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[bookmark: _Toc61497769]Introduction
Understanding in today's society, there has been a model change in the business environment across the world due to Covid 19. The virus has turned out to be a critical stress test for leaders. Coronavirus has challenged every contingency plan and risk mitigation approach that the leaders have ever imagined.
Effective management of people is an essential characteristic of ambitious leaders whose goals are to improve workplace communication and organize employees for outstanding achievements. Assessing the skills that makeup individuals management will help determine people's strengths and distinguish areas for development.
Human resources' capital executive's methodology that incorporates the efficient collection and examination of human resources capital information can help leaders comprehend factors that will directly affect the individuals they oversee. It can likewise assist chiefs with comprehension and distinguish territories in which there are issues concerning the successful administration of staff and to plan the board improvement projects to address these (Armstrong, 2008)
Human resource management believes that organizational productivity enhancement supports specific organizational growth, including the idea that human resource gives a competitive edge. The objective is to improve workers' dedication,  H.R. findings are of tactical significance, and human resource guidelines ought to unify the organization approach.
It is imperative to understand managing people, and managing people is a task of coordinating employees and working teams to enhance business performance and continually develop people's long-term careers. Human resources management guidelines must be incorporated with a corporate tactical preparation and utilized to emphasize a suitable transformation of an unsuitable organizational culture.
Human resources management is also essential with the basis of comparative benefit. Practically with communally coherent strategies which encourage dedication that, consequently, to nurture a keenness in workers to flexibly active with the concerns of the adjusted organization's search of brilliance.
In light of Armstrong (2009), human resource management is alarmed about how individuals are employed and overseen in business. It covers doings, for example, human capital management, human resource management, and business social responsibility, organizational development, Information Management, resourcing talent management, human resource arrangement and learning and development, recruitment and selection and performance management, illustrative dealings, reward management worker prosperity with healthy wellbeing and security and the arrangement of employee services. (Armstrong, 2012)

[bookmark: _Toc61497770]Sainsbury's History
Sainsbury's set up in 1869. A partnership with Jhon J Sainsbury's and his wife Mary Ann Sainsbury launched a store in their first shop on Duray Lane Holborn, London. The retailer's fresh foods were their starting point, and they later developed into packaging groceries. For example, tea and sugar. John James Sainsbury's trading viewpoints from the beginning 'Quality perfect, prices lower.'
Today's version of the slogan 'Quality perfect, prices lower.' It is living well for less. It is about the consumer making sure they have the reasonably priced entry to services they need, for example, producing nutritious foods, excellent value clothes, trendy homeware, the newest technology, and many methods to handle money. The organization makes every effort to make all this sustainable so the business can help consumers live well for less.
In 1869 John James Sainsbury began the principal superstore at London's Drury Lane. The company prospered very fast, proving well known with community individuals because of the great stature yet sufficient goods on a deal. (Sainsbury's, 2012)
Mission
The organization's mission is to be the buyer's initial choice for food, supplying goods of superior quality and exceptional service with a competitive cost by working quicker, more comfortable, and together.
Vision
[bookmark: _Hlk56324847]The company vision is always the most outstanding and reliable retail outlet within the U.K, wherever individuals enjoy working and shopping, which means binding the workers' creativity, talent, and diversity to guarantee that consumers obtain exceptional services every time the individual shop with the business.
Values
the organization drives competitive diversity and creates brand trust with consumer devotion, producing a more effective and durable company.
The base approach is the five pillars, understanding the consumers better than everyone else, producing excellent goods and facilities at reasonable costs, ultimately having a presence for the consumers every time and anywhere co-workers make the company's different values different. (Sainsbury's, 2019)
[bookmark: _Toc61497771]Talent Management
Good talent management is like baking a cake. Various ingredients make up the components of an excellent cake, but if any of the ingredients are missing, this could be a recipe for disaster, similar to talent management.  Many elements of human resource management make up the components of Talent management. 
Talent management is the business's human capital, representing its expectations and development to meet business needs. To understand and recognize an individual's unique skills and traits, uniqueness, and aligning the individual to a suitable work profile. 
Nothing is surprising about Talent management's different approaches, motivation, retention attraction, engagement, succession planning, and advancement. The many elements develop a consistent whole that is a tool for implementation and development. Generally supporting methodologies that the business helps to keep talented individuals it needs. There are connections through the thought of making 'a best place to work', which has again gotten unmistakable during the 2000s. (Armstrong, 2014)
Organizations have corporate responsibilities to honor their business mission regarding their stand for and uphold their consumer base's pledge. Sainsbury's central business obligation pledge is to be 'A great place to work. Armstrong (2014) also said that the company must find and maintain the talented individuals it needs. It is closely associated with the notion of creating the 'a best place to work'.
Sainsbury's is a prominent organization. As a large employer and one of the largest supermarket retail employers in the local community, it is responsible for the possible and existing fellow workers. It captures every chance to connect with them.
Marchington and Wilkinson (1996) stated that sensitive human resource planning 'is more clearly focused' upon establishing and forming society. There is a transparent combination of company objectives and worker's beliefs, values, and behaviors. Nevertheless, they point out that the soft version becomes practically identical with the entire issue of human resource management. (Armstrong, 2006)

