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(AC 1.1)
Taylor and Woodhams (2022, p.68) state that organisational structure should support strategic goals. Artiron Motors uses both divisional and matrix structures.

A divisional structure separates an organisation into distinct areas, such as products, markets or geographical regions. As Artiron Motors operates across the UK, Europe, North America and China, this structure allows decisions to be made closer to local markets. Divisions can respond more quickly to customer demand, competition and regulatory requirements while focusing on their own objectives and performance.

However, divisional structures can create silo mentalities, where divisions prioritise local goals rather than organisational priorities (Thompson, 2026). For Artiron Motors, regional divisions may focus on local performance targets rather than the Evolve strategy. With over 50,000 employees, duplicating functions such as finance, marketing and people management can increase costs and reduce efficiency. Poor communication between divisions may also result in products not meeting customer demand.

Artiron Motors also uses a matrix structure, where employees report to both functional and project managers. This enables specialists from areas such as engineering, manufacturing and finance to collaborate on EV projects and share expertise across locations. This is particularly beneficial as the organisation develops Electric Vehicle and responds to rapid advancements in battery technology, enabling expertise to be shared across functions and international locations.

The matrix structure facilitates efficient use of resources, as specialists can contribute to multiple projects without each division needing its own dedicated teams. This supports collaboration, innovation, sustainability goals and employee development through exposure to different projects, increasing engagement and staff retention (Workplace Learning Report 2025).
However, employees may experience conflicting priorities from different managers. This can create uncertainty, slow decision-making and delay project delivery. Senior and Swailes (2010, as cited in Mullins and Rees, 2023, p.429) suggest matrix structures require strong cooperation and communication to be effective. Without these, innovation is reduced (Stewart and Rogers, 2017, p.9) affecting the delivery of the Evolve strategy.
(AC 1.2)
One customer preference is the increasing demand for electric and low-emission vehicles. According to the International Energy Agency (IEA, 2025), EV sales represented around 25% of all new car sales, demonstrating significant growth in consumer demand for more sustainable solutions. This presents an opportunity for Artiron Motors to expand its EV range and meet changing consumer expectations for more environmentally friendly transport. This reflects environmental factors identified through a PESTLE analysis, as consumers are increasingly seeking products that reduce carbon emissions and environmental impact.

The case study identifies “advancements in battery technology” as an external pressure and highlights that “manufacturing plants will require upgrading for EV production”. Govind et al. (2019, cited in Taylor and Perkins, 2026, p.319) states “consumers are becoming increasingly ethically aware, demanding higher standards from the companies from which they purchase goods and services”. As a result, Artiron may need to adapt its organisational strategy by investing in research and development, manufacturing processes and employee skills to ensure it remains competitive within the automotive industry. Whilst this investment may increase short-term costs, failing to respond to this customer preference could result in competitors gaining a greater share of the growing EV market and potentially impact Artiron’s long-term profitability and goals.

A second customer preference is for products that are manufactured using sustainable and environmentally responsible processes. Deloitte (2023) found that 46% of consumers surveyed had purchased a sustainable product or service, indicating that sustainability is increasingly influencing purchasing decisions. Consumers are becoming increasingly aware of the environmental impact of organisations and expect businesses to reduce carbon emissions across their manufacturing activities and supply chains. This aligns with Artiron Motors’ Evolve strategy and can also be linked to Social and Environmental factors within a PESTLE analysis, as customers are increasingly concerned with ethical and sustainable business practices. As a result, Artiron Motors may need to adapt its organisational strategy by investing in sustainable sourcing, energy-efficient manufacturing processes and low-carbon technologies to meet customer expectations. 

By addressing environmental concerns, “organisations can attract top talent and eco-conscious customers while contributing to the planet’s wellbeing” (Zahid, 2023). Whilst these initiatives may increase operational costs in the short term, they could strengthen Artiron's brand reputation and improve customer loyalty by demonstrating a commitment to sustainability. However, if Artiron fails to meet these changing customer expectations, it could damage its reputation as an internationally recognised automotive manufacturer and potentially result in reduced sales and market share. 

