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Abstract 
This study examines the contribution of digital HR analytics to strategic workforce planning and hiring decisions within the UK retail grocery sector; focusing mainly on Tesco and Sainsbury's. The research critically explores how the recruitment effectiveness is improved through the digital HR analytics and how it supports the workforce planning and improves organisational performance. Methods like interpretivist philosophy, inductive approach and qualitative methodology have been used. Sources like academic literature, industry reports and organisational sources have been used to collect secondary data and to identify the key themes, thematic analysis has been used. 
The findings have stated that the quality of recruitment is improved through predictive decision-making, improved hiring accuracy and stronger employee-job alignment which is achieved through the help of digital HR analytics. This study also has shown that analytics support strategic workforce planning through workforce forecasting, talent management and evidence-based decision-making. But there are also challenges existing in connection to the data quality, accountability and implementation complexity and also the fact that the dependency on technologies continue to impact the effectiveness. 
The study concludes that the value of digital HR analytics is determined through effective integration of technological capabilities into the recruitment practices and organisational decision-making which in turn supports the long term workforce alignment and the strategic objectives. 
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[bookmark: _Toc231481567]1.1 Research background 
The UK grocery retail industry has experienced rapid transformation due to digitalisation, changing consumer expectations, and increased operational complexity. Retailers are facing the consistent pressure of efficiency among the handling of large and diverse workforces. Kesavan et al. (2022) emphasised in this environment, hiring decisions have become increasingly critical, as the ability to recruit suitable employees quickly and effectively directly influences service quality and organisational performance. Major organisations like Tesco and Sainsbury have addressed these issues by introducing digital HR analytics in recruitment and workforce planning. Digital HR analytics involves applying data-based tools and technologies such as artificial intelligence and predictive modelling to human resource decision-making. Stankevičiūtė (2024) mentioned regarding the job market, it allows organisations to process extensive amounts of data on potential candidates, evaluate trends in employee performance, and have a better grasp of future employment success. This change in the conventional recruitment process to analytics-driven is an indication that hiring needs to be more specific especially within a sector with a high rate of employee turnover and seasonal hiring (Machado, 2025).
The comparative analysis of Tesco and Sainsbury reveals both similar aims and dissimilar methods of HR analytics to use in hiring decisions. Chen (2022) stated Tesco adopts the most developed usage of digital HR analytics by applying data-driven practice in each of recruitment practices. The company applies predictive analytics to assess the suitability of candidates based on historical data on hiring, employee performance, and customer hiring trends. Moreover, Chukwunweike and Aro (2024) asserted agile hiring is possible as Tesco utilizes real-time information, which enables staffing levels to swiftly change in response to evolving business requirements. Contrary to this, Mendonça (2025) contended that Sainsbury adopts a more systematic and standardised method of hiring with HR analytics employed to promote consistency and reliability in recruitment decisions. Although data analytics assists in the mentioned processes by offering insights on candidate performance and recruitment efficiency, the general strategy is less dependent on sophisticated predictive technologies than Tesco. Rather, Smith (2023) illustrated, Sainsbury concentrates on aligning hiring operations with organisational values, legalities, and future workforce plans. To maximise the use of recruiting channels, Tesco uses the insights of analytics to cater to particular groups of candidates and hires them. Conversely, Sainsbury makes uniformity and fairness paramount, as well as all candidates are evaluated under the same criteria. Achterberg (2024) proclaimed in his reports that despite these disparities, Tesco and Sainsbury’s acknowledge the strategic essence of digital HR analytics in enhancing hiring processes. 
Using data in recruitment processes, both organisations will strive to promote efficiency and less hiring errors, as well as increase alignment of talent acquisition with more long-term workforce planning goals. Ojakorotu (2023) affirmed the rising use of digital HR analytics in the UK grocery retail industry is an indication of a shift towards more strategic and evidence-based hiring practices. With the grocery retail business constantly changing, data-driven workforce optimization and informed hiring decisions will become a major factor in determining competitive capability and sustainability.
[bookmark: _Toc231481568]1.2 Research rationale 
Particularly in data-intensive industries like grocery retail, the growing integration of digital technologies into human resource management has drastically changed how businesses manage talent. Organisations gather and analyse workforce data by using digital HR analytics to enhance hiring choices, worker performance, and long-term workforce planning. By discovering trends in hiring, retention, and productivity, as said by Sylvestre, (2024), this data-driven strategy lowers uncertainty and improves decision-making. In the UK, the need for effective personnel management strategies, shifting workforce demographics, and digital transformation are driving the increasing use of HR analytics. Despite these developments, there is still a lack of the precise role that digital HR analytics plays in strategic workforce planning and hiring decisions in the UK grocery retail sector. This restricts comparative knowledge among significant rivals. According to Meng, (2024), companies like Tesco have implemented organised workforce planning to anticipate staffing requirements and enhance operational effectiveness. Meanwhile, the level of analytics that impacts these procedures in contrast to rivals like Sainsbury’s fails to be well understood. Additionally, limited comparative research has examined how digital HR analytics supports predictive workforce management, evidence-based decision-making, and organisational competitiveness within leading UK grocery retailers such as Tesco and Sainsbury’s.
Furthermore, based on Kambur and Yildirim, (2023), the grocery retail industry is known for its high personnel turnover, fluctuating demand, and complicated operations, which make efficient labour planning essential. Although workforce analytics helps organisations to anticipate labour demand, identify skill gaps, and more efficiently optimise recruitment efforts, traditional HR procedures are frequently inadequate in reacting to such dynamic conditions. Furthermore, external labour market pressures, including labour shortages, workforce availability constraints, and emerging skill gaps, have increased the need for advanced analytics-driven workforce planning approaches within the retail sector. By focusing on these areas, the rationale behind the study is to close the gap between theoretical knowledge and real-world implementation of digital HR analytics in retail. The purpose is to offer greater insights into the viability of top UK food retailers by using HR analytics to improve workforce planning and hiring decisions by comparing Tesco and Sainsbury's. By providing evidence-based suggestions for enhancing HR strategies in a quickly changing digital context, this will advance managerial practice. 
[bookmark: _Toc231481569]1.3 Research problem
Digital HR Analytics has been used for planning purposes and screening employees based on qualifications and achievements. Previous studies highlight that hiring issues lie in skill-based recruitment and resume screening. However, limited research has examined how digital HR analytics contributes to broader strategic workforce planning and predictive workforce management within the UK grocery retail sector. On the other hand, Newing et al. (2022) mentioned that issues are present in sourcing candidates due to geographical inequalities and different online grocery provision. The study is based on the UK grocery retail industry, which narrows down the turbulent business environment and makes it difficult to predict operational costs and demand shifts affecting hiring requirements and procedures. Precursory research of Bauer et al. (2023) provided little legitimate information about the use of digital HR analytics for high-stakes hiring and testing, which has been generalised in the current literature review.
The problem is that traditional HR metrics like workforce stability and recruitment are difficult to predict for Tesco and Sainsbury due to performance variation. Moreover, organisations continue to face challenges regarding data verification, accountability, transparency and potential bias arising from automated HR decision-making systems. No notable information was presented in previous studies about Tesco’s use of HR data analytics for recruitment tracking. There is also insufficient comparative evidence regarding how Tesco and Sainsbury differ in the implementation effectiveness and strategic utilisation of digital HR analytics for recruitment and workforce planning. Roy (2024) identified that the hiring issue lies in cultural resistance and aligning ethical complexities with human capital while adopting digital analytics. 

[bookmark: _Toc231481570]1.4 Research significance 
The significance of the research is to identify the method to mitigate sourcing candidates and hiring planning issues. The research needs to be conducted to gather insight into how strategic planning can be used to predict market uncertainty and reduce staff sourcing and vacancy issues. The study will further contribute to understanding how digital HR analytics supports predictive workforce management, evidence-based decision-making, and long-term workforce planning within the UK grocery retail industry. The research can be used by Sainsbury to make data-based hiring decisions and reduce recruitment expenses through talent channels. Gosling (2024) purposefully shows that the unethical employment mentality reduces productivity as lower-performing workers are hired. The findings may also assist managers in evaluating the strategic benefits and limitations of digital HR analytics when making workforce and recruitment decisions.
In contrast, Hunt and Rolf (2022) reflected on cultural resistance factors, such as data privacy regulation and algorithmic bias, that determine whether or not to adopt fair hiring strategies. The research significance lies in optimising the workforce and guiding Tesco to use descriptive and operational measurements to reduce staffing challenges and talent depreciation. Whereas Meng (2024) justified that a referral program can be used to incentivise trusted candidates and reduce staffing challenges. Furthermore, the study can provide practical recommendations for addressing challenges associated with data quality, accountability, algorithmic bias, and ethical concerns in analytics-driven HR practices.
[bookmark: _Toc231481571]1.5 Aims, objectives & Research questions 
Aims
The aim of the study is to investigate the importance of digital HR analytics for improving hiring decisions and strategic personnel planning in the UK grocery retail sector. With special reference to Tesco and Sainsbury, the purpose is to assess how digital HR analytics are applied in practice and support more intelligent as well as successful workforce initiatives.
Objectives
· To examine how digital HR analytics improves hiring decisions, recruitment effectiveness, and employee-job alignment within Tesco and Sainsbury’s.
· To analyse the contribution of digital HR analytics to strategic workforce planning and predictive workforce management within the UK grocery retail industry.
· To evaluate the strategic value of digital HR analytics in enhancing organisational performance, supporting evidence-based decision-making, and strengthening competitive positioning.
· To investigate the challenges associated with digital HR analytics systems regarding accountability, data verification and automated decision-making processes.
· To assess how external labour market factors, including labour shortages, workforce availability, and skill gaps, influence the adoption of digital HR analytics within Tesco and Sainsbury’s.
· To compare the implementation and effectiveness of digital HR analytics in workforce planning and recruitment processes between Tesco and Sainsbury’s.
Research question 
· How does digital HR analytics improve hiring decisions, recruitment effectiveness and employee-job alignment within Tesco and Sainsbury’s?
· How does digital HR analytics contribute to strategic workforce planning and predictive workforce management within the UK grocery retail sector?
· Why is digital HR analytics considered strategically valuable for organisational performance, evidence-based decision-making and competitive positioning?
· Why do organisations face challenges related to accountability, data verification and automated decision-making in digital HR analytics systems? 
· How do external pressures such as labour shortages, workforce availability and skill gaps influence the adoption of digital HR analytics within Tesco and Sainsbury’s?
· How do Tesco and Sainsbury’s differ in the implementation and effectiveness of digital HR analytics within workforce planning and recruitment processes?
[bookmark: _Toc231481572]1.6 Dissertation structure 
The research has been conducted following a systematised approach and adopting a traditional procedural structure as follows.
Chapter 1: Introduction
The introduction chapter is used to investigate the topic and highlight the issues. The aims, objectives, questions, problem statement and rational discussion shift the study from simply tracking to predicting the key trends. 
Chapter 2: Literature Review 
The following chapter covers theoretical frameworks based on human resources, financial paradigms and technological resources (Paul et al. 2024). The chapter is significant as it addresses the key objectives of the research.
Chapter 3: Methodology 
The data collected and used were based on the study context and the constraints (Mulisa, 2022). Using the secondary qualitative research strategy proves viable for the research to understand the relationship between hiring practices and the market position. 
Chapter 4: Findings and Discussion
The findings and analysis chapter uses a series of codes, patterns and themes to identify the key trends and ensure whether the objecting aligns with the data collected. A brief analysis of the positive and negative impact of digital HR analytics on strategic hiring and workforce planning is provided.
Chapter 5: Conclusion and Recommendations 
The final chapter dislodged the key results derived and their implications for the upcoming research. Certain recommendations are provided to mitigate limitations based on sample size and institutional context. 


