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Executive Summary 

This report's primary goal is to examine the intricacies of Sainsbury's operations and use a variety 

of methods to understand the company's present state. Additionally, this research attempts to 

decipher the Pestle analysis and identify the chances and risks in the always changing business by 

utilising corporate analytical techniques. The main goal was to introduce strategic changes that 

improve performance through the application of change management theories, such as Lewin's 

three-stage model and Kotter's eight-step change model, which shed light on the dynamics of the 

business transformation and Andrew Pettigrew's insights on change and strategy. This analysis 

served as more than simply a diagnostic tool; it also served as a strategic compass, pointing 

Sainsbury in the direction of a future primarily defined by flexibility and efficiency.  
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Introduction 

Sainsbury is a key player within the retail sector, and it stands at the intersection of conventional 

innovation which boasts a contemporary approach and rich history to business. Sainsbury has 

evolved into a powerhouse and is navigating the intricacies of the market with adaptability and 

resilience. This report analyses Sainsbury's business background through the lenses of business 

and change management theories. It delves into operational complexities using a diverse approach 

and employs company analytical tools for Pestle analysis to identify opportunities and threats in 

the dynamic marketplace. The application of change management theories which includes Kotter’s 

8-step change model and Lewin’s 3 stage, will enlighten on the dynamics of the business 

transformation, and shed light on Andrew Pettigrew’s insights on the change and strategy, and the 

main intention is to uncover not only the improvement areas but also to introduce strategic changes 

that improve performance. Therefore, this report is not just a diagnostic tool but is a strategic 

compass that guides Sainsbury toward the future which is mainly characterised by efficiency, 

adaptability, and enduring success. 

Critical Evaluation of adopted change management process and identification of suitable 

strategic change option. 

Brief Overview of Sainsbury 

Sainsbury was established in the year 1869 by John Sainsbury as a small dairy shop in London and 

has developed into the largest and most well-known supermarket chain in the UK. Sainsbury has 

shown a significant ability to adjust to the ever-changing dynamic of the retail industry. Also, the 

company in its early years focused on offering quality products at reasonable prices. The business's 

commitment to innovative retail practices and consumer satisfaction likes providing the first-ever 

self-service grocery store in the year 1950, added to its rapid growth. Also, market expansion 

during this period involved the establishment of various branches across London, which marked 

the beginning of the footprint of Sainsbury within the retail industry. The pandemic COVID-19 

represented exceptional challenges to the retail industry, and Sainsbury illustrated resilience by 

rapidly adapting its operations to ensure the safety of employees and consumers. The hastening of 

online services, execution of health and safety measures, and a concentration on community 
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support initiatives reflected the ability of the company to navigate the crises while remaining true 

to its core values (Wiesböck and Hess, 2020). 

Pestle Analysis  

Political factors: Sainsbury operates in a regulated environment, complying with government 

policies on taxation, retail, and labor laws. Management changes can significantly affect company 

operations and fiscal performance. Also, the United Kingdom’s exit from Brexit has demonstrated 

changes in the tariffs and trade regulations. The Company has had to navigate the new trade 

dynamics which certain its supply chain and thus remains effective and that potential obstruction 

is reduced (Verčič and Špoljarić, 2020). 

Economic factors: Economic inflation or downturns can influence customer spending habits and 

the company adapts its strategies, which facilitate managing pricing and value deals to provide 

consumer preferences during challenging fiscal conditions. As a global retailer, Sainsbury is 

exposed to currency exchange rate fluctuations, and changes in the exchange rates can influence 

the cost of imported goods which affects profitability and pricing (Top et al., 2020).  

Social factors: Changing lifestyles, demographics, and preferences relatively impact consumer 

demands, and the company continually adjusts and monitors its product offerings to support 

evolving consumer preferences and behavior. Also, the increasing awareness of wellness and 

health impacts consumer choices and the company responds by offering healthier and organic 

options, supporting its product offerings with wellness trends and prevailing health (Tang and 

Tang, 2019). 

Technological factors: Sainsbury acknowledges the importance of digital transformation to 

improve operational efficiency and consumer experience, and the adoption of online presence, data 

analytics, and other advanced technologies is crucial for remaining competitive within the digital 

presence. Also, executing advanced technologies in the management of the supply chain which 

enhances efficiency and reduces costs, and the company capitalizes on technologies that maximize 

its supply chain, certain effective and timely distribution of products (Sminia, 2021). 

