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[bookmark: _Toc19910732]Executive summary
The UK grocery sector is one of the most sophisticated in the world, and to be a competitive player, you have to keep up with competition; otherwise there is a high chance that your company will no longer stay competitive or die.
One of the most important success and growth factors in a company is its human capital. Your employees can either get you a sustained competitive advantage or put you down compared to your competitors. If in every region of the company you and your competitors are on a totally even footing, it is human capital that can distinguishes you. If the company succeed to keep staff happy, customers and the whole workplace will be affected by positivity. To gain this competitive advantage, it is necessary that the company motivates staff with a good rewards package and invest actively in them. 
In this report we will go through Malone Superbuy Ltd issues regarding their Human Resources department. The company is actively suffering from a high labour turnover, what means that there is lack of satisfaction in the work place. Our report will start with a quick analysis the retail food industry to understand the competitiveness in the sector, and then it will uncover all the issues the company suffer from in order to deal with them thoroughly with a methodological analysis. 
Afterwards, the report will deal with two critical issues in order to shape up Malone’s Superbuy Ltd strategy for the future.
 

[bookmark: _Toc19910733]Introduction:
Founded in 1919, Malone’s Superbuy Ltd is a British quality food retail company, currently with 250 medium sized stores mainly in London and the south-west and south-east of the United Kingdom. The company employs around 4000 staff consigned mainly to stores shop floors, 50 out of the 4000 are working in the head office management positions. The company has a fixed operating hours, it opens at 7 in the morning and closes at 10 at night. 
The company is committed to external goals set as growth, expansion, and better corporate image in the market, as well as internal goals like improving the quality of customer service, cutting labour costs and improving the working environment. 
The company is doing well market wise, but the latest board  meeting have came out with conclusions to improve the quality of service offered to customers, as well as cutting labour costs. In order to succeed the decisions we’ve been hired to elaborate a consultancy report about the company human resources strategy.  






[bookmark: _Toc19910734]Background:
[bookmark: _Toc19910735]Malone’s Superbuy Ltd sector:
To give the company head management a clearer idea about the business sector, a brief study outlining the significant data about the sector have to be carried out and clarified. 
In June 2017, the UK grocery market was valued at £ 184.5bn ($239.8bn), with around 87,150 grocery stores around the country. These stores are split into four categories:
· Supermarket chains: Supermarkets have a retail area of between 3,000 and 25,000 square feet and offer a wide variety of grocery products. Superstores that are mostly labelled with the names of supermarket brands but are shops with a retail area of more than 25,000 square feet, offering a wide variety of food and non-food products.
· Convenience Stores: These shops have retail spaces of less than 3,000 square feet, are accessible for long hours and offer products from at least eight distinct types of food.
· Traditional Retail and Developing Convenience Stores: These shops have a retail area of less than 3,000 square feet, including newsstands, green suppliers, liquor shops and gas stations.
· Alternative Channels: This category involves a broad variety of channels such as internet or home shopping collections, farmers ' markets and other produce markets and vending machines.
With around 250 medium sized stores in the UK (3000 square feet or less in space), Malone’s Superbuy Ltd can be categorized under the Convenience stores chains, this specific category is the most competitive among all the others. In 2017, the UK accounted nearly 47 000 convenience retailing stores that are actively operating making a total turnover of £ 38.0bn; the supermarkets have the lion share of the industry revenues with £ 86.3bn and 5,590 stores around the UK. 
Also to through light at the extreme significance of the food sector, it is important to say that groceries account for 9% of total household spending in the UK, making it the third largest area of expenditure, following housing and transport. Food and grocery expenditures account for 51 pence in every £1.00 of retail spending (excluding restaurants). To gather it all together around 51% of the budget dedicated to retail in households goes to food groceries.
