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Abstract
In today’s competitive time, it is essential to analyse the relationship which is seen between the recruitment process and retention rates. This concentrates towards the recruitment process followed at the retail corporation, Sainsbury. This research paper looks after analysing the impact of the recruitment process towards overall job satisfaction at Sainsbury. This paper is going to highlight the disadvantages that have been associated with the recruitment process followed at Sainsbury and how further mitigation strategies can be adopted. The significance of this research paper is shedding light on the practises followed in the recruitment process of Sainsbury. For analysing the objectives of the research paper, there is going to be an adoption of qualitative research methodology which is going to undertake primary as well as secondary data collection approaches. Under the primary data collection approach, there is going to be an interview session undertaken by 5 employees belonging to the HR department of Sainsbury. There will be an involvement of 12 open-ended questions to comprehend the objectives of the study. Under the secondary data collection approach, there is going to be analysis made on different research papers. The results that are going to be undertaken from the interview sessions are going to highlight the loopholes in the requirement process and analyse how those drawbacks can be managed towards bringing in better job transparency.
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[bookmark: _heading=h.2et92p0][bookmark: _Toc169472154]Chapter 1: Introduction 
[bookmark: _Toc169472155]1.1 Introduction 
The recruitment process in a Multinational Corporation focuses on identifying talented individuals who can add value and take responsibility for the position they are recruited for. The rate of retention in an organisation is specified by the percentage of employees who have worked for or remain in the company over a specific period. The relationship between the recruitment process and the rate of retention depends on several factors such as cultural values social factors workplace environment performance management employment satisfaction and many more. In this research, the employees of Sainsbury will be assessed concerning the recruitment strategy and the retention rate in the company (sainsburys.co.uk, 2024).
[bookmark: _Toc169472156]1.2 Background 
In the United Kingdom, the selection and recruitment process of companies like Sainsbury is different from other countries as multiple rounds and processes are done on the interview to optimise their performance, cultural aspects, skills, knowledge, and many more. As the company have multiple competitors the recruitment process is difficult and extremely professional and Sainsbury recruits candidates with the best qualifications and experience so that they can add value and match with the environment and cultural aspects of the company (Pantano et al., 2021).
[image: ]
[bookmark: _Toc163596287]Figure 1.1: number of employees in the company
(Source: macrotrends.net, 2024)
The above figure highlights the number of employees in the company Before and after the COVID-19 impact as Sainsbury faced huge losses during the covid 19 due to the pandemic situation in the United Kingdom (macrotrends.net, 2024). In recent reports, it has been seen that Sainsbury's employee number has declined by 10.72% from 2022 to 2023. In this current phase, Sainsbury has been facing challenges regarding customer loss which has directly impacted their profit margin and revenue and due to that reason, most of the employees have changed their company which affects their retention rate in a global platform (macrotrends.net, 2024). 
Recruiting talented and experienced employees on board can create a positive influence on the company's operation and performance. Valuing the employees in an effective manner can help the company by increasing retention rate which is not properly managed by Sainsbury at this stage and they are losing both customers and employees in the market. 
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[bookmark: _Toc163596288]Figure 1.2: Sainsbury’s current condition concerning awareness, popularity, usage, loyalty, and buzz 
(Source: statista.com, 2024)
According to the above-shown image, the company Sainsbury has been operating well in the market due to the presence of global competitors with a similar range of products and prices (statista.com, 2024). The company Sainsbury has also faced challenges due to the mismanagement of the reward system which encompasses the employees having limited involvement in the processes and choosing to leave the company for better opportunities. The company’s recruitment strategy is not properly matched with the retention rate due to their performance management system and the employees are not getting value bonuses and rewards as per their need from the company (Chowdhury, 2022). Sainsbury is a well-established multinational retail chain whose recruitment process aims towards identifying candidates who have the necessary skills to perform well as per the company’s culture and values. The quality of hiring is based on the culture and values of the company as this helps in managing the retention rates of the employees. The candidates that align with the values and culture of the company are likely to be with the organisation for a long period of time as they feel satisfied in their jobs. A well-structured recruitment process has been leading towards positive candidate experience which affects the job satisfaction rates. As per the survey conducted by Glassdoor, 86% of candidates hesitate to apply to organisations that have negative reviews about the recruitment process of the organisation(Glassdoor, 2019). The retail companies of the UK need to align their recruitment process as per their organisational values as this can only lead towards employee satisfaction and that has been followed accurately at Sainsbury. One of the research by Indeed has found out 64% of the employees have been valuing their company culture and that is why, they are associated with their organisation for a long period of time (Indeed, 2023). These employees are happy with the competitive packages and benefits given by the company. Hence, this highlights that a company's culture needs to work with its own ethics, values, and work practices, and the most important element is that the firm needs to provide what employee looks for. This can lead to reduce its retention rate(Nguyen, 2020).
[bookmark: _Toc169472157]1.3 Problem Statement 
The major problem that is faced by the company Sainsbury is the employee retention rate, and the number of employees declined by 10.72% from 2022 to 2023, which is very high considering the number of stores and customers Sainsbury has (macrotrends.net, 2024). In the last year, 46.15% growth has been seen in the increasing number of employees which is a positive sign of a healthy recruitment and retention rate for the company (macrotrends.net, 2024). The company also needs to focus on recruiting talented and knowledgeable individuals who can add value on board and create new opportunities in the market which can make a competitive advantage and also increase the retention rate of the company. 
As per the reports, the employees of the company Sainsbury have been facing challenges regarding performance management and they are not getting proper bonuses, rewards, and others which can improve their performance and motivate them to work better for the company. Currently, Sainsbury owns 16% of the market share in the UK supermarket and that needs to be improved with the help of recruitment strategy and retention rate processes (Smith, 2023). By forming a healthy relationship between both processes Sainsbury can create a positive influence on its growth and development in the United Kingdom and that can also enhance the performance management system and retention rate which are considered the major problems at this stage (Newing et al., 2020). The company should focus on improving the job satisfaction of the employees which can effectively increase the retention rate. The employees of Sainsbury are facing challenges regarding reward strategy and Employee motivation in the workplace which can be improved with the implementation of a performance management strategy (Thirusanku, 2021). In order to create a positive impact on the workplace, the company should focus on providing financial and non-financial rewards to the employees which can also help in mitigating the challenge of retention rate and also give a benefit to the recruitment strategy of Sainsbury.
[bookmark: _Toc169472158]1.4 Research Aim and Objectives 
Aim
The aim of the research is to analyse and investigate the relationship between retention rate and the recruitment process of Sainsbury.
Objectives 
· To evaluate the relationship between the recruitment process and retention rate regarding the context of Sainsbury.
· To analyse the impact of the recruitment process and rate of retention of job satisfaction
· at Sainsbury.
· To identify the possible drawbacks of Sainsbury’s recruitment process.
· To determine the mitigation strategies regarding these challenges in Sainsbury.  
[bookmark: _Toc169472159]1.5 Research Questions 
· What are the factors associated with the recruitment process and retention rate in a company?
· What is the impact of the retention rate and the recruitment process on the job satisfaction of the employees in Sansbury?
· What can be the possible drawbacks in the recruitment process of Sainsbury?
· What can be the mitigation strategies for the identified drawbacks in the recruitment processes of Sainsbury?
[bookmark: _Toc169472160]1.6 Significance of the Study 
The company Sainsbury need to improve their reward management and performance management system which can effectively help in improving the detention rate in the company as the employees are leaving the company due to poor reward management. The recruitment strategy and retention rate are connected to each other and both can provide different values to the organisation in terms of growth and development in their respective field (Forsat et al., 2020). On the other hand, Ali and Anwar, (2021) claimed that a poor reward system can affect the workplace culture, employee motivation, and job satisfaction and that is affecting the growth and development of Sainsbury in this current stage. This study can effectively derive the impact of appropriate recruitment strategy on the employee retention rate in a company like Sainsbury as it is a multinational company and the impact of declining retention rate results in their growth and development in the operation and performance metrics. This research paper is important as it highlights the relationship which is associated with retention rates and the recruitment process of Sainsbury. This is a crucial aspect in today’s competitive environment to analyse the ability of the recruitment practices and analyse the employee's expectations. Effective recruitment and retention factors have a direct impact on the overall organisation's performance. Hence, this research paper accurately focuses towards understanding how overall performance can be driven at Sainsbury and how the competitiveness of the brand can be enhanced. This research paper is applicable to highlight the significance carried by employee well-being through analysing job satisfaction and retention rates. This underscores the commitment made by Sainsbury towards positive work environment creation.
[bookmark: _Toc169472161]1.7 Dissertation structure

[bookmark: _Toc163596289]Figure 1.3: Dissertation structure
(Source: Self-created)
[bookmark: _Toc169472162]1.8 Summary 
This chapter is focused on the introduction of the research so that the readers can have an idea about the Research aim and objective along with the chapters the researcher will cover in the next. Based on the aim and objective the research will be done and the background of the research and problem statement has helped the researcher be on the right path and draw a conclusion based on the collected results. The significance of the research is already mentioned to increase the value and understanding.








