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[bookmark: _Toc7874291]Executive summary 
Developing relationships and workplace achievement with employees is a very much tough job. If any business can ensure this, the business will flourish. The report is on the Relationship development and workplace achievement of the employees of Jaguar and Land Rover Automotive. This business allows its business to take their decisions in changing situations and help them make decisions independently in every changing situation which allows them to increase their efficiency in all levels. Their development process and some recommendation are made throughout the report to make the business run more efficiently as the motivated and trained employees are the asset of the business and they need to increase the employee involvement even more and involve the management to develop their decision-making capabilities.
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[bookmark: _Toc7874292]Introduction 
Developing relationships and workplace achievement is the work of building a good relationship with the employees and influence them to achieve success in work life. This is a very hard task as maintaining good relationships and keeping the motivation level of the employees is a very hard task as everyone has their own motives in the workplace (Ruhland and Brewer, 2014). So, motivating everyone and keeping a good relationship needs extra care and if this can be possible the workers will feel motivated to increase their workplace achievements. Effective interpersonal workplace relationship with the employees builds the foundation of the success of both the organization and the employees and if it was possible, the employees will be motivated for their job life achievement which will result in organizational success. This report deals with the organizational relationship and workplace achievement of the British multinational business Jaguar Land Rover Automotive. This report will focus on the relationship and workplace achievement by the Jaguar Land Rover Automotive. This business has several programs regarding relationship and employee development.

[bookmark: _Toc7874293]Company Overview
Jaguar Land Rover Automotive PLC is the holding company of Jaguar Land Rover Limited which is a British Multinational automotive company. Its’ headquarter is in the Whitley of the United Kingdom. This business was first established separately as Jaguar was established in the 1930s and Land Rover was established in the 1940s. Now, this business is a subsidiary of Tata motors that was established in 2008 (Cytec teams up with Jaguar Land Rover, 2012). 
[image: ]
This business produces Luxury vehicles, sport utility vehicles and Dr. Ralf Speth is the current CEO of this automotive business. It has earned the revenue amount to 25.8 billion in the year 2017-18. The subsidiary business Jaguar and Rover limited to do the work of design, development, manufacture, and sale of vehicles bearing the Jaguar and Land Rover logo.



1. [bookmark: _Toc7874294]A critical assessment of the potential benefits to Jaguar Land Rover and the individual of personally developing individuals in the workplace
Jaguar and Land Rover automotive have some benefits programs for its employees and these programs are making its employees’ achievement oriented.
Potential benefits to the Jaguar Land Rover Automotive and the individual of personally developing individuals in the workplace. 
Jaguar Land Rover has taken an initiative to make its employees responsible for their own betterment and make them career achievement oriented. It has several benefits for its employees. Such as: 
i. Introduction of technologies: As the world is changing continuously, this business is trying to make its employees focusing on their own betterment by introducing them with more complex technologies and diagnostic techniques. It influences its employees to not only gain expertise on the technologies but also influences to make a better problem-solving person.
ii. Enhancing Teamwork capability: It allows its employees as a complete individual who will be able to solve his problem as well as the team’s problem when he will be working as a team member. This enables its workers working both individually and as a team member very efficiently (Grant and Steadman, 2016). This enables them to take better decisions in every changing situation and handle their customers more efficiently as they already can achieve the skills to solve the problem through their own skills. It includes study skills, problem-solving skills, awareness of personal development and health education, as well as employability skills and raising social awareness towards them.
iii. Increasing Social value: It doesn’t only increase the technical skills, but also the broadening the behavioral skills of the employees and make them more employable by increasing their social (Khutkyy, 2014). This business focuses on the overall development of its employees to make them aware of the changing situations of the business world as well as make them customer friendly as the customer has many choices nowadays. If the behave of the employees aren’t satisfactory, the customer will switch to other businesses.
iv. Introducing customer orientation: That’s why it enables its employees to behave well with the customer by enhancing their behavior patterns and improving their value base. As the employees need to work in both individually and in a group, they need to be trained both types of working attitude.
v. Introducing Self Learning:  As learning is better than teaching, it emphasizes on self-learning rather than teaching individually (C. Amelia Davis., 2014). The employees are treated with a given situation, where they work for themselves in this program and learn for themselves. The more an employee can learn by his own effort, the more efficient he can be. Its apprentice program also includes the teaching of the learning of work and the way of working.
