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[bookmark: _Toc228138822]CHAPTER 1: INTRODUCTION
[bookmark: _Toc228138823]1.1 Background and Problem Statement
Jaguar Land Rover is a luxury British car manufacturer. This company was founded in 2008, when the Indian multinational automotive manufacturer, Tata Motors Limited, acquired Jaguar and Land Rover from Ford Motor Company (2023). Tata Motors is an Indian multinational automotive manufacturer and part of the Tata Group conglomerate (Tata Motors, 2023). This Indian multinational automotive manufacturer thus owns Jaguar Land Rover, including Jaguar Land Rover UK and Jaguar Land Rover GmbH in Germany.
 Jaguar Land Rover Corporate Logo
(Source: Jaguar Land Rover, 2024)

Founded in 1868 by Jamsetji Tata, the Tata Group is a multinational conglomerate and a hub for leading businesses across sectors such as automotive, engineering, chemicals, pharmaceuticals, and IT. The Chairman of the Group and Tata Motors (2023) since January 2017 is Natarajan Chandrasekaran. Jaguar Land Rover is a British multinational automotive manufacturer, with its registered entity, Jaguar Land Rover Automotive plc, headquartered in the UK. The company is a subsidiary of Tata Motors and is owned by Tata Group Chairman Natarajan Chandrasekaran (Tata Motors, 2023). 
A senior executive team oversees and manages the strategic direction and overall operations. Adrian Mardell, Chief Executive Officer of Jaguar Land Rover, oversees a team of senior directors who manage operations, business finance, human resources, and technology for the company (Jaguar Land Rover, 2024). Leadership within Jaguar Land Rover involves directing and managing initiatives such as developing employees' skills and careers, driving digital transformation programmes, and adopting more efficient processes and manufacturing techniques (Jaguar Land Rover, 2024).
 The German operations of Jaguar Land Rover are legally organised as Jaguar Land Rover Deutschland GmbH, which serves as the regional subsidiary covering the German and broader European markets and customer base (Jaguar Land Rover, 2023). Like the parent UK entity, it has been owned by the same companies since its conception (Jaguar Land Rover, 2023). Jaguar Land Rover is the largest vehicle manufacturer in the UK and the leading employer in the industry, with approximately 32,800 people working across 17 operations. In Europe, the company also has a subsidiary, Jaguar Land Rover Deutschland GmbH, to cover sales, distribution, and customer support for the German market. This German entity has an average of 297 employees (Tata Motors, 2023).
Jaguar Land Rover employs an international workforce across multiple locations, including the UK and Germany, to ensure that different manufacturing functions are performed at appropriate sites, with manufacturing in the UK and marketing operations in Germany.

Within the automotive industry, manufacturers are grappling with Industry 4.0, often considered the fourth industrial revolution. Industry 4.0 has introduced rapid advances that integrate digital technologies and the IoT into manufacturing, creating smart, networked, and automated systems (Chandrasekharan & Geetha, 2024). This involves various components, including physical and cyber systems, artificial intelligence (AI), robotics, IoT, cloud computing, and real-time data analytics. These elements will help organisations improve productivity, efficiency and quality control (Metzger, Lindemann and Maurer, 2023).
This technological progression means that employees must be adequately skilled in digital technologies, technical troubleshooting, and working effectively in automated, data-driven production facilities. Consequently, employee skills development is paramount, especially when a company embraces new technology and Industry 4.0 practices (Heuser, Letmathe and Vossen, 2024).
For multinational organisations such as JLR operating in multiple institutional contexts (the UK and Germany), numerous factors may influence training and development needs. Aspects such as labour market structures, vocational education systems, regulatory guidelines, and local industrial relations traditions all have a bearing on how training is organised and delivered. The differences between these contexts will therefore heavily shape how employee training is linked to organisational productivity within two national contexts.
Additionally, the motivation of this thesis is rooted in the writer's experiences and background. With over 10 years of experience working in an operational role at Jaguar Land Rover, insight into the organisation's training policies and practices has been developed, encompassing the required skills and the challenges JLR faced in dealing with technological changes in an automotive plant. Observing training initiatives and their effects on JLR's performance, workforce skill shortages, ability to adapt to new technology, and overall productivity informed the research question. However, this thesis exclusively employs secondary data sources for its academic study. Nonetheless, the researcher's 10 years in the automotive industry do contribute to a contextual understanding that may aid the interpretation of results and enhance the practical relevance of the thesis.
This study addresses a clear problem.
Jaguar Land Rover invests in employee training, but the impact on outcomes is not always consistent.
Differences between the UK and Germany may affect how training works in practice.
This creates a need to examine how training, context, and performance are linked within the same organisation.








[bookmark: _Toc228138824]1.2 Research Aim
The primary aim of this study is to critically examine the impact of skill development and employee training on performance within the automotive manufacturing industry through a comparative analysis of Jaguar Land Rover’s operations in the United Kingdom and Germany.

[bookmark: _Toc228138825]1.3 Research Objectives
To achieve the research aim, the study is guided by the following objectives:
· To examine the role of skill development and employee training in supporting operational performance within the automotive manufacturing industry.
· To analyse the challenges faced by Jaguar Land Rover UK and Jaguar Land Rover Germany in maintaining outcomes in the absence of effective training and skill development.
· To assess the relationship between employee training initiatives and outcomes at Jaguar Land Rover UK and Germany.
· To identify the contextual factors influencing skill development and employee training practices within both national settings.
· To propose strategies to enhance the effectiveness of skill development and training initiatives to improve performance.

[bookmark: _Toc228138826]1.4 Research Questions
To address the research, aim and objectives, the study is guided by the following research questions:
· How are skill development and employee training conceptualised and implemented at Jaguar Land Rover UK and Germany?
· How do national institutional and organisational contexts influence training practices across the UK and German automotive settings?
· What relationship can be identified between employee training initiatives and performance outcomes at Jaguar Land Rover UK and Germany?
These questions enable a comparative examination of training practices while considering both organisational and contextual influences.







[bookmark: _Toc228138827]1.5 Research Scope
In essence, this study aims to investigate how the development of employee skills and various employee training schemes operate to influence manufacturing process efficiency in the automobile industry. We will use the United Kingdom and German Jaguar Land Rover markets to conduct comparative analyses to highlight how training schemes operate in two national institutions and examine how they lead to direct improvements in performance. Therefore, it contributes by allowing for a qualitative understanding of the way in which the different national policies affecting vocational training (UK and Germany) result in the same company implementing training schemes differently and producing different results from training schemes with the same aims in two different countries. Further issues that influence the operation of these training schemes and production output include technological change, the required capacity of employees, and the corporate strategy pursued by Jaguar Land Rover in these countries. 
These structural features help shape the company's operational performance and the effectiveness of employee training schemes; hence, training scheme development is analysed from the perspective of how these structures influence the operation of the training. This study confines the comparisons made between the employees, roles and the overall manufacturing operations and business strategy of the UK manufacturing sector and German market operations of Jaguar Land Rover (the German subsidiary manufactures Jaguar models almost exclusively for its German market, but Jaguar is manufactured in Germany with the German subsidiary selling them to the German market). 
It does not intend to compare the operational levels achieved by businesses or manufacturing in the two countries. Instead, it focuses solely on examining the employees, the different roles they occupy within these operations, their institutional contexts (national systems and policies), and their corresponding training schemes, so that a context-dependent comparison, rather than a performance comparison, between two structurally disparate operations can be drawn up.
[bookmark: _Toc228138828]1.6 Significance and Relevance of the Study
The paper is significant for both theory and practice because it addresses a research gap and offers contextually informed advice to organisations in technologically intensive manufacturing settings.
For theory development, the work builds on studies that explore the roles of human resource management, workforce development, and productivity in achieving operational excellence in the automotive industry. Existing literature recognises that a capable workforce is a crucial component of productivity, efficiency and competitive success (Barney, 1991; Arthur, 1994). Despite this recognition, most training-performance research remains focused on the general impact of training expenditure on performance outcomes (Saleh & Ainiah, 2024; Metzger et al., 2023), while overlooking potential institutional differences that may affect multinational organisations. By comparing the United Kingdom and Germany at Jaguar Land Rover, this study advances current knowledge by understanding the effects of cultural, economic and labour - market context (Kumar, 2024), legal systems and vocational training frameworks on training outcomes and operating performance (Dencker & von Staa, 2020; Kumar, 2024).


Also important are the current debates about how human resource practices help organisations maintain their advantage in technologically advanced sectors experiencing massive disruption. The automotive industry faces unprecedented structural transformation, with the proliferation of automation, electric mobility and Industry 4.0 Technologies (Chandrasekharan & Geetha, 2024; Metzger et al., 2023) demanding continuous adaptation in workforce skills and organisational learning. However, little evidence is currently available on how organisations implement training strategies to achieve significant productivity outcomes in manufacturing settings (Heuser, Letmathe and Vossen, 2024).

[bookmark: _Toc228138829]1.7 Overview of Research Methodology
This is a qualitative study that aims to understand how the relationship among skills development, employee training and operational performance is reflected within the automobile manufacturing industry. The qualitative approach was chosen because this study focuses on developing an in-depth understanding of the operational processes and contextual effects of each nation while comparing these cases, rather than testing cause-and-effect relationships through quantitative measurement (Saunders, Lewis & Thornhill, 2019). As such, interpretive research methods provide researchers with an interpretative view of organisational procedures, employee training strategies, and the relevant institutional factors that influence operational performance, as required in the industry context.
 The research adopts a comparative case study design to analyse Jaguar Land Rover operations in the United Kingdom and Germany as two linked cases from the same large multinational company. According to Yin (2018), case study research is one of the methods used to investigate complex organisational events in which context is important, and the definition of the situation relative to the rest of the business world is not yet specified.
 Case studies that are compared are useful for identifying similarities and differences between training practices and other national institutional practices (for example, their labour market systems, vocational education systems and laws, and trade unions). Qualitative research will rely primarily on secondary data, that is, peer-reviewed academic journals and corporate and business reports from firms in the automotive sector.
 Additionally, other publicly available documents could be used as secondary data sources. Secondary data are chosen because they offer abundant, readily available information and help reduce the burden of collecting data on operational and internal practices. Some of these data might be difficult, or even impossible, to collect because they are sensitive, confidential, or not available to outside researchers (Snyder, 2019). The data will be collected from various sources to promote triangulation, which will, in turn, enhance the quality of the research findings. In addition, thematic analysis is used to identify themes relevant to training practices and their impact on firms' operational performance. 
Thematic analysis is a useful and flexible tool for analysing qualitative data, widely used in management and organisation research (Braun & Clarke, 2006). The philosophical underpinnings, research design, data collection processes, and analytical framework are explained in more detail in Chapter 3.




