	
	
	



[image: A black text on a white background

AI-generated content may be incorrect.]


[bookmark: _Toc233056126][bookmark: _Toc233061345][bookmark: _Toc233061559][bookmark: _Toc233062238][bookmark: _Toc233062879]Systemic apathy on the assembly line: A systematic literature review of occupational well-being, leadership disconnect, and turnover in automotive manufacturing at Grupo Antolin Barton

Name – Lukas Saukaitis
Student number – 2315407
LCLM 6005
Module – Independent project
BA (Hons) Leadership and management skills for the workplace - Level 6
[bookmark: _Toc233056127][bookmark: _Toc233061346][bookmark: _Toc233061560][bookmark: _Toc233062239][bookmark: _Toc233062880][bookmark: _Toc234555780][bookmark: _Toc234609670][bookmark: _Toc234610263][bookmark: _Toc234614341]Supervisor: Munodzinesa Zuwirai
[bookmark: _Toc233056128][bookmark: _Toc233061347][bookmark: _Toc233061561][bookmark: _Toc233062240][bookmark: _Toc233062881][bookmark: _Toc234555781][bookmark: _Toc234609671][bookmark: _Toc234610264][bookmark: _Toc234614342][bookmark: _Int_LdOeggIN]Dissertation submitted as part of the requirements for the award of BA Leadership and Management.
[bookmark: _Toc233056129][bookmark: _Toc233061348][bookmark: _Toc233061562][bookmark: _Toc233062241][bookmark: _Toc233062882][bookmark: _Toc234555782][bookmark: _Toc234609672][bookmark: _Toc234610265][bookmark: _Toc234614343]07/2026

Declaration of Originality

I, Lukas Saukaitis, hereby declare that this dissertation, titled "Systemic apathy on the assembly line: A systematic literature review of occupational well-being, leadership disconnect, and turnover in automotive manufacturing at Grupo Antolin", is entirely my own original work.
[bookmark: _Int_Wd9CUxi0][bookmark: _Int_BlW6ZuFC]Where the work, ideas, and research of others have been used, they have been fully acknowledged and referenced following university guidelines. I confirm that this work has not been sent previously, in whole or in part, for any other degree or professional qualification.

Word Count: 9713

Signature: Lukas Saukaitis
Date: 27/07/2026


Acknowledgement

I would like to express my sincere gratitude to my supervisor, Munodzinesa Zuwirai, for his invaluable guidance, constructive feedback, and continuous support throughout the research and writing of this dissertation.
Although I am no longer working in the automotive manufacturing sector. My past experiences within the industry deeply inspired me by my passion for understanding occupational well-being and leadership disconnect between managers and employees. As this project relies entirely on secondary research, I must also acknowledge the extensive work of academic authors and researchers whose foundational studies made this comprehensive review possible.
Finally, a special thank you to my family and friends for their patience and encouragement during my studies.


Table of contents

List of abbreviations	6
Chapter 1	7
1.1	Introduction	7
1.2 Background	7
1.3 Research aim	9
1.4 Research objectives	9
1.5 Research questions	9
1.6 Chapter summary	10
Chapter 2	10
2.1. Introduction to literature review	10
2.2 The impact of lean manufacturing on occupational well-being	10
2.3 Leadership disconnect and the silencing of employee voice.	12
2.4 The trajectory from disengagement to turnover	13
2.5 Chapter summary	15
Chapter 3	15
3.1. Introduction to methodology	15
3.2 Philosophical foundations and research design	16
3.3 Search strategy and databases	16
3.4 Quality assessment and inclusion/exclusion criteria	17
3.5 Data extraction and thematic synthesis	19
3.6. Ethical considerations and limitations	19
3.7 Chapter summary	20
4. Discussion and findings	21
4.1. Introduction to findings	21
4.2 Theme 1: The reality of lean targets vs. human limits	22
4.3 Theme 2: The empathy gap and generational clashes	24
4.4 Theme 3: The turnover trajectory	25
4.4.1 The financial impact	26
4.5 Synthesising the findings: the vicious cycle of turnover.	27
4.6 The implementation gap: the failure of human resources	28
4.7 The training gap: the "Accidental manager"	29
4.8 The breaking point: breaching the psychological contract	30
4.9 Chapter 4 discussion and synthesis: the lean paradox	31
Chapter 5: Conclusion and recommendations	32
5.1 Introduction	32
5.2 Conclusion of key findings	32
5.3 Practical recommendations for Grupo Antolin	33
5.4 Limitations of the research	34
5.5 Areas for future study	35
5.6 Final conclusion	35
References list.	36
Appendices	46
Appendix 1: database search strategy and Boolean operators	46
Appendix 2: literature inclusion and exclusion criteria	47
Appendix 3: systematic literature review (SLR) data extraction table	48
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CRAAP – Currency, relevance, authority, accuracy, purpose (quality assessment framework)
EI – Emotional intelligence
HR – Human resources
HRBP – Human resource business partner
JIT – Just-In-Time (manufacturing)
SLR – Systematic literature review
TPS – Toyota production system
UK – United Kingdom