vi. Introducing British Value to the Employees: It also includes building awareness and development programs to safeguard and preserving British values in its employees. It also has a retailer program in which it teaches its apprentice the way retail business and their roles and responsibilities as well as their communicating skills about doing a job and behaving in a professional manner to build confidence in them to improve the personal skills and increasing the efficiency of the employees.
vii. Increasing leadership Skills: The other focus of this program is to build leadership along with teamwork skills development in its employees. As working as a team can increase the efficiency of the employee and the communication skills which is a core competency of every business (C. Amelia Davis., 2014). The business which has a good internal communication system can better serve its customers rather than its competitors. That means it can be their core competencies. 
It focuses on achieving the goal of providing a meaningful experience to positively support their progress in life making them aware and prepared for the changing world and make them achievement oriented and make their contribution to the society as a perfect human being. 




Theories related to Developing Relationships and Workplace Achievement  
If the business can motivate the employees, the rest of the work is very much easy as motivated employees will work for their betterment which will result in better customer satisfaction and more profit earning capacity for the business itself. There are several theories regarding the developing relationship and workplace achievement. They are described below:
David Mcclelland - Achievement Motivation
This theory tells about the achievement needs can vary from person to person. Not every person thrives for the same things. Some persons work for their achievement by doing a tough and difficult job and some go for gaining power by their job and some thrive for relationship building by their work. The needs for the achievement of the employees need to be emphasized first. The worker who has a need for professional success in his life, he will find his motivation in the success related work. He will focus on achieving his goal by facing some challenges and obstacles. Some focus on achieving power by doing some tough job (Vogel, Hansen and Kreysch, 2018). They tend to influence others by their job. The more they can influence others by their job, the more they can feel they have achieved their goals of life. And another group of achievement focuses on the relationship by their work. They tend to build a relationship with others that are archived through their work. Thus, the achievement orientation differs from person to person (Kinicki and Fugate, 2012). 
Herzberg’s Two-Factor Theory
In this theory, Herzberg told that the same thing can both satisfactory and unsatisfactory from persons to persons. The motivation of persons differs from each other. The same features can motivate one group of employees as well as demotivates a group. The motivation factors differ from one another which creates subgroups of employees. This two-factor theory tells the difference in person psychology which can differ from persons to persons (Kirley, 2016). Jaguar should think about this theory as the motivation level is not the same for all and nothing can motivate everyone in a group. So, a general strategy for won't work unless there are some customized motivations for the employees. These are some theories that can be applied to motivate the workers and build a workplace relationship along enhancing the achievement of the workers.


2. [bookmark: _Toc7874295]Evaluation of development vehicles available to Jaguar and Land Rover and the extent to which they are appropriate in meeting the development needs of the individual
There are several methods for the development of employees. Every method can’t be followed by a certain business. This business uses some development tactics which comply with this method to some extent.
Techniques for supervision and formal appraisal.
There are several techniques that can be used to supervise and appraise the employees. This business follows some techniques to supervise and appraise its employees. These are described below
i. Assessment Centre Method: In this method, the employees are checked whether they have the capacity and the capability in social settings. This method is used by the supervisor or any top-level managers to check the capabilities of the employees of the business. It focuses on the employee's capabilities to cope up with the social change and make them aware of the social needs to be fulfilled (Bloomberg.com, 2019). Jaguar fulfills this method as it focuses on individual development by assessing their needs and make them prepared to cope up with the changing social system.
ii. Behaviorally Anchored Rating Scale: This method checks the capabilities of the employees and checks the capabilities of the employees whether they are able to fulfill the needs of the business and the customers. This method is an expensive method as it uses various kinds of assessing techniques which incur various costs to make the business full with the potential employees to serve the business properly (Dickinson and Zellinger, 2010). 
iii. Management by Objective: Management by objectives is the approach where management and the employees’ seat together to find out a solution about a problem. This method of decision making is very common nowadays as businesses are becoming more employee oriented. This process of management includes the employees in their decision making which increase the leadership ability of the employees (Nager and Allen, 2014). This business influences its employees to take the decision about the business and influence them in decision making in the current problem independently and increase their teamwork capabilities.
