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Executive summary
Over the last 100 and more years, the Malone Superbuy Ltd has managed to gain a positive reputation despite the high competition in the food industry.  Over the years, the company has experienced significant growth and development which contributes to the success of the company in the ever-changing business world. However, the company has the opportunity and potential to grow more if the current challenges are effectively dealt with.  For the longest time in history, the company have been suffering high employees turnover rate which in turn adversely impact on the success of the company. 
 The Malone Superbuy Ltd have more than 4, 000 employees. Majority of the employees comprises of the women and casual student laborers who work handy with the top management. The high rates of employees’ turnover at Malone Superbuy Ltd are well established. One of the contributing factor towards the turnover rate include low ages which are below the minimal wage policy, unsocial long working hours and turnover that result from transient nature of student labor. The major challenge is how to go about the high turnover rates in an attempt to aid the company achieve maximally form the employees’.
 Workforce diversity is a key strategy that brings about employees from different backgrounds, with different skills, knowledge, culture and gender.  Numerous techniques can be utilized to achieve a diverse workforce while at the sometime promoting talent pipeline.  Such strategies include employing employees from different ethnic groups, races, gender, economic backgrounds and political background among other differences. Once employed, it is essential for the company to effectively retain the employees by offering equal opportunities in the workplace, offering cultural diversity training programs as well as adopting mentorship programs to promote workforce diversity. Employees’ autonomy is also a key strategy that can be used to enhanced creativity and innovation which emanates from employees interests, capabilities and talents.  Therefore, allowing the employees to maximally use their talents to enhance productivity. Effective implementation of the techniques wills significantly aid the company is solving current as well as future turnover rates.
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[bookmark: _GoBack]Part 1: Initiatives to enhance a diverse workforce 
Introduction
 The question of high turnover rates in transient nature of student labor has been a persistent problem over the years. The company has managed to grow over the last more than 100 years. However, the company has challenges retaining high profile and diverse workforce.  In any organisation, employees are a vital component in working towards the accomplishment of the company’s goals and objectives which in turn leads to the success of the business. High retention rate leads to a competent workforce with adequate an experience which in turn leads to high productivity and general well-being of the organisation. Malone Superbuy Ltd is not any different and should work to ensure a high employee retention rates as opposed to suffering high turnover rates. Primarily, the Malone Superbuy Ltd should invest in acquiring a diverse workforce as well as enhancing a talent pipeline.
Diversity entails including people of different characteristics such as people of varying ethnicity, languages, gender, sexual orientation, race, religion, age, abilities along with education as defined by (Barak, 2016). Various diversity initiatives can be implemented to add value to an organization or business firm, and in this case, Malone Superbuy Ltd by helping the firm solve the problem of high employee turnover within the firm. Also, diversity initiatives can help the firm improve the talent pipeline to enhance productivity. 





Kolb’s Learning Cycle Model and Its Application to Diversity Management
[image: ]
(Source: Kim, 2006)
 
[bookmark: _Toc17678351]Improve the Brand Image
This initiative is geared into rebranding Malone Superbuy Ltd as a company that values and respects the aspect of diversity among its staff. Malone Superbuy Ltd will, hence focus on inclusion as part of its driving force. The indicators for the success of this initiative include hiring skilled people irrespective of their ethnicity, getting recognized for diversity awards, as well as getting the right forms of publicity on the media and the court of public opinion.
To achieve the expected end results that entail reducing the high rate of employee turnover and improving the talent pipeline of the company, Superbuy should regularly and loudly communicate messages that can make people view it as diverse. This initiative requires strong public and relations marketing component to ensure that the Malone Superbuy ltd brand is recognized as a propagator all all things regarding diversity. Also, the company should have varied anecdotal stories to reveal that it is diverse. For instance, the company can show circumstances or cases where it has provided growth and opportunity for a diverse workforce such as hiring people of different ethnic groups, providing an opportunity for both male and females, hiring people of mixed race, age among other areas of diversity (Bendl et al. 2015). Therefore, all that the company needs to do is to select successful stories of diversity that are powerful and share them often and publicly and the company will succeed in creating the anticipated image of a diverse brand.