(AC 1.3)
Tariffs and supply chain disruption are significant external factors that could affect Artiron Motors due to its global operations across the UK, Europe, North America and China.

Tariffs are taxes imposed on imported goods. For Artiron Motors, tariffs could increase the cost of importing vehicle components, raw materials and batteries used in EV production. This would raise manufacturing costs and potentially reduce profit. This could result in less money being invested in strategic priorities. 

In addition, increased production costs may lead to higher vehicle prices, reducing competitiveness and market share in key markets. If tariffs reduce profitability, Artiron Motors may be tempted to reduce spending on employee initiatives. However, CIPD (2026, Wellbeing at Work Factsheet) highlights that employee wellbeing contributes to engagement, performance and organisational commitment, meaning short-term cost savings could have longer-term negative consequences for performance and retention.

Supply chain disruption could also have a major impact on organisational performance. Artiron Motors relies on an international supply chain to provide the components and technology required for vehicle manufacturing. Any delays in obtaining critical parts, particularly EV batteries and other specialist equipment, could slow production and affect the organisation's ability to meet production deadlines, and ultimately customer demand. This may result in loss of sales, reduced customer satisfaction and potential damage to the company's reputation.

Supply chain issues could also affect progress towards the Evolve strategy. The company plans to expand EV production and upgrade manufacturing plants, but disruption to the availability of equipment or battery technology could delay these developments and hinder achievement of sustainability objectives.

Both tariffs and supply chain disruption could have implications for employees. Production delays and increased financial pressures may mean employees are required to work longer hours to close the gap in shortfall, or Artiron Motors may look at ways to save money, which could impact employee job satisfaction, wellbeing and feelings of worth. Cheung-Judge and Holbeche (2021, p.483) argues “failing to protect well-being has a significant economic impact on businesses as prolonged stress eventually leads to burnout.” As employee surveys have already highlighted concerns about pay, wellbeing and working hours, these concerns, if not addressed, may reduce employee engagement, morale and retention.

Overall, tariffs and supply chain disruption present significant risks to Artiron Motors by increasing costs, disrupting production and potentially delaying progress towards its EV and sustainability goals. These challenges could affect both organisational performance and the employee experience, making effective planning and risk management essential.

(AC 1.4)
Robotics and cyberattacks are significant factors influencing the automotive industry. Both present opportunities and risks for Artiron Motors, affecting organisational performance, employees and strategic goals.

Robotics has transformed vehicle manufacturing by increasing efficiency, consistency and productivity. The case study states that Artiron Motors already uses robotics for "painting, welding, assembly, quality checking and material handling." Manufacturing using robots can improve product quality by reducing human error and enabling faster production. Ford (2015, cited in Taylor and Perkins, 2026, p.67) suggests robotics could create “lights-out factories operating around the clock in which no human being is needed”. This could increase profitability, reduce waste, helping Artiron Motors remain competitive while meeting growing demand for EVs and sustainable vehicles. 

Artiron Motors plan to introduce collaborative robots (cobots), which are designed to work alongside employees. By automating repetitive and physically demanding tasks, cobots could improve wellbeing, health and safety, while allowing employees to focus on more complex activities. This may reduce work-related injuries and employee sickness, supporting productivity. However, implementing cobots will require training and upskilling. Employees may fear job losses or changing skill requirements, potentially reducing engagement. Effective change management is therefore essential, as poorly managed change can lead to a “loss of market position, stakeholder credibility and key employees” (CIPD, 2025). In addition, upgrading manufacturing plants will require significant investment.

Alongside the benefits of technology comes the risk of cyberattacks. Artiron Motors “has been the subject of, and continues to face, many attempted cyber-attacks.” As modern manufacturing relies on interconnected digital systems, a successful attack could disrupt production, damage systems and create financial losses.