When it comes to employment, retail is the largest employer in the United Kingdom wit 2.7m working in the industry according to the report conducted by freelance marketplace PeoplePerHour (Realbusiness,2018), nearly 1m are employed by the big four supermarkets: Tesco, Sainsbury’s, Asda and Morrisons. For instance Tesco’s employ 310,000 people in the UK (Gain.fas.usda.gov, 2019) , Sainsbury’s employ 186,900 people (En.wikipedia.org, 2019) , Asda with 140,000 (Corporate.asda.com, 2019) employees, same sized companies like FarmFood, Budgens and Heron Foods employ an interesting number of people as well. The industry is competitive when it comes to staff wages and incentives, and to gain staff loyalty and keep them motivated a good Human resources strategy have to be drawn. 
[bookmark: _Toc19910736]Malone’s Superbuy competitors:
The company competitors are known, FarmFood, Budgens, Heron Foods, Londis, etc… Those are same size companies to compete with when it comes to market share or selling price, but when it comes to attracting and keeping quality staff intended to work in the food retail sector and deliver good customer service, we can consider all the players in the food retail sector as competitors. 
It is important to have a look at what competitors offer in term of employees’ benefits and incentives, the following table demonstrate the leader offer, a medium size food retail company offer and a same size firm offer. This information will help us structure our strategy and improve it:
	Tesco’s benefits (Tesco-careers.com, 2019)
	Waitrose benefits (JLPJobs.com, 2019)
	Heron foods benefits (Careers.heronfoods.com, 2019)

	· Holiday and sick pay 
· Maternity pay
· 10% discount 
· Monthly pay day 
· Retirement Savings Plan 
· Annual Colleague Bonus Plan, offering up to 3.5% of base salary
· Tea points for drinks
· Fresh food restaurants
· Health and beauty services, including a nurse, GP and massage therapists
· Free onsite car parking
	· Competitive Pay
· Pension scheme 
· Bonuses
· Up to 25% discounts
· Paid holiday
· Life insurance
· Dining facilities
· Sports clubs
· Holidays or purchases interest-free loans
· Cycle to work sheme
	· Competitive pay
· Training 
· Internal development
· Part time and flexible working
· Community
· 10% discount
· Paid holiday




This table must be considered when building up an Employees Benefits System. It is not essential to line up with the top league offers but it is necessary to keep in mind that if the benefits gap is very large, the company can lose its skilled employees for other firms, the company has to keep in mind that losing one worker will cost a whole induction and training process of another new one.
[bookmark: _Toc19910737]Underlying issues
After the report received from Malone Superbuy Ltd, we succeed to extract the issues that the company is experiencing in this period of time. We tried to organize them and divide them into internal and external. 
It is necessary to fully understand what factors exercise impact on the company. Once known, both positive and negative effects within and outside the company, the company can produce suitable strategies to handle them. Therefore, examining internal and external issues is considered a critical task for an enterprise before launch or adjusting any strategic marketing plan. 
The internal factors refer to anything within the company and under the control of the company no matter whether they are tangible or intangible. These factors after being figured out are grouped into the strengths and weaknesses of the company. If one element brings positive effects to the company, it is considered as strength (Mageplaza, 2019).
On the other hand, if a factor prevents the development of the company, it is a weakness. Within the company, there are numerous criteria need to be taken into consideration (Mageplaza, 2019).
On the contrary to internal factors, external elements are affecting factors outside and under no control of the company. Considering the outside environment allows businessmen to take suitable adjustments to their marketing plan to make it more adaptable to the external environment (Mageplaza, 2019).
There are numerous criteria considered as external elements. Among them, some of the most outstanding and important factors need to listed the are current economic situation, laws, surrounding infrastructure, and customer demands (Mageplaza, 2019).
The following issues are extracted from the report and divided into internal and external.
[bookmark: _Toc19910738]Internal issues: 
· The company is highly dependent upon part-time female workers for the shop floor.
· The company is dependent on casual student workers for shop floor. 
· The firm experience medium-high labour turnover.
· The company enrol staff to unsocial hours 
· The company relies on transient nature of student labour. 
· The company wage rates are average for the sector 
· The company didn’t react to the recent changes of the National Minimum Wage
· The organisation has never recognised trade unions
· The company has an informal system of local employee representation committees that have fallen into disuse in recent years.