When employees feel valued regardless of their differences, they get motivated to work and remain in such a company where their differences are appreciated. This will help Malone Superbuy Ltd to retain its employees, thereby solving the problem of a high turnover rate that increases recruitment cost and reduces employee morale as sometimes are overworked when some quite (Bendl et al. 2015). Besides, diversity helps in maintaining the talent pipeline of the company. This is because the company will retain its skilled and experienced workers. Also, at time of recruitment, the created brand image will attract numerous candidates as they will not care about their differences as they are valued by the company that will provide a vast pool of candidate with different talents to choose and therefore the company can choose those highly qualified to perform tasks of the company. 
[bookmark: _Toc17678352]Affirmative actions
Affirmative action is more than the mere consideration of being diverse but takes a somewhat approach in the desire to attain workplace diversity (Riccucci 2018). Affirmative action ensures that people of different ethnic backgrounds are fairly remunerated and equitably promoted in the workplace. The key to this initiative calls for an equal employment opportunity approach where the numbers derived from the company’s data confirm that the company it as affirmatively providing equal opportunities for diverse workforce may it be on the pay, promotion, among others. In this case, Malone Superbuy limited should focus on genuinely providing equal opportunities for individuals from a diverse background. Some affirmative action that Malone Superbuy Ltd can implement includes but not limited to:
· Educating the company’s leadership together with employees and encourage diversity applicant referrals
· Training the employees on its equal employment policy annually and having an appointed contact to address equal employment and discrimination claims
· Keeping organized records for auditing purpose
· Compiling a folder for available vacancies containing job description, position requisition form, applicant flow logs to show those that have applied and their equal employment information, among other components for the purpose of recruitment. 
Affirmative actions will help have an opportunity to recruit individuals of diverse talent, thereby improving their talent pipeline as well as the decision making process as indicated on the chart below:
[image: ]
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Promoting a Culture of acceptance in the Company
The approach above aims at introducing new policies that will create a company culture where is diversity is valued and appreciated. This culture is essential in helping the company acknowledge that diverse employees have different needs as well a style of operation. As a result, the company will seek to accept and tolerate all these differences with the aim of creating a productive and healthy workplace. The essential element of this concept is geared towards creating awareness to all the employees about the existence of such differences and gets making them accept these differences to maximize performance, reduce conflict and also allow all employees achieve their maximum potential by eliminating diversity hinderances or friction among employees due to their differences. The main goal here will be to become more conscious of diversity becoming aware of biases, personal beliefs, together with actions concerning people of diverse background. The company leadership, therefore, need to change its effort to allow equal opportunities and a company culture which meets the wishes of all employees in the firm (Kirton and Greene 2015). Moreover, the company should create implement a culture that leans on love and condemns any forms of discrimination on the basis of a diverse background.
[bookmark: _Toc17678354]Stop following societal stereotypes
 In various cases, managers, for instance, those of Malone Superbuy Ltd are to blame for lack of a diverse workforce in their companies. They usually, follow set stereotypes that may prevent them from recruiting talented person hindering them from improving their talent pipeline. For instance, it’s a common trend that women are less likely to be hired in male-founded businesses. In most cases, companies follow stereotypes and therefore the need for Malone Superbuy Ltd to reformat their recruitment process by first banning the slate-sitters. When the company stops following the stereotype, it will be able to improve its talent pipeline as they will do away with those beliefs that prevent them from hiring a talented individual. Besides, not following stereotype will help the management and other employees avoid stereotypic comments that may make an employee resign their duties hence will help the company reduce its current high rate of employee turnover.
[bookmark: _Toc17678355]Educate employees
For Malone Superbuy Ltd to build a culture of acceptance of diversity in the workplace, it should educate its entire employee on the significance of diversity in the organization. For instance, the trainer can provide real-life examples where a stereotyped individual such as women together with underrepresented minority performs better than the preferred ones. During training, the trainer should emphasis that diversity in the company positively impacts the profitability of the company.   Educating employees on the importance of a diverse workforce helps them accommodate and appreciate diversity company (Kirton, Robertson and Avdelidou 2016). 
. The culture of accepting diversity in the workforce will create an environment that all employees regardless of their differences are acknowledged to contribute into the overall success of the company and therefore are motivated to work for the company thereby reducing the current high employee turnover rate in the company. Also, the culture of accepting diversity in the workplace will encourage the hiring team to recruit candidates without considering their differences hence increase their chances to select the most talented candidates that help in improving the talent pipeline of the company (Kirton, Robertson and Avdelidou 2016). 
