Q1. Artiron Motor’s (Artiron) operates across multiple countries and employs over 50,000 people making organisational structure important due to the scale and complexity of its operations.
A divisional structure separates an organisation based on areas such as products or geographical locations. As Artiron is multinational, offers a range of electric vehicles and operates with over 50,000 employees, this structure allows different areas of the business greater autonomy. Belenzon, Hashai and Patacconi (2019, p1614) identify that multidivisional structures are commonly used within large, diverse companies with divisions having substantial decision making authority.
Opening up new operations can be easier with this structure when expanding into new territories as only that division needs to be involved in the decision making (Ketchen, 2023). This could allow Artiron to respond faster to individual markets. Operating in numerous countries however means that different cultures, markets and employment laws can impact how divisions operate. Belenzon, Hashai and Patacconi (2019, p. 1616) highlight that organisational distance can create communication friction. For Artiron this could create inconsistent practices across divisions and make central coordination more difficult.
Matrix structure combines divisional and functional structures bringing individuals into teams to work on specialist projects. This provides flexibility as project teams can be created when new products are needed (Ketchen, 2023). San Cristobal, Fernandez and Diaz (2018) suggest matrix structures suit large, complex organisations where innovation and advanced technology are important. Artiron can draw on specialists from across its workforce for new product projects without the need to restructure.
One downside is individuals now have multiple reporting lines and it can become unclear who takes priority in leadership. As highlighted by Cristobal, Fernandez and Diaz (2018) who identify complex reporting relationships and potential conflict form shared authority. Role ambiguity and conflict, as outlined by Schmidt. et al. (2014) can lead to psychological conflict resulting in an employee becoming incapable of fulfilling every expected role concurrently potentially resulting in a decrease in productivity across Artiron. 
Ultimately, a combination of divisional and matrix structure is appropriate for Artiron. Divisional structure supports international operations and the scale of operations, whilst matrix structure supports complex projects requiring expertise from across the company. This said, clearly defined roles, responsibilities and communication are essential to limit the disadvantages of both structures. 


Q2. Two customer preferences that could affect strategy at Artiron are the increased demand for electric vehicles (EVs) and the global demand for products that are produced sustainably. 
When developing organisational strategy, understanding the vision for the future allows an organisation to understand where it needs to be and sets concrete goals to assist in achieving objectives (Hosen, 2017). In the case of Artiron one such vision is to achieve net zero by 2036.
Applying SWOT can be a valuable tool in strategic organisational planning when accounting for external impactors. SWOT considers internal strengths and weaknesses alongside external opportunities and threats that can affect organisational objectives (CIPDh, 2026). Using this framework, the two preferences present opportunities for Artiron but also creates potential threats it its strategy doesn’t respond effectively. Increased demand for EV’s gives Artiron an external opportunity to expand their operations allowing for potential growth and increased revenue. This is particularly relevant in the US market where environmental benefits influenced 76% of consumers considering purchasing and EV (Shah et al., 2026). Artiron may need to strategically invest in expanding its existing EV production and upgrading plants to meet increased demand.
However, external threats such as competitor growth can have a significant impact if competitors develop and introduce products at a faster rate than Artiron or offer similar products at a lower cost. This could result in loss of customer base and a decrease in Artiron’s market share. Additionally, research within China found that usage, value and risk barriers negatively affected EV purchasing intentions (Xue et al., 2024). This could expose a weakness if Artiron expands production without ensuring vehicles meet customer expectations around price and reliability.
The second preference towards sustainably produced products presents a further opportunity as it aligns with Artiron’s Evolve strategy. Jordanow (2026) highlights increasing customer demand for sustainable products which has encouraged organisations to increase development and production of sustainable innovations. This could influence strategy through continued investment in sustainable manufacturing processes, materials and energy use. While this may increase costs in the short term, the investment required could provide a potential weakness although responding effectively could strengthen Artiron’s sustainable image and support long term organisational strategy.

