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Executive Summary
The aim of the report is to present facts and arguments about the company while encouraging Malone Super buy Ltd to develop their new strategies to gain competitive advantage in the market.
To achieve the objective of the report, being an Hr consultant of the company  will draw attention by suggesting diversity policy which is needed to apply at this stage and also reward policies to boost the motivation of the employees towards work which lead to improve customer service. For Malone, it is a high time to enhance customer service, motivate existing employee’s, generate innovation and more diverse workforce, recruit full time employees who are qualified and talented people, and the most important adapt to technogical environment. However, to achieve these objectives Malone has to face some challenges and also discover strategies to attain company goal.
The company Malone has big market of London which is their positive point as London is the hub of tourist and student place.. The author will use PEST model to analyze the country and food retail business in U.K. and how it would be helpful in apply new strategies to gain competitive advantage. The author of this report will analyze the benefits and challenges of adopting diversity and reward schemes At the last, recommendation will be given to the company to improve better customer service while maintaining healthy relationship with their employees. This business report will help Malone to gain competitive advantage and market leader position again.
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1. Introduction
As a leading company, Malone was enjoying their market leader position since several years and has made good reputation in the eyes of customers. Due to the development of advance technology and recent phenomenon of price wars between food retailers, the UK market is becoming more and more competitive and dynamic in nature. Malone Super buy Ltd needs to enhance and re evaluate their strategies in regard with development of workforce from different cultures and also re evaluate their reward strategies to make them loyal to the company.
The company has been analyzed with low identification of motivation within the employees to work for the company and it experiencing high-medium labor turnover. This report will try to draw Malone board members attention towards the importance of diverse workforce and reward policies for employees.Currently,Malone’s is employing female staff and student staff who are part time workers, it would also suggest them to hire full time workers while focusing on graduate which are interested in develop their careers in retail industry.Further,importance of advance training and reward strategies will develop motivation to employees to work harder which lead them for better customer services.
The main serious concerns can be seen that company is facing lack of skilled and permanent labor workforce because most of the staff is part time workers. Further, it is highly necessary for them to develop diverse workforce to compete with their rivals as London is the highly diversified city across UK which could give benefit to Malone. The other most important concern is lack of innovation and unsatisfactory customer services.
2. Globalization and Competitive Environment for Malone
Globalization brings numerous benefits to increase integration and interdependence of the global economy which means rise in trade and increase of labor movement and capital. The rise in globalization involves high competition from other retailers including European companies which is impacting Malone’s position in the market. The competitors came to the market with low price and high quality food products along with proving higher customer service with the use of advance technology. The other retailers have also seen the adaptation of advance technology in today’s world so they are investing huge amount of money in technology to improve their efficiency of stock and order system.
Malone Super buy Ltd is one of the leading food retail companies which were recognized by its best food quality products over the last 100 years. The company was established in twentieth century with its markets around areas of United Kingdom and most of its outlets are in London, South East and South West. Currently, there is more than 4,000 staff is working under Malone Super buy ltd and most of the staff are part time which constitutes female labor and students.
Malone aim is to deliver best food quality products with high level of customer services. In order to achieve their objective, Malone has to make great efforts to maintain their workforce motivated and engaged to understand the requirements of the customers. 
3. Organizational Context of Malone HR Strategy
To achieve competitive advantage in the market, The ‘Best Practice’ approach has selected for Super Buy Shapes for the Future. This approach is based on the set of HRM practices conducted in organization which will help to gain superior organizational performance. This approach has been produced by Pfeiffer (1998), which includes number of practices such as employment security, selective hiring, self-managed teams, high compensation contingent on performance, training, sharing knowledge and reduction of status differentials. This approach is best for the organizations in complex environment and facing fierce competition.
The Pest Model was chosen to illustrate external context of Malone HR strategy regarding UK market.
3.1. Political Context
Political stability is great strength of UK; however brexit has created uncertainties and political debates. The decision to leave EU affected in many ways, it has left pound weaker and there will be impact on trade restrictions in Europe. Profit margins will also effect by this move. For instance, hard or no deal brexit could imposed new tariffs approx. 9.3 billion pounds per year on food and drinks imports from EU,average tariff for food could be 27% for food. There will be a need for custom declaration on each consignment of goods which start of 50 pound minimum (Gilmartin, 2019). The Brexit will impact on UK employment as if European has to leave, then there will be high labor shortage and food retail business will have to suffer a lot as Europe is the major contributor to UK in many aspects.
