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[bookmark: _xjgioei7uxt5]Introduction
Companies rely most on their employees. Employees with their skills and knowledge help companies to fulfil the requirements of the operations, leading to the timely and effective delivery of the product and services to the customers. This creates a good relationship between the company and the customers and makes them loyal to the company, which is directly proportional to the profit of the company. That is why managing and directing the skills and effort of the employee towards the cause of the company is very important. HR practitioners do this job strategically and skillfully (Okatta et al. 2024). Like any other company, Sainsbury’s HR department is cautious in its HR practices to maximise the impact on employees and the overall operations. But still, some issues persist within the practice of Sainsbury’s HRM, which is the topic of discussion here. 
[bookmark: _egvc203mry9r]An explanation of the specific factors related to HR Practices of Sainsbury’s
[bookmark: _4tqw5juk61xn]Meeting up with technological Advancement
Technological advancements have grabbed the market of the retail sector strongly. Every other business in the retail sector is taking important measures to implement technologies into the system they are using. Sainsbury’s has also implemented such things into their HRM practices. They have enhanced their training and development activities for the employees so that they can be accustomed to the new technologies and develop some valuable skills to handle and manage these technologies effectively. They have also implemented a technology-driven online recruitment process to cut down on the operational cost and attract tech-savvy individuals to the brand. It enhanced their chances of getting more talented individuals to handle technologies. Implementing technology in performance management has made it much more effective for the employees. It has also enhanced technological adaptation in the stores, leading to a more automated performance tracking and strategic alignment. Technological innovations have enabled employees to work as they like, from the office or remotely. This flexibility has helped them to build a work-life balance that has contributed to job satisfaction. Technology has also helped Sainsbury’s enable diversity and inclusion more, as technological support has enabled disabled people to work freely within the company (Winton et al. 2025).  
[bookmark: _eehn56mn2eat]Talent Acquisition and Retention
For any company, human resources are the most important part of the organisation, as a skilled and highly motivated workforce is a strength for business. Sainsbury’s lives by this principle, and they have tried to create a culture where people can feel welcomed and have a sense of belonging. To make interviews and the process most effective and accurate, Sainsbury’s has utilised a structured and layered approach from recruitment, so that HRs can properly screen CVs, conduct interviews, and select the most suitable candidate. The ‘where-people-belong’ culture of Sainsbury’s acts as a branding for potential employees to be attracted to the company. It helps them bring diverse and talented people within the company, who then contribute to the growth of the company. They have also utilised technology in the recruitment process to make data-driven, quick decisions and eliminate bias. Not only that, but the employee retention practices of Sainsbury’s are also very effective. They provide employees with frequent training and career development opportunities that contribute to job satisfaction. Rewards and recognition motivate employees to put more effort into their job, and employee well-being practices take care of the mental and physical well-being of employees. Flexibility of work has also helped in employee satisfaction through providing them with a work-life balance. These practices, on the whole, have made the employees of Sainsbury’s satisfied with their work, and they stay longer in the company (Patel and Swamy, 2023). 
[bookmark: _ff8dslo3vkyr]Diversity, Equity, and Inclusion (DEI)  
As the industry demands, the representation of diversity and inclusion initiatives has become mandatory for any organisation to make people satisfied with their job. These initiatives create equity within the organisation, which helps every employee, regardless of their gender, colour, or ethnicity, get equal and fair opportunities in their career. The main target of these practices is to remove all types of social barriers in workplaces, so that productivity and delivery efficiency can be enhanced. Sainsbury’s has chosen target representation to implement DEI practice. They have tried to give equal opportunities to every deserving employee to get into the top management positions. This has positively affected the employees within the organisation. They have utilised technologies to support employees, which include disabled or physically challenged individuals who want to earn genuinely. Employees and workers are being trained by the organisation so that they can be more accepting of diversity in the workforce, making for successful team collaboration and better delivery (Global Data, 2022).  
[bookmark: _7ea7ivhvt0oi]An evaluation of different contemporary HR practices to address each aforementioned factor? 
[bookmark: _g5fam0wjhz47]Evaluation of Meeting up with Technological Advancement
[bookmark: _yfyu1vp5h9ey]Technology has been a part of Sainsbury’s HRM practices for a very long time. The technological advances have compelled the company to leverage different technologies in its recruitment and operational training to boost efficiency and effectiveness. The technology-driven recruitment allows them to recruit employees with fairness, allowing diverse talents to be included in the organisation. The strong support system of HRM has strengthened the relationship between employees and the company. It has also fostered employee wellness programs, allowing them to have safety, health, and equal treatment. These actions are done to enhance employee retention and job satisfaction at Sainsbury’s (Ahmed, 2023).
[bookmark: _j6oh80wkfw0y]Despite such efforts, technological integrations into the HRM of Sainsbury’s reported some challenges as well. The training programs they foster make many staff feel unfulfilled due to a lack of proper skill development. Technology in recruitment, though effective, makes the process very time-consuming and costly. Rapid change of technology and ineffective training pose heavy stress upon employees, which leads to decreased performance. Lastly, the digital performance management system of Sainsbury’s is also ineffective, as many employees feel their personal gains are really less in their roles (Mendonça, 2025).
