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Executive Summary 
 

Successful organisations in the competitive environment of global markets entail a common 

element; agility to change into the complexity. It is because change will eventually happen, 

and it is inevitable. Therefore, to adjust the change and compete in the existing market, 

organisations need to evaluate the internal and external factors and study the dynamics that 

could expedite the competitive advantages to the organisation over their rivals. Changes that 

have been identified from the business environment and the discrepancies observed from 

employees have led to review the business context at Malone Superbuy Ltd. and propose new 

strategies to disentangle those tribulations. In a time of vigorous competitions form in and 

outside of the company, adequate examinations will help the managers and employees of the 

organisation to face complex situations and manage the uncertainties smoothly.  

Therefore, this report discusses the critical actions that are required for Malone Superby in 

detail and proposes recommendations to address the most challenging human resource 

management issues to the company, especially labour turnover and improving employee 

motivation and increase their loyalty to the company. The analysis of the current situation on 

employees draws attention to the level of employee turnover, which is relatively higher 

compared to the competing businesses. Effective implementation of a diversity policy into the 

organisation and facilitation of flexible working will help to reduce employee turnover.  

Moreover, establishing the required links with diversity policy and recruitment and selection 

policies will have a substantial effect on employee retention. Apart from this, the organisation 

needs to constantly work on employee motivation and maintain an easy mode to discover the 

required talents that might help to address some of the HR challenges that might be affected 

due to the change of the business environment and the related risks of Brexit.  

After analysing the organisational context of Malone Superbuy by using PESTLE model, I 

propose.  

1-   to implement an effective Diversity Policy  

2-   to establish a culture where Flexible Working is allowed and support Work/life balance 

3-   to activate an operational Recruitment and Selection Policy 

4-   to build a stunning ‘Talent Pipeline.’ 

5-   to introduce an active Total Reward System. 
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Introduction 

  

In a world of competition and uncertainty, businesses need to secure their position and remain 

at a competitive edge. This difficult objective cannot be achieved to any organisation unless 

they utilise competitive organisational advantages over the competitors. For some 

organisations, their quality product or service, the pricing and technology could be identified 

as an advantage; however, most of the organisations have established their competitiveness 

through their human resources. Effective human resource management is one of the critical 

success factors to retailers and supermarkets where diverse human effort is highly involved in 

delivering its products and services.  

Malone Superbuy is a large food retail company prevailing in the UK for more than two 

centuries and has maintained its reputation for quality foods. The company has 4000 

employees; however, the shops or the outlets are highly depended on part-time female 

employees and students. Though the company offers an average wage for its employees, a high 

turnover of employees has been an area of concern for the management. Moreover, growing 

competition among retail food companies has been identified; as a result, market leaders are 

taking appropriate measures in terms of pricing, quality, the introduction of new technologies 

and offering more varieties to remain in the competition. These developments and increased 

competition in the industry has been affected by Malone Superbuy so that the management of 

the company has acknowledged the importance of improving the quality of the services that 

deliver to the customers and the need for reduction in labour costs. Therefore, this report will 

propose a strategy that would increase the competitiveness of the company by introducing 

diversity policy initiatives to address the existing turnover problem of the company. This will 

be supplemented with recommendations for improving other related human resource functions.  

This study investigates the distinctive organisational context of Maloney Superbuy using 

PESTLE model. Through this model, the organisation is analysed in terms of political, 

economic, social, legal, technological and environmental factors that might affect the human 

resource management, especially employee’s turnover problem. Even though multiple factors 

might disturb the overall management and business operations of the company, this report 

refrains from addressing those factors. Apart from this, I will discuss the importance of 

establishing an effective recruitment and selection strategy, adoption of talent pipeline as well 

as the improving reward policies for their effectiveness in motivating the employee and 

increasing employee loyalty for the company.  

I have investigated the problem by using the available reports and background information on 

Malone Superbuy and literature on similar organisations in this industry to learn how those 

organisations implemented HR policies, especially policies on diversity and inclusivity. 

Materials from industry leaders and experts have been widely researched to study the 

implications of relevant ideas and models that might help to remain in complex environments.  

For this report, I will use the term ‘diversity’ to mean diversity and inclusion.  
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Analysis of the Issue 
 

Introduction of the Context  

Even though Malone Superbuy operates in the UK, the company’s outlets are established in 

different regions of the UK. Most of its outlets are in London, South West and South East of 

the UK. Therefore, it is perceived that the organisation runs not in a simple environment or 

standard settings so that the contingency model or ‘best fit’ approach is being used in 

developing HR strategies of Malone. The contingency model is commonly used to develop HR 

strategies of the businesses that operate in the complex environment settings considering that 

company’s HR strategies are one of the competitive advantages of the organisation and it could 

be established to fit into the business environment seamlessly. HR strategies of a company in 

one geographical location or country may be different from another so that a best-fit remedy 

in HR practices are seldom. Therefore, organisations must have effective HR strategies that 

could be aligned to the environment of the business setting. Thus, to cater to this need, the 

PESTEL model was used to analyses the competition and figure out the external context of the 

organisation in the setting of Malone regarding its markets. 