Q3. PESTLE can be used to analyse the impact of tariffs and supply chain disruption on Artiron by examining the political, environmental, social, technological, legal and economic factors that may impact the organisation.
Political factors hold particular significance when examining tariffs due to the global climate in which Artiron operates. When tariffs are introduced or raised, import and component costs can rise, resulting in an increase in production costs (Gnocato, Montes-Galdron and Stamato, 2025). This leaves Artiron with the decision to either absorb additional costs and reduce its profit margin or increase product prices which could potentially affect its competitive standing within the market. Additionally, it is important to consider the relationship between the countries in which Artiron operates. For example, disputes such as the US- China trade war poses a significant risk because changes to tariffs between major international markets may increase trading costs or create uncertainty for a multinational company such as Artiron (Shaffer, 2021). Higher vehicle prices could also affect customer purchasing behaviour and demand further impacting Artiron’s profitability.
Technologically, Artiron is heavily reliant on technology within manufacturing processes. Shortages or disruption to the supply of specialist items could hinder production of vehicles and the development of new products as component shortages within the automotive industry have previously resulted in delayed vehicle production (Burkacky et al, 2022)
Applying PESTLE to supply chain disruptions, political factors are again significant. Geopolitical conflicts can have consequences beyond the countries directly involved and disrupt international supply chains. According to Milenkovic & Milovanovic (2024)  the Ukraine-Russia war for example resulted in a widespread European decrease in Gross Domestic Profit as a result of supply chain issues resulting from the war.
Economically, supply chains play a fundamental role in delivering materials required for production. Artiron relies on components and materials for vehicle production. Meaning disruptions can delay production and potentially reduce manufacturing output subsequently affecting sales, revenue and customer satisfaction. (Burkacky et al. 2022)
Ultimately Artiron must be mindful and implement more resilient supply chains as conflicts between countries will continue to occur and is an ever changing landscape to be navigated (Bednarski et al ,2026). Although Artiron can not control tariffs or geopolitical conflict it can reduce their impact through strategic decisions around sourcing and manufacturing. 
Q4. As outlined by Taylor & Woodhams (2022b, p29) the car production industry has survived the impacts of globalisation by embracing new technologies and expanding operations internationally. They have been able to sustain themselves by employing far less people and ultimately becoming more productive within their practice by implementing technology such as robotics. 
For Artiron, which already uses robotics for painting, welding, assembly, quality checking and material handling, automation can further improve efficiency although the impact on employees must be considered alongside these benefits.
Artiron is looking forward with the introduction of cobots which focuses on human centred automation processes by leveraging human cognitive skills and minimising physical labour. This is expected to improve working conditions and boost employee satisfaction alongside increased productivity in common operations such as assembly by alleviating the workload from employees (Polonara et al., 2024). While automation can support employees in their roles, it can also replace some of the tasks they currently complete (CIPDg, 2026). This could create concerns around job security particularly for those who carry out repetitive tasks as part of their role.
Automation also changes the skills required within manufacturing. Eddine and Darmawan (2026, p91) highlights that automation shifts production roles from manual and physical skills towards more complex cognitive and technical capabilities. Artiron would need to invest in upskilling employees to work effectively alongside the robotics it implements. Whilst this can create development opportunities, employees may adapt at different speeds and experience technical or psychological barriers (Eddine and Darmawan, 2026, pp.91-21).
Cyberattacks present a different risk as the automotive industry becomes increasing digitally connected, Okomanyi, Sherwood and Shittu (2024) identify that automotive cybersecurity requires more than technological safeguards as attackers can exploit human vulnerabilities. Cyberattacks could create operational, financial and data security risks for Artiron. The impact of cyberattacks on the automotive industry can be significant, as an example, a remote cyberattack on a Jeep Cherokee resulted in the recall of 1.4 million vehicles.
This also impacts how employees work, Okomanyi, Sherwood and Shittu (2024) identify user errors and limited awareness of cybersecurity risks as an internal cyber threat, meaning training and a deeper awareness for employees is required for secure working practices. Overall robotics offers significant productivity and working condition benefits but requires Artiron to manage changes in skills and job security. 
Q5. Lynn (2023) defines culture as an organisations “why”, driven by its values and beliefs and historically change resistant. According to the CIPDi (2025), organisational culture can be a difficult to determine with varying viewpoints on its definition. A view shared by Schein (2017) who developed a method of examining organisational culture at three levels, Artefacts, Espoused Beliefs and Values and Basic Underlying Assumptions.
Looking first at Artefacts, these are the visible aspects of organisational culture. At Artiron, senior staff wear the same uniform as all other employees which projects the idea it has a culture of equality by reducing visible separation with the hierarchy and supporting Artiron’s stated vision of inclusion. Artefacts alone can not truly portray an organisations culture because individuals perception will be based on their own personal background and lived experiences (CIPDi, 2025).
Espoused Beliefs and Values examine what an organisation states is important, which may differ from the values actually demonstrated (CIPDi, 2025). Artiron identifies that quality, innovation, sustainability and inclusion are important and introduces this to new employees during induction. Using Schein’s model allows Artiron to examine whether these values are reflected in the employee experience. For example, its commitment to inclusion could be considered against employee dissatisfaction with pay, long working hours and wellbeing, potentially highlighting a gap between stated values and employees actual experience. Sustainability can be examined, the employee consultation undertaken when developing Evolve could demonstrate that sustainability is genuinely shared across the organisation rather than simply being a stated belief.
 As Artiron operates internationally, it should also consider that there will be cultural differences between countries which will influence how values are interpreted and adopted across the workforce. 
The third level, Basic Underlying Assumptions considers deeper beliefs that become learned over time and influence behaviour (Schein, 2017). These can become unspoken rules that teach employees “this is the way things are done” and influence how they believe they are expected to behave. For example, employees within support functions may work longer hours or skip breaks to manage workload. If this behaviour becomes normalised others may follow through fear of negative perceptions if they do not. Whilst not explicitly stated, this could be linked to the long working hours reported by support functions.
Understanding these underlying assumptions gives Artiron a deeper understanding of its culture and allows it to identify where actual behaviours differ from the culture it visibly presents and the values it states are important.
Q6. Artiron holds innovation and inclusivity as part of the organisations core values. In order for this to be genuine and truly reflect within the company its people practice must embody these values. CIPDa (no date) identifies areas of people practice including learning analysis and the development of people policies. 
Individuals feel more involved when they have a say in the decisions being made and employee voice can positively impact areas including innovation, motivation and job satisfaction (CIPDf, 2026). Consultations such as the one held when considering the strategy to reach net zero by 2036 are vital to ensure that the workforce is behind the goals the company want to reach. Consultation however only holds merit when employees actually believe that their input influences decisions. Genuine two way communication required managers to listen and act on employee feedback (CIPDf, 2026). If, post consultation, many inputs are not seen or heard then this could reduce the value of the consultation and employees may be less willing to contribute in the future. 
Allowing space for employees to be creative and bring ideas to the table in a collaborative setting, creating opportunity for ideas to flow and for an employee to be able to speak up without fear of ridicule or rebuke can further support this. Induction and onboarding can support this, new employees should be shown that different perspectives and ideas are values within Artiron. Induction can help new employees settle into their role and understand the way an organisation works (CIPDe, 2026), meaning Artiron can establish these expectations from the beginning.
Training and upskilling play a huge part in supporting an innovative culture. Buckley and Castro Jorde (2024, p. 95) suggest that continuous development of employees skills can help organisations adapt and encourage innovation. 
Artiron should utilise learning needs analysis to understand where skill gaps are, how they can be expanded as well as built upon and invest in individual employees growth. Understanding that each individual has their own strengths and ways of viewing challenges and utilising, encouraging and building upon that will help feed into the culture they want to create. This being said, training needs to be relevant and accessible to employees as barriers such as time, engagement and a one size fits all approach can reduce its effectiveness (Buckley and Castro Jorge, 2024, p.95)
People policies should also create the idea that challenging current ways of working is encourages and promoted within the organisation. Policies that allow employees to express interest in projects that excite them could give them opportunities to use their individual skills and contribute different perspectives. Taylor and Woodhams (2022a, pp 218-220) highlights the importance of inclusive access to learning and development opportunities. These opportunities must be made accessible across the workforce without discrimination, if the same employees are repeatedly given opportunities it could limit the range of ideas being brought forwards and work against Artiron’s goal of creating an inclusive culture.