Cyberattacks could also compromise sensitive employee, customer and research data, including information relating to vehicle and battery technologies. Sebastien Pavie (as cited in CIPD, 2017) warns that “hackers are after a company’s most valuable asset – data.” Failure to prevent cyberattacks could damage reputation and customer trust. Employees may also experience increased workloads and pressure if systems become unavailable or recovery is prolonged.

Overall, robotics are likely to have a positive impact on Artiron Motors because they can improve efficiency, quality and contribute to the transition to EV manufacturing. However, this depends on effective workforce planning, clear communication for change management and employee development. In contrast, cyberattacks represent a significant risk because they could interrupt operations, threaten valuable data and undermine organisational performance. Therefore, Artiron Motors should continue investing in innovation such as EV technologies, robotics and robust cybersecurity measures, to achieve its strategic goals.

(AC 2.1)
Schein's model suggests that organisational culture exists at three levels: artefacts, espoused values and underlying assumptions. Schein “proposed that organisational culture develops very slowly and is passed on or actively taught to people who join an organisation ‘as the correct way to perceive, think, and feel” (CIPD, 2025, Organisational Climate and Culture Factsheet). By analysing each level, Artiron Motors could gain a deeper understanding of its culture and identify whether employee behaviours align with organisational goals.

The first level is ‘artefacts’, which are the visible aspects of culture. At Artiron Motors, examples include employees wearing the same uniform regardless of seniority, open-plan offices, hybrid working arrangements and the use of robotics and AI. Corporate induction also introduces employees to senior staff, who “explain the importance of quality, innovation, sustainability, and inclusion”. These visible features promote messages of collaboration, equality and innovation. However, artefacts only show what culture looks like and do not explain why people behave in particular ways. For example, open-plan offices may promote collaboration but could also create distractions and reduce privacy.

The second level is espoused values, which Buchanan and Huczynski (2023, p.102) define as beliefs about “how work should be done and situations dealt with that guide employee behaviour.” At Artiron Motors, these include quality, innovation, sustainability and inclusion, which are communicated during induction and the Evolve strategy. However, the organisation operates across the UK, Europe, North America and China, employees may interpret these values differently. Taylor and Woodhams (2022, p.65) suggest “cultures differ in their expectations of what is an ‘effective’ and performing employee” and so attitudes towards hierarchy, communication and decision-making may vary between countries. Therefore, Schein's model could help leaders assess whether organisational values are being consistently understood and demonstrated across all locations.

The deepest level is ‘underlying assumptions’. These are unconscious beliefs shaped by factors such as national culture, professional background and local working practices. These assumptions could sometimes create conflict or behaviours that do not fully align with the organisation's stated commitment to inclusion, innovation or collaboration. Understanding these differences could help Artiron Motors create a more consistent culture across its international operations and benefit from diverse perspectives in decision-making (CIPD, 2021, cited in Taylor and Woodhams, 2022, p.215). Ultimately, benefitting its employees, customers and profit margin.

Overall, Schein's model could help Artiron Motors identify gaps between its intended culture and employees' actual experiences. By understanding artefacts, espoused values and underlying assumptions, leaders can strengthen cultural consistency and support successful delivery of the Evolve strategy.

(AC 2.2)
People practices play an important role in shaping organisational culture by influencing how employees are recruited, developed, engaged and supported. At Artiron Motors, effective people practices could help create a culture that is both innovative and inclusive as the organisation introduces cobots and transitions towards EV (EV) production.

One important people practice is employee involvement and participation. Creating opportunities for employees to contribute ideas, provide feedback and participate in decision-making can encourage innovation by drawing on the knowledge and experience of those closest to the work. Employees are often in a better position to identify operational challenges and suggest improvements to processes. Involving employees in discussions about the introduction of cobots could also help create an inclusive culture by ensuring individuals feel heard, respected and appreciated. CIPD (2025, Employee Engagement and Motivation Factsheet) suggests that this could also benefit “customer satisfaction, productivity, innovation, staff retention, efficiency and health and safety performance.”