3.2. Economic Context
.
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Figure: UK GDP 2000-2018
Source: National Statistics (UK), 2019.

The above chart shows GDP (gross domestic product) in percentage, which revealed that economy grew by 1.4% starting heavily in the year 2000 with 3.7% and  was negative in 2008  due to the global financial crisis and it again started grow in late 2010 but with the slow rate(Statista,2019). 
The world’s sixth largest British economy has slowed down in progress since 2016 due to Brexit referendum. According to IMF prediction, there could be chances of stabilize the economy around 1.5% only at the condition of smooth process of Brexit.The report also draw some attention on the case of no brexit scenario, the economy of UK would still impacted by long run losses of 5% to 8%(SantandarTrade.com, 2019).
3.3. Socio-Cultural Context
The six dimension model is developed by Professor Geert Hofstede which is a very useful tool to understand deep drivers of any country’s culture and effective to compare with other country culture. The dimensions of model  incorporated which are Power distance, Individualism, Masculinity, Uncertainty avoidance, Long Term Orientation and Indulgence. The definition of each dimension is described in below table.
Table: 6D Dimension Model of National Culture
	Dimension
	Definition

	Power Distance
	“the extent to which the inequality is tolerated in nation and how strong or low sense of position and status considered”


	Individualism
	“Importance of the value of performance is considered by society whether individual or collective”


	Masculinity
	“Decision making style of Society-Masculine(hard, fact and aggressive based or Feminine(consultation and intuitive based”


	Uncertainty Avoidance
	“the extent to which degree society accept and support rules,data,clarity of roles and responsibilities”


	Long Term Orientation
	“How every society emphasis on time horizon such as short term or long term perspective for business planning, objectives and performance.”


	Indulgence
	“the extent to which society allows their life to be fun, loving or strict to the social norms”


                                                                                 Source:Hofstede-Insights 2019
The UK scores for each dimension as follows:
Figure: 6-D Model Scores of UK
[image: ]
Source: Hofstede Insights UK.
The indulgence score of 69 is the second highest score after Australia which constitutes 71 which means British people are more concerned about their willingness and desires to live life in more enjoyable way. The people of UK believe in work life balance so they prefer flexible working hours and earn money only according to their needs and like to spend on enjoying life such as on holidays. They have a positive attitude towards money spend as they wish and place a higher degree on leisure time. The score 66 denotes the society took decision on facts and hard edged based which denotes that Britain is highly success oriented country, people have clear performance ambition. This clearly shows by these two dimensions that people from UK give importance to flexible working while maintain work life balance, hence enjoying their life to the fullest and also ambitious about their career (Hofstede Insight, 2019).
3.4. Technological Context
The use of technology is increasing; superfast broadband, social media and mobile apps extremely important for every food retail store and in people live. The emergence of advance technologies such as AI, Big data, Block chain technology is shaping the way of doing business these days. Today Generation Y are tech savvy who born with the usage of internet, they are more prefer organizations who adopt latest technology into their business quickly. The advance technology is shaping the work structure of today’s business,teleworking is becoming more popular these days as it could benefit work –life balance, employee stress and reduce employee turnover(CIPD,2019). 
According to Social Media Statistics of 2019, there are 45million social media users in UK which 67% to the entire population.UK is considered as mobile first generation and it is reported that 39 million people out of that are mobile social media users. The top social media platforms are Face book, you tube, LinkedIn and Instagram.The face book users are 40million people, where 52% identified women and 48% are men. It has been seen that there are 27 million people have professional profiles on LinkedIn in UK with 60% men and 40% females (Battisby, 2019). According to CIPD (2013), 61% of people use mobile digital devices for work such as Smartphone, laptop or tablet for work (CIPD, 2013).
The external evaluation gave the market scenario of retail supermarkets and the behavior of society in UK which helps to develop HR strategies internally. The two best strategies are highly recommended to Malone-Diversity and Reward Policy at this stage.
