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To keep competitive in the industry, StitchCo brought in a new automation technology, while the change was to aim to improve operational efficiency and maintain market relevance, it was implemented in a way that left employees unprepared, uncertain about how the change may effect them and not being supported in their roles. As a result, employee morale declined and there was resistance from the employees resulting in organisational performance being negatively affected. One of the primary reasons the change failed was that employees were not involved in the process, they were neither consulted about the recent technology nor included in the planning discussions, leaving them feeling disconnected from key discussions. Lines (2004) found that participation in change initiatives significantly reduces resistance by fostering ownership, enhancing commitment and creating opportunities for employees to voice concerns. Oreg, Vakola and Armenakis (2011) argue that employee reactions to organisational change are strongly influenced by communication, involvement and perceived support. At StitchCo, this lack of involvement prevented employees from feeling valued or confident in their ability to adapt. Closely linked to involvement is the need for clear and consistent communication, in my presentation I noted that the communication within the new change from the company was unclear, which research confirms as a critical barrier to successful change. Armenakis and Bedeian (1999) argue that insufficient information heightens anxiety and slows adaptation, as employees attempt to fill knowledge gaps with speculation, Kotter (2012) also emphasises that clearly communicating the purpose, benefits and implications of a new change is essential to achieve. While other group members focus more on several aspects, communication is highlighted specifically in preparing employee to engage with change. Another significant factor was the lack of training and support, in my presentation I included research that states training and support are important because leaders heavily influence employee reactions to change (Herold et al, 2008). Employees at StitchCo were expected to operate the new automation technology without sufficient guidance or practice which resulted in confusion, stress and fear of making mistakes. Structured training programs not only equip employees with technical competence but also enhance psychological safety, the perception that employees can seek help, experiment and learn without the fear of negatives consequences (Edmondson, 2019). Without these preparations, employees were unready to adopt the new systems confidently. Leaders at StitchCo did not consistently provide reassurance, there were no role models or guidance for the employees to follow during the transition. Gartner (2025) defines healthy change adoption as the success elements that leaders can directly influence, getting employees to act on change, do so on time and in healthy way that doesn’t adversely impact employee performance and engagement and cause more stress. To effectively prepare employees, StitchCo must adopt a structured change management framework that includes better practices in order for the employees to be ready. Models such Lewin’s three stage model or Kotter’s eight step process provide structured phases for readiness, communication, involvement and reinforcement (Kotter, 2012). Using these models ensures that employee training is prioritised and systematically addressed alongside technical implementation. In addition to formal models, preparation requires creating support structures that extend throughout the change process. Strategies that could be used is to include mentoring, peer support, feedback channels and accessible technical support. By offering ongoing support, employees feel valued and capable of adapting to new technologies, which in turn reduces resistance and enhances engagement. Employee preparation also involves addressing emotional and cultural readiness, because of this it is important that the company help the employees interpret change positively and employees that build resilience are more likely to succeed (Cameron and Green, 2022). Practical initiatives such as creating ambassadors or peer support groups that can foster a supportive culture and promote confidence among the employees are always a good placement to have trying to boost employee morale. However, preparation requires interactive communication channels, the channels build trust, reinforce readiness, while complementing leadership support and training (Scheuer and Thaler, 2025). These channels complement leadership support and training, ensuring that employees feel equipped to navigate organisational change. StitchCo’s failed automation initiative shows the importance of preparing employees for organisational change. Employees must be involved early, trained adequately, supported at all times and provided with clear information whatever the change may be. 
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