[bookmark: _Toc61497772]The Inclusive and Exclusive Method
Talent management inclusive approach is that each individual within the organization has understood to be possibly talented when provided opportunity and guidance. With the emphasis on the strength of the workforce, how is this done?  Supporting the workforce and giving them all a chance to access a personal understanding of their strength. Generally, the objective is to maintain workers while boosting their performance and development and ensuring everyone has an opportunity.
One of the elements of Sainsbury's business strategy is to regard and reward their colleagues. The organization's community is creating sustainable growth in the economy and improving people's wellbeing." So the attention is paid to the engagement and development of all employees. The organization also encourages colleagues to develop their skills and fulfill their potential independently.
As opposed to talent management's two exclusive viewpoints, some frequently take an inclusive view from human-centered concerns. Theoretically, every individual in the company has talent.  Managing all the workers is initially the task to provide high accomplishment. It alleges that, in the model organization, each person has a part to work and participate, while often offering little assistance on how to do so. (Paul Iles, 2010)
Cappelli (2008) indicated that a profitable talent management approach indicates that it is inclusive and can address any inconsistency between talent supply and demand. He stated that too many organizations have more employees than they need for available positions, talent gaps, and always at the wrong times.
[bookmark: _Hlk61499193]Sainsbury's is one of the leading supermarkets; the organization endeavors to be an inclusive employer. The organization encourages its workers to improve their abilities and achieve their full ability, where the business will continue to construct a connected labor force. A prime example of inclusiveness is the female associate's pair with a mentor through its female mentoring program.
Sainsbury's consistently motivates and rewards its workers. The organization empowers the workforce to accomplish its full ability by utilizing talent, diversity, and creativity. The business is loyal to being a place where individuals enjoy their work. (Sainsbury's, 2020)
Talent management's exclusive approach has much further centered on its effectiveness other than the inclusive methodology. Ultimately, the community viewpoint on presentation is tougher to connect with the exclusive talent executive's diversity approach. The whole talent management approach can establish managerial‐oriented styles that emphasize the organization's performance and neglect the individual and societal goals.
The organization's business value 'Great Place to Work' strengthens Sainsbury's pledge to allowing individuals to be the greatest they can be. For example, Sainsbury's has a respected leadership program for shop floor workers and senior staff. The business concentrated on guaranteeing the more lower-level employees can improve their talents and improvements and measure the number of associates sign up in an apprenticeship program with the apprenticeships' achievement ratio.
A non-economic amount of talent management for the worker is a small dialogue within the talent management narrative. Presume the talent management narrative will address the specific employee level. In that case, it manages to underline worker development needs. However, there is a preliminary discussion as a representative amongst talent management ideas and organizational performance. A minority of academics address the significance of equality and justice in talent management, particularly in methods where the employee differentiates into a pool of talents and non-talents with the exclusive approach. (Dorien Buttiens, 2012)
According to CIPD (2019),  no organization should focus on developing one single human capitalism element. Whatever the importance, nevertheless, it is identifying the needs of different people within the community.' Diversity and talent management needs to be connected. Diversity ought to be eased through each talent management endeavor and approach to certify that corporations achieve the excellent use of each of their worker's abilities and talent in a way that aligns with business objectives.
Sainsbury's workers must reflect the diversity of the communities the organization provides, specifically at the management level. Sainsbury's inclusive recruitment strategy means the business is dedicated to training and developing all the workers, taking care of everybody legally and equally once they come and work with the organization. Sainsbury's is an inclusive organization that recommends employment openings to each associate of the community.
Talent management aims to attain, recognize, and build up individuals with excellent ability. Nevertheless, this must not be at the expense of the advancement needs of individuals. In all reality, not everyone will find it easy to get a job. There are so many barriers, such as lack of skills, low confidence, or a disability. So this may make it challenging for various individuals to take the traditional path into the workplace. (Scullion, 2010)
[bookmark: _Hlk61499568]To connect the diversity and inclusion to reflect Sainsbury's community. According to Sainsbury's making a difference (2020), there is a developed program called YouCan. Through job innovation systems such as YouCan, the organization removes the obstacles that some individuals encounter when looking for a job. Sainsbury values the different viewpoints, experiences, and capabilities of all its workers. The organization's responsibility is to guarantee that individuals who have a disability or even a long-standing physical condition illness will entirely and reasonably consider working with the company through sophisticated policies for the same as everyone's care.
The business has a workplace corrections process for the workers who discover a disability or a long-standing physical condition illness. During a worker's employment, workplace adjustments at any point construct. The Company's commitment is to provide equal chances for all employees and candidates through development, training, and promotion.
The organization, in general, has made progress with its inclusivity agenda. Sainsbury's holds themselves to be a disability self-assured leader for their effort on inclusivity and disability. Forward-thinking, Sainsbury intends to grow the Black, Asian, and Minority Ethnic (BAME) interpretation at the high-ranking management. (Sainsbury's, 2020)
Flexibility covers numerical, understanding that the individual does not need stable employment and saves expenses. Flexibility numerical internally has a part-time core organization that gives the individual flexible hours. The facilitates the business and its purpose attainment and the environment of the organization's individuals who welcome shift hours.
There are many different jobs the individual can do, and job share is amongst one of the roles which are available but  not practice within the organization, so functional flexibility revels that people can multi-task with intelligent communication talents which free up the employee to complete more task than usual and have a variety of skills
Flexible working methods are reevaluating conventional business arrangements, including working flexibility, multiskilling, outsourcing and subcontracting, or introducing working arrangements such as flexible hours, work sharing, and working from home. (ARMSTRONG, 2014)
[bookmark: _Hlk61486699]Flexible working patterns mean reevaluating traditional employment. Furthermore, this could include operational flexibility, versatile and commissioning, subcontracting, or establishing working procedures such as job-share, flexible working hours, and working from home. Due to the current climate of COVID, flexible working hours and working from home are ideal suggestions, which will keep people working throughout these uncertain times.
[bookmark: _Hlk61486802]The You Can program is a government subcontracting agenda,  so Sainsbury's have devised jobs with flexibility, short hours, and national wage. These jobs attract and focus on the former offenders and the long term unemployed, and individuals with learning and physical disabilities.
Flexible working is a practice pattern or working hours that differ, starting with the standard or typical agreement. To provide greater operational flexibility is the ultimate purpose and develop workers' talents and capacities, enhance production and decrease work costs. Working with flexibility has become more and more essential as it helps to enhance operating effectiveness. (ARMSTRONG, 2014)