iv. Trait Focused Appraisals: This business focuses on this method which includes reinforcing the positive work ethics by focusing on the traits of the workers and emphasize on the good behaviors of the employees. It influences its employees to behave in a fair manner to compete in this world by focusing on teamwork and helping each other in case of any needs arrives (Stephens, Hill and Sullman, 2016). 
v. Critical Incident Technique: This method includes the employee to act in a critical incident that hasn’t been faced by him before. This technique is used by the business to check how well an employee can handle a situation that is not faced by him before (Nager and Allen, 2014). Jaguar and Land Rover uses this method as it enables the employees to learn while working as it enables its employees to act in a given situation without any previous experience.
Methods of ensuring fair and objective assessment/appraisal.
There are several methods that should be followed to ensure the fair assessment and appraisal of the employees of the business. If a manager follows these, a fair assessment of the appraisal process is possible. They’re described below:
i. Building performance metrics that quantify efforts: If the manager follows a specified Metrix for assessing the employees, the chance of bias while assessing the employees reduces to the least possible extent. While the manager uses the matrix to assess his employees, the chance of giving advantage to the favored employees reduces. Most of the time the employers remain biased to some employees while assessing them which would be reduced in this method. So, the manager should use it (Hill et al., 2015).
ii. Trusting but verify: managers need to check the assessment note maintained by the employees to fairly assessing the note as some time there is a chance of false presentation of the data as the employees prepare the report. That’s why the manager should recheck the notes and the agreement of the employees which he promised to do at the time of recruitment. If those aren’t maintained properly, the chances of fair assessment reduce.
iii. Empathizing with the employees: the managers need to feel the employees that they are fairly treated and they won’t be punished after the assessment as some of the employees feels frightened as they can be accused of answering some answers which shouldn’t be said by them (Hope, 2018). So, the managers should treat its employees with empathy that everyone can give their honest suggestion and some honest feelings about the organization without feeling that this is the final examination. 
iv. Preparing to give honest feedback:  After assessing all the factors of an employee’s personal work teamwork, relationship with other employees, the manager should appraise him fairly. After getting all the data, the manager needs to provide honest feedback about his employees to make them motivated to perform better in the future (Hill et al., 2015).
v. Building a fair mental framework:  as everyone is biased and manager may have some bias about his employees as he may remain favorable about some of his employees. But he needs to remain unbiased while appraising his employees. That will ensure honest feedback about his employees.
Methods to monitor evaluate and record individual feedback
Motioning and evaluating is an important part of any planning process. The best use of monitoring can ensure the success of the plan. Effective monitoring, evaluating and recording includes the following things:
i. It should ensure the accountability of the stakeholders to ensure long term success.
ii. There should be a clear relationship between monitoring and decision making as without monitoring, the implemented things won’t be work properly as nothing is certain to work unless some efforts are being given.
iii. Must consider the time needed to decision making the process to ensure the monitoring of the process (Sharp, Giorgi, and Wilson, 2013).
iv. The perfect evaluation process will show what needs to be done and what has been done by the work and ensures that everything is working according to the plan or taking necessary steps.
v. We should use a variety of measures to ensure that everything is working properly as only a single monitoring system won’t be giving a proper solution.
Monitoring and evaluation should include the stakeholders of the business and it’s a continuous process, not a single stand plan. 
Reporting performance appraisal including the importance of confidentiality
Business needs to ensure the confidentiality of the performance appraisal, as well as the data, are taken from the employees as maintaining secrecy and is one of the very important factors regarding the business. As if the business can maintain the confidentiality of the data taken from the employees, they will feel motivated to show the real figures of their work and work in full enthusiasm. But if the opposite happens, that will cause the employees to have a negative think about the organization (Tuytens and Devos, 2012). If it fails to keep the confidentiality of the data granted from the employees, employees will do the same which can create a huge problem for the business itself. Everything should be kept as a secret or this will demotivate both that employee and other employees working in this organization.
