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Q1.	
There are advantages and disadvantages of Artiron Motors (AM) having a matrix structure vs a divisional structure. A matrix structure can promote fluidity within the hierarchy and allows for more of a crossover between departments. Specialist roles will have the autonomy to work across multiple projects, which could allow AM workers, to gain skills and knowledge outside of their primary role (Henderson, 2023). By having sites in varying countries, a matrix structure would allow also mean potentially better collaboration, therefore encouraging consistency and flexible staffing across differing sites (Anisimov, 2026). A Matrix structure allows the specialist employees to be brought in for specific projects, for example, the Evolve strategy, in order to achieve their ambitious goal of being net zero by 2036. 
Some disadvantages of this structure are that there can be conflicting communication due to multiple reporting lines. Complexity within communication can create confusion for employees and potentially frustration (Anisimov, 2026). There are areas within AM that a matrix structure would work, however not singularly.
A divisional structure would  also work for AM, due to the size of the company, different functions, departments and projects it has going on. Advantages of this are that there are clearly defined lines of reporting, and responsibilities of job roles are made clear (Taylor and Woodhams, 2022a). A divisional structure allows greater autonomy, meaning decisions can be made quicker and the ability to meet customers’ needs is better. Corporate departments within AM already operate using a divisional structure, for example finance, marketing, and the people team. This allows them to be able to operate independently from the company. When considering the Evolve strategy, a divisional structure would give more accountability for specific departments to deliver what they plan.
There are however, disadvantages with operating entirely with a divisional structure. It can mean that communication in poor between differing departments, potentially leading to a duplication in resources. There can be a slower approach to any change within the organisation, and also reluctance to work in a cross-functional manner with other departments, potentially leading to an increase in cost. If you have a deep divisional hierarchical structure, getting ‘good ideas’ heard from the bottom, can be a challenge (Henderson, 2023).
In summary, AM would benefit from adopting predominantly a divisional structure, with matrix elements throughout. For example the Evolve strategy to ensure the most appropriate employees are involved, regardless of their specific role, allowing the best opportunity for success. The development of new EVs would also benefit from adopting a matrix structure allowing cross collaboration, again due to innovation and utilising the best skills within the organisation. The size of the organisation leans towards a divisional structure, meaning there is clear accountability throughout. One of these structures alone would help the organisation work to it’s fullest potential.


 



Q2.	
	One preference that customers of AM are looking for when buying an EV car, is that they’re eco-friendly cars. This is coming back as the second highest reason that customers are purchasing an EV at 39%, being due to the environmental concerns (Houston, 2026). AM need to consider their marketing for this and tailor their strategy to ensure that their customers know the positive impact that driving an EV has on the environment. This would help elevate sales of their product, meeting the needs of customer demand. When new information comes out, for example a survey done on EV users, the organisation needs to remain dynamic and potentially review its current strategy, check that it’s still relevant and the path to meet the organisations goals are still the right route, and potentially look at implementing an emergent strategy for a new focus (Taylor and Woodhams, 2022b). AM should also consider the environmental impact throughout the full process of manufacturing. For example, the materials used for the EV’s, ensuring they’re renewable and the use of renewable energy. This could further strengthen the draw for customers to purchase from AM.
	This could come at a higher cost to the organisation as this may not have been planned for within the strategy, however focusing specifically on the development and research of EV this within its longer-term strategy would fit with what the organisation is already doing, and therefore have longer term financial gain. There would likely be additional costings for employee training and development for any strategic changes, for example manufacturing. AM are aiming towards being net zero by 2036, so advances in battery technology and manufacturing will allow them to be more competitive with marketing their EV as having a low environmental impact. 
	Another preference that customers are looking for when purchasing an EV is for better battery technology, this would include the driving range of the EV, the charging speed and the lifespan. This could impact AM’s strategy as there could then be a requirement to put additional funds into research for better technology of the batteries. As this has been highlighted as what customers are actively looking for, it should be listened to and included in the business strategy going forward. Any change in strategy however may impact the operations, meaning there may need to be changes in the automation of the production of the product. There could be a focus into the development of wireless charging for example, and this promises better convenience and sustainability over traditional methods (Amer et al., 2024).
	There are risks to putting heavy investment, time and money into the development of a new charging methods for battery technology. This is because if they don’t pay off, there could be long term financial loss, reputational decline due to no new products and lost customers that may go elsewhere. AM is also facing supply chain disruptions, meaning that any changes needed in sourcing battery materials, could be a challenge. AM therefore need to balance meeting the demand of the customers to remain competitive and ensuring they mitigate as much financial and operation risk as they can by changing their supply chain.  
Electric vehicle (EV) driver behaviours and attitudes tracker: Year 2
(Cleary, Stetcu and Scalco, 2026)




