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[bookmark: _Toc377128560]Executive Summary
This report evaluates the HRM policies of global supermarket chain ALDI including the training & development and employee engagement strategies. ALDI’s HR challenges and scandals are analysed, including accusations by former employees concerning poor working conditions, heavy and gruelling labour, unpaid overtime, underpayment, and very strict demands. The report further includes a SWOT Analysis revealing the strengths, weaknesses, opportunities and threats of ALDI. Some of the weaknesses include poor HRM policies, poor working conditions and bad press and scandals. Among the threats uncovered are their competitors who have better HR policies, better working conditions and a wider variety of products. In light of these challenges, the importance of progressive and robust HRM policies are explained, including the fact that progressive and robust HRM policies are instrumental in enhancing communication with employees who are the main resource of a company, improving employee relationships, enhancing the effective transfer of knowledge in an organization, and establishing and sustaining Knowledge Management systems. 
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Introduction
ALDI is a global supermarket chain that deals with private-label, top quality products. It was started in Germany in the 1950s and currently has a presence in 18 countries with more than 8,500 stores with 1,400 of those in the United States (Hitt, ‎Ireland, ‎& Hoskisson, 2016; Rosenbloom, 2012). ALDI is among the oldest retailers in Germany and is deemed to be one of the forerunners of the hard discounter concept (Qumer, 2008). At present, it is the market leader in the country and 40% of the market is in the hands of discounters (Daft, Kendrick and Vershinina, 2010). ALDI has with time gradually expanded from Germany to other countries and continents, branching off into the United States in 1976 and more recently into Australia where it is ranks amongst the top 3 supermarket chains in the country. It has a reputation amongst customers for being affordable so shoppers who want to find the cheapest products often opt for ALDI (Knox, 2015).
Despite this growth and success, ALDI has periodically been accused of having poor HRM policies and sub-par employee treatment and engagement. This does not augur well for its reputation and staff retention. As such, ALDI needs robust and progressive HRM policies to ensure employee satisfaction and consequently, improved organisational performance.  The following discussion shall make the case for the necessity of having robust and progressive policies for ALDI, touching on training and development and employee engagement and how these are linked to HRM strategy. As part of the discussion, a SWOT Analysis shall also be carried out to determine areas that ALDI is doing well in and what it needs to improve on.
[bookmark: _Toc377128562]Why ALDI needs robust and progressive HRM policies
[bookmark: _Toc377128563]ALDI’s HR Challenges and scandals
ALDI has been hit by a number of scandals that have put its human resource management policies into question. For instance, this year, two former subcontractors of Korean descent accused the store of treating them like slaves while they were working for the supermarket. They alleged that they were taken advantage of and underpaid while working at an ALDI warehouse for a timeframe of five weeks. Both were paid a flat rate for the work in spite of the hours they put in (10 hours per day) which included working on the weekend and even reporting to work as early as 4am (Chung, 2017).
One of the two subcontractors alleged that he had not been paid in full for two weeks, while the other subcontractor claimed that he had not received any pay, and both were owed an estimated $5000 in unpaid wages. A former ALDI Brisbane store manager reported that he had witnessed several employees being fired on the basis that they were unproductive or slow during his two-year stint at the supermarket. He supported the allegations made by two former store managers that employees often get fired when they fail to meet quotas like the number of items scanned per hour  (Chung, 2017).
Radulova (2017) further reports that ALDI was exposed for attempting to revoke workplace laws by changing the Fair Work Act so as to force employees to work for over 38 hours a week. Through this move, it seems to the public like the supermarket chain was trying to keep their staff hired on a casual or part time basis, increasing and decreasing their working hours at will. Requiring employees to work more than 38 hours is tantamount to stripping workers of their rights. This is especially so because ALDI had unsuccessfully tried to increase workers hours in 2012 on the premise that their staff had been in support of the proposal.
Tran (2015) further reveals that working at ALDI is characterised by heavy lifting, gruelling labour, unpaid overtime and very strict demands. Approximately 788 staff reviews were posted about ALDI on Indeed, with several workers characterising the work at ALDI as being backbreaking labour. A former worker at the Melbourne branch explained the amount of work done at the supermarket as the equivalent of working out at the gym, alleging that the Management forces workers to carry very weighty loads within a strict time frame
The SWOT Analysis below reveals that ALDI has several weaknesses and threats that could potentially undermine the success of the supermarket chain and therefore need urgent rectifying:
Strengths:
· ALDI keeps its product costs low and this helps to attract and retain customers (Daft, Kendrick and Vershinina, 2010).
