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With StitchCo now transitioning to more complex and advanced automation, there is major disruption across the Business. This is due to this transition being made almost instantaneously without any preparations of the business. The business had an old 'top-down' hierarchal structure and operated in a way that emphasised routine led culture. The business's new transition to the advanced digital environment requires employees to become more flexible and work with greater autonomy and teamwork. Therefore, as has been evidenced through research studies, where there is a cultural misalignment like this, employees may have difficulty adjusting to the new systems which may result in increased anxiety and lower confidence in their current job roles and the inability to maintain quality control.
Overall, due to the limited training provided by StitchCo, many of their employees began to feel greater anxiety and less confident about using the new automated equipment and how they could meet production requirements. Employees who had previously performed their work with a high reliance on manual skills were now being asked to use equipment that has made a lot of their previous roles redundant. Many employees may have experienced a sudden sense of disconnect and loss of control due to not being provided with proper training to adapt to these new ways of working. This is consistent with prior research which identifies technological changes often create heightened levels of employee anxiety and lower levels of productivity when employees do not believe they have support or have acquired the necessary skills to perform the new tasks (Brynjolfsson & McAfee 2014).
As limited training efforts at StitchCo presented difficulties for employees to learn and adjust to the new systems. Continuous knowledge supports an increase in employee confidence and ability to work with new systems successfully. Therefore, ongoing continuous training provides a higher level of confidence, productivity and support for employees going through transitions from one system to another during periods of transition. During the transition period, the leadership issues were a further contributor to the transition difficulties. Although the goal of implementing a distributed form of leadership was regarding promoting a system of shared decision-making within the organisation, it resulted instead, in confusion and conflict, created by a lack of clear definition of roles and a clear guidance. Properly functioning, effective distributed leadership requires strong communication, building trust and the assignment of clearly defined responsibilities, without these essential components, individuals will often struggle when faced with decision making and will revert to either competitive or non-cooperative behaviours, a culture present and witnessed within StitchCo (Wang, Waldman & Zhang, 2014; Zhu et al., 2018).
Transformational leadership could have greatly improved the employee experience as the company went through a digital transition. Research indicates that individuals undergoing rapid and substantial levels of changing in their work environments, benefit most from leaders providing a supportive and emotional foundation, in addition to communicating a vision and a sense of value and purpose within the workplace. Furthermore, transformational leadership has also been found to be effective at enhancing the psychological well-being of employees and unequally making them more "open" to organisational innovation (Ausat et al., 2024).
On the contrary, the majority of what was considered StitchCo's leadership was focused primarily on the technical setup of machines versus addressing employees' fears and providing them with comfort and assurance; in addition, the absence of clear and transparent communication added to the uncertainty, which is known to decrease trust, engagement and the level of trust employees have in the leadership during periods of change (Yue, Men & Ferguson, 2019).
The most effective method for increasing the performance and overall effectiveness of StitchCo will require a combination of improving the organisational culture, leadership development and improving communication. An organizational culture that encourages collaboration, psychological safety and continuous learning will provide a more supportive mechanism for the employees as they adjust to using new technologies, confirmed by current research linking an organization's level of readiness and preparation for a sustainability orientation and the increase in successful organisational change (Wijethilake, Upadhaya & Lama, 2023).
StitchCo should consider a range of leadership development options for its managers. To create a culture of transformational leadership, developing the ability for leaders to establish a strong level of clarity regarding roles in the distributed leadership structure and coaching capabilities for leaders will ensure that employees will have a higher level of support, during times of change. Employees will benefit from ongoing training and an opportunity to mentor others during the transition and provide feedback throughout the transition period.
By addressing the interrelated areas of structure, culture, communication and leadership, StitchCo will create the environment needed to support employees, enhance engagement and create long-term organisational performance.
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Current Issues at StitchCo



Culture in contrast to Technology: Traditional, top-down based hierarchical, practices/infrastructure, have been at odds with the new expectation of flexible, self-directed automation.

Untrained Workforce: Workers are confused about the company’s automation of many functions, are uncertain of their new positions, and lack the necessary technical knowledge to perform in the new environment.

Decreased Performance from Confusion & Reduced Communication: Lack of clarity in the structure and processes within the company led to confusion, fighting between workers, increased stress and reduced overall productivity.















Recommendations on Structure, Culture, & People


Improve Communication: Create and maintain a centralised system of providing information regarding the organisation’s expectations, training opportunities, employee job descriptions and future.

Locate Employee Skills Development Opportunities: Provide employees with hands-on technical training as well as continuous development opportunities through peer mentoring to build confidence in performing their jobs.

Provide an Environment Conducive to Learning, Collaboration and Psychological Safety: Implementation of an environment conducive to learning, collaboration and safety will create an atmosphere of innovation and success for the digital transformation.















Leadership at StitchCo



The leadership at StitchCo did not have transformational leadership because they only focused on the technical aspect of the technology being installed, rather than supporting the employees' emotional and motivational wellbeing.

Due to a lack of clarity in leadership roles and a lack of guidance, distributed leadership was also weak and created conflict, competition, and confusion among employees working in teams.

At this time, employees do not have clear direction, cannot trust or believe in their managers and do not have reassurance during this time of the company transitioning.











Leadership Recommendations







To improve transformational leadership within the organisation, leadership must create a clear vision, support employees' well-being, and recognise their efforts to learn.

Leadership needs to provide clarity in the roles of individuals to promote team cohesion, conflict resolution, and cooperation among the workforce.

Leadership needs to create an atmosphere of trust through being transparent about issues, providing early support for employees, and providing ongoing guidance and support for employees in the development of their skills.
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