[bookmark: _Toc231481573]Chapter 2: Literature Review  
[bookmark: _Toc231481574]2.1 Introduction
Digital HR analytics is emerging as a significant solution to enable organisations to enhance workforce planning and recruitment decisions. It incorporates data, technology and predictive tools to assist firms in knowing how employees behave, perform and the future workforce requirements. As suggested by Tarannum, (2026), Tesco and Sainsburybi among other companies in the UK grocery retail industry are investigating digital systems to manage huge workforces and adapt to the fluctuating customer demand. Tesco is considered more progressive in adopting digital transformation, though Sainsbury is developing its analytics with integrated systems as well. In this chapter, the authors analyse recent research on the role of digital HR analytics in strategic workforce planning and decision-making in such organisations (Winton et al. 2026).
[bookmark: _Toc231481575]2.2 Analysing the Concept and Strategic Significance of Digital HR Analytics in Contemporary Organisations 
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[bookmark: _Toc231480585][bookmark: _Toc231559272]Figure 1: Concept and Strategic Significance of Digital HR Analytics
(Source: Opatha, 2020)
Digital HR analytics is the systematic use of information technology, and analytical tools to improve decision making regarding human resources. According to suThe transformation of traditional administrative HR functions into data-driven strategic partners proves the significance of digital HR analytics. Tesco and Sainsbury's are the two dominant players in the grocery retail industry of the UK; both provide comparative cases of how digital HR analytics is operational. 
Tesco’s HR analytics capability is formed in the broader digital up gradation of HR function. Through platforms like cloud-based, real-time performance dashboards and recruitment systems that are digitalised. Roy (2024), said Tesco’s HR system is created in a more centralised and integrated manner. Predictive modelling is used in the company to forecast requirements regarding labour across stores, in the presence of seasonal variations, behaviour patterns of the consumers and operational shifts. According to hiring decisions Tesco also strategically maintains a digital skill inventory to support talent, along with helping the company to identify capability gaps and planning internal mobility. The recruitment process of Tesco has been made automated through digital platforms, it helps to screen the candidates, track applications and generate a digitalised data-driven hiring insight. Tesco’s approach is made “digital” by automation and system integration. HR decisions are no longer limited to only data-based information but also have been distinctively system -driven. As per Espegren (2025), this reduces manual intervention, which in turn enhances speed and consistency. Strategically, it supports efficiency, scalability and standardised employee experience across its large (cipd.org, 2026). 
In contrast, Sainsbury's adopts a more digitally interconnected, analytics model which is more wide across the enterprise. As per Kota (2024), the digital HR analytics of the company is not confined to HR platforms alone, but is integrated to a broader data module that links the HR information to operational and commercial datasets. For instance, the real time inputs such as customer footfalls, sales trends and activities related to supply chain, informs the workforce planning at Sainsbury’s through an advanced digital analytics system (strategy.com, 2026). This enables dynamic workforce allocation in which staffing levels can be adjusted almost instantly in response to changing business conditions. Tartanoglu and Tindal (2022) added, the fast redeployment and reskilling of employees are processed by digital tools, this process is supported by insights that are data-driven. The defining feature of Sainsbury’s approach is its real-time active responsiveness and cross-functional integration enabled by digital infrastructures that are advanced and instant.
The strategic significance of digital HR analytics in both of the organisations is impressive. The proactive-workforce planning is done by this process, which helps to predict the demand of labourers with greater precision. The enhancement of hiring decisions through AI-driven candidate screening and matching, has resulted in improved quality of hiring, while also managing the time that is taken in the process. As per Sopilko et al (2022), the support of cost optimisation is also done by aligning the staffing levels with the needs of operations. These transformations and capabilities provide significant competitive advantage in sectors which are characterised by a high rate of employee turnover and fluctuating demand. 
Digital HR analysis is not a mere extension of the HR process and a digitalised transformation which is driven by digital technologies. As said by Zebua et al (2025), the digitally optimising HR processes is the main focus of Tesco, whereas, Sainsbury’s digitally integrated data ecosystem for broader organisational control and adaptability is the key strength. Both of these approaches demonstrate that the ability to create a responsive, efficient and data-driven workforce which aligns the objectives of the business is the strategic value of digital HR analytics.          
[bookmark: _Toc231481576] 2.3 Explaining the Use of Digital HR Analytics in Strategic Human Resource Management
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[bookmark: _Toc231480586][bookmark: _Toc231559273]Figure 2: Evidence-Based Management theory
(Source: Rynes and Bartunek, 2017)
Digital HR analytics has become a tool in strategic human resource management advancements (SHRM), particularly when evaluating the evidence-based management (EBM). According to Bilušić and Vokić (2025), The use of digital HR analysis in the management of strategic human resources at Tesco and Sainsbury's reveals the operationalization of evidence-based management (EBM) by both the companies.
At Tesco, a structured EBM model is evaluated to support digital HR analytics. The cloud-based digital platforms of the company continuously workforce data across recruitment, attendance, productivity and retention. As per Anthun et al (2024), Strategic HR decisions are guided by a stable and high-volume evidence base which is created in the process. For example, the predictive analysis models process historical data of the workforce to forecast the demand of labor at the store level. This allows the precise planning of the workforce aligned with the cycles of business. This is a reflection of EBM theory evaluation, where the company uses reliable data of the organisation to reduce the uncertainty during decision making. 
The hiring processes of Tesco further demonstrate an evidence-based approach, the algorithmic screening and scoring mechanisms to select candidates against predefined criteria such as experience, skills and performance indicators, are applied by digital recruitment system. Thus, reducing cognitive bias and subjective judgement with quantifiable evidence, which improves the consistency and quality of hiring decisions. Al-Shammari et al (2024) added, HR managers can monitor key metrics such as time to hire, turn-over rates and employee performance through real-time dashboards, which ensures the decision making is dependent on the updated data. The digital HR analytics functions as a decision-support system, in the evaluation of EBM through standardisation, accuracy and internal validity of evidence. 
In contrast, Sainsbury’s adopts a more holistic approach with the evaluation of EBM. As the digital HR analytics is included within a broader organisational ecosystem, in this enterprise, instead of relying solely on datasets specific to HR, the integration of workforce data with operational metrics such as- customer demand, sales performance and store activity. This is a reflection of a more advanced interpretation of the EBM theory, where decisions are informed by multiple sources of evidence, including conceptual and real-time business data.
The integration allows Sainsbury’s to implement dynamic and an adaptive workforce strategy. According to Nowicka et al (2024), the staffing process is not only dependent on historical HR trends but also on live operational inputs, This enables the instant adjustments in workforce allocation. Digital analytics systems provide real time evidence, during the times of demand fluctuations, that ensures rapid redeployment of employees across stores and roles. Thus, by evaluating EBM, decisions are continuously updated based on most current and relevant data that is available.  
Sainsbury’s applies the digital HR analytics in a more context-sensitive manner, in the case of recruitment. In the words of Espegren (2025), Candidate data is analysed by both using digital tools and broader business conditions such as location specific demand operational priorities. This ensures that the recruitment process is not only evidence based but also aligns with real-time organisational needs. As a result the company achieves greater flexibility and responsiveness in its process of reputation building and talent accumulation.
Sainsbury’s approach on the other hand, is mainly responsive and integrative in the external part. Drawing on a wider range of sources related to evidence to inform decisions. This enhances the ability of the company to adapt quickly with changing environments of the business. But also requires more complex data integration and capabilities of management.  
The SHRM increases in both the organisations through digital HR analytics. According to Amany and Sharify (2025), The evaluation of EBM theory, into the planning of workforce and hiring decisions, Tesco demonstrates how standardised digital systems can produce reliable HR practices that are data driven. Whereas Sainsbury’s focuses on the value of integrated real-time analytics. In the utilisation of strategic analytics, both the organisations show that digital data analytics is not only constrained as a technological tool but a critical mechanism that incorporates the evidence-based management principles.      
           