Q3.	
	Both tariffs and supply chain disruption can impact AM since the organisation operates multi-nationally and sells to major global markets including China. AM should look at their targets, specific to the Evolve Strategy and development of their electric vehicles and how it can remain competitive (CIPD, 2025c). 
	AM currently manufactures vehicles across different countries, including the UK, Europe, US and Canada. This means that an increase in tariffs could affect the cost of materials being imported, in particular, for the EV batteries as they depend on specific materials and components. Additional costs would put a strain on the £2.1 billion pre-tax profit that AM currently has, and they would then have to decide whether they absorb this cost, or put it back on the consumers, which will likely impact the demand and the organisations competitiveness. Challenges created by tariffs and changes in international trade agreements are highlighted specific to the UK and its automotive industry. This also identifies the importance of resilience relating to supply chain and remaining diverse as more consumers move towards EVs (Large, 2025).
	If AM had delays with EV parts, for example, batteries or components for the batteries, this would delay the manufacturing process, impacting deadlines and the consumer receiving their good. This would have a knock-on effect AM’s relationship with consumers, and they may lose trust. Missed deadlines could also impact costs. This could be future orders or additional cost for production of the vehicles.
	Having external pressures on the organisation, such as problems within the supply chain, can put pressure on the wider plans for AM. For example, as car trading and sales would be a primary revenue source, anything that affects this, such as supply chain disruption causing an increase in cost, there may be less flexibility to move forward with upgrading the EVs and introduction of cobots. This could therefore hinder the ability for AM to achieve the Evolve Strategy within the timeframe set to be net-zero by 2036.
	There is an opportunity to improve resilience for AM here, as there is external pressure on them relating to their supply chain, they could look more broadly and diversify their suppliers. This would mean they become less dependent on one country for example. The UK is a good example of this, they identify that a diversified and resilient supply chain as being as important to the growth of EV and battery industry (GOV.UK, 2025).
	In summary, both tariffs and supply chain disruption could impact AM in a negative manner, affecting its profitability, competitiveness and cost. If AM looks more broadly at diversifying their supply chain however, they are more likely to improve the organisations performance making the Evolve Strategy more achievable long term.






