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Part 1

AC1.1
Organisational structures influence reporting relationships, communication, decision making and accountability within organisations (CIPD, 2024). As Artiron Motors operates across the UK, Europe, the USA and Canada, selecting an appropriate organisational structure is important to ensure effective reporting lines, coordination, decision making and accountability across the business (Taylor and Woodhams, 2022).
A divisional hierarchical structure for Artiron Motors may have several advantages as each division is likely segregated to focus on delivering the specific product or service or in a geographical area, in this instance the UK & Europe. There would be clearly defined roles and responsibilities that relate to the geographic area; due to the size of the organisation, each division would likely have its own business functions. This would likely include but not be limited to HR, IT, and Operations. There then may be a headquarters of the overall organisation that will have similar functions and support the divisions by providing direction and ethical policies as well as collecting evidence to support the overall strategic plan. A key advantage of this for Artiron Motors may be that they are able to use a divisional structure to respond to the requirements of the localised regulatory challenges, this also may allow each area to focus on their own areas, rather than looking to involve themselves across multiple sites. However, a drawback may be that each division becomes a separate identity and innovation then lacks, as the teams don’t work together, leading to the risk of duplication of work. This may hinder Artiron Motors' Evolve Strategy. 

A matrix structure is great for Artiron Motors, as they have specific project-based work when looking at Net Zero and advancements in battery technology. A matrix structure can support this by bringing together specialists from various sectors to develop and work together so that the organisation can work to maximum efficiency. Where it is managed correctly, there can be high levels of motivation and a positive impact; however, if managed poorly, this structure can lead to confusion, demotivation and conflict between the teams. When this is considered against the concern of long working hours and lack of support functions in Artiron Motors' recent survey, they would benefit from creating a wellbeing strategy around either a divisional or matrix structure, according to the research (Clemo) Artiron Motors would be aware of a lag in the UK, supported by the current UK engagement levels.





AC1.2

Using the PESTLE tool to analyse 2 customer preferences may be valuable, as Artiron Motors are seeing an increased demand for eco-friendly vehicles and safer vehicles. According to Taylor and Woodhams (2022) the PESTLE analysis is a useful framework for understanding external influences on organisational decision-making. In Artiron Motors case, the social and environmental elements of PESTLE help explain increasing customer demand for electric vehicles and sustainable manufacturing practises. According to the research (Maxwell,2024) we can determine that customer preferences for eco-friendly products coupled with promoting Artiron Motors' open office and 2-day-a-week working-from-home approach will allow the embedding of the Evolve strategy across the company.

Customers are increasingly choosing eco-friendly vehicles that produce lower emissions and have a reduced environmental impact. A study by over 27,000 consumers in 26 countries by Deloitte (2024) found that environmental considerations continue to influence vehicle purchasing decisions, with growing consumer interest in electric vehicles and sustainable transport solutions. This supports the need for Artiron Motors to invest in EV production and battery technology to remain competitive. Further aligning to Artiron Motors' ambition to be Net Zero by 2036 through its Evolve strategy. As demand for this increase, it is likely to impact the organisational development need in electric vehicle development, aligning to the requirement of upgrading the plants for EV production. Whilst this is a direct impact of the demand for EVs, there may be a financial outlay to start with capital investment in technology, equipment and development, with the opportunity to increase market share and support the Evolve strategy at the same time.

As customers are also looking for safer vehicles as well as eco-friendly manufacturing of the vehicles in a sustainable manner, Artiron Motors will need to consider the environmental impact of their vehicles and consider the safety standard of how the cars withstand damage. This may be in the form of sourcing sustainable materials and monitoring carbon emissions from the supply chain. Whilst doing this may link to the Evolve strategy as well as being considered through the environmental part of a PESTLE analysis, safety must be considered. The safety of their vehicles, coupled with the eco-friendly approach, could improve brand reputation and increase customer loyalty, in turn increasing the customer base. 







