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[bookmark: _Toc237947664]1. Introduction
The John Lewis Partnership (JLP), largest employee-owned company in the UK, trading as John Lewis and Waitrose, is currently implementing long-term transformation plans involving major investments in technologies, stores and Partner remuneration (John Lewis Partnership, 2026). The report addresses three related contemporary HR issues faced by the Partnership: how to adapt to technological progress, how to recruit and retain talent, and how to implement diversity, equity and inclusion (DEI) concepts. Each of the aspects related to the issues is covered with respect to organisational performance, employee engagement and sustainability, followed by a critical assessment of contemporary HR practices dealing with these issues to be presented in the report next. Subsequently, the report discusses how the departmental managers can ensure the success of the practices discussed, relying on Armstrong and Taylor (2023) and Boxall and Purcell (2022) in the course of the endeavours. It provides practical recommendations for the JLP HR leadership on the issues in question and cites both academic literature and the authentic statistics on the UK labour market as the basis of the report throughout.

[bookmark: _Toc237947665]2. Explanation of Key Organisational Factors
[bookmark: _Toc237947666]2.1 Adapting to Technological Advancements
The retail sector has been transformed by automation, AI, and workforce analytics. The World Economic Forum (2025) predicts that 39% of important workplace capabilities globally will be changed by 2030 and that technological literacy is becoming more important among the employer’s requirements. With the rise of automation, JLP has improved its HR and payroll system. Specifically, it has written off £120 million in obsolete systems and concentrated on high-tech transformation projects (John Lewis Partnership, 2026). Meijerink et al. (2021) argue that algorithmic digital HRM has changed not only the processes but also the contracts as the human decisions made by managers now turn into data solutions. It complicates the workforce planning since JLP must foresee what jobs are going to vanish and help to retrain its employees rather than to fire them. At the same time, Tursunbayeva et al. (2022) express the opinion that people analytics brings out some ethical problems concerning transparency, consent, and surveillance.

[bookmark: _Toc237947667]2.2 Talent Acquisition and Retention
The UK retail labour market is highly competitive, and JLP is part of it. According to CIPD's (2024) Resourcing and Talent Planning Report, the year 2024 was characterized by an increase in rivalry among employers willing to hire skilled personnel, with 69% mentioning this problem in hiring their employees. Additionally, in accordance with the Office for National Statistics (2025a), although the number of job vacancies in the UK decreased since the pandemic times, it remained low enough in sectors that deal directly with consumers. The concept of employee-ownership practiced by JLP in the form of Partnership Bonus is one of the elements of company's identity that makes it different from competitors. As Alves et al. (2020) note, implementation of employer branding strategies has a positive effect on organisational commitment and helps reduce turnover intention. Nevertheless, the Partnership Bonus was put on hold in 2024/25 and restored only by 2% for 2025/26, thus creating one of the risks for the company reflected in its governance report under the title "Partner Differentiation", which means that employees (Partners) are not able to get all the benefits from being members (John Lewis Partnership, 2026). Moreover, it was observed that employee retention during periods of organisational uncertainty is determined by perceived organisational trust (Ekhsan et al., 2022). This is what Boxall and Purcell (2022) call a tension in strategic HRM characterised by the need to balance between short-term cost-cutting and long-term investment in human resources.

[bookmark: _Toc237947668]2.3 Diversity, Equity and Inclusion
John Lewis Partnership is aimed at achieving the status of "the most inclusive business in UK" through its attainment of the said title, which is assisted through having established seven diversity networks led by partners and through Board-level tracking of salaries of employees based on sex, ethnicity and age (John Lewis Partnership, 2026). On a national level, in the UK, the gender pay gap was recorded at 6.9 percent for full-time workers in April 2025, having decreased slightly in the last decade (Office for National Statistics, 2025b). Similarly, a study conducted by Park, Park and Kwon (2025) shows that despite the increase in the number of people from minority backgrounds being hired, their representation at higher managerial levels still requires focused actions from leaders; the same applies to JLP, where only 37.5 percent of board members are female (John Lewis Partnership, 2026). Cunningham (2023) seems to agree with this approach, stating that employees often perceive DEI initiatives as just a “hype” if management accountability is not attached to them. Because of the scale of the organisation and its geographical coverage, it would be difficult to implement DEI just on the basis of national policy, but it would still need to tackle this issue at local level to make sure that DEI is related to higher levels of employee engagement and retention as well as more effective organisational performance as emphasized by Park, Park and Kwon (2025).

[bookmark: _Toc237947669]3. Evaluation of Contemporary HR Practices
[bookmark: _Toc237947670]3.1 Digital HR Systems and Workforce Analytics
According to Ferrar and Green (2021), JLP's investment in the digital HR infrastructure indicates a transition from HR as merely an administrative function to becoming a strategic partner of the business, based on data rather than human judgment. My review of literature shows that digitalization can bring about significant efficiency benefits to HRM, as noted by Meijerink et al. (2021) that algorithmic HRM is capable of presciently recognizing the risks of turnover and automating routine transactions, providing HR business partners with opportunities to engage in more constructive work with departmental managers. However, as Tursunbayeva et al. (2022) note, ethical governance of people analytics, especially transparency of data being gathered and its use in decision making still lacks behind technical capabilities, a problem that seems particularly relevant in the light of JLP's write-off of £120 million in obsolete systems (John Lewis Partnership, 2026). Moreover, Köchling et al. (2021) find that recruiting algorithmic tools can lead to replication and further amplification of bias if training data is not representative, which means that JLP's digital transformation will require active bias checking instead of assuming neutrality of the process. Thus, the success of JLP digital HR technology will depend more on investments in ethical governance than on technology itself.

