[image: Discover University of Wales Trinity Saint David]
Programme: BA (Hons) Leadership and Management Skills for the Workplace 
Module Code and Title: LCLM5002 Developing and Managing Individuals and Teams 
Assignment Title: Component 2- Individual Report


Student Name: Mari-Elena Lacatus	
Student ID: 2410249












AI Acknowledgement
I acknowledge the use of the AI tool (Chatgpt) to find any grammatical mistakes in my essay from 20th February 2026 to 22nd February 2026 with the following prompt. 
· Please look through my paper and find any grammatical mistakes that can be observed.
However, I confirm that no AI-generated text is incorporated throughout the report, and I have properly cited all sources.
 


















Table of Contents
Introduction	1
Key HR Factors Affecting Organisations	2
Technological Advancement	2
Talent Acquisition and Retention	2
Diversity, Equity, and Inclusion (DEI)	3
Evaluation of Contemporary HR Practices	5
Technological Advancement Practises	5
Best Practises to Enhance Talent Acquisition and Retention	5
Practices Supporting DEI	6
Critical Evaluation of Managerial Implementation	7
Role of Departmental Managers	7
Ensuring Urgent Implementation	7
Barriers and Risks	7
Suggestions to successful Implementation	8
Recommendations	9
Conclusion	10
References	11