A second people practice is learning and development. To facilitate innovation, Artiron Motors will need employees who can adapt to new technology and develop the skills required for EV production. Providing training on how to work alongside cobots and investing in upskilling opportunities would help employees build confidence and competence. Learning at Work survey (CIPD, 2023, p.4) reference a recent YouGov survey of line managers that said “L&D has a significant contribution to make in improving organisational performance, transformation, innovation and growth.” This not only helps achieve business priorities but also promotes inclusion by ensuring all employees have access to development opportunities, regardless of their background or current role. Employees who feel invested in are more likely to engage with change and contribute new ideas.

Recruitment and talent management can also help strengthen an innovative and inclusive culture. By attracting candidates with diverse skillsets, experiences and perspectives, Artiron Motors can increase creativity and problem-solving capability. A diverse workforce is more likely to generate a wider range of ideas, enabling innovation and continuous improvement, ultimately to the benefit of their international customer base. CIPD (2025, Talent Management Factsheet) further suggest “automation and AI reshape roles, upskilling and re-skilling will become essential”. Fair and inclusive recruitment processes can also help reduce bias, ensuring opportunities are accessible to a broader talent pool and promoting equality within the organisation.

Overall, people practices such as employee involvement, learning and development and recruitment and selection can positively support Artiron Motors in creating a culture that encourages innovation and inclusion, where employees feel valued, heard and empowered to contribute to organisational success.

(AC 2.3)
Kotter's Eight-Step Change Model provides a framework to help organisations successfully implement and sustain change. Artiron Motors could use Kotter's model to manage its transition towards achieving ‘carbon net-zero by 2036’.

The first step is creating a ‘sense of urgency’ during change. Artiron Motors could communicate the importance of reducing its carbon footprint, not only to meet environmental responsibilities but also to remain competitive in the growing EV market. Waite et al. (2021, p.137) argue that “the key to managing all change is communication and ensuring this happens with all stakeholders.” Explaining the reasons for change and the risks of not acting can help increase employee engagement and reduce resistance.

For Kotter's second and third steps, ‘building a guiding coalition’ and ‘forming a strategic vision and initiatives’, involve leaders, managers and employees in planning the transition, helping to create ownership and commitment across the organisation. Linking this to the organisation's vision and values could help employees understand how their role contributes to achieving wider organisational objectives.

The fourth and fifth steps, 'enlisting a volunteer army' and 'enabling action by removing barriers', highlight the importance of communication and employee involvement. This is reinforced by Clarke's (2010) ‘Four Doors of Change’ model suggests that people respond to change differently; focussing on what they are leaving behind or the new opportunities. Artiron Motors should provide opportunities for employees to ask questions, share ideas and receive training. This can build confidence, reduce resistance and encourage participation in sustainability initiatives.

Kotter's sixth step, ‘generating short-term wins’, helps maintain momentum. Artiron Motors could recognise achievements such as reducing waste, lowering energy consumption or introducing more sustainable manufacturing processes. Recognising progress can help reinforce commitment to long-term goals.

The final two steps, ‘sustaining acceleration’ and ‘instituting change’, focus on embedding change into organisational culture. Artiron Motors could integrate sustainability goals into performance discussions, rewarding environmentally responsible behaviours and continue building on early successes.  Cassidy and O'Neill (2025) argue that “building the systems around your change is really what helps us not fall back into different habits or bad habits”. Embedding sustainability into processes and behaviours can help ensure carbon net-zero becomes part of everyday working practices rather than a short-term initiative.

Overall, Kotter's model could help Artiron Motors implement its carbon net-zero strategy by creating engagement, maintaining momentum and embedding sustainable behaviours across the organisation.

