
Evaluate the advantages and disadvantages of a divisional structure and a matrix structure for Artiron Motors, given the nature and size of the organisation. (AC 1.1)
 A divisional organisation structure is one which is separated into it its areas of specialism; products or services provided and geographical area (Buchanan 2023). A benefit of a divisional organisational structure is that they are well suited to a large multinational organisation, such as Artiron motors, who are a large company with a global presence and a focus on becoming a more sustainable organisation. There are advantages for Artiron if utilising a divisional organisational structure. Artiron could take advantage of their global presence, with each region focusing on its own markets, regional needs and preferences. This results in increased accountability for their own performance. A divisional organisational structure also has the benefit of more efficient decision making due to regional management autonomy.  Research highlighted that clear information in an organisational structure regarding decision making and accountability were just as important as the actual organisational structure itself in meeting the strategic aims (Neilson, Estupinan & Bhushan 2015). However, there are disadvantages with such a large organisation adopting a divisional structure. Regional working with the focus soley on a small niche market or specialist services could result in increased silo working.  According to the CIPD (2025a) Silo working reduces organisational collaboration and limits sharing of best practice, which could impact quality of services and products provided by Artiron. This can mean inconsistent practices develop across regions leading to poor customer services or increased costs.  Regional siloed working can increase the competition between regions which will impact organisational culture (CIPD 2025a). A divisional structure for Artiron can also increase the risk of duplication of functions and resources across multiple regions with an increase in costs and affects their mission statement of improving sustainability. 
A matrix organisation structure combines a top-down hierarchy with a horizontal line of authority. It enables staff from differing specialties to collaborate on a project. An employee in a matrix structure has two lines of authority; the project manager and the department manager (Buchanan 2025). A matrix organisation can be an advantage for Artiron as it will address the disadvantages of a divisional structure. Matrix working will increase collaboration in Artiron and enable them to focus on project working. Innovation is increased due to the mix of employees involved in a project and employees can learn new skills from colleagues (Taylor and Woodhams 2022). Artiron have ambitious plans to increase their sustainability, a benefit of matrix working ensures subject specialists such as EV experts are placed in the right teams to contribute to complex projects (Neilson, Estupinan & Bhushan 2015). 
 A disadvantage of matrix working is confusion over decision making as there are two management structures, project and departmental (Buchanan 2025). An Artiron employee may report to a regional operational project manager and to a global departmental manager. Further issues can arise when there is conflict between the managers. This complex reporting structure and a lack of clarity can be detrimental to an employee's wellbeing as Matrix working can foster confusion about priorities and organisational goals (Taylor and Woodhams 2022).
Analyse how two customer preferences for eco-friendly products could impact organisational strategy at Artiron Motors. (AC 1.2)
Artiron customers have displayed preferences for more eco-friendly vehicles and safer vehicles. These 2 requests will have a direct impact on the operational and strategic work of the company. A swot analysis is a tool that can be used by Artiron to measure the impact of accommodating the customer preferences (Taylor and Woodhams 2022). The information provided as part of the analysis will provide direction for developing the appropriate strategy and its implementation.
SWOT analysis for safer vehicles.
Strengths- increased trust from customers, build a reputation for vehicle reliability, less recall of vehicles over safety issues.
Weaknesses- increased investment needed for developing new technology, increase in production costs, production times may be longer due to testing.
Opportunities- increased safety rating so appeals to families, adherence and pre-empting a change in legislation so able to future proof vehicles for new standards. Competitive advantage.
Threats-increase in safety standards may raise the cost of production, rapid changes in technology could make some safety feature out of date.
SWOT analysis for eco-friendly vehicles.
Strengths- benefit from the demand of environmentally friendly vehicles, compliance with environmental standards/regulations, seen globally as a sustainable manufacturer.
Weaknesses- increased investment needed for the technology development, possible supply chain issues of resources needed such as batteries, workforce skills and capabilities.
Opportunities- possible benefits/grants from governments for sustainability work, open new customer demographic globally, more sales due to expanding markets. 
Threats- increased competition from other manufacturers, changing prices for resources such as batteries, competitiveness can be reduced due to advancements in tech by other manufacturers.