5. 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.
Diversity
According to Balkin and Cardy, (2007), diversity is defined as the characteristics of human which make people differentiate with each other. The author further elaborates the line and said this can be divided into two parts where first includes biological characteristics such as race, gender, age, color, nationality and the society where the person born. The other factor includes, work status, professional experience, religion, language, marital status, political beliefs, values, geographical location, education and ethics. The other author’s Sigler, Tracey and Carell (2006) take this concept into further step and said diversity referred to sexual orientation, abilities, personality and organizational association (Hudson, 2014).
In addition, the other author said that it is a set of practices which consciously involve the understanding and respect for humanity which are different from each other in respect of culture, religion and nationality. It is a acceptance and respect of each other which not  only includes the ways of being but ways of knowing while building alliances across differences so that we all collectively can eradicate the discrimination in all forms(Patrick and Kumar,2012). 
5.1. Benefits and Challenges of Diverse Workforce
The changing economic environment and nature of advance technology in every organization require more diverse workforce in countries. Every industry such as manufacturing, IT, retail in today’s world embracing the benefits of diverse workforce. Generation Y of diverse workforce who born between 1980 to 1994  are denoted as tech savvy generation has gain trust while working from Apple to Google, Virgin to Disney and Tesco to Sainsbury. Although, Malone has committed to building a generationally and gender based diverse workforce such as most of the staff are females and young students. 
There are numerous studies conducted and found that implementing diverse workforce will help in reducing costs, enhanced corporate image, improved creativity and problem solving, high performance, better products and services(Rohwerder,2017).The environment of diverse workforce will help to develop creativity and innovation, enhance diversity and most important lower the costs for ‘Super buy shapes for the future’.
 
5.1.1. Diversity Helps Creativity and Advance Innovation-Due to the impact of recent competitive environment, Malone need to apply new innovative and creative ideas to get back their market leader position. Most of the businesses now days advocated teamwork for the better outcome on the task and also for the best customer services and delivery of the products. The diverse background where people from different countries have their own experiences will give great benefits at the time of teamwork and group work. Due to the changing conditions, the diverse skills and knowledge of different people will benefit the company with the high level of productivity and strengthen the company’s responsiveness. The diverse culture employees have their own strengths and weakness which they derived from their cultural background (Magnus and Joseph, 2015).
So, Malone would be benefited by hiring male and female of different countries to put more productivity and creativity into their business to get competitive advantage because all the other food retailers are also focusing to recruit young diverse workforce. According to recent study by Forbes, the diverse and inclusive workforce is the best way to develop new creative ideas as Out of the Box thinking can be generated by different personalities and voices. For instance, L’Oreal, the giant cosmetic company has a huge multicultural team and it always gives credit for the success of new products to their diverse team (Fernandes, 2018).
5.1.2. Diversity and Inclusion helps Retain and Attract Best Talented People.
Another important reason to have diverse workforce in Malone is to secure talents into their organization. The increased nature of multicultural workforce in business in today’s era is due to the increase of multicultural in society .The people with different cultural perspective learn from each other which develop highly skilled team groups in the organization which enhances the employee performance. The study has proved that the teams who are ethnically diverse will create more creative ideas because of learning opportunities from each other. The mixed gender group will perform better than same gender group (Kyalo, 2015). The Malone has suggested to also recruiting males as most of their staff are females who are less productive as they are working in same gender group. The high level of ethnic diverse group has more impact on the business in terms of sales, profit and market share and it has also seen multidisciplinary environment have high level of team performance (Joseph and Selvaraj, 2015).
According to the most recent Census data in 2011, London has the highest city in population wise which is estimated 8.8 million in UK and it is more than twice large with its nearest rival Berlin. It is the third largest city in Europe after Istanbul with the estimated population of 14 million and 27th largest metro area in the whole world. London is considered as more diverse city as compared to across U.K. As per data, out of 8.8 million people, 37 % which is 3.32 million people were born outside, third of this population has born within the Europe and two third is outside the Europe. The most surprising data seen as per census 2011 that most of the Indian approximate 2.62 million were born in UK (World Population Review, 2019).Super buy Shapes for the Future has huge opportunities to recruit diverse workforce as they will get advantage of having stores in London and it is the highly diversified city around the UK.
