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[bookmark: _Toc238208193]Introduction 
There are significant changing trends within the automotive sector due to the changes in technology, consumer demands, tighter environmental regulations and the global economic position which in turn mean companies have been introducing new initiatives; this can be seen with Jaguar Land Rover (JLR) embracing digital transformation, AI, automation, and the move towards electrification in order to be sustainable. JLR has a plan through Reimagine that they intend to achieve in order to not become obsolete and to maintain themselves as a competitor within the market space and to improve operational efficiency and sustainability. To manage with the changes from digital disruption and regulation and supply chain changes requires leadership and good change management skills and flexibility. In this report we look to asses JLRs strategies against the existing environment; look at the influences of AI and Digital and analyze the management and leadership models associated with organisational change, a full action plan including evaluation models, communications strategies and finances will then be proposed.

[bookmark: _Toc238208194]2. Company Background and Environmental Analysis

[bookmark: _Toc238208195]2.1 Jaguar Land Rover Background and Recent Performance

Jaguar Land Rover (JLR), a UK luxury car maker under the Tata Motors umbrella, runs its operations via four principal marques: Jaguar, Range Rover, Defender and Discovery. The company’s approach is defined by the Reimagine strategy of 2021, which seeks to put JLR on a more sustainable and financially sound footing even as it pushes its technology forward (JLR, 2026a). This is a necessary course in an industry that is moving away from the internal combustion engine in favour of vehicles that are software-centric, connected and electrified.

Recent years have been instructive for JLR, demonstrating both the payoff from such strategic changes and the vulnerability of any automotive manufacturer to external pressures. The numbers for FY2024/25 were compelling: £29.0 billion in revenue with a pre-tax profit of £2.5 billion after exceptional items, and an adjusted EBIT margin of 8.5%. With some £5 billion in debt eliminated since the August 2022 high, the company was net cash positive (JLR, 2025a). One could say the discipline of the Reimagine plan and an emphasis on high-margin luxury had put the finances in order.

Then again, improvements of that nature do not shield an organisation from the caprices of the market. FY2025/26 was a far tougher proposition, with adjusted EBIT falling to 0.7% and revenue in the region of £22.9 billion. JLR has attributed the slide to a host of issues, including regulatory shifts, geopolitical tensions, fresh US tariffs and a cyber incident that hampered production (JLR, 2026a). It is a case study in how a financial turnaround is no guarantee of long-term stability; what is needed is the ability to make a quick recovery and stay ahead of whatever operational or technological disruption may come.

[bookmark: _Toc238208196]2.2 Internal Environment

Using a House of Brands strategy helps JLR to promote its full portfolio consisting of Range Rover, Defender, Discovery and Jaguar. The key capabilities of engineering and manufacturing suit a premium sector which seeks status, heritage and style. The large investment put into technology, Artificial Intelligence, data analytics and digital manufacturing is aimed to meet the high expectation for quality control, production and customer service (JLR, 2026a).

JLR has launched 18 billion worth 5-year plan centered around electrification. 500 million is expected to be injected in Halewood site which will include different powertrain types, e.g.BEVs, hybrids and combustion engines to keep up with current trends in electrification around the globe (JLR, 2025). Nevertheless there are still challenges on the requirement of investment in new technologies with the risk of unknown and uncertain demand. More effort on expertise on software and batteries requires a thorough training, The Future Skills programme aims to retrain 20,000 staff and their partners until the financial year of 2024/25, which means 11,000 staff need training in manufacturing. Human capability must be aligned with technological capability for JLR to control the risk of skills shortages.

[bookmark: _Toc238208197]2.3 External Environment

A PESTLE analysis brings to light the considerable headwinds Jaguar Land Rover (JLR) must contend with, not least in how it steers its strategy in the face of outside forces. On the political front, the company is driven by government edicts for zero-emission transport, most saliently the UK’s plan to put an end to petrol and diesel sales in 2030. JLR has little choice but to make a rapid move towards electrification even as it is unclear how the public will take to electric vehicles. (UK Government, 2025)
[image: The image depicts a multi-layered structure, with each layer representing different factors influencing the electric vehicle (EV) market. The layers, from top to bottom, include Political, Economic, Social, Technological, Environmental, and Legal factors. Each layer has a series of bullet points that describe various aspects such as regulations, policies, consumer trends, technological advancements, environmental concerns, and legal standards.