[bookmark: _Toc169472163]Chapter 2: Literature Review
[bookmark: _heading=h.tyjcwt][bookmark: _Toc169472164]2.1 Introduction
In order to attract and retain talent in today's competitive business environment, companies like Sainsbury's Supermarket Ltd. rely on efficient recruiting methods. Human resource planning is a suitable strategy for meeting the timely expectations of both businesses and their consumers. Examining the difficulties encountered and methods used to overcome them, this chapter will assess the effect of Sainsbury's recruitment strategy on staff retention. Opportunities for workers with specialised abilities, impending retirements, and changes in organisation for training elderly staff are some of the variables influencing the planning process at Sainsbury's.
[bookmark: _heading=h.3dy6vkm][bookmark: _Toc169472165]2.2 Analysing the connection between Sainsbury's recruiting strategy and employee retention
In today's business world, companies compete on several revolutionary trends, including rapid product and technology advancements, shifting demographics, deregulation, globalisation, and the pursuit of information age trends. According to Sainsbury et al. (2024), companies are finding it harder to hold on to their best personnel as a result of the fierce competition in the industry. With new ideas, locations, and product lines, Sainsbury's expanded rapidly beyond its humble beginnings as a London dairy shop. Moreover, by the end of the twentieth century, Sainsbury's had expanded into Scotland, Wales, Northern Ireland, and the northern regions of England, solidifying its position as a genuinely national retailer Makhado et al. (2024).  
On the other hand, Spacey et al. (2024), found that to meet the demands of a rapidly expanding business, companies like Sainsbury's Supermarket Ltd. rely on a process known as recruiting to find, interview, and hire new employees. The two primary steps in the hiring process are creating a short list of candidates and then evaluating them. Heijkants et al. (2024), said to make a choice using a range of resources and methods that are suitable for the moment at hand. All of Sainsbury's tools should be certified and reviewed often to guarantee the company is trustworthy. 
[image: ]
[bookmark: _Toc163596290]Figure 2.1: Strategy of Sainsbury's
(Source: Makhado et al., 2024)
Several procedures are involved in human resource management. Among a company's many human resource management tasks, employee retention strategies rank high. Advertisements in newspapers, magazines, and other informational media often help Sainsbury's recruit managers and other upper-level staff. Hogan et al. (2023), stated that in today's business world, people are seen as the most valuable asset when it comes to helping a company reach its objectives. Therefore, strategic decision-making relies heavily on human resource management. Recruiting and retaining talent, providing opportunities for professional growth, establishing and enforcing incentive programmes, and fostering positive relationships between workers are all fundamental responsibilities of human resource management. In contrast, Lander et al. (2023) said, to achieve company objectives efficiently and at a reasonable cost, recruitment is essential for acquiring appropriately skilled staff.
Finding the best source, making the most of the best skills, keeping the company competitive in the process market, and maintaining pleasant workers are all goals of recruitment and selection. If businesses are serious about keeping their staff, they must adopt rigorous recruitment and selection processes. Attracting and selecting competent individuals to fill open positions within a company is known as recruitment (Synn et al., 2023). Finding the proper individual for the position is all about recruiting, and this matters for companies like Sainsbury since it affects their performance, customer image, and profitability. Retention refers to the practice of holding on to employees for a long time by a corporation like Sainsbury's.
[bookmark: _heading=h.1t3h5sf][bookmark: _Toc169472166]2.3 Impact of the recruitment process and rate of retention of job satisfaction at Sainsbury
Several benefits may accrue to a company from a well-executed hiring process, including: maximising the use of workers' abilities, simple instruction, keeping skilled workers on staff, Bringing fresh perspectives to the company, as well as useful details on the strategy of rival companies. Ofei et al. (2023), observed that as the second-largest grocery business in the United Kingdom, Sainsbury's exemplifies human resource management. To achieve long-term success as a business, it is crucial to keep the employees happy and engaged. Both are associated with employee turnover, which in turn costs money. It costs twice as much to replace an employee as it does for them to put in a day's work. This amount does not include the time required to locate, interview, and onboard an alternate. 
Maier et al. (2023), argued that with the use of staff management software, Sainsbury's now has a centralised, internet-based system that generates optimal schedules for all workers, meeting the anticipated demand for work down to the fifteen-minute level. It is the responsibility of the line managers to provide a safe working environment for their workers. Workers can operate the devices safely and efficiently thanks to the training they get. Every employee is required to adhere to all safety regulations and is equipped with the necessary safety equipment at Sainsbury's. Although both personnel management and HR management focus on managing people, the main distinction between the two is that personnel management is more classical and the latter is more contemporary.   Worldwide, 45 per cent of workers ranked meaningful work as the most essential organisational feature in 2023 (Statista, 2023). Other important factors that contribute to employee happiness at work are possibilities for career progression, company ethics, and pay. Bilderback and Miller (2023), said that effective management of human resources is critical to any company's success. Every business, to meet its objectives in an ever-changing global market, must staff up with human resources professionals to handle the inevitable day-to-day problems. Management of human resources is one of a company's most precious assets. 
[image: ]
[bookmark: _Toc163596291]Figure 2.2: Leading job satisfaction factors globally, 2023
(Source: Statista, 2023)
Management of human resources covers a lot more ground than management of people directly. The people management style places a premium on long-standing conventions and practices while failing to adequately monitor them. Thai et al. (2024), stated that Sainsbury’s has been around since 1869, and there are now over 1200 outlets in the UK. With a workforce of over 161,000, it provides consumers with first-rate goods and services. It has a commanding presence in the industry thanks to its top-notch human resource management staff. HRM, on the other hand, adheres to its own rules in a way that prioritises organisational goals in exchange for improved employee performance.
[bookmark: _heading=h.4d34og8][bookmark: _Toc169472167]2.4 Identification of the possible challenges of Sainsbury’s recruitment process
High Volume of Applications:
The Company uses the system for decision-making to make choices about marketing and finances that will increase sales by maintaining the brand's quality and image and attracting new customers. One of the primary challenges for Sainsbury’s recruitment process could be managing a large volume of applications. In today's knowledge economy, the worth that an organisation's people make is very important (O'Shaughnessey and Collins, 2023). Companies are paying more attention to the hiring and selection process because workers are their most valuable asset in this very competitive job market. Nevertheless, not much research has been done on the most important factors that are taken into account when choosing employees. 
Skill Shortages and Training Needs:
[bookmark: _Hlk164521593]Sainsbury is a British supermarket chain.  Recruiting is the process of finding, evaluating, and choosing potential employees to fill unfilled positions in a company. Using Sainsbury's Supermarket Ltd., UK as an example, this research article seeks to demonstrate the need for thorough training and subsequent assessment for retail industry personnel (Biddle et al., 2023). Attracting and onboarding outstanding personnel that fit the company's culture and goals include activities including writing job descriptions, publishing advertising, assessing applicants, and conducting interviews (Mackenzie et al., 2024). Shopping centres and convenience shops run by Sainsbury primarily serve customers in the United Kingdom. To effectively use an organization's people resources, one must possess the utmost knowledge, skills, and attitudes. The absence of an efficient training programme, however, often mitigates the influence of these beneficial components. The retail, financial services, and investing in properties segments make up the company's operational framework. 
Competition for Talent:
One crucial aspect of human resource management is the ever-changing and intricate process of hiring new employees. Even more importantly, those responsible for choosing the winning candidate should have enough information to make an informed decision. Competition for Sainsbury's comes from a wide variety of sources, including rival retailers and businesses in adjacent industries like hospitality and logistics (Sainsbury et al., 2024). However, because of the aforementioned characteristics, it has attracted the interest of scholars and practitioners alike throughout the last century, leading to investigations into best practices in interviewing and selection as well as ongoing attempts to enhance the process.
Prioritising Inclusivity and Diversity:
Aiming for a diverse and inclusive workforce is an important goal for contemporary organisations, Sainsbury's included. The corporate lexicon has been rife with the terms "diversity" and "inclusion" as of late.  More original ideas and perspectives may emerge as a result of this (Mackenzie et al., 2024). Recruiters should monitor industry developments and make necessary adjustments to their recruiting tactics. These biases exist, and recruiters should be aware of them and do all they can to lessen their influence. According to Sainsbury et al. (2024), Sainsbury's might enhance its targeted diversity recruitment approach by collaborating with different community organisations A growing number of businesses have come to see the financial and moral benefits of fostering an inclusive and diverse workplace. 
[bookmark: _heading=h.2s8eyo1][bookmark: _Toc169472168]2.5 Examine the mitigation strategies regarding these challenges in Sainsbury 
Every project manager's greatest fear may come true, and the event at Sainsbury's over the weekend is a terrifying reminder of the risks inherent in significant software rollouts. As per the study of Lister et al. (2023), as soon as the problem appears, everyone usually rushes to figure out what's going on and how bad it is. To swiftly examine the source and reduce its impacts, the teams in charge of operations, support, and development may be summoned to action. A hotline will be set up to help team members communicate and work together, making sure that everyone is on the same page in their attempts to fix the problem quickly.  Biddle et al. (2023), argued that there's a lot of pressure to fix the problem quickly since more consumers might be harmed and the company's image could take a hit with each passing minute. Everyone from stakeholders to the general public may be looking closely at project managers, technical teams, and customer service representatives. Sainsbury's may automate and simplify the first application screening process by using technology like applicant tracking systems (ATS). Sainsbury et al. (2024), addressed that these programmes may save you time and effort by screening applicants according to the specifications.  Affected clients may become quite vocal about their concerns, questions, and complaints when word of the problem gets out. Customer support staff sometimes find themselves overwhelmed by the number of requests they get as they seek to remedy the underlying issue.
[bookmark: _Toc169472169]2.6 Rigorous Recruitment Processes
The implementation of rigorous recruitment processes can help to mitigate the identified challenges for Sainsbury as it is done using proven methods with well-structured processes to assess the competencies of job candidates. For example, McKenzie and company examine the candidates using multiple methods such as multiple interviews written tests and group discussions to identify the problem-solving abilities, analytical skills, and leadership qualities of the candidates (Mackenzie et al., 2024). On the other hand, the company Google is also known for its multistage interview process including technical rounds and behavioural-based questions to assess their coding ability cultural responses and decision-making skills. Sainsbury needs retail workers who have the skills of friendliness, communication, problem-solving, salesmanship, flexibility, adaptability, and the ability to work independently which can help the company to manage multiple tasks at the same time and manage difficult situations using knowledge and skills (Liao et al., 2024).
Lost income, possible fines or penalties, and harm to the company's image are just a few ways the manufacturing problem might drain the company's finances.  If Sainsbury's wants to hire more people from underrepresented groups, it should form partnerships with different community organisations and schools (Nelms et al., 2022). In many cases, interdisciplinary teams must work nonstop to resolve a manufacturing problem of this scale. Teams labour nonstop to restore service and reduce customer impact, sometimes enduring long hours, high stress levels, and sleepless nights.  At first, the product's price may be high; but, as supply increases, the price falls as a result of excess supply. Gross Domestic Product, inflation, and unemployment are some variables that could influence how a company runs. One of the major variables impacting Sainsbury's business is the pace of GDP growth. (Bouguettaya et al., 2023), found that if GDP is increasing and the economy is doing well, the business will likely retain more inventory on hand because it expects excellent sales. A comprehensive post-incident study is required to determine what went wrong, the reason it occurred, and the way to avoid future occurrences of the same or comparable problems after the current crisis has passed. As part of this process, it may be necessary to refine incident response procedures, execute remedial activities, and do root cause analysis.
[bookmark: _Toc169472170]2.7 Qualities expected in retail workers
Retail workers are expected to possess a unique mix of interpersonal, communication, and problem-solving skills that are essential for customer-facing roles. Adaptability is of utmost importance in navigating dynamic environments, whilst a positive attitude help fosters a welcoming atmosphere (Nelms et al., 2022). Attention to detail ensure accuraccy in transactions and merchandising, enhacing customer satisfaction. Teamwork and collaboration are effective in facilitating seamless operations, whilst patience and empathy are crucial in resolving customer concerns. Sales acumen, including having good product knowledge and upselling techniques, are key in driving revenue generators. Also, integrity and reliability play a vital role in building trust with both customers and colleagues. Overall, a combination of such qualities enables retail workers to excel in deliver exceptional services and driving business success.
[bookmark: _heading=h.17dp8vu][bookmark: _Toc169472171]2.8 Factors influencing job satisfaction and retention
The COVID pandemic has highlighted remote work options in the retail sector which have allowed the employees to perform their job duties by being flexible at their home. According to (Vuong et al., 2021), employees who value flexibility always lead towards avoiding commuting and balancing their work with personal responsibility. There have been instances available at retail organisations where remote work has reduced the stress associated with commuting and also led towards higher job satisfaction rates. There are recruitment strategies adopted by the retail HR department to have digital communication tools available while selecting and informing the candidates about the remote work culture followed in their firm. In contrast, (Staempfli & Lamarche, 2020), in today’s competitive job environment, retailers are required to work with employee well-being initiatives by offering mental health support and flexible work hours. Employees appreciate the access given to counselling services and mindfulness sessions by their employers. The well-being initiatives always create a supportive work environment where employees feel cared for. According to the opinions given by (Marufu et al., 2021), retail companies have been investing in training programs and career development facilities for upscaling the workforce. Employees have been valuing clear paths for their career progression to understand new skills. The training programmes have been enhancing employee engagement and job satisfaction levels by providing growth opportunities. The major retailers of the UK like Tesco, Marks & Spencer and Sainsbury have been working with different schemes and leadership development programs to provide career involvement opportunities and decrease retention rates.
In today’s time, as per opinions given by(Bharadwaj et al., 2021), flexible working hours and remote work options have become prevalent in the retail sector. Flexibility has been allowing the employees to balance work with personal commitment and preferences. The major multinational organisations of the UK have been prioritising flexible scheduling and remote work options wherever possible. However, as per the opinion given by (Marufu et al., 2021), work-from-home situations also expect employees to work beyond their scheduled hours and occupy their personal time. At times, retailers expect that employees can be constantly available and this has blurred the boundaries between work and personal life and created different issues for the employees.
[bookmark: _Toc169472172] 2.9 Need for retention in the retail sector
In today’s competitive environment, skilled employees always believe in switching their organisations due to getting higher periods. According to the opinions given by(Bharadwaj et al., 2021), recruitment and training of new employees have led to significant costs to retailers. This is because of the budgetary constraints available with the retailers and ensuring putting out money in advertisement, interview sessions and onboarding expenses. This has highlighted major requirements of retailers to retain their existing employee base to ensure that costs can be reduced and overall operation efficiency can be in place. In contrast, as per the opinions given by (Nguyen, 2020), consistency and quality of customer service are also vital aspects for retailers and when there are new employees coming up daily, then inconsistency of customer experience can be high. There are a high number of new hires available with the retailers that have led towards inconsistency in the service quality and this has negatively impacted the customer experience and brand reputation. Experienced employees possess valuable product knowledge, customer service skills and similarity with the company processes. Retention of experienced staff is helpful to maintain expertise within the organisation resulting in better customer service and operational efficiency.
 
