AC1.1
Artiron Motors is a large global company with 50,000 employees. The current structure is a hybrid of divisional and matrix structures. 
Advantages of a divisional structure are that it helps support global large companies to deliver and particularly suits manufacturing products. The Divisional Autonomy allows that specific division to work on certain products, allowing the division to deliver efficiently. They are accountable for delivering their own financial results ensuring alignment to company strategy to achieve the business goals set (Burton, Obel and Dorthe Døjbak Håkonsson, 2020a).  Disadvantages of this structure are that employees can become siloed in their role and would have lack of collaboration with other areas of the business. Divisional structures are only effective when each division receives clear direction which aligns to the business strategy. Whilst there is a possibility of competitiveness between other divisions that could also cause double handing in workloads (Burton, Obel and Håkonsson, 2020b).
Matrix Structures can be advantageous and work well for worldwide companies by providing balanced decision making from leadership and supporting joint collaboration within the business (Galbraith, 2013a). Complicated and innovative projects can also be handled efficiently using this model (Stanford, 2022). Disadvantages include taking too long in decision making which can impact the business in a fast paced EV market. Confusion is also possible if multiple managers are giving different instructions, as employees could struggle to prioritise projects.  This can also lead to competitiveness amongst teams whilst cost efficiencies could run high with dual leadership (Egelhoff and Wolf, 2017a).
In my opinion given the size of the workforce and different functions across, Europe, US, Canada and China, a hybrid structure is better suited to Artiron as divisions can support global markets. It can use divisions by product or country to maximise efficiencies and support a variety of technology whilst being accountable for profit and performance which is cost effective and responsive in this approach. Faster decision making in the divisional structure can help any disruptions that arise due to supply chain or tariffs and can be handled quickly and effectively (Egelhoff and Wolf, 2017b).
Innovation can be used in the Matrix Structure to futureproof the company in the EV market and to help with continuous improvement in developing products and robotics.   The Evolve project and sustainability aspect would also be supported by this model with cross collaboration between engineers and manufacturing for example ensuring consistency across the function (Galbraith, 2013b).
Using this hybrid structure is important to Artiron’s company goals and profit to make the business successful in the future. 
AC1.2
Evolve Project
Customer expectations are pushing for companies to deliver low emissions and carbon net zero products especially around Electric Vehicles (EV’s).  For Artiron, this means developing new EV’s to stay competitive. This brings workforce planning challenges around technical aspects, Artiron will need to upskill employees and recruit specialists into these roles (CIPD, 2024c) to be successful. Evolve aims to be carbon net zero goal by 2036 which aligns with consumer expectations, giving Artiron the chance to strengthen its Environment, Social and Governance (ESG) position and grow in the EV market (Westney, 2023). Robotics will support this by improving speed, accuracy and productivity. This level of change can be difficult for employees and may cause uncertainty around their roles which could lead them to become disengaged. Clear effective communication from leadership is essential to reduce any concerns (CIPD, 2023b).
External factors such as tariffs can impact strategy, increasing production costs and high costings for sustainable materials, this requires Artiron to review and potentially adjust their pricing and supplier strategy (Kumar et al., 2026). Safety standard regulations would also need to be adhered to throughout, ensuring compliance is followed. 
Sustainability and eco- friendly sourced materials 
Artiron already has a global supply chain in place, but it must work closely with suppliers to source sustainable materials at a competitive cost, supporting strong ESG reporting and customer expectations are met. Sustainable materials can significantly increase production costs and affect overall EV pricing (azocleantech.com , 9AD).  Artiron could introduce a circular economy strategy which will help underpin the long term strategy plans by reducing waste, improving recycling and reusing of products meaning Artiron will achieve longer term cost efficiencies (For, 2026).   Robotics and cobots can also support recycling process (Muhammad Tuhin, 2025). There are risks around global tariffs and trade policies that may cause delays when sourcing materials resulting in supplier uncertainty. Cybersecurity is another risk as EV’s rely heavily on software programmes and could make the company vulnerable to cyber attacks. Artiron will need to make sure strong compliance processes are in place and provide employee training to protect the integrity of their data (PricewaterhouseCoopers, 2025). Climate pressures also mean Artiron must continue to adapt their strategy around emission reductions and net zero goals (Ryghaug and Tomas Moe Skjølsvold, 2023).  