AI-generated content may be incorrect.](Makos, 2024)


The economic picture is no less demanding. Inflation and the cost of energy are putting pressure on the market for JLR’s luxury products as much as on production itself, alongside ongoing supply chain headaches. Then there are trade policies to consider; US import tariffs for FY2025/26 add another layer of complexity to the finances (JLR, 2026a).

Socially the situation is more nuanced. Although consumers are increasingly looking for digital amenities and sustainable options, one cannot say there is uniform enthusiasm for EVs in all regions or demographics. JLR has to be judicious in its approach here. To fall behind on electrification would be to cede ground to rivals and upset regulators, but going about it too hastily risks creating surplus capacity.

Technological progress is also changing what is expected of a luxury maker. With AI, autonomous systems and better batteries becoming the norm, JLR can no longer rest on its mechanical engineering heritage if it is to hold its own with the more inventive electric vehicle makers; it needs to put more emphasis on data and software.

And at the top of the list are environmental imperatives. JLR has put its name to a commitment of carbon net zero across its supply chains and operations by 2039 (JLR, 2025a). Realising this will mean a wholesale rethinking of its logistics and energy use. It is a matter of making sustainability part of the brand’s DNA, not just a way to comply with the rules.

[bookmark: _Toc238208198]2.4 Digital Disruption, AI and the Need for Strategic Change

The automotive value chain has been put through a fundamental change by digitalization; today’s vehicles are as much connected digital products, driven by AI and data analytics, as they are traditional machines. To keep pace with this evolution, Jaguar Land Rover (JLR) is bringing together data from across the business to inform better decisions on matters such as inventory. JLR has taken an “AI-first” stance in its operations, applying artificial intelligence in areas like engineering and for predictive maintenance (JLR, 2026a). (Giacosa, Culasso and Crocco, 2022)

There are cybersecurity risks inherent in such a digital move, as was made plain by a cyber incident in FY2025/26 that brought production to a standstill and affected performance. JLR’s answer to these vulnerabilities is the 2026 Reimagine plan, designed to instil greater resilience and strategic flexibility. Under this plan the company will be putting down stronger roots in North America, beefing up the organisation and broadening its powertrain options. JLR expects to see costs come down by some £1.7 billion in the next two years, with the goal of lowering the break-even figure to roughly 300,000 units (JLR, 2026b). It is a strategy that goes beyond simple electrification to address technology, the customer and financial sustainability.

What is driving JLR in this direction is a combination of technological disruption, economic headwinds and the demands of regulators and global rivals. An environmental analysis would suggest that to stay competitive one must be constantly reconfiguring resources; for the company, then, strategic change is not a matter of a single initiative but an ongoing part of the business.

[bookmark: _Toc238208199]3. Strategic Change and Change Management at Jaguar Land Rover

[bookmark: _Toc238208200]3.1 The Need for Strategic Change

JLR believes that strategic change is fundamental, driven by an industry in flux with changes occurring within, but not solely outside the organization. Electrification, artificial intelligence (AI), software defined vehicles, along with changing customers’ expectations mean the company will need to go beyond existing engineering expertise to stay competitive long-term. To achieve this, JLR implemented its Reimagine strategy in 2021, to transform the business to focus on sustainable luxury and differentiate the brand further, comprising Jaguar as all-electric and the Range Rover, Defender and Discovery brands as a range of all-electric. JLR (2026a) states the new Reimagine strategy will “fundamentally transform every aspect of the business”. 

However, the transition is not a clear-cut, linear process and is beset by economic challenges, fluctuations in electric vehicle(EV) sales, US tariffs and geo-political uncertainty. As at June 2026 JLR has re-stated its Reimagine strategy to provide for greater flexibility within its product portfolio, while reaffirming commitment to keep Jaguar an all-electric, luxury brand, has stated intentions to focus more in the North American market and has pledged to introduce further savings, costing £1.7 billion over the coming two years, JLR (2026b). JLR's strategic change is an evolutionary rather than a linear, transformation and goes beyond the limits of standard change management interventions. not wholly encompass the complexities of the environment in which the company finds itself (Whittington et al., 2022)

[bookmark: _Toc238208201]3.2 Lewin's Three-Stage Model

The Lewin model of change can be broken into 3 phases: unfreezing, change and refreezing. Unfreezing is essentially shaking things up to get people to realize current behaviours aren’t enough in today’s world. The change phase is where there’s introduction of new systems, processes, andBehaviours or technology, and finally the refreeze phase aims to instill this into the culture (Burnes, 2004). 