According to (Vuong et al., 2021), retailers that are with low turnover rates can have a competitive advantage by attracting top talent. A stable workforce has always resulted in higher employee morale and better customer service. Agreeing with this, as per the opinions given by (Staempfli & Lamarche, 2020), a stable workforce always leads towards more operations and better team coordination. This helps in bringing efficiency in day-to-day tasks without any errors and overall job performance can be enhanced. The constant turnover has always led towards frequent destruction and workflow and also, and this has enhanced the time spent on working with new hires and making them understand the overall job profile. Hence, in today’s competitive environment, it is essential to retain employees and reduce destruction and training time. This time can be invested towards understanding how smooth operations can be enabled and equipping employee support for the same.
[bookmark: _Toc169472173] 2.10 Modern recruitment practices
Today’s retail market is full of competition and it has become necessary for major retailers like Sainsbury, Tesco and Marks & Spencer to develop a strong employer brand which can highlight its company values and benefits to attract top talent. According to (Marufu et al., 2021), there can be implementation made of inclusive hiring practises with multinational organisations of the retail sector for attracting candidates from diverse backgrounds. This can be not only helpful in working with diverse candidates but also highlight how the brand is diverse in the retail market. Diversity in the workplace needs to be ensured in today’s time to provide stable opportunities for all candidates to grow. An inclusive work environment can contribute towards a sense of belongingness and higher job satisfaction rates among the employees. On the other hand, as per the opinions given by (Bhardwaj et al., 2021), focusing on skill-based hiring, rather than experience held by a candidate can ensure better candidates to apply for job roles. The multinational companies are just looking at the experiences held by the candidate and potentially miss out on the different skills that are equipped with a potential source. In today’s time, skills matter more than the experience. Hence, there should be opportunities given to the candidates even if they have less experience, however, have diverse skills to learn and grow professionally.
 As per the opinion given by (Bharadwaj et al., 2021), flexibility needs to be offered in the recruitment process by undertaking remote interviews and flexible scheduling. Maintenance of transparency about job role expectations throughout the hiring process can ensure better job satisfaction. However, in contrast, as per the opinions given by (Bhardwaj et al., 2021), there should be a customised onboarding process available where the needs and preferences of the candidates are also heard. There can be a modern approach given to the recruitment process where extensive orientation, mentorship and support are provided during the onboarding period. Such personalised aspects can help in making an employee feel valued and also ensure that they stay with the organisation for a long period of time (Marufu et al., 2021).
[bookmark: _Toc169472174]2.11 Theoretical Understanding
Social Exchange Theory
[bookmark: _Hlk164521759]According to the principle, workers should feel that their occupations fairly compensate them for the effort and time they put in. Keeping things under check makes workers happier in their jobs, which in turn makes them more invested in their work and more engaged overall. If employees think their supervisors treat them fairly on the job, they are more likely to be pleased with their employment (Liao et al., 2024). Using the principles proposed by Social Exchange Theory, organisations may create a work environment where employees are motivated, satisfied, and loyal. According to Social Exchange Theory, workers should feel that their efforts are being fairly compensated for at work. Keeping things under check makes workers happier in their jobs, which in turn makes them more invested in their work and more engaged overall.
[image: ]
[bookmark: _Toc163596292]Figure 2.3: Social Exchange Theory
(Source: Liao et al., 2024)
The field of social work presents both difficult and fulfilling tasks. People from all walks of life and with all kinds of different needs are typical customers of social workers (Xuecheng et al., 2022). They will end or leave the connection when they feel the hazards are too great. Finding the sweet spot between benefit and cost is the goal of this trade. Based on the theory, people build relationships by considering the benefits and drawbacks of certain acts. They determine what the customer need by studying their actions and the social structures that influence their choices and possibilities (Fan et al., 2021). To the idea of social exchange, the decision to maintain contact with someone is based on assessing the benefits and drawbacks of each relationship. Social workers may improve their clients' health, safety, and quality of life by using a holistic approach
[bookmark: _heading=h.3rdcrjn][bookmark: _Toc169472175]2.12 Conceptual Framework

[image: ]
[bookmark: _Toc163596293]Figure 2.4: Conceptual Framework
(Source: Self-Created)
[bookmark: _heading=h.26in1rg][bookmark: _Toc169472176]2.13 Literature Gap
Research on this issue is insufficient to provide a comprehensive explanation of the effects of Moreover, a a result of this knowledge gap, it is critical to do empirical research to validate these strategies and provide actionable data for HR managers at complementary companies. Sainsbury's recruiting procedures on employee satisfaction and retention rates. On the other hand, previous studies have addressed that the strategies. Therefore, the use of technology to screen candidates and the formation of relationships with communities to hire individuals from varied backgrounds. 
[bookmark: _Toc169472177]2.14 Summary
Based on the above analysis it can be found that addressing challenges such as managing an influx of applications, competing for top talent, prioritising inclusivity, and bridging skill gaps might be better accomplished through proactive mitigation methods. Furthermore, important techniques include the use of screening tools. Additionally, investment in training, and encouragement of diverse collaborations. Establishing a solid employer brand and developing an effective employee offering may help businesses attract and recruit top talent. The recruiting process includes analysing the vacancy, developing candidate sources, and conducting interviews.