To get a better understanding of Malone’s position in terms of the strategic group that the 

company belongs in the industry, similar organisations in the same industry has been mapped 

and compared with Malone. According to the literature available on retail food companies in 

the UK, Aldi and Lidle have been identified as the companies that hold the closest similar 

characteristics of Malone in terms of structure and target markets of the company. Both Aldi 

and Lidle have been categorised as ‘discounters’ among leading supermarkets in the UK.  

 

According to the UK Retail food Report (2017) “The main features of discount supermarket 

shopping are everyday low costs rather than special “sale” prices; limited product ranges and 

a focus on price. Stores are smaller and relatively uniform in size and layout. Stores range 

from 800 square meters (8,600 square feet) to 1,500 square meters (16,000 square feet). They 

carry predominately private label products; however, these are exclusive labels rather than 

store name.”  

The chart below depicts the market share of most common supermarket brands in UK 

 

 
Figure: 1 UK Supermarkets market share (Economic Research Council 2019) 
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 Therefore, the policies, strategies that are effectively implemented in these organisations and 

similar other organisations have been matched with Malone.  

 

  

Analysis of Malone's external environment using PESTEL Model  

  

Companies struggling to survive and compete in the highly competitive markets require to 

identify their competitive advantages and align their strategies accordingly. In order to identify 

those advantages, organisations need to analyse the environmental forces that might affect 

organisational operations and their effectiveness. Therefore, for this reason, PESTEL model 

proposed by Harvard professor Francis Aguilar (1964) is used to access the external 

organisational environment through which the information could be utilised to draw 

appropriate business strategies for the business. According to Kotler et al. (2005), it is believed 

that if the business can audit their existing environment and expected changes that might affect 

the organisational performances, the organisation will be at a better position than its 

competitors to respond the uncertainty and unexpected situations.  

PESTEL is a combination of initials of diverse factors that affect not only Malone Superbuy 

instead, all the businesses in the same industry. These influential factors include Political, 

Economic, Social, Technological, Environmental and Legal.  

  

  

Political Context 

  

The decision to leave the UK from the European Union has created uncertainty and insecurity 

to the future of UK businesses and economic movements. Along with frequent changes in 

government and heated political debates on prevailing issues have found an organised division 

on the broader spectrum of the public which increases instability and refractory activities on 

the street, causing uncertainty to industries and its employments. It has already spread the fear 

and nervousness to business leaders about the prevailing trade agreements and the business 

opportunities with European countries. Tax levies on goods and services and import-export 

regulations may be affected in the event of Brexit. These issues would upset the supply chains 

of Malone and similar businesses which will encumber extreme stress and intense pressure to 

managers and responsible employees in organisations.  

  

To ensure employment rights, promote equal opportunity and flexible working environment to 

employees, many employment regulations have been in place as good employment practices, 

however, due to the newly formed relationship of EU-UK, any bid unravelling those 

regulations will not only slow down the economic activities or bring complexity into the 

business environment, it will be seen as counterproductive and reverting which will be 

detrimental for employees as well as business owners and politicians in the long run. 

  

Brexit implications on immigrants and employment sector are significant. According to the 

report 'Brexit implications employment and social Affairs: Facts and Figures (2017)', around 3 

million immigrants from European 27 countries are living in the UK in 2015, and a significant 
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number of those are young people age between 25 and 34. However, the number of UK citizens 

living in European countries is estimated at around 1.2 million.  

  

When compared these statistics of UK domestic workforce and the EU citizens living in the 

UK, the employment rate of EU nationals is higher than the unemployment rate, and they are 

more likely to be employed in lower-skilled works unlike the UK citizens living EU countries. 

UK citizens are more likely to be occupied in high skilled employment. Therefore, it is highly 

expected that business-like Malone will be significantly affected by the Brexit because of the 

high risk of losing many of their immigrant workers even though a supportive program is in 

place to cater the immediate visa issues of those immigrants.  

  

Economic Context 

  

The UK has observed the weakening of pound during the campaign for Brexit, and the 

depreciation of the sterling has been approximately 10 per cent (The Brexit Vote, Inflation and 

UK Living Standards, 2017). According to Reuters 2019, in the event of a sudden exit from 

the EU, the value of the pound could be dropped to $1.00. In general, the UK relied on most 

imports (almost 40 per cent of food consumed locally) which has an effect on price with 

currency exchange rates (United Kingdom Retail Foods, 2017). This significant drop in sterling 

value will lead to an increase in the cost of living in the UK. Gasoline is priced in US Dollars 

so that the energy prices will go up (Ranking, 2017) increasing inflation; as a result, some 

businesses like Malone may need to downgrade its operations which may decline employment 

opportunities and particular types of occupations.  