2

[bookmark: _Toc222573585]Introduction
Rapid technological progress, high demand on skilled labour force, and the increasing demands of diversity and inclusion are becoming a challenge to UK organisations. Strategic human resource (HR) planning is thus necessary to remain viable in terms of workforce and business performance over a long period. The report is devoted to the J Sainsbury plc, which is one of the largest UK-based retailers with more than 148,000 colleagues who work in supermarkets and convenience stores (J Sainsbury, 2025). This report aims to examine essential HR issues, consider modern HR practises, and evaluate the managerial role in the successful implementation in accordance with the module learning outcomes.
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[bookmark: _Toc222573587]Technological Advancement
Digital transformation is one of the forces that has taken a new shape in contemporary human resource management (Rieki Indra Bratamanggala, 2023). Automation, artificial intelligence (AI), and HR analytics are becoming more and more commonly used in organisations to simplify recruitment, workforce planning, and performance management. Digital capability is becoming faster in the UK retail sector; in recent years, UK retailers have been spending more on technology at an annual rate of more than 4 percent (Wadud, Liang and Polkinghorne, 2025). In the case of J Sainsbury plc, technological advancement is an opportunity as well as structural challenge.
Sainsbury has a multichannel system, i.e., online grocery and Argos integration, which demands advanced workforce planning and digital capabilities (Globaldata, 2023). The automation of warehousing and self-checkout systems eliminates part of the routine jobs and, at the same time, creates more jobs in the field of data analysts, digital engineers, and omnichannel specialists. This change causes an issue of rebalancing skills: the current employees might have insufficient skills to operate in digital advanced retailing.
[bookmark: _Toc222573588]Talent Acquisition and Retention
The labour market in the UK is very tight, especially in the customer-related industries. According to the Office for National Statistics, the level of vacancies in retail and hospitality has been continually high after the pandemic, whereas voluntary turnover has grown in service occupations. Sainsbury has a workforce of more than 148, 000 employees, which means that it is under constant pressure to recruit and retain competent employees in large numbers (Reynolds et al., 2015).
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Image 1: Talent Acquisition and Retention
Retail employment is frequently typified by comparatively low increases in wages, unfriendly hours, and diminished career development, all of which lead to retention issues. According to industry statistics, turnover of employees in the frontline positions can be as high as 30 percent every year in the UK retail industry. High churn not only adds recruiting expenses, but it also interferes with the quality-of-service provision and puts an extra burden on HR departments (Al-Suraihi et al., 2021).
Employer branding and employee value proposition (EVP) are thus emerging as important strategic tools. Sainsbury has been investing in colleague wellbeing programmes and internal career development routes but the threat of competition by logistics companies and gig-economy employers has been growing. Flexibility, development prospects, and purposeful employment are the most important to younger workers in particular. 
[bookmark: _Toc222573589]Diversity, Equity, and Inclusion (DEI)
Diversity, Equity, and Inclusion (DEI) has ceased being a compliance concern and has emerged as a strategic performance driver in organisations in the UK. Employers are legally bound to adhere to the Equality Act 2010 (NHS England, 2023). Studies by McKinsey have always indicated that businesses that rank in the top four quartiles in terms of ethnic and gender diversity are more likely to perform better than those that do not, which supports the business case of DEI (Dixon-Fyle et al., 2020).
In large firms such as Sainsbury, the diversity of the workforce is comparatively high in entry-level positions, but in the top management pipelines, this balance is frequently lower. In HR management, the challenge is no longer on policy statements but on quantifiable outcomes of inclusion. This encompasses the inclusion of objective recruitment procedures, open promotion guidelines and integrative leadership skills. Otherwise, it may result in reputational damage, a lack of employee engagement, and legal liability.
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Image 2: Diversity, Equity, and Inclusion (DEI) (Dixon-Fyle et al., 2020)
DEI initiatives that are implemented in the most strategic way, however, have the potential to build employer brand and increase innovation based on cognitive diversity and customer alignment in a multicultural UK market. Therefore, DEI needs to become a part of sustainable HR planning, and not a separate compliance practise. 
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[bookmark: _Toc222573591]Technological Advancement Practises
In order to address the urgent digitalisation, J Sainsbury plc, along with other UK retailers, is turning to HR analytics, e-HRM services, and systematised reskilling initiatives. HR analytics will allow making evidence-based workforce planning through the analysis of turnover, productivity, and skills gaps. According to studies in the industry, organisations with advanced people analytics are able to enhance their recruitment effectiveness by up to 20 percent, which means that it has a high potential value (Danielle, 2025). In the case of Sainsbury, analytics are used to predict its workforce of more than 148,000 employees (stores, logistics, and online).
E-HRM systems also simplify the HR procedures of recruitment, performance management, and employee self-service. Such systems decrease the workload of the administration and enhance data precision. The issue of upskilling and reskilling programmes is particularly urgent due to the increased automation. Sainsbury has been investing in the development of digital capability associated with its omnichannel strategy. The UK retail industry demonstrates that the internal mobility of companies that invest steadily in reskilling is up to 30 percent higher (VBeyond Corporation, 2025). However, the effectiveness of training requires the involvement of the employees and the support of the managers. 
[bookmark: _Toc222573592]Best Practises to Enhance Talent Acquisition and Retention
In modern HR practise, there is a heavy emphasis on employer branding, flexible working, engagement programmes, and total rewards programmes in an attempt to battle high turnover in retail. Sainsbury has reinforced its employer value proposition by means of wellbeing support, colleague discounts, and career step structure. This is in line with broader evidence in the UK, which reveals that organisations with good employer brands can save up to 50 on cost-per-hire. 
The flexible working policies have gained specific power after the pandemic. Store chains with predictable schedules and flexibility in part-time also record better retention with younger employees and parents.  The most common methods of enhancing morale are employee engagement efforts, which can be in the form of frequent pulse surveys and reward programmes. Highly engaged teams are able to provide 21% greater profitability (Gallup, 2025). However, occasionally the engagement programmes have the problem of survey fatigue and lack of visible follow-through, and it can cause lack of confidence when the feedback is not converted into action.