5.1.3. Diverse Workforce for Better Customer Service-
The most beneficial advantage of Diverse workforce that it could help in improve customer service which is directly link to sales, the highly satisfied customer will be loyal to the company as needs and queries are being solved immediately. The customers and employees are the main assets of every organization, to retain and maintain their loyalty to the company is crucial element. The relationship between staff can be generated while giving respect to their individual characteristics, such as fulfilling the promises and requests for parental leave, some related with religious based would conclude that employees became more loyal and committed which helps to decrease labor turnover and absenteeism.
Malone is facing less motivation in employees and high labor turnover; diverse workforce will help in making staff more loyal as the employee participation increases when they saw other person motivated towards work. When the employees being treated equally and respectfull,they became more committed.Furthermore,the image of the company has been developed when they are harnessing the values of individual  staff beyond other factors such as age, race gender, the employees would do more hard work and they create more innovative ideas to achieve company’s success goal(Madera, 2013).
The recent survey reported that nearly 49% of UK employers said they are now focusing on the diversity policies because it helps to understand their customer in a better way. The other reasons also cited that diversity also helps in improving company’s culture which are 62% employers said that it improve the organization’s performance (Chignell, 2018).
5.2. Challenges of having Diverse Workforce
There are many benefits brought by diverse workforce to Super buy Shapes for the Future, despite that there are critics and arguments about the environment of diverse employees in the organization.

5.2.1. Lack of Shared Interests and Values among Employees-This challenge is mostly seen in retail and customer service industries where younger age of diverse group has different attitude, they do what they like which they think is the right way and they don’t like to listen their older colleagues. The different age group has different perception about that job. For instance, younger people they feel this job is not for their career development but can fulfill monetary things for the time , older people think that it could be a career opportunity to them(CIPD, 2015). This could be a major challenge for Malone to manage with young people as they do not pay much attention and it would be hard to get job done from them.
5.2.2. Difficult to recruit Talented People-According to recent survey on employment market, it is difficult to hire well qualified people due to high competition among organizations; it has increased to 82% of qualified talent in the market (Mc Cartney, 2017). The Gen Y is more ambitious and they have expectations from companies such as providing them career development training as well, without clear career path it would be difficult to recruit young people. The new generation is more tech savvy so if they did not saw any advance technological environment in the organization then there will be high labor turnover as Malone is facing currently. They are interested in those organizations that have a fun and meaningful jobs rather than same routine work which make them bored due to lack of creativity so it will be difficult to attract them to the organization. Training is also key factor in today’s organizations; diversity training helps to understand each other values and it aim to reduce discrimination in terms of bullying and harassment at workplace. Training is an ongoing process which is a challenge for every organization as new people came in and they have to provide.
5.3. Recommendation for ‘Super Buy Shapes for the Future’
The labor workforce shortage will be critical factor which UK may be suffered due to Brexit and there will be economic downturn as well. The bargaining power of talents will be higher and also will be difficult for the employers due to increasing competition in the employment market. Malone needs to have more proactive methods to recruit talent workforce and also to retain them for future. Malone has to offer better opportunities to the employees so that they will become loyal to the company. They have to strengthen their recruitment strategies and build talent pipeline to attract diverse young talented people in their organization.
5.3.1. Mixed Diverse Workforce Young & Senior-
According to UK academic data 2016-17,the total number of students at higher education institutions were 2,316,475,out of this the undergraduates percentage were 76.2%  which is 1,764,895 and 23.8% were postgraduates which are in numbers i.e. 551,580.The students who did full time study were 76.2% and 24% were part time students. The report said that EU students applicants increased from the past year to 3.4% in 2018 which were 43,510 in numbers and International students has also increased up to 11% (58,450) which was the highest numbers ever(Universities, 2018). There is a high opportunity for Malone to start Graduate recruitment plan to attract talented people into the organization. To hire college students will give Malone a better understanding about their customers as London is the tourist hub and they can accommodate to customer students and other tourist easily because graduates are enthusiastic to know different cultures and they love to do conversations with different people. It has to be suggested that Malone has to recruit male students as well because currently they have more female staff and students as it has already been stated that mixed gender workforce will create more productivity in the organization as compared to same gender force. The data reported that there were more males in the subjects of economics and computer science which was 13,085 as compared to females so it is also opportunity for Malone to get males at their workplace as well(TheGuardian.com, 2016).