Overall, market demands are pushing Artiron to become greener through EV manufacturing, and sustainable supply chains.  Although sustainable materials may cost more in the shorter term, investing in a circular economy will support longer term efficiency. Clear strategic direction will help Artiron increase profitability and achieve its Evolve goal by becoming net carbon zero by 2036. 

AC1.3
EV manufacturers within global supply chains are reliant on imported materials such as specialised components and rare metals whilst external factors such as tariffs and disrupted supply chains can substantially impact production costs and strategic decision making. 
Analysing these aspects using PESTLE can help Artiron identify key risks (CIPD, 2025e) by interpreting cost impacts and adapt strategies appropriately for manufacturing and sourcing.  From a political aspect tariffs are driven by trade policy which can affect the cost of imported materials. Economics can cause disruptions to supply chains affecting pricing of crucial components.  A social perspective highlights environmental awareness increase in the demand for EV manufacturing. Whilst technological innovation would be important to stay competitive if materials are limited. Legal requirements such as Environmental Regulations would require Artiron to ensure they are compliant in production processes and are responsible when sourcing materials.  Finally, from an Environmental view, limited sustainable materials can increase pressure on supply chains when trying to source materials.	Comment by James Moore: The CIPD doesn't like bullet point style...it fails people who use them. So, can you write these as full sentences in one paragraph please?
Tariffs are government imposed taxes on importing goods, making it more expensive for the receiving country (GovFacts, 2025). For Artiron these tariffs would apply to any components or raw minerals such as graphite needed for battery manufacturing (Effendi and Hannany, 2025). Manufactures may need to reassess their cost per vehicle and strategically may require renegotiations with supplier pricing. Higher tariffs impact Artiron’s competitiveness in comparison to the Petrol/Diesel vehicles by increasing overall cost of EV production.  
Supply chain disruptions such as delays can be caused by poor supplier performance, component shortages or unplanned events leaving Artiron open to risk. This creates operational instability, affecting lead times and delivery schedules this could cause Artiron to research alternative products reducing reliance on high risk suppliers (O’Sullivan, 2019a). Geopolitics can also play a part in disruptions if there are ongoing tensions between countries and trade barriers are enforced, this can lead to long delays (Devika Hardikar, Tuhkunen and Valadez, 2024). If delays occurred Artiron may need to move to suppliers in unaffected countries even at a higher cost to protect production in the short term. Artiron’s reputation could be tarnished if they fail to meet demand, strong risk management is needed to mitigate this.   Artiron will also need to be innovative with technology and design to remain competitive in an unstable environment.
AC1.4
Robotics will be significant for Artiron moving into EV production. Automated systems can complete repetitive tasks with greater speed, accuracy and reduce errors, enhancing operational efficiency (McManus, 2026).
However, increased reliance on digital technology is a critical concern, requiring Artiron to strengthen their resilience and ensure a robust risk management framework is implemented to prevent and respond to potential cyberattacks. These risks have huge implications for Artiron which would force them to assess workforce capability and supply chain resilience to remain competitive in this market.
SWOT analysis highlights internal strengths and weaknesses in line with robotics and cyberattacks, along with external opportunities and threats within the wider motor industry. Strengths include robotics which enhances productivity, speed and accuracy to improve consistency in EV production and reduce errors. Upskilling opportunity for employees to move into more technical roles, which would support talent development and improve retention rates (VGonzales, 2025).  Weakness could be a dependency on technology where a breakdown in robotics could lead to production closure and loss of profits. Artiron may have skill gaps in robotics engineering and cybersecurity roles which could limit a full move into automation. This would be a great opportunity for The Learning and Development team to create a training programme to upskill employees into digital and technical skilled roles helping to retain talent and reduce recruitment costs whilst supporting Artiron’s transition into Industry 4.0 and EV Manufacturing (Boxall and Purcell, 2022). Threats such as cyberattacks are a significant threat particularly as EV’s are software driven. An attack could lead to ransom demands, data breaches which could shut down production lines and potentially damage Artiron’s reputation (Red Sky Alliance, 2025). This could also impact financial performance being affected if production had to close meaning reduced profits and increased costs in recovery. There could also be threats from Tariffs and global supply chains disruptions as these could increase costs for EV materials and components leading to stricter environment regulations which may create greater compliance risks which could to financial loss. 