[bookmark: _Toc61497773]Sainsbury's Approach
With a Careful evaluation of Sainsbury's approach, there is a balanced combination of inclusive and exclusive talent management. From an inclusive perspective, Sainsbury's makes available opportunities and guidance to all workers to center around performance management and learning and development opportunities. For example, all employees receive six-monthly appraisals, and also there is an online portal where colleagues can take online classes and update their development.
From an exclusive approach, the business has decided that it will be other opportunities to segment out a section of the employee population and develop differently. For instance, Sainsbury's has an outside sourcing program to support managing people named Investor in people, and this organization is a  global standard. It is a globally recognized standard for supporting, leading, and managing people to attain good quality work results.
[bookmark: _Toc56325996]It is indispensable for the company's long-term success that the employees remain engaged, and this is measured twice a year through the employee engagement survey. Moreover, Sainsbury's has retained the Gold accreditation from Investors in People (IIP) for the fourth consecutive time over ten years, despite the business level. (Sainsbury's, 2020)
The organization's allocations of resources are also vital to the way it relies on how both approaches are.  Internal resources contribute to ensuring that some of the performance management platforms move forward and developing portals are available. There are additional programs designed to develop specific talent within the organization. 
Sainsbury's has a system to support the director's development and training requirements concerning governance, investor expectations, and governing impacts. The business will shift individuals from the inclusive approach to the exclusive to make the workers part of a program.
Executing this approach desires excellent communication. From the get-go, all employees need to be well informed about all functional aspects, From the inclusive side, and if they have moved to the exclusive approach, why there doing so and what set of talent practices are available to them as well. Excellent communication is critical. For instance, Sainsbury's communicate there exclusive talent management approach through annual reports and in-house portals tailored to each employee. 



