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Preparing StitchCo Employees for Organisational Change

[bookmark: _Toc213409464]Introduction
The contemporary manufacturing environment requires the constant improvement of technology to remain competitive, flexible, and sustainable (Prabhuswamimath et al., 2024). Badhotiya et al. (2024) state that the industry is moving towards lean and data-driven solutions to improve resource utilisation and production efficiency. Nevertheless, technological change is not enough, as Arasuraja (2024) explains, it should be accompanied by effective leadership, clear communication, and transformation-ready culture. The case of StitchCo shows that the speed of technology adoption without proper planning may lead to employee resistance, ineffective communication, and decreased performance. To manage change successfully, StitchCo must focus on the readiness of the employees, foster open communication, support lifelong learning, and introduce leadership practises that demonstrate the values of digital transformation.

[bookmark: _Toc213409465]Impact of Change in StitchCo
Automation and data analytics at StitchCo were supposed to increase efficiency and reduce the cost of operation. The transition was however not well managed and this resulted in anxiety, confusion and disengagement of the employees. According to Al-Fugaha et al. (2024), technological change can only bring positive results to the company when employees are properly trained and supported to change. The lack of preparation by StitchCo raised the fear of job loss and opposition to automation, which adversely impacted morale and productivity. On the same note, Cubillas-Para et al. (2024) highlight that organisation that encourage teamwork can more effectively cope with digital transformation by enabling employees to abandon old habits and acquire new skills. Similarly, Arasuraja (2024) states that effective change management must be based on empathy and alignment of technological objectives and human potential.
In addition, the application of data analytics to track employee performance at StitchCo added pressure and competition to the workers. When such strict measures are not supported by a positive culture, they may cause conflict (Szwejczewski et al., 2024). According to Selepe and Makinde (2024), sustainable change requires the ability to make innovative change expected known and engage employees in the decision-making process. The fact that StitchCo did not consult much with trade unions and workers weakened the trust and the employees saw change as a threat and not an opportunity. Effective technological implementation should be efficient and inclusive, so that all the workers should know their part in the transformation process (Arasurajan, 2024).

[bookmark: _Toc213409466]Cultural Transformation and Employee Readiness
Culture is a key factor in defining the way employees feel and react to change. The hierarchical and traditional culture of StitchCo (Tayloristic division of labour) restricted communication and innovation. According to Olsson et al. (2025), the companies that are transitioning to Industry 5.0 need to adopt the concept of co-workership, where employees own the digital transformation and decision-making process. The culture of StitchCo, though, was more focused on top-down control, which left the workers at the mercy of the management. Vukelic, Cajner and Baric (2024) state that manufacturing organisations that embrace technological humanism (i.e., the integration of human value systems into automation) experience a less bumpy cultural shift. The inability of StitchCo to balance between technology and human priorities undermined the engagement of employees.
Moreover, fear of the unknown and cultural misalignment is a common cause of resistance to change (Arasurai, 2024). According to Badhotiya et al. (2024), organisations that foster a lean culture based on collaboration, problem-solving, and continuous improvement are able to maintain long-term change. StitchCo will then need to redefine its culture to appreciate flexibility, cross-functional collaboration, and innovation. With the creation of a learning-focused environment, employees will be able to feel confident enough to utilise new technology and help improve the process. Olsson et al. (2025) also note that a participative culture promotes creativity and resilience, which will enable employees to succeed in digitally changing workplaces.

[bookmark: _Toc213409467]Importance of Communication in Change Management
Successful organisational change is based on communication. In the StitchCo case, misinformation, uncertainty, and intergroup rivalry were caused by poor communication. Selepe and Makinde (2024) also state that communication must be proactive, two-way, and consistent to make it clear and minimize resistance. According to Prabhuswamath et al. (2024), efficient information exchange in the manufacturing process does not only increase the efficiency of operations but also the level of trust and cooperation between departments. The employees felt excluded because StitchCo did not consult them before implementing new systems, which resulted in low attendance and motivation (Szwejczewski et al., 2024).
The communication between the management and employees should be two-way to encourage feedback and input (Arasurajan, 2024). Allowing the employees to air their concerns about technology and performance will help the management to improve the processes. Cubillas-Para et al. (2024) argue that the use of internal stakeholders improves agility and learning, which results in digital transformation. StitchCo should hold regular meetings and use online communication to implement open feedback systems. This transparency will reduce resistance, establish relationships and align the employees with the company goals. Szwejczewski et al. (2024) also add that the mutual trust and efficient communication increase intrinsic motivation of employees and contribute to innovation.