[bookmark: _Toc228138830]1.8 Structure of the Dissertation
This dissertation is structured into five chapters.
· Chapter 1 introduces the research background, problem statement, aims, objectives, research questions, and methodological overview.
· Chapter 2 presents a critical review of the literature on skill development, employee training, and operational performance, leading to the development of a conceptual framework.
· Chapter 3 outlines the research methodology, including philosophical assumptions, research design, data collection methods, and ethical considerations.
· Chapter 4 presents and analyses the research findings, linking them to existing literature and theoretical perspectives.
· Chapter 5 summarises the key findings, provides conclusions in relation to the research questions, offers practical and theoretical recommendations, and identifies limitations and areas for future research.




















[bookmark: _Toc228138831]CHAPTER 2: LITERATURE REVIEW 
[bookmark: _Toc228138832]2.1 Introduction
In the extant academic and industry literature, an analysis was conducted of employee training, skill development, and operational performance within the automotive manufacturing sector. In doing so, this review chapter aims to present the basis on which this study is built, including the theory, the key debates in the extant literature, major perspectives or schools of thought, and the gaps in this area.
 The literature reviewed enables this chapter to construct an appropriate conceptual framework through which training may be understood to lead to operational performance in technology-intensive manufacturing sectors. In modern organisations, an individual's capacity has become increasingly important as an indicator of the organisation's ability to maintain its competitive strength and operational efficiency, given the pace of technological change in many industries worldwide (Metzger, Lindemann and Maurer, 2023). While the need for technical skills has always been present in the workforce, it is now complemented by an increasing need for digital technology skills, analytical thinking, and the ability to operate in automation-intensive settings, especially in the automotive manufacturing sector. 
The demand for technologically equipped skills and continuous human capability upgrading in response to changes such as automation, electrification, and digital manufacturing systems places employee training as a key objective within organisations if they are to perform well today and remain competitive in the future. Organisations widely use training programmes to provide employees with improved skills that can enhance their individual and collective ability to do their jobs, promote learning, and achieve the organisation's strategic aims (Saleh & Ainiah, 2024). Human capital theory holds that human capital should be developed through training, as it is an investment in an individual's potential that yields economic returns in the form of productivity, income, and benefits to the firm. Investing in training may be a source of sustainable competitive advantage in the industry (Barney, 1991; Becker, 1993). 
In the management literature, the link between employee training and operational performance is the subject of considerable research and debate (Heuser, Letmathe and Vossen, 2024). Many studies confirm that training improves productivity, efficiency, and quality in manufacturing firms. In contrast, others argue that the impact of training on operational performance hinges on a variety of environmental factors, such as organisational culture, leadership, and institutional support (Heuser, Letmathe, and Vossen, 2024). These contextual effects are important when examining employee training initiatives because training activities do not occur in a vacuum and are shaped by their operational context. Such factors may be more important in multinational organisations operating in different institutional settings, where labour market structures, the nature of vocational education and training systems, regulatory frameworks, and industrial relations traditions vary. Within Europe, two contrasting contexts about workforce development were compared and discussed: the UK and Germany. 
The German dual system is recognised for combining technical instruction in a training institution with a work placement at an employer, thereby educating skilled German workers for careers in the skilled crafts and technical sectors. Instead, the UK depends primarily on employer-driven training strategies, workplace-centred skill development, and organisational learning processes to train the British workforce (Kumar, 2024).

The relevance of these points is evident in the automotive industry, where firms must continually adapt what their employees can do to keep pace with rapid technological change. Automakers currently make heavy use of technologies such as robots, AI, and big data production lines, all of which require digital system management skills and the capacity to solve technical problems within their workforce (Chandrasekharan & Geetha, 2024). As such, workforce training is an important organisational function that supports the adoption of new technology and enables efficient business processes. Jaguar Land Rover provides a useful example of illustrating the correlation between employee training and operational performance. 
The firm is a global automotive manufacturer that operates in several countries and across institutional contexts. Because of this, it must implement policies for worker training and development that will both support the transition to new technology and help it be a well-performing operation. The comparison of its operations in Germany and the United Kingdom is insightful, as it demonstrates how worker training processes can differ across various national systems. For this reason, the relevant literature is organised into three main areas that directly relate to this study's research questions. First, employee training and skill development theories that draw on human capital theory and strategic human resource management will be reviewed. Secondly, the relationship between employee training schemes and operational performance results in the automotive sector will be discussed. Third, the effect of national contexts - especially the divergence between the United Kingdom and Germany - upon worker training practices will be presented. Based on this systematic review, key implications and gaps in the research will be highlighted. 
These will lay the foundation for building a conceptual model examining the impact of employee training and skills development on the operational performance outcomes of Jaguar Land Rover's operations in Germany and the United Kingdom.
[bookmark: _Toc228138833]2.2 Employee Training and Skill Development in Organisations
For an organisation to compete more effectively, develop workforce skills and enhance its performance outcomes, employee training and skill development have increasingly become a widely researched organisational intervention. From a human capital theory perspective, investment in knowledge, skills and abilities can yield long-term advantages for firms. Becker (1993) argues that such an investment will produce greater labour productivity, innovation capacity and operational efficiency, resulting in overall organisational growth. Training programmes are typically developed to upgrade employees' technical capabilities, decision-making skills, and ability to embrace organisational change.
 Within manufacturing organisations, training can be used to introduce workers to machinery, incorporate new technologies, implement new quality standards, and teach safety measures (Saleh & Ainiah, 2024). However, training not only enhances individual skills but also drives organisational outcomes, including increased production capacity and fewer operational errors. In strategic human resource management, training is one tool companies use to boost overall organisational capability. 
Barney (1991) proposes that organisations may have a sustained competitive advantage when they use human resources that are difficult for rival organisations to imitate because of the development of unique, valuable skills. Technology companies, like automakers, need to invest in employee training in digital skills and other technologies to keep up with new technological challenges and rapid industry changes.

 Many experts argue that the volume of training does not guarantee desired results, but that the organisational setting, the company's learning culture, and management support determine the effectiveness of training. An organisation that lacks sufficient alignment between its training policies and its overall objectives will likely miss the opportunity to achieve the benefits of workforce development. There is a broad consensus that employee training impacts organisational performance, however, the literature offers no consensus on the strength or nature of the association between these variables. 
The literature shows both agreement and disagreement.
Most authors agree that training supports performance by improving workforce skills.
However, there is less agreement on how strong this effect is.
Some studies report clear gains in productivity and efficiency.
Others argue that results depend on factors such as management support and opportunities to apply skills.
This suggests that training does not operate in isolation but is shaped by organisational and contextual conditions. 
[bookmark: _Toc228138834]2.3 Industry 4.0 and Changing Workforce Skill Requirements
Industry 4.0 has revolutionised the manufacturing systems and the nature of work within industrial organisations. Industry 4.0, the fourth industrial revolution, represents the convergence of digital technologies across manufacturing and production processes, aiming to build smart, interlinked, and highly automated production systems (Chandrasekharan & Geetha, 2024). It encompasses cyber-physical systems, AI, robotics, big data analytics, cloud computing, and the Internet of Things, facilitating real-time interactions between machines, systems, and people. Within the automotive manufacturing domain, Industry 4.0 techniques have introduced fundamental shifts to how manufacturing processes operate. 
Contemporary production lines in the sector are now underpinned by automation, the extensive use of digital production planning, sophisticated robots on assembly lines and advanced manufacturing techniques. In response to market demands, automotive manufacturers can now maximise production by reducing operating expenses, production time and errors. This, in turn, enables organisations to maximise profit and provide efficient products at lower costs to end customers (Metzger, Lindemann and Maurer, 2023). While technological advancement has yielded a wide range of benefits for manufacturing companies, it has also created workforce issues, including skill gaps. Of paramount importance among the concerns of Industry 4.0 are the changed employee skill sets required within companies in the manufacturing sector.

[image: ]
Figure 2: Industry 4.0 Smart Factory Model
(Source: Author’s adaptation based on Chandrasekharan & Geetha, 2024)
Traditional manufacturing roles generally involve the performance of manufacturing functions involving a high degree of repetitive action and physical labour as well as a great variety of routine tasks and activities, in the case of Industry 4.0, the roles involve the interaction with systems in real time, for example, reading the data coming from industrial automated robots (e. g. Welding robots, painting robots, material transport robots). Industry 4.0 roles require employees not only to have technical skills but also soft skills, such as problem-solving and digital competencies for data interpretation and troubleshooting. 
The implementation of Industry 4.0 requires adopting the so-called hybrid skills. In contrast to simply being able to operate machinery, employees should have skills such as interpreting machine-collected data, monitoring automated production processes, and understanding how digital systems influence them. Heuser, Letmathe, and Vossen (2024) believe that firms in technology-intensive industries should pursue continuous workforce training to avoid obsolescence. Without continuous training programmes, firms may miss out on the potential benefits of these technologies if skill gaps appear. 
This means that Industry 4.0 has increased the importance of both lifelong learning and adaptability. Continuous training and upskilling are critical levers companies can pull to ensure employees remain productive and efficient as technology continues to evolve. For Heuser, Letmathe and Vossen (2024), a technology-dependent sector can only be successful if it focuses on continuous development, lest employees become obsolete due to technological changes and companies lack sufficient skills to perform the necessary work processes.
[image: ]
Figure 3: Human–Robot Interaction in Automotive Manufacturing (Jaguar Context)