[bookmark: _Toc169472178]Chapter 3: Methodology 
[bookmark: _Toc169472179]3.1 Introduction 
The research methodology is created for assessing and evaluating the different research processes that have helped the researcher to decide on the data collection methods. The research methodology also helps to decide the research design and approach for the strategies to proceed with the collected data. The approach and the strategy have helped the researcher to gather the data and analyse it to derive the results. The research methodology has helped the researcher to understand the proper ways to gather data regarding the recruitment strategy and retention rate of Sainsbury in the UK and understand the different factors to make them successful. 
[bookmark: _Toc169472180]3.2 Research Onion 
[image: ]
[bookmark: _Toc163596294]Figure 3.1. Research Onion
(Source: Saunders et al., 2015)
Research Onion in the methodology section refers to the layers of different decisions, techniques, and methods Implemented in the development of a study. Research Onion provided a flexible model for the development of a methodology which can be done by peeling off the layers of different methods and choosing the appropriate and suitable practices to answer the research questions of the dissertation (Saunders et al., 2015). 
3.3 Research strategy
In the research onion framework of the study, a mixed methodology has been employed where in-depth analysis is focused on the recruitment and retention practises of Sainsbury’s. In this mixed methodology, both qualitative and quantitative approaches are combined. For this primary and secondary methods would be employed for getting direct and specific insights into recruitment experiences and retention reasons along with records on retention rates and processes reviewing existing studies and industrial reports. A comprehensive exploration would be allowed with this approach of the relationship between retention rates and the recruitment process through which detail and context-specific data would be integrated with broader patterns and trends. The validity and depth of the findings of the research would be enriched with the help of this dual approach as diverse data sources would be leveraged to achieve a nuanced and robust understanding of the research problem.
3.4 Research choices
For this study, both secondary and primary data collection methods will be utilised so that comprehensive insights can be added to the research topic. Interviews would be conducted for the primary method with five employees of Sainsbury where five questions would be asked to each employee through which a structured and focused conversation would be allowed to gather their opinions on the retention rates and recruitment process within the organisation. The collection of qualitative data would be facilitated with this approach directly from the individuals who have first-hand experience, which will allow valuable insight into their experiences and perceptions. For the secondary method, five research papers, journals, and articles would be selected based on authenticity and relevance. The sources will be identified through keyword searches and additional context and insights will be provided into the relationship between retention rates and recruitment processes. By selecting, pertinent and credible secondary sources, the study will supplemented with existing research findings for enriching analysis while a broader understanding of the research topic can be provided.
[bookmark: _Toc169472181]3.5 Research Philosophy 
The selection of a particular research philosophy is very important and relevant for successfully conducting any research. Hence, in this context, it means that a significant and proper research philosophy is an important and crucial aspect of any research that effectively guides researchers' approach towards a specific problem (Savin-Baden and Major, 2023). In this research, “Interpretivism Research Philosophy” has been chosen. Interpretivism is a research philosophy where understanding the subjective experiences and meanings of individuals are emphasised and assigned to their social world. Qualitative methods are utilised by it to explore how realities and interactions are interpreted by people. The justification for choosing Interpretivism in this research is to effectively recognize that individuals’ knowledge is rooted and contextual in language and effectively allows researchers to creatively know the phenomena through the effective meaning which has been assigned by the participants (Burns et al., 2022). This research philosophy helps researchers to understand the uniqueness of human behaviour through analysing the social structure. On the other hand, this selected philosophy provides high-validity data and interpretivism mostly focuses on the motivations and personal meaning within a common society. This philosophy helps researchers to critically analyse the different aspects and concepts of retention rate and recruitment for business in the UK. This philosophy is helpful so that the relationship between detention rates and recruitment processes can be understood as in-depth exploration is allowed by it about personal experiences and perceptions of employees. As individual narratives and contextual factors would be focused, rich and detailed insights can be provided by Interpretivism into how retention is affected by recruitment practises through which nuances would be revealed that might be overlooked by using only quantitative methods. Therefore, in this context, it can be mentioned that Interpretivism helps researchers to gather a deeper understanding of human experiences and social life through analysing the respondents from the participants. Moreover, this selected philosophy also helps to identify possible challenges faced by the employees of Sainsbury that negatively impact the success of Sainsbury in the UK. 
[bookmark: _Toc169472182]3.4 Research Approach 
The research approach suggests the steps that are followed by the scholar to derive the data collection and data analysis process and reach the results. The research approach has the importance of creating the process that has guided the researcher to adopt the different techniques and tools for deriving the data based on the quality of the data. There are three types of research approaches which are inductive, deductive, and abductive and among them researcher has chosen an inductive research approaches for this study (Casula et al., 2021). This research needs flexibility which can be provided by the inductive research approach and that is why it is chosen for this study. The inductive research approach is a process where data is collected and theories or patterns are developed based on analysis of the data instead of starting with a hypothesis and testing it. Researchers are allowed with this approach to deeply explore phenomena and generalisations or theories are directed from the observed data. This approach is helpful for the study of understanding the relationship between retention rates and recruitment processes as detailed and open-ended exploration is allowed for the topic. By starting data collection with secondary sources and interviews, emerging patterns and themes can be identified related to how retention is influenced by recruitment practices. This method is useful, particularly for the time when insufficient theories exist or new insights are sought to be uncovered by researchers so that a grounded understanding of the issue can be built. Along with that, the “primary and secondary qualitative Data collection method” needs deeper engagement and active participation of members which can be supported by the inductive research approach effectively (Pathiranage et al., 2020). Another advantage of using the inductive approach for this research is getting first-hand knowledge and information with actual observation which is very much needed to draw the discussion and conclusion of this study as it is very significant for the growth and development of Sainsbury.
[bookmark: _Toc169472183]3.5 Research Design 
The research design plays a significant part in the methodology section as it focuses on planning or structuring the methods techniques and tools which can effectively be used to conduct the research. Research design is considered as the blueprint of the study which helps to select the suitable and appropriate methods and tools for the methodology section and that can further help in analysis collect and sample the data appropriately (Othman et al., 2020). A suitable research design can ensure the ability to meet the objectives and focus on the reliability and validity of the results that are drawn based on the collected data. There were multiple types of research designs such as “descriptive research design, correlational research design, narrative research design, exploratory research design, explanatory research design, and many more”. For this study, the researcher has selected an “explanatory research design” which can effectively help in understanding the particular issue or problem statement of the study and based on that the data is collected (Othman et al., 2020). It can also create a huge advantage for the study by predicting future observations as this research region has the ability to understand the research in-depth and create a reasonable outcome for this study based on the collected data. The relationships between variables are clarified and explained with explanatory research design where it is investigated how particular phenomena are used. This design has been chosen so that casual links and underlying mechanisms can be identified and it becomes suitable to understand complex interactions within the context. This design is helpful so that the relationship between retention and recruitment can be understood as underlying factors and dynamics can be delved that influence employee retention. By employing this research approach, specific recruitment practises can be investigated and how they impact retention rate through which effects and causes can be identified within the organisational context.
[bookmark: _Toc169472184]3.6 Data Collection 
In order to successfully conduct any research, the selection of a significant data collection method is very important and necessary. “Data collection method” has been determined through the analytical and methodological approach which has been critically applied by the researchers (Dimitrovski et al., 2023). In this context, it can be mentioned that data collection is a systematic process of measuring, collecting, as well as recording data for analysis, research or decision-making. In this research, both Primary and Secondary data collection processes have been chosen by the researchers for successfully conducting this entire research. The justification for choosing the “mixed data collection method” is that the Mixed method can easily enable the corroboration or triangulation of data from several methods thus enhancing the validity of the research. As per the opinion of Nagpal et al., (2021), mixed-method allows researchers analytically and conceptually to implement qualitative data. However, with the help of this “data collection method” researchers can evaluate the challenges and applicable solutions in mitigating the challenges of employees of Sainsbury to maintain the success concerning retention rate in the UK. Primary data has been collected through an interview process among 5 employees of Sainsbury in the UK and for conducting face-to-face interviews, 5 questions have been selected. Additionally, secondary data has been collected through online journals, articles, organisational websites and other valid secondary sources. In this context, it can be mentioned that employees of the company are the participants of this Interview method and existing literature has been reviewed for secondary research. For secondary research, 10 articles,  journals, and research papers have been chosen for collecting secondary data. This mixed method was chosen so that a comprehensive understanding can be provided between recruitment and retention. With the help of primary data collection, in-depth exploration was allowed with interviews of personal experiences and nuance that were gained directly from the individuals of the organisation. Focused discussions were facilitated with questions on key aspects of retention and recruitment. Secondary data was collected from online journals, organisational websites and articles that enriched the study as a broader context was provided and evidence was supported. By combining both the sources a well-rounded analysis was ensured where both detailed personal perspectives were captured with established research findings.
[bookmark: _Toc169472185]3.7 Sampling Size and Technique 
The sampling method is considered the process of understanding the population by collecting the information and analysing the data collected from the participants and research papers, journals, and articles. There are multiple sampling methods such as “systematic sampling, stratified sampling, cluster sampling, purposive sampling, snowball sampling, and many more” and in this research for the “primary qualitative data collection method”, simple random sampling has been done and for the “secondary qualitative data collection method”, purposive sampling has been done (Mazhar et al., 2021). For the “primary data collection method”, the interview process was done with the engagement of 5 employees of Sainsbury and there were 5 questions asked each one by one to collect their statements. On the other hand, for the “secondary data collection method”, 10 articles, journals, and research papers were selected which are relevant and authentic for this research and those were selected with the help of several keywords (Lohr, 2021). The combination of both primary and secondary was helpful for this research as the collected data using Secondary sources were verified with the answers of interview participants in this research and that has increased the validity and reliability of the collected data in this study.
[bookmark: _Toc169472186]3.8 Data Analysis 
The data analysis process is done after the collection of the data and in this research, both “primary and secondary qualitative data collection” was done (Lohr, 2021). The primary data was analysed with the help of a descriptive data analysis process and the “secondary data collection method” was analysed with the help of thematic analysis. For this study, interviews were collected for the primary data and descriptive data analysis was used for analysing it. In this, responses were summarised and deciphered so that an overview of the perspectives of participants can be provided on retention and recruitment. This approach has been determined because it is helpful to identify key patterns and trends in data such as common themes and factors influencing employee decisions and their experiences to stay with the company. By organising the responses into easy but meaningful categories, a clear picture can be furnished with this analysis of how recruitment practices are perceived by employees at Sainsbury and their impact on retention. 
For secondary data, thematic analysis has been used where explicit examination was involved of selected articles, research papers and journals relevant to retention and recruitment. Thematic analysis has been chosen so that relevant themes and concepts can be identified within the second resource. By coding and grouping related information systematically, a comprehensive understanding was furnished with a thematic analysis of the existing knowledge and context of the topic. The study was authorised with this method to incorporate findings from both secondary and primary data through which well-rounded analysis was offered for the topic.
[bookmark: _Toc169472187]3.9 Ethical Consideration 
Maintaining the ethical factors and aspects in research is very significant and it is considered as a set of principles that helps the researcher to guide the research practises and designs in an ethical manner. The researcher has also ensured validity and reliability by defining the research questions and objectives and the collected data was chosen by maintaining the ethical aspects (Pietilä et al., 2020). In order to process the primary data collection, the researcher has maintained the Data Protection Act, 2018 of the “General Data Protection Regulation” guidelines which can effectively help in maintaining the ethical factors in this research (Chhetri et al., 2022). On the other hand, for “the secondary data collection method” the researcher has maintained the “Copyright, Designs, and Patent Act, 1988 which has helped the researcher to follow the ethical guidelines in this study. Additionally, informed consent was obtained from all the participants through which it was ensured that they were fully aware of the purpose and procedures of the research and how they could withdraw from it at any time. It is very essential that confidentially is maintained strictly which is why, personal data has been anonymised to protect the identities of participants. Transparency was maintained in the study in reporting findings so that misinterpretation of data could be avoided. Moreover, conflict of interest was avoided by researchers and it was ensured that impartial data analysis was conducted. It was ensured that all ethical standards and guidelines were for securing the research study.
[bookmark: _Toc169472188]3.10 Research Timeline
[image: ]
[bookmark: _Toc163596295]Figure 3.2. Research Timeline
(Source: Self-created)
[bookmark: _Toc169472189]3.11 Summary
In this chapter of the research, the selection of suitable methods, tools, and techniques are done which can effectively help in collecting the data, analysing them, and processing them to draw a discussion. In terms of data collection, 5 questions were asked to 5 employees of Sainsbury as a “primary data collection method” and for the “secondary data collection method” 10 research paper journalists and articles were selected to collect data and process them to Draw discussion and conclusion. 