[bookmark: _Toc222573593]Practices Supporting DEI
In a bid to enhance Diversity, Equity, and Inclusion (DEI), large employers like Sainsbury are adopting more and more inclusive recruitment, bias-free selection methods, diversity training, and employee resource groups (ERGs). According to investigations by the UK Chartered Institute of Personnel and Development, shortlisting fairness is likely to increase by about 30% when anonymised recruitment is used (GOV.UK, 2025).
Inclusive leadership training programmes, as well as bias-awareness training programmes, are also common. Such efforts may enhance managerial sensitivity and psychological safety, but there are indications that a one-off training does not have long-term behavioural effects except when supported by accountability measures and leadership exemplification. 
Irrespective of these strengths, DEI initiatives are usually associated with measurement problems. Representation that is not culturally changing can result in compliance instead of inclusion. Also, the frontline retail setting may find it difficult to allow employees to train and take part.
Thus, modern DEI practises offer a solid structural basis but their effectiveness would be limited to a long-term commitment of leaders, open metrics, and incorporated into the core HR and operational decision-making.
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[bookmark: _Toc222573595]Role of Departmental Managers
In J Sainsbury plc, the departmental managers have a central role of converting the corporate HR strategy into day-to-day operation. As the HR establishes the direction of policy, line managers determine the employee experience in terms of scheduling, performance discussions and team development. It has been shown in the evidence of CIPD that up to 70% of the outcomes of employee engagement depend on the line managers, which indicates that they are strategic (CIPD, 2021).
It needs a high level of managerial accountability to be implemented. Managers should not be familiar with HR initiatives, like digital upskilling or inclusive recruitment, but should also be the ones to integrate them into the store and logistics operations. The important capabilities are therefore communication and change leadership. In an organisation with over 140,000 colleagues, messaging inconsistency or poor local leadership can destroy HR programmes centrally designed within a very short period of time. Therefore, the departmental managers will have to be operational leaders and people champions.
[bookmark: _Toc222573596]Ensuring Urgent Implementation
In order to achieve timely implementation, organisations normally use performance management systems that are associated with explicit KPIs. In Sainsbury, the employee turnover, absence rates, diversity representation, and training completion can be integrated into the managerial scorecards. Studies have shown that organisations that relate HR measures to managerial performance evaluations have up to 25 percent quicker implementation of people initiatives (Tessema, Yang and Chen, 2025). 
Urgency is also dependent on culture and commitment of senior leadership. When store managers are seen to be prioritising wellbeing, inclusion and skill development, the adoption of these measures at the frontline is enhanced. In the absence of this overt sponsorship, HR efforts will be seen as administrative and not strategic priorities.
[bookmark: _Toc222573597]Barriers and Risks
In spite of the obvious frameworks, there are multiple obstacles that can be used to prevent the successful implementation. The issue of resistance to change is still prevalent in the retail industry, especially among long term employees who have been used to traditional working practises. The increasing pace of digitalisation and automation of processes may be an additional cause of anxiety over employment.
Another significant threat is the lack of resources. Grocery retail in UK is on low margins-2-4% operating profit- that constrains managerial time and training budgets (Sayad, 2022).  There are also skill gaps amongst the managers. There is a great number of retail line managers who are offered promotion based on operational prowess and not on people management expertise. According to the CIPD surveys, approximately 40 percent of the line managers in the UK state that they lack training on managing performance and inclusion. When short-term sales goals take over the decision-making, the long-term HR objectives will be sidelined. 
[bookmark: _Toc222573598]Suggestions to successful Implementation
There are a number of practical actions that are suggested to enhance implementation. To start with, Sainsbury should incorporate people-oriented KPIs, including engagement rates and diversity indicators, in the managerial performance review, and hold individuals responsible at the store and regional levels. Second, there should be an increase in a structured capability programme of line managers that is based on digital literacy, inclusive leadership, and data-driven decision-making. Third, there should be increased governance mechanisms. It can be provided by regular executive control (with the help of real-time HR dashboards) to detect problematic areas.  Lastly, there should be a continuous improvement strategy. It will be beneficial to have feedback loops between employees and managers, pulse surveys and listening forums, which will aid in refining implementation in the long term. The integration of a high level of managerial ownership, effective monitoring, and continuous capability building can enable Sainsbury to speed up the process of transforming HR strategy into sustainable organisational performance. 





[bookmark: _Toc222573599]Recommendations
Integrated digital HR systems should be a priority at Sainsbury to enhance workforce analytics and allow for quicker and more evidence-based. Structured upskilling and reskilling programmes need to be invested in in order to bridge the capabilities gaps that automation causes. To increase retention, the company needs to increase employee value proposition by offering flexibility in working, better total rewards and better career paths. The DEI should improve at a faster pace through bias-free recruitment technology and quantifiable diversity objectives. Lastly, enhanced line-manager competency and accountability pegged on KPI will provide uniform implementation. These steps will help in making the workforce resilient, enhancing engagement and sustainable organisational performance in the long run.















[bookmark: _Toc222573600]Conclusion 
This report has critically analysed the main HR issues that have impacted Sainsbury, such as technological progress, acquisition and retention of talent, and Diversity, Equity and Inclusion (DEI). As the analysis reveals, the speed of digitalisation, the stringent labour market situation in the UK, and the increasing demands on an inclusive workplace are transforming the strategic HR priorities. Modern HR practises (HR analytics, flexible work, inclusive hiring, and others) have quantifiable advantages yet need powerful management implementation. In general, contemporary HR competence is no longer a support but a business driver of sustainable performance in the highly competitive UK retail industry.
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