Another key theme in Industry 4.0 concerns the future human-work relationship. It emphasises that technologies replace neither workers in general nor the whole worker. Many Industry 4.0 concepts strive for the complementary use of technologies and workers (Metzger, Lindemann & Maurer, 2023). 
This is demonstrated by collaborative robots ("cobots"), designed to enable interaction and cooperation between humans and machines, thereby improving manufacturing performance and precision. Employees in such production concepts monitor automated systems, help with problem detection, or make decisions based on real-time production data (Metzger, Lindemann & Maurer, 2023). In Industry 4.0, the successful implementation of new technologies relies on investments in new workforce training. Companies must invest in training programs that enable their workers to work in digital manufacturing environments. 
The content of training varies and may include developing general digital skills, advanced training in specific technical domains, and improving problem-solving abilities for workers who may manage complex production systems (Heuser, Letmathe & Vossen, 2024). However, many scholars highlight the difficulties for organisations in transforming training systems to meet Industry 4.0 needs. In fact, traditional training processes often cannot keep pace with technological evolution, creating skill gaps. The financial costs associated with such training initiatives also need to be considered. For multinational manufacturing organisations, as with Jaguar Land Rover, there is always a need to balance training costs with operational productivity.
 Industry 4.0 represents not only a technological transformation but also a significant organisational challenge for workforce capability development. In this context, employee training and skill development become critical mechanisms through which organisations can align workforce competencies with technological innovation. Understanding how organisations manage this transition is therefore essential when examining the relationship between training practices and operational performance within modern manufacturing environments. 
[bookmark: _Toc228138835]2.4 Training and Operational Performance 
Operational performance refers to an organisation's ability to effectively utilise its resources to produce goods and services while maintaining efficiency, quality, and responsiveness to market demands. In manufacturing industries, operational performance is commonly measured through indicators such as productivity, product quality, production efficiency, process reliability, and cost management. In technologically advanced sectors such as automotive manufacturing, workforce capabilities play a critical role in determining the overall effectiveness of operational systems. 
Employee training is widely recognised as an important organisational practice that can positively influence operational performance. Training initiatives are designed to enhance employees’ knowledge, technical competencies, and behavioural skills, enabling them to perform their tasks more effectively and adapt to evolving organisational demands. 
From a human resource management perspective, training contributes to improved employee performance, which in turn supports broader organisational outcomes such as increased productivity and improved operational efficiency (Saleh & Ainiah, 2024).
 One of the theoretical foundations underpinning the relationship between training and organisational performance is human capital theory, which posits that investments in employees' knowledge and skills can increase individual productivity and organisational value (Becker, 1993). According to this perspective, employees represent a form of organisational capital whose capabilities can be developed through education, training, and experience. Organisations that invest in workforce development are therefore more likely to benefit from improved performance outcomes because employees are better equipped to carry out complex tasks, solve problems, and contribute to process improvements. 
Similarly, the resource-based view (RBV) of the firm highlights the strategic importance of human resources in achieving sustainable competitive advantage. Barney (1991) argues that organisations can develop unique and valuable capabilities by investing in workforce skills that competitors find difficult to replicate. In manufacturing environments, employees with specialised technical knowledge and problem-solving skills can contribute significantly to operational efficiency and innovation. As a result, training programmes may represent an important mechanism through which organisations develop these strategic capabilities. Empirical research has also demonstrated that effective training initiatives can improve operational outcomes in manufacturing organisations. Arthur (1994), for example, found that organisations adopting comprehensive human resource practices, including extensive training and employee involvement programmes, tend to achieve higher productivity and lower employee turnover. 
Those who invest resources in training personnel see payoffs in improved worker morale, resulting in improved business effectiveness. Automotive manufacturing workers benefit from the emphasis placed on skills for dealing with high technology on the factory line and managing smart manufacturing technologies to stay current in the Industry 4.0 manufacturing environment, the training may lead to gains in efficiency by focusing on technological skills, managing quality production and using skills to deal with problems that come up in the field.
 Training programs do not necessarily enhance performance - research has found some evidence that they do not improve performance at the organisational level, since a lot depends on factors like the quality of the training itself, management support, organisational culture and the alignment of the goals of the training with the operational objectives of the organisation (Heuser, Letmathe & Vossen, 2024). 
Another key aspect of training effectiveness is ensuring that trainees transfer the skills and knowledge they gain in training back to the workplace (Heuser, Letmathe & Vossen, 2024). This involves many organisational supports, individual motivations, and workplace opportunities (Heuser, Letmathe & Vossen, 2024).
 There are also some downsides: organisations may not have the money or capacity to launch inclusive training initiatives, and training programs might require considerable investment that may not be a good long-term bet, so companies will have to make a calculation. Training, when done in national settings, could change country-specific labour and vocational educational systems (Heuser, Letmathe & Vossen, 2024). When organisations establish supportive learning cultures and employees acquire skills such as new communication techniques, teamwork strategies, and problem-solving methods, workforce motivation, skills, and overall productivity will rise, encouraging an effective workforce for a more progressive manufacturing operation (Metzger, Lindemann & Maurer, 2023).
[bookmark: _Toc228138836]2.5 Institutional Differences Between the United Kingdom and Germany 
Multinational companies do not function in vacuum - clean Institutional surroundings but within a national variety of differing Labour/Employment market institutions, ranging from differing levels of Labour market segmentation, differing structures of the welfare states, different institutional framework governing Vocational education and training (VET) Systems, differing types of regulation, differing patterns of Social Partnership and different ways of managing labour relations (Boxall & Oliver, 2002; Noe et al., 2007). Therefore, differing types of Training and Employee Training Institutions among firms (and for and with employees of these firms) can be found depending on the national labour market institutions within which they operate. 
 Multinational companies operating in different National Labour market institutions may achieve different workforce development outcomes and show differences in firm performance. Let us briefly focus on a clear-cut contrast between approaches to workforce skills development in Europe, specifically the UK vs Germany.
 Germany is often considered one of the most robust models of dual vocational education (VET) systems in the world. The system involves a 50/50 split between day release at the Vocational School, where apprentices have theoretical education classes, and on-the-job training at the workplace, combining theoretical knowledge and practical training, which has made Germany one of the powerhouse economies in manufacturing worldwide. (Kumar, 2024) Germany's dual VET system relies heavily on close collaboration among employers, educational institutions and government agencies. Companies actively participate in curriculum design, offer apprenticeships, and mentor young workers, while vocational schools provide formal classroom education.
 This integrated approach ensures that the workforce skills closely match industry needs. Consequently, manufacturing firms in Germany typically have an ongoing supply of technically skilled workers ready for employment (Kumar, 2024). In terms of labour relations, the German workforce is also characterised by co - determination practices where employee representatives (works councils) share in decision - making processes concerning working conditions, employee training schemes and personnel management within the organisation, contributing to longer - term investment in employee skills and promoting a culture of learning (Kumar, 2024).


 The United Kingdom has adopted a more market-driven orientation towards skills development. Although England, Scotland and Wales provide Vocational Education Programmes (VEPs) and apprenticeships, the system is far less structured than Germany's. VEPs in the United Kingdom tend to be more dictated by individual companies than by a coordinated national framework. (Kumar, 2024) As such, a greater burden falls on UK employers to invest in and improve their workforce's skill levels through the provision of internal training programmes and a variety of organisational learning mechanisms.
The United Kingdom's labour market typically exhibits greater flexibility than in Germany; this flexibility may enable companies to adapt more readily to economic shifts, but it may also lead to shortcomings in the development of longer-term workforce skills. It is believed that, due to lower levels of structured vocational education/training in certain sectors compared with Germany, there have historically been skill shortages in the United Kingdom's industrial sectors, as Metzger, Lindemann and Maurer (2023) suggest.
 Industry 4.0 transformations necessitate that the workforce be equipped with the digital and technical expertise required to operate advanced manufacturing technologies. With this transformation in mind, while vocational training programmes may well give German employees a good base, companies in the United Kingdom rely more on internal programmes. Furthermore, multinational corporations must adjust their HRM strategies to the national context. For instance, training strategies found useful in the UK might not yield the desired result in another country. Expectations of the workforce, national legislation, and educational systems differ between countries. 
It implies that organisations must balance global strategy with the reality of each national institution. For Jaguar Land Rover, as well as for its manufacturing plants in the UK and its commercial dealings in Germany, this may lead to differences in training programmes. In its United Kingdom operations, which include manufacturing facilities and engineering hubs, Jaguar Land Rover might lean towards using its internal training initiatives to develop its employees' skills. Conversely, employees of the German subsidiary Jaguar Land Rover will likely find themselves in a labour market that prioritises vocational training and technical education over other skill-development strategies.
 It is important to bear these institutional differences in mind in considering the relationship between training and productivity in both Jaguar Land Rover in the UK and in Germany, given that differences in terms of the workforce preparation, training structures and industrial relations might have an impact on how such training programmes are carried out and how successfully they translate to the operations and applications of skills of the employees in practice.
[bookmark: _Toc228138837]2.6 Conceptual Framework
After thoroughly reviewing the academic literature presented in this chapter, the conceptual framework for this research was established to explain how training affects workforce skill development and, ultimately, operational performance in manufacturing enterprises. Earlier studies have proposed that training programmes positively alter workforce competencies, which in turn improve operational performance (Becker, 1993; Saleh & Ainiah, 2024). In technology-driven manufacturing sectors within Industry 4.0, employee expertise is critical to maintaining productivity, achieving efficiency, and ensuring quality outcomes (Metzger, Lindemann and Maurer, 2023).

The academic literature reviewed shows that differences exist across countries about how workforce skills are learned and deployed within organisations, which may impact the results. For instance, the differing national vocational training systems, labour market structures, and organisations between the United Kingdom and Germany illustrate the diverse contexts in which workers develop and apply their skills within organisations (Kumar, 2024).
Employee Training
│
▼
Workforce Skills
(technical, digital, problem-solving)
│
▼
Operational Performance
(productivity, efficiency, quality, adaptability)
▲
│
Institutional Context (Moderating Factor)
UK vs Germany
(training systems, labour markets, vocational education)
Figure 4: Conceptual Framework Linking Training, Workforce Skills and Operational Performance
(Source: Developed by the author based on Barney, 1991; Becker, 1993; Kumar, 2024)