  

The changing pattern of the economic situation may alter the consumer spending habit; certain 

goods and services may be on hold. The rising cost of imported items have already increased 

its price, especially groceries, retails, and consumer goods as a result supermarket leader have 

engaged in a price war. However, Malone and small retail firms cannot remain long in this 

position of price cut for customers. As a result, Malone similar companies will look into areas 

where they can cut down their expenses mostly what they spend for the employees.  

  

People who have taken loans, mortgages and credit cards may be poorly affected so that their 

spending power will be reduced. Apart from this, if the inflation and possibility of steeper 

interest rate continue, many will be affected as the higher rates that might need to pay for VAT 

and national insurance. In the event of these complications, employees will wander to look for 

better options for employment in terms of compensation and benefits. There are possibilities 

that some of the skilful workers in Malone will look for other options to be employed. 

  

Recent statistics show that the bank interest rates in the UK have been dropped up to .25 per 

cent to stimulate the economy, but Bank of England has the mandate to raise the interest rate 

to curb inflation if a sudden increase in price occurred. If they found the need for the increment 

of salary or increase in the minimum wage, the total expenditure for employees' benefits will 

be increased. In the event of this situation, businesses will move their HR strategy to minimise 

their expenditure for their staff. Malone will not be an exception. 
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Social Context 

  

People living in the UK enjoy a high standard of living due to a solid foundation of economic 

growth which leads to building a robust social infrastructure. The education and health care 

systems have been identified as a reliable and trustworthy system that delivers its service to the 

people of diverse backgrounds and demonstrating equality among the citizens. These two 

pillars of the social infrastructure depict diversity and inclusivity in the country. However, 

disturbance of income inequality and wage differences are issues of concern for many people 

in UK. Especially wage differences between male and female workers and developmental 

prospectus for different genders are serious reservations for employees. According to the 

Market line report (2014), the UK is among the top countries of OECD in terms of increasing 

inequality. In the context of Malone, female employees take over male employees in the shop 

floors where more turnover do experience.   

  

Demographic changes and increase of ageing people make the labour market and other markets 

to open new opportunities because most disposable income lies with ages between 40 to 65 age 

categories. In some areas or regions, specific local demographic labour markets refuse to be 

employed in certain types of jobs like working retail outlets for a minimum living wage (Office 

for National Statistics 2015). Remarkably, about 60% of these people use to shop through 

online (ONS 2015), which demonstrations that Malone and other similar organisations could 

consider utilising the effectiveness of these people belonging to this cluster, who are better off 

in adopting modern technology into real life.  

  

Work-life balance is a buzz word across all the business contexts and  

 "for many employees throughout the world, balancing their work and personal lives is a 

significant concern" (Mathis and Jackson, 2011, p.67). Malone and other companies require to 

acknowledge the work-life balance due to the employee's demand and recognise the importance 

of a balanced life for all the employees. This allows employees getting flexibility in work time, 

working environment, maternity leave, and so on. Therefore, it is considered that workers are 

more attracted to organisations which facilitates these demands and are more successful in 

retaining their loyal employees.  

  

   

Technological Context 

  

Since R&D and IT is crucial to ensure a robust economy, "the UK is renowned for the quality 

of its R&D and its strengths in science and innovation" (Marketline 2014). People working 

both public and private industries have witnessed the introduction of new technologies into the 

workplace and boosted competitiveness in the business. Development in technological areas 

brought efficiency to the businesses; however, in most areas of the businesses, it offsets the 

need for human workers. Especially, disruptive technology is shaking up the markets, and 

online businesses and e-commerce platforms are taking over of in-store buying across all the 

age groups of the people. Increasing automation, easier online ordering and the increasing use 

of smartphone apps overshadow the human aspects of employment in some areas. Awareness 
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and high engagement of social networking among youth and other demographic groups open 

the opportunity of dissemination of information and create awareness on people's interests.  

  

The growth and fast-tracking expansion of e-commerce among supermarkets leaders are 

significant, and it enhances more competition for traditional retail businesses in the UK and 

elsewhere. This innovative network of distribution opens up more competitive space for 

Malone and other businesses because of its low cost and relatively easy operational platform.  

  

Legal Context 

  

UK's legal system is efficient, transparent and organised. "This makes for an environment that 

is conducive to business, as legislation is passed in a practical manner, keeping all stakeholders 

in mind" (Marketline 2014). As a result, the system allows a high level of business freedom 

(5th among European ranking and 14th in world ranking; 2014 Index of Economic Freedom) 

compared with some of the OECD countries. Apart from creating an environment of 

commercial freedom, fundamental employee rights, their health and safety, along with many 

other aspects of workers' wellbeing, are guaranteed through prevailing laws and regulations. 

Malone and other businesses are required to take appropriate measures compatible with these 

changes.  

  

The annual increment of minimum wages and living wages will be a burden for many 

businesses, and the amendment that has taken place to the Workplace Pensions legislation will 

have an impact on Malone and other the retail supermarkets in the UK. This amendment makes 

it obligatory for businesses to contribute 3 per cent to their workers as a workplace pension 

besides the 5 per cent contribution of the employee. Till April 5, 2019, employees are required 

to contribute 3 per cent of their wages and 2 per cent from the employer (the pension regulator 

2019). So, the increment from both sides may imply businesses. 