(AC 2.4)
One model that helps explain how employees experience organisational change is the Kubler-Ross Change Curve. Originally developed to describe the emotional stages of grief, the model has since been adapted to help organisations understand employee reactions to workplace change. The model suggests individuals may experience stages of shock, denial, frustration, depression, experimentation, decision and integration before successfully adapting to a change. Although linear, this can be cyclical, depending on individuals’ levels of resilience. Waite et al. (2021, p.37) suggest that “the more we are aware of change and its potential implications, the more likely we are to manage it effectively.”

At Artiron Motors, the introduction of collaborative robots (cobots) is likely to generate different emotional responses across the workforce. Initially, some employees may experience shock when learning that cobots will be introduced into production processes. This may be followed by denial, particularly if employees believe the change will not affect their role or if previous changes have not been fully implemented.

As the reality of the change becomes clearer, some employees may experience frustration or anxiety, particularly if they perceive automation as a threat to job security or believe their existing skills may become less relevant. Employees who have experienced poorly managed change in the past may be more resistant or disengaged. Concerns about changing job requirements could contribute to stress, reduced morale, become critical of the organisation and its management, and increased absenteeism and/or staff retention (Cheung-Judge and Holbeche (2021, p.389).

Edmondson (2011, cited in Buchanan and Huczynski, 2023, p.649) argues that employees who raise concerns, ask challenging questions or make mistakes during change should be encouraged rather than criticised. By encouraging employee involvement, ensuring psychological safety, Artiron Motors could identify potential risks and practical challenges early, drawing on the knowledge and experience of those directly affected by the introduction of cobots.

Over time, with effective communication and support, employees are more likely to move into the experimentation stage. Training and development opportunities could help employees learn to work alongside cobots and develop skills needed for EV production. As confidence grows, employees may begin to view the technology as a support rather than a replacement.

The final stages; decision and integration, occur when employees accept the change and recognise its benefits. At Artiron Motors, employees may appreciate that cobots can reduce repetitive tasks, improve productivity and support the organisation's EV and carbon net-zero ambitions. As a result, new ways of working can become embedded in daily practice. 

A limitation of the Kubler-Ross Change Curve is that it assumes individuals experience similar emotional stages, whereas in practice employees may respond very differently to change depending on factors such as personality, previous experiences and perceived impact on their role.

(AC 2.5)
Employee wellbeing refers to an individual's physical, mental and emotional health at work. Hesketh and Cooper (2023, p.13) associate wellbeing with feeling “safe, comfortable, secure, happy, fortunate and, of course, healthy.” Positive wellbeing can improve engagement, productivity and job satisfaction, whereas poor wellbeing may result in sickness absence, reduced performance and higher staff turnover. Two factors that could impact employee wellbeing at Artiron Motors are dissatisfaction with personal protective equipment (PPE) and long working hours. 

Employee survey results identified dissatisfaction with “personal protective equipment (PPE) by production operatives”. PPE is essential in protecting employees from workplace hazards and helping them feel safe whilst carrying out their duties. If PPE is uncomfortable, unsuitable or perceived as inadequate, employees may become concerned about their safety and wellbeing. Wallace (2022, cited in Taylor and Perkins, 2026, p.360) argues that physical safety should be prioritised within workplace wellbeing, ensuring employees are “kept safe from physical harm at work.” Dissatisfaction with PPE could therefore affect both physical wellbeing, through increased risk of injury, and psychological wellbeing, if employees feel their safety is not being prioritised.

Addressing these concerns is important as Health and Safety Executive (HSE) stress employers must provide PPE and ensure workers have sufficient information, instruction and training on PPE use. Employees who feel safe and supported at work are more likely to be engaged and productive. Failing to address PPE concerns could reduce morale, increased absence and damage trust between employees and management, particularly as Artiron Motors introduces new technologies and EV production processes.

