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[bookmark: _Toc237109291]1. Introduction
Sainsbury's plc is one of the supermarkets leaders in the United Kingdom with activities in same stores, convenience stores, e-services, online retail and any businesses associated with them. The company has more than 140 000 employees and HRM plays a crucial role in providing quality customer services, operational efficiency and sustainable competitiveness (Butterfield, 2023). Rapid change in the retail sector is also creating a challenge for Sainsbury's, with the company's diverse customer needs, expectations of diversity and inclusion, and the need for multi-skilled staff and digital technology impacting on the needs of its workforce.
In this report, three contemporary Human Resources (HR) related challenges that Sainsbury's is facing are examined: Remembering technology and technology; Sourcing and retaining skilful employees and Changing diversity, equity and inclusion (DEI). It assesses suitable HR strategies to respond to these areas and the possibility of departmental managers being able to put these strategies into practice. Finally, recommendations are made to improve the skills of the organisation, their involvement and improve the long-term performance of the organisation.
[bookmark: _Toc237109292]2. Key Organisational HR Issues
[bookmark: _Toc237109293]Technological Advancement
It's an era where technology has been clearly established in the trading economy. Sainsbury's' is increasingly utilising its stores, its online channel, digital customer service, its database marketing and more and more automated supply-chain and operational processes. There have been significant opportunities that have arisen with the rise of artificial intelligence, data analytics, automation, digital retail, and skills that are required of employees have also been transformed (Amor, 2023).
Thus, there is a tremendous demand to develop digital capability – and these are among some of the biggest issues in HRM sector right now. Retailers are currently trained to work in the conventional retail industry, but may need to learn how to operate in new retail systems, as well as the digital processes and data-driven decision-making (Argyropoulou et al., 2023). Managers need to ensure that employees won't be left with a wide gap in their technological skills between those comfortable, and more not-so-comfortable, with the new technology.
Electronic technology can also have a negative impact on employees' worries. There could be anxiety over job security as workers begin to be replaced by technology, and privacy issues and an increase in workload when increased surveillance and data gathering is introduced. Thus, technological change cannot just be seen as an IT venture. Training, communication and change management is also essential for it and is a people management issue (Paranada, 2023).
[bookmark: _Toc237109294]Talent Acquisition and Retention
For a large retailer, talent acquisition and retention is a critical issue since the performance of the operations relies on having enough skilled employees with the appropriate expertise in the store, in logistics, IT, digital operations and management. Recruitment may be tough if the company lacks skilled employees and losing staff leads to the upsurge in recruitment and training expenses, which may have an adverse impact on customer service (Mackenzie et al., 2024)
The role of pay will therefore not be the only element for Sainsbury's to compete on, they will need to compete on progression opportunities, employee experience, wellbeing, organisation culture and career development as well. Having the sense of being valued for employees' contribution and can develop their career for long term in the organisation makes them more likely to stay (Chew, 2024). Reward is also one of the vital mechanisms to retain. Sainsbury's has kept its colleague hourly wages higher, and has added an additional increment from March 2026. However, there are aspects of salaries which cannot assure retention (Madede et al., 2024). 
[bookmark: _Toc237109295]Diversity, Equity and Inclusion
Sainsbury's also have a challenge around Diversity, equality and inclusion within HR as these communities are diverse in Sainsbury's presence in the UK. An organisation can thus enjoy a diversity of employees, recognizing their needs and customers, and can present different perspectives on the business for decision making. Though diversity in recruitment doesn't necessarily mean equality of opportunity in management and leadership (Kennedy and Snell, 2025). 
Sainsbury's has objectives in place for representation and specifically aims to appoint a female to positions of leadership and management and for diversity, they wish to appoint ethnically diverse individuals. 
With all these advances, however, the problem is sustainability – or, putting it another way, inclusion should be an integral part of everyday business and management – not a HR program. Sainsbury's reported that women held approximately 42% of senior leadership and management roles and ethnic minority staff were less than their target for 2028 (Mendonça, 2025). 
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Digital HR and Workforce Analytics
Sainsbury's must do more to leverage the use of electronic HR technology, and people and employee data. It can assist you in identifying trends for the entire employment process, workers turnover, absenteeism of your employees, training requirements and workforce gaps. Managers can then make its use for them as evidence rather than going with their gut.
The main advantage is enhanced work holders management. For example, assuming that management notice that the employee turnover at a particular outlet is high, they might go to the store and discover the answer to whether the operation is making money from employee pay, employee scheduling troubles, management reputation and performance, or employee workload/careers advancement (Lambie-Mumford and Kennedy, 2025). If too many assessments are used for marking teachers' performance, it may be tempting to overlook the positive feedback that a teacher has received. Data should be considered as an aid to decision making, rather than the decision maker.
Digital learning platforms have to be augmented to offer flexibility for access to technology, AI, data and leadership development for employees. Sainsbury's already has platforms and learning program for its employees, has mentoring and sponsoring program.
Strategic Workforce Planning and Employee Retention
Strategic workforce planning should be focused on matching future skill requirements of the business and workplace with current skills of its workforce. Sainsbury's can help prevent scarcity as they can scout, develop the skills and opportunities and train employees themselves several years before the positions are introduced.
Retention assistance to Career. Staff need to know what skills are needed to develop and move on to more senior, supervisory, managerial and specialised jobs. Minimising reliance on outsourcing – this can be achieved through using apprenticeships, graduate schemes and mentoring and through internal recruitment.
