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[bookmark: _Toc19519385]Executive Summary 
[bookmark: _GoBack]As a large food retail company with 100 years of history, Malone Superbuy Ltd currently is facing two main challenges. One is from an internal organization.  Because of the attribute of unsocial hours, Malone Superbuy highly relies on part-time female workers and casual students. This led to a medium-high labour turnover, which is harming the company's productivity and competences. Another obstacle is from the external environment. On the one hand, there is continuously growing competition not only from the UK market but also from European countries. The price war has been introduced into this fierce competition.
What is more serious is that the major rivals are increasing their quality, variety, and service. They have invested mainly in the new technology in the logistic system. On another hand, no-deal Brexit will be more likely to happen on October 31th 2019. If so, the tariff, tax of import will rise. European employees will probably leave the UK because immigration law has to change. Malone Superbuy has to pay the price and time to adapt the complex changes.

As per the problems encountered by the firm, we suggest that Malone Superbuy should align its HR strategies with the generic strategies of the firm. To achieve this, we introduce the diversity management initiative to the organisation. However, to bring diversity to the workplace, the firm has to provide training to the members of the organisation. According to high-performance work system (HPWS), under the following conditions, the employees can perform well. Employees have the knowledge and skills to do a good job. Employees have the motivation to perform well because there are rewards to support it. The organisation should provide a working environment with support and opportunities for achieving excellent performance. We believe that through applying the solid diversity management and realignment of the HR strategies along with the generic strategies to the enterprise, the organisation will be able to ensure the better realisation of its long-term goals and objectives.
The principal recommendations of the report is that diversity matters.  Because we are living in a diverse and deeply interconnected world now, companies and institutions with higher levels of diversity are achieving better performance. Most organisations, including McKinsey, have more work to do to take full advantage of the opportunity presented by a more diverse leadership team. Organisations also have more work to do on their talent pipeline to attract, develop, mentor, sponsor, and retain the next generations of diverse leaders at all levels. However, with the increased rewards of diversity, investing now is the best plan. Winners will pull further ahead, and laggards will fall further behind.  Taking into consideration the generic strategies used by Malone Superbuy, we recommend that the firm should pursue diversity strategies as it could help the organisation in attracting individuals with diverse fields of specialisation.
 Furthermore, the diversity strategies could reinforce the organisation in the better realisation of its long-term goals. The recommendations should be implemented because, through diverse human talent, Malone Superbuy can obtain more creativity and innovation. The positive synergies that the firm could be creating would help the enterprise to ensure the realisation of its long-term goals sustainably. 
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[bookmark: _Toc19519386]1. Introduction  
As a large food retail company with 100 years of history, Malone Superbuy currently is facing two main challenges. One is from an internal organization.  Because of the attribute of unsocial hours, Superbuy highly relies on part-time female workers and casual students. This led to a medium-high labour turnover, which is harming the company's productivity and competences. Another obstacle is from the external environment. On the one hand, there is continually growing competition not only from the UK market but also from European countries. The price war has been introduced into this fierce competition. What is more dangerous is that the major rivals are increasing their quality, variety, and service. They have invested mainly in the new technology in the logistic system. On another hand, no-deal Brexit will be more likely to happen on October 31th 2019. If so, the tariff, tax of import will rise. European employees will probably leave the UK because immigration law has to change. Malone Superbuy has to pay the price and time to adapt the complex changes. 
[bookmark: _Toc19519387]1.1. Analysis of the issue 
In order to find out the major issues confronting the organisation, We are using the SWOT analysis, which is presented in the following Table 1:
	Strengths:
· Over 100 years of history
· A good reputation for quality food 
· No bargaining power from the trade unions.
	Weaknesses:
· Medium-high labour turnover 
· Old-fashioned corporate image
· Limited customer base

	Opportunities:
· Quality food demanded by more and more customers
· The no-deal Brexit could weaken the competitive advantages of European food retailers in the UK
	Threats:
· A saturated market in the UK
· The big firms aroused price war
· Top companies are improving the quality of service and investing heavily in new technology 
· The Trade Union is actively recruiting employees



According to the SWOT analysis, we can see that the external competition of the retail food business in the UK is rising over time. Companies are competing through different levels. The managing team of Superbuy has observed that the rivals are implementing the approach of diversity in the workplace. They are expecting to add more value to their companies, along with the diversity approach application. In this section, the efforts will be made on showing why and how the diversity policy initiatives can help solve the current major issue of our company, the medium-high labour turnover problems. Besides, how diversity approach can improve the talent pipeline. 
[bookmark: _Toc19519388]2. Definition of Diversity and Ethnic, gender and generation trends in the UK
[bookmark: _Toc19519389]2.1. Diversity Defined
Today as a manager and supervisor in an organization, we must recognize the workplace is changing, evolving, and diversifying. The definition of diversity has also been evolving and enriching with time. Diversity is generally defined as the differences among people's sex, race, cultural background, habits, social roles, value, and ideas (Reed and Kelly ,1993).
Esty et al., (1995) point out that diversity refers to the differences that people demonstrate about knowledge, insights, value, and culture, while they are due to the differences in people's social, cultural and political backgrounds. In the past decades, the focus of the definition of diversity has been shifted from the legal aspect to defending the rights of people with the differences in any aspects (Jayne, Michele and Dipboye, 2004).