Secondly, long working hours were highlighted in the staff survey. Excessive working hours can negatively affect both mental and physical wellbeing, increasing the likelihood of feeling fatigue, stress and burnout. Employees may struggle to maintain a healthy work-life balance, reducing the time available for rest, family commitments and personal interests. CIPD’S UK Working Lives 2019 Survey (cited in Waite et al, 2021, p.144) identifies overwork and long working hours as factors that can disrupt work-life balance and increase the likelihood of mistakes. Over time, this can reduce motivation, job satisfaction and employee retention

Addressing long working hours is important as employee wellbeing directly influences organisational performance. Artiron Motors could support wellbeing through effective workload management, flexible working arrangements and encouraging healthy work-life boundaries. If not addressed, the organisation may experience higher sickness absence, reduced productivity and increased employee turnover.

Overall, dissatisfaction with PPE and long working hours have the potential to negatively impact both the physical and mental wellbeing of employees at Artiron Motors. Addressing these concerns is important not only to ensure employee health and safety, but also to maintain engagement, productivity and organisational success.

(AC 3.1)
The employee lifecycle describes the 6 different stages an employee experiences throughout their employment journey. People professionals play an important role in supporting employees at each stage, helping them develop the skills, knowledge and experience needed to succeed. Waite et al (2021, p.103) emphasises having people professionals to create bespoke strategies at each stage could help achieve Artiron Motors’ long-term goals of developing EV technology and becoming ‘carbon-net zero by 2026’.

The first two stages are attraction and recruitment. Recruitment and Talent Management Specialists can support Artiron Motors by designing inclusive recruitment campaigns that attract apprentices, graduates and placement students. This could include promoting the Artiron Motors’ brand as an innovative and eco-friendly employer, through its commitment to sustainability, EV production and innovative technology such as cobots. CIPD (2025, Employer Brand Factsheet) argue that creating a positive employer brand results in better performance against competitors, building an engaged workforce.

The next 2 stages are onboarding and development, where Learning and Development (L&D) professionals have a key role to play. Employees on early careers programmes are likely to require structured assistance to build their confidence, competence and knowledge. At Artiron Motors, this could involve comprehensive induction programmes which can contribute to the overall employee experience and longer-term engagement (CIPD, 2025, Employee Induction Factsheet). They could also offer mentoring opportunities and training on new technologies used within manufacturing processes. As the organisation continues its transition towards EV production and carbon net-zero, L&D professionals can ensure employees develop the skills needed to meet current and future organisational needs. Investing in employee’s development ensures individuals feel valued and assisted in their career progression.

Final stages are retention and separation. HR Business Partners and Talent Management professionals can encourage employee retention by helping them identify career pathways and progression opportunities within the organisation. Regular performance and development conversations can help employees understand how they can grow and develop their careers at Artiron Motors. Recognition programmes, succession planning and providing opportunities to take on new responsibilities could also improve motivation and commitment, creating a pipeline of skilled employees for the future. Talent Management Institute (2025) states “the most impactful succession plans prioritize cross-training and development opportunities at all levels across the organization” which Artiron Motors’ Matrix structure can support. This can help prevent ‘separation’ where Artiron Motors would lose employees, resulting in further recruitment costs and loss of talented employees. 

Overall, different roles within the People Team contribute to supporting employees throughout the employee lifecycle. By attracting diverse talent, providing development opportunities and creating opportunities for career advancement, the People Team can help ensure employees on early careers programmes at Artiron Motors have a positive employee experience and are equipped to contribute to the organisation's long-term success.

(AC 3.2)
People practices could play a key role in helping Artiron Motors achieve its goal of becoming ‘carbon net zero by 2036’. Although the organisation has developed its sustainability strategy through employee consultation, achieving this will require employees at all levels to adopt new skills, behaviours and ways of working. Key people practices include Learning and Development, Employee Engagement and Talent Management.

