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Introduction 
At StitchCo, leadership has had a powerful impact on employee attitudes and behaviours towards the shift to automated machinery and the organisation's new structure. The transition to digital systems generated confusion, anxiety and frustration among employees, but unfortunately, the leadership team did not deliver the emotional, communication or educational support necessary to lead employees through such a large organisational change. Strong leadership is necessary during times of change because it establishes employee expectations, influences employee attitudes and supplies an environment where employees can successfully cope with changes that have been established through new technology.
A transformational leadership model is a particularly effective model for managing the transition at StitchCo.
 Transformational leadership is centred on inspiring followers by establishing an all-encompassing vision, creating a positive environment, developing a feeling of camaraderie and providing an avenue for personal growth and development. Transformational leadership motivates employees to participate in new initiatives by providing the rationale for change. Numerous research studies have indicated that transformational leadership supports psychological health and increases the likelihood that employees will become involved with new and/or altered organisational structures during technological shifts (Ausat et al., 2024).
As a result of a lack of transformational leadership support, employees at StitchCo felt less motivated and socially isolated during the transition period.
Poorly executed decisions made by leadership during the transition contributed to misunderstanding about the organisation's method of distributing leadership throughout the organisation. Although the concept of distributed leadership is beneficial to organisations because it creates avenues for developing greater collaboration and teamwork, it will only be effective when employees fully comprehend their roles and responsibilities, and clear lines of communication exist. Poor communication and lack of consistent direction regarding how distributed leadership should be implemented resulted in competing teams, frustrations and conflicts amongst its employees. Studies have found that strong foundations (trust, structure and defined responsibility) are needed for positive outcomes through shared leadership (Wang et al. 2014; Zhu et al. 2018). 
Due to uncertainty surrounding how technology would impact their jobs (i.e., concerns about job security) or the methods of training required, employees could not effectively collaborate, and their managers did not intervene or provide sufficient support (Yue et al. 2019).
Weaknesses associated with communication amplified the subsequent leadership issues. Employees were not clear on how automation would impact their jobs, if they had any risk of losing their jobs, or if they would need any new type of training or what the new expectations would be for them moving forward during times of significant organisational change. Poorly handled communications increase the degree of speculation and anxiety during an organisational change period, which negatively affects the degree of trust that exists between an employee and the organisation. In turn, without adequate information about the change and the way that it affects employees or how to prepare them to accept and embrace the change process, there is decreased resistance and greater degrees of acceptance from employees toward the proposed change (Yue et al. 2019). 
Therefore, the dangerous communication environment at StitchCo created disconnect for its employees, leading to lack of engagement and lack of confidence in their ability to adapt to the change occurring within the organisation. 
Leadership strategies that can significantly affect the outcomes of the employees and the performance of the organisation include improving transformational leadership across all management teams to give employees confidence, motivation and clarity during future transitions, communicating to employees how technology supports both operational goals and individual employee development, and providing employees with support during this period of increased speculation about negative consequences of adopting new technology in addition to training and providing coaching, mentoring and emotional support to employees to build trust and confidence among employees.
To accomplish distributed leadership successfully, the organisation must establish appropriate guidelines on what it means to operate as a distributed leader, how the organisation communicates this, how managers support distributed leaders, and most importantly, trains employees on what they can expect from a distributed leader. Communication between the manager and the employee must create clear lines of communication based on consistent expectations and processes.
Leadership training programmes and workshops should focus on developing skills in communication, conflict resolution and team building so that employees improve their ability to operate collaboratively.
Establishing and implementing consistent practices regarding inclusive, open and clear methods for communicating with employees throughout the change process is crucial. Providing regular updates about new technology implementations, updates related to employee performance, and available resources will build psychological safety so that employees feel comfortable learning and using new systems. Team members will embrace and utilise the new systems noticeably faster if they feel informed about what is going on and that their works are supported and respected by their managers.
By improving leadership practices, enhanced communication and proactive support for employees, StitchCo can build a more resilient workforce that can adjust quickly to technology developments, changes to operations and associated organisational changes.
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Current Issues at StitchCo



Culture in contrast to Technology: Traditional, top-down based hierarchical, practices/infrastructure, have been at odds with the new expectation of flexible, self-directed automation.

Untrained Workforce: Workers are confused about the company’s automation of many functions, are uncertain of their new positions, and lack the necessary technical knowledge to perform in the new environment.

Decreased Performance from Confusion & Reduced Communication: Lack of clarity in the structure and processes within the company led to confusion, fighting between workers, increased stress and reduced overall productivity.















Recommendations on Structure, Culture, & People


Improve Communication: Create and maintain a centralised system of providing information regarding the organisation’s expectations, training opportunities, employee job descriptions and future.

Locate Employee Skills Development Opportunities: Provide employees with hands-on technical training as well as continuous development opportunities through peer mentoring to build confidence in performing their jobs.

Provide an Environment Conducive to Learning, Collaboration and Psychological Safety: Implementation of an environment conducive to learning, collaboration and safety will create an atmosphere of innovation and success for the digital transformation.















Leadership at StitchCo



The leadership at StitchCo did not have transformational leadership because they only focused on the technical aspect of the technology being installed, rather than supporting the employees' emotional and motivational wellbeing.

Due to a lack of clarity in leadership roles and a lack of guidance, distributed leadership was also weak and created conflict, competition, and confusion among employees working in teams.

At this time, employees do not have clear direction, cannot trust or believe in their managers and do not have reassurance during this time of the company transitioning.











Leadership Recommendations







To improve transformational leadership within the organisation, leadership must create a clear vision, support employees' well-being, and recognise their efforts to learn.

Leadership needs to provide clarity in the roles of individuals to promote team cohesion, conflict resolution, and cooperation among the workforce.

Leadership needs to create an atmosphere of trust through being transparent about issues, providing early support for employees, and providing ongoing guidance and support for employees in the development of their skills.
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