[bookmark: _Toc168019533][bookmark: _Toc169472190]Chapter 4: Findings and Analysis
[bookmark: _Toc168019534][bookmark: _Toc169472191]4.1 Introduction
 In the 4th chapter of the study, there is going to be an interpretation of the data undertaken. There’s going to be highlight made on the raw data which has been attained from primary and secondary data collection approaches towards meaningful insights. This will be done by a thematic analysis method, which involves organising, summarising, and interpreting collected data, in the form of different codes, patterns and themes to work towards research objectives and questions.
 
[bookmark: _Toc168019535][bookmark: _Toc169472192]4.2 Thematic analysis
Thematic analysis tool works as a critical aspect to analyse qualitative data and it is important for primary and secondary data collection approaches that have been involved in the study (Guest et al., 2012). With the help of thematic analysis tools, in the below sub-chapters, there is going to be an analysis made on different patterns and themes identified from the primary data collection approach, which has undertaken an interview session and a secondary data collection approach wherein, there has been selection made of 10 journal articles, peer-reviewed articles, and academic resources.
 
[bookmark: _Toc168019536][bookmark: _Toc169472193]4.2.1 Secondary data collection

	Title

	Citation

	Year of publication
	Codes and patterns
	Analysis

	A web-based workforce management system for Sainsburys Supermarkets Ltd

	(Mirrazavi & Beringer, 2007)

	2007

	Labour schedule, HR deployment, recruitment practices, workforce management


	Labour schedule is highlighted as a crucial aspect of the daily operations of Sainsbury operations. Efficient recruitment always helps in right number of staff members to be available at the right time. 

	Critical assessment of the impact of HR strategies on employees’ performance

	(Anwaar et al., 2016)





	2016

	HR strategies, HR practises, unclear policies, ineffective HR practises, job satisfaction 

	The study has highlighted the unclear policies available at Sainsbury where some line manager’s state unclear communication and guidance on the policy. This has highlighted the error in the HR processes when there is improvement needed to enhance the HR policies that can lead towards satisfied employees.

	Significance of Training and Post Training Evaluation for Employee Effectiveness: An Empirical Study on Sainsbury’s Supermarket Ltd, UK

	(Karim et al., 2012)





	2012

	Performance development, learning techniques and methods, strategic recruitment, individual needs, career development, training design 

	In the study, there has been analysis made on how successful training programs are designed with strategic requirements of an organisation, Sainsbury. Effective training program support employees in focusing towards their career development opportunities. This is not only beneficial to the individuals to work on their personal needs, but also, it is helpful for the organisation to work with its short-term objectives. 

	HRM service practices: flexibility, quality and employee strategy

	(Arrowsmith & McGoldrick, 1996)





	2016

	Strategic human resource, recruitment and retention, workforce profiles, job flexibility, training requirements, job satisfaction 

	The study has highlighted the requirement to meet with increasingly competitive commissions in the service industry. This requires to be done by maintaining quality, service and flexibility goals that are crucial to stay competitive. The study has highlighted the attributes of service and job satisfaction can only be enhanced when there are better training and adaptability towards the new technology.


	How is employee turnover related to employee retention? A systematic review on two sets of meta-
analyses.

 




	(lup, 2019)

	2020
	Retention, turnover, organisational commitment, job opportunities, job satisfaction, employee performance 

	In the study, there has been an analysis made on the turnover rates of the retail organisations like Tesco and Sainsbury. This has highlighted how job retention is closely related to employee satisfaction. The relationship between retention and turnover is stated as a wicked problem because of the number of variables involved like changes in time, industry and culture. 


	The influence of the physical work environment on retail employees
	(Kearney et al., 2023)
	2023
	Physical work environment, employee satisfaction, employee, loyalty, environmental psychology, employee retention

	The study has made an examination of the neglected side of service space related to the employees of the retail sector. The findings of the study have elaborated on the problems of employees not being able to express how they are physically and mentally disturbed. Due to the disturbance in their physical work environment, their entire work stimuli have been disturbed which has decreased the job satisfaction level (Marufu et al., 2021). This has highlighted the requirements to make improvements in the retake sector and one of the examples of Sainsbury has been discussed in this research paper.
 


	Human resource management in the retail sector: challenges and trends
	(Kumar et al., 2023)
	2023
	Recruitment patterns, labour shortage, workforce problems, inability of recruitment, recruitment issues, automation and workforce, career progression and training

	 This study has focused towards understanding the difficulty in finding employees who are equipped with essential skills for retail stores like Sainsbury UK. There have been discussions made about the challenges available with the recruiters when the employees become old or retire and how this impacts on retention rate. The study has highlighted the issues related to attracting a skilled workforce due to automation seen in the retail sector. Retaining employees is essentially a major problem of the retail sector as retention can only be facilitated when better opportunities are provided to the employees for their career progression.
 


	Retaining front-line service employees: introducing analytic hierarchy process in the retail industry
	(Pratik Singhal, 2020)
	2020
	Recruitment problems, environmental impact, economic impact, job creation and unemployment, recruitment issues

	The study has highlighted how retailers facilitate job creation for different local residents within the UK. However, the study has also highlighted the problems that are available due to economic, environmental and social impacts. Due to not being able to have accurate skilled workers around the small towns of the UK, it is challenging to manage the influx of unemployed employees who are involved in the search for jobs. If this is not managed, then it can lead towards increased competition for jobs among immigrants and locals. This can cause social tensions and economic strains as well.


	Workplace management lessons on employee recruitment challenges, furloughs, and layoffs during the COVID-19 pandemic
	(G. Mujtaba, 2022)
	2022
	Retention of experienced talent, recruitment problems, employee shortage, employee layoff, inability of operations, unethical management practises, long-term workforce planning

	This research paper has highlighted half pandemic has caused different retail organisations to lay off workers to prevent bankruptcy. This has led towards a lack of experienced talent and made it difficult for the retail organisation to keep up with the growing demand when the situations have been improved. This has highlighted the struggles faced by the recruiters as well as maintaining their operations accurately as per the employees. This highlights how there is a shortage of experienced talent currently which has made it difficult for retail organisations to retain employees that have critical skills. This has made an overall impact on the ongoing operational challenges and hindered the ability to capitalise on the growth opportunities.


	[bookmark: _Toc169472194]Hiring and retaining skilled employees in smes: problems in human resource practices and links with organizational success

	(Bilan et al., 2020)
	2020
	Difficulty in hiring, and retaining skilled workers, hiring and retention, employee satisfaction, inefficient HR management, labour migration, recruitment management

	This paper has highlighted the issues related to hiring and retaining skilled workers as a major task for HR management in small and medium-sized retail organisations. This is because of the transition seen in the economies. Labour migration has led towards lacking out of skilled workers and highlighted recruitment difficulties for SMEs. There is a connection between profitability and the ability of the firm to fill out vacancies with skilled workers. Unprofitable enterprises have been facing greater challenges in filling out vacancies compared to profitable ones, and this has indicated a link between financial health and recruitment success.



 
[bookmark: _Toc169008053][bookmark: _Toc169034509] Table 1: Thematic analysis table – Secondary analysis
(Source - Self-created)

[bookmark: _Toc168019537][bookmark: _Toc169472195]4.2.2 Primary data collection
4.2.2.1 Codes and Patterns
Below listed is the thematic analysis table, which highlights the codes and patterns that have been attained from the interview sessions.
 
	Codes and patterns

	Themes

	Objective Alignment

	Research question alignment

	Analysis expected


	Recruitment process, retention rates, relationship between recruitment and retention, recruitment at Sainsbury, retention at Sainsbury, recruitment and retention at Sainsbury
	Relationship between recruitment process and retention rates
	Objective 1
	RQ1
 

	Under the theme, there is going to be an evaluation made of the relationship which is shared between the recruitment process and retention rates of Sainsbury.

	Impact of recruitment process, impact of retention process, recruitment and job satisfaction, retention rates and job satisfaction, recruitment and retention rates at Sainsbury, job satisfaction at Sainsbury, employee satisfaction 
	Impact of recruitment and retention on job satisfaction
	Objective 2
	RQ2
	Under this theme, there is going to be an understanding of the impact made by the recruitment process and retention rates towards job satisfaction at Sainsbury.

	Recruitment process, recruitment procedure, recruitment. process of Sainsbury, problems in recruitment, process, drawbacks of recruitment process at Sainsbury 
	Drawbacks of the recruitment process
	Objective 3
	RQ3
	Under this theme, there is going to be an identification made of possible drawbacks that are associated with the recruitment process of Sainsbury.

	Mitigation strategies, mitigation strategies for recruitment problems, mitigation strategies and recruitment, mitigation strategies at Sainsbury
	Mitigation strategies for the recruitment process
	Objective 4
	RQ4
	Under the theme, there is going to be an analysis made on the different mitigation strategies that can be adopted by Sainsbury’s towards working with the challenges of the recruitment process.