[bookmark: _Toc17678356]Observing diverse traditions as well as celebrations of other cultures and groups
Malone Superbuy Ltd should a holiday calendar that considers all the cultural needs of the staff. This will encourage employees to get involved in celebrating the different tradition, religious holiday, and other holidays. For instance, Christmas, Easter holiday, the Eid holiday, and Oktoberfest holiday by sharing meals, engaging in some music. Such celebrations help in building a culture of diversity acceptance within the company. However, when the company is not able to make the celebration practical, the management should acknowledge the significance of the religious or cultural celebrations. Well wishes through text messages or emails can also be used to gesture acknowledgment of the holiday to its employees. This will ensure that all employees feel appreciated and valued that will enhance employees’ retention, thereby helping Malone Superbuy Ltd solve the high employee turnover that it is experiencing.
[bookmark: _Toc17678357]Maximizing performance of all Employees
 Malone Superbuy Ltd will be dedicated to capitalizing on the performance of each of its employee. The company will achieve this by eliminating hurdles that limit the capabilities of its employees irrespective of whether such obstacles are diversity related. The goal of the company will be to increase the productivity of each employee by contemplating and understanding their distinct qualities and override what keep the different employees from attaining their full potential. The success of this initiative is proven when an employee achieves the maximum levels of productivity. The management needs to accept that diversity is the usual practice of proper management. 
[bookmark: _Toc17678358]Empower and educate managers.
 The company should not assume that the administration or rather, the managers understand the benefits of a diverse workforce or diverse employee resourcing. Managers need to understand and guide all the relevant stakeholders fostering workplace diversity. The first step to empowering and training managers is scheduling a cultural and sensitive training program. Additionally, the managers must perform a detailed evaluation of the company to assess how the layout of the organization. For instance, the accessibility of restroom facilities that is non-gendered, among others (Ravazzani 2016). The company should also evaluate the employee's feedback mechanisms and reporting structures. The management should, therefore, be empowered with sufficient resources.
[bookmark: _Toc17678359]Creating diversity-friendly workforce policies
For Malone Superbuy Ltd perform the affirmative action in ensuring workforce diversity, the company should amend current policies or create new ones system-wide, from hiring to performance evaluation and promotions. To create a diversity-friendly workplace, the management of Malone Superbuy Ltd should allow different employees to have days off to observe religious events especially those are not officially observed by the company, extend the options for flexible working hours and to offer on-site daycare. When the working environment is diversity-friendly, employees from a diverse background will feel favored and therefore will not contemplate to leave the company hence helping the company solve the high employee turnover rate. Besides, a diversity-friendly and thus, the company will retain its talented employees that will help them improve the talent pipeline. Moreover, more gifted candidates will be attracted as many prefer where their differences are valued and appreciated, and when hired, they will improve the company's talent pipeline.
[bookmark: _Toc17678361]Offering a diverse opportunity for employee engagement
 Malone Superbuy Ltd can implement this by allowing its employees to visit its other branches located in other countries, states, or cities. The company should poll its workforce by conducting an employee survey to know where the different employees like spending their volunteer or free time as well as arrange external employee engagement events and work-based activities. This exposure will help employees experience and participate in a different environment along with creating an opportunity for the employees to understand each other and their differences better. Also, the employees will be able to know how branches in different location deal with similar situations and problems. This will encourage and motivate the employees to think broadly and bring that broad thinking back to their own team.  This can help in solving issues such as quarrel that may arise from employee's diverse background such as the difference in their ethnicity, gender, race, among others. When such disputes are solved, and avoided, employees, are likely to remain in the company hence reducing the current high employee turnover rate. 
[bookmark: _Toc17678362]Respecting the different career goals of its employees
 The management should be aware of the career goals of all of its employees and understand their differences. For instance, the career aspirations of men are different from those of women. Some employees have the interest to accelerate their career path while others focus on work-life balance, especially women.  The company should not treat the interest of focusing on life-work balance as lack of commitment, ambition, or intensity. Instead, the company should promote a different career path and opportunity. This will increase employee retention as their career goals are respected and their output maximized that will help them grow their career to the desired heights that will help them solve the current problem of high employee turnover and help the company in improving its talent pipeline by retaining its talented and experienced workforce.