[bookmark: _Toc233061349][bookmark: _Toc235996576]
Chapter 1
1.1 [bookmark: _Toc233061350][bookmark: _Toc235996577]Introduction
The modern automotive manufacturing sector demands relentless precision and operational efficiency. Yet, in the pursuit of these metrics, the industry often neglects its most critical variable: human capital. According to the Chartered Institute of Personnel and Development (CIPD, 2023), organisations that prioritise procedural compliance over employee well-being consistently face severe retention and productivity challenges. At Grupo Antolin’s facility, the shop floor runs as an intensely demanding physical and mental environment where a structural fracture has appeared between frontline employees and management.
[bookmark: _Int_hlSGG0lP][bookmark: _Int_GE76daqN][bookmark: _Int_BpaiSiFZ]Rather than viewing the workforce as active stakeholders, localised management often treats the production floor as a purely mechanistic space. Guest (2017) notes that this type of managerial disconnect is sustained by critically poor communication frameworks. Downward directives flow freely, but upward feedback is stifled. When employees try to voice opinions or propose tangible improvements to their working conditions, their insights are routinely dismissed. This managerial apathy is not merely a localised human resources complaint; it is a profound failure in organisational leadership. As Townsend et al. (2013) argue, silencing employee voice fundamentally degrades both workplace culture and operational stability, acting as a primary catalyst for surging turnover rates. Recognising this critical vulnerability, this research sets out to examine the systemic communication barriers and managerial attitudes toward employee well-being at Grupo Antolin Barton, specifically evaluating how this disconnect drives diminished morale and accelerates staff attrition. 
[bookmark: _Toc235996578]1.2 Background
The historical context of automotive manufacturing is deeply rooted in the relentless pursuit of waste reduction and process optimisation. The widespread adoption of lean production systems and Just-In-Time (JIT) manufacturing, pioneered by Ohno (1988) and popularised by Womack, Jones, and Roos (1990), restructured global assembly lines. These frameworks structurally prioritise standardisation and speed. However, the intense focus on mechanical efficiency has consistently generated friction with the human element of production. Carter et al. (2011) prove that lean environments often intensify labour, leading to compounding physical fatigue and psychological stress among frontline workers if not actively mitigated by supportive management.
[bookmark: _Int_QfncrAdp]Current industry trends reflect this tension. The Society of Motor Manufacturers and Traders (SMMT, 2023) highlights that while the UK automotive sector is rapidly adapting to technological shifts, it faces acute, ongoing challenges about labour retention and skills shortages. The physical and mental demands of the modern shop floor have reached critical levels. Despite this reality, prevailing managerial paradigms in facilities like Grupo Antolin Barton often default to rigid, top-down hierarchies. Wilkinson et al. (2014) note that such structures inherently restrict employee voice. This creates an environment where bottom-up feedback about occupational health or workflow improvements is systemically ignored.
The consequences of this disconnect are severe. Modern industrial relations literature increasingly emphasizes that neglecting psychological well-being on the factory floor directly correlates with critical safety and retention failures (Harvey et al., 2014). When managers act with apathy toward the lived physical and mental realities of their staff, the psychological contract between employer and employee ruptures (Cullinane and Dundon, 2006). Workers who feel their health is entirely subordinate to production quotas rapidly disengage. This disengagement manifests not only as suppressed morale but as a tangible operational liability through high absenteeism and localised turnover.
Despite these severe implications, a significant gap exists in the current literature. While contemporary operations management research extensively covers logistical optimisation, supply chain resilience, and macro-level human resource policies, there is a distinct lack of empirical focus on localised, plant-level managerial apathy. Existing frameworks heavily address the mechanics of lean implementation but often overlook the exact dynamics of workforce silencing. Specifically, there is insufficient research examining how the failure to help upward communication about physical and mental health directly destabilises localised shop floors in automotive supply chain. This study addresses that gap by systematically investigating these unaddressed operational failures within the specific context of Grupo Antolin Barton, challenging the assumption that operational efficiency can survive a total disconnect between management and frontline labour.
[bookmark: _Toc233061351][bookmark: _Toc235996579]1.3 Research aim 
The aim of this research is to examine how systemic communication barriers and localised managerial apathy toward employee well-being drive morale degradation and accelerate workforce turnover within the demanding manufacturing environment of Grupo Antolin Barton. 
[bookmark: _Toc233061352][bookmark: _Toc235996580]1.4 Research objectives 
1. To review existing academic literature on how lean manufacturing and strict management styles affect the physical and mental well-being of factory workers. 
2. To investigate how communication breaks down on the factory floor, specifically looking at why local managers often ignore feedback from frontline workers. 
3. To analyse how this lack of communication and poor management directly lowers employee morale and causes high staff turnover. 
4. To suggest practical, evidence-based solutions that can rebuild trust between workers and managers, aiming to reduce staff turnover at Grupo Antolin Barton. 
[bookmark: _Toc233061353][bookmark: _Toc235996581]1.5 Research questions 
1. What does current academic literature say about the impact of lean manufacturing and management communication on worker well-being? 
2. Why does communication break down on the factory floor, and why is worker feedback often ignored by local managers? 
3. How does this lack of communication and managerial support directly lead to low morale and high staff turnover? 
4. [bookmark: _Int_bcCWIjnx]What practical leadership strategies can be used to rebuild trust with workers and reduce staff turnover at Grupo Antolin Barton? 
[bookmark: _Toc235996582]1.6 Chapter summary
[bookmark: _Int_aP9wl6eY]This chapter proved the foundational context and operational rationale for investigating the systemic communication barriers and managerial apathy driving employee turnover at Grupo Antolin Barton. By anchoring localized shop-floor realities within the broader industrial relations and operations management discourse, the study’s central aim, sequential goals, and guiding research questions were clearly defined. To systematically address these structural parameters and build a theoretical framework for the investigation, the following chapter will critically review the relevant academic literature concerning lean manufacturing environments, top-down leadership paradigms, and their direct impact on workforce stability.
[bookmark: _Toc233061354][bookmark: _Toc235996583]Chapter 2
[bookmark: _Toc233061355][bookmark: _Toc235996584]2.1. Introduction to literature review
[bookmark: _Int_otNVOlhu]Evaluating the structural breakdown of localized management within the automotive sector requires a rigorous dissection of the prevailing academic discourse. This chapter critically examines the theoretical intersections between operational demands, leadership paradigms, and workforce stability. The review is systematically structured to mirror the cascading failures seen on the modern assembly line. First, it critiques foundational operations management theory to assess how high-efficiency manufacturing environments inherently dictate the physical and psychological baseline of occupational well-being. From there, the analysis shifts directly to the managerial sphere. It evaluates contemporary literature on organizational behavior to isolate the mechanics of leadership disconnect, explicitly focusing on how rigid structural hierarchies actively silence employee voice. Finally, the chapter synthesizes current research on industrial relations to trace the predictable trajectory from suppressed bottom-up feedback to terminal disengagement and eventual turnover. Establishing this theoretical baseline begins by scrutinizing the precise operational frameworks that govern the daily reality of the modern shop floor. 
[bookmark: _Toc233061356][bookmark: _Toc235996585]2.2 The impact of lean manufacturing on occupational well-being 
[bookmark: _Int_dSHTmGwY][bookmark: _Int_pbPCTiaO]The contemporary automotive assembly line is heavily predicated on the principles of lean manufacturing and Just-In-Time (JIT) production. To establish a holistic and unbiased review, it is crucial to first acknowledge the foundational benefits of these systems. Early operations theorists, notably Ohno (1988) and Womack, Jones, and Roos (1990), framed lean production not as a tool for worker exhaustion, but as the ultimate antidote to industrial waste. In its original design, standardizing workflows and minimizing inventory was intended to empower employees by valuing their problem-solving skills and creating highly efficient, organized environments (Liker, 2004). On paper, the mathematical purity and intended mutual benefits of lean manufacturing are unassailable. 
However, this theoretical perfection frequently fractures upon contact with the physical and psychological realities of human labour. Modern occupational psychology and critical industrial relations literature challenge the sanitized narrative of lean operations. Stewart and Garrahan (1995) provided one of the earliest critiques, arguing that modern lean frameworks do not empower workers; rather, they construct an architecture of total systemic control. Consistent with Carter et al. (2011) and Conti et al. (2006), the core mechanism of JIT production - the elimination of physical inventory buffers - simultaneously eradicates the micro-pauses necessary for human recovery. Without these temporal buffers, the assembly line demands severe labour intensification. 
This environment aggressively strips away individual agency. While early lean proponents argued that continuous improvement models (Kaizen) offered workers a degree of autonomy, Parker (2003) and Vidal (2007) demonstrate that this participation is heavily constrained. Shop-floor employees are rarely invited to challenge the pace of production; they are only permitted to suggest ways to conform to it more efficiently. Consequently, human beings are reduced to mechanistic extensions of the assembly line, trapped in a state of rigid procedural compliance (Landsbergis et al., 1999). 
The resultant toll on occupational well-being is severe and well-documented. Koukoulaki (2014) systematically correlates the implementation of lean automotive environments with a compounding rise in musculoskeletal disorders and chronic physical degradation. The damage, however, extends far beyond physical fatigue. The psychological burden of sustaining standardized, high-velocity output induces acute, chronic stress (Hasle et al., 2012). Surviving this hyper-optimized environment requires immense cognitive resilience, an asset that lean systems actively deplete by marginalizing worker autonomy (Cullinane et al., 2013). 
The assembly line, therefore, is not inherently stable; it is a site of constant human attrition. When an operational framework structurally accelerates physical exhaustion and cognitive burnout, the responsibility for mitigating that damage falls entirely upon the localized supervisory hierarchy. Yet, if those immediate managers prioritize production metrics over basic human sustainability, actively ignoring the exhaustion unfolding directly in front of them, the manufacturing system begins to fracture from the inside out. 
[bookmark: _Toc233061357][bookmark: _Toc235996586]2.3 Leadership disconnect and the silencing of employee voice. 
The physical and cognitive exhaustion intrinsic to lean production requires highly responsive leadership to prevent systemic failure. Literature surrounding Emotional Intelligence (EI) - particularly models of empathy, self-awareness, and mindfulness (Goleman, 1995) - suggests that emotionally intelligent supervisors can effectively buffer teams from lean-induced stress. However, traditional automotive manufacturing heavily relies on rigid, authoritarian command structures to maintain operational control (Bamber et al., 2014). Within these hierarchies, supervisors and middle managers are structurally positioned as enforcers of production quotas rather than facilitators of occupational health. As Townsend and Wilkinson (2010) articulate, the intense pressure to hit immediate key performance indicators forces localized management to view empathy as a direct threat to efficiency. When output targets entirely dictate supervisory success, the human element is aggressively stripped from the managerial calculus. The priority is the unbroken rhythm of the line, not the sustainability of the people operating it. 
This metric-driven rigidity fundamentally suffocates upward communication. The academic discourse surrounding employee relations highlights this suppression as a critical vulnerability in industrial environments. Dundon et al. (2004) emphasize that genuine "employee voice" requires not just the opportunity for a worker to speak, but an organizational architecture actively willing to listen. In hyper-optimized manufacturing settings, this receptive architecture is frequently absent. Morrison and Milliken (2000) famously conceptualized this phenomenon as "organizational silence," a systemic condition where rigid hierarchies implicitly teach employees that offering feedback is either futile or professionally dangerous. 
Expanding upon Morrison and Milliken’s framework, contemporary scholars such as Wilkinson et al. (2014) and Donaghey et al. (2011) demonstrate the targeted nature of this silence. When shop-floor workers attempt to communicate genuine concerns regarding physical fatigue, unsafe pacing, or process inefficiencies, their insights are routinely marginalized. Management dismisses bottom-up feedback to protect the immediate flow of production. Consequently, employees internalize the reality that their operational knowledge and physical well-being carry zero institutional weight. 
When upward communication is systematically blocked, the damage extends far beyond temporary operational friction; it ruptures the core relational foundation of the workplace. Rousseau (1989) defines the "psychological contract" as the unwritten set of expectations, beliefs, and mutual obligations operating between an employee and their employer. In a functional industrial setting, workers exchange their physical labour for fair compensation and a basic guarantee of safety and respect (Guest, 2004). 