[bookmark: _Toc19910739]External issues: 
· Growing competition in the food retail sector between the market leaders in the UK
· Recent phenomenon of competition from European food retailers
· Big firms are engaged in “price wars”
· Competitors are increasing the quality and variety of goods on offer
· Competitors are also focusing on the level of service offered within their stores
· Competitors have their internet based home delivery services.
· Competitors have also invested heavily in new technology to improve stock and ordering systems in order to increase efficiency.
· Even though Malone Superbuy is not in the top league, it has been affected by the increased competition in the sector
· Malone’s will be presented with a recognition claim for bargaining rights in the near future (Trade unions pressure) 
Once identified, those issues have to be dealt with individually. In this report we will focus more about the HR related issues. 
[bookmark: _Toc19910740]Analysis of issues:
In this section we will try to compress similar issues into one general issue and analyse them thoroughly. 
The internal issues have been divided into the following three sections:
· Labour problems (employment contracts types and unsocial hours) 
· Wages problems
· Trade union challenge
[bookmark: _Toc19910741]Labour problems 
Hiring employees is one of the biggest expenses a business has to pay out, statistically, hiring averages around 16-20% of a business’ total expenditure, which is a huge amount when you consider income and turnover. It’s a big decision to determine whether to hire full-timers or part-timers to help the team and company achieve business objective. 
Offering part-time work options is an effective way to attract potential future staff, and keeping the company lively, ready to staff up or down according to the needs. But, the company must blend part-time workers with full-time workforce in order to create a rotating shift schedule balance and that needs some skills. Before relying on part-time or full time options, we need to consider their pros and cons to determine which one is more appropriate and profitable for the business.
[bookmark: _Toc19910742]Considering Full-time workforce:
Full time employees are considered those who are contracted to work for 35+ hours per week.
Advantages for Malone’s Superbuy:  
Employing full-timers will come on the company with many benefits; the employees will deliver higher rates of productivity, they are willing to go through tough times if the business encounters, they are also a committed hard-working workforce, moreover they can be assigned responsibility to being in charge of the shop floor for example or supervise other staff or be the shifts leaders. 
Typically, people only work one full-time job, and that let the company benefit from an increased workers focus and loyalty, more control over their time and efforts, also they provide a sense of security and reliability. 
Disadvantages for Malone’s Superbuy
Most of the disadvantages are cost wise; the company will face the burden of payroll taxes, fixed salaries in either quiet or busy times, holiday and sick pay, contributing to retirement saving plans,  giving bonuses and discounts to staff, full-time staff are more insisting about the benefits compared to part-timers.
If the company want to attract and maintain skilled employees, it has to offer competitive benefits and compensation packages like paid vacation, health insurance and a quick job advancement program. 
[bookmark: _Toc19910743]Considering part-time workforce
The UK government consider a part-time workforce those who work less than 1000 hours in a year (around 20 hours per week or less). 
Advantages for Malone’s Superbuy:  
The main advantage is costs saving when it comes to salary and benefits, most of the times the company won’t have to offer the same benefits to part-timers as full-timers receive by legal regulatory standards. Part-time employees are way more flexible and ready to work weekends and bank holidays for example. 
When employing part-timers, the company is more flexible when it comes to staffing up in busy times or down in quiet periods, they can also be as seasonal support to the work force. Part-time positions tend to attract parents with early age kids, or older people that have a relevant experience and expertise. 
Disadvantages for Malone’s Superbuy:
Employing part-time staff brings back the advantages of employing full-time workers, but this time as disadvantages. Sometimes part-timers have more than one job, what means that they could be more loyal to or flexible with the other job, also they don’t qualify to supervision or management positions.
These employees are less reliable and are ready to leave anytime they get a full-time opportunity coming up, leaving the business to go through the same recruiting process one more time, what result in a high labour turnover.

Solutions and recommendation to these issues will be carried out in the Recommendation chapter. 
[bookmark: _Toc19910744]Porter Five Forces model Analysis:
Porter’s five forces model is an analysis tool that uses five industry forces to determine the intensity of competition in an industry and its profitability level (Porter, M.E. 2008). 