In 2025, Jaguar suffered a cyberattack which closed down their global production operations for five weeks resulting in huge costs for the company. This highlights the importance of robust risk management frameworks within organisations to protect them from potential cyberattacks (Tidy, 2025).
Overall, robotics will add value in productivity, quality, efficiencies and competitiveness. While cyberattacks present serious operational, financial and reputation risk, Artiron must ensure robust risk management frameworks and supply chain risk management are in place to ensure the company’s performance is supported in the evolving EV market. Robotics and cyberattacks do have significant implications such as investment is needed to upskill employees and strengthen cybersecurity, whilst improving technical knowledge and critical skills to protect digital infrastructure (Government Security Group, 2024). Workforce capability is key for operational resilience and remaining competitive in the global EV market.

AC2.1
Culture can have many different outlooks in organisations. The Schein model provides valuable insights into the different levels of organisational culture to help shape performance and behaviour. This is broken down into 3 levels as shown below in Figure 1 (Schein, 2017a). Applying this model will help identify any visible or hidden cultural issues across the organisation.

 [image: ]
Figure 1 taken from Expert Programme Management September 2022
Artifacts are elements of visible behaviours such as branding, furniture, dress code, office layout. Artiron can look at these and identify how culture is perceived across their organisation. An example is senior leaders at Artiron wear the same uniform as all levels of staff promoting an equal environment and removing visual hierarchy. In corporate functions they work in an open plan office and able to work from home up to 2 days a week. Both show a relaxed, innovative, and inclusive working environment (Schein, 2017b). 
Espoused Values and Beliefs include goals set by the organisation. Artiron’s goal is the Evolve strategy and the aim to be carbon net zero by 2036 and supporting the business whilst moving into a sustainable organisation. The company has mission and vision statements along with organisation values. Leadership make sure all new employees are aware of the company culture, helping them to integrate and align behaviours to the business (Liddle, 2026). 
Artiron’s hybrid structure shows employees they have thought about how best to lead each section of the business which are shared assumptions and beliefs. Having multiple divisions across the globe a one size won’t fit all, and this structure is critical to align to the framework to ensure Artiron delivers on its strategy. This helps Artiron identify why behaviours persist and why areas of the business work differently (CIPD, 2024e). 
Overall, Schein’s model allows Artiron to identify any differences that are visible or concealed across the business culture enabling managers to make evidence based practice decisions on how culture supports innovation and performance (Barends and Rousseau, 2018a). Having a separate divisional or matrix structure could be problematic as decisions made in the divisional structure would be slower than those in the Matrix structure, leading to disengagement across divisions who are left waiting a long time for decisions to be made (Egelhoff and Wolf, 2017c). Culture in the workplace also plays a part in production, engineering, and innovation, by creating a positive culture this will get the buy in from employees and ensure the performance output will be strong across the business (Fripp, 2023). 

AC2.2
Artiron’s move into the EV market creates a need for people practices that support an innovative culture by cross functional collaboration and continuous learning. Upskilling employees and recruiting EV and automation specialists will strengthen creativity and problem solving. Employees have the opportunity to develop in these new roles whilst reinforcing an inclusive culture (Armstrong and Taylor, 2020). Cross functional collaboration will be essential and needs to be supported by a robust training programme in robotics and automation. Given EV manufacturing is software driven rather than traditional internal combustion engines, employees will need support to be confident in technical production changes. 
Effective communication across the organisation is critical to build an inclusive culture where employees understand the new strategy and to reduce uncertainty where employees are more likely to accept change (Taylor and Woodhams, 2022a). It will be important for Artiron to support employees with reassurance from leadership, this will result in less resistance and increased positivity (Rees and French, 2016). Senior managers must lead by example and consistently promote inclusive activities where employees feel valued (CIPD, 2024d). It is imperative employees have a voice during the changes, feeling listened to and valued will promote inclusion and have a positive impact on performance reinforcing psychological safety (CIPD, 2024f). 
The Early Careers programme ensures that new starters are introduced to Artiron’s culture and values and demonstrate collaborate ways of working whilst making sure the employee has a sense of belonging within an inclusive working environment. This encourages diverse thinking and improve problem solving helping to close skill gaps in the organisation (McCartney and Noble, 2026). The programme needs to be successful, if managed poorly this could lead to employees not feeling settled and result in leaving the company early affecting attrition rates and costings (CIPD, 2025d).