[bookmark: _Toc17678363]Creating mentorship programs
Although appointing a highly diverse workforce is indispensable, embracing mentorship programs is also a crucial element in making sure that all employees have the opportunity of advancing their competencies. Therefore, Malone Superbuy Ltd should offer mentorship programs to personnel with extraordinary potential irrespective of their gender, age, sexual orientations, among other factors. If sponsored mentorship program of the company is not feasible for Malone Superbuy Ltd, there are different ways to provide similar opportunities. The company should encourage professional development opportunities that are less structured such as women's leadership. The leadership team should reflect diversity also by recruiting and promoting a diverse candidate in leadership roles. However, it is essential to always set an excellent example from the top down. The employees take notice of the diversity initiative for improving inclusion when the management is involved in those initiatives.  
[bookmark: _Toc17678364]Offering workplace flexibility
Malone Superbuy Ltd can ensure flexibility in the workplace by allowing employees to have more agencies when and where they work. This will help the company be more inviting and able to accommodate different groups of people such as commuters, working moms, or those that may like or need to work remotely part-time. As such, employers are likely to stay long in the company because the flexibility allows them to handle their other Important duties together with their roles in the company hence does not need to quite the company to attend their other responsibilities that will help Malone Superbuy Ltd address the current high employee turnover rate.
Generally, all these initiatives are more effective in ensuring a diverse workforce. They help the company in attracting the greatest and diverse talent. Prioritizing the diversity of the workforce through intentional Employees programs directly impact employees in the company. It improves, retention, performance, satisfaction, helps in communicating the company's core values, together with boosting the company's reputation and brand identity.
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Training and Development Program 

Following the recent human capital audit that revealed that most Managers in Malone Superbuy Ltd have been promoted from the shop floor and lack professional Management and Leadership skills and qualifications, the company need train and help its managers develop. The following is a sample of training and development programs that the company can use to equips its managers with leadership skills, get the required qualification, and gain professional management skills. Training and developing will help in solving the people management problem within the company such as the problem of employee resourcing. Employee resourcing is defined by Raiden, Dainty and Neale (2009) as part of employee development that focuses on the recruitment as well as the development of current employees that aim at enhancing the potential and performance of the staff.	
[bookmark: _Toc17678366]Training Needs
· The managers lack leadership skills hence need training to acquire the leadership skill. The trainer will teach on the need and how to acquire skills such as planning, communication, decision making, motivating, problem-solving, and delegation.
· Also, the management lacks professional management and therefore the need to train them on essential professional management skills for them to effectively run daily operations of the business, set SMART goals for the company, and learn on how to perform staffing duties among others effectively. 
· Besides, the manager, having been promoted from the shop floor lack the desired qualifications for a managerial position and need training for them to acquire the certification required for that position. 
The learning objectives for Malone Superbuy Ltd will be;
· The managers will learn how to enact strategies such as management of contingency strategies. For instance, they will need to enact strategy for change to deal with the high competitions it is experiencing from the market leaders in the UK and the relatively recent phenomenon of competition from European food retailers. 
·  Managers will learn how to use an appropriate integrative framework to identify the problems within the company and determine their causes and symptoms. For instance, the issue of high turnover rate experienced by the company that may be as a result of the employee resourcing problem within the company. Additionally, managers should learn how to use the said frameworks to develop solutions to the problems and evaluate their strategic implications such as contingency plan, project, etc.
· To effectively plan, prepare, and execute negotiations. Currently, the UNITE Trade Union is aggressively conducting an employee recruitment and Malone might be presented, in the near future, with recognition claims for rights of bargain. Therefore, managers need to learn how to use the various tools and processes for addressing disputes, negotiations, and bargaining. Besides, they should acquire negotiation skills and understand the principles of effective negotiations.
·  Be able to identify, evaluate, and establish a suitable response to operational or implementation risks. The process of employee resourcing may be subjected to uncertainties such as recruiting personnel with poor services exposing the company to the risk of losing customers. 
· Be able to apply law together with the principles of human resource to effectively select, hire, train, and retain employees. This will help in solving the people management problem of employee resourcing involving recruiting, release, and management of employees’ performance and potential. Therefore, managers will be able to perform a job analysis, use career training and development tools, apply performance appraisal, and compensate equitably. In the end, managers should have well-developed performance management skills. During training, trainers will emphasis on the application of these objectives within project-based workgroups and team context.