The schematic in Figure 4 visualises how the identified initiatives relate to each other. Employee training is hypothesised to improve employees' skill sets in areas such as technology, IT, analytical thinking, and problem-solving. In turn, improved workforce skills will contribute to better overall operational performance (increased productivity, efficiency, output consistency, and product quality) within the organisation.
 The framework recognises that national institutional contexts are influential. UK-German differences in national training systems, labour markets, and vocational education may contribute to the different ways in which workforce skills are cultivated and deployed within their respective organisations (Kumar, 2024; Metzger, Lindemann, and Maurer, 2023).
[bookmark: _Toc228138838]2.7 Chapter Conclusion 
This chapter presented a review of the literature on employee training, workforce skill development, and operational performance in the automotive manufacturing sector. In response to technological advancements and industrial transformations, employee capability has come to play a pivotal role in achieving productivity, efficiency, and long-term competitive advantage. Organisations must continually upgrade their workforce skills to meet the challenges of advanced manufacturing in a digitally transformed industry.
The relevant literature emphasises the importance of training programmes in enhancing workforce capabilities and improving organisational performance. From human capital theory (Becker, 1993) and the resource-based view of the firm (Barney, 1991), studies assert that building an organisation's internal resource base can be achieved by investing in employees' knowledge, skills and competencies. 
These resources might further enhance productivity. In a manufacturing context, training programs can improve employees' technical capabilities, problem-solving, creativity, and adaptability to new machines. It is also significant to highlight the rise of workforce capability development in the era of Industry 4.0.
Because of ongoing advancements and the adoption of technologies such as artificial intelligence (AI), robots, and IoT, traditional production settings are transforming into intelligent, interconnected, data-rich environments, posing new challenges for workers' skill sets (Chandrasekharan & Geetha, 2024). Employees now need a mix of technological, digital, and analytical skills to handle complex, technologically advanced production settings.
 Organisations are encouraged to develop ongoing training strategies to ensure that their workforce skills are at the cutting edge, enabling adaptation to technological progress (Metzger, Lindemann and Maurer, 2023). While many positive correlations have been detected, the link between employee training and operational performance is complex and influenced by other corporate and external factors. For example, employee training programs have been identified as positively associated with increased productivity, operational efficiency and higher quality standards (Heuser, Letmathe and Vossen, 2024). Conversely, if training practices are not implemented properly within the existing corporate culture, among management, and in line with strategic plans, no results are achieved. 
The contrast between the UK and Germany's systems serves as a salient illustration of how national contexts and labour markets shape training activities and skill formation. Germany boasts a widely admired dual vocational education and training (VET) system that's firmly established as a standard form of initial training before workforce entry and focuses on equipping workers with advanced technical expertise, the UK, on the other hand, is primarily driven by the employers' commitment to offering on - the - job training programs and apprenticeships to build worker skills (Kumar, 2024).
The institutional dissimilarities present may thus lead organisations to design, execute, and train employees to use newly acquired knowledge to a greater or lesser extent than others, enabling employees to transfer knowledge acquired in training to their jobs. Organisations such as Jaguar Land Rover, with global operations in many different national settings, must overcome these additional training complexities. Managers must be aware of these differences and make a difficult choice about which training initiative they would consider globally, rather than one specific to certain countries or plants. The results of the extensive and inclusive literature review in the preceding chapter form the basis of the theoretical framework discussed here. 
The literature review reveals a considerable number of existing studies concerning training and organisational performance; however, little has been published on training and performance in any specific company setting, and research on multinational automotive organisations operating across various national locations remains limited. Therefore, this study addresses a research gap by examining the role of employee training in supporting operational performance within Jaguar Land Rover's UK and German operations.
 The next chapter provides an account of the methodology adopted by this research study. It begins with the underlying assumptions of the research, including the research philosophy, followed by the research design and strategy, then a description of the methods used for data collection, the approach to data analysis, and, lastly, the moral principles observed throughout the research project.


[bookmark: _Toc228138839]CHAPTER 3: RESEARCH METHODOLOGY
[bookmark: _Toc228138840]3.1 Introduction 
This chapter aims to introduce and critically justify the chosen methodology, which will form the backbone of the research on employee training, skill development, and operational performance in the automotive manufacturing industry. Specifically, this research compares Jaguar Land Rover's operations in the United Kingdom with those in Germany, considering how the organisational practices and industrial setting of each nation affect the training methods employed, employees' skill development activities, and the resulting business performance. 
The role of research methodology in a study is to provide transparency in how the study will be carried out and to ensure a rigorous, well-founded academic endeavour. It explains not only the how but also the underpinnings of why particular research questions are chosen and subsequently answered, it illustrates how data are collected and analysed and how results are ultimately discussed and framed against current theory (Saunders, Lewis and Thornhill, 2019). Given the subject complexity (training practices with Skill development in an industry transformed by rapid technological change and performance outcomes), careful attention to methodology is crucial if the results are to be considered valid and credible. 
The automotive manufacturing industry is a volatile sector with advanced technologies, including extensive use of robots, automation and digitalised production methods which fall under the term Industry 4.0. Skills are therefore continuously developing within the industry, demanding the ongoing development of employees' skills and competencies through training within organisations (as highlighted in Chapter 2). The relationship between employee training and performance depends on several factors, including managerial practices, technology, industry settings, and countries.
 Therefore, research design is crucial in this area, leading this study to adopt a qualitative design and an interpretivist philosophy to support an in-depth exploration of meanings and processes. Thus, qualitative research offers depth in understanding meaning, whereas quantitative research tends to measure and assess impact and correlation, with positivism offering scope to define cause and effect. This study takes a qualitative, interpretivist stance to develop an in-depth understanding of the meanings, processes, and contexts related to workforce development and operational performance. Thus, this research adopts a comparative case study methodology: the two cases studied are Jaguar Land Rover operations in the United Kingdom compared to its operations in Germany, allowing an exploration of the differences in institutional settings such as the vocational training systems, national labour markets and legislation and regulation to consider the impact of such differences on organisational training practices and resultant performance in a global manufacturing business.






[bookmark: _Toc228138841]3.2 Research Philosophy 
My research philosophy follows an interpretivist view, whereby organisational phenomena and events are socially constructed through the meanings individuals ascribe to their encounters. Unlike positivist research, which focuses on objective measurement and cause-and-effect relationships, the interpretive perspective seeks to understand the meanings individuals attribute to encounters through their cultural frameworks and values (Creswell, 2014). 
From an ontological perspective, this study adopts a constructivist approach to research in organisations, where "reality is socially constructed" in the workplace through interactions among the firm's actors and social and institutional forces. In research, training & employees' performance in organisations are perceived realities that arise from the interactions and perceptions of actors within a firm, rather than as observable facts in a positivist world (Saunders et al., 2019). 
From an epistemological standpoint, the research develops its own interpretations derived from the texts, such as the organisations' industry reports and official training documents. This approach enables examination of how training is referred to in these documents and how it influences organisations' performance in the country (Saunders et al., 2019). Overall, an interpretivist research philosophy is believed to have guided the study's investigation of how organisations engage in training processes and, as a result, enhance employee performance, with an emphasis on the importance of training for organisations operating in developed countries.
[bookmark: _Toc228138842]3.3 Research Design
Research design is the master plan of a research study and comprises four stages: developing a research design, developing a measurement technique, selecting a sample, and collecting and analysing data (Bryman, 2016). For example, this study adopted a qualitative research design to gain an in-depth understanding of organisational issues/processes that need to be explored and to determine how an issue is influenced by its context. A quantitative research strategy involves measuring and quantifying variables. Conversely, a qualitative research strategy aims to explore and understand an issue. For this study, a comparative case study design was utilised, focusing on Jaguar Land Rover's operations in the United Kingdom and Germany.
 According to Yin (2018), case study research is an empirical enquiry that examines a contemporary organisational phenomenon in its real-life context, where the boundaries between the phenomenon and its context are blurred, and multiple sources of evidence are used. A case study is especially pertinent to the research topic, as employee training and performance depend on multiple organisational and institutional factors. Because of the comparative design, meaningful comparisons can be drawn between these two national contexts. As both cases are within the same multinational organisation, national differences, such as vocational training systems and labour market structures, could affect employee training practices and their impact on organisational performance.





[bookmark: _Toc228138843]3.4 Research Approach
The research approach concerns the logically interrelated ways in which theory and data were connected (Saunders et al., 2019). There are two principal forms of research: inductive and deductive. An inductive research approach is adopted because this investigation aims to generate concepts and theories rather than test them against preconceived notions (Bryman, 2016).
 This study is oriented around an inductive research method, as it enables the discovery and understanding of emergent patterns in qualitative data on the influence of training and skill development practices on operational performance in selected companies. Rather than assuming that there is an established link between training and performance, research will allow trends to be detected as they appear throughout qualitative data, the training given, the type of equipment, organisational climate and national governments could affect job performance, hence, the findings and conclusions must be based on evidence discovered and generated in the field of study and its contextual situation.
[bookmark: _Toc228138844]3.5 Data Collection Methods 
This investigation utilises qualitative secondary data to explore employee training, skill development, and operational performance within Jaguar Land Rover's automotive manufacturing operations. Secondary data sources are datasets previously collected for other purposes that are then reviewed or interpreted for use in another study (Johnston, 2017). They are especially appropriate in Jaguar Land Rover's scale and its operational confidentiality in manufacturing, which would severely limit access to primary data. The collection of various forms of secondary data was undertaken to provide a more detailed and contextualised investigation. These data sources consist of Jaguar Land Rover's annual and sustainability reports and relevant corporate publications to understand strategic approaches to training and skill formation.
· Industry reports, such as those provided by IHS Automotive and The Society of Motor Manufacturers and Traders and trade journals such as Automotive Manufacturing and Auto Manufacturing Production, which contain broad data on sector trends. 

· Peer - reviewed studies from the field, covering areas such as employee training, workforce development or the importance of human capital in enhancing operations. 


· Publicly accessible government data, especially relevant to the structures of vocational systems in countries with large automotive manufacturing bases, such as the UK and Germany, like reports and data tables provided by IndustryUK and Statistisches Bundesamt (DESTATIS). 
Data triangulation through the cross-referencing of various types of sources helps support the credibility of the research since they're all able to triangulate their respective results from multiple datasets (Bryman, 2016). This is beneficial because, for instance, it allows identification of inconsistencies in company statements regarding training effectiveness.