Q7. Kotter’s eight step change model provides a framework Artiron could use to manage its transition towards carbon net zero by 2036 (Kotter, 2012)

Artiron has already begun by setting the Evolve strategy deadline however employees need to understand the reasoning behind Evolve. Environmental pressures from consumers and stakeholders mean Artiron must evolve to remain competitive. Kotter (2012, pp.4-6) warns that confusing urgency with anxiety can push employees further into their “foxholes” and create greater resistance to change.

Artiron’s mixture of divisional and matrix structures provides a baseline to build a diverse guiding coalition. Bringing together employees from different functions, locations and levels could boost employee buy in as coalition members could drive the transition within their own teams. Kotter (2012, pp.6-7) argues that major change requires a team with sufficient expertise, relationships and leadership capacity.

According to Kotter (2012, pp. 7-9) urgency and a strong guiding team alone are not sufficient for a successful change, a clear vision is also essential. Evolve and the 2036 target already provide an overall strategic vision but this needs to be translated into achievable initiatives. Breaking the vision into clear initiatives would help ensure different areas are working towards the same outcome and employees understand how their roles contribute.

Evolve needs to become an integral part of internal communications. Team meetings and townhalls could provide consistent updates whilst giving employees opportunities to contribute ideas and understand progress. Kotter (2012, pp 9-10) states communication must go beyond words, inconsistent behaviour can undermine the change message. Communication should extend across Ariton’s various functions and multinational locations to ensure that the vision is understood throughout the entire organisation rather than only those involved directly with the project.

Barriers may include employee concerns, skill gaps or lack of resources. Rather than simply treating concerns as resistance, Artiron should understand what is preventing employees from engaging with the change (Hughes, 2016). The CIPDb  (2025) discusses the importance of allowing employees to have a voice, this will allow Artiron to build trust and understand employee concerns. Continued consultation along with a learning needs analysis can identify skills gaps where Artiron can provide appropriate training and development. 

With 2036 being such a distance in the future, short term wins are essential to maintain momentum. Artiron could establish smaller measurable targets such as emission reduction milestones or successful EV plant upgrades. Kotter (2012, pp.11-13) argues that short term wins provide evidence of progress and can maintain commitment during lengthy transformations. 

Artiron needs to ensure early achievements do not result in momentum being lost. Kotter (2012, pp.13-14) warns against “declaring victory too soon”. Progress should be continuously reviewed to understand what has been successful and where further changes are required. Successful initiatives could be expanded across different divisions whilst ongoing feedback allows Artiron to adapt its approach throughout the long term project.

Kotter (2012, pp.12-15) argues that change becomes embedded when it becomes “the way we do things around here”. Embedding sustainability into induction, people practices, objectives and everyday decision making could allow the behaviours developed throughout the change to become part of Artiron’s organisational culture and normal ways of working.

