The success or failure of an organisation largely depends on the leadership style chosen (Mariñas, 2025). The changes in technology generate uncertainty among employees, who must adapt to new processes, especially when they have been paid based on a piecework system. This means that any technology change that modifies their performance will result in resistance, because employees’ payment can be affected, fear of unknown processes, and a threat to their job stability. This essay will discuss how leadership plays a pivotal role in companies’ decision-making processes, including the communication necessary to gain a better understanding of technology, the impact on employees’ performance and commitment, and, as a result, achieving the best short-term results. To answer the question, how can StitchCo better prepare employees for change? Transformational leadership has been proposed as a strategy, implementing the Functions of Management, Change Model of Lewin, and Kotter’s eight-steps of Change, organisational communication models, and linked with the Human Relations Theory of Elton Mayo.
In this dynamic world, effective and successful change is essential; adopting new technologies and innovations will streamline the company’s operations. To make it possible, a leader’s values, actions, and dedication to achieving their goals are crucial to improve employee adaptability (Payne, Trumbach, and Soharu, 2023; Pinheiro et al., 2025; Shaik, Batta and Parayitam, 2023). The leadership style plays a key role in organisational change, improving performance, and giving a better understanding of technological advancements. Even though there are many types of leadership, such as autocratic, democratic, laissez-faire, transactional, servant, charismatic, authentic, situational, strategic, and transformational, their application and effectiveness can vary significantly, and as a result, can generate long-term success. There is no correct type of leadership, but leaders must adapt their approach to the company’s needs (Pinheiro et al., 2025). In this case, leaders in Stitch Co. must adopt strategies to promote effectiveness and efficiency in terms of planning, organising, leading, and controlling. The best leadership style which adapts more to the situation that the company is going through is the transformational leadership, because it is ideal for changes and relies on three pillars: moral character, ethical values, and ethical decision-making processes (Payne, Trumbach, and Soharu, 2023). Using the transformational leadership managers make a positive effect on employees, clearly communicating the vision and goals, promoting their psychological security explaining that the technology is not about replacing human capital but rather improving processes to minimise the error and increasing productivity, training them correctly, reducing stress and stimulating employee development, promoting creativity, innovation and problem-solving; as a result in a positive work culture, a supportive environment, improve performance and achieve success change (Mariñas, 2025; Payne, Trumbach, and Soharu, 2023; Shanti et al., 2025). Nevertheless, according to Mariñas (2025), transformational leadership, which encourages people more, could struggle to get people involved in planning to achieve their objectives, being less attentive to practical step-by-step planning.
According to Conkright, T.A., 2015, the functions of management planning, organising, leading, and controlling are tools to continue with the change that has been made.  Planning means carefully evaluating ideas and making a clear vision that inspires and helps the employee to be satisfied and be committed. Applying to StichCo, they should elaborate on a diagnosis to see the training deficiencies and communication gaps. Additionally, create a plan of change that includes training, effective communication strategies so that employees can see the benefits of the change, and make an employee’s payment adjustment plan until this process has been finished. Organising: is starting the new plan, which means seeing in every part of the company how it is going to affect it, deciding in the planning stage, and developing the new processes. When performing the function of organising, it is necessary to make groups of change, where the employees are included at all levels. The responsibilities need to be clear using effective communication channels, such as regular meetings, information boards, among others. Instructors should support them without interrupting the production, not creating delays that affect the customers. Leading: In this stage, leading an organisation through the change management, with numerous conflicts of communication and employee engagement, a well-coordinated leadership is needed. Transformational leadership offers the most effective approach to make an engagement and solve issues that may occur during the adoption of modern technology. Leadership should motivate personnel by being empathic, giving clear instructions and encouraging participation, having open dialogues where they can express concerns and give feedback, and, in the same way, recognising the effort of the employees who have adopted modern technology. Controlling means adapting the plan if any circumstances change due to interpreting quantitative and qualitative data. Performance indicators are used to evaluate outcomes of change, such as productivity, quality, training participation, channels of communication and employee satisfaction, to check any deviation and take corrective actions in time.