This model was created by Michael Porter in 1979 to understand how the following five forces can affect an industry:
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This analysis is functional for the company to assess its external environment, and understand the forces that shape food retail industry. This analysis will help us more in shaping and adjusting the company strategy to suit the environment, and improve the company potential profit. 
[bookmark: _Toc19910745]Bargaining power of suppliers
Bargaining power of suppliers is medium
Top suppliers are inclined towards market leaders, with the presence of bigger companies like Tesco and Sainsbury that owns superstores and have a dominating power on the market, they are approached by suppliers first, if rejected, they depend on smaller chains and so on.  The increasing number of convenience stores has also helped the negotiating power of suppliers improve considerably since they have a big market to sell to. Malone Superbuy Ltd with its 250 stores is not negligible at all; its power is more or less medium bargaining with suppliers.
[bookmark: _Toc19910746]Bargaining power of customers:
Bargaining power of buyers is quite high.
As mentioned above, there are 47 000 convenience shops in the UK, products are commonly standardised, but prices differ from one shop to another. Customers nowadays are picky and very sensitive to prices; also with the availability of online shopping they are easily able to select the cheapest products and then chose which brand to deal with.
For their weekly groceries, customers tend to go to mega-markets or super-markets where they find low-priced products. In every neighbourhood there are local convenience shops, this always leave the customers with extra options from where to shop.
[bookmark: _Toc19910747]Threat of new entrants: 
The threats of new entrants are low but the expansion of existing businesses is high.  
The competitiveness of the sector is very high, the market is almost full of competition, and the big players are controlling and dominating the market. With global rivalry, price wars and online rivalry as well, it is becoming very difficult for the emerging players to emerge as a strong player in the market and make their survival possible. There is low threat from big new entrance to the sector apart from few new local shops. 
The top league firms are always looking for expenditure, they have people specialised in looking for potential successful premises using appropriate methods, whenever and wherever there is need, they show up first. If Malone Superbuy Ltd is looking for expenditure, they need to move fast and set up their businesses in new promising places. 
[bookmark: _Toc19910748]Threats of substitutes: 
Threats of substitution are high.
In the food retail market, the substitutes of convenience stores are either supermarkets or mega-markets from the stronger side, or small convenience stores, off licences and organic shops from the other side. All these shops are representing a threat to Malone Superbuy, but the menace is with a more important degree from super markets and mega-markets.  
Food business proposes a large variety of products and services including flowers, wine, delicatessens, pharmacies, clothing, CD’s, books, electrical goods and gifts. In this varied nature of business it is very hard to stop clients to switch from a brand to another, but the excellence of service and quality of goods can convince customers to stick at our brand.  
[bookmark: _Toc19910749]Competitive rivalry:
The intensity of competitive rivalry is extremely high in the industry. 
Malone Superbuy Ltd faces ferocious competition from all around in the industry. Malone Superbuy does also fight back and offer quality products with affordable price. The competition has also gone over the corporal shops and has reached the online world as well with very sophisticated websites offering same or next day delivery and a larger range of products.
The company does also put pressure on suppliers in order to get the most competitive prices and benefit from promotions of big brands products, and make deals with farmers to offer organic fresh products to gain competitive advantage over local competitors and attract more customers. 
[bookmark: _Toc19910750]Trade unions issue
A trade union is an organization composed of members (an organization based on membership) and its membership must consist primarily of employees. One of the primary objectives of a trade union is to protect and advance the members interests in the workplace (nidirect, 2019).
Most trade unions are employer-independent. Trade unions, however, are trying to create close operating relationships with employers. This can sometimes take the form of a partnership agreement between the employer and the trade union that identifies their common interests and goals (nidirect, 2019).
Most of trade unions roles are in favour of the employees, the following points are few of what they negotiate:  
· Negotiate agreements with employers on pay and conditions
· Discuss major changes to the workplace such as large scale redundancy
· Discuss members concerns with employers
· Accompany members (employees) in disciplinary and grievance meetings
· Provide employees with legal and financial advice
Trade unions also bring few benefits to the business like: 
· Commitment of employees to the work place
· Provide better benefits deals and administration options
· Discipline employees 
· Predictable costs for a fixed time period
According to the government website in the UK, if a company has more than 21 employees, and didn’t accept to recognize voluntarily a request from a trade union, the trade union can apply for statutory recognition from the Central Arbitration Committee (CAC). This CAC will accept the trade union request if you meet some requirements unless if you challenge the application. 