Sainsbury's already has these types of leadership development in place, including Accelerate YOU (ethnically diverse talent) and apprenticeships along with a Graduate programme. These approaches could enhance the retention rate, as workers are able to envision a future with the company.
However, if only top-notch staffers can be part of a development programme, the programme may be ineffective. In summary, development opportunities need to be communicated and accessible to every position, role and type of employee, and managers should ensure this.
Inclusive Recruitment and Leadership Development
Sainsbury's should continue on with their inclusive recruitment method of structured interviews, mixed recruitment panels, objective measures of selection and examining recruitment data. These practices can help mitigate unconscious bias and can lead to a more consistent recruitment process (Sainsbury, 2026).
It is no less important about developing leadership as it is about recruitment because recruiting is not enough to generate representation at the top level. Mentoring/sponsoring/career pathing opportunities for employees from marginalised groups should be in place.
Sainsbury's already has established networks of colleagues and further enhances the use of voice and inclusion in the workplace. These networks can assist managers to gain insight into workplaces obstacles that may not be seen in traditional data on the HR field (Winton et al., 2026).
However, DEI efforts need to bring about tangible results in the organization. People who have trained or created a social networking will not guarantee behavioural change. 
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Department managers are directly involved in the implementation of Sainsbury's HR policy and therefore are in an important position to translate the policies into effective HR practice. While HR can formulate suitable strategies for technological development, talent retention and diversity, managers' compliance with this is crucial to the success of these strategies (Al-Kindy et al., 2026). Therefore, manager's accountability, effective communication, monitoring and culture are of great importance if it is to be effective implemented.
Firstly, the responsibilities of leaders should be repeated. Managers should have clear employee development, engagement, retention and inclusion development roles. Human resource planning goals should be embedded in the managerial evaluation practices, in addition to the operational goals. This would motivate managers to view employee development and DEI as business issues, instead of a business activity in HR (Kennedy and Snell, 2025). Too many performance targets, however, would lead to overstressed management and thus the objectives should be realistic and take into account routine obligations.
Secondly, communication is an important aspect in particular when introducing technological change. Discuss with staff new technologies to ensure processes are understood, explained and highlight changes to their role and training and support provided. Two-way communication will be better than managers telling employees about the decision, as it will help them identify problems and/or resistance at an early stage. In this context, the employees should have the opportunity to raise questions, share their responses and make suggestions to improve (Mendonça, 2025).  Effective communication can boost confidence, while inadequate communication can foster doubts and issues when implementing technology.
Thirdly, measurable indicators should be adopted for the implementation of the clear measure. The Sainsbury’s managers would be able to track employee turnover, availabilities to promotions, training rate, employee engagement, recruitment measures and representation of various employee groups at management level. If the managers could get a sense of certain areas that are underperforming, corrective steps can be taken on these by regular monitoring. But employee experience primarily cannot be measured by quantitative measures. This information will also be supplemented via staff surveys, feedback sessions and 1:1 discussion together with the workforce data to enhance the likelihood of improvement to working practices (Lambie-Mumford and Kennedy, 2025).
Fourth, HR strategy needs to be reinforced by the organisational culture. Managers need to demonstrate inclusive behaviour during the recruitment process, in appointments, on performance, through recognitions, and/or promotions. If you can follow-up on your employees' confidence with actions from immediate managers, they'll be more likely to feel your commitment. This implies that trainers need to be given the right card to be able to train the manager in inclusive leadership practices and management of persons.
There are a number of potential implementation challenges. Operating pressures may be one of those factors that may drive a manager to meet staffing and sales requirements instead of developing staff. New technologies may not be adopted because employees are concerned about losing their jobs or unknown processes, and the cost of employee training can also be a barrier to implementing new technology. These barriers can be reduced through the gradual roll out of the strategy back to the community, training managers and communicating, and designing effective workforce planning (Winton et al, 2026). 
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Five key steps should be taken by Sainsbury's.
Strengthen digital skills planning. The organisation should identify existing staff skills and needs in relation to the future demand for AI, data, automation and digital retail and aim to train staff in areas they are missing.
Secondly enhancing the in-house career development ways. Clearly defined pro-typing pathways with mentoring scheme, Apprenticeships, Development programmes and opportunities for employees to progress within the business. This will assist in attracting more and save on hiring outside of the house considerably.
Last but not least, take managers to task for the results of people. Engagement, turnover, development, and diversity, equity and inclusion indicators should be factors in managerial performance reviews.
Fourth, improve the effectiveness of the use of evidence for monitoring recruitment. An analysis of recruitment data should be carried out periodically to ensure that there is no disadvantage for any group in recruitment, selection and progression.
Fifth, engage employees' voice in decisions. Identify workplace challenges and staff reactions via colleagues’ surveys, listening sessions, employee’s networks, and have them translated to specific action items for the department that can be measured.


[bookmark: _Toc237109299]6. Conclusion
The retail environment in which Sainsbury's operates is extremely competitive, and now addresses four main issues: technological change, talent management, diversity, equity and inclusion (DEI), etc. Any technology change has to be accompanied by ongoing digitalization and analytical capabilities, while talent acquisition and retention has to be associated with the offer of a competitive salary and the value of people's labour and life trajectories. Unfortunately, DEI must not only be the source of diverse talent, it must be a source of equal development and progression.
There are a number of practices in place at Sainsbury's which are applicable to this, including: digital learning; leadership development; colleague networks; inclusive recruitment programmes; and future-skills programmes. However, these efforts will only be effective if they are carried out by the manager. Managers need to be responsible for the outcomes of people, effectively communicate change, intelligently use workforce data and develop inclusive workplace cultures. 
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