AC1.3

Tariffs and supply chain issues are external pressures that can be analysed using the PESTLE method, focusing on political and economic elements of the analysis tool (Taylor & Woodhams, 2022) Artiron Motors operates internationally, making their exposure to these elements unavoidable. 

Tariffs are taxes imposed on imported or exported goods and are often linked to political decisions. A current example is the tariff changes taking place in the USA. As Artiron Motors operates across multiple markets, increased import or export costs may reduce profitability and competitiveness. If these costs are passed on to customers, sales demand may decline. Reduced profits may also limit investment in the Evolve strategy and create financial pressures that lead to recruitment freezes or restricted pay increases, potentially worsening employee satisfaction. An opportunity exists to source more components locally or engage alternative suppliers to reduce tariff exposure.

Supply chain disruption is another external pressure, which may be worsened by cyber-attacks and result in manufacturing delays. According to Deloitte's Global Automotive Consumer Study (Walker and Proff), disruption can increase costs, reduce production capacity and negatively affect customer satisfaction. This may impact revenue, damage brand reputation and delay progress towards Artiron Motors' net zero ambitions. Developing a wider supplier network and increasing stock inventories when costs are favourable could help reduce this risk.
Together, tariffs and supply chain disruption present significant political and economic challenges for Artiron Motors. According to research (Cheese,2025). organisations must build resilience in response to economic uncertainty and external disruption. This may encourage Artiron Motors to develop a more sustainable supply chain and increase local manufacturing, supporting the long-term Evolve strategy.





AC1.4

It’s clear that robotics and cyber attacks are having an impact on work at Artiron Motors, for both strands are important, as robotics are already heavily relied upon within their factories and robotics are at risk from cyberattacks. With Artiron Motors being such a large force in the industry, this may make them a target for cyberattacks. 

Robotics has been adapted in Artiron Motors with painting, welding and the consideration of introducing co-bots that will work alongside the employees as part of their Evolve Strategy. This may have a positive impact on the company’s performance by increasing productivity & consistency, as co-bots may undertake repetitive tasks that may cause risk to humans from a repetitive strain injury; this in turn increases employee wellbeing. Co-bots may do this to a higher level of accuracy, as fatigue or the working time directive is not a factor. Whilst this impact positively in many ways, this may lead to a reduced moral within the workplace, according to the CIPD (“CIPD | Future-Focused HR: Using AI to Raise Productivity Without Weakening Capability and Trust”) we can determine that AI can cause some employees to feel less valued as their role shifts from using specialist expertise to overseeing AI outputs, potentially reducing motivation, increasing job insecurity, and limiting development opportunities, particularly in entry-level roles

The National Cyber Security Centre (“NCSC Statement: Incident Impacting Jaguar Land Rover”) released a statement in relation to a similar incident to Jaguar Landover, which caused and economic impact of over £1.8 Billion. This is a similar organisation to Artiron Motors, with key learnings including multi-authentication, password regular changes and updated software. The impact of a cyberattack could be catastrophic to Artiron Motors, as they may lose commercially sensitive information, including data from future product innovation, as well as weaken their brand reputation. A successful cyber-attack could also disrupt manufacturing systems and supply chains, delay production schedules and impacting Artiron Motors' ability to meet customer demand, as a control measure Artiron Motors may look to increase employee training towards phishing attacks and cyber security to act as a line of defence, rather than a venerability. 

Overall, robotics are likely to have an overall positive impact, so long as they are utilised in a positive way, supporting employees through lowering risk, increasing communication and effective training. In comparison, cyberattacks pose a significant risk and have a higher risk to operational & economic performance, whereby Artiron Motors should consider continued investment in both robotics and cyber security.



AC2.1
Schein’s model of organisational culture could help Artiron Motors identify whether there is alignment between what the organisation says it values and what employees experience. Schein’s model suggests that culture consists of three levels: artefacts, espoused values and underlying assumptions.

