employee performance and reducing the uncertainty associated with transitions (Latham, 2023). Setting realistic learning objectives and acknowledging progress will enable StitchCo to maintain employee motivation through difficult changes.
The organisation's performance will decline because of employees being confused, stressed, and resistant to change. Organisations attempting to change must work to reconnect with their employees' values during significant change (Amis & Greenwood, 2021). This requires rebuilding trust, supporting learning, and fostering teamwork to improve organisational performance. The transformational leadership style is correlated with increasing long-term performance due to reducing turnover and increasing employee engagement (Thomas & Aurora, 2024). Leaders who are skilled at inspiring employees create a more positive working environment, which makes employees feel secure, confident, and ultimately results in improved productivity and superior outcomes for the organisation.












In conclusion, StitchCo's challenges illustrate that successful change requires more than simply implementing new technology. Employees must be adequately prepared through solid leadership, open communication, a leading organisation's culture, training, and supportive motivational strategies. By implementing these five principles, StitchCo will create a workplace environment in which employees will feel confident, respected, and prepared to be part of the future.
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