[bookmark: _Toc231481577]
2.4 Analysing the Role of Digital HR Analytics in Supporting Strategic Workforce Planning 
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[bookmark: _Toc231480587][bookmark: _Toc231559274]Figure 3: Digital HR Analytics in Supporting Strategic Workforce Planning
(Source: Afriyie, 2019)
Digitalisation and the increasing complexity of operational demands has made the UK grocery retail industry enter a period of rapid transformation. According to Porquez et al. (2025), it has become a strategic necessity to plan and recruit a diverse and effective workforce that brings in high turnover. This part of the literature review analyses the role of Digital HR analytics in maintaining a Strategic Workforce Planning (SWP) by stating a comparative study between the agile approach of Tesco with the organized, value-based framework of Sainsbury’s. Digital HR Analytics makes workforce planning proactive by the application of predictive models and data-driven technologies to standard decisions of the human resources.
Tesco is recognised for its adoption of advanced Digital HR Analytics that uses a data-based approach for every stage of the recruitment cycle. The company makes use of predictive modelling that utilizes historical data of previous hiring’s and trends in performance to assess a candidate’s fitness even before being interviewed. Tesco takes part in agile staffing that gives an edge to real-time information matrix which helps to shift staffing levels according to the changing requirements of business. In the words of Saidakhrarovich et al. (2024), such companies use data insights from external factors to list factors that influence online demand which calls for stock refinement and modifications in workforce planning. Tesco has a strategic advantage due to their employment of high technology that reduces the risk of skill degradation and staffing challenges by allowing a fast and accurate selection process. 
Sainsbury’s implements a more standard method of hiring that focuses on consistency and prioritizes reliability throughout its operational management. It follows a systematic and value-based uniformity. Sainsbury’s focuses on empowerment of the managers by assigning them digital solutions like AdviserPlus to help themselves in matters of Employee Relations (ER) such as sickness or absence management. As per Bondarenko and Mylyanyk (2025), This strategy ensures uniformity and ethics by choosing to evaluate all the candidates under the same criteria. This helps to maintain fairness and alignment with organizational values. Sainsbury’s had reimagined traditional roles through analytics from transitioning managerial roles to “Customer & Trading Managers” to using data in identifying an employee's inspirational traits. 
Both Tesco and Sainsbury’s value efficiency and believe in risk mitigation. They acknowledge the importance of data based recruitment in reducing hiring errors. This ensures that talent acquisition is carried out by hiring only the skilled and deserving candidates. These analytics help to predict cost of operations and demand shifts in the turbulent market space. Both the companies face “cultural resistance” and the challenge of aligning human value with workplace management. Addressing the humane element causes a friction in the integration of digital tools into service. Algorithmic bias is a prevalent prejudice in automated screening with the need of managing data privacy. As said by Gulyamov et al. (2024) the retailers struggle in predicting HR metrics when performance variation is high. 
Tesco and Sainsbury’s have embraced a unified HR system that has helped in reduction of operational expenses by 25-40% leading to a 30% increase in hiring efficiency. For Tesco this means maintaining a strong leadership position with clever and standout technological solutions (cipd.org, 2026). Whereas for Sainsbury’s this means improving the brand image and increase in profit through better management of people enhancing value-creation. Therefore the role of Digital HR Analytics has evolved from optional modernization to an essential need affirming organizational strength.
Upon making a comparative analysis between the two retail giants it has been found that apart from their methodological differences, both the organizations invest in a shared goal of bridging the gap between theoretical knowledge and real-world implementation. Bositkhanova and Dadaboyev (2025) say that digital tools help to foresee labour demands and labour demands and identify skill gaps more effectively in comparison to traditional methods. Whether it is done through Tesco’s predictive agility or Sainsbury’s standardized empowerment, ultimately the goal is to transform raw data into meaningful workforce acumen that helps to determine competitive capability and sustenance in the UK retail industry.
[bookmark: _Toc231481578]2.5 Evaluating the Application of Digital HR Analytics in Improving Hiring Decisions and Recruitment Effectiveness 
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[bookmark: _Toc231480588][bookmark: _Toc231559275]Figure 4: Application of Digital HR Analytics in Improving Hiring Decisions
(Source: Adabala, 2025)
Using the Person-Job Fit (P-J Fit) theory, helps to analyse and match an employee's knowledge, abilities (KSAs), skills with the demands of a specific role. In the words of Hongyu (2025), this maximises the effectiveness of the organization by perfectly aligning it with employee performance. Key benefits of using this theory for evaluation includes improved performance, higher job satisfaction, reduced turnover and enhanced recruitment. The benefits also include higher the degree of congruency between a candidate's profile and the job requirements, higher is the job satisfaction, better performance and lower employee replacement rates. Digital HR analytics automates the “Demand Ability” matching process that increases productivity in a competitive market like the retail industry.
Tesco performs a predictive approach towards Digital HR analytics that obliges the P-J Fit theory. It treats hiring as an agile operation by applying data-based insights throughout the entire recruitment cycle. Tesco ensures relevant suitability to predict the success of future employees by utilizing previous data on hiring outcomes and long-term employee performance. This allows the company to choose those individuals whose skillset closely matches with the work requirement such as pharmacists or logistics experts. According to Uma et al. (2023) hiring effectiveness is dependent on the speed of operation of maintaining a high volume of applicants is done through analytics by filtering for “low difficulty” roles without sacrificing quality. In April 2026, Tesco launched a large-scale trial of an AI assistant with 28,000 colleagues to computerize routine tasks. This frees up human managers from the recruitment process.
Sainsbury’s ensures P-J Fit upon rigorous evaluation of candidates against the same data-oriented criteria. This promotes reliability in uniform and fair hiring decisions that reduces error which occurs when human managers rely on intuition instead of data metrics. In 2026, Sainsbury’s expanded its partnership with Microsoft to deploy Microsoft Copilot in approximately 3000 stores for management and employee support. In the words of Danilkova et al. (2024) usage of this tool saves time on administrative staff planning by allowing managers to use real-time analytics to find the right person for a designated task. Zhu et al. (2022) says in this case for valuing integration between the employees and the organization, P-J Fit is often paired with Person-Organization (P-O) Fit. Application of this digital process encourages the candidates to align their responses with organizational value of collaborative growth and inclusivity. The company has incorporated these soft skills into its data models to ensure that the hiring process is culturally compatible with employee sentiments.
Tesco’s effectiveness lies in its ability to quickly fill up roles with individuals who have been deemed to be successful based on hard data prediction. In contrast to this, Sainsbury's effectiveness lies in their “Next-Level Strategy”. As said by Sulaiman et al. (2025), this makes use of AI to empower the candidates during the hiring decisions and accelerate the company goals. According to P-J Fit focus, Tesco’s approach utilises dynamic matchmaking by performing skill-based role allocation on demand whereas Sainsbury’s offer systematic evaluation maintaining a consistent quality. Tesco aims at high-volume recruitment whereas Sainsbury’s focuses on fair selection, reducing computational discrimination. Tesco uses in-house data science and Mistral AI partnership while Sainsbury’s uses automated digital assessment centres for tooling.
In conclusion, both the companies demonstrate that compliance with P-J Fit Theory is required in order to optimise the Digital HR Analytics. Tesco smartly employs forecasting tools to boost hiring speed and candidate adaptability while Sainsbury’s relies on uniform digital platforms and Smart AI to align operations with company principles. In the ever changing business environment of the modern times, by validating the P-J Fit model within the digital context makes HR Analytics no longer simply a technical upgrade. Wang (2024) cites that it has become a fundamental working unit that helps to build and sustain organizations in an increasingly volatile and unpredictable industry.
[bookmark: _Toc231481579]2.6 Assessing the Impact of Digital HR Analytics on Aligning Workforce Planning with Organisational Talent Needs 
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[bookmark: _Toc231480589][bookmark: _Toc231559276]Figure 5: Heuristic Model of the Relationship between Strategic Workforce Management and Employee Engagement 
(Source: Ekom-Effeng et al. 2025)
Digital HR analytics assists organisations in aligning their workforce to the needs of the business based on real-time data forecasts. Retail sectors such as Tesco and Sainsbury are known to have seasonal sales, customer behavior, and economic environment that alter the need of the workforce very fast. HR analytics enables managers to forecast the staffing requirements, minimise staffing shortages, and enhance hiring choices.
As mentioned by Rahma et al. (2022), digital analytics enhance workforce planning by detecting skill deficiencies and predicting talent needs in the future .An example of this is Tesco that implements sophisticated data systems to track the productivity, attendance and customer demand of employees in the stores. This assists Tesco to better plan how many people they will need to staff and also makes sure that there is always the right people at the right time. Consequently, Tesco is able to react quicker to market shifts and enhance operational effectiveness (Kostynets and Kostynets, 2023).
Comparatively, Sainsbury has done the same, but the strategy is typically more aimed at incorporating HR analytics into the wider retail performs, including the supply chain and customer data. Such integration enables Sainsbury to make workforce planning in line with the overall business strategy. Nonetheless, other studies indicate that Sainsbury might not be as advanced in the area of predictive analysis as Tesco is (Hokkanen, 2022).
Digital HR analytics can also be used to make improved hiring decisions based on the data of candidates and job performance predictions. To illustrate, the organisations can rely on the past data of the hiring successes to determine the candidates who have greater chances of success. This saves on the cost of recruitment and enhances retention of employees. According to Wilson et al. (2024), Tesco has employed data-driven recruitment strategies to enhance the quality of hiring and minimize turnover.
Better employee engagement and performance management is another significant benefit of HR analytics. Evaluations of employee feedback and performance data enable companies to develop superior training programmes and career development plans. This assists in synchronizing skills of employees with organisational objectives. In the words of Winton et al. (2026), the vast digital infrastructure of Tesco enables it to control the performance of its employees in various locations, which puts Tesco at an advantage in its workforce planning.
Sainsbury, in its turn, is much more concerned with employee experience and quality of customer service. Its HR analytics systems are usually applied to enhance staff satisfaction levels and service delivery which are some of the success factors in retail. In the view of Zhang et al. (2025), this strategy contributes to alignment in the workforce; it might not be as predictive of workforce planning as Tesco.
Along with these advantages, there are also difficulties in the application of Digital HR analytics. It can be limited by data privacy issues, insufficient skilled HR analysts, and high implementation costs. Both Tesco and Sainsbury’s will need to be ethical in using employee data and invest in employee training to maximise the advantages of analytics systems (Tarannum, 2026).
In general, digital HR analytics can be very instrumental in workforce planning and alignment to organisational talent needs. Tesco seems to be more concerned with advanced analytics and predictive planning, whereas Sainsbury is more concerned with integration and employee experience. Both strategies will make better workforce management, whereas Tesco could possess a competitive edge because of its more developed application of data-driven decisions.
[bookmark: _Toc231481580]2.7 Investigating the Adoption and Strategic Value of Digital HR Analytics within the UK Grocery Retail Sector
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[bookmark: _Toc231480590][bookmark: _Toc231559277]Figure 6: Conceptual Framework
(Source: Di Lauro et al. 2025)
Digital transformation and competition has led to a rise in adoption of digital HR analytics in the UK grocery retail sector over the past years. Retail businesses such as Tesco and Sainsbury are in a fast paced environment where labour management is crucial. Digital HR analytics has a strategic value, because it enhances the decision-making process, minimizes spending, and facilitates long-term business objectives through predictive accuracy and precision.
In the words of Hokkanen, (2022), studies indicate that digitization in retail is closely associated with integrating analytics into various business operations. Tesco is regarded as a digital innovator, regularly implementing advanced technologies, such as data analytics, artificial intelligence, and automation. These technologies assist Tesco to optimise workforce and align HR strategies to overall business goals (Kostynets and Kostynets, 2023).
Utilizing HR analytics at Tesco is strategic in the areas of workforce forecasting, performance tracking, and data-driven recruitment. Through big data, Tesco will be able to establish trends and patterns that will help in making improved decisions. As mentioned by Naeem and Thomas, (2025), This presents Tesco with a high competitive edge in handling its employees and enhancing customer service. 
Comparatively, Sainsbury has also embraced digital HR analytics albeit in a slightly different manner. Its plan focuses on the integration of HR systems with other business operations, e.g., marketing and operations. This will enable Sainsbury to make a more interconnected and flexible organisation. As an example, data related to customer behaviour can be used to change the number of staff and enhance service quality (Jones, 2025).
Enhancing organisational performance is also viewed as the strategic value of HR analytics. Mariani and Borghi, (2024), indicate that businesses that embrace HR analytics are more bound to record improved productivity and enhanced employee outcomes. This is supported by the powerful digital infrastructure Tesco has where real-time decisions are made across its stores.
Nevertheless, the strategy used by Sainsbury can be advantageous in terms of flexibility and people oriented policies. Zhang et al. (2025) noted that specialisation in employee engagement and customer experience will enable Sainsbury to create a good organisational culture, which is crucial in the service-oriented retail industry.
The other significant consideration is the presence of the external pressure, including labour shortages and evolving customer expectations. The issue of workforce availability and skills gap have become more problematic in the UK retail sector (Jones, 2025). Digital HR analytics assists organisations to react to such challenges by enhancing the planning of the workforce and detecting future skills needs.
Although these are the advantages, HR analytics is not embraced without difficulties. The challenges that organisations might encounter are absence of technical skills, resistance to change and high costs of implementations. As suggested by Tarannum, (2026), Tesco and Sainsbury have to invest in training and digital infrastructure in order to maximise the value of HR analytics.
In general, digital HR analytics can be of great strategic importance in the UK grocery retail market. It seems that Tesco is more ahead of Sainsbury in terms of analytics to make strategic decisions, whereas Sainsbury is oriented on integration and employee experience. Both methods have their merits, yet a high level of data-driven strategy implemented by Tesco can have more long-term advantages.
[bookmark: _Toc231481581]2.8 Literature gap 
In the UK retail industry, while the digital adoption of HR Analytics has led to a systematic and algorithmic talent management, a substantial disconnection exists between the theoretical potential and operational reality. This disconnection or void is necessary for validating new investigation in the future. Although data centric tools are being treated as the ultimatum in the digital context, it fails to define the precise mechanism using which this system influences Strategic Workforce Planning in the long run. Previous studies like Awasthi et al. (2023), have limitedly investigated the transition to predictive and outcome-based processing which this study aims to include and address this gap with proper evidence. There is a conscious gap on the company’s end in verifying and authenticating data. Accountability management remains unanswered when hiring is done by a co-decision between human managers and automated system responses.
There is a comparative deficiency in the analytical transparency of Tesco noted in the absence of legitimate data concerning specific recruitment tracking metrics and how talent depreciation is lessened. Sainsbury’s internal data quality issues have not been scrutinized effectively revealing skill gaps within the HR team that act as operational hurdles. Moreover the Cultural Debt incurred from the depletion of workplace trust and cohesion caused by unmonitored AI behaviours remains unresearched. According to Roul et al. (2025), shifting of talent allocation from static to real-time proficiency leaves room for researchers to explore its impact in employee agency and organizational stability.
[bookmark: _Toc231481582]2.9 Research Questions Emerging from the Literature Review
· How does digital HR analytics improve hiring decisions, recruitment effectiveness and employee-job alignment within Tesco and Sainsbury’s?
· How does digital HR analytics contribute to strategic workforce planning and predictive workforce management within the UK grocery retail sector?
· Why is digital HR analytics considered strategically valuable for organisational performance, evidence-based decision-making and competitive positioning?
· Why do organisations face challenges related to accountability, data verification and automated decision-making in digital HR analytics systems?
· How do external pressures such as labour shortages, workforce availability and skill gaps influence the adoption of digital HR analytics within Tesco and Sainsbury’s?
· How do Tesco and Sainsbury’s differ in the implementation and effectiveness of digital HR analytics within workforce planning and recruitment processes?
[bookmark: _Toc231481583]2.10 Conclusion 
This chapter has demonstrated that digital HR analytics is a valuable tool toward enhancing workforce planning and hiring decisions within the UK grocery retail sector. Tesco and Sainsbury employ digital systems to oversee their employees, yet they do so in varying ways. Tesco is more oriented towards high-tech data analytics and predictive decision-making, whereas Sainsbury is more oriented towards integration and employee experience. Digital HR analytics can be used to ensure that organisations match their workforce to business requirements, enhance recruitment and boost efficiency. But there are still such obstacles as cost, data privacy, and skills gaps. In general, digital HR analytics is important in assisting strategic HR decision-making within the retail organisations.   