For Jaguar Land Rover’s “Reimagine” there would be an “unfreeze” stage which is about recognizing that we need to get away from our traditional internal combustion technologies and shift toward electrification and digitalisation. 

An example of a change phase would be investing in electric vehicle (EV) architecture,digital, and automation in manufacturing, developing employees for these skill sets and having restructuring to embrace this digital transformation. Refreezing would perhaps be implementing EV’s on production lines. I know this model can’t stand alone but “I do believe this model is simple, effective, highlights employee readiness in which seems to be of importance in an organization where digital transformation is introducing job uncertainty, and employees’ roles/responsibilities will transform in a similar if not larger nature” (Hussain et al, 2018), as such can set a standard but I “believe the Lewin 3 step model offers a somewhat rigid approach for managing an evolving 21st century business that continuously requires change and there for lacks the ability to address ongoing and continuous development” (Burnes, 2004). 

[image: The image illustrates a diagram outlining the four stages of change management in an organization: unfreezing, change process, implementation, and employee involvement.

AI-generated content may be incorrect.](Raza, n.d.)
[bookmark: _Toc238208202]3.3 Kotter's Eight-Step Change Model

With its stress on urgency, a well-defined vision and the importance of early wins, Kotter’s Eight-Step Model is a sound way to put some structure to organizational transformation. Jaguar Land Rover has made use of this in its Reimagine programme to deal with the sort of change that comes from new environmental rules and technological progress. One can see the model’s principles at work in JLR’s restructuring efforts, not least in the way it has put strategic leaders in place. There is value in the model’s insistence on short-term gains; it helps keep the workforce on board through major overhauls like the move to digitalization and electrification. Then again, the linear quality of Kotter’s approach does not fit every situation. As JLR (2026c) points out, JLR has had occasion to make mid-course corrections for that very reason. In the end, Kotter may be more prescriptive than Lewin, but applying his framework to complex change calls for a degree of flexibility.
[image: The image outlines a visual representation of John Kotter's 8-step process for implementing change, emphasizing urgency, team building, communication, quick wins, and overcoming barriers.

AI-generated content may be incorrect.] 
(Rikhotso, 2026)

[bookmark: _Toc238208203]3.4 ADKAR and the Human Dimension of Change

Where Lewin and Kotter have their take on organizational change, the ADKAR model is concerned with the individual side of things. It sets out five preconditions for a successful transition: Awareness, Desire, Knowledge, Ability and Reinforcement.

Take JLR for instance; any technological transformation will only be as good as the engagement and comprehension of its people. There is no point in putting money into AI or digital manufacturing if the workforce has not been given the motivation and skills to make use of it. In this regard, ADKAR is useful to managers in spotting resistance that might stem from a lack of capability or awareness, barriers which a more sweeping strategy could miss. That said, because it is so individual in focus, one would be hard pressed to rely on it for structural problems. It is
best applied in concert with other change management approaches.[image: The diagram outlines a structured approach to implementing change, detailing steps for awareness, desire, knowledge, ability, reinforcement, communication, and engagement, including strategies for training, monitoring, and rewarding progress, with a focus on stakeholder involvement and continuous feedback.

AI-generated content may be incorrect.] 
(Sym-Smith, 2025)

[bookmark: _Toc238208204]3.5 Comparative Evaluation and Proposed Hybrid Approach

Analysis of current approaches to change management including Lewin's, Kotter and ADKAR indicate each has distinct strengths; Lewin's clarity and ease of use; Kotter's robust nature; and ADKAR's emphasis upon the individual. Due to JLR's unique circumstances, there is no clear precedent which will overcome current challenges; therefore a hybrid model to change management called The JLR Adaptive Strategic Change Framework. JLR will now use an adaptive framework with 5 key phases of: 1) Strategic Diagnosis and Urgency, 2) Leadership Alignment and Strategic Vision, 3) Employee Engagement and Capability Development, 4) Agile Implementation and Measurable Outcomes, 5) Continuous Evaluation and Adaptation. There is a need to balance structure with adaptability that overcomes the linearity of many linear strategies by building resilience that can adapt to changing customer needs and advances in automotive technology.