Q8. Using Kübler-Ross’s change curve it is possible to understand how change could be experienced by employees at Artiron during the introduction to cobots within the workplace. The model includes stages of shock and denial, anger, uncertainty, withdrawal, acceptance and integration. 
Initially, employees may experience shock or denial, especially if there is uncertainty around why cobots are being introduced of if they believe that the current workplace practices are already sufficient. This could develop into anger, frustration and uncertainty with employees concerned about their ability to integrate new technology or their job security (CIPDc, 2024). BPP Learning Media (2010) solidifies this, stating that individuals could resist change due to fears surrounding their ability to adapt and learn, a loss of control or that changes may make their roles more difficult. Anxiety around robots replacing human workers is common however research into their actual impact is mixed. Both a displacement view, where robots replace employees and a positive view where robots work alongside and enhance human labour (Dahlin, 2019). Artiron employees may experience the introduction differently depending on where their perception levels are, whether technology is viewed as a threat or a support tool.
During uncertainty and withdrawal, employees may experience anxiety and reduced performance whilst they understand how their roles will be affected (CIPDc, 2024). Communication, reassurance and retraining may help with the adjustment period (BPP Learning Media, 2010). Employee involvement may also influence how they experience the changes. Research by Cao et al (2024) on human-robot collaboration suggests that management and developers perceptions may not reflect the practical experience of employees, as such, involving those working with the cobots through feedback and input can help tailor systems to their needs and potentially increase acceptance. To support this, Artiron could involve front line employees in the cobot implementation and give them greater influence over how the technology impacts their current work. 
As employees gain experience working alongside cobots they may test what that change means for their role before they begin accepting the new way of working, eventually reaching integration (CIPDc, 2024). This could be supported by Dahlin (2019) who evidences that robots can complement employees ways of working rather than replace human labour.
It is important to note that when using the change curve, an individuals experience of change is not linear, people will be at different stages of the curve at different times or experience emotions that are not highlighted within the model (CIPDc, 2024). Some Artiron employees may welcome cobots immediately whilst others may remain resistant. Khanna (2026) recommends not to assign the stages to employee and instead to respond to reactions with ongoing involvement, support and redesign where required instead of assuming it predicts how each individual will experience the change.
Q9. Two factors that may impact employee wellbeing at Artiron are dissatisfaction with PPE for production employees and long working hours within support functions, both of which have been identified as wellbeing issues currently being experienced. Wellbeing has many layers and includes psychological, emotional, social and physical aspects (Taylor and Woodhams, 2022, p. 248).
Looking at PPE, although employee dissatisfaction does not necessarily mean that PPE is unsafe, it indicates that it’s suitability, comfort or fit should be examined. Janson (2024, pp. 6-7) highlights that inappropriate or poorly fitting PPE can have physical, behavioural and emotional impacts on wellbeing including discomfort, risks to safety and reduced morale. This is relevant for Artiron where production employee undertake physically demanding activities. Inappropriate PPE can contribute towards reduced overall wellbeing, lower productivity, turnover rates and absenteeism (Janson, 2024, pp. 25-26). 
Secondly, long working hours within support functions can lead to prolonged stress, negatively impacting physical and psychological health along with workplace productivity, performance and wellbeing (Hesketh and Cooper, 2019, pp.56-58). Research by Sinclair and Suff (2025, pp11-12) supports this relationship with heavy workloads identified as the most common work related cause of stress and stress related absences in the UK- reported by 41% of organisations. If Artiron’s long hours result from excessive workload, consistent exposure to this could therefor increase stress and negatively impact overall wellbeing of employees.
It is important for Artiron to address the underlying causes impacting wellbeing rather that relying only on initiative. CIPDd (2023) discusses reactive wellbeing provisions and how they may be ineffective where work itself is contributing to poor wellbeing. Factors such as workload, working hours and the working environment all have an impact. This is particularly important as wellbeing practices can support recruitment, retention, absence levels, employee engagement and performance (Taylor and Woodhams, 2022, p248). A point which Sinclair and Suff (2025, p.4) upholds, with research showing organisations reported an investment in wellbeing resulting in enhanced engagement and performance and a reduction in sickness absence. As Artiron operates across several countries, it should also consider whether the causes and experiences of poor wellbeing differ between locations rather than a blanket approach across the entire organisation. 
Q10. Artiron’s People team can support employees on early careers programmes through multiple stages of the employee lifecycle. Three particularly relevant stages are recruitment, onboarding and development due to Artiron’s apprenticeships, degree placements and post graduate contracts ranging across multiple countries and fields within the organisation.