Q4. 	
Artiron Motors already has robotics embedded within the organisation, as it is currently being used for processes such as painting, assembly, welding, material handling and quality checking. Robotics is heavily used withing the car manufacturing industry, specifically within Europe. In 2023, Switzerland ranked first place in its use of robotics, it had a ratio of 3,876 robots to 10,000 factory workers (IFR International Federation of Robotics, 2025). Enhancing the use of robotics can eliminate the human error risks, potentially improve the quality and the overall safety. AM would need to ensure that adequate training is provided to the workers, to ensure that they have the required skills to work alongside robots. The use of robotics also prevents repetitive or strenuous tasks that workers would otherwise be carrying out.
There would likely be concern among the workers, as robotics become more embedded within the organisation. There could be uncertainty around job security, with the fear that their jobs could be replaced or made redundant due to the advances in technology. It is already clear from staff surveys, that there are wellbeing concerns, so navigating changes, like new technology should be done carefully. A good way to introduce new ways of working, could be by developing employees with new technical skills that allow them to operate the robotics. Enhancement in workers skillset would also strengthen the organisations work towards it’s Evolve strategy, as it moves forward in working sustainably and alongside new technologies.
Cyber security is becoming an increasing focus for organisations. AM has already experienced cyber-attack concerns, so development and an increase investment and procedure into cyber security would be essential. Information and knowledge must be trained and understood by staff, including those such as managers, who may not be ‘computer technicians’ themselves, but are responsible for carrying out technical processes and must be able to recognise a threat (CIPD, 2017). AM relies on robotics for manufacturing, so an attack could disrupt the processes for this, potentially damage items, cause financial loss and reputational damage. Manufacturing companies have been identified as the second most targeted industries for cyber-attacks (Powell et al., 2022).
Any kind of cyber-attack could also access confidential information relating to employees, customers, financial information and new designs and technologies being developed. This could again impact the organisation financially as well as impacting its credibility and reputation. It’s essential that training is done with staff to recognise potential cyber risks and ensuring that the cyber security processes are followed correctly, there should also be a consideration for those staff members that work from home 2 days per week, as this could provide easier access for potential cyber-attacks.





Q5. 	
Edgar Schein’s model of organisational culture is made up of three levels, artefacts, exposed values and underlying assumptions. 
Artefacts are the first layer, which would include the branding, the office design and dress code for example, things that you can see (Geraghty, 2023). It would be silly to try and make too many assumptions based off this level, for example, an organisation that seemed very formal could be perceived to lack creativity based off your own assumptions that formality, means rigidity and regimented (Schein, 2017). In AM, this level could include the fact that all level of employees wears the same uniform, corporate employees working in open plan offices, the values that are explained to new employees at induction along with the mission statement, and the importance of quality, innovation, sustainability, and inclusion. Observation of this alone, however, does not give AM a true reflection of if they are embedded into the true beliefs of the employees.
	The next level to this is the espoused values. These are what we can deduce and include things such as mission statements, goals, company policies and social contracts (Geraghty, 2023). AM communicates its goals, specifically the Evolve strategy, to become carbon net zero by 2036, as well as innovation, inclusion and sustainability. The organisation can use Schein’s model to conclude whether these are a true reflection of everyday working within AM. The staff survey identified that employee wellbeing was a concern. It picked up that there were concerns with long working hours, pay and PPE dissatisfaction.
	The third layer of this model is basic underlying assumptions. This layer can be difficult to recognise since the beliefs are often unconscious, and can shape employee’s thoughts, feelings, behaviours and perceptions (The Open University, 2019). Linking this to AM, it could be possible that the reason that employees haven’t raised PPE concerns as they believe that the production output and meeting targets is more important than their safety. AM are already completing staff surveys, so it seems that they are already invested in understanding their staff better and how they make decision and behave. Continuing in this manner and exploring other communication methods such as focus groups or employee interviews could help AM identify the underlying assumptions further.
	Gaining a deeper understanding of its employees, specifically the underlying assumptions, AM would be able to implement change easier and understand potential resistance to this. The People Service team and the senior leaders within AM could then take action to strengthen its culture and close any gaps identified between the values and the employees’ experiences.