Environmental factors: Growing customer concern for the environment provides Sainsbury to 

implement sustainable practices, and this company partakes in sustainability initiatives like as 

lessening plastic usage and fostering eco-friendly products. Also, the company highlighted the risk 
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which is associated with climate change and acknowledged its impact on transportation, 

agriculture, and overall operations of the supply chain, and initiatives to alleviate the climate 

change risk which are incorporated into the strategic planning of the company (Schmocker et al., 

2019). 

Legal factors: Compliance with safety and health regulations is imperative, mainly in a post-

pandemic environment, and the company certain its stores to follow safety measures and stringent 

health measures to safeguard employees and consumers. Also, adherence to working hours, 

employment laws, labor conditions, and regulations governing wages is crucial, and the company 

supports fair service practices to sustain an optimistic business image (Saks, 2022). 

Ethical factors: The commitment of Sainsbury to ethical sourcing, community engagement and 

fair trade improves its reputation and promotes consumer loyalty. The corporate social 

responsibility initiatives support the business’s values and add to optimistic social impact. Also, 

making certain ethical practices in the supply chain is imperative for maintaining consumer trust 

and the company places focuses on supply chain transparency and ethical sourcing (Roşca, 2020). 

Leadership styles 

Transformational Leadership 

Inspiring innovation: Transformational leaders at Sainsbury foster a culture of innovation, and 

they drive workers to think creatively and discover new ways of doing business, mainly in response 

to the challenges which is posed by the pandemic, and this included encouraging the development 

of new services like developing online platforms and implementing contactless technologies in 

physical stores (Pettigrew et al., 2023).  

Resilient culture: Transformational leaders have instilled a sense of resilience in the business, 

and they communicated a vision of overcoming challenges and adapting to change with 

determination, and therefore this approach has assisted the workers in embracing the uncertainties 

which is brought regarding the pandemic and promoted a collective commitment to navigate the 

complexities together. 

Clear vision: Transformational leaders communicate a clear vision for the future, emphasizing the 

importance of change, its benefits, and the role each worker plays in achieving business goals. 
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This transparent communication has assisted in building a shared commitment and understanding 

of the change process (Nadkarni and Prügl, 2021). 

Adaptive Leadership  

Navigating uncertainties: Adaptive leaders at Sainsbury have illustrated the ability to navigate 

the uncertainties efficiently, and in a dynamic changing environment, and made pragmatic 

decisions on real-time information, this agility was imperative during the COVID-19 when the 

conditions evolved rapidly and required leaders to make informed and quick choices. 

Decision-making: Adaptive leaders have exhibited flexibility in the process of decision-making, 

and they understand that one size fits every approach which could not work in the unfrequented 

challenges. Despite they adjusted their decision and strategies to the emerging circumstances and 

facilitated an adaptive and responsive business stance (Miles et al., 2023). 

Management Skills: The adaptive leadership at Sainsbury was characterised by robust crisis 

management skills and leaders were skillful at identifying and alleviating risks, making certain 

that the business could endure the storm efficiently, and this includes rapid problem-solving 

allocation of resources and the capability to prioritize crucial issues (Kraus et al., 2021). 

Combining Adaptive and Transformational Leadership 

Sainsbury's leadership, effective during and post-pandemic, combines adaptive and 

transformational styles. Transformational leaders inspire resilience and innovation, while adaptive 

leaders navigate the dynamic environment with pragmatic and swift decisions. Thus, these 

dynamic leadership strategies not only assisted Sainsbury effectively but also managed the 

challenges which are brought by the epidemic but also positioned the business for adaptability and 

future growth in a dynamic changing marketplace (Dunn, 2020). 

Impact on Organizational Culture 

Digital transformation  

Cultural shift: The focus on digital transformation at the company necessitates a cultural shift 

regarding flexibility, and rigid structures and traditional hierarchies gave way to a dynamic and 

adaptable work environment. This change is intended to provide rapid decision-making and 
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responsiveness to the developing needs of the marketplace, mainly in terms of accelerated 

digitalization which is brought about by the COVID-19 pandemic (Chanana and Sangeeta, 2021). 