Reviewing the outcomes of the SWOT analysis, responding to customer preferences of increased safety and more eco-friendly vehicles can be viewed as an emergent strategy. As opposed to a long term, fixed planned strategy, Artirons' emergent strategy, develops over time and the organisation adapts to changing customer expectation, and the external demands placed upon it (Taylor and Woodhams 2022). The benefit of an emergent strategy is that Artiron can be competitive in an evolving global market. The Emergent strategy encourages innovation and flexibility which is further supported by the matrix structure of the company enabling collaboration across departments. However, Artiron must be aware that an emergent strategy can increase costs and create a level of uncertainty if customer preferences or technology changes.  
Analyse the impact of tariffs and supply chain disruption on Artiron Motors. (AC 1.3) 
Artiron could carry out a PESTLE analysis as it is designed to examine the external environments which can impact the business and its operational strategy (Taylor and Woodhams 2022).  Artiron is a secondary sector manufacturer reliant on the primary sector for its raw materials.   Tariffs are implemented by governments and can increase the cost of importing raw materials and the vehicle components Artiron need to produce its safer and more eco-friendly vehicles (Contractor 2025) Supply chain disruption can also be affected by an unstable political climate, such as international conflict which can make it difficult for Artiron to reliably source essential components.  
 Imposed tariffs and supply chain disruption will have an economic impact on Artiron. They could experience an increase manufacturing costs and a reduction in availability of key materials. Artiron may also be forced to source supplies from alternative providers at an increased cost (Contractor 2025)  To compensate their profit margin Artiron could choose to pass these additional costs onto their customers which in turn could have an impact on demand as the vehicles become too expensive. Alternatively, they absorb those additional costs which impacts their overall financial performance. 
Artiron customer satisfaction will be negatively impacted by the tariff and supply chain issues due the potential increase in price of the vehicles. Customers may choose to purchase from cheaper, alternative manufacturers. Customers may also be waiting longer for delivery of their new vehicle due to Artiron supply chain issues which can be damaging to their public profile. 
The technology required to develop more eco-friendly and safer cars may be impacted by tariff and supply chain issues. Supply chain disruption will impact the speed at which Artiron can receive the necessary components to manufacture safer and more eco-friendly vehicles. Ariton would need to review their strategy around managing the supply chain and possibly invest in alternative technology to provide them with more options to avoid unnecessary delays. 
Tariffs imposed on goods is linked to international agreements and trade regulations. As a global company Artrion must remain compliant with the varied import and export legislative requirements of each country (Contractor 2025) Artiron will need to amend contracts and supply arrangements in response to any changes in legislation.
Artiron has a mission to be carbon net zero by 2036, however supply chain disruption could impact this strategic objective as sourcing materials from further afield will increase transport distance and their carbon footprint. This will make it more difficult for Artiron to remain on target to achieve its sustainability objective.
It is evident from the PESTLE analysis that tariffs and supply chain disruption will present challenges for Artiron. There are increased costs, profitability is threatened and production delays make it more difficult for them to achieve their strategic objective in producing safer and eco-friendly vehicles. They will need to review their strategy to take account of the investment needed for supply chain resilience, utilising a wider range of suppliers with consideration of production costs and pricing. 
                                                                                                     
Assess the impact of robotics and cyberattacks on the car manufacturing industry and how this impacts work at Artiron Motors. (AC 1.4)
Artiron motors could carry out a PESTLE analysis to assess the impact of robotics and the cyberattacks on their industry. It could be argued that a PESTLE analysis is a superior tool in this instance, over Porters five forces model, as it will examine all the wider external influencing factors, whereas Porters five forces have a narrower focus on the main competitive aspects of a business (Taylor and Woodhams 2022).  
There is a political push for businesses to adopt advanced manufacturing technology. Governments globally provide incentives or investment programmes to businesses who are adopting and promoting automation and innovation (Smart Machines Strategy 2035).   This could benefit Artiron financially and innovatively, as it will support them to implement robotic systems and as a result improve productivity and global competitiveness. Cyberattacks can pose a potential problem for global organisations such as Artiron as each country and operational base could have varying levels of cyber security protection(Dunn-Cavelty & Wenger 2022). This will mean Artiron will need to invest in appropriate cyber security measures.