[bookmark: _Toc231481584]Chapter 3: Research Methodology 
[bookmark: _Toc231481585]3.1 Introduction 
The research methodology used to analyse the use of digital HR analytics in strategic workforce planning and hiring decisions in the UK grocery retail sectors with a focus on Tesco and Sainsbury's is explained in this chapter. It offers a step wise explanation of the research methodology tools used to fulfill the study's objectives. The research onion, research philosophy, research approach, strategy, design, data collection and data analysis processes are all defined here. Linking Methodology with objectives, validity and reliability and ethics are analysed. The present study adopts a qualitative secondary research methodology supported through thematic analysis.
[bookmark: _Toc231481586]3.2 Research Onion 
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[bookmark: _Toc231480591][bookmark: _Toc231559278]Figure 7: Research Onion 
(Source: Saunders et al. 2019)
The research onion provides an organised model for selecting and defending method choices made during the course of the study. It shows how many Research layers - such as philosophy, approach, methodology, strategy, time horizon and data collection techniques are inter-linked and add value to a study's design (Saunders et al. 2019). Researchers can ensure that methodological choices stay aligned with the goals and questions of their study by adhering to its framework. The research onion further encourages the research process to be consistent, clear and logically progressive which improves the study's credibility and rigour.
[bookmark: _Toc231481587]3.3 Research Philosophy 
Research philosophy deals with the set of convictions that direct the creation and interpretation of information. Since it aims to understand how digital HR analytics helps to strategic workforce planning and hiring decisions within the organisational settings of Tesco and Sainsbury's, this study employs an interpretivist philosophy. Instead of assessing factors scientifically the study focuses on analysing meanings, perspectives and interpretations drawn from available qualitative evidence (Acharya, 2025). Because of its focus on objective assessment, positivism was deemed less suitable but Interpretivism allows for a better understanding of institutional processes and decision-making procedures. 
[bookmark: _Toc231481588]3.4 Research Approach 
The rational approach by which knowledge is created from gathering and analysis of data is noted as a research approach. Since it intends to investigate and understand the role of digital HR analytics in workforce planning and hiring decisions inside Tesco and Sainsbury's, this study takes an inductive approach. The study looks for trends, themes and insights from the available qualitative data rather than preconceived notions (Nuriman, 2024). The deductive approach was not suitable because the goal of this study is to procure in-depth understanding of organisational practices and experiences rather than to test existing theories 
[bookmark: _Toc231481589]3.5 Research Methodology 
The general framework directing data collection, interpretation and analysis to meet research objectives is termed as research methodology. This study used a qualitative Methodology since it aims to examine how digital HR analytics contribute to workforce planning and hiring choices. Tesco and Sainsbury's organisational experiences, methods and perspectives can be analysed using rich, contextual evidence owing to qualitative Methodology (Phillips et al. 2024). The qualitative methodology also supports comparative analysis between Tesco and Sainsbury's as it allows interpretation of organisational similarities and differences. Mixed-method research was not considered necessary because the study primarily focuses on conceptual and strategic understanding rather than numerical measurement. Since the study is not tackling data with the help of statistical analysis, but focusing on phenomenon and meanings, quantitative methodology is not appropriate for this research. 
[bookmark: _Toc231481590]3.6 Research strategy 
The systematic approach used to look into a research problem and satisfy research objectives is referred to as research strategy. Tesco and Sainsbury's, two prominent UK food retail giants are the focus of this study's comparative case study strategy. These organisations are selected because they are among the leading organisations within the UK grocery retail sector and both actively engage in digital transformation initiatives. The comparative case study strategy aligns effectively with the ‘how’ and ‘why’ nature of the research questions and facilitates deeper understanding of organisational processes and strategic HR practices (Conte and Siano, 2023). The analysis can delineate important patterns, variances and parallels between the two companies’ HR experiences and procedures. Due to the lack of in-depth analysis offered by survey method strategy, it was avoided. 
[bookmark: _Toc231481591]3.7 Research design 
The basic framework directing how a study is carried out, arranged and examined to answer research questions is referred to as research design. To gain a better understanding of the ways in which digital HR analytics Influences tactical workforce planning and recruitment decisions at Tesco and Sainsbury's, this study uses an exploratory design. It is suitable for researching a relatively novel field where contextual knowledge and detailed insights are needed (Olawale et al. 2023). The exploratory design supports identification of challenges such as data privacy concerns, accountability issues and workforce adaptation associated with digital HR systems. Since the study is not highlighting measuring variables or establishing causal correlations through controlled analysis, descriptive, experimental designs are less suitable. 
[bookmark: _Toc231481592]3.8 Data collection method 
The respective study relies on a secondary data collection strategy, which involves gathering data from published sources like journals, articles, and documents (Ajayi, 2023). The study also includes industry reports from the respective companies like Tesco and Sainsbury. Databases like “Google scholar, Scopus, and ScienceDirect were considered for this research. To ensure that these databases provided accurate outcomes, the study also relied upon keywords like “Digital HR strategies”, "strategic workforce planning” and “UK Grocery retail sectors”. To improve research quality, inclusion and exclusion criteria were applied during source selection. Peer-reviewed journal articles published between 2021 and 2026 were prioritised to ensure contemporary relevance. Sources unrelated to digital HR analytics, workforce planning, recruitment effectiveness or the UK grocery retail sector were excluded. The primary data collection was avoided in this because it required time and labour which was incongruent for this context.
[bookmark: _Toc231481593]3.9 Data analysis technique 
The research focuses on the Thematic analysis strategy which follows various stages according to Braun, and Clarke, (2023). The first stage involves familiarisation with the collected literature and organisational evidence. The second stage focuses on generating initial codes relating to workforce planning, recruitment effectiveness, organisational performance and HR analytics implementation. The third stage involves identifying broader themes from the generated codes. The fourth stage reviews and refines identified themes to ensure analytical consistency and relevance to the research objectives. The fifth stage defines and names final themes, while the sixth stage involves producing the analytical report and interpreting findings across Tesco and Sainsbury's. Apart from this, statistical analysis was avoided because of its extensive numerical evidence narrowing theoretical evidence. 
[bookmark: _Toc231481594]3.10 Validity and reliability 
The validity and reliability are the two most significant aspects of this study as it in recess and understands the credibility of the methodological rigour. In qualitative research, validity is associated with trustworthiness and authenticity (Coleman, 2022). For this the study uses peer-reviewed academic sources, company reports, and industry publications. Multiple data sources were triangulated to minimise bias and improve consistency of findings. Reliability highlights the consistency and dependability of the research procedures. For this the systematic source selection and structured thematic coding have been followed in the study. The consistent analytical techniques have been applied for both Tesco and Sainsbury’s for finding comparability. 
[bookmark: _Toc231481595]3.11 Linking Methodology with objectives 
The respective methodology with its secondary data collection strategy, gathered data related to HR analytics and hiring decisions, recruitment effectiveness and employee-job alignment for Tesco and Sainsbury’s. This met the first research question and objective of the study which has proven that the respective methodology aligns with the research objectives. This being said, the second objective has been met through rigorous interpretation using an interpretivist philosophy (Junjie, and Yingxin, 2022). The philosophy interpreted how digital analytics contribute to strategic workforce planning and predictive workforce management in the UK grocery retail sector. This has met the second objective, and this assisted in meeting the research questions as well. With the inclusion of an inductive approach, the third objective of HR analytics in considering the strategically valuable aspect in organizational performance and competitive positioning has been further researched which met the thyroid objective of the study. This also met the fourth and fifth objective as well as research questions which details out the challenges related to accountability and pressures of labour shortages. Lastly, the last objective and question related to how Tesco and Sainsbury’s differ in the implementation of HR analytics has been met through thematic analysis which derived codes and developed themes on this objective.
[bookmark: _Toc231481596]3.12 Ethical considerations 
The ethical considerations remain a significant aspect in the secondary research. The respective research does not include direct human involvement hence issues related to informed consent and confidentiality remain limited. The academic integrity was maintained regardless, where sources were gathered from ethical sources and publicly available sources only. Every source was properly cited using Havard referencing to avoid any plagiarism and maintain academic honesty. The researcher also ensured that the collected data was obtained from credible sources and transparency was maintained throughout the research process. These ethical aspects were maintained for research credibility.
[bookmark: _Toc231481597]3.13 Limitations of methodology 
The research methodology used here has limitations as well. Since it is a secondary qualitative study, access to current organisational insights and direct employee perspectives is restricted because the research solely draws from pre-existing sources. The comparative case study’s exclusive focus on Tesco and Sainsbury's restricts the results applicability to the wider grocery retail industry. Additionally, researcher interpretation or bias is a component of thematic analysis which contributes to subjective bias during theme formation (Braun and Clarke, 2023). The range of secondary data that is easily accessible may differ between the two scenarios which could have an impact on the comparative analysis’s consistency and depth.
[bookmark: _Toc231481598]3.14 Chapter summary 
The analytical framework used to examine the use of digital HR analytics in workforce planning and recruitment decisions in the UK grocery retail industry has been defined in this chapter. An interpretivist philosophy, inductive approach, qualitative Methodology, comparative case study strategy and an exploratory research design are all used here. To give significant insights from the available data regarding Tesco and Sainsbury's, secondary data collection and thematic analysis have been chosen. To maintain research integrity, the chapter also covered validity, reliability, ethics and methods limitations.