  

  

Environmental Context 

  

Increase of ethical and environmentally conscious people among organisational workforce and 

shoppers in supermarkets influence Malone and other organisations to be careful on their 

product sourcing from ethically sound and reliable sources which push the increase in the price 

of products and services. Employees who are more conscious to environment and nature lovers 

prefer to work organisations who are more socially responsible, firmly implement the 

regulations on environment restrictions imposed by the laws and regulations.  
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Recommendations  

 

1. Implement an Effective Diversity Policy  
 

 

1.1- Diversity and its implications 

  

Diversity is a boiling topic in the workplace environment. It is because individuals need to be 

respected and appreciated with their differences, valued their knowledge and experiences and 

primarily accepted by others as who they are to maximise the individual contribution and 

performances for the organisational success. However, many organisations have failed in 

understanding the burning sensations of the people and the massive loss for the organisations 

when employees are treated poorly and discriminated on the basis of their personal differences 

and prejudice. The ultimate result is loss of most valued talents and a high turnover of 

employees.  

 

According to CIPD 2019, diversity values the differences in people and is expressed as 

recognising everyone as a distinctive individual; however, not leveraging organisational 

success actively on it. It recognises the advantage of having a very different range of views in 

problem-solving and the employees being representative of diverse followers and customers of 

the organisation. These individual differences could be categorised by demographic 

differences such as age, race and gender or level of education and knowledge of the individuals. 

Recognition of individual values, beliefs and personality are also perceived as a category of 

diversity.   

  

The concept of diversity is a social phenomenon which is commonly referred as management 

of diversity and inclusion that concentrates on interventions and approaches to accommodate 

individual demographic and personal distinctions to increase their input in achieving 

organisational goals and objectives (CIPD 2019). Researchers believe that diversity creates an 

organisational culture that facilitates all the employees, irrespective of their personal 

differences to work for their ambitions and desired career goals (Bagshow 2004). Therefore, 

workplace diversity is the inclusion of all sorts of employees with their dispositions, skills, 

experiences, beliefs and appearance to bring creativity and innovation to the organisation. 

Researchers have established that overall diversity accelerates organisational performance and 

creativity (Investors in people 2019), its impact is immensely appreciated because assorted 

employees bring their wisdom and knowledge, vast experience, distinctive relationships and 

their personal world view to the context of the cosmopolitan workplace (CIPD 2018).  

According to Culture Amp 2019, businesses with inclusive culture are expected to be three 

times higher in their performing, eight times better in overall business outcomes and two times 

better in beating financial objectives. Apart form these benefits, allowing people of different 

backgrounds to work in the organisation benefits from different language skills, that helps to 

sell the products and services to global markets and provide customer service support. 

Therefore, organisations require to have an inclusive working environment, empowering a 

distinct range of workers functioning together effectively.  
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Though organisational diversity uplifts organisational productivity and efficiency, it has 

drawbacks such as misunderstandings and different perceptions among different backgrounds 

of people sometimes slow down the decision-making process and hinder organisational 

cohesiveness. Therefore, in implementing a diversity policy, Malone needs to manage diversity 

policy in a way that both employees and organisations are mutually benefitted. According to 

Snyder et al. (2008), effective execution of organisational diversity policy delivers a balance 

in organisational power and carries a competitive advantage for businesses. These advantages 

include strengthening the organisational brand, develops corporate reputation and attracts the 

best talents and qualified personals as well as more customers to the organisation.  

 

The management of Malone is aware of the implementation of diversity policy by many similar 

businesses in the industry. For example, Aldi is one of the companies in a strategic business 

group with Malone, who has effectively implemented the diversity plan. The message about 

the organisational commitment to diversity and equal opportunity is stated as. 

 

"At Aldi we value diversity above all else and offer fair and equal opportunitiesfor all of our 

colleagues and job applicants, regardless of age, sex, gender reassignment, race, colour, 

nationality, ethnic or national origin, religion or belief, disability or sexual orientation, marital 

or civil partnership status, part-time or fixed-term contract status, pregnancy or maternity. 

Our commitment extends to all levels of the company, and our Equal Opportunities and 

Prevention of Discrimination policy forms part of the contractual obligations of all 

colleagues."                  (Aldi.com) 

 

Even though, Aldi, and most other supermarket chains have initiated diversity policies in their 

organisations, introduction and effective implementation of a diversity programme is 

challenging. One of the reasons is that organisations most of the time misjudge the time and 

effort required in implementing an effective policy. Management never acknowledge the 

importance of integration of diversity policies with all the other HR policies due to that 

organisation believe it is an impartial project that could be carried out separately from all other 

policies of the organisation. In fact, it is difficult to align the structure and leadership style with 

diversity policies in large organisations.  