Artiron’s employee survey results highlight the need for current people practices to be reviewed and to address workplace concerns promoting inclusion. Improving personal protective equipment (PPE) is critical, by doing this demonstrates commitment to employee’s wellbeing and in turn building trust in Leadership. This gives employees belief that they are valued and are provided with an inclusion culture. Introducing flexible working options could improve work life balance and support inclusion by considering employee’s needs (CIPD, 2025b).  According to CIPD (2023) 80% of employees have said flexible working has had a positive impact on their everyday life. 
As a hybrid organisation it is highly beneficial that Artiron use people practices to push cross collaboration and support innovation through creative problem solving. Consulting employees on any new changes will help a smoother transition into the EV market, meaning employees are more likely to support this move.

AC2.3
Lewin’s change management model is a three step behavioural process that helps organisations understand why change is necessary and how to transition effectively (Cameron and Green, 2024). This model is clear and easy for a large company such as Artiron to implement, in comparison to more complex models that may be difficult to apply to a global organisation.
Unfreezing the current strategy is important for employees to understand why carbon net zero is significant. Change can create resistance and uncertainty in the workplace, particularly for long serving employees. It is important to provide clear communication on why Artiron is moving away from internal combustion engines and allow for employees to voice any concerns. This will help employees feel more valued and included, reducing resistance and increasing support for the change. Strong management is needed to support employees through this change, building trust whilst reinforcing inclusion and positive culture (Hussain et al., 2018). 
During the Change stage, new processes and structures will start to be implemented. Clear communication and expectations are essential for the workforce. A strong training framework in robotics and EV technology will build confidence and capability in employees (Roberts and Tracey, 2024). This can promote opportunities for employees to learn new skills and adapt to the new way of working. Testing new supply chain practices and emission reductions can be carried out at this stage, supporting the progress towards achieving the carbon net zero goal.
Refreeze involves embedding new sustainability practices and policies into Artiron’s culture so that carbon neutral behaviours become standard. Strong leadership is needed to support new procedures, align Key Performance Indicators (KPIs) with the net zero strategy, and drive continuous improvement in EV production. This supports long term stability, maintains focus on sustainability goals, and prevents regression to old behaviours (CIPD, 2024a).
A downside to the model it can appear to be too straight forward. In a large organisation such as Artiron where change is continuous the refreezing process may not work as well and would need to be adapted to the organisation’s needs (Joonas Yli-Kerttula and Varis, 2023). 
Despite some limitations, applying Lewin’s model in Artiron can help leadership strengthen organisational structures in sustainability and will play a significant role in driving resilience, agility and embedding new practices (Gloria, 2025). Maintaining new behaviours to prevent falling back into old habits will be key for leadership to monitor. Using this model ensures Artiron builds a strong framework to support their carbon net zero goal. 

AC2.4
CIPD (2025a) states “change is constant and can be unpredictable and complex”. There could be a resistance to change from employees, and leadership will need to support these emotions throughout the transition.
The Kubler Ross model change curve has five emotional stages to the cycle that employees may experience during a momentous change; denial, anger, bargaining, depression, and acceptance (EKR Foundation, 2024).
To support employees Artiron needs to deliver consistent and effective communication regarding the introduction of cobots to alleviate concerns. Areas such as engineering, production staff may be in denial and may not believe they could be affected by these changes. Employee wellbeing is critical during this time as any resistance will lead to a loss of engagement and performance (Taylor and Perkins, 2026).
As employees move into the anger stage, they become frustrated and fearful having cobots in the workplace and new roles become a reality. Leadership must act with compassion for the situation and provide reassurance for employees throughout this stage. Keeping employees up to date with regular changes and highlighting the new opportunities and role changes will be key for building trust and reducing resistance. Effective listening is important, as employees will need a safe space to talk through any issues they may for see (BiteSize Learning, 2024).  
During the depression stage, employees may feel fearful of the cobots and lack confidence in their ability to do a more technical role, leadership will need to monitor for any changes in behaviours such as disengagement and absences. Support should be given to help any capability concerns and identify areas where employees need extra coaching (Harrison, 2020). This will help the employees to move into the acceptance stage.
As the cycle continues and it reaches the bargaining stage, employees may want to get involved and suggest alternatives way of working with cobots. Leadership can demonstrate how the cobots could integrate with employees in the workplace. Employee involvement will be a positive reinforcement to the introduction of new technology.