	Company
	Web Address
	Diversity Statement

	
	
	

	Tesco
	https://www.tescoplc.com/sustainability/people/topics/inclusion-and-diversity/

	We not only celebrate diversity but embrace the value it brings to enable us to serve our customers a little better every day. That is why everyone is treated fairly and allowed to share their experiences in the business.


	Sainsbury's

	https://www.about.sainsburys.co.uk/making-a-difference/our-colleagues/diversity-and-inclusion

	We will have an inclusive workforce that offers employment opportunities to all members of the community.”


	ASDA
 


	https://globaldiversitypractice.com/project/asda/
	Asda firmly believes that in order to achieve a competitive edge, their colleagues need to be from varied backgrounds and need to work innovatively as part of an inclusive culture.


	Morrisons

	https://www.morrisons-corporate.com/cr/gender-pay-report/

	At Morrisons, we believe all our colleagues deserve a fair day's pay for a fair day's work regardless of their background, age, ethnicity, or gender.


	ALDI
	https://www.aldi.co.uk/about-aldi/corporate-responsibility/people/equal-opportunities
	At Aldi we value diversity above all else and offer fair and equal opportunities for all of our colleagues and job applicants, regardless of age, sex, gender reassignment, race, color, nationality, ethnic or national origin, religion or belief, disability or sexual orientation, marital or civil partnership status, part-time or fixed-term contract status, pregnancy or maternity.


	
	Source:
	 UK Food and Grocery sector report 2018 -2019


Table 1   UK Top 5 Food & Grocery Retailers by Market Share in 2018/19
Table 1 provides the diversity statements of the UK top 5 companies in the retail food industry. A common theme of each statement is to emphasize the equal treatment to each employee regardless of any differences. Those companies all embrace an inclusive culture. They not only appreciate the existing diversity in the workplace but also choose to be inclusive to diversity. However, the issue lies in this is related to the discussion that equal attention needs to be paid on people of differences, while it is still possible that some differences, such as race and sex, remain disadvantaged at work nowadays (Konrad et al., 2006). To avoid this happen, my efforts in this report will be made to focus on the major three elements of the diversity, which are gender, races, generation. According to the three elements, I am going to present the workforce diversity trends in the UK demographically, and then I will analyze the benefits and challenges of managing a diverse workplace.  
[bookmark: _Toc19519390]2.2. Workforce diversity trends in the UK
[bookmark: _Toc19519391]2.2.1. Ethnic Minority Trend 2000-2011

Figure 1: Population of England and Wales by ethnicity (England and Wales 2011 Census, 2011)
Diversity in the workplace has become more and more critical due to the increasing ethnic minority in the U.K. population. According to England and Wales 2011 Census, from 2001 to 2011, white people residing in England and Wales decreased from 91.2% to 85.9%. In particular, White British had declined from 87.4% to 80.5%, equalled to 45,134,686 in 2011. An Asian ethnic group was shown the second-largest population (at 7.5%) with the fastest increasing speed during the ten years. Moreover, the population of black with African origin increased from 0.9% in 2001 to 1.8% in 2011.
[bookmark: _Toc19519392]2.2.2. Gender Trends in the UK  
As the 2011 Census indicates, the female made up 51% of the total population in England and Wales, while the male population takes up the rest of the 49%. The result suggests that the distribution between male and female in most of the ethnic groups remain similar (Male and female populations - GOV.UK Ethnicity facts and figures, 2011).
It is worth noting that the number of working women increased compared with before. As for 2019, more than two-thirds (71.8%) of the female that aged 16-64 are working, which has made the highest record in terms of the percentage since 1971 as the statistics of the Office of National Statistics show (Labour market overview, UK - Office for National Statistics, 2019). As for male employees, 80.3% of men aged 16–64 are currently employed (Labour market overview, UK - Office for National Statistics, 2019) 
We should pay particular attention to women's higher education nowadays. As it is demonstrated in Akin 2017-2018, 57% of the higher education students got admitted were women (Higher Education Student Statistics: UK, 2016/17 - Student numbers and characteristics | HESA, 2018).

