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[bookmark: _42h8hl2p2nqm][bookmark: _Toc39176025]Introduction
HRM Policies are highly significant for an organisation as these can provide an effective human resources structure along with consistency, control, reasonableness, and fairness over people of an organisation. These policies also enable the respective organisation in maintaining legal compliance with respect to employment regulations (Kellner, 2020). With the help of this, the HR department may have become able to inform employees with respect to their responsibilities along with the expectation of the organisation. This assessment is aimed at illustrating the HRM policy of Tyrone Superstores Ltd and this is going to focus on the increasing utilisation of Atypical employment contract for part time, term time, zero hours, and many more working contracts.
[bookmark: _80ukuj904h12][bookmark: _Toc39176026]Q1: Argument on developing robust and progressive HRM policies
Tyrone Superstores Ltd is a food-based supermarket, which has been operating for more than 100 years. The organisation has 14 stores, in which over 1000 employees are working; therefore, it can be stated that the respective organisation is required to develop an effective set of HRM policies for managing people. With the assistance of this, it can be seen that the respective organisation may have imposed greater control over its employees. As it has been found that Tyrone Superstores Ltd is aimed at achieving and maintaining customer satisfaction by providing them with effective services, it can be stated that the organisation needs developing progressive and robust HRM policies. This is because progressive HRM policies may have allowed HR managers to rectify and intervene behaviours of employees from the first sign of issues from the end of their activities (Griffith et al., 2019). This may have helped the respective managers in developing a sound communication system among employees and managers. Through effective communication, it can be seen that employees may have become able to maintain collaborative working practices. In this way, the rate of employee retention in the organisation can be increased by improving their morale, which is essential for inspiring employees to maintain their commitments. In addition to this, based on higher achievements and competitive performances HR managers may have demonstrated rewards accordingly (Sparrow et al., 2016). On the other hand, robust HRM policies development is largely necessary, as these lead in keeping the entire employee base grounded by keeping consistency in employment engagement, employee satisfaction, as well as managing and controlling the atmosphere at the workplace. Therefore, it can be stated that the respective HR managers may have provided its employees with significant benefits that take into account processing and offering applications and further claiming forms (Potosky et al., 2018).
On the other hand, the implementation of progressive HRM policies may have helped the organisation in increasing their commitment levels towards the organisation. Relating to this, it can be seen that Tyrone Superstores may be able to make sure that employees are providing their best efforts being engaged towards organisational operations. This is because progressive and robust HRM policies are highly effective for making sure that behavioural traits of employees can be driven in accordance with the organisational strategic goals. As it has been known that the organisation is largely oriented to maintaining customer satisfaction, it can be stated that a progressive set of HRM policies is helpful optimally utilising employees' skill sets and knowledge bases towards the growth and development of the organisation (Meyer et al., 2019). With the assistance of this, the responsible HR managers may predominantly keep consistency in employee performances and their personal growth along with the organisation. In this case, HR managers may also have the need to create equal value propositions and equal opportunities for all employees at all levels in organisational stores. Based on these, employees can be driven up by providing them with an adequate level of job satisfaction through creating reward and recognition programmes in accordance with their performances and achievements (Nelson et al., 2016).
[bookmark: _cz4219kae4gw][bookmark: _Toc39176027]Q2: The growth of using atypical employment contracts
In accordance with the current organisational operations of Tyrone Superstores, it has been understood that the HR strategy is established at the Board level. This may have helped the respective company in disseminating by implementing standard HRM policies along with the most relevant procedures for every Store of the organisation (Larbi, 2017). In addition to this, HR associates have been working with the responsible Managers of its Stores in order to make sure that a uniform process of delivering products and services is maintained for each of the stores. At the recent period, it has been seen that three different types of major concerns have taken place in the organisation with respect to managing people. These are identified as Customer Satisfaction, Staff Retention, and Employment Retention.
It has been identified that the effectiveness of an organisation is highly dependent on part-time female workers as well as the casual workers who have still been studying. Therefore, it can be stated that the organisation needs to take care of the entire base of employees working in shop floors. Apart from the value propositions for full time employees, the management staff may have to create parallel opportunities for employment contracts that are Atypical. With the assistance of this, HR managers may have effectively held its atypical employees for a longer period (DeCenzo et al., 2016). In order to cope with the issues related to customer satisfaction, it has been seen that HR managers are organising effective training and knowledge development programmes. With the help of this, it can be seen that the respective organisation may have led its employees in maintaining their efficiency. The organisation is offering basic training programmes for all of its stores and the working staff of these stores. This is because the current market research has helped in determining that the recent level of customer services and their satisfaction is lacking for the organisation. This may have led the organisation to come to the end of failure (Kelly and Barrett, 2017). Therefore, strategic and progressive training programmes are required to be incorporated within the market. Based on this, it can be seen that the respective organisation may have become able to achieve all aspects related to concrete customer services. With the assistance of a continuous development programme, the organisation may have become able to make sure that all employees are aware of the current trends regarding customer services in the operating market (Ball et al., 2017).