At the acceptance stage, Artiron employees will engage positively with cobots, whilst recognising the opportunities and learning developments and see how valuable the collaboration with cobots and robotics will be and how it improves productivity. This helps the employees recognise why the changes have been necessary and see what a vast impact the cobots will have in areas of the organisation, such as engineering, manufacturing, and production (Ivo Baselt et al., 2025). 

AC2.5
Organisational change at Artiron particularly the introduction of cobots is likely to have a significant impact on employee wellbeing. Artiron must prioritise employee wellbeing during the change transition, reducing workplace stress and maintaining a positive working environment is crucial for fostering employee engagement (ACAS, 2025). 
Employment stability is a key wellbeing factor for Artiron. The introduction of cobots may create uncertainty about redundancy, or anxiety about changes to job roles which can affect employee confidence, job security, and overall wellbeing. 
Artiron’s leadership must address these concerns using clear communication, providing appropriate training on new production equipment, and offering reassurance which will help build trust and engagement during change. 
Psychological safety is also essential, as employees need to feel safe to express concerns and offer feedback about the change without any negative consequences (Robyne Hanley-Dafoe Ed.D, 2025). If managed poorly, these issues could lead to resistance to change, reduced engagement, lower morale, and poor performance, eventually causing the breakdown of trust between the employee and the organisation. Artiron can help by providing employees with access to an Employee Assistance Program (EAP) by offering confidential support during periods of uncertainty (Suff, 2024).
Personal Protective Equipment (PPE) is a factor of wellbeing and as a manufacturing company, Artiron must ensure that employees have appropriate Personal Protective Equipment (PPE) to carry out their roles safely. Prioritising employee safety minimises the risk of injuries and supports employee wellbeing. PPE may include gloves, masks, protective glasses, whatever equipment is required for them to perform their roles safely (Health and Safety Executive, 2022). Regular risk assessments and compliance checks are essential to ensure employees are protected and working conditions are safe. Without adequate PPE employees are unable to safely do their job and could be exposed to unnecessary risk which can significantly affect employee wellbeing by increasing stress, reducing trust, and making employees feel undervalued resulting in potential absenteeism.
Addressing both employment stability and physical safety measures is essential for protecting employees during technological change at Artiron as this strengthens inclusion, reinforces trust and employees feel protected. As a result of this, trust and performance should improve.

AC3.1
It is important that employees starting out in their early careers journey feel supported throughout their employee lifecycle. At Artiron the People Team play a key role ensuring early careers employees feel welcomed, fully trained and supported as they begin their new career.
At recruitment stage, Talent Acquisition Partners deliver fully inclusive recruitment marketing campaigns that attract diverse individuals and highlight Artiron’s available opportunities. Early Career advisors build relationships at career fair’s, speaking with colleges and schools to promote apprenticeships and graduate programmes. They work closely with People Business Partners to understand workforce planning needs, especially new skills required for EV production, manufacturing, and cobots. They ensure recruitment processes are fair, clear, and aligned to business strategy enabling employees to feel confident coming into their new role (CIPD, 2024g). Strong recruitment practices help Artiron to employ the best talent available. 
Onboarding and development are crucial for the new early career employees to feel confident, included and connected to Artiron’s culture (Walker, 2023). Learning & Development (L&D) Trainers deliver structured onboarding that introduce early careers employees to Artiron’s manufacturing environment, health & safety standards, and technical training in robotics to help them integrate into the workplace. Business Partners ensure managers know how to support early careers employees, setting clear guidelines and expectations and creating a psychologically safe environment.
Successful onboarding improves retention by helping early careers employees to feel safe and equipped to do their role retaining talent in the business for the future.
Reward is important in the early careers lifecycle as it recognises and compensates employees for their contribution by using performance reviews, feedback, and recognition.
It can affect employee engagement, motivation, and retention as they are still developing new skills and building confidence in the workplace. Having a structured pay framework for apprenticeships and graduates will be essential for Artiron as pay should reflect progression, development and any qualifications gained. Clear guidelines ensure employees understand that reward is fair and consistent across the company. Business Partners advise managers on how to conduct performance reviews and how this links to the company pay structure, again ensuring pay is fair and consistent for every employee. L&D play a pivotal role in delivering technical training for robotics or EV production that can increase employee value and gain skills to progress further in the business allowing the employees to view clear progression opportunities and feel supported through structured training programmes.  This strengthens longer term capability and improves retention (CIPD, 2025c).