Q6. 	
	People practice teams can help with innovation and inclusivity within organisations, in particular to help achieve their organisational goals and targets. By allowing workers to innovate, they will not only gain fresh, new ideas, but will also keep them engaged
	An organisation where this works well is Google. Google introduced a 20% policy, where employees have allocated time that is dedicated for innovation. Investing and promoting employee innovation, allows them to feel valued, and keeps engagement high. This kind of project or policy endorses workers to pursue their passions and increases motivation. This specific example is proof that ‘Empowerment Drives Innovation’ and that ‘Structured Flexibility is Effective’ (Sekar, 2024). AM should consider allowing allocated time for employees to explore new ideas, potentially specific to work processes, waste reduction or ways in which they can assist the movement towards net zero. It can also be beneficial to work in a cross-departmental manner, as this can create fresh ideas and encourage employees to think from a different perspective.
	An Employee Voice is another essential for AM to have in place. This allows workers to ‘have their say’ on work related issues. This kind of forum, whether it is formal or informal, gives an inclusive and safe space to share ideas, raise challenges and builds trust between employees and leaders within the organisation (CIPD, 2025a). At AM, this can be vital as employees are on the ‘ground floor’ doing the work, they have a better understanding of the real challenged they face day to day and may also have great solutions.
	When delivering training, AM must always ask for feedback and include this into the development of new training sessions. The organisation should ‘think outside of the box’ when creating content for training, for example using plain language or use of subtitles included, this will create a better learning experience. Designing the training for everybody, will allow AM to remain empathetic, promotes inclusivity and creates a culture where employees feel supported (Podcast 184, 2022).
	Finally, AM should reward and celebrate new ideas brought forward by employees. This will only help with engagement, creativity and creating a culture that fosters individuality, innovation and allows workers to feel valued and heard.


Q7. 	
	A model or theory of change that could help AM move towards carbon net zero could be by using nudge theory. This model’s success comes because it encourages small changes that don’t seem too drastic to an employee and without taking away individual autonomy, therefore creating longer lasting more meaningful change (Prosci, 2024).
	A way in which AM could introduce this into the organisation using this theory, would be to ensure that energy efficient choices are the easiest choice. For example, ensuring that all vehicles within the organisation are EV’s or when replacing tools or machinery, it automatically selects an electric option, as opposed to those that use fossil fuels. An employee still has the freedom to purchase another machine, there is transparency, the nudge aligns with AM’s bigger goals, but the tasks can be done simply in accordance with what fits best with the net zero goal.
	Another example of how AM could use the nudge theory to make changes that manage its transition to carbon net zero, are by using transparency and motivation to keep employees engaged. This kind of indirect method can advocate change, rather than by implementation or directive (Businessballs, 2012). Examples of how this could be put into play is by communicating specific reductions that departments have made to help the net zero goal and progress that has been made. This kind of communication is encouraging for employees to continue their behaviour and helps close the loop that their day-to-day actions are creating positive change.
	This theory would support AM in its carbon net zero goal by changing employees' everyday behaviours to become more carbon efficient by making them the easiest choices and the normal behaviours. Doing this alongside larger company wide strategic decisions should allow AM to reach their goal.

Q8. 	
	Changes within an organisation can create disruption and uncertainty for employees, the Kubler-Ross Change Curve can help us understand the emotional responses to the introduction of cobots. This model is often linked to stages of grief or bereavement, and include denial, anger, bargaining, depression and acceptance (Taylor and Woodhams, 2022d). They may not experience every stage and these will certainly not be at the same time, so AM must tailor responses to the individuals as they need support.
	As cobots are brought into the business, there may be fear from employees that they could replace jobs, meaning they may feel in denial or demonstrate avoidance. It would be imperative to consult with employees and ensure they are aware of proposed change before it happens, and that they can respond and influence decisions. The HSE also recommends that support is provided throughout organisational change (Hse.gov.uk, 2017). It would be worth considering that some employees may see the introduction of cobots and an improvement in technology as a positive change and this could remove the need for strenuous or repetitive tasks, they currently do. 
	Employees may then begin to feel anger or frustration with the implementation of cobots into the organisation. It is important that AM are patient with the workers here and display empathy as this will help them work through any proposed changed more constructively (Prosci, 2024). Workers may feel apprehensive about working with new technology as they may not believe they have the skillset to do so. AM need to ensure they are open minded and do not see this as unnecessary resistance. 
	Employees will then move to the acceptance stage and changes will become part of their day-to-day life. It’s at this point that AM need to ‘celebrate their adaptation and reinforce the benefits of the change’ (Banks, 2023). As roles change within the organisation, AM must ensure adequate training and support is given to workers from both managers and the HR team. As the change becomes fully adopted, AM should continue to celebrate the individual benefits such as better productivity, improved safety and the upskilling of workers, all of which will help with continual momentum.
	Ultimately, AM must accept that each employee will react individually to change and must be able to adapt to the employee’s needs, in a flexible manner. Clear direction from leaders alongside transparency with communication, support and accepting feedback from employees, will give the cobot introduction the best chance of success.


