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 Why Training Matters in StitchCo’s Technology Change
Training is one of the main factors that impacts whether employees can adapt to organisational change. At StitchCo, the shift towards automation brought many challenges, mainly because the workers did not receive enough training or clear guidance. Even though the new machines were supposed to make work easier and improve production, the way training was delivered caused worry, confusion and a drop in confidence. This section demonstrates how training affected employees at StitchCo and why better support would have made the transition smoother.
For many years, StitchCo operated with manual system, which meant employees worked repetitive tasks and were constantly directed by supervisors. When the company added automated cutting and sewing machines, the normal routine changed suddenly. Filippi (2023) points out that technology only works well when people are properly trained to use it. At StitchCo, the sessions were short and mostly focused on technical steps, with little time for practice. When technical problems happened during training, employees became even more confused. Many were unsure how to operate the machines and began to doubt whether they could manage the new tasks.
Another issue was that employees did not fully understand the purpose of the changes. Training is not just about teaching new skills; it also helps people understand why the organisation is moving in a new direction. Schein (2017) suggests that training can help shape culture by explaining values and expectations. StitchCo did not explain how automation would benefit the business or the workforce, so employees did not see the change as positive. Without that understanding, they held onto the old way of working, which increased resistance.
Emotions also played a big part in how employees reacted. Oreg (2006) explains that people often resist change because they fear losing their abilities or their importance at work. At StitchCo, many workers had spent years perfecting their manual skills. When machines replaced these tasks, it made some workers feel pushed aside or less valuable. Because training did not give them time to build confidence, workers became worried about their future and whether they could keep up. This emotional stress led to low morale, higher absence and frustration.
Leadership had a strong influence on how training was experienced. As discussed in your main essay, StitchCo supervisors were used to giving orders rather than supporting employees through learning. This meant employees were left to figure out new tasks on their own. Mabasa and Flotman (2022) argue that workers respond better when managers communicate clearly and give ongoing guidance. At StitchCo, the lack of leadership support made learning more difficult. Ahmed and Yusuf (2024) also state that regular digital training sessions help reduce stress and build skills, which shows that StitchCo’s one-off training approach was not suitable for such a big change.
Training also influences how committed employees feel. Wu et al. (2025) found that when organisations invest in training, employees feel more valued and loyal. In StitchCo’s case, the short and rushed sessions made employees feel overlooked rather than supported. This helps explain why resistance increased and why some employees considered leaving. Better training could have strengthened employees’ trust in the organisation and encouraged them to stay engaged.
StitchCo needs a training plan that is well organised and long-lasting so that employee can adapt better in the future. First, the company should run a Training Needs Analysis to understand what skills workers already have and what new skills they need. This would make training more focused. Second, the training should be easy to understand with hands‑on practice. Instead of trying to teach everything at once, it is better to break the training into smaller sessions.
Third, giving employees the chance to ask questions, join refresher workshops, and get friendly peer support helps them learn with an open mind and at their own pace. Jiang et al. (2024) show that companies who invest in training their employees perform better when adopting new technology.
Leadership also matters. Managers need training in communication and emotional intelligence so they can support employees well. When managers are trained, they guide workers through change, and employees feel motivated, safer, and more willing to learn new things.
In summary, StitchCo’s difficulties with automation shows that training is crucial for supporting employees during change. Training helps workers understand the new systems, reduces fear and builds confidence. It also helps create a positive culture and strong relationships between employees and leaders. By offering continuous learning and stronger communication, StitchCo can help its employees feel more confident, capable, valued and prepared for future changes.
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