The first level is artefacts; these are the visible aspects of an organisation that are easy to observe. At Artiron Motors, examples include open-plan offices, hybrid working, corporate induction programmes and leaders wearing the same uniform as employees. These suggest a culture of inclusion and collaboration but do not explain how employees genuinely feel.

The second level is espoused values, which are the beliefs and principles an organisation promotes. At Artiron Motors, quality, innovation, sustainability and inclusion are communicated through induction and the Evolve strategy. However, according to the research by Edgar Schein (EPM) suggest that espoused values do not always reflect employees' actual experiences. Understanding these values can help identify whether the culture promoted aligns with the culture experienced.

The third level is underlying assumptions, which are the unconscious beliefs that influence how employees think and behave. This level can help Artiron Motors identify cultural gaps. Although the organisation promotes positive values, employee concerns relating to PPE, long hours and pay suggest that some employees may hold different assumptions. If employees feel wellbeing concerns are not being addressed, they may believe organisational priorities differ from those communicated by senior leaders (Taylor and Woodhams, 2022).

As Artiron Motors introduces co-bots and upgrades its plant, Schein’s model could help leaders understand employee responses to change. Visible investment (Artefacts), supported by clear communication of its purpose (Espoused Values), may help employees feel secure and motivated (Underlying Assumptions). Aligning all three levels could reduce resistance and improve employee engagement.





AC2.2

People practises are the policies, processes and activities used to manage employees throughout the employment relationship. According to CIPD (CIPD, 2024). people's practises play a significant role in shaping organisational culture by influencing employee behaviour, engagement and organisational values. For Artiron Motors, people practices could help create an innovative and inclusive culture that supports the Evolve strategy, the transition towards electric vehicle production and the organisation's carbon net zero ambitions. According to the research (Peters) this highlights that people who practise which promote participation and autonomy can enhance employee wellbeing, while practises that increase workload and time pressure may have negative wellbeing impacts. Therefore, people's practises should not only support organisational performance but also promote employee wellbeing to help sustain engagement, productivity and positive cultural change.

Innovation can be positively supported using technology to allow employees at Artiron Motors to be at lesser risk as well as learn new skills to work collaboratively with Co-Bots and AI services. This may allow employees to be more innovative, encouraging new ideas to contribute towards innovation. This is likely to only come to fruition if there are good people practising around learning & development; with Artiron Motors' talent pipeline, this seems to be positive.

Inclusion is an important part of an inclusive culture that can support innovation because employees are more likely to share ideas and challenge existing approaches when they feel respected, valued and psychologically safe (Taylor and Woodhams, 2022). ensuring that employees' names are listened to so that they feel they are making a difference. The recent survey at Artiron Motors suggests employees value the opportunity to raise concerns as they have with PPE, working hours and pay. Additional people practises may include consultation, focus groups and employee forums, even wellbeing weeks where all levels of the business mix together, creating an inclusive group. This is likely to increase trust and engagement within the working group.

A recruitment people practice supports both innovation and inclusion, as it would support attracting new skill sets from various backgrounds and experiences. Artiron Motors' careers programme & contracts for students lasting 2 years are positive signs that there is a positively supported programme in place already to encourage a strong talent pipeline for the future. 

Overall, people practice around learning & development, inclusion through employee voice, and recruitment could positively support the innovative and inclusive culture at Artiron Motors. These practises will allow employees to continually develop, feel valued within the organisation and contribute positively, which is important as the use of technology is brought in to support the Evolve strategy. 








AC2.3

Kurt Lewin, a social psychologist, developed the three-stage Change Management Model of Unfreeze, Change and Refreeze, which can help organisations implement and sustain change effectively. Artiron Motors could apply this model to support its transition towards carbon net zero through the Evolve strategy.

Unfreezing involves preparing employees for change by creating awareness of why it is necessary. According to the CIPD (2025), organisations should communicate the reasons for change and engage employees early to build understanding and reduce resistance. Artiron Motors could communicate the environmental, economic and technological drivers behind the Evolve strategy, helping employees understand why changes to manufacturing processes and working practises are required. Leaders could also explain the reasons for achieving carbon net zero by 2036 and the benefits this will bring.