· Be able to lead, facilitate, and contribute to effective teams and workgroups. This will helps in managing the performance and potential of employees to help in solving the employee resourcing problem.
· Identify, plan, budget initiate, and monitor the project performance. In this case, the project of the Malone Superbuy Ltd might be recruiting full-time laborers as the company exceedingly reliant on part-time labor especially from female workers as well as student working as casuals  for shop floor personnel. Here the manager should be able to identify the positions to fill with fulltime staffs, plan on how and when to recruit, budget for the recruitment activity, and monitor the entire process from hiring, induction, and training of the new employees.
· Should recognize the diversity of the company's employees. Employee resourcing is one of the people management problems entails the process of hiring, releasing employees, among other activities. Therefore, the training should enable managers to identify the challenges and barriers for managing diversity when recruiting and be able to execute best practices for managing diversity within the company. Therefore, the manager should be able to distinguish between diversity management and affirmative action to ensure an effective employee resourcing process.
· Be able to create a shared company’s’ vision and mobilize employees toward achieving the goal. This has to do with performance management that is an element in the employee resourcing. 
[bookmark: _Toc17678367]Learning Style
Following a recent study by Pashler et al. as cited in SAGE Journals (2019), classifying people and in this case Malone Superbuy Ltd managers into learning style. Different people have different styles for learning, depending on the information or concept being delivered. According to the behaviorist theory, learning is a behavioral change that is stimulated by external stimulus. In this model, practice makes perfect. Hence, the more often the training sessions are conducted, the more effective the results from the sessions. In other words, reinforcement of the behaviors leads to establishment of new habits. The method however has some disadvantages (Walker, 2017). This is because the aspect of creativity is eliminated and the theory also presumes that people will act a respond to a given way to stimuli, and this is not always the case. 
Another learning theory that is applicable in the learning process is the constructivist theory. The propagators of the theory believe that employees “construct” their own ideas based on their understanding on things and also previous experiences as noted by Bada and Olusegun (2015). The trainer helps the employees to make sense of their experiences through a well thought design process. The theory is advantageous as it provides the reasoning as to why learning from experiences varies from one person to another. The disadvantages with the learning method are in the complexity of the learning theory when compared to other theories. Also, training is difficult as the objectives are not clearly defined. 
Therefore, when training the managers to enable them acquire the leadership skill, professional management skill and get the desired qualification for the managerial position, the company will hire trainers that will be able to develop training that will be able to meet three different learning styles. The styles include:
1. Auditory learners. The trainers will be able to deliver verbally and be audible enough as this category of learners learns by sound. For instance, they will make comments such as "if I hard you right" among other comments
2. Visual learner. The trainer will have to use images, figures, graphics during training sessions as this category of learners learn by having a clear image of an experience.
3. Kinesthetic learners. The trainers will have to involve some practical examples and involve managers in the practical examples as these categories of learners learn by doing rather than listening or when they see others doing it.
[bookmark: _Toc17678368]Delivery Mode
The mode of delivery will depend on the sort of training that ought to be delivered. For Malone Superbuy Ltd managers, the following are the types of training to be done.
· Skills training
· Continuing education Matter
· Managerial training
Therefore, the most appropriate mode of delivery will be  
[bookmark: _Toc17678369]On-the-job coaching
 This mode of delivery is most suitable for skills training and managerial training. The delivery mode will entail an experienced trainer showing the managers on how to perform the actual job. Malone Superbuy Ltd will select an on-the-job trainer based on their skills and knowledge as the trainer needs to be very knowledgeable about the performance of managerial responsibilities and should have the managerial skills. In this case, communication skills are very essential; hence, the selected trainer must be an excellent communicator; otherwise, the training program will go futile. Also, the person chosen to perform the on-the-job coaching should not be committed elsewhere during the training period as this delivery mode requires a lot of time in training and offering guidance. Here the trainer will train managers of Malone Superbuy Ltd on the issue of employee resourcing to enable the effectively recruit, release employees from the organization and manage the performance and the potential of employees of the company among other pieces of training.
[bookmark: _Toc17678370]Mentoring training delivery
 After on-the-job coaching, the manager will be mentored by an experienced and trusted advisor. The mentor selected here must have a direct investment in the development of the managers. This will be a continuing method for training and developing the managers. The company will need to be keen on personality conflict between the mentor and the managers and also be keen on the communication style being used in the mentoring process to ensure that the effort bears fruits. Also, the company will ensure that the managers do not become overdependent on the mentor. The method of mentoring should be conducted on a long term basis, unlike the on-the-job coaching that is short term.