 

Apart from this, Malone require to abide the existing laws and regulations in relation with 

diversity and inclusivity. The aim of the existing Equality Act in UK is to encourage equal 

opportunity, promote effective relationships among people and eliminate unlawful 

discriminations. According to this act, it is unlawful to discriminate against workers on age, 

disability, gender, marriage and civil partnership, pregnancy and maternity, race, religion and 

belief, sex, and sexual orientation. Therefore, it is an obligation to the employers to take all the 

measures in eliminating prejudicial behaviours against employees.  

 

Therefore, Malone has to consider these factors in introducing the new policy and have a 

general understanding on connection of diversity with Equal Opportunities. Equal opportunity 

focuses more on distinctions at the societal or group level, whereas diversity management 

focuses more on individual level, in the companies where they attempt to recruiting and 



 12 

retaining people of different backgrounds and experiences (Glover, J. and G. Kirton, 2006). 

Apart from these factors, Malone must focus on the key principles in implementing the policy 

in order to implement effectively.   

 

 

1.2-  Guiding Principles to Implement Diversity in Workplace 

 

In implementing the diversity policy, Malone can follow these principles. 

  

i.Leadership Commitment: leaders in the company should display their commitment by linking 

diversity policy with the organisational strategic plan and efficiently introducing the 

appropriate policies and practices in the organisation. Their unswerving effort should be seen 

to all the employees and the public through frequent communications on the achievements 

against its action plans.  

 

ii.Introduction of Key Policies that support diversity: Diversity policy is meaningless if other 

vital policies and procedures are not introduced promptly. A complete diversity policy must be 

sustained with the modifications of other HR policies. For example, recruitment, flexible 

working, reward, and performance management policies are some of the interdepended policies 

with diversity policy.  

 

 

iii.Education and Training: Education and training could be the most crucial element to change 

Malone's managers and employee's mindset, foster an inclusive culture and advance 

organisational practices. Managers and employee's mindset must be aligned with the 

anticipated objectives of the company especially on equal opportunities and other related areas 

of diversity, and it could be only achieved through awareness, education, and cultural 

sensitivity training. 

 

iv.Supportive Practices and Accommodative culture: Employees should feel that the 

organisational environment is an open and welcoming place for people from all walks of life 

or people from different abilities, beliefs and this is validated by good examples of offering 

unique opportunities of sharing their views, experiences and offering flexibility in the working 

environment.  

 

 

v.Recruitment and Career Development Opportunities: For practical implementation, the 

organisation must be committed to implementing transparent recruitment procedures and 

impartial practices on promotion so that people from different backgrounds will have the 

opportunity to develop and enjoy rewarding careers in the organisation.  

 

vi.Evaluate and celebrate success: The success of any program could be assumed by gathering 

feedback from both in and outside stakeholders of the program. The monitoring and evaluation 
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of the policy implementation is a significantly important part of its success because it helps to 

finetune existing policies, procedures and practices and initiate further directives. 

  

  

2- Establish a Culture Where Flexible Working is Allowed and Support Work/life 

Balance 

  

Offering flexible working options to employees working at Malone is crucial for their 

sustainability and extremely important for the implementation of diversity policy in Malone. 

Workplace flexibility provides flexible options to the employees in doing their work 

concerning how and where the work is carried out. Such opportunities create a competitive 

advantage and a remarkable financial advantage to the organisation in this competitive 

economy (Corporate voice for working families 2005). It is no longer an issue of women with 

children or people with parental responsibilities; however, it is a business for everyone. It is 

because all in the employment in the UK have the right to request for that arrangement of 

flexible working, according to the law passed on June 30, 2014 (breathe 2104). 

  

  

Workplace flexibility is recognised as one of the most potent instruments for recruitment and 

retention. 

Workplace flexibility is recognised as one of the most potent tools for the recruitment and 

retention of employees in the organisation. According to statistics, almost one-third of US 

employees consider flexibility in working as an essential factor in taking up a job offer (Hudson 

Highland Group 2008). This scenario is quite similar to the low-income hourly workers like 

the shop floor employees in Malone. In a survey carried out among hourly workers and low-

income employees and their line managers in 2008, 80% of workers stated that workplace 

flexibility is one of the crucial factors for them in remaining in a job and accepting a new offer 

as a job (Corporate Voices for Working Families 2009). According to the HR managers 

engaged in this survey, 80% of them said that workplace flexibility improves their capability 

in recruiting employees; meanwhile 85% them believed that flexible workplace policies 

expand their aptitude to maintain the talented workers (Corporate Voices for Working Families 

2009). 

  

Flexible arrangements in work make employees happier and healthier. 

Many employees believe that the flexibility in their work arrangements is a great support to 

feel good and make a quality life with their families. The study carried out in 2009 among US 

employees, 90 percent of workers said that workplace flexibility gives them a happy and a 

quality life to a great extent (Pitt-Catsouphes et al. 2009), and most of the employees rank 

work-life balance as the second-best predictor after economic security which makes workers 

quality health, reduces stress and good sleep (Auman & Galinsky 2009).  