Challenges and Resistance 

Employee Resistance: Change initiatives often face resistance, and the shift in the business 

culture at Sainsbury was no exception. Also, some workers were accustomed to conventional work 

practices and were resistant to the changes that are associated with digital transformation and 

maximized agility. This resistance mainly stems from the fear of the unknown and concerns 

regarding job security or lack of understanding regarding the benefits of the cultural shift (Byrne, 

2022). 

Cultural mitigation strategies 

Leadership role: Leaders at Sainsbury have played a major role in modeling cultural behaviors, 

and by embodying adaptability, agility, and an optimistic attitude towards change, the leaders form 

instances for workers and promote a cultural environment where such attributes are embraced and 

valued (Burnes, 2020). 

Areas for Improvement 

Communication Channels: While communication was an important factor, and there might have 

been opportunities to improve the effectiveness and efficiency of communication channels 

Sainsbury could discover the use of streamlined communication channels, making certain that 

information flows constantly and reaches every level of the business, and this may include using 

a mixture of conventional channels like newsletters, emails and modern channels like intranet and 

collaboration tools to provide to different communication preferences. 

Employee engagement: Employee engagement is regarded as crucial for effective change 

management, and there might be opportunities to maximize these efforts at Sainsbury, identifying 

and improving change champions in the business can relatively boost employee participation, and 

these champions act as advocates for the change, and assisting their peers to understand the benefits 

and to navigate the uncertainties (Budur, 2020). 

Cultural sensitivity: Change initiatives can influence business culture, and making certain that 

the process is culturally sensitive and is regarded as imperative for effective implementation, and 
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conducting a thorough assessment of culture before and during the change process facilitates 

Sainsbury to comprehend the existing culture and identify resistance points, and this information 

informs the change strategy and assist to alter the relationship to support with the business culture. 

Future Changes at Sainsbury 

Assessment of Leadership Styles 

Adaptive leadership: Given the uncertainty and ongoing volatility in the organisational 

environment, Sainsbury should reflect on adaptive leadership styles and this approach includes 

leaders who are flexible, agile, and capable of making rapid decisions in response to the dynamics 

and changing conditions. Also, implementing leadership programs that mainly focus on adaptive 

leadership styles, which include training in decision-making under crisis management, uncertainty, 

and promoting a culture of continuous improvement and learning (Briggs, 2022). 

Organisational Structures 

Work integration: The business environment has witnessed a shift towards remote work, and 

Sainsbury should protect its business structure to optimize and accommodate this trend and 

capitalize on strong technology infrastructure to align remote work seamlessly this involves 

protection communication tools, Cybersecurity measures, and collaborative platforms to protect 

sensitive information (Bakker et al., 2023). 
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Critical evaluation of Change Management Models 

1. Lewin’s 3 stage Model of Change theory 

This theory regarded as a classic structure that highlights a systematic method to business change 

and the three stages include unfreeze, change, and refreeze which provide a structured way for the 

business to outline the transformation. 

Unfreeze:  

Objective: This mainly includes breaking down accessible mindsets and also generating 

awareness of the need for change (Asbari, 2020). 

Strengths 

Simplicity: this model’s strength mainly includes simplicity, and the unfreezing stage which is 

easy to comprehend and create available to a huge audience in the business. 

Preparation Emphasis: By outlining the significance of presenting the business for change, the 

model of Lewin’s acknowledges that readiness and awareness are imperative precursors to 

effective transformation. 

Weaknesses 

Oversimplification: This unfreezing stage, whereas helpful in focusing preparation, may 

oversimplify the intricacies that relate to changing deeply and are ingrained business behaviors or 

structures. Also, some changes need more complex strategies beyond awareness creation. 

Change: 

Objective: This change stage mainly includes executing the desired changes, be they in structures, 

processes, and behaviors (Ali et al., 2020). 

Strengths 

Structured Approach: This model mainly facilitates a structured and clear way for the 

implementation of change, and this offers proper guidance which can be helpful for the business, 

and seeking a systematic method. 



11 
 

Focus on implementation: The model of Lewin’s places a significant focus on the actual 

implementation of change, making certain that businesses do not only plan but implement the 

important modifications. 

Weaknesses 

Progression assumption: The theory of the linear evolution from Unfreeze to change may not 

support the reality of intricacy, non-linear business changes. This model implies a predictable and 

straightforward transition, which may not be real in the current dynamic organisational 

environment. 

Refreeze: 

Objective: The refreeze stage is mainly about reinforcing and stabilizing the changes to certain 

that they become new norms (Alaimo, 2022). 