[bookmark: _Toc17678371]Vestibule training delivery
There are some leadership skills that managers can't learn through on-the-job coaching and therefore, the need to take all the managers into the conference room to teach them on some basics.
[bookmark: _Toc17678372]Budget
Malone Superbuy Ltd must consider both the cost of time spent during training the actual cost training cost. First, if the managers are up for training for three hours, the company should determine the cost to the company when the managers are not able to perform their job. The accounting personnel of the company should at the same time prepare a spreadsheet listing the actual cost for materials used during training (furniture, stationary), the training fee, the cost of snacks and other provisions provided during training period among other direct costs. Also, the list should contain the indirect cost of training such as manager's time that could instead be used in performing their daily duties in the company. After assessing the cost, the company should compare the available resources to determine how long the training will take, how many trainers to engage, and the remuneration for each trainer.
[bookmark: _Toc17678373]Delivering Style
To choose the most appropriate delivery style, the company will consider the selected mode of delivery. Having mentioned that the trainer will design the training process in a way that meets the three different learning styles including visual, auditory and kinesthetic, the trainers will consider what kind of activities, breakout discussions and ice breakers to incorporate during the training session to make it interactive as much as possible. For instance, to make the training fun for the managers, the trainer will use role player among other games. Besides, the trainers will execute podcasts, videos from online sources along with other interactive media during the sessions. This will ensure that their training meets all the three learning style and are able to capture and maintain the concentration of the managers by keeping the course engaging. The video should revolve around the issue of employee resourcing among other areas to help solve the people management problem relating to inadequate employee resourcing.
[bookmark: _Toc17678374]Audience
The trainer, with the help of the company, will evaluate the audience who are the Malone Superbuy Ltd managers, which is an essential aspect of training. Here, the trainers will seek to find out how long the managers have worked in the company, their qualifications, and their roles in the company. This will help the trainers develop relevant training content to ensure that the training achieves the desired objectives. For instance, the company will have to inform the trainers that their managers lack leadership skills, professional management, and qualification as they were promoted from the shop floor. The company will also provide information about how long the managers have worked in the company as managers after they were promoted. The trainer will need to know their academic knowledge to evaluate their need for Continuing education Matter as they are not managers by profession. For instance, knowing that the managers are from different departments, trainers will be aware that their examples, together with their discussion, must consider a range of disciplines.
[bookmark: _Toc17678375]Content Development
The concepts to be taught to the managers are one of the most significant parts of the entire training program. Developing the material to be delivered to the managers will be guided on the set learning objectives of the company. The trainer will consider the learning objective set by the company and develop an outline of the main topics to be covered. Based on the information, trainers will develop activity discussion questions, PowerPoint slides, or modules, among other techniques for learning.  An example of content to teach the Malone Superbuy Ltd includes:
1. Problem-solving
· Identify the problem. Being clear on what the Problem is, such as those related to employee resourcing. Put in mind that different employees might have different views on what the issue is.  
· Defining the problem. Assess the root cause of the problem and its impact on the overall company's operations. For instance. The employee resourcing problem caused by not ensuring a diverse workforce at the time of hiring, creating a high employee turnover rate. 
· Developing an alternative course of actions or possible solutions for the problem. Example: hiring from different diversity background, maximizing the performance of employees by managing their performance and potential, among other option.
· Evaluating the options: what are the plus and minus of each option 
· Selecting the best option. One with more plus than minus
· Implementing the chosen option. Offering the required resources and knowledge to all employees put the course of action into practice.
· Monitor and control. Whether the solution is really helping the company solve the identified problem.
2. Strategic Planning 
· Evaluating the company’s environment both external and internal
· Identifying the issues of concern that need to be addressed as part of the strategic planning effort
· Defining or reviewing the vision, mission, and values of the company
·  Developing goals defining the company addressing its mission
· Designing an action plan to identify the objectives and to mark the goals and work plan annually.
· Sealing the final planned strategy that summarizes decision together with the consequences of the process
· Develop processes monitoring and controlling the strategy
3. Planning
· Time management
· Budgeting
· Project planning and implementation etc.
