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[bookmark: _8a9obl1trksm]Introduction 
People management in business holds a significant position. It is an inseparable part of the business that cannot hold on to its business practices properly and make timely deliveries. The organisation has specialised figures and a department called human resources that takes care of this aspect for the organisation and helps in creating an impact on the market and business. However, the business conditions are rapidly changing due to the implementation of technologies, dynamic changes in talent acquisition practices, and diversity, inclusion, and equality frameworks. Like any other company, Sainsbury’s is also facing challenging situations due to these changes in the business field (Armstrong and Taylor, 2023). In this report, these key factors of business that are subject to change will be discussed using examples from Sainsbury’s practices. Then the contemporary HR practices of the company will be discussed, along with the role of departmental managers in such a changing situation. Lastly, a few recommendations will also be provided for the company. 

[bookmark: _ve2cw1xd2o3e]Explanation of Key Factors 
Adapting to Technologies
This is the era of technology. Companies are rapidly adapting to technology. Sainsbury’s, as one of the top competitors in the UK retail industry, also has to adapt to technologies such as AI, cloud computing, and IoT, etc. These technologies are really useful for a company this big to handle operations more effectively. The use of technology has helped Sainsbury’s in streamlining operations and increasing sales availability. It has also implemented data-driven decision-making, supported employee growth through enabling them with the opportunity to upskill, and also it has supported the company in its aim to reduce its carbon footprint (J Sainsbury Plc, 2026). Sainsbury’s was able to reduce scope 3 emissions through the use of the technologies. But the implementation of technologies also subjected them to challenges like data protection issues that had put the reputation of the company at stake. The AI bias in the recruitment process has also created issues in proper talent acquisition and talent management. The skill gaps due to the implementation of these technologies are one of the main issues that are creating resistance among employees of the company, which is slowing down the adoption rates of such technologies (Oliveira et al. 2025). 
Talent Acquisition and Retention
Talent acquisition is one of the main operations that HR takes care of. They align the purpose of the organisation and job requirements with the talents they get from candidates who come for interviews. This helps the organisation have talented and skilled candidates as employees whose mindset aligns with the core purpose of the organisation. The acquisition of talented employees helps in enhancing the company's performance. But talent is scarce in the market, and the competition for skilled and talented candidates is fierce in the market, which makes it challenging for HR to prepare a value proposition for the employees (Mendonça, 2025). The continuous cycle of employee turnover and appointing new employees in their place can put a strain on profit percentages, which can be seen in the case of Sainsbury’s. The payment plays a significant role in this case; if the salaries and benefits are not up to the mark, then the employee can feel trapped and not satisfied with the job, resulting in a lack of work engagement and eventual job turnover. For Sainsbury’s, Aldi and Lidl are main competitors in terms of pricing. In such a case, it becomes difficult to maintain a steady, functioning team in the organisation (Butler, 2026).
 
Diversity, Equity, and Inclusion (DEI)
Diversity, equality, and inclusion are one of the main aspects of discussion in modern business. The policies around it have been imposed to allow employees to have equal rights and opportunities in the business despite their culture, race, and origins. The discrimination that arises because of that unequal treatment in the organisation. Sainsbury has taken the initiative to include 50% women and 15% ethnically diverse people. Sainsbury’s also addresses the pay gap issues carefully for the well-being of the employees. The company has also introduced networks like ‘Inspire’ (gender) and ‘We Care’ (Careers). This has helped the company to connect with the diversity of the customers and understand their needs better. The leadership has also been affected by the DEI initiatives of Sainsbury’s. The former CEO, Simon Roberts, and Chair, Martin Scicluna, got awards for their contribution in this aspect (Sainsbury Plc, 2026). This has also enhanced employee engagement in employees.  81% of the employees in Sainsbury’s feel safe in the workplace. This shows social and economic resilience for the company that has significantly affected the business. But maintaining DEI policies can intensify the issues of equality and fairness. This can create biases in talent acquisition and opportunities. These can create issues for the global operations of Sainsbury’s (Berman et al. 2023). 

[bookmark: _xoynzye0j0j]Evaluation of Contemporary HR Practices 
Digital HR systems and workforce analytics
Technological implementation in the practices of Sainsbury’s has exceptionally helped the HR practices around performance management. The company has implemented enterprise-grade HR analytics tools in its system, such as Oracle HCM and SAP ecosystems. These aspects help them in planning an effective workforce, maintaining payroll, and performance management. Sainsbury’s uses the Electronic Point of Sale (EPOS) device and footfall data to understand the needs of employees in a specific area every 15 mins (J Sainsbury Plc, 2026). This helps in effective customer management. This system helps in automatically calculating the benefits of the employees from the pension, payroll, to the discount schemes, etc. This aspect also helped the employees in understanding their shifts, swaps, and total rewards checking. This makes it easier to carry forward conversations. This has created transparency and helped in the enhancement of the performance of the employees in the company. But the company used to work with the legacy system, which is being changed into the centralised changes. It can take multiple years and changes in the system to avoid discrepancies in the payroll and rostering system of the company (Payne et al. 2022). 