The second stage, Change, is where new ways of working, behaviours and processes are introduced. At Artiron Motors this may involve upgrading facilities for electric vehicle production and introducing additional cobots. Learning and development, supported by clear leadership communication, would be essential to maintain employee engagement. This stage could also involve retraining employees and introducing more sustainable manufacturing processes. (Taylor and Woodhams, 2022).

Once new ways of working are implemented, the final stage is Refreeze, where processes become embedded within the organisation's culture. Sustainability objectives could be incorporated into performance reviews, induction programmes and organisational policies to ensure low-carbon practises become part of everyday working culture. Whilst the model is simple to communicate and follow, it may be difficult to tailor to specific areas of the organisation.

An alternative approach is Nudge Theory; according to the research, we can determine by Thaler and Sunstein (2008) that Nudge Theory encourages positive behaviour through subtle influences rather than direct instruction. Artiron Motors could use environmental performance dashboards, sustainability recognition schemes and low-carbon defaults to encourage sustainable behaviours. The advantage is that employees may feel greater ownership of change; however, it is unlikely to be sufficient for large-scale organisational change on its own and is most effective when used alongside a structured model such as Lewin's.


AC 2.4
Organisations need to change their response to internal and external pressures such as technological advancements, economic conditions, changing customer expectations and strategic objectives (CIPD, 2024). Effective change management is important because poorly managed change can result in resistance, reduced engagement, lower productivity and failure to achieve organisational goals. People professionals play a key role in supporting change through communication, employee involvement, training and organisational development. Understanding how employees experience change is therefore essential when implementing new initiatives, such as the introduction of cobots at Artiron Motors, as employees may respond to change in different ways.

The Kubler-Ross Change Curve is a model that explains the emotional responses individuals may experience during change. Although originally developed to explain grief, it is widely used in organisations to understand how employees react to workplace change (Taylor and Woodhams, 2022). Artiron Motors could use this model to understand and support employees during the introduction of cobots as part of the Evolve strategy. 
Initially, employees may experience shock or denial when they learn that cobots will be introduced into manufacturing operations. Some employees may worry that technology could replace aspects of their role or reduce the value of their existing skills. This uncertainty may create resistance and anxiety. However, other employees may view the introduction of cobots positively, recognising opportunities to develop new skills and improve future career prospects.

As the change progresses, some employees may experience frustration or anger, particularly if they feel uncomfortable learning new technologies or believe the change will disrupt established working practises. Employees with longer service may find it more difficult to adapt than those who are already familiar with technology. At this stage, effective communication, consultation and employee involvement are important to address concerns and maintain trust. Over time, employees may enter the exploration and acceptance stages. Through training and support, employees can begin to understand the benefits of working alongside cobots, including reduced repetitive tasks, improved safety and opportunities to develop new skills. This can increase confidence, engagement and commitment to the change.

Finally, employees may reach commitment, where the use of cobots becomes a normal part of everyday work. However, the model recognises that individuals experience changes differently and may progress through the stages at different speeds. Therefore, Artiron Motors should provide ongoing communication, training and support throughout the transition to reduce resistance and improve the successful adoption of cobots. 

Overall, the Kubler-Ross Change Curve highlights that employees are likely to experience a range of emotional responses during the introduction of cobots. Understanding these responses will help Artiron Motors provide appropriate support, minimise resistance and improve the likelihood of successfully embedding the change within the organisation.



AC 2.5 
Employee wellbeing is defined by the CIPD as creating an environment that promotes employees' physical, mental, social and financial health. Wellbeing is important because it can influence engagement, productivity, absence levels and retention (CIPD, 2024).