 The study focuses on a single company; a broader range of data points is necessary. The advantage of using secondary data in this context is that it may provide data and insights into the firm from the perspective of its internal stakeholders, as well as broader, contextual, industry-level perspectives. Company documents, on the other hand, reflect the values, ideals, managerial focus, and interpretation concerning training, skill formation, or employee performance.
The usage of secondary data also introduced several methodological constraints. It is noteworthy that these datasets were not originally intended for research and may incorporate biases inherent to the reporting organisations themselves. This could involve the selective publication of success stories, the framing of negative news in a constructive light, and general efforts by organisations to project a positive image. This bias is pertinent to corporate social responsibility reports (Johnston, 2017). In addition, because of the sources, employees' views are not heard directly, nor are their experiences with the training process itself investigated in detail. 
These limitations of relying solely on secondary data are acknowledged and addressed in this research through a critical approach to data selection and interpretation. The research relies on credible and relevant sources. Academic publications, research articles, industry reports and official government documents were prioritised. Critical to this process was data triangulation: examining how similar points of information were presented across multiple contexts and by different authors to form a comprehensive understanding and identify areas of discrepancy or inconsistency. 
Key selection criteria for the data included relevance to the topic, source credibility, and recency to reflect contemporary practices in Industry 4.0 and workforce transformation in the automotive sector. Essential landmark articles were included for a theoretical grounding. Using secondary qualitative data has provided a practical, non-invasive, inexpensive, flexible, and context-rich method for exploring how organisations' employee training strategies influence operational efficiency.
Sources were selected based on three criteria: relevance, credibility, and recency.
Only peer-reviewed academic articles, recognised industry reports, and official company documents were included.
Priority was given to recent sources to reflect current developments in Industry 4.0 and workforce training.
Older sources were included only where they provided key theoretical insights, such as human capital theory.

Table 1 summarises the data sources used in this study, outlining their types, examples, and purposes within the research design.
Table 1: Summary of Data Sources
	Data Source Type
	Examples
	Purpose in Study

	Organisational Documents
	JLR annual reports, sustainability reports
	Insight into training strategies and performance

	Academic Literature
	Journal articles, books
	Theoretical framework and empirical evidence

	Industry Reports
	Automotive sector reports
	Context on Industry 4.0 and skills trends

	Institutional Data
	UK & Germany labour/vocational systems
	Understanding contextual differences



As shown in Table 1, the study draws on a range of secondary data sources to ensure a balanced and credible analysis. The use of multiple sources supports data triangulation and strengthens the reliability of the findings.

[bookmark: _Toc228138845]3.6 Data Analysis 
We analysed the data from this survey using thematic analysis, a qualitative methodology through which patterns are sought, analysed, interpreted, and reported within texts (Braun & Clarke, 2006). Thematic analysis proved appropriate for this research: it allows for the systematic yet flexible analysis of qualitative data, operating within a positivist frame of inquiry. Our rationale was to find how training and skills development are viewed and conceptualised, and what role they are argued to play concerning operations across diverse organisations and institutions, since the research approach requires sensitivity to the different organisational and cultural backgrounds from which they are drawn (Braun & Clarke, 2006). We followed a structured process of thematic analysis in five steps:
1. Familiarisation with the data 
My first step was to reread all the files, academic books and literature, industry white papers, government reports, and other materials that have come up in relation to this problem. In doing so, I became fully aware of all that material and the meanings embedded in and implied by it. This repeated reading revealed early themes, patterns, and relationships relevant to my objectives.
2. Generating initial codes
In the second step, relevant sections were coded by carefully examining them to identify central concepts, key phrases, and salient ideas related to employee training, skill development, and their impact on performance and overall operations. The coding process mostly relied on inductive techniques, permitting codes to emerge naturally from the content, yet also drew inspiration from pre-existing theories such as human capital theory and the resource-based view, as outlined by Bryman (2016).
3. Searching for themes 
The coded data were then organised into broader themes that captured recurring patterns across different data sources. For example, themes were developed around areas such as: 
· The strategic role of training in organisational performance
· The impact of Industry 4.0 on workforce skill requirements 
· The influence of national institutional contexts on training practices
 This stage involved identifying relationships between codes and grouping them into meaningful categories. 

4. Reviewing themes
The identified themes were reviewed and refined to ensure they accurately represented the data. This involved comparing themes across different sources and evaluating their internal consistency. Themes lacking sufficient supporting evidence were revised or removed, and overlapping themes were merged where appropriate.
5. Defining and naming themes 
Each of the 3 core themes defined under each heading has been specified with a clear, concise label. To avoid confusion, the specific focus of each label is outlined next. To be of value in the research question.
 As the analysis progressed, each identified theme was discussed and linked to the key theoretical frameworks proposed in Chapter 2. These cover discussions based on the following theories: Human capital theory (Becker, 1993), the Resource-based view (RBV) (Barney, 1991), Industry 4.0, and the literature on workforce transformation. The researcher had compared the training initiatives undertaken by JLR across its manufacturing facilities in the UK and Germany. 
This aims to highlight the subtle differences and similarities and to critically analyse whether context (institutional differences) influences the relationship between training and operational efficiency. The entire analysis was conducted iteratively, and reflection was carried out throughout the period to ensure that the insights gathered were authentic and clear, enabling further progress with the analytical framework of this research (Creswell, 2014).
This approach is characteristic of interpretivism, where researchers build understanding through progressive immersion in their data. Several strategies were used to ensure the research's rigour and trustworthiness:
· transparency in coding practices
· the utilisation of diverse data sources to corroborate findings (known as triangulation) 
· strict adherence to interpretations being directly supported by the collected data. 

These methodological safeguards contribute to the credibility and dependability of the study (Bryman, 2016). Therefore, thematic analysis served as a rigorous, theoretically grounded method for analysing the qualitative data, enabling the research to explore the intricate links among employee training, workforce capability, and the firm's operational success amid a fast-paced, evolving industrial landscape.

[bookmark: _Toc228138846]3.7 Ethical Considerations
As Ethical considerations are important for academics conducting research responsibly, transparently, and with integrity (Saunders, Lewis and Thornhill, 2019), this study uses only secondary data and therefore does not interact with humans directly; however, a series of issues can still be considered.
One aspect to consider in this study is the responsible use of secondary data, since all data employed have been sourced from public archives. Organisation-specific documents, literature reviews, and industry reports are all considered publicly accessible sources.

 As such, themes like informing participants and protecting confidentiality are eliminated as potential ethical challenges. Nonetheless, using data appropriately, respecting the context in which the data were produced, and not misrepresenting their actual meaning (Bryman, 2016) are paramount.
Another subject that requires attention is academic integrity and proper referencing, ensuring that all sources of information are properly cited in accordance with academic requirements to avoid plagiarism and uphold transparency. It is crucial to recognise the frameworks, studies, and organisation-based findings referenced in the writing process. Accurate references enhance the validity and credibility of the research and are ethical imperatives. 
The study refrains from stretching conclusions and representations of findings beyond what the evidence supports. It is clear that the limitations in data resources - namely, the lack of employee viewpoints - could potentially affect the study's conclusions. In addition, the methodology used throughout the course of research must be transparent.
 The methods adopted to gather, code, and analyse data are laid out to provide an audit trail of how the findings were arrived at, increasing the study's trustworthiness and allowing other scholars to further investigate it by replicating the methodology. Although no sensitive data relating to persons is utilised in this study, ensuring that publicly available data are also treated responsibly is important. It does not breach any confidentiality or display any copyrighted information. The data are also portrayed ethically throughout the research. It does not make any sensational claims or misrepresent any conclusions drawn. It acknowledges the limitations found and thus has no issues with these.

[bookmark: _Toc228138847]3.8 Methodological Limitations
The strengths of the methodology used are acknowledged, but these limitations are also highlighted to ensure a critical evaluation of the research. The first limitation identified is the use of qualitative secondary data. As Bryman (2016) explains, qualitative secondary data means the researcher does not control how the data were originally obtained, coded, organised, or delivered to the researcher (Johnston, 2017). This may mean that the depth of the data and its ability to answer specific questions will depend on how well the secondary data was collected. This includes how consistently and reliably the original data were compiled. As reported previously, Jaguar Land Rover's reports provide positive information on training, but only selectively. In terms of secondary reports, these industry reports present several specific viewpoints from individuals and companies within the auto sector, which may carry some degree of bias. 
Although data triangulation and critical interpretation are employed to circumvent these limitations, they cannot be entirely overcome. Another significant limitation is the lack of primary data - for instance, no interviews or survey data were collected from employees, nor were they provided by Jaguar Land Rover (JLR). Such limitations pose a problem, as the study does not directly explore employees' experiences of JLR's training programmes and would do so only based on information provided by the company. As Johnston (2017) argues, there are limitations to the depth of information available from secondary sources alone.



 This lack of primary data means the study may lack information on employees' perceptions of the training, its relevance, and impact. Finally, to take the examples given before, the UK company provides two hours of formal training. In contrast, German companies provide many more hours; if this were all the company knew, this might lead to limited findings about the performance implications in both companies. Due to its limited scope, focusing on a comparative case study of two UK- and Germany-based operations of JLR, the study cannot claim that its conclusions can be generalised across the wider automotive sector or to all companies.
This study adheres to the principles of analytic generalisation, in that the results can be generalised to similar circumstances or theoretical propositions (Yin, 2018). Even when applied consistently, Thematic Analysis, which the present study adopts, may still be subject to the researcher's inherent subjectivity. While every care was taken to ensure systematic coding of the data, the selection of topics or categories may be subject to the researcher's perspective and biases
To combat this, the study is transparent about how it codes the data and ensures that all conclusions are supported by empirical evidence from at least one (preferably more than one) data source, so that conclusions reflect the underlying themes in the data rather than personal opinions. Further to this, given the pace of technological change occurring at an incredible rate, especially following Industry 4.0 within the automotive sector (a significant industry in the countries studied) and the consequent dynamic changes in both the training needed and how companies provide it, the conclusions can only represent a snapshot of training at a specific period. Finally, differences in legal and institutional frameworks between the UK and Germany create a complex comparative environment, making it difficult to control for exogenous factors that influence operational performance fully. Despite these issues, the chosen methodological design ensures a thorough, critical, and context-informed analysis of employee training and operational performance.