Crucially, recent literature highlights that expectations within this contract vary significantly across organizational cultures and age groups. While older Generation X workers may display a higher tolerance for traditional, authoritarian hierarchies due to historical expectations of industrial work, Millennials (Gen Y) and Generation Z prioritize psychological well-being, mindfulness, and emotionally intelligent leadership (Cogin, 2012). For these younger cohorts, a manager's inability to demonstrate EI is not just an inconvenience; it is a fundamental betrayal. 
However, when localized managers exhibit persistent apathy toward the deteriorating realities of the shop floor, this foundational trust is abruptly severed across all demographics. Conway and Briner (2005) note that a breach of the psychological contract occurs not just through overt hostility, but through this exact brand of sustained, structural neglect. Workers who recognize that their physical and mental health is entirely subordinate to corporate metrics rapidly transition from exhaustion to deep-seated cynicism (Pate et al., 2000). Once the psychological contract is irreparably broken and systemic silence becomes the governing operational norm, the workforce ceases to invest in the organization’s future, setting into motion an inevitable cascade toward absolute disengagement and physical departure from the facility. 
[bookmark: _Toc233061358][bookmark: _Toc235996587]2.4 The trajectory from disengagement to turnover 
The severing of the psychological contract rarely results in an immediate resignation. Instead, it initiates a protracted trajectory of behavioural withdrawal. As Harrison et al. (2006) demonstrate, employees subjected to sustained structural neglect do not simply quit; they progressively detach from their operational roles. This detachment initially surfaces through acute absenteeism and the increasingly recognized phenomenon of presenteeism. Johns (2010) characterizes presenteeism as the state in which workers are physically stationed on the assembly line but remain cognitively disengaged due to severe exhaustion or profound cynicism. On a high-velocity lean production floor, a mentally checked-out workforce is fundamentally volatile. When a worker is cognitively absent while maintaining strict quality control tolerances, the risk of critical safety failures skyrockets. By actively ignoring the preceding warning signs of physical fatigue, localized management forces employees into these covert withdrawal behaviours simply to survive the duration of their shift. 
Eventually, this covert withdrawal calcifies into a definitive exit strategy. The foundational models of employee turnover proposed by Mobley (1977) explicitly distinguish between the cognitive phase of turnover intention and the physical act of quitting. Building upon these early frameworks, researchers such as Griffeth et al. (2000) clarify that the transition from thinking about leaving to actively resigning is heavily moderated by supervisory support. An employee experiencing severe burnout might harbour turnover intentions for months without acting upon them. 
Crucially, the timeline of this transition is increasingly influenced by generational differences and workplace culture. While older cohorts (Generation X) may endure prolonged periods of presenteeism due to differing cultural expectations of industrial loyalty, Millennials (Gen Y) and Generation Z are significantly less tolerant of leadership lacking Emotional Intelligence (EI). For these younger demographics, Hom et al. (2012) emphasize that it is the persistent, localized apathy of immediate management - the daily validation that frontline well-being is irrelevant - that serves as the ultimate catalyst. When supervisors fail to deploy EI to recognize and mitigate shop-floor exhaustion, this sustained neglect rapidly transforms passive frustration into active job-seeking behaviour. The supervisor's refusal to address these realities essentially pushes the disengaged worker out the door. 
The resulting mass attrition inflicts catastrophic damage on the manufacturing system. Tracey and Hinkin (2008) detail the severe financial penalties associated with replacing frontline staff, encompassing recruitment, localized onboarding, and the inevitable drop in production quality during the transition phase. The damage, however, transcends raw financial metrics. The assembly line is a highly interdependent ecosystem. The loss of a single skilled operator forces the remaining staff to absorb the excess workload, rapidly accelerating their own path toward burnout. Holtom et al. (2008) argue that high turnover systematically destroys organizational memory and disrupts the exact standardization that lean manufacturing requires to function. Consequently, by prioritizing immediate output over human sustainability, localized management cannibalizes the mechanical efficiency they were mandated to protect. 
This destructive cycle confirms that workforce attrition is not a random operational anomaly, but rather the terminal symptom of a structurally flawed leadership paradigm, necessitating a final consolidation of these theoretical insights to complete the literature review. 
[bookmark: _Toc233061359][bookmark: _Toc235996588]2.5 Chapter summary 
This chapter critically evaluated the theoretical intersections between high-velocity manufacturing environments, localized leadership paradigms, and workforce stability. By dissecting foundational operations management literature, the review first established that the aggressive standardization inherent to lean production systematically intensifies physical and cognitive labour. The analysis subsequently demonstrated how rigid, top-down managerial hierarchies actively exacerbate this strain. Rather than mitigating shop-floor fatigue, authoritarian supervisors routinely prioritize immediate production metrics over human sustainability, fostering a culture of organizational silence where upward feedback is structurally suppressed. Ultimately, the literature confirms that this profound severing of the psychological contract initiates a predictable behavioural cascade, driving exhausted employees from covert presenteeism toward irreversible mass attrition. Having established this theoretical framework regarding how managerial apathy destabilizes the modern assembly line, the following chapter will detail the Systematic Literature Review (SLR) methodology utilized to rigorously identify, gather, and evaluate these academic insights. 
[bookmark: _Toc233061360][bookmark: _Toc235996589]Chapter 3
[bookmark: _Toc233061361][bookmark: _Toc235996590]3.1. Introduction to methodology 
Transitioning from the theoretical foundation established in the preceding chapter, this section delineates the precise methodological framework employed to investigate the systemic managerial disconnect at Grupo Antolin Barton. Rather than relying on localized, highly subjective primary data collection, this investigation utilizes a Systematic Literature Review (SLR) to synthesize established academic intelligence regarding lean manufacturing pressures, organizational silence, and workforce attrition. This chapter explicitly details the research philosophy underpinning the study, followed by a rigorous breakdown of the search strategy, database selection, and the exact inclusion and exclusion criteria utilized to filter the literature. Subsequently, it outlines the data extraction protocols and thematic synthesis methods, culminating in a critical assessment of ethical considerations and methodological limitations. Establishing this structural transparency is essential to validating the academic rigor of the overarching research philosophy. 
[bookmark: _Toc235996591]3.2 Philosophical foundations and research design
To determine the most appropriate philosophical stance, this study evaluated the primary paradigms within Saunders et al.’s (2012) 'Research Onion' framework. A positivist philosophy - which seeks to measure social reality through objective, quantitative law - was considered but ultimately discarded. Given that this study investigates the subjective, human-centric nuances of managerial apathy and employee turnover, a purely positivist approach would fail to capture the deep-seated "empathy gaps" that drive staff resignation.
Consequently, this research adopts an interpretivist philosophy. Interpretivism is the best fit for this study because it prioritizes understanding how factory workers construct meaning from their own experiences on the shop floor. By placing human values, emotions, and culture at the centre of the inquiry, interpretivism allows for a more nuanced diagnosis of why rigid, metric-driven management often alienates the workforce.
Regarding the research approach, a deductive approach - which tests existing theories through a rigid hypothesis - was deemed insufficient. A deductive approach is designed to confirm what we already know, whereas my research aims to understand the complex drivers of apathy. Instead, this study utilizes an abductive approach. This allows for an iterative process: observing real-world phenomena at Grupo Antolin Barton and connecting those observations back to the broader academic literature. By moving back and forth between the data (the turnover trends) and the theory (Lean manufacturing, the psychological contract), this abductive approach provides a more practical and realistic explanation of why the "Lean" system is failing in a UK manufacturing context compared to its original Japanese design.
[bookmark: _Toc235996592]3.3 Search strategy and databases 
The integrity of a Systematic Literature Review relies entirely upon the transparency and reproducibility of its initial search protocol. To systematically map the intersection of operational frameworks, leadership behavior, and workforce stability, a comprehensive, multi-database search strategy was engineered. The primary digital repositories selected for this investigation included UWTSD Library, Google Scholar, Web of Science, Google Books, EBSCO Business Source Premier, and Emerald Insight. These specific platforms were chosen for their exhaustive indexing of high-impact, peer-reviewed literature across the disciplines of operations management, industrial relations, and organizational psychology, ensuring a multidimensional view of the research problem. 
To execute a highly targeted and replicable retrieval process, complex Boolean search strings were formulated. The search architecture was anchored around three distinct conceptual pillars: the operational environment, the managerial variable, and the resulting human outcome. To capture this exact intersection, the following primary string was utilized across all selected databases: ("Lean Manufacturing" OR "Just-In-Time" OR "Assembly Line") AND ("Managerial Apathy" OR "Employee Voice" OR "Toxic Leadership") AND ("Occupational Well-being" OR "Burnout" OR "Turnover"). 
Truncation symbols and exact phrase searching were applied to accommodate variations in terminology across different academic regions. This highly structured approach prevented the retrieval of overly generalized management theory, instantly isolating literature that explicitly addressed the mechanical and psychological friction points present on the modern automotive shop floor. Yielding this initial raw dataset subsequently necessitated a rigorous filtering mechanism to discard peripheral or substandard research. 
[bookmark: _Toc235996593]3.4 Quality assessment and inclusion/exclusion criteria 
The initial database searches inherently return a vast array of literature, demanding a stringent set of boundaries to distill the dataset down to its most credible core. To achieve this, rigid inclusion and exclusion criteria were established prior to the retrieval phase. 
An important methodological consideration within this Systematic Literature Review is the impact of geographical and cultural differences on employee responses to management. Because lean manufacturing originated in Japan via the Toyota Production System, its original framework was built upon cultural norms of high collectivism and strong deference to authority. However, when these rigid, top-down command structures are transplanted into Western, individualistic cultures - such as the United Kingdom, where the Grupo Antolin Barton facility is located - the workforce response is fundamentally different. 
As Hofstede (2011) outlines in his cultural dimensions theory, workers in Western geographies typically expect lower 'power distance' and greater individual voice in the workplace. Therefore, relying on a global pool of secondary literature introduces a minor risk of cultural generalization; a worker's threshold for burnout and resignation in Asia may differ drastically from a worker in Europe. To mitigate this subjectivity risk, the data extraction process actively considered the geographical context of the selected studies. Priority was given to literature that reflects Western industrial relations, ensuring that the findings regarding organizational silence and turnover accurately align with the cultural expectations of the UK-based Barton workforce. 
Literature was considered for inclusion only if it met highly specific parameters. Primary selection required sources to be peer-reviewed academic journal articles published between 2010 and 2025, guaranteeing the findings reflected contemporary manufacturing dynamics. Explicit exceptions were granted for seminal, foundational operations theory - such as the early lean frameworks established by Ohno and Womack - which were included regardless of their original publication date. Additionally, all literature was required to be published in the English language to ensure accurate thematic interpretation. 
Strict exclusion criteria were simultaneously applied to eliminate academic noise. Non-academic sources, including unverified blogs, commercial opinion pieces, and journalistic editorials, were immediately discarded. Studies situated entirely outside the manufacturing sector were removed to maintain strict industry relevance. Finally, purely quantitative operational studies that entirely ignored human psychological variables were excluded, as they failed to address the core focus of the psychological contract. 
Before final inclusion, every shortlisted article was subjected to the CRAAP framework (Currency, Relevance, Authority, Accuracy, Purpose). This definitive quality assessment tool served as the final gatekeeper, ensuring that only literature demonstrating absolute academic rigor, methodological transparency, and direct relevance to the research objectives survived the filtering process. With a highly curated, validated repository of literature secured, the methodology must now dictate exactly how this raw text is deconstructed and analyzed. 
The initial database searches yielded a substantial volume of raw literature, necessitating a systematic filtering process to isolate the most relevant theoretical insights. By sequentially applying the predetermined inclusion and exclusion boundaries alongside the rigid CRAAP framework. 
Table 1: Systematic Literature Review Search Results 
	Stage of Filtering 
	Number of Articles 