Strengths 

Consolidation of change: Refreezing focuses on the significance of institutionalising and 

consolidating the changes, and it acknowledges that changes should not be provisional but 

incorporated into the culture of the organization for extensive success. 

Stability: By supporting the change, this model seeks to institute stability, and offer workers 

permanence and consistency. 

Weaknesses 

Potential rigidity: while stability is a virtue, long-term emphasis on institutionalising and 

reinforcing changes might inadvertently add to business rigidity, and this is problematic in a 

dynamic atmosphere where adaptability is imperative. 

2. Kotter’s 8 Change Model 

Kotter’s 8 change model is a broadly recognised structure for guiding and directing the business 

through the change process, and this model includes eight steps that businesses should follow to 

accomplish sustainable and successful change. 

Creating Urgency 
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Objective: Create a sense of urgency among stakeholders about the need for change. 

Strengths 

Immediate focus: The model of Kotter begins with an imperative step of generating a sense of 

urgency, and making certain that stakeholders acknowledge the significance of change promptly. 

Alignment with reality: Recognises that change is mostly motivated by crisis or urgency, and 

supports the dynamic nature of the organizational environment. 

Weaknesses 

Potential overemphasis: In a few cases, the emphasis on urgency may be overemphasized or 

misinterpreted, which leads to rushed decision-making. 

Setting a powerful coalition 

Objective: accumulate a group of leading individuals to lead and defend the change effort. 

Strengths 

Leadership emphasis: Recognized the significance of having a robust leadership coalition to 

direct the change initiative. 

Diverse perspectives: Enhancing diversity within the association, and integrating different skills 

and perspectives. 

Weaknesses 

Formation challenges: also generating a powerful relationship may face challenges, like 

conflicting difficulties or the interests in bringing together the right individuals. 

Creating a Vision 

Objective: Enhancing a compelling and clear vision for the future position of the company. 

Strengths 
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Guiding direction: This mainly facilitates a directional focus for the change effort, and also makes 

certain that stakeholders comprehend the intended results. 

Inspiration: a well-organised vision can motivate and inspire employees and generate a shared 

sense of purpose. 

Weaknesses 

Vision misalignment: crafting a vision that reverberates with every stakeholder and it can be 

challenging which leads to potential misalignment. 

Communicating the vision 

Objective: effectively communicate the vision to every stakeholder. 

Strengths 

• Transparency: focuses on the need for consistent and transparent communication to keep 

every stakeholder informed. 

• Mitigating resistance: clear communication can highlight resistance by promoting 

understanding and buy-in. 

Weaknesses 

• Communication challenges: Making certain that vision is effectively communicated to 

different audiences with different levels of understanding and interest can be more 

challenging. 

• Enhancing others to act on the vision. 

Objective: empower workers and remove obstacles to add to the change effort. 

Strengths 

• Employee involvement: Recognizes the significance of involving workers in the process 

of change and fostering a sense of ownership. 

• Adaptability: Enhances adaptability by encouraging individuals to take ownership of 

factors of the change. 
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Weaknesses 

• Resistance to Empowerment: Few organizational cultures may defy decentralizing power 

and create empowerment challenges. 

• Creating and Planning for Short-term Wins 

Objective: Implement visible and quick changes to illustrate progress. 

Strengths 

• Building momentum: short-term wins build confidence and momentum and create an 

optimistic environment. 

• Measurable Progress: Facilitate tangible measurement of progress and support the 

effectiveness of the change effort. 

Weaknesses 

• Focus on Quantity: The focus on generating short-term wins unintentionally leads to an 

emphasis on quantity over quality. 

• Consolidating improvements and making change 

Objective: utilize the momentum from short-term wins to motivate further changes. 

Strengths 

• Continuous improvement: Recognizes the need for ongoing change and improvement 

and promotes a culture of continuous adaptation. 

• Sustainability: make certain that change effort goes beyond the isolated wins and thus 

becomes ingrained in the business culture. 

Weaknesses 

• Complacency risk: Accomplishment in early wins may lead to complacency and risk the 

sustainability of the change. 
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Objective: Embed the changes into the business practices and the culture. 

Strengths 

• Extensive integration: focuses on the extensive incorporation of change into the business, 

and making certain of its sustainability. 

• Cultural shift: Recognises that lasting change needs a shift in business culture. 