[bookmark: _Toc228138848]3.9 Chapter Summary
This chapter will systematically present and critically justify the proposed research methodology for exploring the relationship between employee training, skill development, and operational performance within Jaguar Land Rover's manufacturing operations in the UK and Germany. The chapter will begin by introducing the importance of methodology in facilitating a structured, transparent and academically robust approach to research questions (Bryman, 2016). Consequently, interpretivism will be adopted as the guiding research philosophy, recognising the socially constructed nature of phenomena such as training and performance, influenced by organisational and institutional contexts (Creswell, 2014). A qualitative research design will be employed to facilitate an in-depth exploration of the intricacies of meaning, processes, and contextual influences relevant to the study. A comparative case study approach will be adopted to explore Jaguar Land Rover's operations in two distinct national settings, thereby enabling an investigation into similarities and differences in training practices while considering variations in institutional environments such as labour market structures and the provision of vocational education and training (Yin, 2018). Subsequently, an inductive research approach will be justified, fostering the derivation of insights directly from data rather than imposing predetermined hypotheses, a posture that aligns well with the exploratory nature of this research and the complex relationships it investigates (Saunders, Lewis and Thornhill, 2019).
 Qualitative secondary data, including organisational documentation, academic literature and industry reports, will be utilised for data collection. This approach will not only ensure the feasibility of research objectives by providing access to abundant information but will also aid in data triangulation, enhancing the robustness of the findings (Johnston, 2017). Nonetheless, the limitations associated with secondary data, such as potential bias and limited control over data quality, will be acknowledged. Thematic analysis, following Braun and Clarke's (2006) five-step process, will be applied to the data, providing a structured yet flexible framework for identifying patterns and themes. The data analysis will further integrate with theoretical perspectives, notably human capital theory and the resource-based view of the firm. The ethical dimensions of the research will be managed responsibly, ensuring the ethical utilisation of public data, appropriate referencing and a commitment to transparency and integrity. The study will further adopt a critical stance when interpreting data to minimise bias and ensure a balanced perspective. 










[bookmark: _Toc228138849]CHAPTER 4: FINDINGS, ANALYSIS AND DISCUSSION
The present study explores and criticises the empirical evidence linking employee training to operational performance by conducting a qualitative content analysis of secondary data from the study. This dataset comprised a literature review, industry reports, organisational materials, and other sources discussing Jaguar Land Rover's operations in the UK and Germany.
A variety of sources were considered that examined the influence of workforce training and employee skills development on automotive operational performance. The data set, therefore, enabled a critical and inductive investigation of these relationships, building upon the methodology introduced in Chapter 3. In addition to the link between skills development and operational results, this study addresses the role of contextual variables, specifically national institutional differences.
This chapter addresses the study's research aim and questions by examining the relationships among training and skill development measures, workforce capabilities, and outcome-based indicators of operational performance.
The study's findings are presented in relation to prominent themes derived from the analysis, with empirical examples and established theoretical models supporting each major section. Thematic analysis produced 5 major themes: training, skill and competence levels, performance, national differences and policy measures.

[bookmark: _Toc228138850]4.2 Overview of Themes
The thematic analysis identified five key themes related to employee training and operational performance within Jaguar Land Rover’s UK and German operations.
The identified themes are:
1. The Role of Training in Enhancing Workforce Capability
2. Training and Operational Performance Outcomes
3. Challenges in Training Effectiveness
4. Influence of Institutional Context (UK vs Germany)
5. Skills Gaps and Industry 4.0 Pressures
These themes reflect recurring patterns across the data and highlight the complex relationship between training practices and organisational performance. They also demonstrate how broader structural and institutional conditions influence the effectiveness of workforce development initiatives. Each theme is analysed in detail below.





To enhance clarity, Table 2 summarises the key themes identified in the analysis, along with supporting evidence and theoretical interpretation.

Table 2: Thematic Matrix of Employee Training and Operational Performance
	Theme
	Organisational / Industry Perspective
	Evidence from Data
	Key Pattern / Tension
	Theoretical Interpretation

	Training and Workforce Capability
	Training is viewed as essential for developing technical and digital skills.
	Continuous upskilling is required for Industry 4.0 environments
	Skills development depends on training alignment with technological demands
	Human Capital Theory (Becker, 1993); Industry 4.0 literature

	Training and Operational Performance
	Training is linked to improved productivity, efficiency, and quality
	Evidence of performance improvements after structured training
	Training contributes to performance but does not guarantee outcomes
	Resource-Based View (Barney, 1991)

	Challenges in Training Effectiveness
	Organisations invest in training but face implementation barriers
	Limited time, weak training transfer, misalignment with operations
	The gap between training provision and practical application
	Training Transfer Theory (Heuser et al., 2024)

	Institutional Context (UK vs Germany)
	Different national training systems influence workforce development
	UK: employer-led training; Germany: dual vocational system
	Institutional differences shape training effectiveness
	Institutional Theory (Kumar, 2024)

	Skills Gaps and Industry 4.0 Pressures
	Rapid technological change increases demand for advanced skills
	Skill gaps persist despite training efforts
	Technology evolves faster than workforce capability development
	Dynamic capability & Industry 4.0 perspectives



As shown in Table 2, training effectiveness is shaped by several interacting factors, including organisational conditions, institutional context, and technological change. This highlights that the relationship between training and performance is not linear but depends on how these factors combine in practice.


[bookmark: _Toc228138851]4.3 The Role of Training in Enhancing Workforce Capability
The findings strongly suggest that employee training plays a central role in developing workforce capability within contemporary automotive manufacturing environments. Across the dataset, training is consistently associated with the acquisition of technical, digital, and problem-solving competencies required to operate within increasingly complex production systems.
Table 3 presents key evidence on the role of training in developing workforce capability across various data sources.

Table 3: Evidence for Training and Workforce Capability
	Data Source
	Evidence
	Interpretation
	Theoretical Link

	Industry Report
	“Continuous workforce upskilling is essential…”
	Training develops technical and digital skills
	Human Capital Theory (Becker, 1993)

	Academic Literature
	Emphasis on hybrid skills in Industry 4.0
	Training supports adaptability and problem-solving
	Industry 4.0 literature

	Organisational Data
	Investment in employee training programmes
	Workforce capability seen as strategic asset
	RBV (Barney, 1991)



In Table 3, training plays a central role in building technical, digital, and problem-solving skills. 
The effectiveness of training depends on how well it aligns with operational requirements and technological demands. Industry reports and academic papers strongly suggest the importance of regular training programs to keep the workforce up to date with advanced manufacturing technologies and practices aligned with the Industry 4.0 revolution. Moreover, the results indicate that workforce capability is determined not only by the provision of training but also by how well these training initiatives are tailored to meet the demands of new technologies and operational activities.
 The training should be carefully designed to ensure employees acquire crucial technical, digital, and problem-solving skills relevant to their specific roles and technological environments. This result aligns with the concept of human capital theory (Becker, 1993), which describes skills, knowledge and experience of an employee as an essential intangible capital for any organisation, however, the result expands this understanding by stating that skill enhancement comes from not just the training provision itself but how the training effectively fits the organisational context and practical job demands. Results from various industry reports indicate that "continuous workforce upskilling is essential for organisations adopting advanced manufacturing technologies" (Metzger et al., 2023). 

[bookmark: _Toc228138852]The advent of Industry 4.0 signifies a departure from narrow specialisation toward a focus on hybrid skills, in which employees require proficiency in both traditional engineering and digital competencies, along with the ability to apply a broad range of problem-solving tools.
This theme directly addresses Research Question 1 by showing how training is used to develop workforce capability within JLR.

4.4 Training and Operational Performance Outcomes
The analysis identifies a positive but conditional relationship between employee training and operational performance outcomes. Training initiatives are associated with improvements in productivity, efficiency, and product quality, particularly in technologically advanced manufacturing environments.
Table 4 summarises the evidence linking training initiatives to operational performance outcomes.
Table 4: Evidence for Training and Performance Outcomes
	Data Source
	Evidence
	Interpretation
	Theoretical Link

	Academic Study
	“Training improves productivity and efficiency”
	Positive link between training and performance
	Human Capital Theory

	Industry Data
	Reduced production errors after training
	Training enhances quality outcomes
	Operational performance

	Organisational Reports
	Training linked to adaptability
	Employees respond better to change
	RBV



In Table 4, training is associated with improvements in productivity, efficiency, and quality. These outcomes are conditional on organisational support and on employees' ability to apply newly acquired skills in practice.
Organisations that invest in structured training programmes tend to achieve better operational performance. However, training on its own was ineffective; employee training worked only when appropriate supporting mechanisms and practices were present in the organisations, such as management support for employees and opportunities to apply new or modified skills in their work. This supports the resource-based view (Barney, 1991) by emphasising the workforce's capability as strategically important but also as useless without appropriate organisational processes or integrated practices that can create high value from it. "Studies show that those organisations investing in an organised training program get a higher operational efficiency and a reduced production error" (Saleh & Ainiah, 2024). For instance, Jaguar Land Rover increases its ability to adapt to changes over time, adopt new technologies, and face new challenges.


 Additionally, training alone would not lead to the organisation's performance outcome, since it only increases the organisation's capability; its real influence depends on whether it can trigger an outcome in the performance outcome variables. It does not directly lead to an outcome but does so indirectly via intermediate outcome variables or mediators. For instance, proper implementation of management support for employee training can positively impact organisational performance. For example, allowing employees to use their newly acquired skills can boost employee productivity. It supports the idea that training is indeed a necessary component of the resource-based view of the organisation (Barney, 1991), since employees' capabilities would not be a source of the organisation's sustained competitive advantage if they cannot properly apply their newly acquired skills.
This finding answers Research Question 3 by showing how training affects operational performance.
[bookmark: _Toc228138853]4.5 Challenges in Training Effectiveness
A recurrent element in this analysis is the presence of organisational/structural factors and work constraints that curtail the effectiveness of training. There is consensus that training generally leads to improved outcomes, but only to a limited extent, as it typically deviates from the workplace demands, environment, and practices employees face in production. As Heuser and colleagues pointed out in their review, "training initiatives do not automatically translate into improved performance without effective implementation and organisational support" (2024, p. 713), a telling phenomenon in a production environment of this nature. The constant drive to meet production quotas may limit the real-world training transfer that is required and encouraged in a less-pressured manufacturing climate.
Table 5 outlines the key challenges that limit the effectiveness of training within organisations.
Table 5: Evidence for Training Challenges
	Data Source
	Evidence
	Interpretation
	Theoretical Link

	Academic Source
	“Training does not always translate into performance”
	Weak training transfer
	Heuser et al. (2024)

	Industry Insight
	Limited time to apply the training
	Operational pressure limits effectiveness
	Organisational constraints

	Organisational Context
	Misalignment with real work tasks
	Training is not fully integrated
	HRM critique



In Table 5, several barriers reduce the impact of training, including limited time, limited transferability, and misalignment with operational tasks. These findings reinforce the argument that training alone is not sufficient to improve performance.
This theme supports Research Question 3 by showing why training does not always lead to performance outcomes.