[bookmark: _Toc231481599]Chapter 4: Findings and analysis 
[bookmark: _Toc231481600]4.1 Introduction 
This chapter presents the findings and analysis derived from the secondary data related to the contribution of digital HR analytics in strategic workforce planning and hiring decisions within the UK grocery retail industry. A thematic analysis approach is applied in the chapter for identifying recurring patterns, concepts and insights across the selected studies. The findings are organised into six key themes in alignment with the research objectives to critically examine the role and effectiveness of digital HR analytics in supporting workforce-related decision-making within the firms Tesco and Sainsbury’s in the UK grocery retail sector. 
[bookmark: _Toc231481601]4.2 Theme table 
	Objectives
	Author and Year
	Findings
	Codes
	Themes

	To examine how digital HR analytics improves hiring decisions, recruitment effectiveness, and employee-job alignment within Tesco and Sainsbury’s.
	Samtani (2022)
	Predictive analytics in recruitment enhances hiring accuracy, making employees feel more confident and supported.
	Recruitment analytics, employee confidence, hiring support
	Role of Digital HR Analytics in Enhancing Hiring Decisions and Recruitment Effectiveness

	
	Skeath (2025)
	Digital HR management improves precision and accuracy in employee management and recruitment.
	Recruitment accuracy, hiring precision, employee management
	

	
	Aydın et al. (2025)
	AI, VR, AR and the Metaverse enhance recruitment, training, employee development and performance management.
	AI recruitment, technology enabled hiring
	

	To analyse the contribution of digital HR analytics to strategic workforce planning and predictive workforce management within the UK grocery retail industry.
	Ajibola (2022)
	Talent management and retention are enhanced through digital analytics and strategic workforce planning.
	Talent management, workforce retention, digital analytics
	Contribution of Digital HR Analytics to Strategic Workforce Planning

	
	Ojakorotu (2025)
	HR analytics improves workforce planning, talent management, retention, profitability and strategic decision-making. 
	Predictive workforce planning, talent management, strategic HR decisions
	

	
	Anthun et al. (2024)
	HR analytics supports strategic workforce planning by improving forecasting and informed decision-making.
	Workforce forecasting, planning effectiveness, strategic decision-making
	

	To evaluate the strategic value of digital HR analytics in enhancing organisational performance, supporting evidence-based decision-making, and strengthening competitive positioning.
	Di Prima et al. (2024)
	HR analytics strengthens recruitment, training and knowledge sharing, improving organisational creativity.
	Data-driven recruitment, organisational effectiveness, performance management
	Strategic Impact of Digital HR Analytics on Organisational Performance

	
	Ghanizadeh (2025)
	Enterprise social systems enhance stakeholder satisfaction and engagement.
	Stakeholder engagement, organisational effectiveness, employee engagement
	

	
	Kellermayr-Scheucher et al. (2023)
	Workforce management systems enhance employee engagement and operational excellence.
	Workforce efficiency, operational excellence, employee engagement
	

	To investigate the challenges associated with digital HR analytics systems regarding accountability, data verification and automated decision-making processes.
	Payne et al. (2022)
	Digitalisation transforms scheduling and workforce management but requires stronger employee involvement.
	Employee resistance, digitalisation challenges, implementation barriers
	Challenges of Implementing Digital HR Analytics

	
	Machado (2025)
	Employees rely on digital HR strategies to maintain sustainability and ethics in organisations.
	Ethical concerns, digital complexity, implementation challenges
	

	To assess how external labour market factors, including labour shortages, workforce availability, and skill gaps, influence the adoption of digital HR analytics within Tesco and Sainsbury’s.
	Mendonça (2025)
	Sustainable HR practices are essential for employee satisfaction within UK retail sectors.
	Workforce sustainability, labour market conditions, employee satisfaction
	External Factors Influencing HR Analytics Adoption

	
	Gosling (2024)
	Employee retention issues are crucial and influence organisational workforce strategies.
	Labour shortages, retention pressure, workforce availability 
	

	To compare the implementation and effectiveness of digital HR analytics in workforce planning and recruitment processes between Tesco and Sainsbury’s.
	Prabhakar and Gilmour (2024)
	Tesco demonstrates positive sustainability performance while facing operational and employee management challenges.
	Tesco operations, workforce management, organisational performance
	Comparative Analysis of Workforce Planning and Recruitment Processes at Tesco and Sainsbury’s

	
	Winton et al. (2026)
	British supermarkets experience sociotechnical changes affecting recruitment, training and workforce management.
	Supermarket workforce management, recruitment process, organisational adaptations  
	


