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The transition of StitchCo from a conventional, manual production system to an automated and digitally based environment caused significant dislocation among employees. Workers who had relied on routine tasks and precise instructions for many decades suddenly found themselves confronted with new technologies, new expectations from their leaders, and new systems of performance. Many employees reacted with confusion, fear, and resistance. For StitchCo to handle the change effectively, it must assist employees in feeling valued, supported, and well-prepared. The following paper examines how StitchCo can assist employees in feeling valued, supported, and well-prepared through the development of cultural transformation, the establishment of effective communication, the use of modern leadership methods, and the establishment of highly developed employee development systems.
Organisational changes have a major impact on the emotional wellbeing of employees as it creates insecurity and undermines their perception of competency. The introduction of automation gave StitchCo's employees concern that they were going to lose their jobs, have their roles shifted, or be unable to perform technical functions. Research on Digital Transformation demonstrates that employees experience a tremendous increase in uncertainty when they do not receive adequate training or communication throughout the change process (Matsunaga, 2024). Stressful situations induce resistance to change as they present themselves as a threat to people. The introduction of technology at StitchCo was very rapid; therefore, the employees felt overwhelmed. Studies show that when introducing an organisational change, an organisation must take into consideration the employees' emotional journey in addition to the procedural aspects of the change (Ackerman, 2023). Employees must be allowed time to make their adjustments, given assurance of job security, and given support in developing their new skills.
StitchCo’s previous organisational culture has complicated this transition process. For many years, the organisation was built on hierarchy and routine with clearly defined roles for employees and piece work-based pay systems. This style of organisational culture was not easily adaptable to the digital transformation process. In a study conducted by Leso and colleagues (2023), they discovered that organisational culture in relation to digital change is one of the strongest predictors of success of digital change within an organisation. Organisational cultures that support stability, predictability, and individual performance generally do not easily adapt to systems that require collaboration, flexibility, and innovation. Cultures that are rigid tend to hold workers to old ways of working rather than embracing changes toward the new.
StitchCo must transform its culture, as cultural readiness plays a significant role in how smoothly organisations will accept changing technology, especially in the garment manufacturing industry (Wijethilake et al., 2023). A culture that is supportive of digital transformation requires encouraging learning, building transparency, and improving collaboration through teamwork. At StitchCo, many workers were worried about asking questions or admitting they were struggling with new machines. This presents a situation where there is a clear lack of psychological safety, which is one of the elements of a healthy culture. For organisations that are undergoing digital transformation, it is important to offer their employees the opportunity to explore, make mistakes, and grow in a safe environment (Tsoni et al., 2025). StitchCo must build a culture in which employees feel respected, supported, and empowered.
Transformational leadership (TL) provides a key component for shaping this supportive culture. TL is especially effective during periods of significant change, as TL focuses on motivating and inspiring employees, supporting their wellbeing and establishing trust. Research indicates that TL promotes improved psychological health for employees and supports the acceptance of new processes by workers (Ausat et al., 2024). During the implementation of new equipment, StitchCo's managers have primarily concentrated on machine installation and performance. However, these managers have not been able to address the emotional needs of their employees. A transformational leader would create and communicate a vision that is shared, provide reassurance of employees' worth, and encourage employees to acquire new skills.
TL also promotes the development of new innovations. Workers who are inspired tend to be more open to experimentation, adapting to new technology, and taking risks compared to workers who are not inspired (Kumar et al., 2024). In contrast to a culture of inspiration, employees of StitchCo expressed anxiety and feelings of lack of support by their leaders or lack of clarity about their future role in an ever-changing organisation. Organisations whose leaders encourage learning, exhibit empathy toward their employees and provide encouragement to their employees help build confidence in the employees during a period of transition (Yangailo, 2025). If leaders do not provide this support, employees will feel isolated from one another, leading to fear and, therefore, a high level of resistance. 