Weaknesses 

• Confrontation with institutionalisation: few departments or employees may resist the 

institutionalisation of change which leads to pockets of resistance.  

3. Andrew Pettigrew on change and strategy 

This model mainly focuses on the dynamic interconnection between change and strategy, and it 

emphasises the importance of process, context, and content in understanding the business change, 

also this model acknowledges that the change is an ongoing process that is impacted by the internal 

dynamics and external environment (Wiesböck and Hess, 2020). 

Strengths 

• Acknowledges the context-specific and complex nature of change. 

• Focuses on the relationship between change and strategy. 

• Facilitates a holistic view of business change. 

Weaknesses 

• May lack the prescriptive guidance of structured models. 

• Needs a nuanced understanding of business dynamics. 

Appropriate change management model for Sainsbury 

Considering the complexity and size of Sainsbury, and also the need for holistic strategies, Kotter’s 

8 model of change is more suitable for the organisation, as this model facilitates an inclusive 

structure that supports with scale of business change required, and focuses on creating urgency, 

and certain effective communication, and building a association that support well with the 

competitive and dynamic nature of the retail sector (Verčič and Špoljarić, 2020). 
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Applying strategic changes at Sainsbury, such as process optimisation or digital transformation, 

would benefit from Kotter's model, as it highlights extensive institutionalisation and short-term 

wins. However, the choice of this model should consider the organisational culture of Sainsbury, 

and particular factors and readiness for change. This model can be implemented to fit the exclusive 

challenges and needs which is encountered by Sainsbury during the strategic changes (Top et al., 

2020). 

Proposal and implementation of change strategy 

Leadership Styles 

Kotter’s 8-step change model describes for transformational leadership style at Sainsbury, and 

transformational leaders motivate and inspire workers by promoting shared vision and encouraging 

innovation, this leadership method supports seamlessly with Kotter’s model, which focuses on 

creating effective communication, compelling vision, and empowerment during the change 

process. Transformational leaders are specified by their ability to motivate and accelerate their 

teams to high levels of performance, and at Sainsbury, transformation leadership would include: 

Inspiring Vision 

• Communicating a compelling and clear vision for the future of the company, supporting 

the goals of the change initiative. 

• Instilling a sense of excitement and purpose among the workers about the transformation. 

Empowerment and motivation 

• Motivating workers by showcasing confidence in their capabilities to add to the change. 

• Enhancing individuals to take ownership of their roles in their process of change and 

promoting a sense of accountability. 

Resilient culture 

• Instilled a sense of resilience in the business, and they communicated a vision of 

overcoming challenges and adapting to change with determination. 
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• Embracing the uncertainties regarding the pandemic and promoting a collective 

commitment to navigate the complexities together. 

Effective communication 

• Ensuring consistent and transparent communication regarding the change, purpose, and its 

progress. 

• Listening actively to feedback and concerns from workers and promoting a culture of 

transparent communication. 

Step by step practice to execute the change strategy 

Creating Urgency 

Leadership approach: Create a sense of urgency among stakeholders about the need for 

change. 

Actions: 

• Present trends and data demonstrating the need for change. 

• Partake with key stakeholders to build consensus on the urgency. 

Setting a powerful coalition 

Leadership approach: accumulate a group of leading individuals to lead and defend the change 

effort. 

Actions: 

• Enlist and identify influential leaders from different departments. 

• Promote alignment and collaboration within the association. 

Creating a Vision 

Leadership approach: Enhance a compelling and clear vision for the future position of the 

company. 

Actions: 
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• Develop an inspiring and clear vision for the future of Sainsbury. 

• Making certain the vision is supported by the values and goals of the organization. 

Communicating the vision 

Leadership approach: effectively communicate the vision to every stakeholder. 

Actions: 

• Improve a communication plan with different channels. 

• Highlight questions and concerns proactively and openly. 

Enhancing others to act on the vision. 

Leadership approach: empower workers and remove obstacles to add to the change effort. 

Actions: 

• Delegate authority and responsibility to workers. 

• Encourage cross-functional idea-sharing and collaboration. 

Creating and Planning for Short-term Wins 

Leadership approach: Implement visible and quick changes to illustrate progress. 

Actions: 

• Execute quick wins that support the vision. 

• Recognise and reward teams and individuals for their efforts. 

Consolidating improvements and making change 

Leadership approach: utilise the momentum from short-term wins to motivate further changes. 