The above is a sample of some of the content that may be taught to Malone Superbuy Ltd. 
[bookmark: _Toc17678376]Timeline
Malone Superbuy Ltd should consider the amount of time to give the training and be aware of the cost of time the manager will attend training leaving their responsibilities. Bering in mind that the managers completely lacks leadership skills, professional management, and the qualifications, on-the-job coaching and vestibule training will take one week each while mentorship will be offered throughout the year until managers are fully equipped with necessary skills and qualifications. On-the-job coaching will be conducted on the first week of training where the trainer or expertise will be with the manager on their working areas, showing them on how to perform various activities or duties practically. The trainers will join the managers from 9 am till 3 pm throughout the week. However, both the manager and the trainer will break for lunch from 1 pm to 2 pm. Vestibule training will be performed in the second week of the training period. The training will take three hours in a day throughout the week starting from 9 am to 12noon with no break in between the session after which the managers will break for lunch and resume their daily duties from 2 pm where this schedule will be used throughout the week.
Communication
After developing setting the timelines for the training program, the company will communicate to the managers the timing of the training session to confirm that it fits with their schedules. The company will use companies email to communicate about the training.
[bookmark: _Toc17678378]Evaluating effectiveness
This will be done after completing both on-the-job coaching and vestibule training. The company will evaluate whether the learning objectives set earlier were met. The company will, therefore, use the Kirkpatrick model to measure how effective the training was.  The model contains four levels that are explained below (Serhat 2016).

Level 1 Reaction 
When delivering the desired knowledge and skill to the Malone Superbuy Ltd managers, the trainers and the entire company will need to feel that training was relevant and beneficial. Therefore, the company with the help of the trainers will gauge how involved the managers were during the training session, their contributions in training and how they reacted to the information delivered to them will help the company and trainers understand how much the managers acknowledged the information provided to them. This will help Malone Superbuy Ltd make adjustments to the training program in the future so that it will be perceived better. The company can adjust the training content to add those subject areas that were initially not covered and change the delivering mode and style. According to Kurt (2016), to assess on how effective the training was, the company together with the trainers can ask questions such as "what was good or bad about the training," "if they feel the training was beneficial or not." The information delivered impact the perception of the managers about how they felt the training. The advantage is that the process is cheap and straightforward to manage. However, it only discloses an immediate generic solution from the manager or the trainees while in the learning environment. Hence the company should not take the outcomes too literally when changing the training content.
Level 2 Learning
             The company and trainers focus on determining whether the managers acknowledged the information delivered to them or not. More importantly, the company will assess how much the managers believe that they have the chance to perform their duties differently, what they would do differently and the gained confidence in performing their duties differently along with how encouraged or motivated they are in doing so (Heath,2018). The benefit of this evaluation level it that it provides better captivating evidence as to whether the training was beneficial or not as opposed to level one discussed above. However, this evaluation process is time-consuming and expensive to perform compared to level one as it requires a more comprehensive method to develop a useful learning gauge.
Level 3 behavior
             This level of evaluation process helps trainers assess how effective do the information pertain to the trainee and in this case, the managers. This level of evaluation also exposes where the trainees require assistance. According to Kurt (2016), a change in behavior can only be achieved when the training is beneficial. For instance, if one of the learning objectives was to Managers will learn how to use an appropriate integrative framework to identify the problems within the company and determine their causes and symptoms. For instance, the problem of high turnover rate experienced by the company that may be as a result of the employee resourcing problem within the company and manager after the training the manager asks on how to avoid the high turnover rate, it is an indication that the training was not beneficial. Additionally, managers should learn how to use the said frameworks to develop solutions to the problems and evaluate their strategic implications such as contingency plan, project. Thus, the benefit of this level of evaluation is that it provides reliable evidence that investing is a similar training program will help in achieving the desired objectives. However, this evaluation is the most expensive and time consuming compared to both level one and two. This is because it requires a higher assessment of trainee's involvement to assess the sources of insufficiencies in performance.
Level 4 Result
            Here, the trainers assess the outcome of the training program. The trainer considers the set learning objectives and that which were achieved. The trainer will outline the achieved positive results and identify those which gives a better return on the company's investment. This level of evaluation is the best as it provides a much better insight to comprehend whether the training was beneficial to the trainees or not. Also, this level enables the trainer to evaluate whether the performance to the main objectives of individual trainees. Though, for the trainer and the entire training company to reach this level, they must able to invest more resources including money and time and also must have the desired knowledge and capabilities to perform this level. Additionally, it usually is difficult to develop a link between the training program and the results. Hence, it is challenging to examine whether it was genuinely worth carrying on improving this level. 
