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The difficulties that StitchCo is experiencing in introducing modern manufacturing techniques illustrate the problems that can arise when implementing organisational changes when there is inadequate preparation by employees. The introduction of advanced technology, new supervisory structures and more rigorous performance evaluation processes are all factors contributing to anxiety among workers whose previous work environments were predictable and contained distinct divisions of labour. StitchCo needs to focus on understanding the effects of changes on its employees; changing the organisational culture, improving communication, and implementing the most appropriate types of leadership that support employee well-being and the overall performance of the organisation to prepare its workforce for a successful transition to a new workplace.

Changes to the way organisation’s function have a psychological and emotional impact on employees. The workers at StitchCo have historically worked for an organisation that operated under a stable Tayloristic approach to work that supported the development of skills, thereby disrupting their feelings of competence and security with the transition to automation. Current research regarding workplace changes suggests that organisations must provide emotional and psychological support to employees through the entire digital transformation process, as employees will be impacted by a variety of factors (Matsunaga, 2024). Employees are less likely to accept changes to their roles if they do not understand the reasons for the changes or do not feel they are adequately prepared for their new roles (Mdletye, 2025). StitchCo's limited consultation with workers before introducing the changes created confusion and uncertainty in the minds of workers and led to a decrease in employee morale. Organisations must manage their employees' fears during transitions by providing structured guidance, ongoing support, and providing open and honest communication regarding changes (Ackerman, 2023).

Technological innovation will also necessitate the evolution of organisational capability and workplace culture. StitchCo's historical strength was dependent on manual skill development, routine production, and strong individual productivity, whereas the emergence of digital technologies in the workplace requires agility, continuous learning, and collaboration. According to Leso et al. (2023), studies conducted on digital transformation have found that the best results occur when an organisation's culture supports 'experimentation', 'collaboration', and 'continuous learning'. As StitchCo's employees did not have such cultures embedded into their organisations' values, they struggled with distributed leadership and collective decision-making during the transition to digital transformation. Digital transformation research shows that companies must build both the organisational maturity in terms of digital capabilities, and readiness in terms of organisational culture, prior to utilising advanced technology to achieve enhanced performance (Korsten et al., 2025). StitchCo attempted to implement new technology, prior to developing an appropriate cultural foundation (developing their mature organisation), resulting in resistance.

Cultural transformation is critical because traditionally garment manufacturing has relied on rigid routines and supervision. When employees perceive an overwhelming fear of job loss or are being monitored through technology, they become less willing to adopt a new system. For change and sustainability to be successful in the garment industry, there must be an environment built on trust and transparency. This is particularly important when employees have limited digital experience. A supportive culture creates an environment in which employees feel safe to learn from mistakes, develop their skills and grow (Wijethilake et al., 2023). To successfully evolve out of a compliance-driven culture to one that encourages inclusive involvement and shared ownership of the evolution of the organisation, StitchCo will need to create a brand that incorporates a supportive culture.

A strong leadership position is critical in preparing employees for an evolution of the organisational culture. Transformational leadership is especially important, as it has been shown to increase motivation, trust and the willingness to change. Transformational leaders provide employees with the opportunity to create a vision for the organisation; they provide opportunities for employees to become engaged, and they promote the wellness of their subordinates (Ausat et al., 2024). Distribution leadership impacts how quickly or successfully change can occur. While StitchCo opted for a more flexible form of leader, they did not give guidance on how their teams should function using this flexible form of leadership. An up to date and current study demonstrates that when roles and responsibilities are explained clearly, shared lead/provides teams with increased productivity (Wang et al., 2014). If there are no directions provided for how to operate in this manner, distributed leadership could easily result in confusion, conflict or inefficiently run teams. The study also indicates that for effective shared leadership models, training and communication are keys for the employee to understand how to contribute and work together (Zhu et al., 2018). The fact StitchCo allowed its team members to settle their competitive tension on their own without the support of their managers only further led to increased tension. Companies need to provide guidance to their employees while under pressure from change processes and ensure an environment where shared rewards and outcome-oriented teams can occur.