Super buy Shapes for the future can adopt different strategies to recruit talent employees which are as follows:-
· Malone can build their relationship with UK universities career service department so as to recruit international and national students. They can post their advertisements in the career cells on their portal and also on their websites where students can easily see their vacancies.
· Sponsor paid final year internship programs to attract and retain them after completing the degree. In this way, the company will came to know who is interested in continue their career in retail industry and who is just completing their projects and leave the company. This strategy would help the company in a most positive way as it build the image and reputation of the company among students and it could be a beneficial for those students who would like to build their career in this sector so it will be a win-win position to both ends.
· Further, one more innovative idea can be suggested to Malone that they can ask final year students to present their ideas for increase the revenue say at least 30% on quarterly basis and the ideas which were selected by the company , that student  will get a commission with the chance of immediate supervisor position without interview.
The Student placements and paid internship programs will be much cheaper option for Malone as company will get a chance to hire full time employees instead of getting only part time employees and suffer with high labor turnover. The partnership with universities will be the most effective way for Malone to improve their reputation and to attain their market position. According to report, initial training programs or internships will really pay off as the young people stay longer with the employer to whom they have started their career or training after finishing their course. The MNC Company Nestle says that there are only 1% apprentices who leave the organization after completing their 3 months training (CIPD, 2012)
Senior Professionals
There is an effective way to create environment where diverse mixture of young and senior professionals work together as it has seen that it allows employers to draw past and present scenario in one place to create better client presentation, ad campaigns and build strong team groups (Finn, 2017). Malone is recommended to hire both the categories so as to get competitive advantage as they can get expertise to develop marketing strategies to achieve their goals with their experience. According to recent survey in March 2019, it has been seen that employment rate has been increased from 75.3% to 76.1 in this year and aged between 16-64years of people are paid workers. The gender workers estimated at women 71.8% and men reported 80.5% and these figures estimated from November 2018 to January 2019 is 32.7 million people started from the age of 16 years and over (Clegg, 2019).
According to one of the survey by UK labor Market, the data reported that there were 9.4 million people who worked above age of 50 years of age. The report said that the older people would like to work even at their ageing because of their interest (CIPD, 2015). For Malone, it is a best strategy with the combination of young and senior as they can share their experience of 25-30 years with the young employees. However, young employees are more hardworking, tech savvy and innovative but they are lacking the experience and expertise in the field which gives Malone more benefits in terms of gain competitive advantage.
5.3.2. Respect and Focus on Common and Distinctive Needs of Employees:
The effective and best strategy for HR department is to be approachable to the employees, when maintaining and hiring different cultures in one place. The employee’s common needs should be taken care in terms of their interest towards particular area and their values due to difference of their culture, society, appearance and language. The company should understand their career aspirations; there could be difference in men and women. Some people may focus more on career path and other could be more interested in work life balance. 
The effective strategy could be suggested to Malone as to retain the diverse workforce is to give them language training which should be ongoing process. For instance, if the company already has Indian, Spanish with fluent English the company can have training session on language weekly basis for free to those who have just joined and could not speak English properly and in return; Malone can give small financial rewards to the existing employees to motivate them. In this way, employee would feel more emotional connection with the company and develop more deep respect. Flexibility is other way to retain diverse workforce, to provide them flexible working hours will help them to be committed and loyal to the company for longer years such as full time working mothers with children need more flexible hours. Malone should adopt this strategy to give them opportunity to maintain work life balance. 
The research findings from CIPD (2012) and Mc Carney (2017) coincided that advance technological environment in the workplace create a more positive factor when attracting and retaining the diverse young workforce. For instance, new technology applications and software’s which make their work easy will help them to retain employees for longer years so Malone has to start implementing new technology at their end to compete their rivals.
6. Consider how employee reward policies might be re-evaluated to encourage greater employee motivation and loyalty (without substantially affecting the wages bill!)