Distributed leadership, which StitchCo attempted to create, has the potential to help organisations manage through change, but can only occur when done correctly. Under a shared or distributed leadership model, workers feel as though they are approaching problems together, through collaboration, and are making decisions in a more democratic manner. However, research has indicated that effective communication, trust, and clearly defined roles are necessary for effective use of distributed leadership (Wang et al., 2014). In addition, because the employees of StitchCo were accustomed to having their managers provide them with direct orders, when those managers did not take an active role in directing their teams, but rather permitted their teams to self-manage, the employees felt as though they had been abandoned rather than being empowered. In addition, for personnel to work together effectively under a shared leadership model, team members must clearly understand their respective roles and responsibilities and have the capability to work together (Zhu et al., 2018). Therefore, prior to assuming distributed leadership will be effective, StitchCo must provide training for its employees on team roles and responsibilities, the decision-making process, and conflict resolution.
Preparation of employees to implement change through effective communication is critical. When communication is poor or lacking, personnel develop assumptions to fill information voids, which results in fear and resistance to change. With StitchCo, it became clear from the employee interviews that there was a lack of consistency and adequacy of communication. Employees were unaware of how their current jobs would change because of the new technology and had little understanding of how to use the new technology. Effective communication builds trust and increases employees' willingness to accept change (Yue, Men & Ferguson, 2019). Employees should be informed clearly about why the change occurs, what the change means and how it will impact them.
Continuous and two-way communication is essential for successfully communicating change within organisations. Employees need to be able to ask questions, voice concerns, and provide feedback. Studies on organisational behaviour indicate that two-way communication leads to enhanced engagement and an increased sense of involvement in the change process for employees (Mdletye, 2025). Thus, StitchCo must develop structured communication channels through tools such as weekly updates, question and answer forums, discussions about performance, and team meetings. Companies that listen to and respectfully address employees’ concerns help to mitigate fear and foster trust.
The development and training of employees is critical to preparing them for technology-based change. Many of the employees at StitchCo felt that they did not have the skills necessary to operate automated machines, resulting in frustration and poor performance. Employee training enhances a worker's competency, mitigates fear, and fosters employee engagement (Kaminsa, 2022). StitchCo must invest in the training of its employees with hands-on training, demonstrations, and opportunities to practice. Employees must have the opportunity to develop confidence and familiarity with new tools over time.
Continuous employee development is also necessary due to the rapid pace of change in digital environments. Research shows that offering ongoing training leads to improved employee performance and organisational effectiveness in the long run (Olaniyan & Ojo, 2008). StitchCo must create development pathways that include refresher training, workshops on digital literacy, peer-mentoring programs, and team learning exercises. By investing in the employee's growth, the organisation will increase the employee's motivation to cooperate during transition periods.
In a digital work environment, employees will be motivated to learn new skills and contribute to the organisation's new systems if they know that the contributions are valued by the organisation. By motivating employees through acknowledgement of effort, providing advancement opportunities, and celebrating team achievements, StitchCo can improve its overall productivity by having motivated employees who will adapt to and accept change more easily (Ali & Anwar, 2021).
Organisational behaviour research also suggests that there is an emphasis on psychological safety and team culture. A culture that nurtures that have a supportive environment encourages employees to collaborate, communicate freely, and continuously help each other learn. Studies indicate that a positive work climate enhances employee engagement and performance during times of change (Ramlall et al., 2025). StitchCo should focus on creating a culture of teamwork and respect and decreasing rivalry within the organisation. A positive environment provides resistance to change and enhances problem-solving capabilities as a group.

The organisation's performance during digital transformation is tied to the organisation's leadership, culture, communication, and digital capabilities. Research indicates that companies with strong leadership in place and companies with mature digital strategies outperform other organisations during times of digital-transition initiatives (Coad, 2025). For StitchCo to be successful, it must effectively support its employees, thereby improving morale, reducing resistance, and enhancing productivity. When employees feel prepared and supported, they will contribute to organisational success.
In conclusion, to prepare its employees for digital transformation, StitchCo must focus on transforming its culture, effective communication, transformational leadership, and continuous employee development. Employees who feel valued, informed, and supported are more likely to foster successful organisational transformation. By addressing the human element of digital transformation, StitchCo can develop the competent and confident workforce needed to succeed in the manufacturing industry.
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