[bookmark: _Int_JT7JXrbv]Robots are transforming manufacturing as they have the ability to perform roles continuously for many hours with no impact on the quality produced (Ogbemhe et al, 2019). Implementation of robotics and automation requires significant investment in equipment, software, maintenance and employee training. This can be awarded via government investment.   Artiron may experience reduced costs associated with recall and defects caused by human error and poor workmanship. It would also give them an advantage over their competitors due to efficient production of safer and more eco-friendly vehicles. Cyber-attacks can have a severe impact on the finances of Artiron. Data breaches, malware or ransomware, disruption to supply chain can impact Artrion financially due to production delays, fines in relation to regulatory responsibilities and recovery costs (ICO 2026)
Robotics can benefit the health and safety of the workforce as robots could undertake duties deemed as more dangerous or repetitive thus reducing workplace accidents and an improvement in working conditions and job satisfaction (CIPD 2025a).  Developments such as robotics could foster uncertainty about job security amongst employees if manual roles are now carried out by a robot. Artiron will need to invest in a learning package to retrain and upskill employees, so they are prepared for technology focused roles. Cyberattacks will affect customer confidence in Artiron. Customer loyalty, sales can be affected if vehicle data, technology and more importantly customer data is illegally accessed.
Robotics is a major technological advancement and widely used in the automotive industry (Ogbemhe et al, 2019). Automation is used for manual tasks such as welding, assembly and painting. This can benefit Artiron with more robust quality control and greater precision then manual processes, improving efficiency and quality while maintaining the strategic objective of safer and more eco-friendly cars. Artiron will need to maintain and update their technology to remain competitive which will come at a financial cost.
Artiron will need to work with the People team to ensure that they remain compliant with employment legislation if the introduction of robotics into the workplace will impact job roles. They will need to ensure they have carried out consultation with staff and ensured appropriate training is in place.  Cyberattacks can affect Artiron legally if employee or customer data is accessed and compromised. This could have legal and financial implications for the company and damage to their reputation (ICO 2026).
Robotics can support Artirons strategic environmental targets and production of safer and eco-friendly vehicles with increased manufacturing efficiency. Improved production processes can help reduce material use and energy wastage
Cyber attacks can however affect Artirons sustainability targets by interrupting supply chains and production, forcing Artiron to seek alternative transport arrangements potential increasing distance travelled for supplies increasing the carbon footprint. 
Explain how Schein’s model of organisational culture could help Artiron Motors
understand their organisational culture. (AC 2.1)
Organisational culture can be described as the values and beliefs held by employees that influence and guide behaviours in the workplace (Hogan & Coote 2014).Schein's model of organisational culture is a widely recognised multi-layer framework, consisting of 3 levels; Artefacts, Espoused beliefs and values and Underlying assumptions. The levels are often displayed a pyramid with Artefacts at the tip. This is the visible evidence of the organisational culture, and so for Artiron this would be the organisational structure, policies, the products they manufacture, employee behaviours and company communication across departments, both locally and globally (Schein 2016). Analysis of these visible aspects of the company, Artiron can understand how they present themselves to stakeholders and employees and judge if they are in alignment with their strategic vision 
Espoused values is the strategy and goal that a company promotes. They are the messages communicated by management and are responsible for embedding the values and behaviours of employees (Hogan & Coote 2014). At Artiron motors the values could be the commitment to eco-friendly and safer vehicles, innovation and collaboration and their net zero carbon emissions target. Understanding their values enable Artiron to assess whether the business decisions and polices align with their objectives. 
The final layer of the pyramid are the underlying assumptions; these are beliefs that have an influence on employee behaviour and are so ingrained they are taken for granted. They can shape the organisational culture and how employees respond to change and challenge (Schein 2016).  Artrion motors strategic objectives are to promote innovation, produce eco-friendly vehicles and reduce their carbon emissions, the underlying assumptions must be in support of these to ensure success.
Artiron Motors can utilise Schein's model to gain a deeper understanding of their culture beyond what is clearly visible. Analysing the artefacts, espoused values and underlying assumptions enables Artrion to decide if they are strategically aligned, for example, Artiron drives innovation and sustainability, but if their employees do not embrace change or technology, then their culture is mis-aligned to the strategy.  It is important for Artiron to identify these cultural gaps so they can implement initiatives, such as training and improved communication to support the culture and organisational success (CIPD 2017). 
Assess how people practices could positively support an innovative and inclusive culture at Artiron Motors. (AC 2.2)
To support an inclusive and innovative culture the People Practice team at Artiron can engage with staff at various points in the employee life cycle. Initially, they must ensure recruitment and selection processes are fair and unbiased. Artiron are a global organisation and recruitment of employees from diverse backgrounds bring with them new perspectives, experiences and innovative ideas into the organisation. People practice teams should take measures to ensure access to recruitment opportunities are open to all, by using different methods of advertising, alternative application processes and offering options at the interview stage for example virtual or telephone interviews if applicants are unable to physically attend the office due to disability or geographically dispersed from the appointing manager and people practices team. People practice teams can also set out positive marketing campaigns for under-represented groups (Taylor and Woodhams 2022). 