Employee Reward Policy-Overview 
Human resource is the most important element of any organization’s success and people who belong to that organization are their strategic weapon. The employees who are motivated and satisfied will more likely committed to the organization and produce high level of productivity. The job satisfaction of the employees would give a clue to the company that where improvements are needed for the succession of the company (Tessema, Ready and Embaye, 2013).According to Pitts(1995) ,reward is defined as the benefit which given to employee for the performance of the task. It is categorized in two groups which are intrinsic reward and extrinsic reward. The employee who completes a task successfully would recognize within the job reward or for the better performance of the project inside the company which is denoted as intrinsic reward. On the other hand, extrinsic reward is called the external to the task such as pay, fringe benefits, security, promotion and contract of the services (Edisooriya, 2014).

6.1. Benefits and Challenges of Reward Policy
6.1.1. Increases Employee-Employer Engagement-The primary reason for choosing reward strategy is to build strong relationship with the organization so that employees will better understand their customer base and organization itself. According to survey, more than half of UK employers are more interested to measure their Employee Value Proposition (EVP) which includes financial and non financial rewards which helps them to understand employee performance and how effective employee are close to the organization. Out of 200 employers in UK, 65% said the rewards whether it is monetary or non monetary will have a positive impact on employee engagement (Clark, 2019). The Author stated that engaged employees create better productivity with the better services to the customer as they will engaged customers to the organization which then converted to growth profitability of the organization (D’Souza, 2018). 
The recent survey reported on employment market that due to UK’s decision to leave EU would impact the market a lot and it will get more competition to recruit talented people. So, organization are now developing their strategies to retain their existing staff which is 26%, increasing their communication strategies to employees has increased to 22% and also 21% increase at the level of listen to employees (Mc Carney, 2017). The high level of employee engagement would encourage employees to go extra mile to perform the task and achieve that goal with full efforts. The organization that has high percentage of employee engagement will get results from higher customer satisfaction level. Malone company has lack of leadership and teamwork as well which could be rectify with the employee engagement as it shows that highly engaged person build a strong leadership quality and build a team Although, the main aim of the’ Super buy Shapes Up for the Future’ is to decrease labor turnover which is currently company is suffering so to keep the employee engaged will benefit for the long run as this could help them to save labor cost while not recruiting new people. The other survey reported that recognition rewards are highly effective and has huge impact on employee engagement which lowers 31% of voluntary turnover (king, 2018).
 6.1.2. Build Self Esteem, Motivation and Confidence in Employees-Malone’s has not increase the wage rate to the employees even it already increases for every sector according to National Minimum wage, it impacted lack of labor’s motivation towards work. In order to build up the motivation of existing employees, Malone should have re evaluated their reward strategies. According to research, the organization who gives recognition rewards to their employees, they tend to have more confidence, self-esteem and more willingness to try challenging work given by managers. Addition to this line, employees will show more eagerness for innovation if they get appreciated by the organization because they feel motivated (Baskar and Rajkumar K.R., 2013).
According to recent survey in 2018,the motivation factor of employees depend on other areas of rewards provided by the company apart from basic salary, nearly 32% employees said incentives and rewards make them motivated towards work,40% of respondents said they feeling satisfaction in the environment and 34% said job security enhance their chances to stay in the company. The research shows that if companies think more about personal appreciation and wellbeing for the employees apart from their salary, then the employees felt happy and engaged (Smail, 2018).
The company ‘Super buy Shapes for the Future’ has seen lack of motivation in their employees which resulted high labor turnover so they have to opt for different type of personal appreciation so that current employees could be motivated to stay with the company. They can choose different options such as employee pension scheme, quietly performance based rewards such as awarded a most engaged employee of the quarter and some of the incentive pay performance benefits which create more competition in between employees to achieve that task to get awarded. Some of the schemes could be given small gifts in front of whole staff and appreciate their work. One survey reported that the HR team of any organization who invested their time in developing benefits packages would have positive impact on the organization and the people as well (CIPD, 2018).