	Initial search across all databases 
	842

	Duplicates removed across databases 
	415

	Excluded after title/abstract screening 
	145

	Excluded after full-text CRAAP assessment 
	77

	Final articles retained for thematic synthesis 
	68



The dataset was progressively distilled down to an academically rigorous core. 
[bookmark: _Toc235996594]3.5 Data extraction and thematic synthesis 
Once the final articles were selected using the CRAAP framework, a structured method was required to analyse them. To ensure findings were not selected at random, a 'Synthesis Matrix' was utilized. This matrix functioned as a central data grid, recording the key arguments, methods, and conclusions of each paper. Consolidating the literature into a single comparative table allowed for clear identification of where different authors agreed or disagreed. 
Importantly, the extracted data was organized by theme rather than chronologically. Summarizing papers by publication date often results in a basic descriptive list. Thematic synthesis, however, allowed for a direct comparison of ideas. 
The literature was grouped into three main themes, which link directly back to the research objectives: 
The physical and structural pressures of lean manufacturing. 
The breakdown in communication between workers and localized management. 
The trajectory of how frustrated workers become disengaged and eventually resign. 
By organizing the research into these specific categories, the data was actively compared rather than merely summarized. This approach connected older manufacturing theories with modern workplace psychology to understand the specific operational realities present at Grupo Antolin Barton. 
[bookmark: _Toc235996595]3.6. Ethical considerations and limitations
Because this methodology relies strictly on secondary data, it naturally bypasses the traditional ethical hurdles associated with human participants, such as informed consent and direct psychological harm. Consequently, the ethical burden shifts entirely to the integrity of the data handling process. Ethical compliance for this Systematic Literature Review was anchored in absolute academic objectivity. Strict protocols were enforced to prevent researcher bias and the deliberate 'cherry-picking' of data designed to support preconceived conclusions. Every theoretical conflict discovered in the databases was reported transparently. Additionally, all intellectual property was rigorously cited to prevent the misrepresentation or manipulation of the original authors' intent.
A critical ethical and methodological responsibility also involves the management of cultural bias. Because lean manufacturing originated in Japan, its foundational literature is often built upon cultural norms of high collectivism and strong deference to authority. As Hofstede (2011) outlines in his cultural dimensions theory, workers in Western geographies - such as the United Kingdom, where the Grupo Antolin Barton facility is located - typically expect lower 'power distance' and greater individual voice. Ethically, a researcher must not blindly generalize global data and misapply it to a localized workforce. To mitigate this subjectivity risk, the data extraction process actively considered the geographical context of the selected studies, ensuring the findings about organizational silence align accurately with UK workplace culture.
Despite this rigorous structuring, inherent methodological limitations are still inescapable. The most prominent constraint is publication bias. Academic journals disproportionately favour studies proving statistically significant or theoretically novel findings, meaning highly relevant but less dramatic operational data may be entirely absent from the accessible databases. While a Systematic Literature Review provides vast theoretical breadth, relying on secondary data is fundamentally retrospective. It cannot capture the immediate, day-to-day emotional temperature or the real-time localized grievances currently unfolding on the Grupo Antolin Barton shop floor. The resulting findings provide a structural diagnosis of managerial apathy and turnover, but they stand for a synthesized theoretical framework rather than real-time primary field intelligence.
[bookmark: _Toc235996596]3.7 Chapter summary 
This chapter set up the interpretivist philosophy and precise methodological architecture needed to execute a rigorous Systematic Literature Review. By engineering highly targeted Boolean search strings and enforcing the CRAAP framework as a definitive quality filter, the research process neutralized localized bias while securing a highly credible repository of secondary data. The application of a synthesis matrix ensured that all extracted literature was organized thematically, allowing for a direct analytical comparison of complex operational variables. Building upon this reproducible scientific blueprint, the following chapter will present the definitive findings of the review, critically analysing the extracted themes to diagnose the systemic structural failures driving workforce attrition at Grupo Antolin Barton. 
[bookmark: _Toc235996597]4. Discussion and findings
[bookmark: _Toc235996598]4.1. Introduction to findings
The earlier chapter outlined the strict process used to select and quality-check the research for this project. By applying systematic inclusion criteria across major academic databases, a final group of 60 high-quality, peer-reviewed articles chosen. This chapter shifts the focus from how the research conducted to what the research found.
[bookmark: _Int_X93U17GD]To make sense of these 68 articles, the findings were organised using a thematic synthesis matrix. Instead of merely summarising the papers by publication year, this chapter compares the key debates and agreements between the authors. As shown in Figure 1, the 68 articles were grouped into three main themes that explain why the trust between workers and managers is breaking down in modern manufacturing.