Together, these People Team roles support Artiron’s strategic goal of delivering project Evolve project and expanding EV production in the future.

AC3.2
The People Team will be instrumental in driving change for Artiron. Policies need to align to organisation strategy, and leadership must reinforce sustainability priorities. The People Team will help embed these changes whilst providing suitable training programs and creating an inclusive culture. It is vital the People Team deliver accurate Sustainability and ESG reporting to ensure compliance (Green, Peters and Young, 2020), whilst using this data for effective evidence based decisions.
Artiron must ensure sustainability is built into the core organisational strategy. Workforce planning will be essential, changing employee skills from internal combustion engines to EV engineering, battery components, and robotics. The People Team must ensure robust training is in place and upskilling existing staff would be cost effective and improves EV capability in the workforce, but skills gaps in advanced robotics may require external recruitment or partnerships with colleges for early careers programmes. From this employees will understand how their roles help achieve the business strategy (CIPD, 2024b).
Embedding new behaviours will be important during the transition. Effective communication and giving employees a safe space to voice concerns will be crucial for them to adopt the new sustainability practices. A consistent message from leadership will be needed for employees to feel they are being listened to whilst offering a supportive wellbeing programme will build resilience and show employees they are being supported through this change (CIPD, 2023c).
Solid HR data will be key to provide evidence for sustainability in workforce capability which can identify any technological skill gaps in the workforce. Turnover data will be important to review and highlight any engagement or resistance issues from employees. Introducing KPI’s linked to carbon net zero will allow HR to review and assess how this change has impacted the business, this information is essential for the People Practice Team to use evidence based practice for making business decisions (Barends and Rousseau, 2018b). Poor data could lead to ineffective decision making.
Overall, the People Practice Team is integral to the organisation to help Artiron Motors to achieve their carbon net zero goal by 2036. People practices help the organisation to align behaviours and culture to new strategy incorporating sustainability and helping to build the skills needed to train and support employees in EV and robotics.  Using quantitative data to track and measure evidence based decisions, whilst increasing employee engagement through employee voice and helping reduce uncertainty.  Without these People practices in place Artiron would struggle to achieve their organisational strategy and achieve carbon net zero by 2036.

AC3.3
Whilst Artiron Motors is going through this transition into EV production, collaboration is vital between leadership and employees to help maintain engagement and protect wellbeing, particularly given the uncertainty within technological role changes. Focus groups across different areas of the business can provide a safe space for employees to raise concerns particularly early identification of any wellbeing risks such as stress or safety issues. Effective leadership listening is critical as it highlights early detection of psychological wellbeing concerns such as role uncertainty, capability anxiety, or safety related issues. Managed poorly this could lead to disengagement and reduced morale. Management recognition for employees who speak up can reinforce positive behaviours and contribute to a supportive culture, although the impact depends on consistent communications from leadership (Taylor and Woodhams, 2022b). A downside to focus groups is they can be dominated by confident employees and then others feel they are not contributing or afraid to speak up. From these sessions it is important that leadership act on this feedback and communicate with employees on any future changes.
Shift workers and employees who may not feel comfortable speaking up in a group setting need alternative consultation methods ensuring all voices are heard. Confidential surveys provide an inclusive method for collecting feedback from entire workforces, enabling Artiron to identify wellbeing concerns that may not transpire during a group session. Ensuring confidentiality is essential as it increases psychological safety and encourages employees to share wellbeing concerns without fear of negative impact to them (Gallup, 2025). A limitation of surveys are response rates may be low, which can reduce the reliability of the feedback (Taylor and Woodhams, 2022c).
Wellbeing Champions are a valuable resource to have within an organisation as they provide regular feedback from the employees to managers which can help promote early intervention. This promotes employee engagement and an inclusive culture. Wellbeing Champions help promote the EAP wellbeing programme, where employees can speak confidentially and using this programme will help reduce any concerns and help build resilience. This instils trust and belonging for employees (Broughton-McKinna, 2026).
Having focus groups, survey’s and wellbeing champions at Artiron demonstrates inclusivity and shows employees that their feedback is valued. This can influence wellbeing by strengthening trust and reduce resistance to change.
Leadership must communicate the outcomes from these consultations, failing to do this will lead to a loss of trust, lower morale, and employee disengagement in the commitment to wellbeing from the business. 
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