Employee engagement, retention and capability, Performance appraisals and, communications with trade unions, listening teams regular communication of business events, and employee networking forums, for example, Yammer, the updated employee internal portal (Our Sainsbury's), and the employee learning internal portal are some of the systems the organization practices to comprehend and respond to employee needs. (Sainsbury's, 2020)
Investor in people is also a framework that Sainsbury's practices as a way of upholding their standards with the intention of guideline for people management, offering accreditation to the businesses that remain to the Investors in People Standard. The organization is also a global standard and globally recognized target for primary, helping, and managing people to accomplish excellent work outcomes.
The U.K. government endorses this organization, so they are an official company. The Investors in People also includes the internal review approach and the Health and Wellbeing. Ultimately, Sainsbury's has become the only retailer to win the Investors in People (IiP) Gold Standard three times in a row. Moreover, in another first, Sainsbury's have become the most extensive business ever to hold gold.
Sainsbury's has accomplished a golden hat trick following a four-month evaluation. Investor in People (IiP) talked with partners in every aspect of the organization about the truth of working at Sainsbury's, so this included over 1,600 gatherings and 4,000 reactions to an online overview. (Sainsbury's, 2020)


[bookmark: _Toc61497774]Organizational Development
[bookmark: _Toc61497775]CONSULTATION 
Investors in People communicated freely with Sainsbury's co-workers and created a variety of problems. For instance, how well does the organization pay attention and perform feedback? How well does Sainsbury's development, and encouragement for their co-workers over learning? Furthermore, how can Sainsbury's draw and maintainability?
The organization assessed Sainsbury's findings against a meticulous structure concentrating on nine different indicators in the organization's vital areas to achieve gold. Sainsbury's had to reach all nine indicators at the developed and established level and seven of the nine at the advanced level.
Here are some of the Investors in People's principles.
· Whether large or small, private or public, an outperforming organization understands that people make the difference.
· Investors in People is devoted to raising the standard of people management for sustainable success.
· It offers a simple structure for people management quality - now in its sixth generation version, it reflects the latest workplace and leadership development trends.
Investors in people's ability to lie in supporting businesses to make happy, healthy, and balanced cultures empower organizations to enhance their feasibility, leadership, and individual methodologies. The growth company is likewise the official delivery affiliate for Investors in People in the North of England. The organization is a not-revenue-driven association. The ethos helps develop an association's inward abilities to take possession and drive improvement and accomplishment for themselves. (Company, 2020)