Figure 1: Thematic Distribution of Research
As Figure 1 shows, most of the literature (67%) focuses on the physical and mental strain caused by lean manufacturing targets. A sizeable portion (25%) addresses the "empathy gap" and management behaviour, while the remaining 8% focuses specifically on the final stages of the turnover process.
[bookmark: _Int_uvxdI2i2][bookmark: _Int_6GC99sEG]The separate table of 28 sources, as an example been used in this research is included in appendices section. It provides a detailed summary of every article, which supports the findings presented throughout this dissertation.
This chapter will now discuss these three themes in detail. It will apply these academic findings directly to the everyday realities seen on the shop floor at Grupo Antolin, starting with the physical and mental limits of the modern workforce.
[bookmark: _Toc235996599]4.2 Theme 1: The reality of lean targets vs. human limits
When reviewing the 68 selected articles, the most prominent theme that appeared was the physical and mental toll of lean manufacturing. While the background chapters discussed how these systems were designed to reduce waste, the actual findings from modern research show a much harsher reality on the shop floor.
[bookmark: _Int_exb5UQxm][bookmark: _Int_weSkNjBW]Treville and Antonakis (2006) highlight that modern 'Just-In-Time' (JIT) systems require humans to work at the exact speed of the machinery. There is no room for error or delay. Workers are placed under immense, continuous pressure. The data reveals that this pressure is not an accident; but it is built into the system. Danford et al. (2008) conducted extensive research on UK manufacturing workers and found a direct link between strict lean targets and chronic worker fatigue. They discovered that when management priorities assembly line speed above other things, workers lose the ability to control their own pace, leading to immediate physical exhaustion.
[bookmark: _Int_SbisKn9l]This exhaustion quickly turns into a psychological problem. Shantz et al. (2016) proved that when factory workers are forced to repeat the same high-speed tasks without any control over their environment, they experience severe "workplace alienation." This means they stop caring about the quality of the product and feel completely disconnected from the company. The literature consistently agrees when factory targets push humans past their natural limits, the result is an exhausted, alienated workforce that is constantly on the edge of burnout.
To understand why this burnout occurs, we must look back at the original lean manufacturing theory discussed in Chapter 2. Taiichi Ohno (1988), the pioneer of the Toyota Production System, originally envisioned lean to reduce waste and cut useless work.  Later, Womack et al. (1990) popularised these concepts in the West as a strategy to create more efficient, smoother workflows. Their original vision suggested that by removing small inefficiencies, workers would have a less chaotic, more focused day.
However, the findings in this literature review suggest a significant gap between the theory of Ohno and Womack (1990) and the actual experience of modern workers. While the original lean concept was rooted in the idea of empowering workers to improve their own processes, current research shows that modern implementations have often transformed lean into a 'management by stress' tool. In the original models, the focus was on continuous improvement (Kaizen), which assumed that workers had the time and mental energy to think about how to make things better. But, as we saw in the research from Danford et al. (2008), if workers are already at the point of chronic exhaustion, the 'continuous improvement' ideal becomes impossible.
[bookmark: _Int_r8ycyubh][bookmark: _Int_hNioY0no]The findings show that many companies are taking the efficiency lessons from Ohno and Womack but skipping the part where workers are treated as the most important asset. The result is a 'lean' factory that is efficient on paper but deeply unsustainable for the people inside. This synthesis shows that unless the human side of lean is protected - just as the early theorists intended - the system will always break the people who keep the lines moving.
[bookmark: _Int_OxninNvk]The gap between original lean theory and modern reality is obvious in the UK automotive supply chain. Studies by Hasle et al. (2012) point out that manual workers bear the absolute worst of the negative impacts when lean is implemented as a cost-cutting tool. If a supplier like Grupo Antolin misses a sequence, the main car assembly line stops, which results in massive financial penalties. To prevent these costly delays, plant managers often push their own assembly lines to run at maximum capacity.
[bookmark: _Int_5HGhssmG]The literature shows that running lines at 100% efficiency leaves zero room for human recovery. When workers are forced to keep up with machines that never tire, the physical strain builds up quickly over a shift. Huo et al. (2022) note that this relentless pacing leads to severe "work intensification," which strips away any chance for employees to rest and directly causes emotional and physical exhaustion. On a practical level, this physical reality explains the high turnover seen in modern plants. Bouville and Alis (2014) argue that workers are not necessarily quitting just because they dislike the job itself, instead, their "intention to stay" drops to zero as a direct biological and psychological response to the toll of hitting impossible lean targets day after day.
The academic findings make one thing clear: factories cannot run a human workforce like a piece of machinery. When metrics are prioritised over physical well-being, the company sacrifices long-term stability for short-term output. This leads directly into the second major theme. It is not just the physical targets that push workers to quit, but how supervisors react when staff complain about the strain.
[bookmark: _Toc235996600]4.3 Theme 2: The empathy gap and generational clashes
As shown in the earlier section, the strict lean manufacturing system guarantees physical fatigue. When this fatigue sets in, the relationship between the worker and their immediate supervisor becomes the critical factor in whether that employee stays or quits. However, the literature reveals a severe "empathy gap" on the modern shop floor. Rawhoof (2021), who studied hourly manufacturing workers and their managers found that supervisors are trained to check production metrics but rarely trained in Emotional Intelligence (EI). When workers complain about the physical toll of the assembly line, supervisors lacking EI often dismiss these concerns to keep the production running. This managerial apathy creates a toxic environment where employees feel entirely undervalued.
Historically, rigid management style was standard in heavy industry, but it is now causing a massive turnover crisis due to changing workforce demographics. Chillakuri (2020) notes that conventional manufacturing hierarchies are currently colliding with the workplace expectations of generation z and millennial workers. Unlike older generations who may have accepted strict disciplinary routines as just part of the job, younger workers enter the factory expecting psychological safety, open communication, and supportive leadership.
[bookmark: _Int_jPVwRk0P][bookmark: _Int_yTf20O3B]When these younger employees meet supervisors who only care about the sequence targets, the psychological contract is instantly broken. Barhate and Dirani (2022) point out that these generational cohorts will rapidly leave a role if they feel their personal well-being is ignored by management. At a plant like Grupo Antolin, this shift in generational mindset explains why simply offering a steady wage is no longer enough to keep staff. If the supervisors lack the empathy to manage human beings rather than just managing the machines, the younger workforce will simply walk out the door.
[bookmark: _Int_gxyOzWDy]However, this generational clash does not at once result in resignation. Before a worker decides to leave a facility, there is usually a distinct psychological shift on the shop floor: the transition from speaking up to complete silence. Mowbray et al. (2015) argue that "employee voice" - the willingness of staff to offer suggestions or report problems - is critical for keeping a manufacturing plant running efficiently. In a healthy lean system, workers are actively encouraged to point out when a process is physically unsafe or when a sequence is failing.
[bookmark: _Int_K7TENxjR]Yet, as the literature shows, when supervisors lack Emotional Intelligence and prioritise production metrics over human limits, they actively discourage this feedback. When workers realise that their complaints about physical strain are ignored, they suddenly stop communicating altogether. Knoll and van Dick (2013) name this specific reaction as "quiescent silence." Their research proves that employees deliberately withhold critical information out of a sense of fear or a belief that speaking up will only mark them as a problem to management.
[bookmark: _Int_Q5AcAlc8]At a high-pressure plant, this organisational silence is dangerous. When the workforce stops reporting minor issues on the line, safety risks and production errors inevitably rise. More importantly, this silence is the final red flag before mass turnover occurs. Prouska and Psychogios (2018) show that when employees feel forced into silence, their organisational commitment is destroyed. They stop caring about the quality of their work and begin to mentally detach from the company. When management ignores the physical realities of the assembly line, they do not just lose employee feedback, they push the workforce directly into the final stages of the turnover process. This leads directly into the third and final theme of this review.
[bookmark: _Toc235996601]4.4 Theme 3: The turnover trajectory
[bookmark: _Int_qe5xYpqL]The literature suggests that turnover is not a random or spontaneous event for manual workers in the automotive supply chain. Instead, it appears to be a slow, predictable process. Hom et al. (2012) describe this as a series of "proximal withdrawal states." During this transition, employees stay physically present on the shop floor, yet they become increasingly disconnected from the organisation.
Table 1 provides a framework for understanding this trajectory. It maps the academic stages of withdrawal against the operational realities at Grupo Antolin, showing how first disengagement eventually leads to formal resignation.
Table 1: The Turnover Trajectory in Lean Manufacturing
	Stage
	Academic Theory
	Shop Floor Reality (Grupo Antolin)
	Key Source