Once employed People practice teams need to examine the causes for employee turnover and try to ensure staff remain in post through meaningful work, positive relationships, and career development (CIPD 2025b). Training and development can see an increase in employee confidence, support the uptake of new technology and encourage collaboration and innovation. Artirons investment in robotics to support their aim of ecofriendly and safer vehicles provides opportunity for employees to development new knowledge and skills. This is essential for staff to remain engaged, effective in their roles and able to contribute innovative ideas.  Effective workforce planning provides job security and can offer clear progression pathways, which support employee retention (CIPD 2025b). People practice teams must ensure staff development is open to all employees regardless of background to promote an inclusive culture. This is important as diverse teams are likely to generate a wider range of ideas and perspectives supporting innovation and inclusivity.
A culture of inclusivity and innovation will develop when staff feel they are listened to. Initiatives like staff survey, suggestion boxes or employee voice enables workers to provide feedback, contribute ideas and raise concerns (CIPD 2026b). Artirons matrix organisational structure already promotes cross functional working and collaboration. By continuing to involve employees in decision making and problem solving Artiron reinforces the value of employee contribution which will encourage further engagement. Positive communication in an organisation like Artiron, will promote an inclusive culture where staff feel respected. Greater contributions can generate a wealth of new ideas fostering innovation (CIPD 2026a).  
Referring to at least one model or theory of change management, explain how Artiron Motors can manage its transition towards carbon net zero. (AC 2.3)
Lewin's 3 step change model, is often referred to as the "Unfreeze, Move, Refreeze" model, and is argued as the most influential approach for understanding and implementing organisational change (Burnes 2020). The model can support Artiron motors to achieve its strategic aim of net zero carbon emissions by 2036 by ensuring the management team and employees are informed, educated, and prepared for the possible changes needed. Using a model provides a clear structure to the change process and is a way to overcome resistance by employees (Hussain et al 2018).
Unfreeze, the first stage, prepares the organisation for change.  Artiron Motors would need to communicate to its employees the need to reduce carbon emissions, justifying the reason for the change in working practices. A greater demand for ecofriendly and safer vehicles, the organisations environmental and legislative responsibilities and how sustainable practice support the organisations long term strategy. Utilising a consultation period or employee voice scheme would provide an opportunity for feedback and to address any staff concerns (CIPD 2026b).
[bookmark: _Int_1mfbLwgx][bookmark: _Int_J0usxU20]The second stage, Move, will give Artiron the chance to implement their new sustainable ways of working.  Employees would undergo training in readiness for the new ways of working and equipment. Artiron would invest in more technology such as Robotics or renewable energy sources, they could review their supply chain to ensure it is as sustainable as possible, and they would introduce new policies and procedures to support the changes.  Artiron can use this time to continue to consult with employees to identify potential risks, gain employee buy-in and engagement and provide reassurance regarding job security (CIPD (2026b).  Transparent and ongoing communication will help the employees understand that changes are necessary to achieve the net zero strategic objective.
The final stage, Refreeze, involves the changes becoming embedded into the organisational culture so that sustainable behaviours are the new normal ways of working without returning to previous practices.  This can be monitored through the performance review process by sustainability target setting (Taylor and Woodhams 2022).  Employee induction programmes, organisational policies and procedures and training programmes reinforce the organisational values so sustainable practices become the organisational culture. 
Referring to one model of how change is experienced by employees, discuss how change could be experienced by employees at Artiron Motors during the change to introduce robots. (AC 2.4)
[bookmark: _Int_Y47dca98]The Kubler- Ross Change Curve Model, originally the 5 stages of grief, have been adapted over time to offer a framework for any major life, educational or organisational change (EKR Foundation 2024). Artiron motors could use this framework to understand how their change to a more sustainable automated organisation will affect their employees and what supportive measures they can put in place.  The stages of the curve change model aren't fixed, and an employee can move back and forth through the stages as the organisation change happens.  When employees learn that Artiron plan to introduce robotics to the production line an initial response would be shocked. Employees can feel uncertainty about how robotics will affect their role and anxiety will increase but at this early stage employee morale remains high. Regular communication from Artiron can alleviate some of this discontent (CIPD 2017).