During recruitment, the resourcing team would play an important part in attracting and selecting suitable candidates for the early career programmes. Recruitment involves advertising the vacancy in order to source talent followed by selection who will determine whom from the talent pipeline is the most appropriate candidate (Taylor and Woodhams, 2022, p. 41). Artiron recruits early career employees into many different areas such as manufacturing, project management, finance and engineering meaning the skills required and recruitment approach will differ based on the role. Its international operations also need to be considered. Allen and Vardaman (2017, p. 157) argue that recruitment practices are often influenced by national culture and as such may not always transfer effectively between countries. Artiron’s resourcing team must consider cultural differences when recruiting across different locations.
During onboarding, Artiron already provides a corporate induction which covers the mission, values and vision of the organisation which the learning and development (L&D) team could use to help early career employees understand the organisation and what is expected of them. CIPDe (2026) states that L&D specialists are largely responsible for the design, development and evaluation of induction programmes and identifies those entering their first jobs as having specific induction needs. Howlett (2020) states that different stakeholders involved in recruitment and onboarding need to work together to ensure a smooth experience for new employees. For Artiron this could mean an effective handover between resourcing and L&D team as an employee moves from recruitment into the onboarding stage.
Looking at the development stage, the talent and L&D teams could work together to support the skills and progression of early career employees. Taylor and Woodhams 92022, pp40-41) advise methods such as training, coaching, mentoring and shadowing opportunities across different departments or projects creating talent pools and opportunities for future promotions. L&D could identify development needs and provide the required training whilst talent can focus on creating career pathways and progression. As Artiron’s early careers employees work across very different areas, their development needs are unlikely to be the same. Providing suitable and fair opportunities can help employees progress whilst also building the skills Artiron needs for the future.
Q.11 People practices could support Artiron in achieving the net zero by 2036 goal by ensuring it has the right people and skills needed to deliver the Evolve strategy. Vertical integration is where people practices align with the wider organisation strategy, in this case Evolve, whilst horizontal integration is the alignment of different people practices with each other (Taylor and Woodhams, 2022b, p.106). 
Vertical integration can be applied through workforce planning which helps Artiron to identify the skills it will require to support the plans for increased EV production and achieve net zero and compare these against the current workforce skillset. Taylor and Woodhams (2022, pp38-40) explain that workforce planning involves forecasting future workforce requirements and identifying skill gaps, which can then be addressed through developing existing employees or help guide recruitment to fill these gaps.
For Artiron, identifying gaps early allows the People Team to establish whether specialist skills are needed for the planned manufacturing upgrades and can be developed within the existing team or whether further recruitment is required. This would allow for the organisation to plan ahead for changes needed to achieve net zero rather than reacting to skill shortages as they appear. This creates vertical integration by linking Artiron’s workforce requirements directly to the Evolve strategy.
Horizontal integration can then link workforce planning with the people practices used to address these gaps. Learning and development would then be brought in to execute upskilling and training as Artiron upgrades manufacturing plants. Patel et al. (2026, pp. 23-27) highlights that the transition within transport is expected to rely heavily on upskilling and reskilling existing workers with skills in electrical systems, battery technologies and digital diagnostics becoming increasingly important. Artiron can identify where current manufacturing and engineering employees require additional training and fill that gap, reducing reliance on external recruitment while ensuring employees have the tools required to succeed in their roles. That being said, as technology continues to develop, training needs to be consistently reviewed to ensure skills remain relevant.
Performance management could further support this horizontal integration and help connect the net zero target to employees individual roles. Gupta and Prusty (2026, p. 52) state that integrating sustainability goals into performance management and reward systems can increase employee engagement. Artiron could include relevant environmental objectives within individual or team performance goals such as reducing waste or energy usage. This could give employees clearer responsibility for contributing towards Evolve across different areas of the business. Objectives here need to be relevant and achievable for different roles however so they do not become a tick box exercise with little impact on the overall goal.
Ultimately, workforce planning identifies what Artiron needs, learning and development helps to develop those skills and performance management helps to ensure that sustainability is considered within day to day work. 