Communication is the most important medium to alleviate an organisation's resistance to change. Transparency of communication provides employees with an opportunity to understand why the change is occurring for them and how it will ultimately impact them. Research indicates that if communication is transparent, employees tend to trust the organisation and become more open to trying out new systems (Yue et al., 2019). Having interviewed their workers, indicated that there were communication gaps, lack of response to their input, and miscommunication regarding expectations, which contributed to their resistance. Effective communication not only entails sharing information amongst an employee, but it includes listening and being responsive to an employee's concerns and also involving employees in the decision-making process. Many studies regarding contemporary organisational behaviour conclude that when employees communicate freely and openly with management, there is more likelihood of engagement with their work, a reduction of uncertainty, and greater organisational resilience in the new digital landscape created by technology (Usadolo & Usadolo, 2025). Therefore, not only does StitchCo need to create channels of communication that allow for two-way dialogue and feedback on a continuous basis, but it is also imperative that they do so.

Training and development are critical in a technological environment. Even though StitchCo provided some training, workers felt that it was inadequate given the complexity of the new equipment, and research indicates that through training, worker competence is improved, resistance towards new products is decreased, and organisational performance is enhanced (Kaminska, 2022). When employees have training on how to effectively use technology, they are more motivated and confident in their ability to do so. Training also demonstrates that the organisation values employee growth and long-term contributions, thus supporting retention (Kim et al., 2021). Training in the context of automation needs to be constant, practical and specific to the needs of each employee. Therefore, StitchCo will need to invest in on-going technical training, coaching, and peer-to-peer support networks to develop employee capabilities and reduce employee anxiety.

Additionally, the motivation of employees impacts how they will respond to changes being implemented. When employees have confidence that the new technology will lead to opportunities for advancement and recognition, they tend to engage in a more active manner with their employer. In Herzberg’s Motivation Theory, it indicates that employees’ positive attitudes during these types of transitions are influenced by achievements made, responsibilities given to them, and personal development (Peramatzis & Galanakis, 2022). StitchCo put a lot of emphasis on technology and performance monitoring but did not focus nearly enough on employees' emotional support-related motivational strategies. Studies have shown that motivated employees adapt to change better, tend to be more engaged in their jobs, and provide an increased level of efficiency toward an organisation's overall performance (Ali & Anwar, 2021). To this end, StitchCo needs to build employee motivation by way of recognition, empowering them to participate in decision making processes, and developing supportive systems for goal setting.
Additionally, there exists a connection between communication, leadership, and employee behaviour during organisational change. In recent studies, it has been demonstrated that strong organisational communication enhances employees’ psychological safety (the feeling that they can take risks and learn new skills), as well as to support innovation (Tsoni et al., 2025). Therefore, StitchCo's lack of such organisational communication contributed to the fact that their employees felt unsafe enough not to voice concerns or ask questions. In addition, as experimentation and learning are so critical in the digital workplace, creating an environment of psychological safety is vital to the digital workplace. Leaders must promote open communication in their organisation and model inclusive behaviour to establish a culture that allows employees to feel respected and included.

Finally, much of organisational performance is due to the ability of employees to adapt to change. When employees are adequately motivated, well-trained, and given the appropriate support and resources from their leaders, organisations will benefit from improved productivity, innovation, and resiliency. The digital transformation research indicates that a combination of leadership, digital capability, and strategic approach will result in significant improvement in an organisation's performance (Gyamerah et al., 2025). As such, StitchCo must address its leadership, culture, and communications to foster a long-term technological transformation initiative. The appropriate alignment of technological systems with the expectations of leadership will result in employees becoming active contributors of innovation rather than impediments to forward progress.
In summary, organisational changes require an all-encompassing approach toward the training of employees. The success of changes involves more than implementing technological processes; it necessitates the emotional, cultural, and professional support of employees. By implementing recent research findings pertaining to transformational leadership, organisational culture, and digital transformation, StitchCo can create an environment in which employees feel empowered, valued, and ready to learn how to work in new, innovative ways.
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