6.1.3. Employee Recognition helps generate Job Satisfaction-Another important reason is recognition to retain employees in Malone to greet them with appraisals on daily basis such as simple thank you and some personal notes saying effective job done by the employee today so that they could contribute more effectively in achieving company’s goal. 
According to research, it has seen that recognition is the most influential factor on the performance of the employees. The personal note or praise which includes small positive gestures from managers to employees is most important. The study showed that big reason for recognizing employees  has a valuable outcome, people who got appreciated they feel positive about themselves and produce high contribution towards work i.e. recognition helps generate high productivity and high level of job satisfaction. It also leads to improve communication; employees would more able to produce ideas and solutions to the problems (Tessema, Ready and Embaye, 2013).
The National Research survey of 700 employers reported that 90% of employees in UK said that recognition at work is very important for satisfaction level. The survey name ‘Each Person’ reported that 48% of employees will satisfied with only say simple ‘thank you’ by their managers. The report also draw some attention that employee –employee recognition varied in greatly in some areas such as London and South side that 71% employees said they also valued the recognition from their colleagues than in comparison to Scotland and North London(EmployeeBenefits,2018).
6.1.4. Increases Employee Productivity/Performance-The most important reason to recognition to employee leads to high productivity. It is to be said that respect and fulfilling promises to employee with effective feedback and communication will impact the performance of the employee as they feel respected when managers came to them by simply said we know your need and expectations and it will be fulfilled at expected time. According to author, keeping promises and effective communication are less costly and it is a great motivator for the employees to go extra mile for the work as compared to failed promises, lack of respect and poor communication will generate less interest toward the work and it increases high labor turnover rate (Banya, 2017). Malone company is facing their employees are less interested to do work unsocial hours  so they have been suggested to communicate effectively with their employees to give them respect and fulfill their small promises to motivate them.
One of the researches proved that the employee performance is revolving around both aspects reward and recognition so it helps to retain high performers in the organization. The benefit of reward strategies serve as a contingent factor in keeping self esteem high and become them energetic during work(Ibrar and Khan,2015). 
The survey conducted on 1,096 employers of UK,which resulted that their employees almost two-fifths which approximate 38% said that working towards reward would generate enthusiasm for the work and they feel fun while doing their task,32% said that  it increases encourage to work harder and 37% said they feel happy from inside at the work timing. The gamification award has been given to employees by 48% employers of UK and 24% employees said it motivated us to work harder (Bird, 2019). 
6.2. Challenges /Risk of Rewards
Despite the numerous benefits of the reward schemes there are some challenges which are difficult to manage by HR department while making and implementing policy toward employees. This is a very challenging job of HR to implement these schemes in their organization and most crucial factor is to maintain those strategies with clarity in their mind about the goal of the company.
6.2.1. Employees does not Understand the Value of Reward Systems -
This is one of the biggest challenges for the industries as employees think that rewards are the part of their work and they thought that company is not giving any extra benefits to them. The quarterly bonuses and rewards on the weekly basis performance will give business executives the short term results where they can evaluate employee performance and motivation only for that particular task. According to author incentives or any other kind of reward will not encourage employees to achieve long term viability of the business unless they understood that reward system is not part of their wages it is extra benefit which company is recognizing you as a different employee from others  on the basis of their performance. Sometimes, employees only get motivated to achieve that reward and if they get good opportunity with more benefits they easily leave the company (Adeleya, 2009). The main issue with the young talented people who are very energetic and they have more expectations from the company. The Generation Y does not understand the value of total reward offered by the company and company failed to engage employees effectively (Cotton and Menhennet, 2012).
6.2.2. Favoritism bring Bias between Employees-The other main challenge of reward schemes are managers can be bias, where they can give gifts to the employees who are their favorite and the person who really worked hard will not get the rewards which generate lack of motivation towards work. The Author has researched and found that the organizations who have higher rate of inequality system in reward policy towards employees, those have higher labor turnover rate (Sujatha and Dudeja, 2015). This is the most important factor which HR department has to take care when evaluating the performance of each person. There has also seen that some managers awarded employee with the higher promotion because that employee is friendlier or from the same country even though he/she is not hardworking.
6.3. Recommendation
There will be high chances of labor shortage in UK due to Brexit so it is suggested that Malone has to retain their existing workers with the help of new strategies. The competition among food retailers in the UK market is high and every retailer is trying to give more and more benefits to the employees.