[bookmark: _Toc213409468]Leadership Styles and Their Impact on Organisational Performance
The way change is implemented and maintained depends on leadership. StitchCo has changed its hierarchical management approach to a distributed leadership model, but this change was not defined and supported. Arasuraja (2024) states that distributed leadership may improve innovation by empowering employees to act and share responsibility. Nevertheless, according to Oyewo, Tawiah and Alta’any (2025), leadership should also be strategic and have performance management that is aligned with organisational objectives. The managers of StitchCo did not lead the teams through the change and believed that conflicts would be solved automatically, which undermined coordination and productivity (Szwejczewski et al., 2024).
Good leadership involves the balance between authority and cooperation. Olsson et al. (2025) state that Industry 5.0 leadership focuses on the collaboration between humans and technology, which encourages creativity and trust. The leaders of StitchCo must then consider a transformational style where employees are motivated by the common vision and constant encouragement. According to Badhotiya et al. (2024), effective lean changes are based on the ability of leaders to coach employees instead of controlling them so that employees can find and resolve issues independently. Moreover, Vukelic, Cajner and Baric (2024) emphasise the necessity of technological humanism, when leaders facilitate the digital adoption but 
focus on the welfare of employees. Good leadership in StitchCo can therefore close the gap between technology advancements and human empowerment, which directly improves organisational performance (Arasurajan, 2024).

[bookmark: _Toc213409469]Employee Training and Development
Training is essential to provide employees with skills to use new machinery and adjust to new work practises. The lack of training programme in StitchCo led to inefficiencies in operations and frustration among employees. Prabhuswamimath et al. (2024) suggest that investment in information and communication technology (ICT) and knowledge management has a positive effect on supply chain performance by increasing the capability of the workforce. According to Arasuraja (2024), continuous learning models enable organisations to maintain digital transformation through the creation of confidence in employees in the use of technology. StitchCo should introduce extensive skill development programmes which entail technical, problem solving and team-based learning modules.
Moreover, training is not an event but an ongoing process that should be in line with business goals. According to Badhotiya et al. (2024), organisations implementing lean training strategies have better quality results and quicker adjustment to process innovation. Szwejczewski et al. (2024) state that regular coaching, feedback, and recognition are the elements that reinforce sustainability of lean change. StitchCo can also implement mentorship programmes whereby the experienced operators can mentor others on how to operate automated machines, which will encourage collaboration and mutual learning. In the long run, this strategy creates a skilled, self-assured and motivated workforce, enhancing productivity and retention (Szwejczewski et al., 2024).

[bookmark: _Toc213409470]Enhancing Organisational Performance
The alignment of people, technology, and processes is reflected in organisational performance. According to Oyewo, Tawiah and Alta'any (2025), manufacturing accounting methods that are strategy-oriented can be used to increase competitiveness by connecting operational efficiency to strategic decision-making. The present performance of StitchCo is affected by the fact that the technological change was introduced without the alignment of leadership, culture and communication. Selepe and Makinde (2024) assert that manufacturing companies can address the issue of poor performance by establishing systemic problems in the quality of supply chains and creating combined solutions. Prabhuswamimath et al. (2024) also state that ICT systems improve decision-making and operational coordination in cases where employees are actively engaged in their implementation.
StitchCo should adopt a continuous improvement cycle, which involves planning, acting, reviewing and learning outcomes to improve performance. Cubillas-Para et al. (2024) state that organisational agility helps organisations respond swiftly to feedback and adapt dynamically to strategies. Similarly, Arasuraja (2024) notes that human and digital systems harmonisation promotes sustainable development. StitchCo must not see technology as the substitute to labour but the complement to human skills. Empowering employees, enhancing communication, and promoting an innovation culture can help the company to become competitive and stable in a volatile market (Szwejczewski et al., 2024).

[bookmark: _Toc213409471]Conclusion
The case of StitchCo demonstrates that the inadequately managed technological change can lead to disruption, opposition, and underperformance. In order to have sustainable change in the manufacturing, innovation and human factors should be balanced. The key to successful change management is strategic leadership, employee engagement, and lifelong learning. The industry 5.0 needs joint leadership and cultural flexibility to be successful. ICT and knowledge management will make the company more efficient and engage employees. In order to achieve a successful transformation, StitchCo can improve training, open communication, and culture of appreciating technological progress and human development. 
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