 
[bookmark: _Toc169008054][bookmark: _Toc169034510]Table 2: Thematic analysis table - Codes and patterns
(Source - Self-created)
 
In the above table, there are five different columns which specify different patterns and information collected from the interview sessions. As per the first column, there is a specific specification of the codes that have been derived from the interview sessions. Accordingly, the second column of the theme highlights how the codes are connected to a particular theme and accordingly, further alignment of the objective and research question is highlighted. In the last column, there is a specification made about what can be the analysis derived from a particular theme.
 
4.2.2.1 Interview Questions Analysis
Below listed is the thematic table of interview question analysis, which highlights how there is an alignment seen among the interview questions and the themes that have been specified in the above table.
 
	Interview Questions

	Theme alignment


	1, 2,
	Relationship between recruitment process and retention rates

	3, 8, 6
	Impact of recruitment and retention on job satisfaction

	4, 5, 7, 9
	Drawbacks of the recruitment process

	6, 10, 11, 12
	Mitigation strategies for the recruitment process



[bookmark: _Toc169008055][bookmark: _Toc169034511] Table 3: Thematic analysis table - Interview questions analysis
(Source - Self-created)
 
As per the above-listed table, there is a detailed alignment made of how the interview questions asked in the interview session connect with the themes.
 
[bookmark: _Toc168019538][bookmark: _Toc169472196]4.3 Findings
 
4.3.1 Relationship between recruitment process and retention rates
There is a well-designed recruitment process at Sainsbury, which aims towards attracting candidates that are not only qualified for the job role but also, work with the culture and values followed at the company. Such a recruitment process ensures that there is a positive impact of hiring an employee towards job satisfaction.
 
As per interviewee 4, “Initial screening is involved in the recruitment process that is followed by behavioural and technical interviews through”.
 
From the above response, it has been understood that there is an initial screening process undertaken at Sainsbury to identify candidates who can work with the necessary skills. This screening process ensures filtering out applicants who are a good fit for the role and also understanding how their experience can align well with the organisational goals and values as it is important for better retention rates. In the final interview sessions, the senior management or hiring manager also ensures that there are few questions and discussions made around the goals and values of the firm to understand the mindset of an individual (Cairns et al., 2010). As per the experience shared by the other interviewees, it has been understood that a positive recruitment process can contribute towards higher levels of employee engagement and satisfaction. When employees feel valued and respected throughout the recruitment process, then they are likely to engage well with their work and be committed to the organisation, which can result in enhanced retention rates.
 
As per interviewee 1, “Cultural fit and comprehensive onboarding is emphasised by the recruitment process through which it is ensured that our values are aligned by the new hires”
 
From the above response, it has been understood that Sainsbury has been conducting behavioural and technical interview rounds that are accurate to understand the competencies and suitability of a candidate for the role. In these behavioural interviews, there is a strong focus made towards past behaviour and experiences while, under the technical interview round, the technical abilities of the candidates are understood (Hawkridge & Houldsworth, 1996). Such interview sessions are accurate in understanding the capabilities, working styles, technical abilities, and behaviour of a candidate to understand if they can match the company’s values and goals or not. This has helped the organisation with a higher likelihood of retention rate and better selection. On the other hand, the interview sessions have also highlighted that the recruitment process of Sainsbury also influences the employer's brand and reputation. A well-managed and positive recruitment experience is applicable to attract top talent and foster loyalty.
 
4.3.2 Impact of recruitment and retention on job satisfaction
From the interview session, it has been understood that Sainsbury has a well-designed recruitment process that contributes towards better job satisfaction. There is a transparent, fair and engaging recruitment journey undertaken by a candidate wherein, he gets a positive perception about the organisation before the joining date.
 
As per interviewee 1, “Candidates can be attracted by Sainsbury’s by whom the culture of the company is resonated and long-term work can be done”
 
From the above statement, it has been understood that Sainsbury has been attracting candidates that can resonate with the culture of the company and this has resulted in long-term job satisfaction. By showcasing the values, and culture in the recruitment process itself, there are better candidates selected that are likely to strive and find fulfilling goals in the organisation (Anwaar et al., 2016).
 
As per interviewee 5, “A supportive environment always results in belongingness and loyalty that encourage long-term retention”.
 
As per the above interviewee, it has been understood that Sainsbury has been attracting candidates by providing them with support from the beginning. A sense of belongingness and purpose from the beginning of the process helps an employee to feel more connected with the values of the firm and outperform his job responsibilities once he gets recruited (Jones et al., 2015). This leads to higher levels of job satisfaction, as well as organisational mission and vision fulfilled as well. The interviewees have highlighted that there are realistic job reviews and understanding highlighted in the recruitment process which allow a candidate to have a clear understanding of organisational culture, work environment, and its role (Mirrazavi & Beringer, 2007). This transparency is helpful for a candidate to make informed decisions, whether the job role is fit for him or not in a long-term manner which leads towards better job satisfaction.
 
As per interviewee 3, “Retention-related savings can be tracked by Sainsbury’s such as training cost and lower turnover alongside performance improvement so that financial benefits can be quantified”.
 
As per the different impacts analysed from the interview, it is understood that an effective recruitment process makes a candidate work as per organisational culture and this leads towards lower turnover rates. A stable work environment with few disruptions can lead towards making employees feel secure and invested in their roles. On the other hand, employees who are effectively trained and supported are likely to be confident and engaged towards their work activities, which results in boosted job satisfaction.
 
4.3.3 Drawbacks of the recruitment process
From the interview sessions, it has been understood that while there is emphasis paid towards cultural fit, there has been less understanding highlighted about the job requirements. This factor has led towards a lack of diversity in the workplace. When there is more attention paid towards cultural aspects and not on the technical skills and competencies, there can be instances of hiring employees who are less equipped (Weatherhead, 2019). Such instances have been held at Sainsbury that have led towards less job satisfaction and higher retention rates.
 
As per interviewee 2, “By analysing best practises of competitors and participating in recruitment forums, innovative strategies can be adopted by Sainsbury’s”.
 
From the above interviewee's response, it is understood that there is a major drawback seen in the recruitment process of Sainsbury due to not being able to benchmark against its competitors. Sainsbury has been missing out on effective recruitment strategies to attract top talent as it has been using less advanced technologies and offering less efficient hiring methods, unlike its competitors. Benchmarking is important for understanding the industrial and technical areas of improvement. Without this, the firm can lead towards being lagged in attracting highly skilled candidates resulting in lower job satisfaction among the employees (Collins, 2022).
 
As per interviewee 3, “Lack of alignment between job expectations and the job roles. These issues have led towards early employee dissatisfaction and increased attrition as well”.
 
Few of the interviewees have highlighted the challenge of lack of understanding provided by the recruiters between job expectations and job roles. Job descriptions at times are not fully represented with responsibilities, challenges and daily tasks associated with every role (LEIGH & WADDOCK, 2006). There are over generic and outdated descriptions given. Due to this, the candidates have been misled and dissatisfied with their job roles. This has been impacting highly on the job retention.
 
As per interviewee 5, “Constant recruitment cycles may result because of high turnover rates in retail through which maintaining consistency”.
 
Few of the interviewees have highlighted responses like the above, where there are limited authorities for career advancement given in the recruitment process. Some candidates have been ambitious in seeking the job role, however, due to a lack of career prospects, they have left the organisation and it has highly impacted employee retention at Sainsbury.

As per interviewee 2, “A rushed hiring process may result because of the fast fast-paced nature of retail recruitment and poor candidate selection might result along with higher attrition rates”.
 
From the above interview response, it has been understood that due to the fast-paced nature of the retail sector, there are often urgent requirements to be filled in by recruiters. Due to this urgency, there have been instances available where the hiring process has not been accurately followed as per the job role requirements. The rushed process has skipped important steps to be followed at Sainsbury. This has resulted in hiring employees who are not well suited to the job role. This has been a disadvantage for the new employee as well as Sainsbury. Such employees have not been comfortable with the environment of the organisation fully which has resulted in lower performance.
  
4.3.4 Mitigation strategies for the recruitment process
There can be different strategies that can be suitable for working with the drawbacks of the recruitment process. This consists of developing an extensive employee engagement program during the recruitment cycle. This can include conducting regular feedback, and recognition opportunities for career advancement and growth. Engaged employees are likely to stay with the company and reduce the turnover rate (Gilbert, 2021).
 
As per interviewee 2, “Onboarding and training programs should be enhanced so that new hires can be provided with necessary sources and support towards success”.
 
From the above response, it is understood that there is a high need to design a detailed orientation programme which can be familiar with new hires and company culture. There should be feedback sessions included in the recruitment program which highlights the history and goals of the organisation. This can be covered in the training and onboarding duties. Moreover, the interviewees have also highlighted that clear communication about the job responsibilities is a must to reduce confusion and anxiety in new hires. This can help them feel more confident and focused towards their job roles.
 
As per interviewee 2, “Competitive benefits packages and compensation should be offered so that top talent can be attracted and long-term commitment can be incentivised”.
 
Most of the interviewees have highlighted the above response that in today’s competitive market, it is a must to have attractive benefits and compensation programs provided by Sainsbury. Talented candidates often have multiple options and they select the companies as per the financial incentives provided (Davies & Rands, 2019). This makes it necessary to provide compensation as per the specialised skills available to the candidate. This can have a better talent selection from a diverse array of highly qualified candidates.

As per interviewee 1, “Recruitment data should be analysed alongside employed departure reasons through which gaps can be pinpointed by Sainsbury’s in onboarding processes”.
 
From the above interview response, it has been understood that it is essential for Sainsbury to monitor the different stages at which candidates drop out or are rejected by conducting a survey at the exit of an employee/candidate. This can highlight potential bottlenecks and inefficiencies of Sainsbury and accordingly, the hiring process can be modified. An assessment made about the recruitment sources and the quality of hires is as essential as it can determine the sources that consistently provide higher turnover rates. The identification of recurring themes like dissatisfaction with job roles or inadequate training programs can be easily highlighted by exit interviews or the distribution of survey sessions (Indeed, 2023).
 