One factor that could impact employee wellbeing is long working hours, particularly within support functions. Long working hours can contribute to stress, fatigue and poor work-life balance, increasing the risk of burnout and negatively affecting both physical and mental wellbeing. This can be analysed using David Rock's SCARF model, which suggests that individuals are motivated by five social domains: Status, Certainty, Autonomy, Relatedness and Fairness (Rock, 2008). Long working hours may reduce an employee's sense of Autonomy, as they may feel they have little control over their workload or working patterns. Reduced autonomy can increase stress and reduce motivation. (Taylor and Woodhams, 2022). If not addressed, excessive working hours may lead to increased absence, lower productivity and higher employee turnover. Artiron Motors could address this by reviewing workloads, promoting flexible working arrangements and ensuring managers regularly monitor employee wellbeing.

A second factor is pay dissatisfaction, which was identified across all employee groups in the survey. Within the SCARF model, dissatisfaction with pay can be linked to Fairness, which refers to an individual's perception of how they are being treated. Employees who believe their pay does not fairly reflect their contribution may experience reduced motivation, lower engagement and decreased job satisfaction. Perceived unfairness can also damage trust between employees and the organisation. This is particularly important for Artiron Motors, as the organisation is introducing significant changes through the Evolve strategy and will require employee commitment to support its transition towards carbon net zero. If employees feel undervalued, they may be less willing to engage positively with organisational change initiatives.

It is important that both factors are addressed because employee wellbeing is closely linked to organisational performance. Employees who feel supported, rewarded and able to maintain a healthy work-life balance are more likely to remain engaged, productive and committed to organisational objectives. By addressing concerns relating to working hours and pay, Artiron Motors can improve employee wellbeing, strengthen retention and support the successful delivery of the Evolve strategy.


AC 3.1 

The employee lifecycle describes the stages an employee progresses through during their employment relationship. Common stages include attract, recruit, onboard, develop, retain and separate (CIPD, 2024). Artiron Motors operates an early careers programme that includes apprenticeships, placement students and graduate contracts across a variety of specialisms, making effective people practises important in supporting employees throughout their journey with the organisation.

The first stages are to attract and recruit. The resourcing team could work with schools, colleges and universities to attract candidates with the skills required for future organisational needs. This would help Artiron Motors build a sustainable talent pipeline and reduce future skills shortages as the organisation expands its EV production capability. This is particularly important for Artiron Motors, as the organisation requires a strong talent pipeline to support its Evolve strategy and future electric vehicle production. The resourcing team could work with schools, colleges and universities to attract candidates with the skills required for future organisational needs (Taylor and Woodhams, 2022).

The next stage includes selection & onboarding. Artiron Motors already provides a corporate induction programme where new employees are introduced to the organisation's mission, vision and values. The Learning and Development Team could support early-career employees through structured inductions, mentoring and training programmes that help individuals integrate into the organisation and understand expected behaviours. Effective onboarding can improve engagement, confidence and retention by helping employees feel part of the organisation from the outset (CIPD, 2024)

The next stage is employee development. The Talent Management and Learning and Development Teams play an important role in supporting apprentices, placement students and graduates through training, performance reviews and career development opportunities. This is particularly important as Artiron Motors is introducing new technologies such as cobots and expanding electric vehicle production. Ongoing development ensures employees build the skills and knowledge required to contribute to organisational success while supporting future career progression. According to the CIPD (2025), organisations that invest in development throughout the employee lifecycle can strengthen engagement, retention and their employer brand, helping to attract and retain future talent.

Overall, the Resourcing, Learning and Development, and Talent Management teams all play important roles in supporting employees through the employee lifecycle. By effectively attracting, onboarding and developing early-career employees, Artiron Motors can strengthen its talent pipeline and support the successful delivery of its long-term strategic objectives.




AC 3.2

People practises can help Artiron Motors achieve its ambition of becoming carbon net zero by 2036 by ensuring that people's strategies are aligned with organisational objectives. According to the CIPD (2024), workforce planning and people strategies should be aligned to organisational objectives to ensure organisations have the capability required to deliver future business goals.

