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[bookmark: _Toc237108252]Introduction
Jaguar Land Rover (JLR) a prominent British multinational luxury automotive manufacturer is headed towards an electrified, software-enabled modern-luxury vehicle as it rebounds from cyber disruption. This report is a critical analysis of the modern HR practices and the managerial mechanisms that need to be implemented urgently. The analysis correlates human-resource planning, performance management and people development to sustainable business performance (Lu et al., 2023). JLR is evaluated using the Resource-Based View (RBV), Social Exchange Theory (SET), the Ability-Motivation-Opportunity (AMO) framework and inclusive-leadership study.
[bookmark: _Toc237108253]1. Explanation of Key Organisational Factors
[bookmark: _Toc237108254]1.1 Adapting to technological advancement
Technology is both the path of competitiveness of JLR and a source of organisational vulnerability. In FY25/26, a cyber-attack led to a hiatus in production, only to resume normal levels mid-November, and full-year revenue dropped to £22.911 billion, and adjusted EBIT was 0.7% (Jaguar Land Rover, 2026). The HR learning is not merely to hire more digital experts. Digital transformation alters employment, decision rights and skill demands, making poor reskilling a source of a capability gap, anxiety and opposition despite the technical soundness of technology. Minbaeva (2021) states that digitalisation causes a shift in the nature of work and HR itself, whereas the meta-analysis by Theresa and Strohmeier (2023) shows a positive correlation between digital HRM and performance. But that fact is not an assurance of worth at JLR: concentrated data systems also enhance confidentiality, cybersecurity and algorithmic-governance threats. The Future Skills Programme of 2024/25 had equipped 20,000 JLR colleagues and partners, and another 11,000 JLR manufacturing colleagues had started training (Jaguar Land Rover, 2025). It is a good thing, but the rest of the training needs indicate that electrification is an ongoing workforce-planning issue for plants and engineering crews and not an initiative that is finished. When skills are below par, the capital investment may increase the cost without increasing the productivity since the human capability is the limiting factor.
[bookmark: _Toc237108255]1.2 Talent acquisition and retention
JLR will need to compete over limited software, battery, data, AI and advanced-manufacturing skills and retain tacit engineering and manufacturing knowledge. Under Barney’s RBV (1991), sustainable advantage is based on valuable, rare and impossible-to-replicate capabilities; thus, losing skilled staff in the process of technological change devastates the knowledge that cannot be duplicated by competitors in a short time. However, indiscriminate retention is also a poor strategy since legacy skills might lose value with the changing vehicle architecture. The more robust HR reaction is discriminatory retention and speedy redeployment and reskilling. Kumar (2022) found that retention intentions are affected by career growth and talent-management practices, whereas Ahmed et al. (2022) indicate that internal employer branding, job design and career progression are related to engagement and retention. In the case of JLR, the real mobility, learning and meaningful work should thus be reflected as the evidence of employer branding, rather than the recruitment messages themselves. Otherwise, external vow of innovation may run counter to the internal experience of the employees, which escalates the psychological-contract violation and turnover when the company requires continuity.
[bookmark: _Toc237108256]1.3 Diversity, equity and inclusion
DEI does not exist outside of the challenge of skills at JLR since opening access increases the talent pool in the future and enhances the validity of workforce decisions. The statutory snapshot indicates that women earned 3.2% more on the median hourly pay than men, but women comprised 17.3% of the reported workers and 19.2% of the higher-paying 20% (UK Government, 2026). Any positive pay-gap number must not be confused with workforce equality: it tells us little about occupational segregation, hiring patterns, or promotion figures or whose voice is taken into account when making technical decisions. Jeronymo et al. (2022) analysed that inclusion aids the transformation of diversity practices into engagement, and Nishii and Leroy (2022) maintain that inclusive leadership transforms the general organisational intentions into day-to-day inclusion. The symbolic DEI is the critical risk to JLR as there are policies in place, and the change in representation and employee experience is slow. This would dilute engagement and limit access to skills, both of which undermine sustainable performance and the authenticity of JLR’s modern-luxury change.
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[bookmark: _Toc237108258]2.1 Digital HR systems, workforce analytics and responsible AI
JLR can combine skills inventories and workforce analytics and learning data to predict capability shortages by plant, function and programme and bridge those gaps to recruitment, internal mobility and Future Skills investment. Theres and Strohmeier (2023) show that digital HRM is associated with operational, relational and transformational performance outcomes, supporting this approach. An example of how workforce analytics would help is to realise the low levels of EV-readiness prior to it being a production bottleneck. Talent acquisition can be enhanced by AI, as well, to enhance the speed of screening and matching at scale, yet Roppelt et al. (2024) demonstrate effective adoption is contingent on organisational factors and not solely on the technology. Hunkenschroer and Luetge (2022) caution that AI recruitment may cause issues of lack of fairness, transparency, and accountability. JLR should thus consider a human-in-the-loop model, test algorithms for adverse impact and reduce unwarranted candidate data. This trades off a bit of automation speed, but the trade-off is worth it since biased or opaque systems would harm employer trust, and might recreate the very talent inequalities that DEI policy is meant to alleviate.
[bookmark: _Toc237108259]2.2 Strategic workforce planning, employer branding and inclusive talent development
A more powerful talent system would involve strategic workforce planning and the build-before-buy principle. The mapping of critical roles to future product programmes, succession risk and internal skill adjacency should be done to enable JLR to make decisions on whether or not to reskill, redeploy, recruit or use partners. This is the RBV in that the benefits of such capability lie in the creation of firm-specific capability, rather than buying scarce labour on a costly external market (Barney, 1991). Kaliannan et al. (2023) suggest that talent development should be inclusive instead of focusing development on a small high-potential elite; this is especially true during electrification since thousands of manufacturing jobs need to change collectively. Verified development opportunities should then be communicated by employer branding with the support of transparent career pathways and in-house vacancies. According to Ahmed et al. (2022), internal employer-brand antecedents can boost retention, but the evidence provided by Kumar (2022) is situational, and JLR cannot assume that a generic retention package will be effective in retaining engineers, software specialists and production workers. Employee listening and turnover analytics need to be segmented accordingly to differentiate between pay problems and career, management or work-design problems. The segmentation also spares the excessive payment of limited external recruitment where the neighbouring internal competencies can be transformed into a more sustainable form.