[bookmark: _Toc168019539][bookmark: _Toc169472197]4.4 Analysis
From the analysis made out of the interview sessions, it has been understood that Sainsbury’s recruitment process undertakes different rounds of interviews in terms of behaviour interview, technical interview and final interview to understand the likelihood of an employee to work with the culture and values of Sainsbury. This is applicable to result in a higher likelihood of employees staying with the organisation and impacting the retention rates (Karim et al., 2012). It has also been understood that the recruitment process sets up initial expectations about the roles, responsibilities and organisational culture which provide a clear picture to the candidate and this leads towards a reduced likelihood of an employee feeling dissatisfied later. This has also resulted in better turnover. The recruitment process highlighted by the interviewees is well managed with training and onboarding support. This helps the employees to feel advocate, prepared and supported from the beginning of their journey. Such employees are more engaged and committed towards the organisation which leads towards higher retention rates. Moreover, the recruitment process available at Sainsbury has been completely influencing the employer brand and reputation of Sainsbury. A well-managed and positive recruitment experience always attracts top talent and also guarantees loyalty. This contributes to the overall competitive advantage of the company.
 
From the interview sessions, it has been understood that job satisfaction is highly impacted by the recruitment process and retention rates of an organisation. When there is a supportive onboarding experience undertaken by an employee, then it cultivates a sense of belongingness and loyalty between the employee and the firm. This makes an employee feel valued and integrated towards the job culture which leads towards better job satisfaction (Arrowsmith & McGoldrick, 1996). Effective retention rates like comprehensive onboarding, ongoing training and development opportunities are accurate to enhance employee satisfaction. When employees feel supported and invested in the organisation then, they are likely to feel happy and satisfied. This has highlighted how Sainsbury needs to ensure that advocate training and an engaging work environment are cultivated to provide better satisfaction to an employee (lup, 2019). Moreover, the insights from the interview sessions have revealed that there is a realistic job preview followed at Sainsbury during the recruitment process, which permits the candidates to understand the work environment and their job roles. This usually contributes towards a better job satisfaction level. The recruitment process has a significant impact towards the financial benefits in terms of decreased training programs and lower turnover rate and this has demonstrated the value of a stable and supportive work environment. Employees who feel secure, trained and aligned with the company’s values are appropriate to engage well with their work duties and lead towards enhanced performance improvement. This has been useful for organisational success.

From the interview sessions, it has been analysed that there is a demanding nature of retail work, including dealing with difficult customers and there is high job burnout as well. This requires continuous recruitment efforts which is difficult for a firm to maintain a skilled and experienced workforce (Wrigley, 2019). Some temporary workers have not stayed with the organisation for more than a particular season, this highlights the origin of constant recruitment. Seasonal turnover has destroyed the workforce and necessitated an ongoing recruitment process as well. These are the major challenges of being in the recruitment process (Weatherhead, 2019). On the other hand, few of the interviewees have highlighted that there’s inadequate attention by the recruiters towards the practical realities of the job. They are general policies stated during the interview rounds. However, the role-specific training and support have not been given. These things have led towards an unsupported job environment and increased retention. Most of the employees of the organisation stated that there is a disturbance in the workforce, where inconsistency and instability are seen towards the career growth opportunities of employees. From the interview sessions, it has also been understood that the major drawback which is available with l Sainsbury is to work with a high-demand recruitment period of seasonal time. There have been instances available where there are requirements to fill positions quickly (Nguyen, 2020). During peak seasons like sales periods, there is often a rush seen in the recruitment department to compromise on the thoughtfulness of the job assessment given by the candidates and just to hire candidates to fill in the position. Due to such urgency, the retail sector has traditionally faced higher turnover rates. High turnover has constantly created vacancies that require to be filled urgently and this requires pressure on the recruitment committee time and again to hire without undergoing an extensive evaluation of the candidates (Bhardwaj et al., 2021). This is a major drawback of the retail sector and is especially seen in the case of Sainsbury as highlighted by the interviewees. A major retention problem can be resolved at Sainsbury when there are better assessments and concentration towards the interview process and employees are hired as per the skill levels which match with the job roles of the company.
From the interview sessions, it has been understood that recruiters have been prioritising candidates who can start immediately to fill up their vacancies. This short-term focus has led towards overlooking the employees who are qualified with skills and require more time to make a change. This has highlighted a major gap in the recruitment process of Sainsbury as hiring decisions based solely on immediate availability have led the organisation to miss out on the best fit for the role. Retail job roles often require strong interpersonal and communication skills because of the high level of customer interactions. The recruiters have been under-emphasising soft skills and focusing just on the technical qualification (Marufu et al., 2021). Technical skills can be taught. However, soft skills are hard to develop. An inefficient assessment of these skills can lead towards hiring employees who can struggle to provide customer service as per the company’s requirements. The interview sessions have also highlighted how behavioural interviews are effective in predicting the job performance of a candidate. Behavioural interview techniques assess the past situations handled by the candidates and analyse how they can be accurate for the job role.
 
In terms of the mitigation strategies for the drawbacks available in the recruitment process, it is necessary to incentivise long-term commitment between an employee and the firm. Competitive salaries and benefits with provided financial security are the needs of job seekers in today's competitive time (Mirrazavi & Beringer, 2007). With great financial security, all employees are more likely to remain with the organisation which can lead towards better retention rates. On the other hand, few of the interviewees have highlighted that clear career development pathways need to be provided to the employees. Mentorship programs, leadership training programmes or career coaching activities are a must in today’s competitive time to motivate employees (Davies & Rands, 2019). This can ensure a long-term relationship with an employee towards an organisation. The findings from the interview sessions have also highlighted the requirements of undertaking exit interviews or surveys on the last working day of the employees. This can help in analysing the reasons why employees are leaving the organisation and accordingly, have changes made in the overall onboarding experience or operational heads. An extensive and tailored onboarding program can be provided at Sainsbury when there are better understanding of why employees leave the organisation. Information on why employees are leaving Sainsbury can reveal the deficiencies of the onboarding process. For example, if there are many departures occurring shortly after the onboarding, then, this can indicate the requirement for having a comprehensive and extended training program. An effective onboarding program can ensure that new hires are familiar with the team environment and understand their roles effectively (Indeed, 2023). This can enhance their chances of being associated with the company for a long duration and also reduce early turnover rates. The interview sessions have also highlighted that there should be continuous analysis made to understand the potential issues available with the recruitment process. This can help in making necessary adjustments before they can be escalated to a higher level.
 
[bookmark: _Toc169472198][bookmark: _Toc168019540]4.5 Theoretical underpinning
As per theoretical framework of social exchange theory followed in this research paper, the recruitment process of Sainsbury is contained with the behavioural, technical and final interview rounds that aim towards ensuring cultural fit. This accentuates a reciprocal exchange between the organisation and employees. The organisation has been investing towards transparent recruitment procedures and comprehensive onboarding programs, which can result in better job satisfaction and reduced turnover. Also, the theoretical framework has underscored how there is a demanding nature of retail work which entails dealing with difficult customers and elevated job burnout. This is working as a negative aspect of the organisation as the destruction is taking place in the reciprocal exchange. As per social exchange theory, where employees do not acquire adequate training as per their job roles. Then, it can lead towards the destruction of turnover. On the other hand, as per the SET theory, when employees have been immersing well with the values and culture of the organisation then, they are more likely to work with loyalty and dedication. This has underscored how there is an elevated need at Sainsbury to work towards employees' expectations. The theoretical framework has also highlighted that employees who accept a high level of support from the organisation always with positive attitude and behaviour which increases their job satisfaction level. At the same time, this motivated them to perform to the best of their capabilities which ultimately resulted in lower turnover rates. 
[bookmark: _Toc169472199]4.5 Summary
To summarise, the the key themes of the study, are the relationship between recruitment and retention at Sainsbury, the impact on job satisfaction, and drawbacks and mitigation strategies in the recruitment process. The recruitment process of Sainsbury is linked with higher retention and job satisfaction which is focused towards a cultural fit and an extensive onboarding process. However, there are issues available in terms of lack of diversity and inadequate benchmarking against the competitors. This requires mitigation strategies like adequate onboarding, clear job expectations, and compensation to be made as per competitive industrial type.


[bookmark: _Toc169472200]Chapter 5: Conclusion 
This research paper focused towards conducting an examination made on the recruitment process followed at Sainsbury, which is a well-known UK-based supermarket firm. This research paper looked forward to analysing how Sainsbury is working with diverse strategies that have been influencing retention of the employees and overall job satisfaction. It also looked forward to apprehending the weaknesses associated with the recruitment process and analysing how mitigation strategies can be applied to work with these challenges.
 
To conclude, in this research, there has been an involvement of primary as well as secondary data collection approaches. Under the qualitative research methodology, a primary data collection approach was undertaken to interview 5 managers belonging to Sainsbury. There were 12 open-ended questions involved in the interview session to comprehend definitive practises associated with the recruitment process of Sainsbury. Whereas, under the secondary collection approach, there has been an involvement made of 5 journal articles that have underlined recruitment strategies followed at Sainsbury and the overall retail sector of the UK. For evaluating the results obtained by primary and secondary data approaches, there has been an involvement made thematic analysis. With the help of thematic analysis, there has been a division made of different codes and patterns that have helped form themes. These themes have applied to work with the objectives of the study and further subchapters are divided as per those themes as they are directly linked with this research paper's objectives.
 
[bookmark: _Toc169472201]5.1 Linking with Objectives
[bookmark: _Toc169472202]5.1.1 Relationship between recruitment process and retention rates (Objective 1)
Under this research objective, it has been understood that Sainsbury has a well-designed recruitment technique that significantly impacts employee retention and job satisfaction. This process is implicated with having initial check-ins made which have undertaken behavioural and technical interview sessions to guarantee that candidates are not only qualified for the job roles but also well qualified with the culture and values stated by the organisation. Through the screening process, there are candidates filtered out who have skills and experiences aligned with the organisational values of Sainsbury. This has stimulated better retention rates. From the interview responses, it has been revealed that Sainsbury has been emphasising culturally fit and thorough onboarding processes that ensure that the values of new hires align with the company’s culture. This has contributed towards higher employee engagement and satisfaction. Employees who feel respected and appreciated in the recruitment process are likely to be committed to the organisation and this has assisted in enhancing the employee retention rates. 
 
