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Introduction 
The significant disruption of employees at StitchCo's switch to automation (both professionally and emotionally) was due to the company's inability to adopt a human-centred strategy for implementing this change. The transition from manual to automated tasks caused many employees to feel a severe loss of identity and value because of the elimination of what they considered to be their craftsmanship (for example, assembling a machine by hand), autonomy (the ability to determine how to perform a task), and purpose (a sense of belonging). Because of this shift, employees experienced anxiety, frustration, and emotional distress. Researchers studying the effects of digital transformation have noted that technology must improve human potential rather than decrease it. Therefore, if an employee views technology as taking over his job or being replaced by it, he will likely resist that technology (Ye et al., 2024). Because StitchCo did not provide employees with reassurance or recognition of the emotional aspects of this change, their fears were heightened, which negatively affected their well-being and ability to embrace new systems in their early stages.
Communication 
Additionally, the process of implementing the change was made more complicated by poor communication and the lack of transparency in the company's communications strategy. To create an ethical organisational culture, there must be a culture of sharing, openness, fair treatment, and a high level of information sharing during times of uncertainty (Costa & Opare, 2025). Conversely, StitchCo's communication practices (i.e., the company communicated asynchronously and from the top down) did little to alleviate employee concerns regarding job security, training opportunities, and performance expectations. The lack of open lines of communication between the company and employees resulted in distrust, misinformation, and confusion, subsequently decreasing employees' organisational commitment. Yue et al. (2019) state that open internal communications promote employee openness to change and, in turn, that is not reflected in the workplace culture at StitchCo. As a result, employees experienced burnout, decreased morale, and reduced productivity because they did not feel valued as employees. As a result of the technological transformation, what had once been engaged workers became increasingly disconnected from the workplace, resulting in an increase in absenteeism due to emotional exhaustion.
Organisational change 
The power dynamic in the organisation changed when machines replaced the manual skills of workers. Previously, employees had considerable autonomy and expertise over their jobs, but now they rely on technical specialists and computer systems. As a result, many workers reported feeling that they had lost their power or value with reduced autonomy and decreased sense of ownership due to diminished control over their working environment because of technological innovations (Meijers, 2024). For StitchCo employees, the loss of agency led to greater resistance and performance-related challenges across production teams.
A second factor for StitchCo’s challenges resulted from the organisation not adequately preparing its workforce to accept and respond positively to the changes associated with the introduction of new technology. Employee readiness for change is dependent upon their belief in the necessity of the changes and confidence that they would then be provided the necessary support during the transition (Yao et al., 2025). During this transition, StitchCo did not provide sufficient emotional, technical or relational support for its employees. Workers lacked the necessary confidence and supporting resources to adjust for adapting to the new technology. Rather than feeling supported or guided by their leaders, employees reported feeling abandoned and unsupported. As problems escalated, there was a corresponding decrease in the visibility and presence of advisers and leaders. Klimek (2025) stated that relational leadership behaviours which include: Empathy, Presence and ongoing Dialogue, are critical in times of major change; however, StitchCo’s leaders were not demonstrating these behaviours.
Furthermore, the organisation did not establish a supportive learning environment to develop a culture of experimentation. Effective technology adoption requires the creation of a learning environment that allows employees to experiment with new processes without fearing blame for their errors. Usadolo and Usadolo (2025) pointed out that participative communication and collaborative learning environments play an important role in increasing levels of ownership and engagement, yet StitchCo did not create structured training pathways and provide opportunities for employees to reflect, experiment and develop new skills. In addition, the absence of a supportive, learning-based environment increased anxiety, decreased the likelihood of successful adaptation and led to ongoing performance issues.
Conclusion 
In summary, there were multiple factors contributing to StitchCo’s challenges due to the combination of emotional distress, weak communication, reduced autonomy, insufficient employee support, and absence of a learning organisation; all of which align with numerous established studies indicating that technological changes require empathy, readiness building, Ethical communication and relational leadership as means to protect employee well-being and sustain performance. Without these elements, StitchCo’s workforce experienced high levels of mistrust, burnout, and disengagement and, as a result, StitchCo’s ability to take advantage of the benefits associated with automation was substantially impaired.
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Impact on Employees & Organisational Challenges





Employees experienced a loss of identity and control due to automation replacing skilled tasks.

Mistrust and resistance grew due to a lack of transparency and involvement in decision-making.

Productivity decreased as workers faced burnout, stress, and confusion regarding new expectations.

Top-down communication led to uncertainty among employees.

Automation diminished employee autonomy, concentrating power in technical roles.

Workers were left unprepared due to a lack of readiness and inadequate support.

The absence of a learning culture hindered experimentation and skill development.
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