Actions: 

• Learn and review the challenges and the success of early wins. 

• Identify extra areas for change and improvement. 

Establishing new approaches 
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Leadership approach: Embed the changes into the business practices and the culture. 

Actions:  

• Update processes, policies, and training programs to reflect the changes. 

• Ensure leadership dedication to extensive integration. 

Impact on organisational culture 

• Cultural shift: The focus on enhancing employees, promoting collaboration, and 

celebrating successes can add to a culture that values continuous improvement and 

innovation. Sainsbury can generate an atmosphere where new ideas are recognized and 

encouraged, and this cultural shift towards innovation is imperative in the swiftly 

developing retail background (Tang and Tang, 2019). 

• Employee engagement: Delegating responsibility and acknowledging contributions can 

improve commitment and employee engagement to the vision and goals of the 

organization. When the workers feel valued and trusted, they tend to be committed to the 

vision and goals of the organization, and this optimistic impact on the involvement of a 

dedicated and motivated workforce. 

• Open communication: The emphasis on transparent communication during the change 

process can lead to a culture of trust, openness, and information sharing. When workers 

are informed regarding the reasons behind the potential challenges, changes and goals of 

the organization, they tend to feel included and comprehend their role in the change 

(Sminia, 2021). 

• Adaptability: The replication nature of the Kotter model enhances resilience and 

adaptability and promotes a culture that can navigate future changes efficiently. This 

adaptability is imperative in a dynamic organizational environment, providing Sainsbury 

the ability to navigate future changes and remain ahead of the organization's trends 

effectively. 

• Leadership development: Building an effective coalition and focusing on leadership 

during the process can add to a culture that invests and values in leadership development 

at every level. This focus on leadership promotes accountability and responsibility during 
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the business and developing leaders at different levels certain a strong leadership pipeline 

and is also critical for extensive success (Bakker et al., 2023). 

Overall, Kotter's model at Sainsbury aims to improve the organisational culture for innovation and 

adaptability. It begins by urgently emphasising the importance of change to stakeholders. It also 

facilitates a directional focus for the change effort, making certain that stakeholders comprehend 

the intended results, and focuses on the need for consistent and transparent communication to keep 

every stakeholder informed. 

Conclusion and Recommendations 

Conclusion 

In conclusion, the analysis of Sainsbury's proposed change management plan and current state 

based on Kotter’s 8 change model exposed valuable insights, and the company faces the crucial 

need for strategic change and mainly motivated by the external factors like Pestle analysis like the 

impact of pandemic, COVID-19. The change management plan mainly focused on 

transformational leadership, which aims to create a cultural shift towards innovation, improve 

employee engagement foster open communication promote adaptability, and capitalize on 

leadership development. Highlighting the challenges that are identified in the external atmosphere 

during and post-pandemic needs strategic responses. The PESTLE analysis reveals those economic 

changes impact customer spending at Sainsbury. The company adjusts pricing and value deals to 

align with customer preferences during challenging fiscal conditions. Sainsbury also addresses 

growing environmental concerns by adopting sustainable practices, such as reducing plastic usage 

and promoting eco-friendly products. The company adheres to legal requirements and maintains 

ethical standards. To outline challenges and alleviate potential negative impacts, Sainsbury should 

consider specific suggestions, participate with regulatory bodies and remain abreast of political 

changes to certain compliance with developing regulations, execute flexible pricing strategies to 

navigate fiscal fluctuations and maintain consumer affordability, and leverage technological 

advancements to improve online presence and partake with consumers innovatively, and should 

enhance sustainability initiatives to support with growing environmental concerns and the 

customer preferences. 
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Recommendations 

Short-term 

• Execute immediate changes in pricing strategies to respond to fiscal conditions. 

• Initiate worker's training programs on safety and health regulations. 

Mid-Term 

• Initiate sustainability initiatives and interact with them openly and transparently with 

consumers. 

• Enhance digital services and online platforms for a seamless consumer experience. 

Long-Term 

• Invest in development programs to build a strong leadership pipeline. 

• Institute continuous improvement mechanisms to promote a culture of innovation. 