Strategic people management can be viewed through both vertical integration and horizontal integration. Vertical integration refers to the alignment of people management practises with organisational strategy, while horizontal integration focuses on ensuring that different people practises work together to create a consistent and cohesive employee experience (Taylor and Woodhams, 2022). Artiron Motors' Evolve strategy and transition towards electric vehicle production require both forms of integration to achieve long-term success.
Vertical integration occurs when people directly support organisational goals and strategic objectives (Taylor and Woodhams, 2022). At Artiron Motors, the Evolve strategy aims to achieve carbon net zero by 2036 likely requiring significant investment in electric vehicle production, sustainable manufacturing processes and new technologies such as cobots. People practises can support this by aligning recruitment, learning and development, performance management and reward strategies with sustainability objectives. For example, recruitment campaigns could target candidates with skills in battery technology, renewable energy and sustainable engineering, whilst learning and development programmes could equip existing employees with the knowledge required to support EV production. By aligning people practises to the Evolve strategy, Artiron Motors can develop the workforce capability required to achieve its environmental objectives.

Horizontal integration refers to the alignment of different HR policies and practises so that they work together to support organisational outcomes. At Artiron Motors, recruitment, training, performance management and reward practises should be integrated to reinforce sustainable behaviours. For example, employees recruited for sustainability-related roles should receive training that develops environmental knowledge, while performance objectives could include carbon reduction targets and sustainability measures. Reward and recognition schemes could then reinforce these behaviours by recognising employees who contribute to environmental improvements. This creates a cohesive people management system where each person's practice supports the others and collectively contributes towards the carbon net zero objective.

Overall, people's practises can play a significant role in helping Artiron Motors achieve its carbon net zero ambition. Through vertical integration, people strategies can be aligned directly to the Evolve strategy and sustainability goals. Through horizontal integration, recruitment, learning and development, performance management and reward practices can work together to create a workforce that is capable, engaged and committed to supporting the organisation's transition towards a more sustainable future.



AC 3.3
Employee wellbeing is an important contributor to organisational performance. According to CIPD (“CIPD | Wellbeing Resources”) organisations that invest in employee wellbeing can benefit from improved engagement, productivity, retention and reduced absence levels. Wellbeing can influence engagement at individual, team and organisational levels. At an individual level, employees are more likely to feel motivated and valued; at a team level, wellbeing can improve collaboration and morale; and at an organisational level, it can contribute to higher productivity, stronger organisational performance and improved retention.

Consultation involves seeking employee views before decisions are made and is an important mechanism for promoting employee voice (Taylor and Woodhams, 2022). This may include focus groups, team meetings, surveys or employee representatives to better understand what employees feel they wish to have improved and what the team already feels from a survey there could be improvements to PPE, hours and pay. A key benefit of consultation is that employees feel valued and heard, and this then leads to an increase in trust. According to the research (Patrick Lencioni) we can determine that trust in a business ultimately leads to engagement. Artiron Motors would benefit from consultation, leading to evidenced action that employees can see, and furthermore, if there is feedback from employees and no improvements, this may lead to a decline in engagement.

Once consultation is implemented, Artiron Motors could continue with regular engagement activities, such as employee group meetings, regular surveys, wellbeing weeks and forums, as well as including employees in the Evolve strategy. Managers should be wanting to hold wellbeing conversations with the employees and recognise employee contributions in a natural, organic manner. Based on the recent survey, it would be of benefit for production teams to identify improvements to PPE, with support functions to contribute to improvements to work-life balance and all employees to participate in wellbeing action groups.

Overall, Artiron Motors could improve employee wellbeing through a combination of consultation and engagement activities. By actively listening to employees and involving them in decisions, the organisation would be better placed to address concerns relating to PPE, working hours and pay. This would likely improve employee wellbeing, strengthen engagement and support the successful delivery of the Evolve strategy. Whilst pay is likely to remain an important concern for employees, consultation and engagement can help employees feel valued, involved and supported, which may positively influence overall wellbeing, engagement and job satisfaction.
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