Employees may enter a period of denial following the announcement, this could be fuelled by previous experience of a failed organisation initiative or the belief that the change won't directly affect them. Morale remains initially high but begins to wane as plan progress. An employee voice initiative will give Artiron an opportunity to address concerns and encourage employee participation in the change process( CIPD 2026b)
[bookmark: _Int_p1RdCHwr]With the progression of plans and increased communications from senior leaders, employees will begin to acknowledge the impact robotics and changes in working practice can have on their roles.  Employees may demonstrate frustration, fear about their job security and skills. Artiron can initiate training and development activities, however, disengagement with the process or overt resistance can be noted. Morale can be at an all time low in this third stage(EKR Foundation 2024)
As employees are exposed to more information and training regarding robotics, they can become more open to the possibilities that they may offer. This stage of exploration and experimentation relies on consultation and training, to support employees to understand how the change will benefit them and how their roles will evolve and grow (CIPD 2025c) Artrion managers can continue to provide reassurance regarding future career opportunities and job security.
The final stages, Acceptance and Integration, will see employees acknowledging and recognising the value of adopting robotics in Artirons strategic aim of producing more eco-friendly and safer vehicles. In this final stage employees commit to the change, are feeling more confident in their role alongside robotics and in turn will positively reinforce the change. 
Assess two factors that could impact employee wellbeing at Artiron Motors including why it is important that these factors are addressed. (AC 2.5)
The Good Work Index survey report published by CIPD in 2026 highlighted that 25% of employees feel work has a negative impact on their mental health, citing workloads, stress levels, conflict, weak leadership and poor line management pressures as influencing factors. In Artiron motors employees could be experiencing work related stress as a result of the change in working practices brought about by the introduction of robotics and the change in customer demand for eco-friendly vehicles. These changes can bring worries about job security, skills gaps and workloads. Work related stress can result in increased sickness absence,  poor performance, and increased employee turnover (Taylor and Woodhams 2022). With continued communication, training and development Artiron can address and possibly reduce these wellbeing issues. In doing so, they will have a happier, engaged workforce, one which feels they are listened to. Improved staff retention and maintaining productivity will help Artiron successfully implement their strategic objectives (CIPD 2025b). 
As part of the Artiron employee survey work life balance is another factor affects employees at Artiron. As a global company, employees will need to collaborate across different countries and time zones, resulting in some employees, particularly those working in support functions working longer hours, to attend meetings or collaborate on international projects. Recognising and managing this is important, as shift duration and unpredictable working hours will impact an employee’s time for family and personal commitments (Taylor and Woodhams 2022). Poor work-life balance can affect an employee’s concentration and focus on work due to fatigue, contributing to work related stress and burnout. This reduces job satisfaction, affects sickness rates and negatively affects retention. To support the wellbeing of their staff, Artiron need to demonstrate they are listening to staff and any wellbeing initiatives are not seen as a ‘tick box ‘exercise (Mayne 2024), When responding to staff concerns, Artiron could consider rollout of their flexible working policy for all staff and educate line managers on monitoring employee workload and promoting a healthy work life balance (CIPD 2025c).
Discuss how different roles in the People Team at Artiron Motors could support employees on early careers programmes through any three stages of the employee lifecycle. (AC 3.1)

The employee life cycle has six stages; Attraction, recruitment, selection, onboarding, development, retention and separation (Taylor and Woodhams 2022). The resourcing team, working on attraction and recruitment at Artrion, would be responsible for promoting early career opportunities to the appropriate talent pool. This may involve attendance at careers events, working with university and colleges to promote the automotive industry, and advertising in a variety of media to reach the younger audience. Input from an inclusion and diversity specialist from employee relations will ensure recruitment campaigns are accessible, efficient, fair, and targeted at the demographic they wish to attract (Taylor and Woodhams 2022). Recruitment for early career programmes such as the apprenticeships, placements and 2year contracts is aimed at cultural fit, attitudes and teamwork, with the knowledge that industry skills will be developed once in post (CIPD 2026d). Due to the geographical spread of Artiron motors the resourcing team would need to offer virtual recruitment events and interviews if candidates are out of the area.

Once onboarded in to the organisation, the new employee enters the development phase of the life cycle. The employee will have an induction to the workplace and mandatory and statutory training managed by the Learning and Development team. Artiron could offer the allocation of a workplace mentor to assist in the acclimatisation to the workplace and gradual development of practical skills. The learning and development team will monitor skill competency of the employee and facilitate relevant work-based education, this is important as Artiron continue to invest in new technologies such as robotics and sustainable processes. Education and training can be tailored to meet the needs of younger learners, utilising digital tools and visual resources to support learning and retention.