It is better to negotiate with trade unions and build a partnership agreement that suit the employees and the company rather than denying them and losing to the CAC, since apparently they are already recruiting from the company and will meet the requirements. 
Superbuy shapes up for the future
As contracted with the company, our consultancy firm mission is to outline a strategy which will achieve employee support for increased competitiveness in an environment of change. Our mission is to construct a report that deals with two major issues the company faces, those issues are: 
· The Managing Director has read about rival supermarket’s approach to diversity and is keen to explore how these initiatives can “add value”. Research and recommend diversity policy initiatives to both address the labor turnover problems currently affecting the firm and to improve the “talent pipeline” 
· Consider how employee reward policies might be re-evaluated to encourage greater employee motivation and loyalty (without substantially affecting the wages bill)  
The issues will be addressed, discussed and analysed in order to help the company move forward with a new strategy to achieve increased competitiveness in a changing environment. 
[bookmark: _Toc19910751]Addressing Diversity issues:

After the Global Diversity Practice, Diversity is any dimension that can be used to differentiate groups and people from one another. In a nutshell, it’s about empowering people by respecting and appreciating what makes them different, in terms of age, gender, ethnicity, religion, disability, sexual orientation, education, and national origin.
[bookmark: _Toc19910752]Analyzing the rival supermarket’s approach to diversity
Diversity and Inclusion (D&I) has been a hot subject for companies for many years, with latest regulations such as posting gender pay gaps and females on boards helping businesses move in the correct direction. In order to make the image clearer for the company leadership, a brief research on rivals approach to diversity is conducted bellow, this research include four companies, one from the food retail top league, another medium size company, and two same size firms:
· Tesco approach to diversity: Tesco is committed in providing an inclusive working environment where difference is valued and embraced. The company watch closely all the colleagues so that they are at their best and have the opportunity to get on developing the skills they need for the present and the future, whoever they are, wherever they work and whatever they do, everyone’s welcome at Tesco. The company not only celebrates diversity, but embraces the value it brings to enable them to serve customers a little better every day. That’s why everyone is treated fairly and given the opportunity to share their experiences in the business (Tesco-careers.com, 2019).
· Lidl approach to diversity: Lidl likes to speak numbers, the budget supermarket had a median gender pay gap of just 0.5 percent in statistics published in April 2019. Lidl openly affirmed its commitment to diversity and inclusion with a continuing action plan to "support its colleagues", in line with its "long-term strategy for diversity and integration." This plan involves improving their overall gender balance ratio and increasing women's representation in senior leadership roles (Howley, 2019).
· Ocado approach to diversity: According to information on gender pay gap in 2018, females employed for the online supermarket Ocado receive 1.3 percent more than males on a median hourly basis. Furthermore, although more males than females got bonuses (70% vs. 66%), woman employees gained a greater commission–about 3% more–than their masculine peers. Ocado has introduced a solid strategy on equal opportunities to promote an atmosphere in which all workers are treated similarly, regardless of age, ethnicity, disability, gender, sexual orientation, marital status, political opinions or religious beliefs. Also, the supermarket is a member of the Disability Confident Scheme (Howley, 2019).
· Heron Foods approach to diversity: In its principles and standards statement the company mention clearly its approach on diversity, all the company work places must not use discrimination against workers or prospective recruits on any basis (including without limitation) in relation to race, colour, religion, sexual orientation, pregnancy, age, disability, political opinions, or other personal characteristics, it also ensure that all workers are treated with respect and human dignity and prohibit all forms of violence, physical abuse, harassment or intimidation; and firmly providing equal opportunities and diversity in the workplace (Heronfoods.com, 2019).