Q12. Employee voice is the ability of employees to express their views, concerns and suggestions and for these to influence decisions at work (CIPDf, 2026). Artiron has already used an employee survey which identified concerns around PPE, long working hours and pay. These findings provide a starting point but further consultation could help understand what is causing the issues and what employees feel would improve their wellbeing.
As Artiron employs over 50,000 people across multiple countries and functions, consulting everyone in the same way may not be effective. Taylor and Woodhams (2022b, p. 107) discuss using stakeholder analysis to identify and prioritise different groups and their needs. Artiron could consider who is affected by each wellbeing issue before deciding how to consult. Organisation wide surveys could establish broader priorities and identify differences between locations although they may provide limited detail about why employees feel a certain way.
At a team level, group meetings or focus groups could explore identified issues in more depth. For example, production employees could discuss the reasons for dissatisfaction with PPE, while support teams could explore the causes of long working hours and suggest possible improvements. This directly involves those who are experiencing the issues in finding solutions. Some employees however may be reluctant to speak openly within a group. CIPDf (2026) highlights employee silence as a potential barrier to voice, particularly where employees may feel there is a risk in speaking up.
Individual discussions could also have a role, particularly for personal or sensitive wellbeing concerns that employees may not want to discuss with a wider group. Wile this provides more detailed and confidential feedback it would not be practical as a main method due to the scale of the organisation.
It is imperative that Artiron is clear about the purpose of consultation and what employees can realistically influence. CIPDf (2026) states that genuine communication requires managers to listen and act upon the feedback they receive. Where something can not be changes, this should be communicated honestly rather than creating expectations that can not be met. Using different methods at individual, team and organisation level would allow Artiron to understand both wider wellbeing priorities and individual experiences while involving employees in realistic improvements.
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