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Introduction 
StitchCo's leadership problems are among the most significant factors leading to employee resistance to change, conflict between employees and management, and decreased organisational performance. When StitchCo began implementing its Automation Strategy, it changed its leadership model to a “shared leadership model” which, by definition, is supposed to have employees at all levels involved in decision-making processes.
But at the exact time employees were in most need of direction and guidance, the organisation’s management team withdrew its involvement from decision-making activities. This was not a good time for employees to have little or no leadership influence; the purpose of a good, effective leader is to provide an atmosphere where employees have confidence in their ability to do their job. Arnold (2017) stated that people need effective leadership during times of change to succeed. This requires three elements: a leader's emotional intelligence, presence, and relational competence. None of these elements are present in the leadership of StitchCo.
Employees perspective 
From the perspective of employees at StitchCo, they feel abandoned by the leaders of their organisation. There was no clear direction provided by the organisation’s leaders, no emotional support, and no appropriate guidance. An absence of commitment by leadership to employees’ social and emotional wellbeing will result in employees’ unwillingness to embrace a new process, and ultimately, employees will be disengaged. Studies show that transformational leadership can significantly contribute to an employee’s psychological wellbeing during a time of change because transformational leaders create an environment that encourages empathy, reassurance, and shared meaning (Arnold, 2017; Matsunaga, 2024). The leaders of StitchCo failed to communicate a clear, compelling vision of how newly implemented technology (automation) would impact the lives of employees eventually. The failure to do so eroded employee confidence and resulted in increased resistance.
The absence of relational leadership also negatively affected teamwork among employees. For shared leadership structures to be successful, strong interpersonal relationships must exist, along with consistent communication and the ability of formal leaders to provide guidance for their followers. When there is an absence of these three elements, employees view shared leadership as being abandoned by their formal leaders, not as being empowered by their formal leaders. The research of Wang et al. (2014) indicates that shared leadership is only effective when it is supported by trust and clear communication. StitchCo teams were confronted with escalating conflict due to poor communication among leaders and poor coordination of team efforts. The absence of team meetings led to confusion about employees' job security, performance metrics and the ongoing purpose of the automated systems.
Communication problem 
The lack of clear lines of communication was one of the key contributors to the leadership gap. Employees were not informed in a timely manner regarding the status of their current roles, the challenges of their positions and the expectations for their performance. According to Mdletye (2025) transparency in communication is crucial during a time of change, as fear and distrust are common symptoms of a lack of communication. There was no established routine for communication, thereby leaving employees with an overall feeling of uncertainty about their job security, measuring success and why automation exists in the future. 
Another area that leadership at StitchCo was ineffective with was addressing the cultural aspect of the transition to an automated system. Company culture placed a high value on individual performance which is in direct opposition to the need for collaborative behaviours necessary in a collaborative work environment. The authors Kumar et al. (2024) outline that cultural transformation must accompany technological transformation to avoid having cultural values conflicting with operational demands. By not providing a guiding light through the cultural transition, leadership allowed a focus on competitive metrics, thus having old values persist, furthering the increase of distrust in leadership and increased resistance from employees.
Through effective training, employees were given very little preparation for working with new technologies, thereby decreasing confidence and increased errors within their work. Effective training allows employees to be prepared to meet the technical and behavioural challenges of automation. Employee training pathways were not mapped out for employees, which indicated to employees that leadership was not invested in their success.
As teams were becoming more stressed out, leaders failed to address their need for guidance in resolving disputes. Research indicates that unresolved conflicts damage trust within organisations which results in lower levels of efficiency and performance (Wang & Shi, 2021). Leadership's inability to manage these situations allowed the conflict to escalate.
Conclusion 
In conclusion, leadership at StitchCo was not prepared to effectively manage the changes brought about by automation and did not position them for a high level of uncertainty and confusion and ultimately resulted in lower levels of performance. Leadership would have had a greater impact on successfully guiding employees through the transition to automation if they used more supportive leadership styles and technologies.
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