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1. Introduction
Leaders create the foundation for employee readiness, morale, and overall organizational effectiveness. The experience of StitchCo illustrates the dramatic impact that poor leadership can have on transformational change resulting from a large-scale investment in technology. The rapid implementation of automation caused confusion and fear among employees because of leaders not being present to provide reassurance, guidance and emotional support as employees transitioned to automation. Research confirms that when technological changes are introduced without adequate structured communication or training for employees, employee uncertainty will increase significantly (Matsunaga, 2023). StitchCo leaders were primarily focused on obtaining the necessary machinery, which did not provide employees with the human-centred guidance needed to support their confidence and engagement. The lack of Transformational Leadership from the organisation was a central issue.
2. Transformational Leadership 
Transformational Leadership is a leadership style that is known to help employees cope with uncertainty during times of organisational change. Transformational Leaders create a compelling vision, motivate employees, and support employees' well-being as they navigate change in the organisation. Research demonstrates that Transformational Leadership fosters a reduction in resistance to change, creates enhanced levels of trust, and improves psychological well-being for employees who are experiencing digital transitions (Ausat et al., 2023). StitchCo Managers did not take on this leadership role and, instead, remained extremely distant from employees and were overly focused on their own tasks. As a result, employees were forced to navigate the emotional stress, lack of skills, and changing role expectations by themselves.
Additionally, the emotional impact of change on employees was overlooked. Ackerman (2022) stressed that change affects not only operational systems but also impacts the emotions, identity, and perception of competence of employees. Leadership at StitchCo was not aware that emotional intelligence and job security were impacting workforce behaviour. As a result, most workers did not trust their ability or job security in a highly technologic workplace; when leaders did not provide substantial emotional support, workers withdrew from the changes and resisted. The evidence supports that when leaders emotionally neglect their employees, it creates a culture of increased resistance to change (Musaigwa, 2023).
3. Distributed Leadership
Distributed Leadership implementation failed in showing how poorly leaders at StitchCo understands this concept. When applied properly, distributed leadership will empower teams and allow team members to work collaboratively to solve problems. While this is true, it is also critical that leaders continue to support and guide employees through the transitional phase. According to Wang et al., (2014), distributed leadership needs communication, trust and clearly defined roles. Unfortunately, the leaders at StitchCo believed that by distributing leadership, they were being "hands-off" and furthermore, stopped supporting employees at a point when employees needed it the most. The hands-off method created confusion and conflict for employees who had previously worked within a structured managerial environment.
Lack of proper communication from leadership was also a major weakness for StitchCo. Employees did not receive detailed explanations of the objectives of automation, how the processes would change or what kind of training they would receive. Proper communication provides clarity, creates trust and allows for less uncertainty during organisational changes (Yue, Men & Ferguson, 2019). Also, when workers are involved in the communication process, it led to greater engagement from them as they have a forum to ask questions and seek clarification (Mdletye, 2025). The absence of such communication practices led to misinformation and speculation about many things happening within StitchCo and a decrease in morale.
4. Training
Another area of support that leaders at StitchCo did not address was training. The lack of training had a major impact on employee's ability to work with the new equipment. Employees had difficulty using the new equipment because of inadequate and inconsistent training methods provided to workers. Studies have shown that having proper training e.g., in a "hands on" fashion helps eliminate fear, gives confidence to employees and improves morale. (Kaminsa, 2022; Olaniyan & Ojo, 2008). If leaders had provided a centralised process whereby all employees were trained together with the new equipment, it would have created a better experience for employees rather than allowing them to find their own way through frustration and resistance. 
5. Conclusion
Overall, the leadership failures at StitchCo result from failure to exhibit transformational behaviour, lack of knowledge about distributed leadership and lack of efficient communication and training systems. Strong leadership (including empathy, vision and support) would have aided employees in adjusting to the technological changes with greater confidence and innovation. Unless the leaders at StitchCo enhance their leadership skills, StitchCo will continue to struggle with digital transformation of the company.
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