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Introduction 
Due to StitchCo's swift shift from manual to automated production, there was much upheaval within the organisation as workers were not prepared (psychologically/culturally/professionally) for this change. The company had operated for many years under a very stable Tayloristic model that held a strong emphasis on routines, craftsmanship and predictability. When automation began to eliminate these traditional structures and replace them with requirements for digital skills, flexibility and teamwork across functional areas, employees felt overwhelmed and unsure of their future role. The immediate dismantling of their sense of competence and identity was met with a high degree of resistance from employees. Additionally, due to limited consultation and guidance in the planning phase of the change, workers were unable to understand the reasons for the change and how it would improve their jobs, creating heightened levels of anxiety among employees. The lack of clear communication between management and employees resulted in a great deal of fear around the change process, which led to decreased engagement and morale at work (Mdletye, 2025).
The company did not take the emotional impact of technological change into consideration. It has been shown by numerous studies that digital transformations will often create anxiety and concern for employees when they feel that their skills are no longer of value, and/or when they do not have a clear understanding of how their skill set will continue to be utilised in the future of the company. Because there was no formalised structure in place to assist employees in the transition to automation, individual workers were left to figure out for themselves what the changes meant; therefore, they often assumed a negative outcome. The situation was exacerbated because of the inconsistent or limited communication regarding the technical and personnel changes that were coming, which resulted in a trust deficit between management and employees. Employees felt both excluded and unsupported; they did not have an opportunity to voice their opinions on the change or to be a part of discussing concerns they might have regarding the transition process. The way StitchCo communicated its vision contributed significantly to how they were able to manage uncertainty. Additionally, the lack of effective communication caused employees at StitchCo to become resistant (Yue et al. 2019).
Cultural disconnect
Aside from communication, cultural disconnect made the transition difficult for StitchCo. Their long-standing practices of fragmented roles, individual productivity and compliance-driven approaches to business were very much in contrast to the culture of collaboration and agility that digital operations require to succeed. Research illustrates that for companies to successfully transform to digital operations, they must establish a cultural environment that supports experimentation, trust, and continuous learning. Employees were better prepared to embrace change when the expectations were clear and when a cultural foundation of experimentation, trust, and continuous learning was present (Leso et al. 2023).
Leadership challenges 
The leadership challenges further eroded the transition. StitchCo attempted to adopt a distributed leadership style but did not provide clear expectations of the roles and responsibilities of the employees and therefore could not establish collaborative decision-making practices. Due to the lack of clarity regarding roles, employees were often placed in positions of conflict and could not work together efficiently. Research indicates that shared leadership is only successful when the players involved clearly understand their roles and receive proper communication and structure (Wang et al. 2014). The absence of this communication and structure caused employees to feel frustrated and competitive instead of collaborative. Were management to have utilised transformational leadership techniques, they could have created an environment in which employees felt empowered to contribute to the greater success of the organisation by providing them a clear vision of how their contributions would lead to the organisation's success, earning their trust, and demonstrating their commitment to their employees' welfare (Ausat et al. 2024).
Training and development
The training and development provided to employees by StitchCo fell far short of what they required. The employees perceive that the training received did not match the complexity of the new equipment they were to be operating, thereby decreasing their confidence in operating the equipment to its fullest potential. Research indicates that continuous tailored training develops employees' capability, reduces employees' resistance, and improves overall employee performance (Kaminska 2022). Moreover, employee motivation is negatively affected because StitchCo has not updated its reward and recognition system to align with the new production model. If StitchCo placed greater emphasis on empowering employees, recognising them for their contributions to the success of the organisation, and providing opportunities for employee growth, the level of employee engagement would be increased (Ali & Anwar 2021).
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Impact of Rapid Automation at StitchCo



Employee identities and self-confidence were shattered.



Fear and anxiety grew due to lack of preparedness to meet these changes.



Little consultation led to misinformation and resistance (Mdletye, 2025).













Organisational Culture Misalignment




The organisational culture and the culture established during the digital transformation phase of StitchCo did not match.



StitchCo's previous culture valued routine & individual craftsmanship, but the digital transformation required collaboration and continuous learning.



Organisational cultural maturity is very immature when automation started.



Fear of Irrelevance also drove resistance to change (Leso et al., 2023).













What Went Wrong at StitchCo?



Fear of Redundancy plus loss of identity

Automation introduced too quickly

Craftsmanship was not important any longer

Workers feared becoming redundant (Ackerman, 2023; Yue et al., 2019)













Leadership, Communication & Capability Gaps




Distributed leadership was introduced without appropriate structural support.



The absence of clear direction resulted in Conflict and Confusion.



Insufficient Training for complicated technologies.



Employee motivation has decreased because of a lack of recognition systems (Kaminska, 2022).











Cultural & Leadership Breakdown



Old Culture equal hierarchical and routine-based new expectations equal collaborative decision-making and flexibility

Leaders focused on technology instead of the workforce

There was no shared vision leading to workforce disengagement (Leso et al., 2023; Ausat et al., 2024)











Training plus Motivation 



Training was inadequate for the use of complex Digital Tools

Workers lacked clarity and confidence in using these tools.

Piecework Incentives were ultimately irrelevant.

There was no motivation strategy used to replace piecework incentives (Kaminski, 2022; Peramatzis & Galanakis, 2022).











Core Problems at StitchCo



Problem 1: Rapid adoption of robotics and automation.

Problem Source: Employees weren't prepared for the transition.

Problem Outcome: Workers resisted the changes, and many workers avoided work due to fear of losing their jobs.

Problem 2: Distributed leadership and lack of employee empowerment.