[bookmark: _Toc61497776]Talent Management Process Model


The talent management process model is a systematic process of identifying the organization's position hiring the most suitable individuals and their skills, and the expertise to match the position and retain them to achieve the long-term organizational objectives.  In the diagram above, the overall business strategy encompasses the processes of talent management. (Armstrong, 2014)
Based on organizational strategy, this model identifies the core characteristics of effective talent management. Although there is no such standard talent management model, human resource experts in various businesses implement distinct styles that suit their production. Any ultimate talent management prototype should include the following primary. 
1.Planning. Having a set outcome, Identifying employees ready for development through the leading@sainsbury's development program and interviews. If successful, the organization will confirm timescales for the next program available. 
2.Attracting. By attracting the best individuals, Performed reviews shared to help improve the skills workers need to provide goals, and this is backed by adopting new ways of attracting talent
3.Selecting. The examination and assessments to find the correct match for the Job. Interviews, written exams,  group discussions, psychometric testing, and an in-depth analysis of all available information on the candidate on public access platforms. For example, Dame Susan Rice, Senior Independent Director, also led the selection process to recruit the current Chairman, 
4.Developing. Delivering employees with the right training and development would empower them with the right expertise, contributing significantly to the business's overall success and helping workers grow within the organization, which helps shape workers' loyalty towards the company and increase employee engagement maintaining good relations. Rewarding colleagues legally are essential to the efficiency and sustainability of business operations.
5.Retaining. Based on the plan, the process would involve attracting a healthy flow of applicants. Creating an inclusive environment where over 185,000 colleagues can be the best they can help the business to attract and retain the best talent and increase productivity.
6.Transisitioning. A Group-wide colleague recognition scheme, which aligned with our shared values. Sainsbury's Retail Academy programs have been an enormous success, providing structured learning and development to the talented store colleagues.
Talent management begins with the business procedure and what it means regarding the association's skilled individuals. At least, its point is to create and keep up a pool of talented individuals. (Scullion, 2010)
Within the recruitment and selection process, the job examination delivers data about the Job and its essential characteristics to achieve the events. The job description is a method of information that helps senior management decide whom they want to recruit.
It is imperative to control the organization's current and future requirements aligned with job evaluation and personal planning. It is necessary to enhance the group of job entrants at a lower cost and improve the expanding success rate of Sainsbury's selection method eliminating over and under qualified entrants. The legal requirements are also essential to meet.
Working knowledge of every consumer support scheme is necessary to do the job. One of the training and development department's critical responsibilities is to bring new entrants up to skill as swiftly as possible. (Armstrong, 2014)

[bookmark: _Toc56325998][bookmark: _Toc61497777]Shop Floor Colleagues  
The line manager's principal function is to keep the employee's attention on the task until they achieve the mission. Line managers circulate the task amongst group members to lessen the burden on people. Sainsbury's senior management applies open communication to collaborate with the workforce. Additionally, different kinds of devices are applied to measure workers ' interest in the task.
Focusing on the colleagues, Sainsbury has a transparent approach to talent management. The organization has a learning and development team that delivers learning and development programs.  These programs offer value for money and play a part in reaching the corporate goal, the U.K.'s most trusted retailer, where people love to work and shop. 
The organization collectively directs senior management and line managers to ensure the business delivers the best learning and development programs to support all colleagues in developing their skills and Knowledge. (Sainsbury's, 2020)
There are many talent management elements, starting with coaching. Coaching is crucial in all shop floor roles. The organization requires development in some aspects so that the activity will happen on the Job. The line manager helps the individual construct knowledge and skills to excel within the business, aside from formal training, which will build on this.
Management outline what Sainsbury's expected to support the individual's personal and professional development. For instance, when a worker joins the organization, they are welcome with an induction package to understand how the business works. Each worker will have a clear path to keep to, to carry out their role successfully.  
Additionally, Sainsbury's gives a performance development review twice a year. The appointed team leader will meet the individual for regular discussions about how they are doing and identify any additional learning and development needs. Taking everything into account, the team leader will encourage the worker to construct a career with Sainsbury's and do all they can to ensure the individual will know about the many roles and opportunities that could advance the worker's career. To support the delivery of these goals, we have invested in engaging and upskilling our leadership teams through deep-dive sessions on inclusive leadership and an inclusion training module for new line managers. (Sainsbury's, 2020)

