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Introduction.

This report aims to address the key contemporary Human Resources challenges that J Sainsbury business face, their impact on the organisation and how its Human Resources department may plan to handle those challenges.  
J Sainsbury was founded in 1868 by John James and Mary Ann Sainsbury, whose main goal was to convey high-quality food at competitive prices to their customers. 
As United Kingdom second largest grocer, the company operates a hybrid business model, through which it serves foot traffic and online customers. It operates more than 600 supermarkets and 885 convenience stores. 
In addition to its core Sainsbury’s grocer brand, the company, owns other businesses such as, Smart Charge, Nectar, Habitat, Tu, Nectar360 and Sainsbury’s Bank.  
It is suggested that all the above help the business deliver its purpose and give customers more reasons to shop with the business as they build strong and sustainable growth for their shareholders 
(J Sainsbury plc 2026).   
However, the company’s Humam Resources department is currently facing increasing challenges in dynamic business environment due to competition for employee talent, rapid technological changes, and growing importance of diversity and inclusion that require adaptation of its strategies to remain competitive and sustainable.

   







Organisational issues related to:

Adapting to technological advancement.

In reference to work, technological advancement means ever increasing use and reliance on new and advanced technologies, such as software tools and artificial intelligence (AI).
The use of this technology has led to significant improvements in employees and organisational performance, in general. For example, the use of self-checkouts at Sainsbury’s supermarket has led to reduction of lengthy customers queues.
However, this has presented a challenge to Human Resources department such that as a result, they have had to either retrain some employees, especially checkout ones and make them work elsewhere in the organisation or have had to offer them voluntary redundancy notices.

The introduction of artificial intelligence powered algorithm tools has enabled the organisation to reduce waste of stock compared to years before. These tools can use previous data such as weather, sales et cetera to determine amount of stock to be ordered. 
The measures have been adapted to enable the business to remain efficient and productive even though it adds cost to its budget and required Human Resources team to reposition individuals elsewhere who previously performed this task.









Also, advanced use of technology has led to changes in work patterns, also known as hybrid or work from home (WFH). The availability of technology that enables employees to choose to work from home has required Human Resources department to find ways of how to still employ this workforce.
And failure to correctly meet this new work change has recently led an employee to sue their organisation (Daily Mail 2026).
This is a challenge in terms of extra resources that Human Resources department may have to use to make it a possible option for their employer, but it is part of flexible working and employees have a legal right to request working arrangement from the start (GOV.UK n.d).

Furthermore, technological advancement has presented a challenge for Human Resources team as they work in combination with information technology department to ensure data strong data protection of the organisation’s employees. Consequently, the company must incur increased information technology (IT) costs to strengthen the security of its IT systems due cybersecurity threats. 
           
         
Talent acquisition and retention.

Talent acquisition is the process of identifying and hiring employees with skills needed to meet business objectives. This can lead to improved productivity, increase revenue and streamline operational efficiency (HSBC.UK 2025). 
While according to Kieckhaefer (2024), employee retention is an organisation’s ability to hold on to its employee and reduce turnover.’’ He further suggests that it can be achieved through various ways such as, offering competitive compensation and benefits, creating a positive workplace culture, giving workers some flexibility, formally recognising high achievers and promoting work-life balance.
J Sainsbury being part of retail sector, its Human Resources department face a talent acquisition and retention challenge more often compared to other business organisation according to Hart et al (2007). Their research findings suggest that retail sector generally has a poor image as a career destination, employing a higher proportion of part-time workers and with a comparable high employee turnover to other industries. 
Therefore, it is the task of Human Resource departments to firstly clearly identify which skills set will especially be required for the future workforce so people can be trained for and improve the image whole retail business in the process. 

Diversity, Equity and Inclusion. 
According to CIPD (2023), the above terms are defined as follows:
Diversity 
Unlike inclusion, diversity recognises differences. This celebrates the benefits that can be gained from a diverse range of viewpoints, increasing the organisation’s ability to recognise what their customers need, and provide it in a meaningful way.
The element of diversity is vital to an organisation like J Sainsbury given that its staff and customer base is a very diverse, hence the critical need for different points of view if is to continue to grow in an increasingly diverse society.   
 Equity. 
Equity is about offering differing levels of support based on individual need, to allow everyone to reach an outcome as others. It is to recognises that various situations may present their own unique barriers to each individual person, therefore the support given needs to be personalised to that individual, rather than the same support for each person.
This especially applies where for example, an employee happens to be dyslexic or with any other form of disability that may prevent them from processing information/communication at the same speed as others. In such a scenario, that individual should be afforded support that enables them to understand that communication and act accordingly.
For an organisation to succeed, in a current business environment and under existing employment laws, there should be policies that allow employee engagement of this nature. 

Inclusion.
This element focuses on employees as individuals and what they can contribute as an individual to the workplace is unique, and these differences must be celebrated and incorporated into the organisation, hence providing an opportunity the individuals to succeed.
Therefore, at J Sainsbury where inclusivity is celebrated, it is one employee’s own valuable contribution that matters and their performance at full potential. It is further suggested that this can be achieved through fair company policies and procedures that facilitate collaborative work in diverse groups.



















Evaluation of contemporary Human Resources practices.
Among contemporary Human Resources practices that could be used to address the factor of technological advancement is by ensuring that company departments, such as Human Resources is more digitalised as possible. This form of technological transformation improves productivity by reducing the time and cost of production, which in turn fuels demand and creates jobs (CIPD 2021). However, productivity can at same time lead to job losses but can as well contribute to job satisfaction among Human Resources staff because of being less stressed at end of each month due to less workload.
CIPD also suggests that already available Human Resources payroll softwares can automate routine payroll tasks and even allow employees to request wages outside the usual payroll cycle through an application. 

