



StitchCo's unsuccessful shift away from a Taylorist model of manual production toward the adoption of technology for manufacturing demonstrates how detrimental it is to create a digital transformation strategy without preparing employees. Managers were unaware that installing advanced machinery or creating a data-driven distributed leadership process would not necessarily lead to an increase in the level of productivity. Instead, they encountered employee resistance, field conflicts and decreased levels of output. To veer away from these trends, StitchCo must pursue an integrative approach toward technological change by implementing strategic management of change and transformational leadership for cultural renewal through transparency during communication. Today's research has confirmed that the success of any organisation making a digital transformation is dependent on its employees instead of technology (McKinsey, 2018).
At the centre of this argument is the lack of proper consideration given by StitchCo to the organisational implications which would arise from technological disruption. Digital transformation is far more than upgrading the technology used by a company; it represents an organisational change to a company’s identity, culture and psychological safety. Research has shown that digitalisation changes the structures used to conduct business, it changes the performance expectations placed upon employees and it creates uncertainty surrounding the use of technology in the workplace (Qiao et al., 2024).
In recent years, there have been large-scale technological changes in the workforce, which means that some employees are not ready or do not fully understand how to operate with automation. These changes have led to fear among employees regarding job loss, as well as a lack of adequate training on new equipment, which results in anxiety and uncertainty.
Additionally, research conducted by Wu et al. (2024) suggests that human-automation collaboration creates job insecurity, which has a negative impact on both an employee's wellbeing and the amount of time they take off work. Employees may not be motivated to complete their jobs effectively because they feel as though their jobs are at risk of being eliminated due to technology, and because of feeling like they aren't sufficiently prepared to use technology, they may view technology as a threat rather than a benefit. Therefore, to mitigate additional resistance, StitchCo must implement a phased in approach to implement new technologies into its organisation, train employees and communicate job security—all three of which are strongly supported by most change theories, which state the importance of having structured transition periods (Ackerman, 2023; Stewart, 1992).
Another important factor in addition to the issue of employee preparation for digital transformation is the argument that the leadership at StitchCo failed to prepare the organisation for the transition; consequently, the lack of preparation led to the creation of resistance. Many workplace managers believed in the benefits of Distributed Leadership concepts but ended up removing themselves from the process and not being engaged with employees. Evidence suggests that digital transformation needs to include active Digital Leadership which means that digital leaders need to help employees learn, build confidence, and support employees while experiencing high levels of uncertainty (Qiao, Li & Hong, 2024). Digital Transformation also needs transformational leadership to promote trust and build an environment of collaboration and common purpose (Yangailo, 2025). In the case of StitchCo, managers had been absent from employee activities leading employees to interpret their absence as a lack of concern for the employees and eroded trust. Transparency of leadership enables trust-building and strengthens people's willingness to embrace change, according to Yue, Men, and Ferguson (2019). Without this, as described in the case of StitchCo, employees revert to defensive postures. To regain confidence to pursue future changes, StitchCo must adopt transformational leadership behaviours such as providing visible guidance, demonstrating empathy, and providing effective communication.
Another argument against the way StitchCo is reacting to this digital transformation highlights the missing link of organisational culture as a driver for employee behaviours. The transition from production-based incentives of piecework (competitive) to teamwork (technologically interdependent) has created an overwhelming conflict in organisational cultures. Simakhajornboon et al. (2024) said that "Organisational culture will impact employee performance through the concept of organisational citizenship; dysfunctional organisational culture will reduce the level of cooperation and filter conflict between colleagues." In this case, there was a need for cultural alignment within StitchCo to transition to a new digital workflow environment; however, the culture that existed at StitchCo before their cultural alignment was to reward individual speed and autonomy. This cultural misalignment explains the reason(s) for the resistance to the new compensation criteria for employees and the escalation of employee rivalry among the three business units. Krap et al. (2024) stated that when technology advances, organisations must also advance their culture alongside that technology, otherwise, technology will inhibit the organisation more than it enhances. Therefore, to be successful with the transformation in the future, StitchCo must reframe their company culture to promote collaboration (celebrate) versus competition, reward learning and institute values and beliefs aligned with the digital workflows.