[bookmark: _Toc231481602]4.3 Findings 
[bookmark: _Toc231481603]4.3.1 Role of Digital HR Analytics in Enhancing Hiring Decisions and Recruitment Effectiveness
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[bookmark: _Toc231559279]Figure 8: Adoption of AI-Based Recruitment Systems in UK Retail Sector
(Source: market, 2025)
As can be seen from Figure 8, adoption of AI-powered HR and recruitment technologies is increasing from $842 million in 2024 to over $23 billion by 2034. This projected market growth reflects the rising importance of digital HR analytics in improving recruitment effectiveness, candidate selection, and workforce planning in organisations such as Tesco and Sainsbury’s. Within Tesco, digital HR analytics has become increasingly important in strengthening recruitment quality and improving employee job alignments. Prabhakar and Gilmour (2024) stated that the use of advanced and predictive analysis enables HR professionals to easily analyse the recruitment pattern, assess candidate suitability and make more informed hiring decisions. In a retail environment such as Tesco, where large numbers of employees are recruited across stores, warehouse and support functions, digital HR analytics with the help of improving the streamline recruitment processes and improving workforce planning. As per Prabhakar and Gilmour (2024), through digital analytics, Tesco can identify the recruitment trends with the predicting of future staffing needs and ensuring the suitable candidates that can be selected with the critical positions. Moreover, HR analytics supports both operational efficiency and long-term workforce sustainability by enabling evidenced based hiring decisions. 
In the case of Sainsbury, digital HR analytics also plays a significant role in improving recruitment of effectiveness and supporting the workforce management. Winton et al. (2026) stated that digital HR management systems can easily enhance the precision and accuracy in employee management processes, particularly in recruitment and selection activities. Through the use of digital technologies, organisations can automate with the candidate for the screening, monitor recruitment metrics and improve decision making throughout the hiring cycles, such capabilities are particularly valuable for the large retailers such as Sainsbury, where recruitment volumes are easily substantial and workforce recruitments. The adaptation of digital HR tools that easily allows the HR managers with the identification of suitable candidates with the more efficient while reducing administrative burdens and recruitment costs. As per Winton et al. (2026) as labour market conditions continue with the evolving of digital HR analytics with the providing of Sainsbury with the ability to respond quickly with the workforce demand for the analysing with the labour availability and recruitment performance. 
Tesco’s approach to workforce planning is strongly linked with the operational efficiency and sustainability objectives. Prabhakar and Gilmour (2024) stated that Tesco has achieved positive sustainability performance while continuing to face challenges associated with the employee management and operational complexity. To address these issues. Tesco has increasingly relied on workforce management systems with the HR analytics to forecast staffing requirements with the allocating of resources effectively and monitor with the employee performance. In comparison, Sainsbury's has focused on adapting its workforce planning and recruitment processes occurring in the retail sector. (Winton et al. 2026) highlighted British supermarkets with the experience for the significant technological and organisational transformations with the shaping of recruitment and training and workforce management best practices. Sainsbury has responded to these developments by incorporating digital technologies into its HR functions, allowing managers to make informed recruitment and workforce management technologies with the help of organisations. 
[bookmark: _Toc231481604]4.3.2 Contribution of Digital HR Analytics to Strategic Workforce Planning 
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[bookmark: _Toc231559280]Figure 9: Predictive Workforce Planning and Labour Forecasting in UK Retail
(Source: grandviewresearch, 2023)
The British grocery retail units have faced issues regarding recruiting talent and also devising plans at certain points. Figure 9 shows that the UK HR analytics market is projected to grow from approximately $115.8 million in 2020 to over $300 million by 2030, with a 15% CAGR. This growth highlights the increasing use of HR analytics for workforce planning, talent management and strategic decision-making in organisations such as Tesco and Sainsbury’s. Ajibola (2022) has referred to Tesco and mentioned that a digital HR system can be used in Tesco to increase the talent recruitment by sorting and screening skills. Tesco has an involved customer-service culture and has used the Digital HR analytics to improve the recruitment based on customer-centric skills. On the other hand, Ojakorotu (2025) justified that Digital HR analytics can not only improve the hiring process but also plan the workforce by commencing the strategic decision-making process. The retail industries, such as Tesco, use HR analytics for cross-border sales rather than domestic retailing. In contrast, Ajibola (2022) has mentioned that without talent management, cross-border sales will be impossible as the skills and attributes required for its functioning might be absent. 
Similarly, Sainsbury has utilised data-driven insights for reducing staffing and overcrowding, more than for talent acquisition. Anthun et al. (2024) have justified that with talent acquisition, the number of employees rises and the demand decreases. The author has stated that Digital HR Analytics can be used to identify the deficit in skills and progress towards inclusive decision-making. Similarly, Sainsbury can use such Digital HR Analytics to track the morale depletion rate and identify the targeted rewards. A similar case has been pinpointed by Ojakorotu (2025) that HR information systems can be used to identify the workforce performance and evaluate the competency level of employees. Sainsbury cannot pursue targeted reward and recognition without a proper leadership style, as highlighted by Anthun et al. (2024). 
In terms of comparison, Ajibola (2022) stated that Tesco uses HR analytics for data-driven talent decisions. On the other hand, Sainsbury uses Digital HR Analytics for making succession planning and tracking leadership commitments. Ajibola (2022) has seen that without Digital HR Analytics, ensuring employee development is not easy. Meanwhile, Sainsbury uses such Digital HR Analytics not only to track employee development but also the morale for surviving in the institute. As high-potential colleagues are identified using such tools and techniques, issues related to the reward system occur. 
Ajibola (2022) mentioned that Tesco employees are rewarded based on experience more than talent. This shows that motivation and resistance to change are well evaluated using the Digital HR Analytics. In contrast, Sainsbury has used such concepts and tools for assessing store standards and factors that determine a store’s profit. Such reduces its objectives and corporate cost-saving targets. Therefore, Ojakorotu (2025) explained that information not only about an employee's skills but also behavior is required to be evaluated for increasing retention. Digital HR Analytics can be used by British Grocery stores such as Sainsbury and Tesco to improve the hiring and retention activities. 
[bookmark: _Toc231481605]4.3.3 Strategic Impact of Digital HR Analytics on Organisational Performance 
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[bookmark: _Toc231559281]Figure 10: Organisational Performance Improvement through HR Analytics
(Source: sqmagazine, 2025)
Strategic impact of digital HR practices on organizational performance remains positive. Figure 10 shows that AI has the greatest impact on People Analytics (50%), followed by Talent Acquisition (37%) and Learning and Development (35%). This demonstrates how digital HR analytics supports employee performance, workforce development, and strategic decision-making, ultimately enhancing organisational performance in firms such as Tesco and Sainsbury’s. Di Prima et al. (2024), highlights that HR practices have a close association with organisational creativity. This includes providing employees with proper training and creating the absolute conditions for organizational knowledge sharing and managing recruitment for positive organizational growth. Di Prima et al. (2024), overall highlights that HR analytics strengthens recruitment, training and knowledge sharing, improving organisational creativity. According to this, Tesco, a renowned UK supermarket, also ensures that its workers are motivated for which it relies on innovative HR practices that assists in managing employees and their demands. 
Ghanizadeh (2025), on the other hand focuses on other aspects of digital HR systems like communication. Ghanizadeh (2025), highlights that Enterprise Social System or ESS enhances the internal as well as external communication, which empowers the organization to enhance its overall customer journey, and innovate new values, optimize operations, and also develop innovative business models that transform value chains and fuel the competitive advantage. Ghanizadeh (2025), also highlights that in the retail sector, this ESS plays a dual role where it enhances both external stakeholder engagement and internal communication management. With better communication, employees are more involved in the organizational operations, creating employee satisfaction which is a huge strategic positivity of digital HR practices. Similarly, it can be understood for Sainsbury’s that the organization relies on effective communication as a digital strategy which not only reduces conflict but assists in creating strategic workforce planning. 
In an overall comparative analysis, Kellermayr-Scheucher et al. (2023), states that Workforce management systems enhance employee engagement and operational excellence. The WMS includes communication and organizational creativity as well. Where Ghanizadeh (2025), speaks for ESS, and Di Prima et al. (2024), speaks of HR analytics in organizational creativity, Kellermayr-Scheucher et al. (2023), further states that the Workforce management system or WMS represents a crucial element for the present-day organizational operations. WMS includes both communication and organizational creativity. In the volatile market dynamics and uncertain customer demands, a flexible and adaptive operations management system is needed as part of digital HR practices. Kellermayr-Scheucher et al. (2023), states that the high fluctuation rates in workforce demands are some side effects of the strategic HR practices. Hence, WMS is necessary in managing a strategic, suitable workforce for the employees. Thus, in comparison to organisations like Tesco and Sainsbury's, it is observed that the organizations use a strong workforce management through Digital HR practices that ensures employee training, communication, and organizational creativity. However, both Tesco and Sainsbury’s face challenges in a volatile business environment which challenges the communication and HR practice. It still relies on the digital innovative HR practices for managing its workforce and employee satisfaction. This enhances organizational performance and organisational creativity which also enhances organisational decision-making.  
[bookmark: _Toc231481606]4.3.4 Challenges of Implementing Digital HR Analytics 
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[bookmark: _Toc231559282]Figure 11: Major Challenges Associated with Digital HR Analytics Adoption
(Source: Mwita and Kitole, 2025)
Digital HR analytics is known to enhance the organisational operations which includes workforce management and employee engagement for positive organizational growth. Figure 11 indicates that key HR functions such as HRIS, Workforce Planning and Recruitment, Performance Management and Employee Engagement are associated with high implementation risk. In this regard, Payne et al. (2022), further highlights that the aspect of digitalisation transforms the workforce and the scheduling but further needs strong employee involvement. This also includes partnership agreements and management which concerns both internal and external aspects of the organization. For instance, Tesco, had the “best” partnership agreement where the union had a prominent voice. However, Payne et al. (2022), states that the union observed certain challenges where it had to be constantly vigilant. Tesco is known to be a renowned organization having the most accurate digital parameters and employee involvement. Despite this, Payne et al. (2022), confirms that Tesco has faced challenges in its overall operations during pandemic. The pick rate of Tesco has been challenged during the pandemic which increased after the restrictions were lifted. On the other hand, Machado (2025), further underlines that Tesco stresses on employee engagement for increasing its recognition. Through the satisfaction of the employees, the company motivates its employees for their outstanding contribution in consumer satisfaction. However, the most significant aspect of management of diversity remains the most stressful aspect. Machado (2025) also highlights that Tesco keeps its representatives cheerful for higher productivity, however, the strategies face resistance due to frequent intervention. Machado (2025) mentions that Tesco believed in strategic innovation, but limitations of AI need to be addressed.
On the other hand, Payne et al. (2022), also focuses on Sainsbury’s and its agreements. The company has a joint recognition agreement with Unite, that covers the representation and grievances but excludes bargaining, over pay, and conditions which was seen as a challenge for its dividing and weakening union influence. Sainsbury believes in digital practices and overall operations, but its challenges weaken the core digital growth. Payne et al. (2022), as discussed about the industrial revolution, raises significant questions related to how tasks change, what impact it has on skills, and the role of technology in the surveillance and monitoring of workers. This shows that technology has been a constant objective that is studied. Technology brings enhancement as well as challenges, such as some critics in Payne et al. (2022), who state that outcomes cannot rely solely on technology but need public policy and workplace contestation. 
A comparative evaluation of both Payne et al. (2022), and Machado (2025), highlights that an organization is based on technology, employees, and overall operations. In comparison to both Sainsbury’s and Tesco, it can be seen that both believe in technology, digital HR practices and employee satisfaction through workforce enhancement, but face challenges like overreliance on AI, misjudged employees, and excessive pressure on employee performance. Digital HR strategy enhances internal and external aspects like agreements, company policies and employee engagement but can be risked during economic issues like pandemic and overreliance of technology which obscures other elements like employee satisfaction.   
[bookmark: _Toc231481607]4.3.5 External Factors Influencing HR Analytics Adoption 
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[bookmark: _Toc231559283]Figure 12: Labour Shortages and Workforce Pressures within UK Retail Sector
(Source: explodingtopics, 2025)
External factors have a significant role in encouraging the adoption of digital HR practices within the UK grocery retail industry, particularly in firms like Tesco. According to Mendonça (2025), stakeholder expectations, environmental concerns and sustainability requirements are changing as a result of which the need for more strategic and data-driven human resource practices in UK retail organisations have increased. As per the study, Tesco emphasises on sustainable recruitment, employee wellbeing and workforce development. This reflects the ways in which external demands influence HR decision-making processes. Since the labour market is becoming increasingly competitive, firms require accurate workforce information in order to ensure employee satisfaction and retention (Mendonça, 2025). Figure 12 shows that global labour shortages increased from approximately 35% in 2013 to around 75-77% in 2023-2024. This growing workforce scarcity highlights the external labour market pressures driving organisations such as Tesco to adopt HR analytics for recruitment, retention, and workforce planning. In this regard, digital HR analytics support Tesco’s workforce management by identifying talent requirements and effectively responding to external sustainability expectations. These findings suggest that labour market dynamics and stakeholder pressures are important drivers of HR analytics adoption within large retail organisations.
In a similar manner, external pressures influence workforce-related decision-making within Sainsbury’s. According to the findings of Gosling (2024), increasing living costs, employee welfare concerns and growing expectations regarding fair employee compensation are key factors influencing Sainsbury’s, one of the UK’s large supermarket chains. Findings of the study suggest that pressure from investors, employees and society at large encourages the firm to focus on workforce management and employment practices. In this context, digital HR analytics assist Sainsbury’s in tracking employee retention, monitoring workforce trends and supporting evidence-based responses to changing labour market conditions (Gosling, 2024). The findings therefore indicate that external economic and social pressures contribute to the growing importance of HR analytics within the retail sector.
A comparison between Tesco and Sainsbury’s demonstrates that both organisations are influenced by external factors, however, there is a difference in the nature of these pressures impacting the firms. In the case of Tesco, it is seen that sustainability expectations and stakeholder demand related to environmental and workforce practices primarily influence the firm (Mendonça, 2025). On the other hand, Sainsbury’s faces stronger pressures related to employee welfare, living wage concerns, and workforce retention (Gosling, 2024). Despite the differences, it is evident from both the studies that external labour market conditions, stakeholder expectations, and workforce challenges motivate organisations to adopt more data-driven approaches to human resource management within the UK grocery retail industry. 
[bookmark: _Toc231481608]4.3.6 Comparative Analysis of Workforce Planning and Recruitment Processes at Tesco and Sainsbury’s 
Workforce planning and recruitment effectiveness using digital HR analytics are increasingly important strategic functions within the UK grocery retail sector. The findings of the study by Prabhakar and Gilmour (2024), show that Tesco’s sustainability strategy is focused on employee wellbeing, labour standards, transparency and stakeholder engagement. For this purpose, Tesco requires effective workforce planning to ensure its employees possess the necessary skills and capabilities essential for meeting operational and sustainability goals. As per Prabhakar and Gilmour (2024), Tesco continuously aligns workforce-related practices with organisational priorities. This allows the company to maintain service quality as well as respond to changing business requirements. In this context, digital HR analytics support workforce planning by providing accurate employee data, facilitating informed decision-making and monitoring workforce needs, thereby contributing to organisational performance and sustainability.
In contrast, Winton et al. (2026), states that workforce planning and recruitment processes within British supermarkets have changed significantly due to technological and sociotechnical changes that impact organisations operating in highly competitive retail environments in the UK such as Sainsbury’s. According to the study findings, retailers increasingly utilise technology for workforce management including labour allocation, recruitment activities, employee flexibility and deployment. Moreover, supermarkets like Sainsbury’s depend on adaptable workforce strategies to respond rapidly to fluctuations in customer demand and labour requirements (Winton et al. 2026). These findings suggest that the process of recruiting workers in the grocery retail sector is becoming increasingly data-driven, allowing firms to identify gaps in workforce management and allocate staff effectively. As such, digital HR analytics has a key role in supporting workforce planning and recruitment by improving workforce visibility and enhancing managerial decision-making.
A comparative analysis of Tesco and Sainsbury’s shows that both the organisations understand the significance of workforce planning and effective recruitment in achieving organisational objectives. However, in the case of Tesco it is seen that the company places greater emphasis on aligning workforce practices with sustainability, employee wellbeing and long-term organisational goals (Prabhakar and Gilmour, 2024). On the contrary, human resources management practices at Sainsbury’s shows that the organisation places stronger focus on workforce flexibility and technological adaptation in response to changing operational demands (Winton et al. 2026). Although differences exist, both the UK-based retailers require accurate workforce information for the purpose of recruitment, staff allocation and workforce management activities. Therefore, the study findings reveal that digital HR analytics acts as a valuable strategic tool for both Tesco and Sainsbury’s within the highly competitive UK grocery retail sector. 
[bookmark: _Toc231481609]4.4 Conclusion  
This chapter outlines the findings from the thematic analysis, highlighting the implementation and strategic role of digital HR analytics at Tesco and Sainsbury’s. The findings indicate that HR analytics significantly enhances recruitment effectiveness, workforce planning, organisational performance and data-driven decision-making in the UK grocery retail sector. However, there are challenges related to implementation, technological integration and external labour market pressures that are highly significant. Comparatively, Tesco demonstrates a stronger emphasis on sustainability-driven workforce management, whereas Sainsbury’s places greater focus on workforce flexibility and adapting to changing labour market demands through technology-enabled practices. Overall, the findings demonstrate increasing strategic importance of digital HR analytics.