[bookmark: _Toc237108260]2.3 Inclusive recruitment and inclusive leadership
JLR needs to reposition DEI as a part of selection and promotion architecture. Discretionary bias can be minimised by using skills-based job specifications, structured interviewing, using diverse panels, making promotion decisions that are calibrated and shortlists that are monitored and ensuring the appointments remain merit-based. According to Jeronimo et al. (2022), diversity practices create a more powerful engagement when employees feel that they are included; thus, recruitment targets in isolation are not enough. Nishii and Leroy (2022) also locate managers as the interpreters of inclusion in team processes, including voice, access to information and equitable distribution of development. This renders inclusive-leadership capacity a performance matter and not a choose-to-know awareness training. However, numerical targets may cause gaming or unfairness where managers can be rewarded based on the headline alone. JLR ought thus to track the entire talent flow by grade and function, application-offer percentages, promotion equality, access to learning, regretted turnover and employee voice. Mor Barak et al. (2022) caution against policy-practice disconnect, and outcome evidence is more valid than merely enumerating DEI activities.
[bookmark: _Toc237108261]3. Critical Evaluation of Managerial Implementation
The place where HR architecture is converted to employee experience is at the departmental managers. The AMO framework, created by Appelbaum et al. (2000), can be helpful since the managers must be capable of implementing new practices, motivated to give them priority and opportunity through time, authority and usable systems. Salvador-Gomez et al. (2023) analysed that HR programs have the capacity to boost line-manager capacity, motivation and opportunity, and managerial opportunity is particularly critical in the effectiveness of implementation. JLR should not then consider the addition of dashboards, recruitment controls or DEI responsibilities without eliminating competing administrative burden. Workforce management requires the ability to plan the workforce, interpret data, select and coach fairly, but training is ineffective when production goals are met by rewarding short-term performance and the development process is met by limited time. Even-handed targets ought to consolidate conveyance with expertise preparedness, in-house fill rates, learning application, remorseful turnover and incorporation. This connects the HR implementation to performance.
Sequencing is also needed due to urgency. During the initial 90 days, departments are expected to baseline the key skills, vacancies, turnover, learning readiness and flows of DEI; within three to six months, managers are expected to pilot interventions of the most at-risk functioning before scaling. The change model by Kotter (1996) works well in urgency and visible wins, yet its logical nature is too linear and fixed to the dynamic cyber, tariff and technology environment of JLR. Managers ought to test, learn and revise. Communication should clarify the purpose of using data, limits of algorithms and decisions not to be made by algorithms. The research hypothesises that employees will respond to fair treatment with increased contribution (SET) (Blau, 1964), whereas Kilroy et al. (2023) demonstrate that frontline managers are at the centre of the reciprocity. Punitive analytics or inconsistent communication would thus decrease trust instead of enhancing performance.
Policy-practice separation, interdepartmental, is the greatest implementation risk. Mor Barak et al. (2022) state that inclusive leadership minimises the difference between the formal inclusion policy and the climate as experienced by the employees. JLR should thus have cross-functional governance with HR, digital/cyber, legal, employee representatives and operational leaders, with one responsible owner of each workforce risk. Both leading and lagging indicators should be displayed in quarterly dashboards, including Future Skills completion and candidate-pipeline diversity on the one hand, and quality, absence, turnover and representation by grade on the other hand. Indicators should be diagnostic, not targets that are subject to manipulation. According to Lu et al. (2023), sustainable HRM is associated with resilience, engagement and performance, which helps to balance productivity and employee capability and wellbeing. In the case of JLR, sustainable implementation implies that managers are not able to relieve an immediate production pressure by the delay of learning, inclusion or workforce renewal; otherwise, the risk is simply pushed into the next rollout, and the lack of capability will be replicated.
[bookmark: _Toc237108262]4. Recommendations
To begin with, Hunkenschroer and Luetge (2022) legitimise human control over AI-controlled selection. JLR needs to create a skills risk map based on HR and learning and programme data within 90 days, with each gap being assigned a manager, a build-buy-borrow decision and human review of recommendations.
Second, inclusive talent development in Kaliannan et al. (2023) is encouraged. In six months, JLR ought to sign an interim talent compact of build before buy with internal vacancies, EV/digital routes, shielded learning and time and external recruitment where ability cannot be matched to aptitude or time.
Third, Nishii and Leroy (2022) demonstrate that DEI needs to extend to the team processes. JLR needs to audit selection algorithms and track recruitment, promotion, access to development and regretted turnover by grade and function, where managers need to justify differences instead of depending on pay-gap headlines.
Lastly, Salvador-Gomez et al. (2023) demonstrate that line-manager AMO is important to implementation. JLR should offer people-data training, safeguarded implementation time and balanced scorecards with delivery, skills, retention and inclusion, with quarterly reviews to cause correction of weaknesses before an operational failure occurs.
[bookmark: _Toc237108263]Conclusion
The HR issue of JLR is not a set of three independent problems, but a system of capabilities. Technology generates value when individuals can safely make use of it; talent is maintained when development and management are credible, and diversity plays a role when inclusion alters access, voice and progression. This progresses the module outcomes, linking individual and team development, performance management and sustainable organisational capability.
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