[bookmark: _Toc238208205]4. Leadership and Organisational Culture at Jaguar Land Rover
[bookmark: _Toc238208206]4.1 Leadership and Strategic Change

Leadership is the key component of strategic change in JLR. Senior managers must not only authorise expenditure of money in technology investment, but they also need to deliver a strategy, communicate a rationale and create a climate of acceptance amongst employees of adaptation. JLR needs to transform under the "Reimagine" programme whereby technology, products, capabilities and organizational priorities advance. Transformational leadership is needed to create commitment to shared values and to support development. 

Research demonstrates a correlation between transformational leadership styles and better change management processes particularly in organizations that require employees to adapt to new technologies (Leso, Cortimiglia and Ghezzi, 2023). 

In addition to the peoples-based, positive element of change this reduces any adverse effects to the organisation brought by changing technologies. The Reimagine vision, at JLR involves a strategic direction of repositioning modern luxury and sustainability and includes
Significant involvement from their employees in this direction (Weber, Buttgen and Bartsch, 2022).

[image: Consideration.

AI-generated content may be incorrect.]
(Leadership: Introduction to Transformational Leadership, n.d.)

The JLR leadership framework under Reimagine involves a strengthened Executive Leadership Team dealing with various strategic areas to support the implementation of this strategy. However transformational leadership cannot exist solely on its own, it requires strategic discipline to tackle potential under-resourcing and market volatility (JLR, 2024). Their strategy 2026 indicates that they aim to "reset... 

To enhance future financial resilience" and "drive significant cost out of their business", which requires not only transformational leadership but also strategic leadership. Situational leadership is likely to be beneficial as a leader needs to adopt styles which are suitable to the specific context the challenge presents. Hence leaders at JLR need to be adaptable and combine ambition with theflexibility to respond and react to changing market circumstances, as seen with propulsion flexibility within the Reinagine strategy (JLR, 2024).

[bookmark: _Toc238208207]4.2 Organisational Culture and Change

An organisation’s culture is capable of either propelling a strategic transformation forward or standing in its way. To understand if JLR’s culture is aligned with the objectives of Reimagine, one can apply Schein’s framework which separates underlying assumptions from espoused values and the artefacts that are on show. (Schein and Schein, 2017)
[image: The diagram illustrates the relationship between behavior and artifacts, organizational culture, espoused values, and basic assumptions.

AI-generated content may be incorrect.]
(Hattangadi, 2026)

Looking at Jaguar Land Rover’s changes. There are some deliberate endeavors being made to change organisational behaviors, attitudes of its employees and customers alike, this can be seen through new structures, moving to a house of brands, investment in digital, electrification and employees’ development. Jaguar Land Rovers Creators Code is a document aiming to ensure employees share the five core values: Integrity, Unity, Growth, Impact and Customer Love, all designed to instill a sense of shared responsibility and ensure workers have adaptability for digital transformation, this is needed as it means workers, have to bridge traditional company silos and constantly develop new skills. 

One factor that is difficult to address is deeply entrenched ‘underlying assumptions’.  JLR’s culture of deep roots in producing quality luxury vehicles in Mechanical Engineering will be one, while it creates’ strong brand equity, it might at some points deter accepting innovative modern mobility concepts, ai capabilities, and software-lead designs. In JLR the digital capability need to be seen as part of their core identity by employees and not as additional extras if, they wish for cultural change to be positive. Many researches indicate the central role that culture can play in enabling transformational leaders to manage change successfully – Leso, Cortimiglia and Ghezzi (2023) and Grover, Tseng and Pu (2022) all argue that technology investment cannot be effective if employees don’t perceive collaboration on digital as core. As such JLR will seek positive results, as seen in their FY2024/25 Annual report a Net Promoter score increase for staff’ employees (no way of independently verifying this figure), however it must also come with some anxiety, with technology changing so rapidly it ‘bites at the edges of old skills,’ which often creates anxieties around people losing their jobs and old beliefs being questioned. 