Alongside effective staff development, organisational culture is also linked to retention of staff. The employment relations teams’ function is to create a positive working environment that enables employees to perform at their best and feel valued. This is important for Artiron as collaboration and innovation are strategic priorities.  A positive culture it is likely to drive productivity, improve products and services and particularly in early career employees, aid retention (Forbes, 2020). Artiron will invest significant time and money into developing its future workforce with the view early career programmes as part of their succession planning strategy. 

Analyse how people practices could help Artiron Motors achieve their goal to be carbon net zero by 2036. (AC 3.2) 
The People practice team play an important role in helping Artiron Motors achieve its Evolve strategy and achieve carbon net zero by 2036. Artiron invest in sustainable manufacturing processes and robotics to reduce their carbon emissions, however, they need their employees to support the new ways of working (CIPD 2017).
The Resourcing Team can support Artirons net zero aim by attracting candidates who have experience of working in sustainable manufacturing, renewable energy, or green technologies. A targeted recruitment campaign for employees with these skills and knowledge can support Artiron to progress toward its target of net zero through collaboration and innovation. Additionally, promoting the organisation's commitment to sustainability during recruitment campaigns can strengthen its employer brand and attract environmentally conscious candidates (CIPD 2014). Recruiting candidates whose values align with the organisation can increase employee engagement and support the environmental strategy.
The employment relations team can support Artiron to embed its sustainability initiatives through transparent and regular communication with employees. This can take the form of consultation documents, forums and staff feedback such as employee voice. Artirons journey to net zero will require significant changes to ways of working, employees who understand the purpose, feel part of the decision making will adopt sustainability measures more freely (CIPD 2026b).
Employee reward and recognition initiatives could support Artirons sustainability goal by incorporating environmental targets into team or individual objectives (CIPD 2026c) Reward schemes can recognise and celebrate those employees who take responsibility for improving efficiency, reducing waste and contributing ideas to support Artirons aim for carbon reduction. Reinforcing this positive behaviour fosters a culture of sustainability across the organisation.
The Learning and Development Team can further support Artiron's aim for carbon net zero by ensuring employees have received the training required to enable them to the work in a sustainable way. Employees will need to develop the skills and knowledge to adapt to new technologies and working practices, as Artiron continues their investment in robotics, renewable energy sources, and sustainable manufacturing processes. Mandatory sustainability awareness training can also help employees understand how modifying their individual behaviour will contribute to reducing the organisation's carbon footprint. Learning and Development teams can develop employee capability and confidence, which will have a positive effect on their engagement with sustainability programmes and support the successful implementation of Artiron's environmental strategy. 
Discuss how Artiron Motors could consult and engage with employees to improve   wellbeing. (AC 3.3) 
Employee wellbeing is affected by factors such as workload, relationships at work, work life balance and organisational change (CIPD 2026a). As Artiron continues to move towards more automated functions with the introduction of Robotics, it’s important that employees are consulted to ensure their wellbeing needs are understood and not overlooked.  Consultation is a two way process, direct or indirect and can facilitate joint problem solving and influence wellbeing initiatives. Direct consultation can be a formal meeting or an informal discussion with individuals. Indirect consultation methods can be focus groups, collective employee voice or surveys.  Formal consultation meetings with internal stakeholders and trade union representatives are valuable tool to offer a structured platform to discuss the potential impacts of organisational change. Consulting with parties prior to implementing change gives Artiron the opportunity to explain the rationale for the proposed change, it enables employees to voice any concerns early in the process. This allows issues to be listened to and addressed by the management, helping to reduce uncertainty and reduce work related stress. Employees are best placed to highlight factors affecting their wellbeing such as workload pressures, unpredictable hours, and work life balance challenges, enabling Artiron and employees to find a collaborative solution.  Effective consultations build trust and good working relations, improves employee engagement and job satisfaction and reduce costs, for example absence or high staff turnover (ACAS 2026).
Artiron can improve employee wellbeing through engagement initiatives such as wellbeing champions, reward and recognition schemes, regular team meetings, and one-to-one discussions with managers. Participation in these initiatives encourage employees to become involved in shaping their working environment and contribute ideas for improving wellbeing. Employees who feel valued, listened to, and involved in organisational decisions are more likely to be engaged, motivated, and committed to the organisation (CIPD 2022). Increased engagement can improve wellbeing, productivity, and retention whilst supporting a positive organisational culture. 
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