Employee engagement and retention strategies
Employees are important components of the operations of Sainsbury’s. The company takes good care of the well-being of the employees in the company. The company provides flexible working hours, has a robust mental health management system, and a performance-based reward system. The company's reports show that it has 15% year-on-year sales growth due to employee engagement enhancement. This helps the company create a balanced work-life for the employees. There are part-time, full-time, and generous parental leave facilities for the employees, keeping them motivated for work. Sainsbury’s also cares about employee well-being and has been recognised as Tier 1 in mental health support for employees (Mendonça, 2025). 73% of the employees in Sainsbury’s think that the manager takes an interest in their well-being genuinely, and 11,000 line managers of the company have completed the Mental Health Awareness training. This creates an inclusive culture for the employees in the company, keeping them motivated. It also enhances the performance of the employees. But the consistency in employee engagement is quite difficult to manage within a company this large. Wage pressure might create issues for the company in keeping the employees motivated and engaged with work. The staff demands can overshadow the HR initiatives of the company (Bridger, 2022). 

DEI policies and leadership development initiatives
DEI initiatives are fiercely maintained at Sainsbury’s. The company works globally, exposing it to diverse working conditions due to the presence of diverse customer bases. The UK government also enforces these policies strictly in the business aspect. The company has set its goal for 2028 to have 50% of women in job roles, also in managerial posts. Currently, the company has 42% of senior leadership roles and 11.7% of senior management roles held by women, making it one of the prominent companies to support women's careers and development. The company is also known for giving fair chances to certified disabled candidates; they have an ‘Offer an Interview’ initiative to help them show their credentials. The company also has frameworks like "Moments that Matter", which allows the managers to show fairness despite race, ethnicity, culture, or colour to the candidates (Sainsbury Plc, 2026). The data-driven accountability of Sainsbury’s allows the leaders to have actionable insights on how the representation goals are performing. Through constant efforts and practices, the company has created a benchmark in DEI initiatives in the industry. The resources are utilised in the company in a structured way so that the company can reduce unconscious biases from the system and create an inclusive culture. Though the number of female leaders has increased in the company, maintaining other minority representation across all operations has posed significant challenges. The consistent maintenance of these practices for a long time is also challenging, and structural barriers can also pose threats to these practices (Metcalf, 2025). 

[bookmark: _9pglloo3vavs]Critical Evaluation of Managerial Implementation 
Leadership accountability: People management should be treated as the core operational process by the line and departmental managers; only then can the process implementation be fruitful. There should be a regulation to put accountability on the line manager for the performance of the employees. This will make the manager take the initiative of team engagement and retention metrics. The frontline manager must adapt to the ‘leadership performance expectation’ so that they can act as the role model they are supposed to be for the employees and motivate them to adapt to the practices (Mendonça, 2025).
Communication strategies: Sainsbury’s is a supermarket that undergoes supermarket operations where there are a lot of employees within the chain of command. Localised communication is needed for such operations. There should be digital technology and tools to enable them to properly interact with each other and the managers. It creates efficiency and delivery effectiveness for the company. The policies of psychological safety, transparency, and everyday feedback can be helpful for the managers in this case to properly implement the communication strategies (Courchesne et al. 2024). 
Monitoring and performance measurement: The monitoring of performance by the line managers is important as it can affect the whole team and their performance as well. Sainsbury’s managers have implemented platforms like ‘AdvisarPlus’ so the managers can seek help from it to manage the performance of the employees effectively and independently. This real-time tracking of the employees and their activities will allow the employers to monitor absences, skill gaps, and turnover rates. This will allow them to properly implement strategies to manage them (Mendonça, 2025). 
Organisational culture: Sainsbury’s follows a corporate culture that supports the empowerment of the employees through inclusivity and colleague welfare. The managers here should incorporate flexibility in working hours and encourage employees heavily so that employees can work and contribute to the well-being of the company. For this, there should be an open and inclusive environment in the organisation for the employees to work properly (Courchesne et al. 2024). 
Barriers to implementation: The initiatives of Sainsbury’s line management to incorporate these policies can face barriers due to the presence of time constraints and the heavy workload. Initiatives like this should take time to incorporate properly into the operations, and without this, the company can be faced by the company. Then there is change fatigue and disagreement among employees that can make employees resist the changes. This resistance can be because of the skill gap or the uncertainty of employment. These issues are the main issues for line managers in adapting to the said initiatives (Sepawi, 2023). 
[bookmark: _82lfoju0kgc9]Conclusion and Recommendations 
The above discussion showcases Sainsbury’s and the HR practices that have been helping it in effective people management. Sainsbury’s has shown its exceptional credibility in this department through its hard work and efforts. However, some challenges need to be addressed. 
Recommendations
Time constraint and workload solution: Time constraints are a significant barrier for the employer, as they can create barriers in employee engagement practices. The company can implement Digital tools and help the managers with them so that they can use them to do the administrative tasks for the company. Then they will have enough time to focus on employee engagement and development initiatives (Rustiawan et al. 2023).
Solution for the Change Fatigue and Disengagement: The change fatigue can affect the employees heavily, in making them create challenges for the company. In this case, the managers should implement executive leadership in a top-down order. This will show how committed they are towards the initiative and make employees inspired to take the risk (Saeed and Al-Sudani, 2025). 
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