Multi-programmed change can lead to an increased amount of change fatigue – as Weber, Büttgen and Bartsch (2022) suggest that in these situation ‘pure leadership without technology can be problematic’ suggesting the ‘right blend of tech-led with a people focus at JLR in terms of Psychological Safety is likely to bring better outcomes in terms of buy-in

[bookmark: _Toc238208208]4.3 Critical Evaluation of Leadership and Culture

It makes little sense to look at leadership and culture in isolation at JLR. The former dictates what gets rewarded and how change is to be understood; the latter will decide if those strategies are met with acceptance or opposition.

With its focus on the Creators’ Code and the development of its people, JLR has laid down a cultural base for Reimagine. The 2026 strategy underlines the need for an inclusive environment where staff are respected and can grow, seeing this as key to future competitiveness (JLR, 2026b). This is no small thing when the aim is to build an AI-enabled digital environment with greater agility.

That said, one cannot assume cultural alignment means universal support for the transformation. Good strategic leadership will make room for feedback and challenge, especially from those with technical know-how that senior management lacks. A robust culture ought to welcome constructive disagreement instead of mere conformity.

Transformational leadership is well suited to the innovation and commitment JLR needs, but it must be balanced with situational approaches to deal with the uncertainties of the operational and financial landscape. In the end, it is the interplay of leadership and a culture where values are put into practice that will form the bedrock for successfully rolling out Reimagine and the change management plan set out below.

[bookmark: _Toc238208209]5. Proposed Strategic Change Management Plan for Jaguar Land Rover
[bookmark: _Toc238208210]5.1 Proposed Strategic Change

Based on this analysis of cultural, environmental and change management variables it is recommended that Jaguar Land Rover should implement an AI-Enabled Predictive Manufacturing and Supply Chain Resilience Programme (AIPMSCR) to address the elements outlined in its Reimagine strategy; that would focus on improving its cost efficiencies, production levels, responsiveness to shifts in demand and which is justified by the companies recent exposures to external shocks and corresponding financial/production impacts; it is compatible with its vision to leverage AI in engineering and maintenance operations; using real-time data feeds from both manufacturing sites and supply chains to evaluate equipment conditions and the logistics associated with transporting them as well as predict demand to give an early indication of the risks faced while, importantly, ensuring human judgment over recommendations of the program to guard against inaccurate, if automated.

[bookmark: _Toc238208211]5.2 Objectives of the Change Programme

SMART objectives and the proposed 24-month rollout with selected UK sites are provided in Appendix L. The key objectives and target performance measures are as follow (with key enabler analytics mentioned): Target reduction in avoidable disruption (Supply Chain/Equipment) of 20% in 24 months, including identifying signs of poor supplier performance, late/lengthening delivery times using analytics. Target improvement in demand and component forecasting precision of 15% in 18 months resulting in lower stock and reduced shortfalls. Target reduction in total relevant operating costs (OPEX) of 8%, enabled by better allocation of resources and preventative maintenance. Target 90% digital (including AI) upskill in employee job roles in scope and assessment on competency achieved with this training. The maintenance of product vehicle quality will also be crucial for maintaining the confidence of customers through cost reduction This programme will require a performance baseline measure to confirm values in Phase 1.

[bookmark: _Toc238208212]5.3 Change Implementation Approach

The approach taken will reflect the JLR Adaptive Strategic Change Framework. The first task will be an AI strategic diagnosis report to determine initial baselines for downtime, cost and employee digital readiness. Subsequently, a cross-functional steering group will be set up to gain leadership buy-in because AI transformation crosses different functional boundaries such as finance, HR and IT. 

Training and capability development utilizing the ADKAR approach will start to prepare the workforce and include the wider business in the process of designing and piloting the solution. 

Small, controlled supplier pilot trials will be conducted to determine how easy it is to use, how financially beneficial it is, its security and robustness. Success will lead to rolled-out implementation with plans for ongoing review to adjust to business changes and data quality, rather than an “all or nothing” change program.