            Besides, trainers can evaluate the efficiency of the training program by asking the trainee, and in this case, the managers of Malone Superbuy Ltd to take informal and anonymous survey after the training to gauge the training. Such surveys can be easily and quickly developed through websites such as the SurveyMonkey. Another alternative for gauging the training is by preparing a quiz at the end of the training to assess how well the trainee grasped the information they were trained on. The said quiz should be prepared depending on the learning objectives set for the training.  For instance, if one of the objectives was to understand the principle of human resource, part of this quiz will be set related explicitly to these principles.
[bookmark: _Toc17678379]Recommendation
 In an attempt to achieve workforce diversity, the Malone Superbuy Ltd should apply different effective strategies. Firstly, as a company, the top management team which include the human resource should focus of a diverse hiring process. In this case, the hiring process should encourage a diverse workforce. In this case, the hiring process should absorbed qualified employees from different ethnic groups, races and social groups among other distinct differences. People from diverse workforce should be offered with equal opportunity within the company. In this case, the hiring process should provide equal opportunity to all qualified individuals irrespective of their differences. 
Additionally, Malone Superbuy Ltd should also focus on promoting equality in organizational processes such as the enumeration, promotion and equal opportunities during career development. Promotion of equality in Malone Superbuy Ltd will help to appreciate and respect all people irrespective of their race, gender, culture, religious and social group. Equality will also help the organisation in recognizing and observing different groups traditional practices, celebrations and holidays. Recognizing such events such as Eid holiday for the Muslims, and Easter or Christmas holidays for the Christians will significant provide an opportunity for the employees to learn, appreciate and respect other people’s way of life. The approach will significantly aid in attracting a diverse workforce where the employees believe that their traditions, religion and culture is respected.   
 Malone Superbuy Ltd should also providing training programs on matters relating to cultural diversity. Training programs provide the employees with the opportunity to learn other people’s way of life. As a result, the training leads to understanding, appreciation and upholding of individuals from different backgrounds within the working environment.  The training programs will provide the Malone Superbuy Ltd employees with the opportunity to learn the role and importance of a workforce diversity. As a result, the employees will be motivated to promote and uphold a diverse workforce.  The training programs offers adequate knowledge regrading workforce diversity and at the sometime impacting adequate skills and attitude on the employees that in turn aid in promoting a diverse workforce. The training enhances employees’ acceptance and tolerance to workforce diversity which in turn lead to high productivity and a healthy working environment.
 Malone Superbuy Ltd should also work on eliminating stereotyping in the organisation.  Malone Superbuy Ltd has from the past been faced with stereotype problems and therefore, should focus on banning the slate-sitters approach. From the past, the Malone Superbuy Ltd have suffered stereotyping challenges that make the working environment difficult for some groups of employees, as a result, the company suffer high turnover rates from such groups. Stereotyping has adverse effects on the employees’ self-concept and self-esteem which directly impact on their productivity.  In this case, the Malone Superbuy Ltd should focuses on eliminating stereotyping on the organisation in an attempt to promote a diverse and productive workforce.  
In an attempt to promote a talent pipeline, Malone Superbuy Ltd should focus on enhancing autonomy. Employees’ autonomy allows employees to explore their interests and their talents to discover new techniques and procedures in the organisation. The new evolution leads to innovation which in turn provides new solution and procedures to the existing organizational challenges. The new procedures and innovations leads to a competitive advantage for the organisation and well and increased employees competence and productivity.
[bookmark: _Toc17678380]Conclusion
 The Malone Superbuy Ltd has from the past been faced with numerous challenges. However, the high turnover rates in the organisation have adversely impacted on the organization’s [potential to grow and develop a diverse workforce. In an attempt to achieve and benefit from a diverse workforce, the company should invest in various processes. In this case, the Malone Superbuy Ltd should achieve a diverse workforce through its hiring processes, retention, promotion, training, employees’ motivation among other significant strategies. A diverse workforce will aid the company achieve high productivity, positive company image and finally the general success of the company.
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