	1. Psychological Withdrawal
	Loss of organisational commitment leads to "quiescent silence."
	Workers stop reporting quality or safety hazards, assuming management will ignore the input.
	Hom et al. (2012)

	2. Behavioural Withdrawal
	Presenteeism: Attending shifts while mentally or physically exhausted.
	Staff perform the bare minimum to collect wages, causing a decline in part quality.
	Miraglia & Johns (2016)

	3. Physical Withdrawal
	Formal termination of the employment contract.
	The worker resigns. The plant loses ability and incurs high recruitment costs.
	Glebbeek & Bax (2004)



This framework shows that management intervention at the first two stages is critical. When supervisors do not address the early warning signs of disengagement, Stage 3 becomes the inevitable outcome.
[bookmark: _Int_9GNj4hnA]Miraglia and Johns (2016) note that "presenteeism" - when exhausted employees show up but cannot function at full capacity - often carries a higher hidden cost than absenteeism. In a lean environment, where every second is measured, a worker who is present but checked out mentally is a significant risk, such a worker is more likely to cause a defect that stops the main automotive assembly line. This synthesis shows that the financial damage of high turnover is the result of ignored feedback during the earlier stages of the trajectory. 
[bookmark: _Toc235996602][bookmark: _Int_JOw04Crn]4.4.1 The financial impact
[bookmark: _Int_U1tdcRsq][bookmark: _Int_GvkVhH7k]When workers finally reach Stage 3 of the withdrawal process and formally resign, the financial impact on the company is severe. However, the literature reveals that most manufacturing managers only calculate the obvious expenses of turnover, such as the cost of advertising the job and the HR hours spent interviewing replacements. Duffield et al. (2014) argue that these direct recruitment fees only stand for the "tip of the iceberg." Their research proves that the true financial damage lies in hidden operational costs, specifically the loss of institutional knowledge and the sharp drop in productivity while a new hire is trained.
[bookmark: _Int_nUtQe6KE][bookmark: _Int_TM12Kf54][bookmark: _Int_WJSjAdfK][bookmark: _Int_1SrLPEmq][bookmark: _Int_i8tdvIq7]In a traditional warehouse, the cost of a new, slower worker might be absorbed by big inventory. But in a lean system like Grupo Antolin, there is very low amount of inventory. Longoni et al. (2013) demonstrate that lean environments are uniquely vulnerable to staff turnover. Because Just-In-Time (JIT) lines run with zero buffer, a new employee who struggles to keep the speed of the line immediately causes bottlenecks. This synthesis reveals a critical irony: plant managers enforce strict lean targets to save money, but the resulting turnover introduces untrained staff to the line, which directly causes the sequence delays and quality defects the lean system was designed to prevent.
[bookmark: _Int_qnFkHFwj][bookmark: _Int_pgreaJHn]Turnover is rarely an isolated event. Holtom et al. (2008) identify a phenomenon known as "turnover contagion." When an experienced worker leaves a high-pressure line, their remaining tasks are pushed onto the surviving team members until a replacement is found. This sudden workload increases forces the remaining staff directly into the exhaustion described in Stage 2 of our framework (presenteeism). By ignoring the first signs of burnout, management not only loses one worker but actively accelerates the burnout of the entire shift.
[bookmark: _Toc235996603]4.5 Synthesising the findings: the vicious cycle of turnover.
The earlier sections looked at individual problems on the shop floor. However, to fully understand the crisis at a supplier like Grupo Antolin, we must look at how these issues connect. Bamber et al. (2014) argue that lean manufacturing does not just create isolated moments of stress. Instead, when managed poorly, it creates a continuous loop of pressure that feeds on itself.
By combining the findings from our three themes, a clear operational pattern appears. Figure 2 illustrates how strict targets, poor management empathy, and staff resignation form a repeating cycle that damages both the workers and the company.

Figure 2: The Vicious Cycle of Lean Turnover
This diagram illustrates the harsh reality of modern manufacturing. When a worker finally reaches Step 4 and resigns, the plant loses valuable operational knowledge. Massingham (2018) points out that losing experienced staff directly lowers the overall competence and speed of the shift. To make up for this missing speed, management at once pushes the remaining workers even harder to meet the exact same Just-In-Time targets.
[bookmark: _Int_sFJgRLhT]This creates a dangerous gap on the line. The remaining staff are forced to cover the gaps left by the people who quit, which pushes them straight into Step 1 of the cycle. Guest (2017) notes that when companies ignore employee well-being to hit short-term production targets, the resulting stress simply guarantees more turnover in the future. The conclusion of this literature review is that the current approach to lean management does not fix problems; it actively creates them.
[bookmark: _Toc235996604]4.6 The implementation gap: the failure of human resources
If the vicious cycle of turnover is so obvious and expensive, a logical question arises: why does the Human Resources department not stop it? The literature suggests that the problem is not a lack of good HR policies, but a severe lack of HR authority on the shop floor.
Marchington (2015) argues that modern HR departments have become to focused on corporate strategy. By constantly trying to please senior executives with financial and efficiency metrics, HR professionals often lose sight of the daily realities faced by manual workers. At a supplier like Grupo Antolin, HR might design excellent well-being and retention programs on paper, but they rarely have the power to enforce them next to the actual assembly line.
[bookmark: _Int_UAEynYkJ][bookmark: _Int_QH95GP1a]This creates a massive implementation gap. Trullen et al. (2016) point out that HR departments do not manage the factory workers directly. Instead, they rely entirely on local line supervisors to apply their policies. However, as shown earlier in this chapter, these supervisors are judged almost entirely on whether they meet strict Lean production targets.
[bookmark: _Int_zZaAF2aG]Bos-Nehles et al. (2013) show exactly what happens in this scenario. When supervisors are forced to choose between hitting a sequence target to avoid financial penalties or following an HR guideline about staff well-being, they will ignore the HR guideline every single time. The production target always wins. This leaves the workers completely unprotected. A struggling employee might complain to HR about physical burnout, but HR has no real power to slow down the machines or override the line manager. This structural weakness makes HR look useless to the workforce, which only accelerates the worker's decision to resign.

(Source: Synthesised from Bos-Nehles et al., 2013 and Trullen et al., 2016).
[bookmark: _Int_8MjsM9sB]Figure 3 visually represents this operational reality. Based on the synthesis of Trullen et al. (2016) and Bos-Nehles et al. (2013), there is a severe disconnect between what HR designs and what survives on the shop floor. When local managers are pressured by strict Lean scheduling, most of their daily focus goes toward hitting production metrics, leaving HR policies entirely sidelined. This creates an environment where the workers feel that the company only cares about the sequence, never the staff.
[bookmark: _Toc235996605]4.7 The training gap: the "Accidental manager"
[bookmark: _Int_qyz9lvwC][bookmark: _Int_GcKNfGw7]If HR is structurally powerless on the assembly line, the responsibility for employee retention falls entirely on the local line supervisors. However, the literature reveals a severe capability gap at this level. In lean manufacturing environments like Grupo Antolin, supervisors are rarely hired externally for their leadership abilities. Instead, the most efficient machine operator on the shift is promoted to management.
[bookmark: _Int_ObV6wvDi]MacNeil (2003) argues that this practice creates "accidental managers." These individuals have maximum technical knowledge about the machinery but zero formal training in soft skills, such as conflict resolution or Emotional Intelligence. When these technical experts are suddenly put in charge of exhausted human beings, they often lack the tools to help HR policies, hindering any retention efforts.
Bainbridge (2015) notes that this lack of training causes massive "role conflict" for the new supervisors. Because they do not know how to handle complex human emotions or fatigue, they retreat to their comfort zone: the mechanical sequence. They focus exclusively on measurable production targets because managing the machines is easier than managing the people.
Table 2: The leadership capability gap in lean manufacturing
	Leadership trait

	The "Accidental manager" (Current reality)

	The Effective lean leader (Academic ideal)


	Primary focus

	The mechanical sequence and Just-In-Time targets.

	The sustainable output and well-being of the team.


	Reaction to fatigue

	Views worker strain as a threat to the shift's metrics.

	Views worker strain as a signal to adjust the process.


	Conflict resolution

	Relies on formal discipline or shouting to force compliance.

	[bookmark: _Int_D7donBlc]Uses Emotional intelligence (EI) to identify root causes.