[bookmark: _Toc61497778]Organizational Awareness 
[bookmark: _Toc61497779]Employee Engagement
With feedback from the workers and the community, Sainsbury's employee branding is one of their primary approaches to attracting talent. For example,  the organization wants a business where people love to work and shop. The business refers to their colleagues as the foundation of their organization who deliver excellent services.
The organizational structure of the business is also an element of the employee branding of Sainsbury's. For example, creating an inclusive environment where the workers can be the best to support the organization's stability helps Sainsbury's attract and retain the best talent and increase productivity. A holistic approach applies to retaining talent, as this involves paying attention to every viewpoint of the employment relationship and setting a good quality business target. A staff survey uses to measure employee engagement.
Employee engagement is also an element of employee branding in the light of investment in employees' careers, contributing to training and development and mentoring and employment prospects to community members. As a result of this, the organization has a great place to work commitment key performance indicators (KPI). (Sainsbury's, 2020)
Sainsbury's colleague engagement, key performance indicators elements are.
1. Sainsbury's will be the employer where colleagues love to work
2. Sainsbury's will continue to invest in the training and development of their colleagues.
3. Sainsbury's has an inclusive workforce that offers employment opportunities to all members of the community.
The key performance indicators (KPI) are what Sainsbury's use to measure employee engagement and analyze how well the organization meets its long-term goals. There is a table example down below on how Sainsbury's presents their commitment to the community.
Sainsbury also measures their success on an on-going basis using their internal engagement index, which they developed themselves. The organization did this by talking to colleagues to understand their critical levers of engagement and then measuring themselves against these. Sainsbury's also looks at labor turnover and absence levels as another indicator of this area's success.
High performance is a way of life. More precisely, effective performance management guarantees that individual goals align with organizational goals. Key performance indicators for employees linked to those of the organization and their contribution to organizational performance are therefore defined. (Parmenter, 2015)




Sainsbury's Commitment and Engagement 
Being an Employer Where Colleagues love to work
	1. the organization will better understand the workers than anybody else and engage co-workers in long-term success.
	Measure: The percentage of workers who are engaged in using the annual talkback and engagement survey.
2015 baseline: 91% of workers are proud to work for the organization
 Moreover, 74% feel Sainsbury's is a Great Place to Work In Retail, and the company is  above average on 10 out of 15 similar questions, including advocacy and trust) compared to against other retailers.

	2. The organization is dedicated to surpass the National Living Wage plan and address the gender pay gap.
	Measure: Pay the workers above the National Living Wage and by 2020 above the prediction of over E9 per hour. 2015 Baseline E7.36ph National Living Wage f7.20ph April
2016

	3. Sainsbury’s will pledge to invest in industry-leading training and development for all of the workers.
	Measure: Continue to be awarded a Gold accreditation in
Investors in People
2015 baseline: Gold status


(Sainsbury's, 2020)
Sainsbury's success relies upon the quality and responsibility of the 172,000 colleagues. In this way, it is just correct that the organization regard and prize them for the incredible work they accomplish for the customers. Sainsbury's put resources into colleague's training and development and mentoring just as work opportunities to all individuals from the network. (Sainsbury's, 2020)
When understanding the trait of human capital management (HCM), the use of measurements helps to steer the approach to managing individuals that interprets them as assets to the organization. Human capital resource (HCM) highlights Sainsbury's competitive advantage, which achieved capital in the assets through talent management retention and employee engagement, and learning and development systems.
Human capital management (HCM) gives a channel between human resource (H.R.) business methodology. It gives the premise to 'proof-based human resource management. Human capital management (HCM) is also a strategy that, in this case, use to attain the analysis and to report on data that inform the direction of value-adding people management strategy, As shown above in Sainsbury's Key performance indicators (KPI).