Learning styles and the range of training/development opportunities available
There are several learning styles that can be taught to the employees in an organization. Some learning is made by the hands-on training, some are made in the workplace and some are made outside the workplace. This style depends on the work process and the types of organization. 
i. Instructor-led classroom training: in this method, a trainer in a classroom system will train the employees about the work.
ii. Interactive methods: in this method, both the supervisor and the employees will find out the solution for the emergent problems.
iii. Hands-on training:  this method will provide direct work-related training in the workplace where the worker will be finding out the solution of the problem.
iv. Computer-based and e-learning training:  this training will be done by computer-based training methods where the employees will be trained through a computer-based system.
This business follows on the job training and learning method which includes training the employees learn the job by hands-on experience and interactive method (Forbes.com, 2019). 



Mechanisms to provide appropriate feedback to individuals.
Providing feedback means showing the result of the work and take the necessary steps to solve the problem of the business. As it enables the employees to take necessary steps to increase the efficiency, it uses direct feedback of the work has been done by the employees to make them eligible for the competitive world (Dwyer and Hopwood, 2015).
i. Going Anonymous: In this method of giving feedback, employees will be provided feedback where the employees will ask a question anonymously and get their answers in this way. This creates comfort the employees.
ii. Fostering Trust: In this way, a system of trust and believe will be created by the authority and the employee will feel that their feedback has been granted by the authority and it increases the belief among the employees.
iii. Acknowledging: In this way, the employees are directly acknowledged by the authority and in this way the employee thinks that they are being utilized, not just being ignored.
iv. Two-Way System: It is a communication system between the employees and the authority where the employees of Jaguar will be directly evaluated by the authority and provided feedback directly.
v. Responding: In this way, the authority makes a clear response for the employees work and show their impact on the business which will increase the enthusiasm of the employees.
Jaguar can use these ways to provide feedback to its employees which can be very effective.


3. [bookmark: _Toc7874296]Development of a plan to meet the identified development needs and expectations of an Individual
A plan is needed to be developed to meet the needs and expectations of the individuals which will ensure the proper relationship development and enhancing the achievement orientation of the individuals 
Examining the expectations and requirements of people.
When the employees are happy in the business, the business will also be happy as they will be giving their 100% to fulfill the business needs when they will feel that they are treated with integrity.
i. Deciding on Skill Sets: Jaguar needs to find out the skills which are required for its employees as not every employee needs the same set of knowledge required. So, at first, it needs to find out what kind of training the employee will be requiring and which training will suit his job before evaluating the employees. 
ii. Evaluating the Skills of Staff: Then it should assess its employees’ current skills level and take necessary steps as they will take the training. That’s why assessing them before the training will be the job of the authority to provide a flawless training to its employees. If it can ensure it, it can arrange perfect training for its employees.
iii. Highlighting the Skills Gap: Then it should compare the standard skills level and the skills its employees have. If there is a gap between the standard and actual skills, the employees will need the training. And the gap will be showing how much training an employee will be requiring. 
Administering people in accordance with guidelines and career pathways.
The business should follow some nontraditional methods for the career progression of the employees (Yoder and DePaola, 2011).
i. Supporting to acquire career management skills: Jaguar should enable its young employees using their leadership capabilities in case of any problem as it enables its employees to find out the solution of problems which increases the management skills of its young employees and this chance should be increased. It will help the young employees to develop an understanding of their own abilities, aptitudes, and interests and how these are relevant to their career decisions
ii. Ensuring coordination between guidance providers: The guideline provider should be more empathetic to the employees they will be providing guidelines. As a proper guideline can increase the confidence of an employee and make them more conscious of their career goals.
iii. Guiding should be steered by the young person: The guidelines should be made for the development of the employees especially the young employees to make their career a skillful career and make them a flexible one who can manage to cope up with every changing situation.
iv. Integrating labor market information into guidance: The business should provide enough information about the labor market he is doing his job and make them capable of doing any kind of job as the business has many parts to serve and making them compatible in every part will ensure the diversified skills in him
In this way, Jaguar can administer its employees with guidelines and pathways.
Managing career development of people
Jaguar can manage the career development of its people by taking the following steps. These are:
i. The career development should be guided by the top-level manager and should be taken as the topmost priority of the business to develop the employees of the business, or this won’t work
ii. Jaguar needs to ensure accountability in every stage of it as when everyone will be accountable for their job, they will put their 100% effort in any job and that will bring about the career development of its employees (Kwok, 2018).
iii. Jaguar should empower its managers and employees to take necessary steps and risks which will enable them to take a risk to develop their career along with the development of the confidence of other employees.
iv. Jaguar doesn’t need to find out any partial solution for their career development as that will discourage the employees to put their 100% and developing their careers.