[bookmark: _Toc19910753] How to address labour turnover problems using a diversity approach
Employees leave organizations for many reasons; oftentimes these reasons are unknown to their employers. According to strategic planning consultant Leigh Branham, 88% of employees leave their jobs for reasons other than pay: However, 70% of managers think employees leave mainly for pay-related reasons. Employers need to listen more to their employees’ needs and implement retention strategies to make employees feel valued and engaged in order to keep them. These retention methods can have a significant and positive impact on an organization’s turnover rate. 
It is very known that London has the most diverse workforce in the United Kingdom; however, the company doesn’t have in place some strategies adapted to this diverse workforce needs. 
First of all, the company has to set up a diversity statement policy and publish it so that its beliefs and directions become public and accessible to all the company employees and stakeholders, the report have to admit the protection of these characteristics: 
· Age
· Disability
· Sex
· Sexual orientation
· Race
· Religion or belief
· Gender reassignment
· Marriage or civil partnership
· Pregnancy and maternity 
The company policy has to explain the workplace attitudes and values toward equality and diversity. It will outline that the company primary goals are to eliminate prejudice and inequality and how the workplace will be improved with respect to fair treatment, for instance by the following:
· Create a positive and supportive working environment for all employees and clients.
· Protecting staff from discrimination on the grounds of one or more of their protected characteristics.
· Giving everyone in the workplace equal opportunities, regardless of their background or characteristics.
· Promoting employee diversity.
· Responding to changing demographics and operating patterns, such as workers being flexible with job in order to maintain valuable staff with particular requirements and satisfy client requirements
With a Diversity policy, the job is not yet done, these characteristics mentioned should reflect their function by being present and included in the business. 
It is not enough to bring various groups of individuals together to operate. True diversity includes integration, not simply representation. In order for businesses to succeed in their global approach, they not only need to put together important global players, they also need to build a room for all employees to make a significant contribution.
To accomplish this, businesses can leverage their human capital by selecting team participants from distinct nations and regions, corporate levels, genders, sexual orientations, ages, ability groups, and skill sets. Differences create barriers when not handled well, yet when viewed and used as assets they can assist accomplish more creative and comprehensive outcomes than those from homogeneous communities.
To be more creative, the company can put some adapted conditions and facilities in place for its diverse staff, for example:
· During Ramadan Muslim workers are less energetic because they are fasting, and struggle to finish their shifts; the company can for example give them an extra 30 minutes break to retrieve their energy. 
· Muslims really value praying Fridays, it would be very significant for them if they get their break in prayer time or start their shifts later. Same for Christians that want to pray Sundays. 
· Students really value Saturdays evenings to go out, in order to keep a personal life balance it is significant for them to have Saturdays off or evening shifts off.
· Pregnant women get tired quickly; it is very helpful to give them the cashier position during their shifts for example. 
These are just few examples to understand and adapt upon the staff personal needs, sometimes listening and responding employees need is costless, but have a huge impact on their loyalty to the company and performance. 
[bookmark: _Toc19910754]Diversity policy initiatives to improve the talent pipeline
Talent pipeline relates to a pool of potential candidates, either staff of the company who are prospects for advancement or external applicants who are qualified and ready to take the job.
Talent pipeline is a consequence of "connection-centered" recruitment, shifting the strategy of the company from reactive to proactive recruitment. Instead of seeking applicants that meet an immediate need, talent pipeline relies on creating passive talent relationships for coming opportunities.
The company must alter its focus to growing the existing diverse talent in the organisation. If the company succeeds to nurture and promote diversity within the company, minorities will believe it is a brilliant place to work and apply for open positions. 
If the company hire diverse candidates to start from bottom positions, and create a good work environment for them, it is very likely that those employees will work their way up, rather than waiting for diverse candidates to apply.
An extensive diversity project across an organisation should start with a dedication to diversity and integration expressed by the organization's highest levels of management. To recognize prospective biases and weaknesses, an extensive approach involves evaluating the recruitment, interviewing, performance management, and promotion procedures of the organization.
Many firms struggle to find applicants that suit their diversity needs – pipelines offer them the ability to identify varied prospects and create a relationship with them, rather than just expecting they will find their job postings.
The company must alter its focus to growing the existing diverse talent in the organisation. If the company succeeds to nurture and promote diversity within the company, minorities will believe it is a brilliant place to work and apply for open positions. 