Learning and Development (L&D) will be particularly important as Artiron Motors increases EV production and introduces collaborative robots (cobots). Employees will need training to work effectively with new technologies and understand how their roles contribute to the Evolve strategy. The CIPD (2020) highlights the importance of preparing employees for change through “future-focused learning solutions which support workforce transition to technology use.” By developing knowledge of sustainable working practices, waste reduction and new manufacturing processes, L&D can equip employees with the skills required to support the transition. This can also increase confidence and reduce resistance to change.

Employee Engagement practices can further support sustainability goals. The case study highlights that Artiron Motors developed its strategy through extensive employee consultation, demonstrating the value placed on employee voice. Cheung-Judge and Holbeche (2021, p.479) argue that a more “consultative and participative management style” supports positive organisational outcomes. Continuing to involve employees in identifying ways to reduce waste, improve efficiency and increase sustainability could generate practical ideas from those closest to day-to-day operations. When employees feel listened to, they are more likely to support change and take personal responsibility for achieving environmental targets.

Talent Management can also contribute to achieving carbon net-zero. The case study highlights the organisation's early careers programme, which supports future workforce planning through apprenticeships, graduate schemes and placements. Recruiting and developing employees who are committed to innovation and sustainability can help ensure the organisation has the capabilities needed to achieve its environmental objectives. As Waite et al. (2021, p.107) suggest, recruiting both internally and externally helps organisations “attract the best pool of applicants”. Embedding sustainability into induction, leadership development and career pathways can further reinforce environmental responsibility as part of the organisational culture.

Overall, people practices can support Artiron Motors' carbon net-zero ambition by developing workforce capability, encouraging employee involvement and ensuring future talent aligns with sustainability goals. This demonstrates that achieving carbon net-zero depends not only on technology and infrastructure, but also on the people who drive and sustain change.

(AC 3.3)
Consulting and engaging employees is important for promoting wellbeing, particularly during periods of organisational change. At Artiron Motors, employees may experience uncertainty, anxiety and digital burnout as the organisation introduces cobots and transitions towards EV production and its carbon net-zero goals. Involving employees in decisions that affect them can help them feel valued, informed and supported.
One way Artiron Motors could consult employees is through regular team meetings, focus groups and feedback loops. These provide opportunities for employees to raise concerns, ask questions and contribute ideas. The CIPD (2026, Cultural Transformation Case Study) states that feedback loops and continuous-improvement cycles are fundamental to ongoing success. Regular consultation can help leadership understand factors affecting wellbeing while strengthening trust between employees and management.
Employee surveys are another useful consultation method. Surveys provide a confidential way for employees to share views on workload, wellbeing, job security and workplace concerns. The results can help identify trends or problems before they become more significant. However, consultation alone is not enough. Kotter (1995, cited in Cheung-Judge and Holbeche, 2021, p.198) found that only 30% of change initiatives successfully progress beyond planning. Employees therefore need to see that feedback results in meaningful action; otherwise trust and engagement may decline.
Artiron Motors could also strengthen employee voice through wellbeing champions, employee representatives or trade union representatives. These individuals can act as a link between employees and management, helping to raise concerns and represent different perspectives. However, Hsiung and Tsai (2017, cited in Taylor and Perkins, 2026, p.390) highlight the impact of power distance on employee voice. In countries such as China, employees may be less likely to challenge authority or openly discuss concerns. Artiron Motors should therefore create psychological safety so employees feel comfortable raising wellbeing issues either directly or through representatives.
Engagement can be further improved through regular communication and involvement in decision-making. Providing updates on organisational changes, explaining the reasons behind decisions and involving employees in developing solutions can reduce uncertainty and increase feelings of control. MacLeod and Clarke (2009, cited in Hesketh and Cooper, 2023, pp.84-85) suggest this helps create “happy employees who draw great meaning and purpose from their work”. Employees are more likely to embrace change when they understand it and feel their views have been considered.
Overall, Artiron Motors can improve wellbeing by consulting employees, encouraging employee voice and maintaining open communication. When employees feel informed, listened to and involved, they are more likely to experience positive wellbeing, remain engaged and contribute to organisational success.
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