  

The opportunities created to the employees on their work flexibility is determined one of the 

critical elements that reduce employee's stress that affects absenteeism and turnover (Corporate 

Voices for Working Families 2005). Among parent employees, especially mothers who take 
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the primary responsibility of the children, requires some flexibility in their work concerning 

children's school time and their academic programs. Parents need to pick up the children from 

school and available for other essential school functions which are hugely stressful to single 

parents when they are not allowed the flexibility. Meanwhile, employees who take eldercare 

responsibilities of caring a sick relative experiences stress to a great extent which requires 

flexibles options for such situations. According to a survey carried out in the US, one-third of 

the organisational employees experience such stress, which leads to reduced productivity and 

high absenteeism which costs up to $469 to $1,984 per employee per annum (McGuire et al. 

2010). 

  

Workplace flexibility decreases interruptions in the office environment and expensive 

absenteeism. 

Since Malone Superbuy has many student labours in their shop floors, flexible arrangements 

may be required during the last weeks of the semester or on the verge of assignment due dates. 

Companies like Malone who are more dependent on specific social groups like students, need 

to consider the commonalities of those groups and give consideration for their periodic 

priorities and allow flexibility on changing their working schedules or changing the shifts. This 

would help the company to decrease the absenteeism and ultimately reduce employee turnover. 

Employees acknowledge the flexibility in work and believe that it is one of the most effective 

means of decreasing unexpected absences from employment, and in a study, 63% of labours 

enjoying flexible arrangements in their work appreciate the arrangement and assured they were 

less absent from work than before (McGuire et al. 2010).  

  

Workplace flexibility circumvents excessive turnover and saves millions of dollars each year. 

The loss incurred with departing of a skilful employee from an organisation is enormous, which 

sometimes takes an extended period to recover the emptiness in the organisation. Most of the 

time, employees who have high esteem and is carrier oriented would never leave the 

organisation for an impractical reason. Many employees acknowledge work-life balancing 

approaches and consider family-related matters seriously. Therefore, Malone should consider 

the issues related to family caring and offer flexibility in working to eliminate high employee 

turnover. According to researches, many employees depart from businesses in each year due 

to family caregiving responsibilities and the replacement cost of this individual worker is 

expected to be more than $6.5 billion a year to the US employers (MetLife Mature Market 

Institute 2006).  

  

  

2.1- How Flexible Malone Could be? 

  

There are several types that companies apply in flexible working. The most common type that 

is applied in most organisations is part-time working which requires labourers to work fewer 

hours than standard, full-time hours. Apart from this, there are other types of flexibilities that 

Malone would apply when it is needed.  
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• Working from home – workers are allowed to spend their working time away from the 

company premises and can work from home, or anywhere they like. However, this 

flexibility cannot be given to Malone’s shop floor employees who require to be present 

at the shops. 

• Job sharing – the designated responsibilities and time is split among two employees 

who decide the hours among them. This could be appropriate for Malone’s shop floor 

employees. 

• Compressed hours – workers are allowed to work fewer working days to over their 

typical working hours. Students and parents who may need this flexibility could be 

offered with the consultation of line managers and their respective team members when 

they agree to take the workload for essential reasons. 

• Flexi-time – workers are given the autonomy to choose where and how they work 

outside a set of core hours determined by the employer. 

  

2.2- Implementation of Flexible working 

  

In implementing flexible working effectively, Malone should establish a well-defined and 

consistently applicable procedure to explain the way that flexible working works for the mutual 

benefit of both the company and employees. The document should be widely circulated among 

the employees to ensure employees are familiar with the new practice, and all will be treated 

equally. Documentation of agreed terms with individual employees must be kept for further 

references.   

In the procedure, the roles and responsibilities of HR, line managers and employees, must be 

defined clearly and should share to all the stakeholders to make the initiative a success. Before 

fully committing the initiative, a pilot initiative could be undertaken for experimentation. 

Malone must evaluate the progress by reviewing the initiative of flexible working and manage 

employee’s performance based on outputs but not observing the pattern as usual.  

  

  

3-Follow an effective Recruitment and Selection Process 
  

Active recruiting and selection are vital for the uninterrupted functioning of any organisation. 

It is resourcing the best or most appropriated talents and skills for the company that would, 

directly and indirectly, affect organisational performance and productivity. The process of 

recruitment starts from organisational strategic objectives, goals and future direction; therefore, 

it acknowledges the current organisational needs and future needs of human resources and 

potentials. Recruitment and selection are the processes of sourcing required human talents and 

selecting the best and most appropriate people to fill the vacant jobs of the organisation on the 

right time to cater current and long-term needs of the organisation. Introduction and following 

an effective recruitment and selection process at Malone assures that all qualified people are 

treated on equal grounds to compete for jobs and work at Malone without discrimination and 

can continue their career as respected employees of the organisation. For the implementation 

of any diversity policy, transparent, fair and effective recruitment and selection process are 
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incredibly critical. Today, some companies have outsourced the recruitment and selection 

function and eliminated the cost and statutory issues related to the recruitment process. 