Generally, technological advancement has largely been associated with potential job losses. However, such view has been questioned as recent research suggested positive technological employment effects (H¨otte et al. 2023).   

With regards to talent acquisition and retention, the one current Human Resource approach that could be taken to address this factor would be employer branding and strategic workforce planning.
As discussed already in this report, many individuals do not consider the retail sector a route path for their career advancement. This is due factors such as, low wages, job dissatisfaction, lack of motivation, low morale, lack of job security. However, organisations can work to change this poor image by addressing the negative factors mentioned here. Some businesses have already made such efforts, and it makes people feel proud to work for them. It is not always about how much money employees get paid, but a job satisfaction professional appreciation can also matter towards company image. This is particularly true with high skilled workers.   

Additionally, J Sainsbury Human Resource department can contemporarily address the talent acquisition and retention challenge by offering incentives and rewards to their employees.  
This can be achieved through several retention strategies such as, competitive pay, positive work environment, flexible working arrangement, and opportunities for growth and career development. It is highly unlikely that an employee would consider leaving their job where they feel appreciated, paid well and sometimes offered financial bonuses.

When it comes to diversity, equity and inclusion, one the most effective contemporary practice that Human Resource would use is ensuring inclusive recruitment processes whereby, individuals are recruited based on their skills or their ability to perform tasks they are hired for as opposed to their background, for example, their ethnicity.      

In simple terms, diversity, equity and inclusion can be interpreted as giving individuals respect and support regardless of their background, physical or intellectual abilities. Where these things are not offered, employees especially from minority background may likely leave their jobs. CIPD (2025) suggests that high turnover which is a proportion of employees leaving an organisation within a set period, when the rate is high, its costs the organisation in terms of recruitment, training and loss of knowledge. Understanding the cost of turnover by calculation is useful to know the extent of the issue and find ways to improve employee retention. 








Critical evaluation of managerial implementation.

At grocery retail organisations such as, Sainsbury’s, departmental managers are tasked with daily operation of their allocated department at a particular branch, leading a team of employees, maintain product displays and ensure that their department operations are aligned with goals and policies of the store.
Their role also includes ensuring that sales targets are achieved, customer service is high and stock levels are well-managed.
However, to achieve the above, there is need for employees to be highly motivated and incentivised, and it is the manager’s role to ensure that it happens. Equally importantly, the manager should know what motivates the individual members of their team and work to create a fulfilling environment, hence high productivity and sales. 

Frederick Winslow Taylor (1856 - 1917), under the scientific management theory of motivation suggested that employees are motivated by pay, but he also expressed a need for additional elements for pay to be effective. For example, he suggested close supervision of employees citing that individuals do not enjoy work. Although this may not be very suitable in current employment world as it may prompt demotivation as degree of independence is also desired.
 
He further suggested that employees should be give given appropriate training and tools to enable them to work efficiently as possible on a given task.
This idea is useful and still applicable today not only for productivity purposes, but also for health and safety reasons, where under health and safety at work 1974 Act, organisations are required to provide adequate training as well as provide appropriate safety wearable gear such high-visibility clothes and safety boots. 


Taylor’s Scientific management theory of motivation provides benefits if implemented, also has some limitations such as: 
Being narrow and applicable for small organisations than current dynamic and complex ones.
Also, by mainly focusing on individual performance rather than group efforts, and dividing workers into efficient and inefficient categories, this may discourage team-working which is a backbone for effective employee engagement.

Furthermore, by emphasizing pay as a major motivation, minimises other incentivising factors such as self-development, work-life balance, conducive work environment, recognition et cetera. 
	

Department managers should always use their leadership soft skills to enable them to lead the team effectively and successfully. Some of which are effective communication that include: active listening, verbal and non-verbal communication, written and inter-personal skills. Where the later is about empathy and how a manager relates to other people and their situations.

Other critical managerial skills that may be used to ensure that contemporary Human Resources practices are implemented effectively are; teamwork, decision-making, delegation, flexibility, relationship-building, problem-solving et cetera. For example, a manager that sets an encouraging work environment for their staff and has good problem-solving skills is suited to work for an organisation whose employees may need protection under diversity, equity and inclusion.   




Conclusion and recommendations.

Currently, technological advancement is largely perceived as a challenge and threat to human employment, but as discussed in this report, recent research has shown the opposite effects, whereby in some instance, more jobs are created than lost. 
Technological based work and practices will inevitably be the future given the associated benefits such, increased productivity at work, efficiency, growth in profit et cetera. However, this technological development has created a challenge for Human Resources departments, for example, flexible working for employees that require additional resources and sometimes unique arrangements. As seem to be the future, the earlier Human Resource departments recognise this factor, the better their organisation will be better prepared and succeed. 
Advanced dependence on technology such as artificial intelligence       (AI) raised ethical issues where in some cases AI systems algorithms in searches seem to show bias against certain ethnic groups. This creates issues of fairness and equity, hence a need of transparency from systems developers.
Additionally, where there is general threat related to advanced use of technology, the government can help mitigate the problem by passing relevant laws.
However, it also vital that Human Resources departments also play their roles and better skill and equip their workforce for artificial intelligence dominant based workplace of the future. If their organisations are to survive and remain profitable.
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