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The current situation in the family-owned garment company StitchCo is that, after experiencing a significant financial crisis, senior managers decided to introduce advanced technology on the shop floor. The aim was to increase productivity, flexibility, cost-efficiency, and overall performance through automation and data-driven systems. However, despite their positive intentions, the transition has been difficult. The company has experienced several technical issues, such as glitches and malfunctions in the new system, which have led to delays and added extra frustration and stress for employees. Many were not prepared for the upcoming changes, expressing uncertainty, discomfort, or resistance toward the new implementations. The lack of communication between leaders and workers is another reason to resist accepting new technologies (Khaw et al., 2022).  
As a result, StitchCo faces a situation where, together with adopting the new technology, significant changes across the entire organisational structure and functioning are required to successfully implement it. To achieve the benefits of new technologies, companies must approach them as a complex organisational process involving both technology and people. Successful transformation requires developing a clear strategy, adjusting organisational structure and knowledge, and changing the workplace environment (Dióssy et al., 2025). Given this, StitchCo should restructure its internal organisation. The company currently operates under a traditional, hierarchical model, where decisions are made by senior managers and passed down through levels of authority, and communication mainly consists of giving tasks from the top management.  Employees have clearly defined roles and are expected to follow instructions rather than participate in decision-making (Saiti and Stefou, 2020). While this model may have worked in the past, it limits flexibility, slows problem-solving, and reduces employee involvement. All these limitations are incompatible with the dynamic, technology-driven environment the company is trying to build. Therefore, a transition from a traditional hierarchical structure to a distributed leadership model is the recommended first step toward a successful transformation. 
Changing StitchCo’s organisational structure is proven to have many benefits. The distributed leadership approach positively influences employee loyalty, job satisfaction, creativity, and well-being (Xiao and Vasudevan, 2023).  When employees feel trusted and valued, they are more committed to the organisation. Furthermore, the model promotes higher levels of proactivity and teamwork. Increases performance by encouraging employees to contribute ideas and take responsibility (Lyu et al., 2023). Effectively manage organisational key challenges, such as communication gaps, resistance to change, and inter-group rivalry, which are especially relevant in the StitchCo case study. Transformational leadership helps organisations become more flexible and adaptable by encouraging innovation and helping employees accept change. Companies with this type of leadership are better prepared to handle disruptions (Gloria, 2025). Transformational leaders inspire and support employees through change, unlike traditional managers who simply instruct and supervise. 
To support StitchCo's successful transformation, the following recommendations are proposed:
· Delegation of tasks across the team. Shared leadership models encourage flexibility and distributed responsibilities, which have been shown to increase employee engagement and improve a team’s ability to manage complex tasks more effectively (Dionísio et al., 2022). When delegation is used strategically, employees develop a stronger sense of ownership, become more confident in using new technologies, and feel more motivated to contribute to organisational goals. 
· StitchCo should actively promote collaboration by assigning tasks that require collective effort and shared accountability. According to recent research, organisational performance is significantly enhanced when teams communicate well, maintain strong interpersonal relationships, and collaborate toward common objectives (Wu & Cormican, 2021). Encouraging teamwork not only improves output but also helps reduce resistance by making employees feel supported and involved in the change process. 
· Finally, leadership at StitchCo needs to shift from a directive, control-based approach to a coaching style. Leaders who coach employees through challenges, support their development, and inspire them to embrace innovation. This style of leadership is particularly beneficial in times of organisational change, as it creates a culture of continuous learning and empowers employees to adapt confidently to new responsibilities and technologies. This shift will help StitchCo build a stronger, more resilient workforce capable of sustaining technological advancement.
In conclusion, successfully adopting new technology at StitchCo requires more than technical implementation—it demands a fundamental transformation of structure, culture, and leadership. By moving to a distributed leadership model, fostering collaboration, and adopting a coaching-based approach, the company can engage employees, reduce resistance, and build the adaptability needed for long-term success. 
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