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The need for effective leadership is critical for the success of digital marketing efforts. A company's digital transformation will only be successful if the organisation's leaders effectively engage their employees with a clear vision of the future, inspire them to embrace the changes and assist them with the emotional and skills development necessary to make those changes. In the case of StitchCo., the production manager was unable to adequately communicate the purpose of automating processes and how those processes would benefit the employees of StitchCo. This lack of clarity and guidance created an environment of uncertainty, distrust and resistance among the workforces. By utilising transformational leadership principles, the production manager could have reduced the level of fear within the employee base by engaging employees in the change process, clearly communicating what was expected of them and providing ongoing support and encouragement throughout the process.
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A significant problem for StitchCo was poor leadership. Rather than providing direction and support for employees during the transition to a digital working environment, the production manager retreated from providing mediation for employee conflicts and providing any clarity regarding what the team members' performance goals were. As a result, competition and frustration increased among employees within the organization. The production manager's efforts to implement a model of distributed leadership were also unsuccessful because, although the employees had the ability to be responsible for their own performance, there was very little leadership support for them. Future leaders should have assisted the employees of StitchCo by facilitating the communication of the organization's mission, aligning performance objectives with team collaboration and providing coaching for the employees. By providing strong leadership to the employees, the transition to a digital working environment could have been smoother than it ultimately was.
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The Current Situation at StitchCo





As a result of the shift to automated production from manual production, employees have felt disorientation.

The old piecework pay system was not appropriate for the new digital jobs.

There was little communication surrounding goal-setting, metrics and job security.

The length of training was insufficient, resulting in feeling unprepared for the job.

This has led to anxiety regarding performance, increased error rates and resistive behaviors toward new processes.









Structure, Culture & People

The existing organisational structure is based upon individual performance, while working digitally requires collaboration with other team members.

The culture of craftsmanship that has previously existed is disrupted without additional support.

There is a void of digital competency, clarity and confidence among StitchCo's employees.

With the increasing degree of conflicts, absenteeism and performance declines, it's clear that the technology itself was not the problem, but rather the absence of support.





















The Importance of Transformational Leadership






The digital transformation will require leaders to be transformational in nature.

Leaders must create and communicate a compelling vision and purpose.

Employees require emotional support and motivation.

StitchCo's leaders were not very helpful in providing guidance or transparency.

The lack of direction from the leadership team caused heightened anxiety and opposition to the change.









Leadership Issues Faced by StitchCo

The production manager abandoned his responsibilities and did not provide support for the production teams.

There was no way to resolve conflict among the production teams, resulting in competition between teams.

The team targets were unclear and were not distributed equitably.

The use of distributive leadership was unsuccessful due to the lack of coaching provided to the team leaders.

The lack of effective leadership made the transition much more difficult.





















Strategies to Improve Engagement





Start two-way communicating by giving employees an opportunity (meetings, questions, giving feedback).

Create flexible work systems that increase employee productivity.

Involve employees in developing and deciding how they would do their work (New Ideas).

Clarify the roles of each employee within the organisation.

Encourage trust by being open about decisions made by management, sharing records of what has been done, and encouraging participation by all employees.









Cultural, Training & Reward Improvements

Train employees by providing them with an opportunity to learn from experienced workers, practice performing skills, and shadowing them.

Create a system to reward employees based on teamwork, skill development, and innovative ideas.

Recognise accomplishments to increase self-esteem.

Integrate technology into the values of the employee (Quality, Safety, and Job Security).

Support employees who want to make a change to their identity to help decrease resistance.
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