Not only do we target colleges and programs with varied populations when hiring, we also ensure that applicants see for themselves in the interview how much we value diversity thought. They see this in the hiring board (where one interviewer will always be diverse), in the benefits we give to domestic partners of the same sex, and in the aspects we advocate for social causes and attempts that promote diversity.
If the company hire diverse candidates to start from regular positions, and create a good work environment for them, it is very likely that those employees will work their way up, rather than waiting for diverse candidates to apply.
Since the company is new to the concept of diversity, most of those initiatives clarify for the company management how to attract diverse community workforce to the company starting from the early phase of recruitment. 
[bookmark: _Toc19910755]Re-evaluating employees reward policies to encourage employees’ motivation and loyalty
Companies are implementing strategies to identify an organization's rules and form possible options with a frame of thought. They assist staff make daily choices that contribute to cohesion and general success. These guidelines direct many elements of business management, from how staff is required to act to ways they should be rewarded.
A successful company is thriving on a culture that values and treats employees fairly. That's why businesses choose to introduce awards and recognition programs to help staff feel appreciated and make the most of their lives.
In order to develop an effective employee reward and recognition policy that motivate and improve staff loyalty, the company has to follow the next steps:
[bookmark: _Toc19910756]Assessing the current systems in the workplace
Malone Superbuy Ltd may not have a rewards policy set in place, but it has a special knowledge of the approach of the workers towards workplace recognition. This can be obtained through focus groups or anonymous surveys. Sometimes, being direct and outlining what you want to achieve is the easiest strategy.
The company has to ask questions to get information, such as:
 • What is your perfect job atmosphere?
• What kind of benefits do you want?
• What's about our current policy you don't like?
• What would facilitate your work?
These questions go to the root of any issues and collect helpful information. The company can then use this data to define and outline what you want to address in the strategy of incentives and benefits. The company has to receive feedback from all positions and branches, since the mindset may change from group to another.
[bookmark: _Toc19910757]Predetermining the goal before the start
Now that the company has an understanding of the issues, with a well-constructed strategy, it has to address them. The most efficient ones use uses SMART goals that are specific, measurable, attainable, relevant and time-bound. Vague or unrealistic goals are not helpful because they don't give direction to the team.
Those objectives have to be something like:
· Implement a credible employee reward program and decrease callout days by 5%.
· Increase employee satisfaction and workplace comfort through the establishment of a food and drink facility.
· Maintain employees healthy, and reduce the number of sick days by one per employee per year with a high quality health care plan.
[bookmark: _Toc19910758]Research types of rewards and recognition for staff
Now that we know what our staff are looking for, we need to determine the rewards policy that we are implementing, the company needs to decide on which program will best meet the employees’ needs.
The most popular rewards policies include:
· Competitive pay
· Holiday and sick pay 
· Discount on products
· Savings Plans
· Free meals on duty 
· Internal development
· Paid holiday
[bookmark: _Toc19910759]Implementing and optimising the company wide policy
Now that the company have talked to employees, identified the problems, developed an objective, and investigated best practices for rewards and incentives, it is time to implement the policy across the company. The company has to make concise and clear information, and outline the plan and its significance for employees. If the incentive is sufficiently interesting, employees will want to learn immediately how to qualify or get engaged.

SMART goals determines the success, Say, for instance, that your goal is to boost employee satisfaction by setting up a food and drink facility, resulting in a 5 percent reduction in callouts. Then the company must come back after a specified period (6 months to 1 year), and then compare the callout rates for example. If after applying the policy and nothing changes, there must be a bigger problem in place. 
An effective policy is about optimisation, in order to get a perfect policy; it has to be optimised several times. After making changes, and implementing the new plan, the company has to get feedback from staff and analyse outcomes. Identifying powerful regions and less responsive ones that need to be improved is a must, also keeping communication lines open and employees aware.