Q9. 	
Mental health is the leading cause of long-term absences and second most common cause of absence in 2025 (CIPD, 2023b). Managing changes considering wellbeing would be important. For example, there could be some anticipation for employees regarding the increased use of robotics while moving towards carbon net zero. Job security could be questioned, which could impact employee's wellbeing. I believe that one of the key considerations that AM could do throughout its pursuit of reaching net zero, would be clear communication with employees. This could include explaining any impacts that may affect jobs, how they plan to manage the changes with additional training or upskilling of staff and involving employees where possible in decision making. Bringing employees into the picture from an early point regarding change will help with transparency and trust, and overall better support their wellbeing throughout. It is important to ensure that employees have opportunities to feedback to the organisation, as well as have access to support during changes (Health and Safety Executive, n.d.). If AM manage changes well, employees are more likely to be advocates of any change and help move in the same direction, while feeling supported.
Another factor that could impact employee wellbeing at AM is additional workload and potential work-related stress. Considering the net zero goal again, there would likely be increased demand from employees to meet harsher deadlines and an uplift in workload with new processes being added, for example in production, while the organisation navigates the change. It is important that AM design jobs within the capabilities of its employees and that what is asked of them is achievable within the timeframe they have to complete it (Hse.gov.uk, 2017). By considering the employees wellbeing and managing work related stress throughout changes, AM are about to keep employees engaged, develop and reskill workers and closely monitor any work-related stress by talking to employees. A Health and Wellbeing at work report written in 2025 explained that 69% of employees identified that a high workload was a ‘key driver’ of having a negative effect on their mental health. This therefore resulted in reduced mental and physical health, increased sickness absences, a decrease in their productivity and overall engagement (CIPD, 2023b). 
It is important that AM are genuine with their wellbeing support, if they’re inconsistent with their support, have misleading policies, or are seen to be offering a ‘token gesture’ the outcome could be worse than where they began and employees will see through this.  



Q10. 
	Firstly, we look at the attract stage of the employee lifecycle. This would include how the organisation is seen as an employer and creating a strong employer brand. If an organisation is known as a poor employer, they must pay 10 per cent more on recruitment (Taylor and Woodhams, 2022c). The resource team could promote AM as an employer of choice by attracting potential employees through social media, discussing their core values and ambitions of reaching net zero. This would be vertical integration as the People Team are considering the business’ wider goals. Social media can also be utilised to show a day-in-the-life content of current employees to showcase this (Walker, 2023). Other roles within the People Team would be involved at this stage, for example the L&D team would be promoting the training opportunities and potential career progression to prospective employees. They would be providing information about the company’s reward scheme, recognition and development opportunities. With all of the People Team working together in this way holistically, demonstrates horizontal integration, ensuring consistency.
	During the recruitment stage, the employee relations team would ensure that this stage of the employee lifecycle is inclusive, consistent with things like interviews and fair. It’s important that we’re enabling all applicants to have the same opportunity with applications, and asking applicants whether they need any reasonable adjustments, with consideration of physical and neurodiverse needs (CIPD, 2024). Identifying what is needed, the potential gap, would be done in line with the department line manager, exploring their duties, responsibilities, prerequisites for the role, education and qualifications. The L&D team would be creating development programmes to ensure that any gaps are filled with the correct training and education plan. 
	The L&D people team often oversee the onboarding stage of the employee lifecycle. Part of this would include an induction. This should be designed to ensure the delivery is of a positive manner to the new starter as often money is lost by employees leaving within the first six months (Taylor and Woodhams, 2022c). Delivering the organisations ambitions would be done at this point also, this would include AM’s target of becoming Net Zero, an example of vertical integration. This could include resource doing compliance checks such as right-to-work checks, references and criminal record checks (CIPD, 2025) demonstrating horizontal integration.