Figure 2: Gender Pay Gap (1997 -2018) Source: Annual Survey of Hours and Earnings (ASHE) - Office for National Statistics
The gender pay gap is narrowing, for full- and part-time workers combined in the United Kingdom fell to 17.9% in 2018. However, women still make less than man; currently, approximately 80% of men's median hourly wages. (Gender pay gap in the UK2018 - Office for National Statistics, 2018) 
[bookmark: _Toc19519393]2.2.3. Generation Trends in the UK 

 
Figure 3: Population of Different Generation in the UK 2015) Source: (Statista Research Department, 2016)

From the workforce of view, there were 14.8 million baby boomers across the nation in 2015, making it the largest generational cohort at that time, as shown in the figure. The millennial generation accounted for 13,8 million people, become the second-largest group in the workplace market. (Statista Research Department, 2016)
The phenomenon of increasing of the aging population in the UK remains a noticeable subject. In 1997, 15.9% of the total population aged over 65, while this ratio has been increased to 18.2% in 2017, and would be expected to grow to 24% by 2037.
A prediction is made that by 2020, the millennials will dominate the global workforce (35%), and generation X will make up 35%, while the baby boomers will be only 6%  (2020 workforce to be dominated by millennials | Business Leader News, 2019).
The phenomenon of increase of the aging population in the society demonstrates a gap in the workforce in the future, which is a worry for businesses since they need to recruit talents to support the production. Leverage the diversity proactively to generate the best result in different respect for the company. A well-designed diversity training program should be practiced.  
While the workplace diversity is perceived to be increasing and therefore offering training for employees to accept and understand differences among the workforce is beneficial to create a pleasant work environment. Employees should hold open-minded attitudes to the fact that people are different, especially since people from different ethnic and personal background would need to demonstrate their habits.
Prejudice and discrimination against people of differences in the workplace can increase internal work conflicts. This requires to develop an organisational culture, which is embracing diversity and meanwhile to set policies with objective regulations to prevent internal issues. Moreover, for some cultures, there is sensitivity to be seen from communication, which requires organizations to offer training for employees.
[bookmark: _Toc19519394]2.2.4. Conclusion 
According to race, gender, generation trends, we can predict that diversity in the workplace in the UK is going to increase over time continuously. Working and managing with people from diverse cultures, beliefs, and background is inevitable for every organization. We have to recognize that our organization is evolving and diversifying at the same time. Diversity is going to become a new normal.  In the next section, I am going to talk about how diversity policy in the workplace can help keep employees and also improve the talent pipeline. 
[bookmark: _Toc19519395]3. Benefits of Diversity policy initiatives in the workplace on improving retention and talent pipeline 
3.1. Diversity can bring more talent 
For the role of leaders in an organization, diversity benefits the organization to determine sources of talents and to gain an essential competitive power among others to attract diverse talents.
For a company that demonstrates cultural diversity in the workplace, it is more competitive to attract more candidates to apply for job positions. According to a survey, hunters nowadays tend to evaluate the diversity in the workplace through the job offers and companies’ acceptance of differences (Katie Reynolds, 2019).  More and more students in higher education have experienced diversity; especially international students have the opportunities to enter different schools geographically. Hence, companies can recruit those people who have enjoyed diversity in the past (Ottaviani and Peri, 2006). It is an effective method to ease the pressures from a high turnover rate.
 In a word, a company with a strong commitment to diversity can attract more ambitious, globally-minded candidates. The broader talent pool offers a more significant opportunity to choose the best of the best talent in the industry for the company. 

[bookmark: _Toc19519396]3.2. Diversity policy initiatives may make work a better place to stay
According to the above analysis of workforce diversity trends in the UK, companies have experienced diversifying more and more with the time pass by, and it is very beneficial to build up an environment that everyone appreciates the workforce diversity.

Figure 4: Britain Best Paying Supermarkets (Munbodh, 2019)
The payments to the floor workers among the top food retailers in the UK are very tight and close nowadays. (Emma Munbodh, 2019) Therefore most employees probably would not leave the workplace because of the wage differences. Corporate culture and other benefits inevitably weigh more critical to people's retention.
For example, in a company with generation diversity, knowledge more often transfers from more experience’s workers to less-experienced workers. The skill diversity could be appreciated by employees and stimulate tighter bond in the organization. The apprenticeship also makes the workplace more enjoyable.  
According to a recent survey conducted by Gallup, it reveals that only 13% of the employees are fully engaged with the work. The cohort born after 1980 demonstrates the lowest engagement at work, while there have been various surveys confirmed that diversity is now an important subject to bring up since Generation Y or the Millennials nowadays are quite diverse (Hunt, Layton and Prince, 2014).
Besides the above benefits, some evidence and data show that a commitment to diversity may improve the financial performance of the organization.