· ALDI buys a small number of products in huge amounts at the lowest possible prices thereby enhancing their profitability. The mixture of low overheads and high volumes allows ALDI to under-price other chains (Rosenbloom, 2012)
· The company’s product strategy is having a limited variety of fast moving products (Daft, Kendrick and Vershinina, 2010)
· It has great relationships with a few important suppliers that allow the company to constantly have stock. Their superior relationship with suppliers gives it a competitive advantage over competitors (Rosenbloom, 2012)
· Excellent logistic capabilities (Rosenbloom, 2012)
· Delivers top quality products to customer
Weaknesses:
· Poor HRM policies
· Poor working conditions for its employees
· Bad press and scandals based on the allegations of poor working conditions
· Store designs are basic. No fancy lighting, lighting, etc. so the shopping experience is nothing to write home about
· They do not offer promotions such as half price offers or buy one, get one free discounts unlike their competitors
· They offer a limited range of products, which restricts what shoppers can buy. They offer about 700 products only as compared to the 25000 products that other supermarkets carry on average (Jenkins & Williamson, 2016)
Opportunities:
· Its global expansion to the US and abroad 
· Its focus on products loved by customers
Threats:
· Competitors with better HR policies
· Competitors providing better working conditions for employees
· Competitors offering wider variety of products
· Online shopping
[bookmark: _Toc377128564]Importance and benefits of robust and progressive HRM policies for ALDI
As McKenna (2016) explains, HRM policies should consider their employees as the main ‘resource.’ People should be considered to be resources in the same manner that materials, finances or equipment are. From the media reports and employee testimonies, ALDI evidently does not value employees as much as it does its other resources. If it had a robust and progressive HRM policy, this would not be the case. A robust and progressive HRM policy is one that acknowledges the importance of communicating well with employees, involving them in what occurs in the organisation and fosters their commitment and engagement with the organisation. Furthermore, a strategic approach to the acquisition, management and motivation of people is heavily emphasised in a progressive HRM policy. A great HRM policy combines the fair and ethical treatment of people with a determination to enhance organizational performance (McKenna, 2016).
According to Poole (2002), if an organisation’s HRM policies are progressive, the organisation is less likely to undermine their relationships with their employees. The relationship between employers and employees, and the attitudes and motivation of management and labour, are very important for organisational performance (Poole, 2002). As already pointed out, ALDI has significant challenges with its employee engagement so having robust and progressive HRM policies will greatly help turn that around.
Human Resource Management in general deems the relationship between an employee and manager to be a dynamic one: both employees and managers have expectations. These expectations have to be well matched since this greatly determines whether employees derive satisfaction from their work and whether managers will realise their business objectives and goals. Progressive HRM policies, unlike traditional ones, help match these expectations to where employee satisfaction is achieved and business goals are accomplished (Boella & Goss- Turner, 2013).
The interests of various stakeholders including employees are important factors to be considered when designing HRM policies (Poole, 2002). A robust HRM policy addresses the needs of its employees and engages them (Wells, 2013). Without acceptance from employees, HRM policies are less likely to garner their acceptance. In the long run, this is likely to result in the failure of those policies and in a loss of organizational effectiveness. If accepted by the employees, however, this translates to both short term and long term success for the organisation.
The well being of the enterprise, society and employees are considered to be long-term criteria by which progressive managers ought to evaluate the HRM policies of their organization. The managers at ALDI should therefore develop policies that enhance the well being of all three, not just the enterprise alone, which has traditionally been the central consideration (Poole, 2002).
Further to that, Kaila (2006) explains that progressive HRM practices are now recognized to be major sources of competitive advantage for organizations. People opt to work for companies with progressive HRM policies so staff retention and HRM policy are now closely linked.   
In addition, according to Brewster & Mayrhofer (2012), the strategic training and development of managers is widely considered to be one of four aspects of progressive HRM policies. Management development is central to an organizations approach to HRM and a clear indicator of the value it places upon its staff (Brewster & Mayrhofer, 2012). ALDI therefore needs to take members of its human resource department, particularly the managers, through rigorous training and development to ensure the effective development and implementation of the organization’s HRM policies.
According to the knowledge exchange theory, HRM policies can enhance the effective transfer of knowledge in an organization (Felin, Zenger, & Tomsik, 2009). The theory posits that knowledge resources are critical and that the use of knowledge is essential in creating a sustainable competitive advantage (King & Zeithaml, 2003). Consequently, HRM policies must help to attract, motivate and retain knowledge workers and create an environment and organisational culture that encourages the use of people’s knowledge at the collective level (Horwitz, Heng & Quazi, 2003).
Progressive and robust HRM policies are instrumental in establishing and sustaining Knowledge Management systems by concentrating on specific HR interventions such as employee engagement and suitable reward systems (Kayes, Kayes & Yamazaki, 2009). Having knowledge resource and understanding it, however, is insufficient. Organizations must have the correct management in order to use individually held knowledge for sustainable competitiveness (Wang, Tong & Koh, 2004). Of utmost importance is to create and maintain conditions for the use of knowledge and the creation of competitive advantage so as to support the organization’s goals (Despres & Chauvel, 2000). 
With their attempts to increase work hours and the fact that they overwork their staff, the HR wing of ALDI evidently does not have the knowledge that these methods are counterproductive. Through a great HRM policy, therefore, ALDI will have the knowledge and understanding that paying their employees good salaries is not enough and that catering to their general well being is essential. They will therefore ensure that their employees are not overworked and required to carry heavy loads. They will ensure that their employees have time to themselves to reenergize, socialize and enjoy life beyond work. 
[bookmark: _Toc377128565]Conclusion
In sum, it is evident from the just concluded discussion that ALDI needs a robust and progressive HRM policy to undo the damage created by the various scandals it has been plagued by which have painted the organisation as a challenging place to work in. A robust and progressive HRM policy will help ALDI to treat employees well and develop knowledge management systems that will help them place employees at the centre of their focus. ALDI already has many strengths that have so far helped it become a multibillion-supermarket chain. However, for it to go to the next level, it must urgently revamp its HRM policies to make them progressive in tandem with the modern world. Placing its human resources at the centre of its policy will ensure that employees are happy. As billionaire mogul Richard Branson always insists, the most important resource of a business should be its human resource. When employees are happy, their performance improves and this then translates into organisational success.
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