[bookmark: _Toc228138854]4.6 Influence of Institutional Context (UK vs Germany)
The comparative analysis highlights the significant influence of national institutional contexts on training practices and outcomes. Differences between the United Kingdom and Germany reveal how workforce development systems shape organisational approaches to training.
Table 6 compares training systems and workforce development practices between the United Kingdom and Germany.
Table 6: Comparative Evidence (UK vs Germany)
	Context
	UK
	Germany
	Interpretation

	Training System
	Employer-led
	Dual vocational system
	Germany more structured

	Skill Development
	Internal training reliance
	Pre-trained workforce
	Institutional difference

	Workforce Preparation
	Variable
	Standardised
	Stronger baseline skills in Germany



Table 6 shows clear differences between the UK and Germany in training structures and workforce preparation. These institutional differences influence how training is implemented and how effective it is in practice.
The comparative table highlights significant differences between the United Kingdom and Germany in terms of workforce development systems and training practices. Germany’s dual vocational education system equips employees with strong technical skills before entering the workforce, reducing reliance on organisational training.
In the UK, training is largely market-oriented, leaving organisations to develop internal programmes to improve the skills base. The outcomes for individuals and organisations vary dramatically between the two countries. The key message is that institutional contexts play a major role in the effective design and implementation of training and, consequently, in improving the workforce's skill base. 
Institutional theory argues that the national system of labour production influences the organisation's strategies for workforce development (Kumar, 2024). The dual system in Germany offers a framework that supports workforce development by providing a steady, structured supply of skilled technicians with sound basic, practical, and vocational training skills for entry into the world of work. This effectively reduces the organisation's reliance on in-house training whilst maintaining a flow of people with relevant skills. In the UK, the market-oriented system requires more of companies: they must train their workforces. As Kumar (2024, pp. 400-401) states, 'the variations in national training systems have an impact on the practices used by organisations concerning workforce development. 
These results imply that one cannot simply consider organisations and how training works without taking context into account. This could be problematic for large multinational organisations such as Jaguar Land Rover, which must strike a global balance whilst remaining cognizant of local institutional contexts and specific requirements. important to highlight here that no attempt should be made to consider training effectiveness out of context; institutional contexts may help or restrict how effective initiatives will become.
This theme addresses Research Question 2 by highlighting how the national context influences training practices.
[bookmark: _Toc228138855]4.7 Skills Gaps and Industry 4.0 Pressures
The findings reveal that the transition towards Industry 4.0 technologies has intensified the challenge of workforce skill development. As manufacturing systems become increasingly automated and data-driven, organisations face growing pressure to ensure that employees possess the required competencies.
Table 7 presents evidence of skill gaps and the pressures created by Industry 4.0 technologies.
Table 7: Evidence for Skills Gaps and Technological Pressure
	Data Source
	Evidence
	Interpretation
	Theoretical Link

	Academic Study
	“Technology outpaces workforce skills”
	Skill gaps emerging
	Industry 4.0

	Industry Report
	Need for continuous training
	Ongoing upskilling required
	Dynamic capability

	Organisational Context
	Training cannot keep up
	Structural lag in development
	Workforce adaptation



Table 7 presents Industry 4.0 skills gaps, highlighting the need for specific skills to advance technologically, as well as the difficulties training systems face in meeting that need. 
This creates structural friction, forcing the organisation to confront the challenges of building capacity and adapting training programs over time. Therefore, the key takeaway from this analysis should be to approach workforce development dynamically, a training practice rather than a one - time activity. Evidence such as "Rapid technological change often outpaces workforce skill development, resulting in persistent capability gaps" (Heuser et al., 2024) strongly suggests the urgency of adopting proactive, adaptive, and dynamic training practices. At Jaguar Land Rover, the situation means retraining personnel, as training opportunities cannot always keep pace with technological development. 
This theme supports Research Questions 1 and 3 by highlighting how training responds to changing skill demands.








[bookmark: _Toc228138856]4.8 Chapter Summary
This study presented a critical assessment of the association between employee training activities and performance outcomes at two Jaguar Land Rover locations in the UK and Germany. Employee training does not directly ensure greater business success; external factors influence its contribution, and the outcomes associated with employee training are contingent on several factors that can further restrict its effectiveness, including the institutional environment and technological changes.
 Employee capability, the role of mediation between employee training and business success, limitations in training implementation, and the training environment and technology are some of the themes. Overall, training's contribution to success is not straightforward or predictable; training activities do not automatically lead to success but are constrained by social factors within organisations, employee relations, organisational structure, and broader social and cultural contexts. The chapter leads up to the following conclusions.
























[bookmark: _Toc228138857]CHAPTER 5: CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc228138858]5.1 Introduction
This concluding chapter synthesises the research findings and offers a critical examination of the study's implications for its research aim and questions. This chapter also provides both practical and theoretical recommendations, as well as the limitations associated with the research. This section outlines the conclusion.
To reiterate, this research aimed to critically examine the impact of employee training and skills development on operational performance in Jaguar Land Rover's facilities in the United Kingdom and Germany. Using a qualitative approach and an interpretive philosophical stance, the research adopted a comparative case study strategy that has illuminated the training practices in both companies by drawing upon relevant organisational processes, technological developments, and the national context (Saunders, Lewis and Thornhill, 2019; Creswell, 2014).
As detailed in the results presented in Chapter 4, the relationship between employee training and operational performance is not straightforward or universal. Training is important in developing the workforce's capabilities. However, the company's structures determine its effectiveness, employees' management style, and the environment in which it is practised, challenging HRM assumptions in the discipline that position training as a direct, reliable driver of performance. A summary of the research outcomes is presented first. In the following section, the research conclusions, closely aligned with the research questions presented in Chapter 1, are drawn. The research recommendations, based on the evidence presented, are outlined next, followed by a discussion of the research's limitations, reflecting constraints on the findings, and then proposing areas for future research.
The research consists of five sections. Firstly, a summary of the key research findings is presented. In the subsequent section, conclusions drawn directly from this study's research questions are presented. The next section identifies practical and theoretical recommendations based on the evidence. The section following discusses the limitations encountered throughout this research. Finally, areas for future research are identified in the conclusion of this research report.
[bookmark: _Toc228138859]5.2 Summary of Main Findings
The results offer a robust critique of the link between training, workforce skills, and the company's performance at Jaguar Land Rover in the UK and Germany.
Indeed, the study does not portray the link between training and performance in simplistic terms. In fact, it establishes that this link is multifaceted and varies according to the factors inherent in an organisation's environment and structure (internal to it, institutional within a country, and the economic environment in which it operates).
It was demonstrated that employee training plays an important role in shaping skills within the workforce, ranging from specific technological competencies to more transversal ones, such as those that enable problem-solving. 


These skills are crucial for dealing with Industry 4.0 environments, marked by constant changes in the production system, in which robots, AIs, and interconnected digital systems affect human labour requirements (Metzger, Lindemann and Maurer, 2023; Chandrasekharan & Geetha, 2024). Training can equip workers with new capabilities to carry out complex, high - skilled jobs.
However, despite training's contribution to workers' skills, the research also underlines that its impact on operational performance is not guaranteed but depends on how training is applied within organisational routines. Considering these aspects, the researchers highlighted training transfer as the key factor in employees' use of knowledge acquired during training to improve company performance, including productivity, efficiency, and output quality (Heuser, Letmathe and Vossen, 2024).
The study provides evidence that structural factors may constrain training's contribution to the company's performance. Indeed, pressures stemming from tight production times and a lack of managerial support were identified as factors that hampered employees' ability to participate in training sessions and subsequently apply the new knowledge in practice. This evidence contradicts a widespread assumption within the HR field that offering new courses is sufficient to guarantee improved business outcomes, prompting researchers to further explore the relationship between training and business success by adopting a more systems-based view that embraces the work context. Another important result concerns the role of country-specific institutional environments in the adoption and functioning of training programs. 
Through a comparative approach between two countries (UK and Germany), the study shows how the dual vocational education system present in Germany prepares individuals better for skilled technical jobs before they join the workforce, while in the UK training depends more heavily on self - managed programs that employers develop and manage themselves (Kumar, 2024).
 Skill gaps remain a widespread concern in Industry 4.0 environments due to rapid technological change, which requires continuous updates to the workforce's capabilities. However, due to the rapid pace of technological innovation, the training system struggles to keep pace, creating gaps between what employees are qualified to do and what the industry requires (Heuser, Letmathe and Vossen, 2024).
Employee training plays a significant role in developing a skilled workforce capable of performing advanced tasks and ultimately improving firms' operational performance. However, it is also highlighted that training effectiveness is strongly influenced by an interdependent set of internal, structural, and contextual factors that need to be managed to achieve the desired positive impacts on business and to enable firms to face the challenges and opportunities arising from Industry 4.0 transformations.







[bookmark: _Toc228138860]5.3 Conclusions in Relation to Research Questions
Answering research question one, training at JLR is conceived as an organisational process aimed at building a competitive workforce that would better enable JLR to pursue operational efficiency objectives. From this point of view, human capital is intrinsically valuable (Becker, 1993), but training has limited utility unless certain obstacles to its use are effectively dismantled. Regarding research question two, the study shows that differences between the institutions of the two nations greatly shape how training is used. Whereas Germany's apprenticeship system typically provides trainees with extensive, hands-on training before full employment, the UK lacks a structured apprenticeship system, and training is much more employer-led (Kumar, 2024). This difference in institutional context leads to different training profiles. 
Research question three's results reveal that training does have a significant, albeit positive and qualified, impact on operational performance. Among these variables, managerial support for training, good work design and the utilisation of learned skills play important intervening roles. The overall implication is that training can enhance efficiency and productivity within the firm, but cannot be expected to do so through its isolated impact. 

[bookmark: _Toc228138861] 5.4 Recommendations (Practical and Theoretical)
[bookmark: _Toc228138862]5.4.1 Practical Recommendations
This article presents several actionable and significant implications for both industry practices in general and for automotive manufacturing and similar environments.
Recommendation 1
1. Improve training transfer in UK manufacturing plants
Training at JLR UK often builds useful skills.
However, these skills are not always used in daily work. 
This limits the impact on performance.
JLR should focus on training transfer, not just training delivery.
To do this, the company should:
· Give employees time to apply new skills on the production line 
· Link training directly to real tasks and equipment 
· Introduce short follow-up sessions after training 
· Track how skills are used in practice 
For example, after digital systems training, workers should use those systems during normal shifts, not just in training sessions.
Managers also play a key role.
They should support employees and encourage the use of new skills.
This approach would improve productivity and reduce wasted training effort.