Problem Source: Teams did not have clearly defined roles and responsibilities.

Problem Outcome: Conflict between teams due to overlapping responsibilities and unclear expectations. (Ackerman 2023; Wang et al. 2014).











Cultural Limitations in Digital Transformation



Traditional hierarchy-based approach to job titles.



Workers who are not used to working autonomously.



Collaboration and learning were not part of the culture.



There was no digital culture (Leso et al., 2023).











Communication, Training & Motivation Gaps



Inconsistent messaging generated anxiety.



Training was inadequate for the newly installed machines.



The value of employee motivation was diminished, so rewards had little value (Ali & Anwar, 2021).











Disruption Created by Automation



Long-standing work routines replaced.



Average person overwhelmed and unprepared..



Psychologically not enough room for transition



Absenteeism increased as uncertainty increased (Ackerman, 2023).













Cultural & Leadership Mismatch



Traditionally driven, routine-based culture is incompatible with automation

Between culture and behavior, leaders didn’t provide guidance on how to change behavior

Shared leadership was Implemented, but there was no clear definition

Result of all of this is conflict, competition, and a lack of defined responsibility (.Wang et al., 2014).









Ackerman, L.S. (2023) Development, Transition, or Transformation: The Question of Change in Organisations. Organisation Development Review, 55(1).

Ali, B.J. and Anwar, G. (2021) ‘An empirical study of employees’ motivation and its influence on job satisfaction’, International Journal of Engineering, Business and Management, 5(2), pp.21–30.

Ausat, A.M.A., Shafiq, M.A., Wafik, D. and Lopez, N.A.S. (2024) ‘The role of transformational leadership in improving employee psychological wellbeing: A review’, Apollo: Journal of Tourism and Business, 2(1), pp.148–157.

Gyamerah, S., Afshari, L. and Asante, D. (2025) ‘Digital transformation in the SME context: The nexus between leadership, digital capabilities and digital strategy’, International Small Business Journal, 43(3), pp.303–328.

Kaminska, M. (2022) The effect of training and developing employees on the performance of an organisation. Zenodo. Available at: https://doi.org/10.5281/zenodo.7057335

Korsten, G., et al. (2025) ‘How organisational capabilities mature: Maturity level characteristics for organisational capabilities’, Software and Systems Modeling.

Kumar, S., Raj, R. and Salem, I. (2024) The interplay of organisational culture, transformational leadership and organisational innovativeness: Evidence from India’, Asian Business & Management, 23, pp.180–210.

Leso, B.H., Cortimiglia, M.N. and Ghezzi, A. (2023) ‘The contribution of organisational culture, structure and leadership factors in the digital transformation of SMEs’, Cognitive Technologies and Work, 25, pp.151–179.

Matsunaga, M. (2024) Employee Experience During Digital Transformation. Routledge.

Mdletye, Z. (2025) ‘The link between organisational communication and organisational behavior’, in Organisational Behavior, Communication and Digitalisation in a Changing World. Springer Nature Switzerland.

Musaigwa, M. (2023) ‘The role of leadership in managing change’, International Review of Management and Marketing, 13(6), pp.1–9.

Nadler, D.A. (2024) ‘The effective management of organisational change’, in Revitalising Manufacturing. CRC Press.

Olaniyan, D.A. and Ojo, L.B. (2008) ‘Staff training and development: A vital tool for organisational effectiveness’, European Journal of Scientific Research, 24(3), pp.326–331.

Peramatzis, G. and Galanakis, M. (2022) ‘Herzberg’s motivation theory in the workplace’, Psychology, 12(12), pp.971–978.

Wang, D., Waldman, D.A. and Zhang, Z. (2014) ‘A meta-analysis of shared leadership and team effectiveness’, Journal of Applied Psychology, 99(2), pp.181–198.

Weber, E., Büttgen, M. and Bartsch, S. (2022) ‘How to take employees on the digital transformation journey: An experimental study on complementary leadership behaviours in managing organisational change’, Journal of Business Research, 143, pp.225–238.

Wijethilake, C., Upadhaya, B. and Lama, T. (2023) ‘The role of organisational culture in organisational change towards sustainability: Evidence from the garment manufacturing industry’, Production Planning & Control, 34(3), pp.275–294.Y

ue, C.A., Men, L.R. and Ferguson, M.A. (2019) ‘Bridging transformational leadership, transparent communication and employee openness to change: The mediating role of trust’, Public Relations Review, 45(3).





media1.m4a



image1.png







image2.png

p)
iy }
W

S

|






media2.m4a



image3.png







media3.m4a



image4.png

¥
(-

CluLiTulRE

JS o






image5.png

What is Cultural Alignment

Culrat algment s Cepm
evining ot he e, e,

and behrsof emplogees

match the o e of the

Eti






media4.m4a



image6.png







media5.m4a



image7.png

‘Why s Communication In The Workplace A
Critical Leadership Skill?







media6.m4a



image8.png

Style

<~
=
H

Organizational |/
Performance

E §
YR o xR
iE s -
oS Organizational .~ 55
N e g
NE KE
TS b SIS
2 £
£






media7.m4a



image9.png

Why do some
training programs FAI
while others suicceed?.







media8.m4a



image10.png







media9.m4a



image11.png

Traditional vs Digital Culture

recdom to e
Woughihoushid
peinent







media10.m4a



image12.png







media11.m4a



image13.png

A






media12.m4a



image14.png

Challenges In Aligning Leadership & Corporate

T
T

v VYV V'Y













image1.emf
Group Presentation  Group 1.pptx