Research suggests that outsourcing of recruitment process usually is decreased by 70% of 

agency spend and cut fee of cost per hire by almost 50% (Green Bean by NRG 2019). However, 

if Malone decides to continue the traditional method of recruitment by the HR department of 

Malone, the company should strengthen the whole process in line with newly established 

policies.  

 

3.1- Benefit of an effective Recruitment policy  

  

There are many benefits that Malone will acquire by instigating an intense recruitment process.  

 

1- It ensures transparency and merit-based hire: Transparency is the critical component of 

merit-based hire in organisations, and it is what most applicants expect from any organisation. 

Recruitment and selection policies confirm that the practices and procedures associated with 

the hiring of employees are conducted transparently, somewhat with a legitimate manner and 

the members who are engaged in the process follow the guidelines of the recruitment process 

and ensures its confidentiality. The process avoids discriminated behaviours to circumvent the 

legal consequences and loose of applicant's trust.  

2- It provides consistency: Any inconsistent process used for recruitment and selection will 

produce an inconsistent result, which will not help to identify the best fit employee in terms of 

merit. Hence, consistency is critical in the process of recruitment and selection. If a different 

set of criteria is used for different applicants, it will be a challenge for the organisations to 

differentiate the value and fitness of individuals. Therefore, the policy will help to ensure a 

pre-determined criterion for the recruitment process at all the levels to remove the risks of 

discrimination and unfair behaviour.  

3-It improves organisational credibility: People prefer to work at credible and trustworthy 

organisations; therefore, a clear process of recruitment and selection proves that the company 

is credible enough to be part of it and applying for. Therefore, specific organisational policy 

for recruitment and sections helps to build the trust and increase the confidence level of the 

applicant. 

 

  

3.2- Some Policy Considerations 

 

Recruitment and selection process are made up of different key stages.  Recruitment phase 

outlines the roles and responsibilities of the job, including job analysis and job description. The 

candidate sourcing phase attracts the candidates through both internal and external approaches, 

and the selection phase follows it. The activities involved concerning the employment offer 

and appointment will be the final phase of the recruitment and selection process. In each stage, 

several activities should be carried out in a compatible manner to recruitment policies and 

procedures. When engaging in the recruitment and selection process, Malone's recruitment 

team must be aware of the different stages and consider these steps.  



 17 

- Identify the organisational requirement for the opening 

- Take a decision on if the hire is to be internal or external 

- Amend the existing job descriptions according to the current requirement and create an active 

job ad. 

- Select appropriates channels to advertise the vacancy 

- Review applications and resumes 

- Shortlist the candidates and run through the background checks 

- Select the candidate and make the offer 

- Offer an effective induction program to the new employee 

  

  

4-Build a Strong 'Talent Pipeline.' 
  

Companies like Malone who consistently requires looking for hiring new employees, it is 

imperative to establish and update an active talent pipeline which will help the organisation to 

get the appropriate talent quickly, saving organisational resources, money and time. A talent 

pipeline is referred to as a pool of qualified potential candidates who are readily available to 

take up the appropriate roles in the company when they get available. This competent pool 

could be entailed with both internal workers who have the right skill set and aptitude as well 

as candidates from outside sources like online job portals, referrals, and career webpages. 

Today, the business environment is exceptionally dynamic so that employments are abundant; 

however, appropriate qualities and skills are not sufficient. Especially in the time of Brexit, 

such a pool of competent and potential employees will be an excellent help for Malone. 

Therefore, Malone shall not wait for the applications; instead, the company may initiate the 

process and offer the prospective candidates because the machinery and processes are ready 

for the move before the need arises. Sometimes, management may not perceive talent pipeline 

beneficial for the low skilled workers; however, maintaining and updating of a database of 

potential candidates will help the company to access the prospective candidates easily and fill 

the vacancies quickly. 

  

  

4.1- Benefits of a Talent Pipeline 

 

 Establishing a talent pipeline, Malone will enjoy these benefits:  

  

4.1.1- Decrease time to hire: Finding a suitable candidate to fill the vacancy in companies is 

the time-consuming activity of a human resource function. An established talent pipeline 

reduces the time-to-hire by 50% (Intra worlds 2019). 

  

4.1.2- Reduce business interruption: Sudden decisions employees to leave companies to 

disrupt organisational functions and might increase the workload to other employees. Besides, 

some of the work may not be completed or delayed. However, companies will be able to fill 

up the gap quickly with an active and updated talent pipeline and decrease negative impacts. 



 18 

  

4.1.3- Increase success in interviews: Based on the bond with the prospective candidates, the 

success rate of interviews is expected to be increased, and researches show that candidates 

approached from talent pipeline are seven times more successful in interviews than other 

candidates (Intra worlds 2019).  

  

4.1.4- The drop in the cost of hiring: To build an updated talent pipeline, an initial investment 

will be required. However, researches show that it will pay off in the long run with a higher 

margin, and it shows that businesses use to enjoy a 10 to 15 times higher return (Intra worlds 

2019). 