[bookmark: _Toc19910760]Recommendations
[bookmark: _Toc19910761]Recruitment process:
The recruitment process is vital to build the employee first impressions about the company, first and foremost, the recruitment process must be as simple and effective possible, especially in its first steps. Over half retail workers said that they are put off by lengthy application processes, thus, it is advisable to follow short procedure. The company can rely on a one click application for example, or accept CV’s without being tailored for positions, the company could also host events for recruitment or set an open day interview once per month or when it have need the most. The easier the company can make the process the better.
Work advertisements are also a significant part of the hiring process. By knowing what retail employees want from their careers, the company can get a clearer concept of the main points to show in the work ads. Another significant aspect of the work for retail employees is the culture of the business, so you really need to promote yourself as an employer. Include a few words on why the business is a good location to work; adding any benefits you give to employees. It is also important to explain the part they are going to play in the business and how they are going to contribute to the general business goals.
Also, the company must focus more on hiring full-time job seekers for their reliability and commitment to work. Also they are going to help the company build a relationship with customers and therefore increase customers’ loyalty and satisfaction. Employees under full-time contracts tend to spend more time in the same workplace, what will decrease labour turnover rates. 
[bookmark: _Toc19910762]Work-life balance
It has always been a challenge for Companies to offer a work environment that offer a good balance between profession and employees private lives. People schedules are becoming busier than before, that often lead to suffer either from the job or private life.
When employees perceive a higher feeling of power and possession over their own life, they tend to have stronger leadership interactions and are willing to abandon their job issues at work and personal issues at home. Balanced staff generally feels more encouraged and less stressed at their job, thus increasing the productivity and the performance of the business.
When the company will have a reputation of a encouraging the work-life balance, it will become very attractive to its staff first and then candidates applying for new jobs. This will help the employees retention rate increase dramatically, achieve more loyalty, and higher degree of expertise.
To do so, the company can offer flexible hours scheduling for its employees, encourage vacations and be more flexible about the notice period, allow unpaid time off for life events, organise parties where staff are allowed to bring their partners, perfectly but not necessarily offer external childcare assistance for employees to make it easier to balance work and family commitments. 
[bookmark: _Toc19910763]Outlining a new HR strategy
After all the analysis conducted in this report it is necessary to sum up all the data gathered, collected and figured out in order to extract a good and effective Human Resources strategy that will meet the board requirement to improve the quality of service offered to customers and find ways of cutting labor costs from one side, and achieve employee support for increased competitiveness and higher employees satisfaction. 
The company new Human Resources strategy must include the following points in order to achieve the wanted elements:
· Putting in place a new employees reward policy based on the recommendations and advices discussed above
· Putting in place diversity initiatives discussed above
· Setting in place an easy and effective recruitment process
· Encouraging more internal promotion to keep staff energetic and always motivated
· Adjusting a costless or cheap advantages for staff 
· Setting an enviable package of benefits
· Relying more on full time staff
· Paying tribute to high achieving employees and always let employees know how important they are for the company
· Showing concern about the employees by being more flexible in order to help them create a work-life balance
If the company implements these human resources strategy instructions, it is expected for the company to start cultivating results after few months of their initiation. 
[bookmark: _Toc19910764]Conclusion
Retaining employees is a challenge facing all employers, and retaining good employees in each organization is something that struggles with human resources. Usually the finest staff is the hardest to maintain. Without a strategic strategy that guarantees employee satisfaction, excellent compensation and benefits, and job tasks that constantly question the abilities and aptitude of staff, high-performing staff will use your organisation as a mere step on their career journey.
There is no doubt that the human resources strategy the company is adopting should assist the staff of the organization contribute to the greatest level possible and enhances the final outcomes. By assisting staff enhance their abilities, attitudes and conduct and increase sales, you assist your business fulfill its ultimate objectives, including productivity, performance and customer satisfaction. The multiple Human Resources strategies the company chooses from could also are considered as values for managing the employees. Human resources department have to translate these values into particular skill-building strategies and procedures. 
This study was able to identify HR strategies and activities and how they link to enhance the employees’ productivity and satisfaction.
If the company follows the recommendations from this study, it is very likely that it is going to get rid of most of the issues dealt with, however as mentioned earlier the company must assess results every six months and adjust its directions after those outcomes. 
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