	

Q11. 
	The People Team within AM would be a pivotal part in ensuring AM’s success in becoming carbon net zero by 2036 through the Evolve Strategy. 
	Integrating sustainability into all aspects of L&D is a strategic way to capture staff and deliver the message on how environmental issues impact them in their specific roles. This could include role-specific training to engage with managers and supervisors and empower them to further deliver this message across their departments. Integrating sustainability into the interview questions, induction processes and development programmes, will help build a strong unified culture around sustainability (CIPD, 2024b). In AM, it would be advisable to upskill employees as new processes come in, for example, new technologies such as the introduction of cobots.
	Within workforce planning, the People Team should be working with department managers within AM to pinpoint skill gaps within the team. As the business continues to develop and implement the Evolve Strategy, new skill sets will be required. The people team should consider sustainability within the recruitment process and employ workers with ‘a committed mindset and physical investment in sustainability’ (Maxwell, 2021). Considering suppliers and questioning their sustainability credentials will also help with the long-term goal. You include this within a policy that promotes this and educates managers further.
	The Green Jobs Taskforce report explains how employers should look towards the development of routes into green careers as the implementation of net-zero comes closer. Therefore, AM could consider an apprenticeship scheme. For example, bringing through new talent that have the right mentality and education for the new technologies, EV production and sustainable manufacturing (GOV.UK, n.d.).
	Employee relations and engagement would also warrant looking at. Listening for feedback, allowing them to raise concerns and have input on the Evolve Strategy will only build a stronger culture and increase ownership. 
	An integrated approach from the people practices, within L&D, workforce planning, and employee relations and engagement, will give the best chance of bringing to life AMs ambition of reaching net-zero by 2036. This collaborative approach will best support the organisations Evolve Strategy as well as its overall performance.



	

Q12. 
	Employers with a reputation of looking after their workers, has proven to attract more potential staff. People need to feel that they are treated well and fairly, and not feel unvalued for things like absenteeism for example (Taylor and Woodhams, 2022e). There is opportunity for AM to make improvements to their employee wellbeing by utilising consultation methods to gain understanding and implementing change. They were able to establish that there was dissatisfaction with the PPE specific to the production team, as well as long working hours and pay frustrations within the organisation.
	Involving employees in any problems they are facing is key in the success of thisAs you give them more input, they will gain trust in the management, improve engagement and productivity (CIPD, 2025c). Workers within AM have highlighted PPE as a concern in staff feedback. Starting with surveying the staff within the production team, to better understand the specific issues relating to PPE, in terms of condition, volume, comfort and accessibility would be advantageous. AM could then bring this to a safety forum group within the organisation, as they have the knowledge and expertise to generate practical solutions or alternatives that would be more suitable for use. 
	Utilising a tool such as an employee voice could be included in consulting with staff and used as a topic of discussion within the People Team’s meetings, one to one conversation as well as regular check ins with managers or supervisors. This gives the opportunity for managers to gain insight into any support required of them by employees, they can ask about their work life balance, workload and current ability to manage this. Capturing workers views and committing to them is essential to build trust and demonstrate that their opinions count and makes a difference (CIPD, 2025c). 
	What must be visible for the employees at AM, is that their input or what came out of the consultation process is actioned. For example, HSE states that organisations must recognise the demands of their workers and ensure a suitable environment for them, along with ensuring change is managed appropriately. A review on an improvement in PPE within production, looking further into workload and investigating and communicating how pay will further be investigated would support AMs commitment to consultation. All of these will support employee wellbeing and allow AM to receive feedback and implement meaningful change that they have received from workers (Health and Safety Executive, 2025). 
	Gaining an understanding of whether changes to wellbeing approaches has been beneficial would be vital for AM. They should look at completing follow up surveys, absenteeism and turnover of staff. This must be supported by communication throughout for full visibility and building trust in the organisation.
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