[bookmark: _Toc238208213]5.4 Financial Plan

Initial Investment Breakdown (2-year estimate) Is propose investment of £45 million over 2 years,broken down as: AI and Analytics: £14m; data infrastructure £10m; security £7m; training and skill development £6m; equipment and pilots £5m; contingency £3m. This £45m figure is a senior-level managerial view and does not represent a committed JLR expenditure. The objective of this business case is to minimise disruption costs and enhance operational efficiency and therefore our initial investment priority is the core technology and a pilot capability.

The proposed staged approach ensures that additional investment will only occur on achieving a set of defined performance targets. This reduces financial risk exposure.


[bookmark: _Toc238208214]5.5 Communication and Stakeholder Management

One area that has given rise to uncertainty is the security of employment following the introduction of AI and robotics on people's tasks, and which could result in resistance if it is not properly communicated. There will therefore be briefings and training supplied for employees so that the roles of the new systems are understood clearly. Managers need to refrain from defining AI as a money-saving exercise, otherwise this will result in fear of being replaced, and trade unions must be consulted early. 

There will also be customized communications regarding data and cybersecurity for stakeholders, including quarterly reports on KPIs and risks. 

Transformational leadership to bring the program in line with JLR's overall objectives, dialogue through surveys and workshops to address all concerns and support implementation.

[bookmark: _Toc238208215]5.6 Risk Management

There are a number of risks inherent in the program with its data security risks, because it involves the accumulation of data from a number of sources. JLR highlights the fact that cybersecurity, from day 1 of integration must be addressed. In terms of data quality and the accuracy of algorithms, for the more high-level of decision making, will require human checking. 

In order to overcome skill gaps and any resistance from employees, JLR proposes open communication and training under the Future Skills programme (JLR, 2025). 

Pilot projects and a stage gate investment structure would limit the financial risks of integration. Governance controls and security procedures will be necessary when the supply of operational data requires the use of third party vendors.

[bookmark: _Toc238208216]5.7 Evaluation and Performance Measurement

The program seeks to utilize a comprehensive evaluation model incorporating financial, customer, operations and employee measures, as opposed to relying solely on financial results. Key performance indicators (KPIs) will consist of savings for the financial measures (operating cost and financial ROI) and several operational indicators, including stock accuracy, equipment downtime and scrap rates. End user employee confidence can be assessed through engagement and adoption rates, and key customer indicators will centre on satisfaction, timely delivery and complaints due to quality. Performance evaluation will take place quarterly with the operations team and formal appraisals at months 12 and 24 will be in place to allocate resources to rectify defined problems as an ongoing aspect of the adaptive change framework.

[bookmark: _Toc238208217]5.8 Expected Strategic Impact

An optimally designed AIPMSCR can build on JLRs dynamism by sharpening threat perception andresource reconfiguration-an element of the Reimagine strategy that places digitalisation into the framework of operational resilience not that of AI. But technological advantage is not assured, since the technology can be copied and there will not be a long-term difference between JLR and its rivals with regard to this technology. The advantage will reside not merely in technology, but in JLRs ability to combine technology with proprietary data, with leadership and with human capacity. 

However, as this report stresses, technology alone is insufficient to bring about strategic change without the relevant human factors. 

It is to provide the human context required to increase business resilience as JLR moves toward operating as a digitally advanced, luxury auto company that this program is intended to address-Success measured not by level of spending on AI, but by a stronger capacity to safeguard value and adapt to industry uncertainty.

[bookmark: _Toc238208218]6. Conclusion

The report recommends JLR's strategic transformation because of the trends of electrification, digitalization, and evolving consumer expectations. Given JLR has a rich brand identity and significant experience managing operational challenges, it nevertheless is exposed to economic, geopolitical and cybersecurity risks, thereby, it requires the deployment of the 'Reimagine' strategy in order to become globally competitive and resistant to disruptions. Since existing change management models have failed to explain JLR's situation, an Adaptive Strategic Change Framework is suggested that consolidates key theories. 

Key elements of successful transformation include leadership, foster innovation and integrate digitalization practices throughout organisation. 

The 'AI Enabled Predictive Manufacturing and Supply Chain Resilience' programme of Jaguar Land Rover seeks to reinforce the company's resilience in its operations and increase value for customers. The long term success and competitiveness of JLR in the industry hinges on its abilities to embed technologies within its workforce and its senior management in the volatile automotive environment and, consequently it will continuously requires to adjust and reinvest in its people.
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