6.3.1. Recognition Based Incentives
Recognition rewards will help Malone to retain their exiting employees and they think they are family members of the organization. Malone is suggested to recognize their employees on quarterly basis. The employee of the quarter can be selected by the voting system where all colleagues vote for the best employee or the other idea could be according to the best feedback received from the customers about that employee. The peer to peer recognition is the best way to create positive culture in the organization. The other tangible rewards can also be given such as movie passes, dinners voucher, earn points on the basis of quarterly customer services which can be checked by the feedback from the customers.
Recognition is very powerful and important tool. Malone can use recognition rewards with the title of “Employee of the month” or “Top Performer” to the employees who delight your customers. According to survey it has been reported that managers who recognized the strengths of employees, those organization has less disengaged staff as compared to those who do not and their disengagement can be high up to 22% and on top of that if the manager totally ignore the employee then the disengagement level increase to 42%.Masclow theory stated that self actualization is the highest level satisfaction of personal achievement (GrowthForce.com, 2019).
The culture of acknowledgement will have great benefits in keeping employees for long term because it is a heartfelt and authentic communication where employee feels that they have contributed to the company. The other ways Malone could opt to recognize employees by putting their pictures with a name and comment of ‘WOW of the day ‘feedback given by customer. Further, Malone can also use e-letters to appreciate employee which could also feel that employees are valued by the organization which have no cost. There is most recent rewards which is adopted by the organizations are celebrate birthdays of the employees, this is best way to show them that you are the special person of the company.
6.3.2. Implement Mobile and Social Media Application
Social media recruitment is getting popular these days as there are 45 million people in UK who uses social media and 61% use for work bases. So Malone could advertise their vacancies in Face book to enhance their chances of getting talented workforce and it would also lead to improve their employee engagement. To lower the recruitment cost, Malone could take interview over Social Media such as Skype which is the best way to save time and cost, the more they engage with social media there will be more chances that more people know about the company.
The management of Malone has to understand the importance of social media technology and their positive impact which increases employee interaction. The company could also post their birthday celebrations and awarded employees pictures on social media to make them feel they are important part of their organization.
6.3.3. Training and Career Development Programs
Malone should recognize employee’s skills and their expertise in the field and give them opportunity for job advancement training. The workplace learning is a great investment for a business to retain and engage employees for longer term. According to research two –third of millennial believe that it is a management job to provide them development opportunities so that they can learn faster and grow internally and externally. The employees who feel they do not get solid growth path from the company they usually leave the job quickly. The companies who providing more learning and training programs they have more chances of highly committed and loyal workforce (Forbes.com, 2017).Malone is suggested to use video tutorial for training programs, they have to make once and then they show to employees at the time of joining. Further, every six month training is suggested on new developments which are implemented by company.
7. Conclusion
The key objective of this report is to suggest Malone to adopt new HR strategies so as to compete their rivals and gain their market leader position. Employees are vital part in every organization so it is a high time for Malone to re evaluate their strategies around employee engagement and commitment. The higher the employee engagement, there would be chances to achieve higher customer satisfaction. Reward and recognition strategy is best way for Malone at this stage to retain their existing employees and make them more engaged in the company so that they could become loyal.
Due to globalization, the high impact of diverse workforce is seen to achieve competitive advantage so Malone has to adopt this strategy to attract talented people of different nations. The London is recognized as a more diverse city where tourist came from different part of world, diverse workforce will give advantage to Malone. The company recommended to  recruit graduates and also senior professionals so that young talent can learn some expertise from their older colleagues. They should also has to maintain respect and equality in their workforce by giving them training for no discrimination among each other so as to create healthy work environment.However,the biggest challenge could be to recruit and retain both due to chance of brexit,where it could be difficult to get talented people as EU has to leave UK .
To conclude, the implementation of these two strategies will enhance Malone’s image and it helps them to provide quality customer service. The analysis of different organizational context such as political, Social, Econimic and Technological helps to provide best recommendation to Malone to reduce labor turnover and also suggested to adopt advance technology so as to increase the engagement level with employees.
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