[bookmark: _slxto7t2ayl3]Evaluation of Talent Acquisition and Retention
Talent acquisition and retention practices of Sainsbury’s are known as structured and flexible aspects, which are characterised by internal development. The talent acquisition process of Sainsbury’s includes proper screening through technologies for effective acquisition. Then they use a robust training and onboarding process to build up employees’ skills and confidence level for work. Sainsbury’s offers various work opportunities, like part-time, flexible shifts, remote working, and parental leave, so that they can maximise job satisfaction. It also provides internal recruitment facilities for existing employees, so that they can have career development opportunities, enhancing the employee retention rate (Patel and Swamy, 2023).
The challenges in recruitment and employee retention involve high turnover rates. COVID -19 has induced the introduction of new labour laws in the company, along with the sector-wide skilled labour shortage, which has created a scarcity of labour and posed excess work burdens on the employees. This has led to dissatisfaction with work, resulting in increased turnover. The heavy reliance on internal recruitment has created a scarcity of fresh and new ideas, leading to ineffective innovations. The long and daunting process of external recruitment is also not very effective in fulfilling immediate workforce needs. The continuous management and performance appraisal is quite a task to be maintained by management, which creates job dissatisfaction (Aguilera et al. 2025). 
[bookmark: _cxuoqqi8ksqv]Evaluation of Diversity, Equity, and Inclusion (DEI)  
To promote diversity, inclusion, and equity within the organisation, Sainsbury’s uses various practices. The most important one is their transparent representation. They have included and maintained 50% female, 12% ethnically diverse, and 3% black people in the senior leadership, so that the employees can feel confident to work. They try to take care of employees’ well-being through constant support, mentally, physically, and financially. To take things further, Sainsbury’s has launched the ‘Thrive with Sainsbury’s’ initiative. Through this, they tried to support black founder -led brands. They even incorporated inclusivity in recruitment to reduce unconscious bias and have also invested heavily in development programs for ethnically diverse colleagues (Sainsbury Plc, 2026). 
The reports suggest something different from what has been suggested in Sainsbury’s diversity, equity, and inclusion practices. A report from 2022 suggested that despite their claims of putting diverse employees in top positions, only 8.2% ethnically diverse employees were able to hold top positions, which directly contradicts their claims. The diversity initiatives are an industry-wide practice that has changed, which has somewhat negatively affected employment. In some cases, it has been seen that instead of equality, diversity bias has created tokenism for people, which has made the practice unfair. Sainsbury’s has also faced such effects (Global Data, 2022). 
A critical evaluation of how departmental managers can ensure these contemporary practices are being implemented as a matter of urgency
[bookmark: _lqk68adolx6i]Key Strategies
Change in Power dynamics: The change in power dynamics is big towards an innovative solution to every job satisfaction-related need. Leaders should welcome such practices and shift from a top-down approach to a bottom-up approach where the opinions of the employees are valued, leading to more job satisfaction (Cosa and Torelli, 2024). 
Rapid Adaptation through Agile Tactics: Implementing new practices is a risky task, so picking up an iterative process can be helpful in this aspect. It helps in identifying the initial issue with the changes and then refining it for full-scale rollout, which is more effective (Cosa and Torelli, 2024). 
Cultural Shift: Cultural shift is a vital aspect in this case, because a culture with positive effects and supportive leaders can create a major difference in the rate of acceptance of the new changes. In case of urgency, this type of culture shows a more promising effect (Cosa and Torelli, 2024).
KPIs for Realtime Tracking:  Technology can be really helpful in this aspect. Using KPIS and software in this urgent situation can effectively help in tracking the progress, and based on the live data, management can make necessary modifications, which makes the process quicker (Cosa and Torelli, 2024). 
[bookmark: _fr2zlotm4tzc]Critical Evaluation
Resistance to Change: Resistance to change is a major barrier to the implementation of changes in teh urgency basis. It can be caused by many things, like fear of change or in employment status, technological illiteracy, or communication gaps. This makes the change implementation process unnecessarily long with extensive errors (Jango, 2024).
Leadership Gaps: Leadership can significantly affect the process of implementation. Leaders with the traditional approach, relying more on the theories, can make the process troublesome and lengthy. Leaders need to change their approach based on the situation and make efforts based on experience (Jango, 2024). 
Balance of Speed and Quality: The urgency in implementation can make it harder to implement the training sessions, which can make the employee under-prepare for the changes. This can lead to lower productivity and failure in success (Jango, 2024). 
[bookmark: _34x87w2ozv07]Conclusion and Recommendations
[bookmark: _95m7o4i8r1n9]Conclusion
The above discussion suggests that HRM practices are very crucial for any business. It helps them implement talented and skilled individuals into the company who drive the operations for the business. The company that has been discussed here is Sainsbury’s. The practices of Sainsbury’s are unique in meeting technological advancement, talent acquisition and retention, and diversity, equity, and inclusion (DEI). The evaluation of these aspects presented some challenges that can create barriers to HR practices. Some strategies can be used by managers, but for Sainsbury’s case, here are some recommendations.
[bookmark: _4fuid63htujz]Recommendations
Enhance training and development opportunities: Training and development opportunities are the main aspect of job satisfaction. Many employees of Sainsbury’s have reported that they are not being trained properly. So, enhancing this aspect can increase job satisfaction and make them stay in the company for a longer period of time, leading to a decreased turnover rate (Blanchard and Thacker, 2023).
Feedback System Implementation: Only an employee can tell what bothers them and why. So, implementing feedback systems can be crucial in understanding the pain points for the employees closely and making strategic and accurate implementations to make the situation suitable for the employees (Walker, K. (2024). 
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