[bookmark: _Toc231481610]Chapter 5: Discussion 
[bookmark: _Toc231481611]5.1 Theme 1: Digital HR Analytics and Talent Acquisition Effectiveness 
The findings have indicated that the digital HR analytics have been improving talent acquisition via improved recruitment accuracy and employee job alignment. As argued by Samtani (2022), the hiring decisions are strengthened by the predictive recruitment analytics by assessing candidates’ suitability through data-driven indicators rather than just subjective judgement. This reduces the uncertainty and also improves the quality of recruitment. However, it is to be noted that it is the data quality and the organisational context on which its effectiveness depends. Improved analytical capability cannot alone guarantee successful hiring outcomes when the workforce requirements are inadequately reflected within the analytical models.
It has been identified by Skeath (2025) that recruitment precision and employee management accuracy have been the key benefits of digital HR systems as inconsistencies in the decision-making process are reduced by standardised candidate evaluations. Nonetheless, greater procedural consistency should not be equated with superior recruitment effectiveness. Too much dependence on the predefined metrics can overlook the contextual factors that influence the long-term employee performance and organisational fit. Consequently, the analytics becomes more valuable when it is supported rather than replacing it with managerial judgement. 
Adyin et al. (2025) has extended the above discussion by throwing light on the role of artificial intelligence, virtual reality, augmented reality and metaverse technologies when it comes to recruitment and employee development. These technologies create data-rich recruitment environments and also help in strengthening the workforce preparation which leads to the improvement of candidate’s assessment. However, it is to be noted that dependence on the algorithmic assessments have increased due to the increasing technological integration. This creates concerns regarding transparency and evaluation of candidates' potential beyond measurable indicators. 
A comparison between the studies have shown that there are distinct dimensions of recruitment effectiveness. Predictive capability has been emphasised by Samtani (2022). Recruitment standardisation has been focused on by Skeath (2025) and Aydin et al. (2025) has highlighted technological innovation. Collectively, it has been suggested through this evidence that talent acquisition is improved by HR analytics when the analytical precision is balanced along with contextual understanding of the organisational needs. Therefore, the strategic value does not just lie in the recruitment efficiency but also helps in improving the quality, consistency and long-term suitability of hiring decisions. 
[bookmark: _Toc231481612]5.2 Theme 2: Digital HR Analytics and Strategic Workforce Planning 
The findings have demonstrated that the digital HR analytics have been contributing towards strategic workforce planning by shifting the organisations from reactive workforce management towards predictive decision-making. Talent management and workforce retention has been identified by Ajibola (2022) as the key outcomes of digital analytics adoption. This clearly throws light on the fact that workforce planning increasingly focuses on anticipating the requirements of future talent and the retention challenges rather than addressing the immediate staffing needs. However, it is to be noted that it is the extent to which analytical insights that are translated into actionable organisational strategies on which the effectiveness depends. 
It has been further argued by Ojakorotu (2025) that the workforce planning is strengthened through the HR analytics via predictive analytics, talent management and strategic decision-making. These findings have indicated that the organisations can identify the workforce trends before operational challenges emerge. This is further supported by the observed growth of the UK HR analytics market, where increasing investment in workforce planning and talent analytics solutions reflects the growing organisational reliance on data-driven workforce forecasting and strategic planning capabilities. This facilitates a more proactive workforce management. However, it is to be noted again that the predictive workforce planning has been remaining vulnerable to the dynamic labour market conditions. 
This argument has been reinforced by Anthun et al. (2024) who has focused on workforce forecasting and informed decision-making as the major outcomes of HR analytics implementation. Analytics has been improving workforce planning by providing evidence-based assessments of workforce capacity, skill requirements and future-staffing demands and this has been suggested by their findings. Nonetheless, workforce effectiveness is not determined by improved forecasting alone. Managerial interpretation and organisational readiness are required by strategic workforce planning so as to act on analytical insights, making analytics a decision-support mechanism rather than just an independent planning solution. 
A critical comparison has been made between the complimentary perspectives. Workforce retention and talent sustainability has been focused on by Ajibola (2022) whereas Anthun et al. (2024) has given importance to predictive workforce management. Anthun et al. (2024) has concentrated on forecasting accuracy. All these findings clearly exhibit that value is derived from the integration of forecasting, retention management and predictive workforce intelligence with the help of strategic workforce planning. Therefore, it can be stated that the workforce planning is strengthened by digital HR analytics through the enhancing of organisational capacity so as to anticipate any workforce challenges, allocating the human resources strategically and also maintaining long term workforce alignment. 
[bookmark: _Toc231481613]5.3 Theme 3: Strategic Value of HR Analytics for Organisational Performance 
The findings indicate that digital HR analytics plays a significant strategic role in improving organisational performance by enhancing employee management, communication, workforce engagement and decision-making processes. In the context of large retail organisations such as Tesco and Sainsbury's with the adaptation of digital HR systems supporting the workforce development while enabling organisations to respond effectively to changing business environments. Kellermayr-Scheucher et al. (2023) emphasizes HR analytics with the strengthening of recruitment, employee training and organisational knowledge sharing with the elements for the essentialities for enhancing organisational creativity and supporting innovation. The study suggests that organisations can achieve improved performance when these can utilize the HR analytics to identify the workforce needs, supporting employee development and facilitating the sharing of knowledge across departments. People analytics, talent acquisition, and learning and development highlight the growing use of AI-enabled HR analytics to improve workforce performance and organisational effectiveness.
In the case of Tesco, these findings are particularly relevant because the organisation operates within a highly competitive retail environment where employee capability and service quality directly influence organisational success. By investing in innovative HR practices and employee development initiatives, Tesco can enhance workforce effectiveness and encourage greater employee participation in organisational activities. Moreover, HR analytics becomes a strategic recurrence that can actually support both employee satisfaction and organisational growth. The findings of Ghanizadeh, (2025) further expand the discussion by highlighting the importance of Enterprise Social systems (ESS) in strengthening communication and stakeholder engagement. Effective communication is a fundamental requirement for successful workforce management, particularly within the large organisations that can easily employ thousands of individuals across multiple locations. According to the stride., ESS improves both external and internal communication, enabling organisations to optimise operations with the enhancing of customer experiences and develop innovative business models. Enhanced communication also contributes to employee engagement because employees are better informed about organisational objectives and workforce expectations. Within Sainsbury’s the application of digital communication systems can support the workforce planning by promoting collaboration, reducing misunderstandings and strengthening employee relationships. 
Kellermayr-Scheucher et al. (2023) stated that the strategic value of digital HR analytics is further reinforced by who can identify with the workforce management systems as a key driver of employee engagement and operational excellence. Workforce management systems provide organisations with the ability to monitor workforce requirements, allocate resources effectively and respond quickly for the changes in business demand. The study highlights that workforce management systems can integrate with the communication, employee engagement and organisational creativity, by making use of the critical component of modern HR strategy.  For both Tesco and Sainsbury, workforce management systems support the development of flexible and adaptive workforces with the capability of responding to the fluctuations in customer demand and operational requirements. 
[bookmark: _Toc231481614]5.4 Theme 4: Barriers and Drivers of HR Analytics Adoption 
The adaptation of digital HR analytics within the UK grocery retail industry is influenced by a combination of drivers and barriers that can shape the organisational workforce strategies and decision-making processes. The findings of Mendonça (2025) and Gosling (2024) suggest that the external labour market conditions, stakeholder expectations, workforce sustainability concerns and employee retention challenges play a significant role in encouraging the organisations to adopt the data driven HR practices. At the same time, these external pressures create challenges with the requirement of organisations to continuously adapt the workforce management approaches. In the contexts of Tesco and Sainsbury, HR analytics has merged as an important tool for responding to changing labour market demands and supporting organisational performance. One of the primary drivers of HR analytics adoption is the increasing importance of sustainability and stakeholder expectations. Mendonça (2025) argues that organisations that are facing growing pressure to demonstrate responsible employment practices, workforce development initiatives and employee wellbeing strategies. These expectations come from various stakeholders, including customers, investors, regulators and employees. For Tesco, such pressures encourage the implementation of digital HR analytics to improve workforce planning, monitor employee development and support the sustainable recruitment practices.  
Another important driver is the increasing competitiveness of the labour market, Organisations within the retail sector face ongoing challenges in attracting and retaining skilled employees. Mendonça (2025) highlights that employee satisfaction and workforce sustainability have become critical organisational priorities. Digital HR analytics provide valuable insights into employee behaviour, turnover patterns and workforce requirements, allowing organisations to develop targeted retention and recruitment strategies. In Tesco's case workforce analytics with the assistance of managers in identifying the areas for employee support for the requirement with the help of reducing turnover and strengthening the employee engagement. This essentially demonstrates how labour market pressure encourages the adoption of advanced HR technologies that can support evidence-based decision making. Similarly, Gosling, (2024) identifies with the employee welfare concerns that living wage expectations and workforce retention challenges as major factors influencing HR strategies within the retail industry. In the case of Sainsbury’s external pressure from employees, trade groups, investors and society that might have increased the importance of workforce management and employee satisfaction. As a result, the organisations can make informed decisions regarding the recruitment, workforce planning and employee supporting initiatives. 
Despite these benefits, several barriers can affect the successful adaptation of HR analytics with the one significant challenge that arises from the complexity of managing large volumes of workforce data. Organisations must ensure the collecting information is accurate, relevant and effectively integrated into decision making processes. This challenge is significant as workforce planning, recruitment, performance management, and employee engagement involve higher implementation risks, complicating HR analytics adoption. Moreover, rapidly changing labour market conditions requires continuous monitoring and adaptation of workforce strategies. Retail organisations often experience fluctuating staffing requirements due to seasonal demand, economic uncertainty and changing consumer behaviour.