The Kurt Lewin Theory of Change proposes three stages of change: unfreezing, moving and freezing. For StichCo., the unfreezing stage involved communicating to the employees the issues that the company was facing, and the need for change, generating disposition through dialogue, so the resistance will be changed with the training and active participation (Pinna et al., 2025). The stage of change: In this stage, the technology is introduced with support and training, promoting employee participation, adjusting goals or incentives while the new technology stabilises. And the last stage, Refreezing: established new processes, follow-up, reinforcing successful behaviour and incentives with the new work model. This model demonstrates that the successful change requires both emotional and organisational reinforcement (Burnes and Bargal, 2017). 
In addition, Kotter complements Lewin’s Model with the eight-step model and its relevance for leadership actions: 1. Establishing a sense of urgency, managers must share the information with the employees, showing the issues that the company has and the risk if the technology is not changed. They need to adjust how they manage resources, share information, and check performance standards and indicators. 2. Form a powerful guiding coalition by forming a change group including department leaders. In this case, being a part of a coalition means that the ideal members are those who have influence, knowledge, credibility, leadership, and who can be trusted to work toward a common goal and decide the next steps. 3. Create a vision; define a clear vision for how the technology benefits all employees to motivate them and take the correct direction. 4. Communicate the new vision broadly: communicate the vision and make sure that the people receive it at all levels of the company, so they can believe and be part of it. 5. Empower others to act on the vision: empower employees by providing the tools, resources and information needed to motivate them. Employees must understand how training helps them in their roles, and the result of their performance can be future promotion, increased productivity and consequently their payment. 6. Plan to create immediate objectives, celebrate their victories even if they are small, to maintain motivation. 7. Solidify improvements and produce even more change: even when the goals have been achieved, the sense of urgency should be maintained to generate more changes and continually improve processes. 8. Institutionalise the new behaviour and make it part of organisational culture: integrate innovation and collaboration as long-term organisational values (Codreanu, 2022; Mouazen et al., 2024). Partially similar to Kotter’s Model, the Stepwise Model supports change by guiding teams step by step (Lippens et al, 2025)  
[bookmark: _Hlk212579001]Effective internal communication plays a key role in managing change within an organisation, as it helps to coordinate activities, provide instructions to achieve goals, solve problems, and make decisions (Men, 2014b). Good communication is important not only at the start but throughout the entire process and helps people to understand why the change matters and can shape their attitudes toward it (Hagl et al., 2024; Men, 2014a). In the case of StichtCo., the transformational leadership that is proposed should emphasise listening, feedback, and relationships that are the keys to symmetrical communication, centred on the employee and their well-being. It will help to improve job satisfaction, loyalty, employee engagement, and overall communication within the organisation. It is necessary to establish and define the most convenient channels of communication, which can be letters, bulletins, team briefs, employee meetings, video conferencing, coaching, problem-solving sessions or emails (Men, 2014a). 
Additionally, when StichCo. Introduces the new technology, Elton Mayo’s Human Relations Theory can help to improve performance, because the employees must be motivated by social and psychological factors. For example, making meetings to explain the purpose of the benefits of the new technology certainly reduces the fear of the change, and helps to comprehend the vision. Also, involving employees in discussions when they make decisions makes them feel valued and part of the new process. Practical training and written instruction must be given, explaining in detail how to execute the process, so they will feel confident with the new machinery, while being recognised for the effort and the extra mile they have gone. As people feel valued, they will turn potential resistance into cooperation, improving performance, adapt faster, share ideas and the success of the new technology (O’Connor, 1999; Kossyva et al., 2024).
In conclusion, the success of change in StitchCo depends not only on the machinery implemented, but in the participation and commitment of the people involved. Transformational leadership plays an important role in the process of change by inspiring and motivating employees to accept the change and not resist it. When managers use effective change and communication strategies, they turn resistance into commitment and engagement. This ensures that employees feel supported through the change. Also, giving continuous guidance, feedback, and recognition strengthens the confidence of the team, making the adaptation more effective. In combination with the technology, strong leadership and people focused on the vision, StichCo will guarantee the success of the change. 
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