Source: Synthesized from MacNeil (2003) and Bainbridge (2015)
[bookmark: _Int_lCqaiXFx]Woodrow and Guest (2014) demonstrate the danger of this gap. When good HR policies (like well-being check-ins) are handed to untrained accidental managers, the policies fail completely. Unable to de-escalate the stress of the lean environment, untrained supervisors inadvertently allow the shop floor to become toxic. This synthesis proves that until automotive suppliers stop treating people-management as a secondary skill, the cycle of turnover is mathematically impossible to break.
[bookmark: _Toc235996606]4.8 The breaking point: breaching the psychological contract
[bookmark: _Int_qva5rR0b][bookmark: _Int_XYShFCHN]To fully understand why workers at Grupo Antolin resign, the analysis must look beyond just physical tiredness or poor communication. The literature indicates that turnover is driven by a breakdown in trust. In human resources theory, this is known as the "psychological contract."
Unlike a physical employment contract that dictates hours and wages, the psychological contract is the unwritten expectations between an employee and their employer. Rousseau (2001), one of the leading theorists on this concept, explains that workers expect a degree of fairness, respect, and basic human consideration in exchange for their hard work. In a healthy workplace, this contract is 'relational' - meaning both sides support each other.
[bookmark: _Int_R49NcQnD]However, the findings in this literature review show that strict lean manufacturing environments routinely violate these unwritten rules. When an operator is forced to work at machine-like speeds without adequate recovery time, and when their supervisor ignores their concerns to hit a sequence target, the worker feels betrayed.
Zhao et al. (2007), in a highly cited meta-analysis of workplace behaviour, proved exactly what happens when this betrayal occurs. They found that a "breach" of the psychological contract instantly triggers deep emotional violation and organisational mistrust. This is a critical point for understanding the shop floor reality. Workers do not usually quit just because their muscles ache, they quit because they realise the company views them merely as disposable assets rather than human beings.
[bookmark: _Int_ObGMDRa1][bookmark: _Int_k6UiwcjV][bookmark: _Int_p8lB5ZHd]At a supplier like Grupo Antolin, this breach is the final tipping point. A worker might tolerate physical exhaustion for a short time if they feel supported by their manager. But when the empathy gap meets the physical limits of the line, the psychological contract is permanently destroyed. Conway and Briner (2005) argue that once this specific type of trust is broken, it is almost impossible for management to rebuild it. The worker no longer sees a future at the company, making formal resignation the only logical step left.
[bookmark: _Toc235996607]4.9 Chapter 4 discussion and synthesis: the lean paradox
[bookmark: _Int_SI3avvqH]By synthesising the findings across all the themes in this chapter, a severe structural flaw in modern manufacturing becomes visible. This can be described as the "Lean paradox."
Automotive suppliers enforce Just-In-Time (JIT) methodologies to cut waste, save money, and maximise efficiency. However, the literature strongly suggests that by relentlessly pursuing zero buffer time in the short term, these companies are generating massive, expensive waste in the long term through constant human turnover.
[bookmark: _Int_eCXHLsHA][bookmark: _Int_Kxmn36uX][bookmark: _Int_ILARBFly]The evidence shows that the current operational design at facilities like Grupo Antolin is fundamentally unsustainable for the workforce. The system relies entirely on local line managers to enforce strict metrics yet completely does not train these "accidental managers" in the Emotional Intelligence needed to handle the resulting human stress. When Human Resources is sidelined on the shop floor and supervisors are financially punished for missing targets, the well-being of the manual worker is entirely erased from the equation.
This discussion reveals that the high turnover rate on the assembly line is not a random issue caused by a "lazy" modern workforce, nor is it simply bad luck. Instead, it is a mathematically inevitable output of a system that manages human beings exactly as if they were pieces of machinery.
In conclusion, this literature review has diagnosed the root causes of the turnover crisis. The academic consensus proves that until plant management stops prioritising the mechanical sequence over the psychological and physical limits of their staff, the vicious cycle of burnout, silence, and resignation will continue to cost the business heavily. The following chapter will draw final conclusions from this research and offer practical, operational recommendations for how a facility like Grupo Antolin can begin to fix this crisis.
[bookmark: _Toc235996608]Chapter 5: Conclusion and recommendations
[bookmark: _Toc235996609]5.1 Introduction
[bookmark: _Int_L3Niti2H]The primary aim of this dissertation was to investigate the root causes of high employee turnover within the UK automotive supply chain, using the Grupo Antolin facility as a focal point. By conducting a systematic literature review, this research moved beyond the simple assumption that manual workers quit solely because of low pay or difficult physical labour. Instead, the findings diagnosed a much deeper structural failure about how human beings are managed within strict Lean manufacturing environments. This last chapter will summarise these key findings and provide practical, operational recommendations for how management can break the vicious cycle of turnover.
[bookmark: _Toc235996610]5.2 Conclusion of key findings
[bookmark: _Int_odKIsyuc]The synthesis of the literature revealed that the high turnover rate at facilities like Grupo Antolin is the inevitable result of a "Lean Paradox." While Just-In-Time (JIT) systems are designed to drop waste and maximise efficiency, they achieve this by pushing the human workforce to unsustainable physical and mental limits.
[bookmark: _Int_WMwhtWZL]The research identified three critical failures driving the turnover crisis:
1. [bookmark: _Int_2C1BpEai]The prioritisation of metrics over human limits: The modern application of Lean manufacturing has removed all buffer time and micro-breaks from the assembly line. The literature strongly suggests that when workers are treated as machines that do not require recovery time, physical exhaustion quickly transitions into psychological withdrawal.
2. [bookmark: _Int_uB2Lqg3j]The "Accidental manager" and the empathy gap: The data proves that promoting the most efficient technical workers to supervisory roles without providing soft-skills training is a catastrophic operational error. When these untrained managers are faced with exhausted staff, they lack the Emotional Intelligence to de-escalate the situation. Instead, they enforce strict production targets, alienating younger generations (Gen z and millennials) who expect psychological safety in the workplace.
3. [bookmark: _Int_xHsGuHxR]The powerlessness of human resources: The final finding showed that turnover is finished by a broken psychological contract. When workers realise that local supervisors will ignore their well-being, and that HR has no real authority to override production targets, they resort to organisational silence. This leads to presenteeism, where quality drops significantly and eventually result in formal resignation, costing the business far more in lost knowledge and sequence delays than they saved by running the line at maximum capacity.
[bookmark: _Toc235996611]5.3 Practical recommendations for Grupo Antolin 
To fix this crisis, plant management must stop treating turnover as an unavoidable cost of doing business. The literature shows that the factory must rebalance its operational targets with fundamental human psychology. The following recommendations provide a strategic roadmap for the company.
[bookmark: _Int_T02XQwsB]Recommendation 1: Change supervisor choice and implement EI training. The most urgent change required on the shop floor is to dismantle the "accidental manager". Liker and Convis (2011), in their definitive framework on Lean leadership, argue that true Lean systems fail without leaders who actively develop and support their people. Factories must stop promoting supervisors based solely on their mechanical speed.
[bookmark: _Int_IgzlroGD][bookmark: _Int_07M7FiDa]Instead, the HR department must implement mandatory Emotional Intelligence (EI) and conflict resolution training for all current and future line managers. Supervisors must be formally evaluated not just on whether they hit their Just-In-Time sequence, but on their staff retention rates and team well-being scores. If a manager is financially rewarded for hitting targets but heavily penalized for high staff turnover, their daily behavior on the shop floor will instantly change.
Recommendation 2: Redesigning lean with "human buffers". The factory must accept that running a manual assembly line at 100% capacity with zero buffer time is mathematically unsustainable. Grupo Antolin should introduce scheduled micro pauses. By slightly lowering the maximum output expectation to 90% or 95% of human capacity, workers gain crucial seconds to recover physically. While this might appear to cost the company fractions of a penny per part in the short term, the literature proves it will save the company massive recruitment fees and prevent catastrophic line-stoppage caused by burned-out staff making quality errors.
[bookmark: _Int_9iosdOtc][bookmark: _Int_AFe0RcCm]Recommendation 3: Empowering HR through the business partner model. Finally, the structural powerlessness of the human resources department must be addressed. As proven in the literature, HR policies fail because they are overridden by local supervisors chasing sequence targets. To resolve this, Grupo Antolin should adopt Ulrich’s (1997) seminal "HR Business Partner" (HRBP) model.
[bookmark: _Int_02MrvNFp][bookmark: _Int_ZFh8nIDR]Instead of isolating HR in administrative offices away from the production line, HR Business Partners must be physically integrated onto the shop floor. Crucially, plant management must grant this HRBPs structural authority. In the Toyota production system, any worker can pull the "Andon cord" to stop the line for a mechanical defect. Similarly, an HRBP must have the executive authority to halt production or rotate staff if they identify severe physical or psychological burnout. By giving HR equal power to the production managers, the factory can finally protect the well-being of its staff.
[bookmark: _Toc235996612]5.4 Limitations of the research
While this study provides a comprehensive diagnosis of the turnover crisis, it is important to acknowledge its methodological limitations. Because this research was conducted as a Systematic Literature Review (SLR) relying entirely on secondary data, the findings are inherently theoretical. The decision to rely on an SLR rather than conducting primary, empirical research was necessitated by the strict time constraints and limited logistical resources typical of a bachelor's degree project. Gaining formal ethical approval and scheduling face-to-face interviews with active shift workers at a secure, high-pressure facility like Grupo Antolin Barton was not feasible within the timeframe of this study.
As a result, the conclusions drawn rely on the assumption that the workforce at the Barton facility reacts to Lean manufacturing pressures in the exact same way as the statistical averages reported in the global literature. Without conducting primary research, this study cannot capture real-time, localised grievances. Furthermore, the reliance on published academic journals introduces a degree of publication bias, as journals typically favour extreme or highly significant findings over every day operational data.
[bookmark: _Toc235996613]5.5 Areas for future study
To build upon the theoretical foundations of this literature review, future academic work must transition towards primary data collection. A closer, empirical study utilising semi-structured interviews or anonymous qualitative surveys with both the "accidental managers" and the manual assembly workers at the Grupo Antolin Barton facility is highly recommended.
This approach would be highly useful and effective because it would test the global, theoretical findings of this SLR against the localised, daily lived experiences of the actual workforce. While secondary data can highlight general industry trends, capturing real-time primary data would allow future researchers to identify specific, localized grievances, measure the exact psychological impact of the plant's current well-being policies, and give the manual workers a direct voice. Ultimately, primary research would provide Grupo Antolin with highly actionable, plant-specific strategies to resolve their exact turnover drivers.
[bookmark: _Toc235996614]5.6 Final conclusion
[bookmark: _Int_j3sjw5bk][bookmark: _Int_kj7qR3ba]The modern automotive supply chain is a highly pressurised environment where the margin for error is zero. However, this dissertation has demonstrated that the current operational strategy at facilities like Grupo Antolin contains a fatal flaw. By trying to maximise short-term profit through relentless Just-In-Time pacing and zero buffer times, management has inadvertently created a system that breaks the human beings needed to run it.
[bookmark: _Int_PbBGEF39]Turnover is not a spontaneous event, nor is it caused by a lack of work ethic among younger generations. It is the predictable, mathematical output of a "Lean paradox," where strict metrics, an empathy gap, and untrained line managers destroy the psychological contract between the worker and the company. Until plant management recognises that human workers require physical recovery and psychological safety, the vicious cycle of burnout, organisational silence, and mass resignation will continue. To achieve true manufacturing excellence, Grupo Antolin must stop managing its people as if they were machines and start leading them as its most valuable asset.
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[bookmark: _Toc235996617]Appendix 1: database search strategy and Boolean operators
[bookmark: _Int_DIQvUxD3]The following table outlines the specific keywords and Boolean operators (AND, OR) applied to major academic databases (e.g., emerald insight, google scholar, business source premier) to identify relevant literature for this study.
	Core concept
	Search keywords used
	Boolean string example