[bookmark: _Toc231481615]Chapter 6: Conclusion and recommendations 
[bookmark: _Toc231481616]6.1 Introduction 
This chapter collectively gathers all the findings on the contribution of digital HR analytics for the purpose of hiring effectiveness and strategic workforce planning within Tesco and Sainsbury's. Digital analytics have shifted the HR decision-making towards evidence-based workforce management as demonstrated by the findings. However, it is to be highlighted that analytical capabilities cannot alone guarantee strategic success as the outcomes have been totally dependent on the data quality, the interpretation of the management and the effectiveness of implementation. This chapter has evaluated the implications of  digital HR analytics through the synthesising of the key themes. This has helped in identifying the limitations that have been having an impact on the scope of study and it also shows the recommendations for strengthening the planning of workforce, recruitment effectiveness and strategic HR decision-making within the United Kingdom's grocery retail sector. 
[bookmark: _Toc231481617]6.2 Key understandings 
The following objectives regarding the use of Digital HR Analytics in the UK grocery sector are met as follows. 
Objective 1: To examine how digital HR analytics improves hiring decisions, recruitment effectiveness, and employee-job alignment within Tesco and Sainsbury’s.
The objectives are met as the literature review pinpointed the effectiveness of the Digital HR analytics to analyse the footfall at Tesco and the nominal data on the staffing demand and job morale in Sainsbury. Similarly, Ghanizadeh (2025)’s results have shown that HR data analytics can be used to analyse the engagement and the retention rate in a specific demography to set the demands. Berisha (2025) mentioned that data analytics can be used for workforce planning in Tesco based on the demand and the external extremities. On the other hand, Hongyu (2025) stated that Data analytics can not only be used to increase workplace planning but also hiring decisions by analysing skills to mitigate such risks.  Data analytics can be used by employees to set limits on behaviour while utilising automated learned skills to increase organisational resilience in the Sainsbury firm.
Objective 2: To analyse the contribution of digital HR analytics to strategic workforce planning and predictive workforce management within the UK grocery retail industry.
To meet the objectives, the existing literature has further analysed the use of Data analytics not only to hire and stop but also to distribute tasks. Di Prima et al. 's (2024) results also justified that variables such as recruitment and onboarding are determined by the tools and techniques used for knowledge sharing. Roul et al (2025) in existing literature mentioned that Data Analytics can be used as information tracking and screen roles based on their qualifications. Meanwhile, Sulaiman et al. (2025) justified that Data analytics can also be used to analyse whether a particular employee might succeed in the role or abandon it in between. Similarly, Sainsbury's “Next-Level Strategy” involves predictive hiring, which is based on historical performance, well-evaluated by the HR Data Analytics. In contrast, Ajibola's (2022) results have also shown that factors such as an inclusive onboarding process become a next-level strategy at Tesco and increase the success rate. 
Objective 3: To evaluate the strategic value of digital HR analytics in enhancing organisational performance, supporting evidence-based decision-making, and strengthening competitive positioning.
Allocating tasks and quickly sorting the workforce gets easy with Data Analytics. If the performance capabilities and skills of the employee are known, evaluating the turnaround and turnover points is not difficult, which helps develop a competitive advantage. Mendonça’s (2025) results stated that the retail sector has faced demand problems and, as a result, a shift in the scheduling decision-making creates sourcing issues and fluctuations. Similar instances have been discussed in the results chapter that understaffing and overstaffing hold a negative significance in the UK grocery sector and increase the demand fluctuations. Based on this, Sopilko et al (2022) justified that demand fluctuations are not caused by the changes in the scheduling or staffing process; however, due to the cost optimisation processes which influence the budget performance.
Objective 4: To investigate the challenges associated with digital HR analytics systems regarding accountability, data verification and automated decision-making processes.
Zhang et al. (2025) have highlighted that accountability becomes the major issue, as if Data Analytics flags an employee as underperforming without reason, the latter cannot reimburse the employee. To meet the objectives, Machado’s (2025) results show that the problem does not occur in accountability but in data verification due to the algorithmic bias. Tarannum (2026), in the literature review, pointed out that changes in employee behaviour and organisational aptitude in Tesco and Sainsbury occur due to relying on data analysis. Similarly, Gulyamov et al. (2024) highlighted in the literature review that data bias occurs as the organisation relies on promotions and targeted skills. The objectives are met as Ajibola’s (2022) results highlight that trusting system-generated content results in depleting employee morale. 
Objective 5: To assess how external labour market factors, including labour shortages, workforce availability, and skill gaps, influence the adoption of digital HR analytics within Tesco and Sainsbury’s.
The objectives are met as Prabhakar and Gilmour (2024) highlighted that Tesco’s adoption of digital HR analytics is influenced by the cost-per-hire. On the other hand, Sainsbury's adoption of the Digital HR analytics is influenced by the real-time availability and relocated colleagues. Therefore, Payne et al. 's (2022) results have pinpointed that labour availability, influenced by wages and rents, attracts the use of advanced tools and techniques. Similarly, Roy (2024), showed that in Tesco, adoption of Digital Data analytics increases as competitive compensation increases. The results have also indicated that without the active use of digital HR analytics, predicting the skill gaps will be difficult. Sainsbury's leaders use Digital Analytics not only to improve the skill gap but also to improve retention by analysing wages by hours and dual contracts. 
Objective 6: To compare the implementation and effectiveness of digital HR analytics in workforce planning and recruitment processes between Tesco and Sainsbury’s.
The following objectives were met, as Jones, (2025) highlighted that Digital HR analytics can be used in Tesco to improve the skills inventory and analyse the geographical labour requirements. Whereas Sainsbury does not use data analytics to hire employees based on talent but on behaviours. The results have also met similar analysis, when Winton et al. (2026) pointed out that technological and sociotechnical changes impact an organisation to enact decisions based on both talents and behaviours.
[bookmark: _Toc231481618]6.3 Limitations of the research 
The study is constrained by many limitations that have been affecting the applicability of findings. Firstly, the access to the current organisational realities within Tesla and Salesbury has been restricted through the exclusive use of secondary qualitative data. This analysis is dependent on the published evidence, limited verification of how digital HR analytics is implemented in practice. Moreover, the differences between the reported practises and the actual organisational application cannot be fully assessed. As noted by Winton et al. (2026), this limitation is quite significant given the fact that there is rapid evolution of the digital HR systems and workforce technologies.
The generalisability of the findings have been limited by the comparative focus on Tesco and Sainsbury. Even if both the organisations have been the major UK grocery retailers, their workforce structures, technological capabilities and the HR strategies may not always show conditions across the wider retail sector. Henceforth, the findings should be interpreted within the context of large scale supermarket operations. 
In the third case, interpretive subjectivity is shown through the thematic analysis. Even though the themes have been developed from the literature, the researchers' judgement has been influencing the identification and the interpretation of the patterns. Alternatively, such interpretations could also result in different analytical outcomes. 
Last but not the least, the study is constrained by the availability of existing literature. According to Machado (2025), as the digital HR analytics has been continuing to evolve, the emerging implementation challenges and the workforce implications have remained insufficiently documented which has put limits on the comprehensiveness of the analysis. 
[bookmark: _Toc231481619]6.4 Recommendations of the research 
Tesco and Sainsbury's should strengthen the integration of predictive analytics with strategic workforce planning rather than just limiting analytics only to the recruitment activities. It has been indicated by the findings that workforce forecasting results in higher value when it is connected to retention management, succession planning and future skills development. As stated by Ojokorotu (2025), the organisational responsiveness and the workforce sustainability can be improved through the alignment between analytical outputs with the long-term workforce objectives. 
Stronger governance mechanisms must be established by both the firms for the purpose of analytical decision-making. Risks related to data quality, transparency and accountability are created through the increasing dependence on the algorithmic systems. Henceforth there should be regular validation of workforce data and managerial oversight of automated recommendations. This will help in reducing the inaccurate workforce decision and make confidence stronger when it comes to digital HR systems. 
There should also be workforce capability development within analytics interpretation. When the analytical insights are translated into effective workforce strategies, then only the digital tools create values. The practical use of workforce intelligence can be improved by investing into analytical literacy among the HR professionals and managers. This will also reduce too much dependence on technological outputs.
Moreover, future research should be such that it incorporates primary evidence from the HR managers and the employees to study and analyse how the digital HR analytics has been having an impact on the organisational decision-making that is in practice. As noted by Anthun et al. (2024), this will help in offering a deeper insight into the implementation challenges, adoption processes and long-term workforce outcomes which is connected to data-driven HR management. 
[bookmark: _Toc231481620]6.5 Conclusion 
This study has concluded that digital HR analytics is a very crucial strategic mechanism for the purpose of improving the hiring decisions and workforce planning with the UK grocery sector. It has been demonstrated by the findings that the recruitment quality, workforce forecasting and evidence-based decision-making are all enhanced through analytics while creating challenges related to the implementation, accountability and data governance. Differing organisational priorities but a shared reliance on the data-driven HR practices have been revealed by such a comparative analysis. Ultimately, it can be noted that it is not just technological capabilities but also the extent to which analytical insights are effectively integrated into the workforce strategies, organisational objectives and long-term decision-making processes which determines the value of digital HR analytics. 
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	Author and Year
	Research method
	Sample Size
	Findings

	Ajibola, (2022)
	Survey
	150 respondents
	Talent management and retention in organizations like Tesco, is further managed through Digital analytics and strategic workforce planning

	Mendonça, (2025)
	Semi-structured Interviews
	16 participants
	In UK retail sectors such as grocery retain sectors, sustainable green human resource practices remain essential for employee satisfaction.

	Machado, (2025)
	Semi-structured Interviews
	4 HR managers
	Employees in the retail industry usually rely on digital HR management strategies which maintain sustainability and ethics in the organisation.

	Ghanizadeh, (2025)
	Semi-structured Interviews
	12 participants
	The use of Enterprise social systems as a digital HR management strategy in the UK retail sectors enhances the satisfaction and engagement of stakeholders.

	Kellermayr-Scheucher et al. (2023)
	Semi-structured Interviews
	10 respondents
	Workforce management system enhances employee engagement in the organisation and retains employees with operational excellence.

	Prabhakar, and Gilmour, (2024)
	Case studies of Tesco
	Sustainability reports
	Tesco’s sustainability index remains positive throughout while facing some challenges in operations and employee management.

	Gosling, (2024)
	Case study of Sainsbury
	Employee sustainability reports 
	The organisation's issue with employees remains a significant issue which inspires the future organisations on how to maintain employees and retain them.

	Ojakorotu (2025)
	Survey
	150 UK-headquartered multinational corporations
	HR analytics improves workforce planning, talent management, profitability, retention and strategic decision-making

	Payne et al. (2022)
	Semi-structured interviews
	23 Grocery retail workers
	Digitalisation transforms labour scheduling, monitoring and workforce management, requiring stronger employee involvement in technology decisions.

	Di Prima et al. (2024)
	Survey
	281 HR managers
	HR analytics strengthens recruitment, training and knowledge sharing effects on organisational creativity through data-driven workforce decisions.

	Aydın et al. (2025)
	Survey
	158 participants
	AI, VR, AR and Metaverse improve recruitment, training and performance management, though ethical concerns and data security risks remain.

	Anthun et al. (2024)
	Semi-structured interviews
	14 HR executives
	HR analytics supports workforce planning, but weak data culture, poor systems and organisational barriers limit strategic implementation.

	Samtani, (2022)
	Semi-structured Interview
	10 HR managers
	Perspective analysis in recruitment is one of the most suitable forms of digital HR system in an organisation. Employees feel more confident and supported by the company because of this innovation.

	Skeath, (2025)
	Semi-structured Interview
	9 participants 
	Digital human resource management is one of the most progressive measures taken by the SMEs to ensure precision and accuracy in employee management and recruitment.

	Winton et al. (2026)
	Semi-structured Interview
	30 Participants 
	Sociotechnical change in the British supermarkets brings a change in the worker atmosphere including recruitment, training, and management which can be understood from Tesco, a renowned supermarket in UK. 
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