[bookmark: _Toc237947671]3.2 Employer Branding and Retention Strategies
Alves et al. (2020) present compelling empirical data showing that employer branding, applied through compensation, ethical values and career opportunities, is more effective than pay in increasing the commitment of workers. This supports JLP's strategy of using employee possession as a tool for wage fixes, while also confirming the findings of CIPD (2024) that enhancing non-financial well-being assistance is the current trend among British companies. Furthermore, flexible and hybrid working. In their experiment, Bloom, Han and Liang (2024) proved that hybrid models allow companies to reduce the turnover by 33 percent without weakening the productivity of employees. Shahzad et al. (2024) note the fact that strategy of effective HR practices does not lead to better retention rates unless the process of job satisfaction confirms the application of those practices. The issue that JLP needs to deal with is the credibility of its message. After the years of suspension of Bonuses and restructuring (John Lewis Partnership, 2026), it is understandable that Partners may not accept the messages of employer branding unless these actions are confirmed by experience.

[bookmark: _Toc237947672]3.3 Inclusive Recruitment and DEI Leadership Development
Al-Atwi and Al-Hassani's (2021) research demonstrates that inclusive leadership is an independent measurable construct, positively correlated to the employees’ sense of belonging and reduction in their intention to quit. The findings support the Seven-partner approach used by the John Lewis Partnership (JLP). McKinsey and Company (2023) discovered that the organisations at the top with increased ethnic and gender diversity perform better financially. This is in line with the JLP practice of monitoring their pay gaps at the board level (John Lewis Partnership, 2026). Nevertheless, Cunningham (2023) warns that the presence of diversity at the entry level does not guarantee inclusion, as bias may still exist in promotions, sponsorships, and informal networking despite having systematic hiring practices. Supported by Park, Park and Kwon (2025), the notion of leadership development is one of the most undervalued yet powerful approaches linking DEI policies with the outcomes. The implication is that the inclusivity in the recruitment of new employees is not enough for JLP to succeed; hence it needs to implement the leadership development strategies and turn its diverse entry-level employees into a diverse leadership.

[bookmark: _Toc237947673]4. Critical Evaluation of Managerial Implementation
The effectiveness of HR practices in a company relies on their implementation by the relevant department and their effectiveness is determined by the organisation's structure and problem set up. 

Leadership accountability: According to Armstrong and Taylor (2023), accountability for HR performance of the organisation makes it easier to achieve successful implementation of HR practices throughout the company. In the case of the John Lewis Partnership (JLP), the analysis of its organisation structure indicates that scheduling, recognition, and inclusion procedures are executed at the departmental level while the members of the board get the reports that give them information about major HR issues such as turnover rate, employee engagement, and diversity, equity, and inclusion (DEI). In addition, the establishment of performance indicators relevant to the topic considered will make it possible for JLP's managers to be accountable for the effectiveness of their actions in the sphere of managing human resources similar to the way it is described in the works of Boxall and Purcell (2022).

Communication strategies: According to the research conducted by Ekhsan et al. (2022), the foundation for organisational trust lies in two-way communication. They have shown that two-way communication is key to establishing trust in organisations and retaining people even in times of uncertainty, whereas one-way messaging alone does not fill the need for trust among people. The existing consultative structures at JLP - Partnership Council and Forum allow JLP to deal with this challenge effectively because these consultative structures bring the people’s voice to the surface before the organisational changes rather than after the changes occur (John Lewis Partnership, 2026). Therefore, managers should not merely see communication as fulfilling compliance requirements.

Monitoring and performance measurement: Successful implementation requires continuous evaluation rather than just announcements of launches. According to Shahzad et al. (2024), the administration of HR processes is successful if employee satisfaction is evaluated and monitored regularly. Thus, managers are obliged to have constant access to such information instead of having it once a year. Tursunbayeva et al. (2022) adds that this measurement requires transparency because if the processes are not understood, they will fail to create the required trust among the stakeholders.

Barriers and mitigation: One of the greatest impediments to the prompt implementation of digital HR services is the cost pressures that cut the timeframe of people-management activities. Additionally, there is a different level of confidence among managers in interpreting digital HR information that is inconsistent and Partner skepticism conditioned by numerous reorganisations (John Lewis Partnership, 2026). According to Al-Atwi and Al-Hassani (2021), inclusive leadership behaviour may be developed as a result of some training rather than being considered a personality trait. Therefore, the methods of investing in manager capabilities and allowing for people-management undertaking time as well as communicating changes openly would be preferable over simple good and yet isolated policies.

[bookmark: _Toc237947674]5. Conclusion and Recommendations
The report establishes that the human resources issues experienced by JLP in the areas of development, human resources and diversity and inclusion, are interrelated. The influence of technology on the transformation of competencies needs in the labour market, the consequences of cost-effectiveness on retention principles, and the degree of credibility afforded to the commitment of JLP to uphold the principles of diversity since the very establishment of the Partnership (Park, Park and Kwong, 2025; World Economic Forum, 2025; ONS, 2025). Even though at first glance JLP possesses good practices in place, their final success relies significantly on the implementation of the plans at the level of management rather than simply having a great strategy (Armstrong and Taylor, 2023).

Among the proposals that can be offered to the leadership of the HR department of JPL, the most significant are to align the objectives of the managers (departmental and organisational) with the outcomes of the work of the department in the area of human resources (not with business objectives) are as follows: 
· keep a transparent reward system which is financially sustainable (Alves et al., 2020)
· invest in training of the managers on the application of digital human resource management tools and inclusive leadership skills (Al-Atwi and Al-Hassani, 2021)
· offer flexible working hours since this form has been proved efficient in terms of retention (Bloom, Han and Liang 2024)
· publish separate analysis of the representation by the levels and departments of the organisation to enable an objective performance evaluation (John Lewis Partnership, 2026).
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