Recommendation 2
2. Adapt elements of the German vocational model
Germany has a structured training system.
Workers often enter jobs with strong technical skills. 
In the UK, JLR must build these skills internally.
JLR should adopt parts of the German model inside its UK operations.
This does not mean fully copying the system.
It means adapting key strengths.
JLR could:
· Create clear skill pathways for technical roles 
· Develop structured apprenticeship programmes 
· Link training to long-term career progression 
· Partner more closely with colleges and technical schools 
For example, JLR could design role-based training paths for robotics technicians or EV specialists.
This would create a more stable and skilled workforce.
It would also reduce skill gaps over time.
Recommendation 3
3. Align training with Industry 4.0 requirements
The findings show a clear issue.
Technology is changing faster than workforce skills. 
This creates ongoing skill gaps.
JLR should update training to match current and future needs.
Training should focus on:
· Automation and robotics 
· Data systems and digital tools 
· Problem-solving in complex systems 
· Human–machine interaction 
Training should also be continuous, not one-off.
JLR could introduce:
· Short, regular training modules 
· On-the-job digital learning tools 
· Simulation-based training for new technologies 
For example, workers could use virtual systems to practice fault detection in automated production lines.
This would help employees adapt faster to new technologies.
Recommendation 4
4. Strengthen managerial support for training
Training is less effective without support from managers. 
Many employees do not apply their skills due to time pressure or a lack of guidance.
JLR should improve how managers support training.
This includes:
· Training managers to support learning 
· Setting clear expectations for skill use 
· Including training outcomes in performance reviews 
· Creating a culture that values learning 
Managers should act as a link between training and daily work.
For example, a supervisor could:
· Assign tasks that require new skills 
· Give feedback on skill use 
· Monitor progress after training 
This would improve both employee performance and the impact of training.
These recommendations are designed to improve the use of training in practice, rather than simply increasing training investment. By focusing on skill application, structured development, and alignment with Industry 4.0, Jaguar Land Rover can strengthen the link between workforce capability and operational performance.

[bookmark: _Toc228138863]5.4.2 Theoretical Recommendations
From a conceptual perspective, the findings support a paradigm shift away from simplistic linear relationships. Traditional human capital theory (Becker, 1993) and the resource-based view (Barney, 1991), while invaluable for strategic workforce capability assessments, appear to gloss over the complex nuances of the training-performance dynamic. Training functions not as an isolated stimulus, but as a node within a far more complex web involving organisational design, work procedures, management approaches, institutional frameworks and various mediating factors. 
The models must incorporate these interdependencies to map the training path to desired performance levels accurately. Indeed, integrating institutional theory, by contrast with, for instance, the UK's focus on apprenticeships, exemplifies the differences in vocational education and labour market regulation between the US and Germany in how training is configured and how effectively the resulting expertise transfers to the job market (Kumar, 2024). Consequently, models should reflect these differences. 
Another important facet of our findings points to the dynamics of workforce development in Industry 4.0. Conventional models typically conceive of training as a one-off corporate action, but our research shows it is a fluid, ongoing, and cyclical process. Rapid technological disruption mandates continual development of relevant knowledge and skills, adaptation of workforce members to changing workplace requirements and continuous learning within the organisations in which they are employed (Metzger, Lindemann and Maurer, 2023). 
Models need to account for the temporal and fluid nature of workforce development in response to technological innovation. Our research also emphasises the critical distinction between training delivery, on the one hand, and the successful application of this training to the job, on the other (Heuser, Letmathe and Vossen, 2024), to bridge current theoretical gaps that disproportionately focus on inputs. Finally, our investigation leads us to posit that the field should draw more heavily on multidisciplinary perspectives. 
Future work should build on contributions from a variety of disciplines: not only human resource management but also organisational theory, institutional theory and technology studies would encourage a more comprehensive and in - depth understanding of training and performance outcomes, in technologically intense sectors, where people, organisations, and technologies must interact in a concerted way to produce relevant competencies.
These findings build upon the previous contributions by highlighting the need for a more contextually sensitive, adaptable and integrative lens on employee training effectiveness and organisational outcomes. Moving away from potentially overly simplistic theoretical approaches allows for a deeper appreciation of the complex organisational and societal factors at play. A focus on this interaction can lead to the construction of more accurate and pragmatic frameworks to guide effective employee training within current work environments.

[bookmark: _Toc228138864]5.5 Limitations of the Research
While this study provides several important insights into the relationship between training initiatives and Jaguar Land Rover's operational performance, it is subject to several significant limitations. A thorough understanding of these constraints will be crucial for the appropriate interpretation and evaluation of the study findings.
The study makes exclusive use of qualitative secondary data. This limitation primarily affects the depth of analysis possible within the framework of the investigation. Secondary data provides access to vast quantities of information contained within various documents, such as academic journals and company reports. However, the researchers cannot interact directly with individuals within the Jaguar Land Rover organisation, which is necessary for a comprehensive understanding of training activities in real - time. Consequently, the depth of understanding and appreciation for the context in which these training initiatives take place is limited, unlike a study using primary research. Primary research would involve interviews with or observations of participants and trainers to gain an in-depth understanding of these matters (Snyder, 2019).  
Secondly, the use of secondary data in the investigation means that potential issues may affect its reliability and introduce bias. While the organisation's own training documents will offer a more positive view of what they say they do than other academic reports, each will be biased and selective. To address potential biases, data from multiple sources were selected, yet it is impossible to fully mitigate the limitations and biases that may exist in the secondary data, even with this approach (Bryman, 2016).  
A further limitation concerns the selection of only one company, Jaguar Land Rover, for analysis, which will consequently limit the generalisability of the research findings. While the study does include a comparison between operations in the United Kingdom and Germany, the specific organisational structure and the culture and characteristics of the industry in which Jaguar Land Rover operates may lead to unique training practices. This would mean that applying the study's conclusions to other industries or countries would likely yield different outcomes, as other sectors might have distinct structures and training practices (Snyder, 2019).  
As the study relies exclusively on secondary data, there are limitations in verifying its findings. As this research does not involve primary data collection, participants in Jaguar Land Rover training programmes would be interviewed or observed to verify these findings. It will, therefore, be limited in its capacity to assess the reality of how these training initiatives impact employees or the degree of skill transfer that's successfully maintained. Thus, a definitive link cannot be established between the implementation of training programmes and organisational performance (Bryman, 2016).  
Fourthly, as with any qualitative study, research carried out within this framework includes elements of subjectivity and researcher interpretation. While an interpretivist stance is appropriate for exploring a complex phenomenon such as the topic of this study, it can pose challenges to the validity and objectivity of the analysis and interpretation of these findings. As with other qualitative studies, attempts to minimise bias were implemented, including methodological transparency and a systematic analytical framework. Nevertheless, the possibility of subjective interpretation cannot be fully eliminated (Creswell, 2014).  
[bookmark: _Toc228138865]Finally, a limitation of the research is that it has been carried out in a cross-sectional manner, taking a snapshot of training practices and performance at one point in time. With the continued advancements in Industry 4.0, new technologies are constantly emerging. As a result, skill requirements for the workforce may differ, and the approach towards training will adapt over time
5.6 Recommendations for Future Research
Building on the current research findings and their inherent limitations, I see several important areas for future research to extend current knowledge and provide deeper insight into the interrelationships among employee training, workforce capabilities, and operational performance within technology-advanced organisational settings. Specifically, my recommendations include conducting primary research using qualitative data collection techniques such as semi-structured interviews, surveys, and ethnographic case studies.
 My qualitative secondary data study provides an initial understanding. However, primary data would enable a more in - depth examination of employee experiences and organizational training processes - how they perceive training, how they employ the learned skills and how their training experience influences day - to - day performance outcomes (Creswell, 2014). At Jaguar Land Rover UK's manufacturing facilities, JLR could introduce structured post-training follow-up programmes, giving trainees time and operational support to practice and apply newly acquired skills in a real production environment. 



My suggested study should move beyond a single organisation to examine multiple firms in the automotive industry or beyond in comparative research. A broad comparison would shed light on whether the identified relationships are typical of JLR only or common in other organisations, thereby strengthening the generalisability of the findings and advancing understanding of workforce development practices. 
Another possibility would be to use mixed-methods research or a quantitative approach. In this approach, the interrelationship between training and operational performance can be examined by including additional measurable indicators, such as productivity levels, efficiency metrics, and quality outputs (Saunders, Lewis and Thornhill, 2019). My qualitative study offers a useful starting point, but empirical validation of the training-performance connection and statistically significant results could be achieved through quantitative analysis. Furthermore, another interesting path for future research is exploring the long-term implications of Industry 4.0 for the workforce and the changes organisations make to adapt their training strategies to technological disruption and evolving employee skill needs (Metzger, Lindemann and Maurer, 2023). Specifically, longitudinal research methods would provide a holistic view of this dynamic reality and of how employee skill development evolves in response to ongoing technological transformation. In addition, future research needs to address the role of organisational culture, leadership support and management practices in influencing training outcomes. 
The research findings suggest that organisational factors contribute to the successful implementation of training but are largely under-researched within this context. Therefore, exploring how leadership support, organisational learning culture, and employee engagement influence training transfer and overall performance outcomes would yield valuable insights into how an organisation's culture can be conducive to workforce development initiatives. I suggest an additional study that examines cross-national differences in greater depth. In addition to comparing the UK and Germany, the research could include another institutional setting to provide a cross-national perspective. It would provide an enhanced view of how different institutional conditions influence training practices and outcomes from varied institutional backgrounds and labour market structures. At Jaguar Land Rover, training is regarded as a crucial mechanism for workforce development, in anticipation of Industry 4.0 changes. However, this training's success lies in how well it is tailored to operational requirements rather than simply in its provision. Germany's standardised vocational system provides a strong foundation of technical expertise for apprentices. In contrast, Jaguar Land Rover in the UK relies more on internal training programmes to equip its workers with the skills they require. 
Training does contribute to better operational performance, but this occurs under several specific conditions: training implementation must be effective, managers must support the training, and trainees must have ample opportunities to apply newly acquired skills in real production contexts.







5.6.1 Conclusions in Relation to Research Questions
RQ1: How is training implemented?
Training at JLR is used to develop technical, digital, and problem-solving skills.
It supports workforce capability, especially in response to Industry 4.0.
RQ2: How does context influence training?
Context plays a major role.
Germany provides structured skills through its vocational system.
The UK relies more on internal company training.
RQ3: Training vs performance
Training improves performance.
However, it only works when supported by management and applied in daily work.
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