According to the Accounting for People Task Force report (2003), HCM includes methodical examination, measurement, and assessing how individuals' approaches and practices generate worth. The report characterized HCM as a tactic to deal with people management regarding it as a significant strategic problem instead of an operational issue to the H.R. people. (Armstrong, 2008)
The organization has an array of tools. For example, the manager's guide to talent spotting has lots more information on identifying colleagues with prospective for the next stage and how the line manager can support the individual in joining the right Leading@Sainsbury's program. 
[image: Table
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[bookmark: _Toc56325999][bookmark: _Toc61497780]Management
According to Harold Koontz (2006), Management is the process of getting things done through, and with the individuals, informally organized groupings is an art. It is a talent for establishing an environment in which individuals can perform and cooperate concerning attaining team goals.
Concentrating on management, when the role consists of leading and managing a team, the organization will help the leader to be the best they can be through continuing personal development aligned with the business values. Creating flexible and innovative learning solutions that will combine different learning styles when considering the manager's previous learning and skills.
Management frequently identifies as doing things through individuals, therefore highlighting its leadership element. Managers besides, accountable for steering and monitoring the organization and their part in it by overseeing their other properties such as finance, work structures, and Knowledge. (ARMSTRONG, 2014)
Sainsbury's provides the right environment for learning, assisting individuals in building confidence and the skills and expertise to be the best. Where possible, the environment will tailor to the workers learning, for example, the organization's food and e-learning colleges. 
Sainsbury's quality assures learning and development in several ways, through training needs evaluation, planning what training is necessary, and measures of success, pre-and post-course briefings including workshop and trainer evaluation at the end of workshops performance reviews and one to one discussions.
Sainsbury's fulfillment with the protocol centers on straightforward strategies and procedures, compulsory training, and regular conformity monitoring. Sainsbury's has a specific internal resource that provides all relevant workers with daily assistance and guidance. We have an established compliance monitoring program that's rooted within the business. (Sainsbury's, 2020)
Sainsbury's clearly states that harnessing the talent, creativity, and diversity of the colleagues ensures that customers receive excellent service every time they shop with the organization. The colleagues must reflect on the diversity of the business's communities, especially at the management level. Sainsbury's inclusive recruitment policy means they are dedicated to training and developing all co-workers, handling each person equally and responsibly when they come and work with the organization.
A crucial part of Sainsbury's corporate objective is to expand the female and Black, Asian and Minority Ethnic (BAME) colleagues in senior management and department director roles. For example, to support the delivery of these goals, Sainsbury's has capitalized on engaging and upskilling the leadership teams through deep-dive sessions on inclusive leadership and an inclusion training module for new line managers.
The organization has a clear leadership of Sainsbury's inclusion agenda,  Mike Coupe, and the Operating Board, with senior management, set annual objectives to drive progress through the business. For instance, the group Diversity and Inclusion Steering Group chaired by the Group human resource director and is also attended by three other Operating Board Directors who champion each inclusion stream (gender, ethnicity, LGBT and disability/carers) with other senior leads from the different business unit 
The organization encourages diversity on the board and believes there is a decent balance between the non-executive directors, with broad and extensive knowledge of retail and other customers confronting organizations and differing service lengths. The companies' non-executive directors also have other highly pertinent abilities stemming from the various prominent director and non-executive positions during their careers and a range of intellectual and individual strengths. (Sainsbury's, 2020)