[bookmark: _Toc169472203]5.1.2 Impact of recruitment and retention on job satisfaction (Objective 2)
Under this research objective, it has been concluded that the recruitment process of Sainsbury has a vital impact on job satisfaction and retention. There is a transparent, fair and engaging recruitment journey followed at Sainsbury, which develops a positive perception of the organisation before any candidates join the firm. The brand has been successfully attracting candidates that resonate well with its culture and this has led towards a long-term job satisfaction level. From the interview sessions, it has been figured out that the candidates align well with the values of Sainsbury and they are more comfortable to fulfil the organisational goals. These people tend to be with the organisation for a long period. By delivering them support from the beginning, there is a sense of belongingness and loyalty enforced that always enhances the retention rates. A supportive environment and clear communication about the organisational culture also assist the candidates to make informed decisions. This has improved the job satisfaction levels at Sainsbury. 
 
[bookmark: _Toc169472204]5.1.3 Drawbacks of the recruitment process (Objective 3)
Under objective 3, it has been analysed that the recruitment process followed at Sainsbury has demonstrated different drawbacks that impact job satisfaction and employee retention. An emphasis paid towards cultural fit leads towards a scarcity of focus on job recruitment. This has resulted in a less diverse workforce and also, hiring employees who are not skilled enough. This inequality has caused lower job satisfaction rates and resulted in higher turnover rates. Moreover, from the interview session, it has been underlined that the recruitment process of Sainsbury lacks benchmarking against the competitors which has led towards varied opportunities to adopt innovative recruitment strategies. This inefficiency has resulted in outdated technologies and less efficient hiring methods. This has prevented Sainsbury from being able to attract top talent and decreasing the overall job satisfaction level among the current employee base. Moreover, there is a misalignment seen between job satisfaction and actual job roles because of outdated job descriptions. This misinterpretation has provoked early employee dissatisfaction and increased attrition rates as new hires find their roles to be dissimilar from what has been advertised in the job posting campaigns. On the other hand, the interview sessions have also elaborated that the recruitment process also delivers limited provision for career advancement opportunities. 
 
[bookmark: _Toc169472205]5.1.4 Mitigation strategies for the recruitment process (Objective 4)
Under this research objective, it has been concluded that for addressing the challenges and disadvantages seen in the recruitment process of Sainsbury, there can be several mitigation strategies executed. From the interview responses, it has been understood that an extensive employee engagement program can be executed during the recruitment cycle. This can be included with regular feedback sessions, recognition opportunities and clear pathways for progressing and growing in the career opportunities. Engaged employees are likely to be associated with the organisation for a long period and thereby, this can decrease overall turnover rates as well. An enhanced onboarding and training programs are inculcated wherein, new hires can acquire thorough orientation to analyse the culture of the company, its history and its goals. There can be feedback sessions undertaken by the employees during the onboarding process to understand how the new employees can align well with the values of the company and also feel more connected. There can be clear representation and communication made of job responsibilities that can reduce overall confusion and nervousness of the new hire and make him feel confident about themselves. On the other hand, it is the responsibility of Sainsbury to offer competitive benefits, packages, and compensation to employees who are fulfilling their job roles effectively. This can only attract and retain top talent in the organisation. In today’s competitive job market, talented candidates have considerable options to grow and financial incentives have been playing a considerable role in influencing their decision. Hence, it is the responsibility of Sainsbury to deliver attractive compensation packages that reflect the specialised skills and experiences held by the candidates.
 
[bookmark: _Toc169472206]5.2 Recommendations
For the further enhancement of the recruitment process, followed at Sainsbury, below are the recommendations that can be implemented.
· Advanced recruitment technologies
It is recommended to have an implementation made of advanced improvement technologies in the form of artificial intelligence and machine learning systems for streamlining the hiring process. These technologies can bring in automation in the initial candidate screening and identifying the best-fit candidates as per the skill set and experience level. This can reduce the biased approaches in the selection process.
· Expansion of talent acquisition channels
There can be diversification made of talent acquisition channels that can leverage social media platforms, professional networking sites like LinkedIn and various industrial-specific job portals for reaching out to the broader pool of candidates. A utilisation made on different recruitment channels can be useful for Sainsbury for attracting candidates coming from various backgrounds.
· Structured interview processes
There can be standardised interview processes followed around the departments to ensure consistency. A development of a structured interview process can undertake behavioural and situational questions that are aligned with the values of the organisation. This can guarantee taking up hiring decisions and better alignment can be formed between the candidate's skills and job requirements.
· Regular recruitment analytics
An implementation can be made towards recruitment analytics for tracking and analysing the key metrics like time to hire or cost per higher metrics. The usage of data can enable in identification of areas of improvement and optimising the recruitment process. A regular analysis of the recruitment metrics can be useful in providing valuable insights about various hiring strategies.

[bookmark: _Toc169472207]5.3 Limitations of the study
The limitations that have been involved in this research paper consist of drawing out conclusions from the interview sessions and the secondary data studies. The sample size of this research paper was only 5 participants and only a few of the research papers were reviewed, which have not characterized a wider cross-section of employees highlighting the recruitment process followed at Sainsbury. A small or homogeneous sample has always led towards biased results which are only specific as per a particular group rather than the entire workforce. The interview sessions have been subjective as they excessively relied on the perceptions and opinions shared by the individuals. This has introduced biased approaches as participants may only answer the interview questions as on their social ability and belief about the brand image of Sainsbury. On the other hand, there has been reliance seen on secondary data studies that highlight how the research papers have been equipped for some other scope which can differ from the context of the current research paper. Secondary data is not always relevant and up to the mark which can lead towards a lack of specific context to be involved in the study. The accuracy and relevance of conclusions seen from the secondary data are usually dependent on the quality and applicability of the original studies.
 
[bookmark: _Toc169472208]5.4 Future Research Study Scope
For future research studies, there can be a longitudinal study conducted to track the effectiveness held up by the recruitment strategies over some time. This can provide a better understanding of the initial recruitment practices and how they impact long-term retention and job satisfaction. Future papers can also have comparisons made on the recruitment and retention strategies of Sainsbury by other retailers in the UK. This can highlight how there are varying practices seen in MNCs and what are the different areas of improvement. There can be incorporation of quantitative methods as well in future research papers wherein, there can be understanding made on numerical facts like turnover rates, job satisfaction surveys, or performance data.
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1. What is the recruitment process that is followed at your organization?
2. Can you elaborate on some specific aspects of their recruitment process that might contribute to higher employee retention rates?
3. How can Sainsbury's leverage its recruitment practices to attract individuals who are a good cultural fit and likely to stay with the company long-term?
4. How could Sainsbury's analyze data related to both their recruitment process and employee departures to identify areas for improvement in the recruitment-retention relationship?
5. How might Sainsbury's benchmark its recruitment practices against competitors and learn from successful strategies implemented elsewhere?
6. How can Sainsbury's demonstrate the return on investment (ROI) associated with implementing a recruitment process that leads to higher retention rates?
7. Can you identify any challenges or gaps in Sainsbury's recruitment process that may impact the rate of employee retention?
8. In your experience, how does the recruitment process at Sainsbury contribute to creating a positive employee experience and fostering long-term commitment?
9. Which is the major drawback associated with retail recruitment process? 
10. Can you state a strategy that to be implemented towards improvement of retention rates by changing recruitment policies?
11. What can be the method employed to understand the impact of recruitment processes on the job satisfaction of a new hire at Sainsbury? 
12. In your opinion, what can be the best example to improve candidate experience that can lead towards better attention rates?


[bookmark: _Toc169472212]Appendix 2: Interview Transcript
1. What is the recruitment process that is followed at your organization?
Job postings, phone interviews, initial resume screening and in-person interviews with department heads and HR are involved in the recruitment process that is followed by a final offer and reference checks to the selected candidate.
2. Can you elaborate on some specific aspects of their recruitment process that might contribute to higher employee retention rates?
Cultural fit is focused as behavioural interviews are incorporated through which it is ensured that values are aligned by candidates which results in higher retention rates and a supportive work environment as well.
3. How can Sainsbury's leverage its recruitment practices to attract individuals who are a good cultural fit and likely to stay with the company long-term?
Core values and company culture can be emphasised by Sainsbury’s during job interviews and descriptions through which candidates would be selected who resonate with these principles and there is more possibility to retain within the company and thrive for the long term.
4. How could Sainsbury's analyse data related to both their recruitment process and employee departures to identify areas for improvement in the recruitment-retention relationship?
Key metrics can be tracked by Sainsbury’s like turnover rates, exited interview feedback and time to position so that patterns and areas can be identified where adjustments are required by recruitment processes for better retention.
5. How might Sainsbury's benchmark its recruitment practices against competitors and learn from successful strategies implemented elsewhere?
Benchmark studies and industry surveys that can be participated in by Sainsbury’s so that recruitment metrics can be compared with competitors and successful practices and areas of adjustment can be identified.
6. How can Sainsbury's demonstrate the return on investment (ROI) associated with implementing a recruitment process that leads to higher retention rates?
ROI can be shown by Sainsbury’s by comparison of after and before the new process through which savings can be highlighted from reduced training and hiring expenses.
7. Can you identify any challenges or gaps in Sainsbury's recruitment process that may impact the rate of employee retention?
Inadequate job role clarity is a potential challenge during the recruitment process because of higher turnover and mismatched expectations.
8. In your experience, how does the recruitment process at Sainsbury contribute to creating a positive employee experience and fostering long-term commitment?
Cultural fit and clear communication are emphasised by the recruiting process of Sainsbury’s through which it is ensured that company values are aligned by the new hires resulting in long-term commitment and positive employee experience.
9. Which is the major drawback associated with retail recruitment process? 
Constant recruitment cycles may result because of high turnover rates in retail through which maintaining consistency and quality in the workforce becomes challenging. 
10. Can you state a strategy that to be implemented towards improvement of retention rates by changing recruitment policies?
A more rigorous screening process should be implemented to ensure that company values, job expectations and values are aligned by candidates through which retention of employees who fit well.
11. What can be the method employed to understand the impact of recruitment processes on the job satisfaction of a new hire at Sainsbury? 
Regular interviews or surveys should be conducted with new hires so that their feedback can be gathered on recruitment experience and the impact on job satisfaction can be assessed.
12. In your opinion, what can be the best example to improve candidate experience that can lead towards better retention rates?
According to me, the experience of employees can be enhanced and positive word of mouth can be promoted by providing constructive feedback for every employee regardless of the outcome also personalised and timely communication should be provided throughout the recruitment process.
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