Apart from that, it is necessary for the organisation to create "Flexible Working Practices" in the organisational atmosphere. Flexible working hours may have helped employees in maintaining work life balance effectively (Schoukens and Barrio, 2017). With the help of this, it can be seen that HR managers may be able to reduce the level of stress among its employees who have been working in shop floors. This can also be considered as a staff retention strategy for the considered organisation. This is because flexible working hours make sure that all employees are being provided with an adequate level of time for their relaxation, which helps in getting out of work stress. In this way, the organisation may be able to reduce the level of depression and anxiety among its employees. Furthermore, the intensity of all employees towards their responsibilities for organisational strategic goals can be increased as well (Cooke et al., 2016). In accordance with the current organisational practices, it has been found that the organisation may be facing issues related to employee turnover at a higher level. This is because of organisational practices related to inequality between part time employees and permanent employees of the organisation (Currie et al., 2017). As it has been known that the major base of employees at Tyrone Superstores consists of part time female employees along with casual student employees, it is important for the organisation to create a higher level of value proposition for its workers at all levels. This may have helped the organisation in achieving employee satisfaction for the Atypical employment contracts as well. In addition to this, the organisation also needs to design progressive development programmes for its casual and part time employees so that the respective employees can be retained easily. Henceforth, it has been understood that HR managers of Tyrone Superstores need to think out of the box with respect to training and development programmes along with proper justice for all employees irrespective of their employment contracts (Cooke et al., 2016). With the help of these, the organisation may be able to hold its employees back for a longer period and make sure that all employees are highly engaged towards achieving strategic goals in line with the organisational vision and mission.
[bookmark: _5yo6cp1ppbzj][bookmark: _Toc39176028]Q3: Reviewing the process of disciplinary issue and grievance management
One of the most significant issues faced by Tyrone Superstores in the recent years has been identified as employment retention. It is found that the organisation is operating with more than 1000 employees at all of its 14 stores. It is also found that most of the employees of the considered organisation are casual student workers and part-time female workers. In relation to this, it is highly essential for the organisation to make sure that all employees are provided with an adequate level of opportunities for their personal as well as professional development during their employment contracts. Therefore, Tyrone Superstores may have the need to make sure that all disciplines and grievances have been monitored at all levels of its operations with respect to providing effective customer services. The increasing issue related to staff turnover is also increasing the rate of employment turnover. Because of these, it can be seen that the organisation is facing challenges due to voluntary retirement of its employees. 
Henceforth, it can be stated that the implementation of an effective procedure related to the maintenance of discipline and grievance in the organisational environment main hub health employees to make sure that no employee is discriminated due to business policies. As per this reason, the organisation is seeking the development of progressive and robust HRM policies so that the communication system can be developed in a transparent form. This may the respective organisation and HR managers in collecting information and feedback from employees with respect to you there is school regarding their employment. In addition to this, an effective administering system is to be adopted and implemented within the organisation. With the help of these, managers may be able to mitigate on issues faced by employees regarding their employment contracts. By creating flexible working hours, it can be seen that the organisation maybe actively utilising the emerging and competitive skills of its employees for deriving effective customer services and satisfaction.
[bookmark: _wawrs784r53c][bookmark: _Toc39176029]Conclusion
The overall assessment has helped in understanding HR policies are largely significant for every organisation in order to make sure that a significant level of control and employee management is important in the organisation. In the case of Tyrone Superstores, it can be stated that the implementation of robust as well as progressive HRM policies may have been helping the organisation in making sure that employees' morale and their behavioural traits are driven up in accordance with the organisational vision and mission. As it has been known that the organisation has been currently facing issues related to customer satisfaction, employee turnover, and Employment retention; it is evaluated that the responsible HR managers need to design progressive training and development programmes in order to make sure that all employees are able to work towards maintaining customer satisfaction by providing them with effective services in line with the current market trends. This may have helped the organisation in achieving competitive advantage in the operating market by increasing the base of customers.
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