	Lean manufacturing
	"Lean production", "Just-In-Time", "JIT", "Lean metrics", "Operational efficiency"
	("Lean manufacturing" OR "Just-In-Time")

	Employee turnover
	"Staff retention", "Resignation", "Turnover rate", "Presenteeism", "Withdrawal"
	AND ("Turnover" OR "Staff retention")

	Management / HR
	"Line manager", "Supervisor", "Human resources", "Emotional intelligence", "Psychological contract"
	AND ("Line manager" OR "Psychological contract")

	Industry / Context
	"Automotive", "Supply chain", "Factory", "Manufacturing", "UK"
	AND ("Automotive" OR "Supply chain")





[bookmark: _Toc235996618]Appendix 2: literature inclusion and exclusion criteria
To ensure the validity and reliability of the 68 articles selected for this systematic literature review, strict parameters were set before the database search began.
	Criteria
	Included
	Excluded
	Justification for decision

	Language
	English only.
	Non-English publications.
	To prevent misinterpretation of complex psychological or HR terminology during translation.

	Publication date
	2000 to present.
	Articles published before 2000 (unless seminal/foundational theory).
	To ensure the research reflects modern workplace demographics (e.g., Gen Z/Millennials) and current lean practices.

	Source quality
	Peer-reviewed academic journals, published books, and verified industry reports.
	Blogs, opinion pieces, non-academic websites, unverified magazines.
	To maintain the academic integrity and validity required at the bachelor’s degree level.

	Industry focus
	Heavy manufacturing, automotive, supply chain, and general industrial HR.
	Retail, hospitality, IT, or healthcare sectors.
	Turnover drivers in an office or retail setting differ fundamentally from the physical realities of an assembly line.






[bookmark: _Toc235996619]Appendix 3: systematic literature review (SLR) data extraction table
[bookmark: _Int_3HSNeGHO][bookmark: _Int_iHPcdjrW]The following table shows the data extraction process applied to the peer-reviewed literature selected for this study. It outlines the core findings of each key source and categories them into the overarching themes discussed in chapter 4. (Note: general methodology textbooks are excluded from this data synthesis).
	Source
	Title
	Author(s)
	Year
	Country / Scope
	Core Findings / Summary
	Assigned theme

	1
	Devolving people management to the line
	Bainbridge, H.T.J.
	2015
	UK / Global
	[bookmark: _Int_llWcjS3O]Explores "role conflict" when technical workers are forced to manage people without soft-skills training.
	The empathy gap

	2
	International and comparative employment relations
	Bamber, G.J. et al.
	2004
	Global
	Establishes the foundational differences in how national regulations impact workplace relations.
	Context & background

	3
	Career aspirations of generation Z
	Barhate, B. & Dirani, K.M.
	2022
	Global
	Proves that younger generations will quickly leave roles if their personal well-being is ignored by management.
	Empathy Gap & generations

	4
	Employee perceptions of line manager performance
	Bos-Nehles, A.C. et al.
	2013
	Europe
	When forced to choose, line managers prioritise production metrics over HR well-being guidelines.
	HR implementation gap

	5
	The effects of lean organisational practices on employees' health
	Bouville, G. & Alis, D.
	2014
	France
	Lean practices directly correlate with a decline in physical health and a drop in the intention to stay.
	Physical & lean limits

	6
	'All they lack is a chain': lean and performance management
	Carter, B. et al.
	2011
	UK
	Strict performance management systems strip autonomy from workers, increasing stress.
	Physical & lean limits

	7
	Understanding Generation Z expectations for effective onboarding
	Chillakuri, B.
	2020
	Global
	Younger generations prioritise psychological safety and open communication over rigid discipline.
	Empathy gap & generations

	8
	Health and wellbeing at work
	CIPD
	2023
	UK
	Industry report highlighting the gap between corporate well-being policies and shop-floor reality.
	HR implementation gap

	9
	Are generational differences in work values fact or fiction?
	Cogin, J.
	2012
	Multi-country
	Provides empirical evidence that differing generations require vastly different managerial approaches.
	Empathy Gap & Generations

	10
	The effects of lean production on worker job stress
	Conti, R. et al.
	2006
	UK / Global
	One of the foundational papers proving that strict JIT pacing acts as a primary stressor.
	Physical & Lean Limits

	11
	Understanding psychological contracts at work
	Conway, N. & Briner, R.B.
	2005
	UK
	Breaking the unwritten trust between worker and boss permanently destroys engagement.
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(No buffer time allowed)


Step 2: Physical Strain & Empathy Gap
(Supervisors ignore worker fatigue)


Step 3: Organizational Silence & Presenteeism
(Workers give up and disconnect)


Step 4: Formal Resignation & Knowledge Loss
(Experienced staff leave the line)


Step 5: Remaining Staff Pressured to Cover the Gap
(Workload increases drastically)
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Figure 3: Supervisor prioritization (The implementation gap).
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