  

4.1.5- Locate the appropriate talent: Organisations search for the best or the most appropriate 

talent. Keeping a good repo with potential candidates before opening up for a vacancy will help 

to lower the chance of a rival salary war because the existing relationship helps to get contact 

and convince the candidate easily (Intra worlds 2019). 

  

  

4.2- Steps in Building a Talent Pipeline 

  

Several activities could be carried out in building a robust talent pipeline; however, Malone 

can choose these steps. 

  

4.2.1- Prioritising the requirement 

Specific consideration should be given to the roles that have been difficult to fill in and skills 

and competencies that the business recruits repeatedly. This helps to expand the chances of 

getting appropriate talents to Malone to fill these roles speedily and eliminates unnecessary 

costs involved in recruiting employees.  

  

4.2.2- Pre-screening:  

It is crucial to pre-screen the candidates through mutual connections if those candidates are a 

better fit in terms of cultural or performance. This will help Malone to save time and resources.  

  

4.2.3- Treat with respect  

The pipeline is not just like a list of employees but treats them as a valuable community which 

has very diverse backgrounds. Therefore, they must be treated respectfully in terms of their 

time, privacy etc. Need to understand the frequency of the communications and mediums in 

delivering the promises of the company and sending reminders.   

  

4.2.4- Personalise messages  

When sending a message to someone, the recipient must feel it is for him or her. Malone should 

encourage the recruiters about the importance of unbiased and appropriate personalised 

messaging to brand themselves.  
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4.2.5- Stay visible  

Malone should try her best to create and maintain their positive image through different links, 

especially exploiting social networks like LinkedIn and Twitter. Create people's interest by 

posting articles about the company and industry.  

  

4.2.6- Establish a culture of interacting and networking  

Malone needs to encourage her motivated team to move out of the working premises and be 

available for important industry events. Through such events, the organisation will be 

benefitted by establishing a referral system containing positive candidates for the company 

even though vacancies are not existing.  

  

4.2.7- Set targets and measure progress  

Generate a strategy for Malones' pipeline for pulling in different talents from various channels, 

including Referral programs, Job Applications, and different Direct Sourcing. Check which 

ones create most of the hires over time and celebrate the success.  

  

  

  

5-Introduce a Total Reward strategy 
  

Organisational reward strategy is an essential human resource strategy which concerns in 

designing and implementing policies and practices to reward employee's performance and their 

productivity to advance and accomplish organisational goals. There are major two categories 

of reward systems; strategic and total reward. Companies like Malone could be better off in 

implementing a total reward system which consists of all the works that workers value and 

covers both tangible and intangible benefits that employees appreciate. Total reward creates a 

synergy by combining both transactional and relational rewards. Transactional rewards are the 

tangible rewards like pay and benefits; however, relational rewards are intangible rewards 

attached with personal experience, training and development. The total reward is the all-

inclusive approach that embraces all the possible ways that employees could be rewarded and 

acquire fulfilment through the work. The objective of this approach for Malone is to amplify 

the total effect of an extensive choice of reward initiatives on employee loyalty, motivation 

and their commitment to the job. 

  

Total reward approach ensures a more significant impact on the employees because the 

combination of different rewards creates a long-lasting impact on employees' motivation and 

their commitment to the organisation. Moreover, it appeals to more individuals, attracts more 

talents and has the flexibility in addressing personal needs.  
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5.1 Reward strategy and its implementation 

  

The Reward strategy is the approach that describes how the objectives will be achieved through 

the strategy. The strategy clarifies where the reward practices need to be in a shorter time frame 

and the long run and how the organisation will reach there. Therefore, Malone needs to clearly 

define its reward strategy and communicate it with all the levels of the organisation and all 

employees. That strategy is a declaration that defines the organisational interest and the need 

for a reward policy, relevant practices and processes meeting long-term organisational goals. 

Besides, it will help to develop the values and standards of the company on how employees 

will be rewarded and will be a source of motivation; as a result, improve employees' 

productivity. 

 

 

  

Conclusion 
  

Raising and maintaining a motivated workforce is a challenge for many organisations. 

However, thoughtfully implementing a Diversity Policy that appreciates individual differences 

and accommodates those disparities into the organisational policies will significantly help to 

build a motivated workforce in the organisation. It demands a constant management 

commitment to creating a difference in the organisational culture to progress and implement 

an interrelated set of policies and practices. In a time of uncertainty in the business environment 

due to the loud sound of Brexit bell, Malone requires new policies, procedures and practices to 

implement for the survival of the company.  

One of the most severe concerns of Malone is employee turnover problem which requires a set 

of unified policies and practices to instigate efficiently. To address the HR-related issues, 

Diversity Policy is recommended to implement with other supplementary policies like flexible 

working strategy, active recruitment and selection process, the introduction of a total reward 

strategy and building a strong talent pipeline. One might think that the introduction of these 

policies and practices would be costly and time-consuming; however, a number of examples 

are available to prove that it will pay off in the long run and the company will be at a better 

position soon in terms of the concerns related with HR and employee productivity.  

 

-------------------------------- 
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