Both issues were exacerbated by issues related to communication. Due to a lack of information regarding the objectives of automation, the nature of new expectations, and the timeline for rollout, Workers had little direction in preparing for the implementation of automation. Nadler (2024) states that continuing and inclusive communications that address employee concerns and clarify roles are critical for the successful implementation of organisational change. Without this, employees fill the information void created by the implementation process with fear-based perceiving employees concerning job security. Ye et al. (2024) highlight that employee engagement increases when employees are aware of the type and purpose of digital transformation and can contribute to digital transformation. By not creating feedback loops or consultative space for employees, StitchCo has increased levels of disengagement. Musaigwa (2023) identifies the need for leadership communication to not only be a one-way transmission of decisions but to encourage dialogue which facilitates shared ownership of change.
A second discussion point regarding employee development relates to StitchCo's inability to provide adequate training. Employees received minimal training on using complex automated equipment. Research shows that organisations going through digital transformations must provide ongoing skills development for employees utilising the newly introduced technologies (Chukwuka & Dibie, 2024). When an organisation does not provide adequate training, employees face frustration, competence anxiety, and decreased willingness to experiment. Wu, Liang, and Wang (2024) performed research on workplace mindfulness that states the best way for employees to manage their uncertainty regarding technology is if an organisation provides opportunities for developing their capability through supportive learning environments. StitchCo's model is inadequate because one-off training does not contribute to the long-term development of capabilities and must be a significant part of current organisational change.
A third and final factor that affects organisational performance during organisational change is the leadership style of the organisation. This essay argues that the leadership style at StitchCo must change significantly. According to research by Ye et al. (2020), transformational leadership is associated with improvements in team learning, creativity, and adaptability. In high-complexity environments, Zhu et al. (2018) show that shared leadership enhances team effectiveness through collaboration, coaching, and support for shared accountability. StitchCo's attempts to implement shared leadership did not incorporate the relational support system necessary for its effectiveness, resulting in a lack of direction and support for employees. To be successful going forward, StitchCo must implement both transformational leadership and an organized form of shared leadership, where the empowerment provided by the organisation is accompanied by appropriate oversight, coaching, and collaborative processes.
The well-being of employees should also be an important consideration for StitchCo as it prepares for upcoming changes. With the stimulation of the technological changes, employees are likely to have their minds overworked and feel an increased emotional burden. Alamimi and Nasaj (2025) argue that spiritual and values-based leadership enhance the provision of meaning, build trust, and contribute to the overall well-being of employees in times of uncertainty. StitchCo's failure to meet the emotional needs of its employees has led to a decline in morale. Furthermore, when implementing technological initiatives, Alam et al. (2024) stress that organisations must consider the demographic differences in their employees' learning capabilities and work experiences. Because StitchCo has implemented the same training process for all employees, many of them became discouraged by the training methods that did not consider their individual work experiences or age, particularly those who were older and/or less familiar with technology. Employees preparing for technologies that will occur in the future should have an individually personalized support strategy.
Structural redesign is equally critical to StitchCo's future success. According to Fernández-Portillo et al. (2024), the emergence of digital business ecosystems requires the integration of technical systems, organisational processes, and human capabilities. In its attempt to create new performance metrics, StitchCo ignored the necessity for alignment between these systems, which has led to greater competition and tension between departments. The absence of an organized structural redesign (e.g., new job roles, updated work processes, team goals) means that the failure of technology will continue to occur due to similar challenges arising from the clash between existing and legacy systems. Evidence from research on change continues to show that successful sustained performance improvements depend on aligning technology, culture, and structure (Nadler, 2024; Ackerman, 2023).
In conclusion, StitchCo's example illustrates that the failure of technological changes in organisations can be traced not to the technology itself but to the failure of the organisation to utilise effective forms of leadership, communication, and training, as well as cultural issues. Adopting transformational styles of leadership, strengthening communication systems, supporting continued skill development, and creating a culture consistent with digital collaborative values will enable StitchCo to engage its employees to feel excited rather than fearful about future technological changes. Ultimately, successful organisational change will require human-centred approaches, where employees are viewed as the fundamental element to developing a successful and sustainable organisational performance in the digital age.
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