[bookmark: _Toc56326001]Talent Management Strategy 


Talent management strategy is the opening point for Sainsbury's organization to achieve its business goals. In reality, the talent base approach constructed upon business goals 


Sourcing and recruitment 
Recruitment is the process of selecting a supply of possible applicants for a position within an organization. Sainsbury has to choose from applicants. A store manager chooses a suitable applicant to fill the post. The training comprises a scope of cycles associated with guaranteeing that new senior supervisors devise the applicable skills, Knowledge, and perspectives required to help Sainsbury achieve its goals. Registering individuals to fill the organization's positions should be more likely equally inside by enlistment within the business or somewhat by picking entities from elsewhere.
Performance management
Performance management is a method to develop an employee's performance, and the individual ought to operate to the level of the company aims. The organizations ought to be engaged and participate and have a positive performance of their objectives. 
Succession Planning
Succession planning is the most effective method as it identifies the proper distribution of sources like workers across the training ventures. Additionally, human resource development in the general conversation of an organization's tactical judgments raises the employee's work fulfillment level, manages the multi-generational labor force culture of an organization, and develops its performance purposes. 
Leadership Development
Leadership development is a system designed to improve the in-store culture at an organizational level continually. Leadership Development in the broadest sense involves the achievement, development, and deployment of leadership ability or its potential. Leadership development programs prepare individuals for leadership roles and situations beyond their daily experience. For example, Sainsbury's has a senior management mentoring schemes sponsored by Board and Operating Board Directors. According to Bolden (2010), the critical elements of leadership development are manifestation, preparation, self-awareness, personal support, and opportunities to apply learning and relevance to work.
Learning and Development
There are standard Job profiles that cover a wide variety of similar jobs or personal job-specific, including statements of the competencies required. These
standards use to assess individuals' levels of experience and discover individuals' learning and development needs. Learning events can be based on skill evaluation related to an organization's competency framework. For instance, Sainsbury's has an inclusive tailored induction program in place for directors, as Soon As the directors join the board to understand all aspects of the business, including our purpose, vision, strategy, culture, values, sustainability, governance, and the opportunities and challenges facing the business.
It starts with the organization strategy, talent management, and what it means to fit the future requirement for talented individuals. In the long run, the objective is to build and sustain a team of talented individuals across the talent channel, which comprises career planning, resourcing, and talent development that maintain the business stream of genius. (Armstrong, 2014)
[bookmark: _Toc61497781]Recommendations 
Adjusting the employee communication strategy
Employee engagement is a vital issue. Even though Sainsbury's collect feedback given with a survey from their workers and community, with this helping produce, the key performance indicator is what the organization uses to measure employee engagement and analyze how well the organization meets its long-term goals. 
There needs to be more emphasis on employee engagement. Engaged employees boost productivity. Investing more in the employee engagement business strategy will help keep the employee engaged throughout the employment relationship. Employee engagement must focus on business results. Moreover, the government has set up an Independent Task Force launched to improve employee engagement levels.
[bookmark: _Hlk61500748]So this would be an excellent approach for the organization to take. Task Force for employee engagement would bring Sainsbury's levels up with the government's support to ensure practices and procedures produce sustainable progress across the United Kingdom and develop new approaches to help people improve their wellbeing.
Kahn (1990) identified employee engagement by channeling the company colleagues personalities to their job positions. Within engagement, individuals engage and communicate emotionally, physically, and cognitively throughout their position performances. (ARMSTRONG, 2014)
Flexibility in working 
Building and maintaining employees relationship is essential. The employee and employer relationship will be more beneficial if, within their Job, there is a smaller amount of conflict between other workers. The You Can program is a government subcontracting agenda. This sector's jobs attract and focus on the former offenders and the long term unemployed, and individuals with learning and physical disabilities.
Creating a job share program internally throughout the organization and externally through the You Can program would support its objective. Say one of the job share workers finds themselves with COVID, which means an automatic fourteen-day self-isolation. So this would open up extra hours up for the other individual in the job share or free up hours for someone else to make up for functional flexibility.
Diversity and inclusion are also essential in creating job share amongst individuals with learning and physical disabilities. For example, sometimes people with learning difficulties have short attention spans, so job-sharing with another individual gives a lot more flexibility to where they both can work about three hours a shift. On the other hand, Job, sharing can put individuals in different departments to where they end up with experience in many departments, making them an asset due to multi-tasking and flexibility.
Flexible working is a working practice pattern or working hours that move away from the norm or a typical plan. Accommodating is the point, more noteworthy operational adaptability, improving workers talents and limits, boost efficiency, and lessening business expenses. Work flexibility has gotten progressively significant as a method for upgrading operational effectiveness. (ARMSTRONG, 2014)
[bookmark: _Toc61497782]Conclusion
The report overall reflects the evaluation of what constitutes managing people through talent management. For instance, Talent management is the business's human capital, representing its expectations and development to meet business needs. To understand and recognize an individual's unique skills and traits, uniqueness, and aligning the individual to a suitable work profile
The report also suggests inclusive or exclusive approaches and how they impact diversity management and flexible working initiatives. The organization also encourages colleagues to develop their skills and fulfill their potential independently, and Sainsbury's has a respected leadership program for shop floor workers and senior staff. The business concentrated on guaranteeing the more lower-level employees can improve their talents and improvements and measure the number of associates sign up in an apprenticeship program with the apprenticeships' achievement ratio.
Sainsbury’s proves their devotion to diversity by being responsible and also guaranteeing that individuals who have a disability or even a long-standing physical condition illness will entirely and reasonably consider working with the company through sophisticated policies for the same as everyone's care.
The report also reviews the Flexibility covering numerical, understanding that the individual does not need stable employment and saves expenses. Flexibility numerical internally has a part-time core organization that gives the individual flexible hours. The facilitates the business and its purpose attainment and the environment of the organization's individuals who welcome shift hours.
In light of Sainsbury's approach, there was also a review on how an outside sourcing program supports managing people named Investor in people, and this organization is a  global standard. It is a globally recognized standard for supporting, leading, and managing people to attain good quality work results.
There are recommendations on creating a job share program internally and externally, with the YouCan program. Along with a recommendation for Task Force for employee engagement, it will improve employee engagement levels essential to the organization.
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