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Assignment 1
Essay; StitchCo


The transition from a long-established Tayloristic management structure to one now defined by technology in manufacturing presents an additional set of challenges as StitchCo adapts to digital transformation, structural redesign and cultural renewal. Senior management realised the flexibility, improved production and lower costs associated with automation and data analytics; however, the lack of preparation for employee experiences has led to employee resistance, anxiety and decreased productivity. As a result, the company has approached change through a technical perspective; however, it must adopt a human-centred approach to improve employee readiness for change. To do so, StitchCo needs to cultivate transformational leadership, strengthen communication, reshape culture and develop systems that will provide assurance for employees adapting to change. The transformational leadership framework is centred on the vision, motivation, individual support and cultural development; therefore, it provides a complete backdrop for rebuilding employee trust and commitment while leveraging technology to achieve higher performance (Ausat et al., 2024; Agazu et al., 2025).








Transformational leadership is particularly well-suited for business environments characterised by rapid change; it provides an opportunity for employees to move beyond a passive state of compliance and to embrace innovative ideas. Transformational leadership consists of four elements: idealised influence, inspiring motivation, intellectual stimulation and individual consideration; all four elements are integral to supporting the challenges that StitchCo currently faces. As it relates to automation, employees must develop new skill sets, learn to use new/unfamiliar tools and rethink who they are as workers. Studies indicate that transformational leaders successfully assist their employees with both cognitive and emotional adjustment during times of organisational change by making a connection to a shared vision, encouraging collaborative behaviours and fostering cultures of learning (Kumar et al., 2024; Yangailo, 2025). Unfortunately, the leadership at StitchCo has not done so. StitchCo did not define a strong vision or define how this new technology would help keep jobs, increase quality, or provide benefits for employees in the long-term when it introduced advanced machinery. Managers need to communicate how innovation and technological development is necessary to remain competitive as market conditions are constantly changing; in addition, employee development is an essential component of this process. When organisations define their transformational vision grounded in common values like pride in the work product and long-term job security, it makes employees feel more connected and less threatened by automation. (Kumar et al., 2024; Agazu et al., 2025)
The emergence of team conflict created a significant barrier to performance during this transformation period. When StitchCo transitioned from offering individual piecework incentives to requiring teams to achieve new pay targets, they did not consider the impact on team dynamics. Because of increased competition among team members, teams were unwilling to support other teams in the production department, and the Production Manager was unwilling to intervene. Transformational leaders can play an important role in minimising destructive conflict and encouraging teamwork. According to Ye et al. (2020), leaders with a transformational approach to conflict encourage open communication and frame disagreements as opportunities to learn from conflict. Instead of letting teams "sort it out," StitchCo leaders should be facilitating discussions among teams about workload balance, fair share of responsibility, and shared goals. Transformational leadership will necessitate the redesign and continuous discussing of metrics focused on team performance measurements like reducing defects, increasing machine productivity, and overall productivity of production lines versus measuring individual contributions. For new manufacturing processes to be successful, it is critical that the company's incentive structure aligns with the desired culture and behaviours. (Ayoko & Callan, 2010; Wang et al., 2014) 
StitchCo's ineffective communication was a contributing factor to an increase in employee anxiety and resistance to the change. While some engagement with union representatives occurred, the communication between employees and StitchCo's management was not very frequent and lacked transparency. Unfortunately, employees were unable to determine how their performance ratings were derived, how machine malfunctions impacted their performance evaluation; nor did they understand if machinery automation made them replaceable. The two-way and ongoing clear dialogue between management and employees is a cornerstone of transformational leadership. If leaders communicate clearly and transparently about why change is required, and how they will provide support to employees during the transition, they are likely to create a climate of greater acceptance for the change they wish to implement (Yue et al., 2019). Therefore, StitchCo might consider the following types of structured communication plans between managers and employees: everyday briefings, anonymous surveys, FAQ forums and co-creation workshops with various union representative members to provide a broad opportunity for management to articulate employee expectations, solicit employee concerns and more importantly, modify/revise the plan based on employee feedback. Within transformational leadership, communication is viewed not as a one-way announcement but as a relational process needed to help build trusted relationships in difficult times. (Yue et al., 2019; Arnold, 2017)
The impact of Information Technology change creates emotional and psychological stress for employees. Many of StitchCo employees experienced a lack of confidence in the ability to successfully engage with new machinery, which only fostered the increased level of frustration them. The emotional and mental well-being of employees during an organisational change due to technological advancements directly contributes to the overall performance of these employees (Arnold, 2017). Transformational leader behaviours can help alleviate levels of stress and burnout for employees during an organisational restructuring. Therefore, for management at StitchCo to support their employees, they should acknowledge the emotional burden placed on employees, allow for practice-time on the new equipment, provide coaching, and acknowledge/deliver recognition for achieving minor milestones such as overcoming operation-related fears in their new work (Ausat et al., 2024). Employees who receive emotional support will have lower levels of absenteeism and turnover; this was clearly visible at StitchCo, where some employees indicated they would leave if technology was not rolled back (Arnold, 2017; Edonomokumor et al., 2025).
Another significant mistake made by StitchCo was the hasty rollout of distributed leadership. Distributed leadership enables employees across all levels of an organisation to participate in decision-making; however, it did not turn out that way at StitchCo. Instead, it resulted in leadership withdrawal, which created confusion and left employees feeling unsupported. Transformational leadership can support distributed leadership by keeping leaders involved in coaching, enabling and guiding employees. Shared leadership leads to enhanced performance only when supported by trust, clarity and effective communication (Zhu et al., 2018). Therefore, StitchCo's leaders should increase the amount of structure provided to empower employees by providing them training on decision-making, conflict resolution, and peer support. Such structured empowerment allows employees to progressively become responsible for improvements to technology and processes while still being guided by leaders (Zhu et al., 2018; Wang & Shi, 2021).
Training is the other significant element in preparing employees to adapt to change. The training offered by StitchCo was short and, therefore, many employees did not know how to use or maintain their new equipment. The transformation of leadership via a continuous learning approach and intellectual stimulation is emphasised by Matsunaga (2024). Digital transformation can only be successful if the leaders support employees in enhancing their employability and growth (Matsunaga, 2024). StitchCo should implement a multi-layered training approach that incorporates classroom courses, supervised practice, peer mentoring, and refresher workshops. The leaders should also ensure that the reinforcement of the value of training and its connection to the reward structure for skills developed, career progression, and recognition initiatives. This sends the message that the organisation views its employees as more than obsolete workers, but as partners in digital transformation (Matsunaga, 2024; Thomas & Aurora, 2024).
It is evident that when transformational leadership, communication, and culture come together, organisational performance is improved. The meta-analysis of Wang et al. (2014) indicates that shared and transformational leadership enhance team effectiveness, and Ofosu-Ampong and Adu-Ntim (2025) illustrate that transformational leadership moderates the performance of technology-focused projects. As such, if StitchCo implements transformational leadership it will increase engagement, decrease resistance and help convert technology investment into actual productivity gains. If transformational leadership is not implemented, technology will lead to greater anxiety, tension, and disruption in operations.
To conclude, the reasons for StitchCo's inability to adequately prepare its workforce for transformation are due to a technical-centric perspective of change and the absence of transformational leadership behaviours. To adequately prepare for the transition, StitchCo must outline a strong vision for its future state, communicate proactively and openly, resolve employee conflicts in a constructive manner, invest in an organised manner in a structured learning, and provide ongoing emotional support to its employees. By implementing transformational leadership practices, technology will be more of a catalyst than a hindrance for developing innovation and collaboration and for achieving longer-term success.
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