Managing performance and succession planning
Jaguar shall manage the performance of its employees by ensuring the success of the industrious employees. While doing succession planning, it should only emphasize on those employees who are working for it by giving them 100%. If there is any biasedness in succession planning, the employees will lose their motivation to do the job and the turnover rate will increase which will be very much hard for it as finding out the top executive isn’t an easy job (Friedman and Friedman, 2014). The succession planning will be a fair one when Jaguar will be able to measure the performance of the employees properly. If it can measure its performance without any biases and maintain a balanced succession planning by ensuring that only eligible persons are getting the promotion to the topmost position, it will motivate other employees to work hard.
Support structures within the organisation.
As this business is allowing its employees to take their decision while working on the business, this business needs to ensure the cross-training structure of the business. This is the most interactive structure of the business as it enables the employees to become more flexible in any changing situation. This will ensure the overall capacity of the employees (Starostenko et al., 2012). The more the business can ensure the cross-training, the more it can ensure the effectiveness of the employees as the employees will be able to take decisions more frequently in this mode as they will work in several departments which will increase their adaptability in every changing situation. As this business allows its employees to take their own decision, it will be a good choice about structuring the organization.
Career development strategies including the wider context of sustainability
Providing them the chance of participating in the decision making allows the employees to increase their skills in decision making and the employees are given the chance of increasing the leadership strategies as well as allowing them to work in a group that increases their teamwork ability.
i. Asking for Feedback: Jaguar needs to ask for continuous feedback from its employees which will enable it to develop sustainable strategies for career development. As the strategies it takes can produce uncertain development. It can ask for feedback from its employees. If the result of the development program is not up to the mark, it can increase the development programs which can create sustainable career development (Fight, 2004). 
ii. Conducting Regular Self-Assessment: Continuously self-assessment is needed to ensure that the development program is doing its job accordingly. If the work isn’t doing its job accordingly, the development program will lose its appeal. So continuously assessing the development program and its progress will give a real-time view of the program which will assure the authority that they are on the right track or not (Vogel, R., Hansen, N., and Kreysch, M, 2018). 
iii. Making the Goals Manageable: The goal must be attainable by the jaguar itself. If the goal set by the Jaguar is not attainable, the development program will not sustain for a longer period of time. Unreal goals can’t be achieved by any organization. So, the goals set by it should be realistic as well as should be supported by its assets and the employees. Only bookish development won’t be enough for it as the book doesn’t allow it to achieve realistic goals. It should make more research and manage to set its goal are realistic as an unreal goal aren’t manageable by any business which doesn’t support the organizational resource and capabilities (Bayoumi, M, 2011). 
iv. Conducting SWOT Analysis: To make any career development sustainable, the business should go for a SWOT analysis of the development plan to make them realistic. The first job of the manager is to find out the SWOT analysis of the development program as it should be made on the development of the employees which will increase the efficient employees of the business (Tuytens, M. and Devos, G, 2012). That’s why the development should be analyzed properly as SWOT provides the pros and cons of anything. 
v. Hiring a Career Coach: The authority should hire a career coach permanently to develop the career of its employees who will continuously guide and nurture the development needs of the employees. If they are properly guided, they will bring about sustainable development to their employees. That’s why it is a must for ensuring the sustainability of the career development program.


[bookmark: _Toc7874297]Conclusion
The report was done to analyze the Developing Relationships and Workplace Achievement of Jaguar and Land Rover Automotive. Throughout the report, the potential benefits of the development process and the development instruments and a detailed plan to develop individuals are described. Jaguar and Land Rover Automotive allow a very wide range of development process of its employees by allowing them to take initiatives in every situation independently and it allows the worker to build up their leadership skills along with the teamwork capability. This business is doing fine with its current position with the employees, but the employees would be more efficient if they are given direct guidelines in every changing situation which would reduce the time needed to do the job and increase the efficiency and increase the accountability of the employees in every situation.
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