Short-term suggestions address immediate challenges, while mid-term actions position Sainsbury 

for sustained growth and future adaptability. Execution involves cross-departmental investment in 

training and technology, along with a commitment to cultural shift. Failure to implement these 

recommendations may lead to stagnant growth, heightened vulnerability to fiscal fluctuations, 

diminished competitive edge, regulatory non-compliance, erosion of consumer trust, hindrance to 

worker morale, and an impact on overall sustainability. The causes may outline the critical 

significance of strategic and proactive change management for Sainsbury and continued success 

within the dynamic retail industry. 



22 
 

References 

Alaimo, C.J., 2022. Embarking on Change. In HR Leadership During Bankruptcy and 

Organizational Change: A Practical Guide (pp. 39-45). Cham: Springer International Publishing.          

Ali, A., Wang, H. and Johnson, R.E., 2020. Empirical analysis of shared leadership promotion and 

team creativity: An adaptive leadership perspective. Journal of organizational behavior, 41(5), 

pp.405-423.             

Asbari, M., 2020. Is transformational leadership suitable for future organizational 

needs? International Journal of Social, Policy and Law, 1(1), pp.51-55.            

Bakker, A.B., Hetland, J., Olsen, O.K. and Espevik, R., 2023. Daily transformational leadership: 

A source of inspiration for follower performance? European Management Journal, 41(5), pp.700-

708.           

Briggs, J., 2022. Cultural awareness: Building cultural sensitivity. AJP: The Australian Journal of 

Pharmacy, 103(1217), pp.32-35.           

Budur, T., 2020. Effectiveness of transformational leadership among different 

cultures. International Journal of Social Sciences & Educational Studies, 7(3), pp.119-129.            

Burnes, B., 2020. The origins of Lewin’s three-step model of change. The Journal of Applied 

Behavioral Science, 56(1), pp.32-59.           

Byrne, Z.S., 2022. Understanding employee engagement: Theory, research, and practice. 

Routledge.          

Chanana, N. and Sangeeta, 2021. Employee engagement practices during COVID‐19 

lockdown. Journal of public affairs, 21(4), p.e2508.            

Dunn, R., 2020. Adaptive leadership: Leading through complexity. International studies in 

educational administration, 48(1), pp.31-38.            

Kraus, S., Jones, P., Kailer, N., Weinmann, A., Chaparro-Banegas, N. and Roig-Tierno, N., 2021. 

Digital transformation: An overview of the current state of the art of research. Sage Open, 11(3), 

p.21582440211047576.             



23 
 

Miles, M.C., Richardson, K.M., Wolfe, R., Hairston, K., Cleveland, M., Kelly, C., Lippert, J., 

Mastandrea, N. and Pruitt, Z., 2023. Using Kotter's Change Management Framework to Redesign 

Departmental GME Recruitment. Journal of Graduate Medical Education, 15(1), pp.98-104.                

Nadkarni, S. and Prügl, R., 2021. Digital transformation: a review, synthesis, and opportunities for 

future research. Management Review Quarterly, 71, pp.233-341.            

Pettigrew, A., Whipp, R. and Rosenfeld, R., 2023. Competitiveness and the management of 

strategic change processes. In The Competitiveness of European Industry (pp. 110-136). 

Routledge.                 

Roşca, V.I., 2020. Implications of Lewin’s field theory on social change. In Proceedings of the 

International Conference on Business Excellence (Vol. 14, No. 1, pp. 617-625).           

Saks, A.M., 2022. Caring human resources management and employee engagement. Human 

Resource Management Review, 32(3), p.100835.             

Schmocker, D., Tanner, C., Katsarov, J. and Christen, M., 2019. An advanced measure of moral 

sensitivity in business. European Journal of Psychological Assessment.             

Sminia, H., 2021. Pettigrew, Andrew M.: A Groundbreaking Process Scholar. In The Palgrave 

Handbook of Organizational Change Thinkers (pp. 1341-1357). Cham: Springer International 

Publishing.            

Tang, K.N. and Tang, K.N., 2019. Change management. Leadership and change management, 

pp.47-55.           

Top, C., Abdullah, B.M.S. and Faraj, A.H.M., 2020. Transformational leadership impact on 

employee’s performance. Eurasian Journal of Management & Social Sciences, 1(1), pp.49-59.              

Verčič, A.T. and Špoljarić, A., 2020. Managing internal communication: How the choice of 

channels affects internal communication satisfaction. Public relations review, 46(3), p.101926.               

Wiesböck, F. and Hess, T., 2020. Digital innovations: Embedding in organizations. Electronic 

Markets, 30(1), pp.75-86.             