[bookmark: _Toc19519397]3.3. Diversity workforce may improve the Financial Performance

Figure 5: Executive Gender Diversity by Quartile

Figure 6: Executive Ethnic Diversity by Attitude
In terms of performance, it is viewed that radical diverse team tends to perform better than those non-diverse teams by 35%. Teams where men and women are equal earn 41% more revenue.  It could be found that the correlation between ethnic diversity and financial performance is even more strongly pronounced for UK companies than elsewhere.
McKinsey has been studying the subject of diversity at work as well in recent years. The survey finds that for those companies that demonstrate gender diversity in the executive team tend to be more profitable by 7% than others in 2014. According to the data extracted in 2017, the significance of having women in the top management team has been increased to 10%. Besides, in terms of ethic and cultural diversity, those companies that have demonstrated 15% higher performance compared with others in 2014, which tendency is steady in 2017 as it is 15%.

Figure 7: UK-FTSE-350Companies with Women on Board
Return on investment remains a vital index to demonstrate results for companies, and as figure 7 shows, for those companies that have at least one female executive board member tend to perform better than those companies that only have male executives throughout three markets studied (Francesca Lagerberg, 2015).
In the UK, FTSE 350 companies with diverse boards outperformed rivals by 0.53%, which translates into an opportunity cost of US$74bn (Grant Thornton's Global Research Centre and Linstock Communications, 2015).
 Gender diversity has increased in the senior executive team in the nation, which is associated with a better performance in the business. The study shows that with the 10% increased in gender diversity, which contributes 3.5% of the EBIT. 
In the meanwhile, it is viewed that diversity can set substantial competitiveness among companies since unequal performance is demonstrated among those companies who use different diversity policy in the same industry and the same countries.
[bookmark: _Toc19519398]3.4. Key finding 
· The benefits of Diversity policy initiatives can bring more talent
· The benefits of Diversity Policy initiatives can make work a better place to stay
· Workforce diversity may improve the financial performance of a company
[bookmark: _Toc19519399]4. Challenges of Diversity in the workplace 
Workforce Diversity may generate many benefits in the workplace. However, there is one important issue we need to identify. Pursuing workforce diversity alone does not lead to those benefits directly.  Diversity, by itself, is still a big challenge for many organizations and leaders. Because it is always more comfortable to be with people who look, think, and act similarly to ourselves. The confrontational aspect of different viewpoints is complicated and harder to manage. Organization and people may not be willing to make extra efforts in the diversity management if it could be avoided. As managers, firstly, we need to admit and recognize those challenges of diversity, especially happened in the process of recruiting and retention. Moreover, we can help transfer the potential challenges to the advantages of a company through strategic policies and leadership.
[bookmark: _Toc19519400]4.1. Top management 
The first significant challenge is the top management itself.  Forbes Insights report found that the top management team is willing to embrace the success of diversity and to make it responsive for them to adopt according, and this must be how diversity can be demonstrated in the end (social hire-THE RECRUITING DIVISION, no date).
Diversity needs support with the proper recruiting actions and procedures. In the diversity program,  the recruiting needs to go first in an organisation. It remains the first step to follow for diversity recruiting and to achieve true diversity. If the organizations do not demonstrate successful diverse integration, it is then difficult for those employees to remain in the organization.
Also, organizations need to create a positive environment by having authority and leadership supporting diversity. It is essential to point out that top-down change can last longer in the organization to enact certain practices and activities. The actions and requirements of leaders also tend to count better. For the leaders to voice out the situation of the organization can also effectively gain support from employees accordingly (Kaplan et al., 2018). Organizations need to take the stance of showing a serious commitment to diversity management (Dass and Parker, 1999). If companies do not show strong commitment, they might soon face issues and dilemmas in the process to deal with the diversity of employees. It is still a challenge for organizations to improve diversity effectively since homogeneity remains a trend (Richard and Richard, 2001).
[bookmark: _Toc19519401]4.2. HR Department
The second main challenge to strategic diversity is the capability of the human resource team.  Organisations currently are facing the trend of globalization and talent competition. The HR system in organizations needs to be adjusted in order to suit the changes of the society (Ferris, Gerald; Frink, Dwight; Galang, 1993). To adequately play a strategic diversity role, the HR team have to be aware of and overcome their discrimination and bias possibly happened in the recruiting and retention process.
McKinsey & Company survey of 2,700 employers in 2013(Cited in Hunt, Layton and Prince, 2015) found that only 31 percent believed they were doing a good job in recruiting and retaining young talent as the table shows that hiring the wrong external candidate now costs in the London region of £20,186. That sum covers recruitment fees, advertising, assessment of applications, interviews, introduction, and training (onboarding), and the first three months of salary; it also factors in such negatives as weak work outputs, loss of productivity, disruption to projects and then the cost of putting things right by recruiting someone new. 
	Region
	Recruitment cost
	Replacement cost
	Total cost

	North
	£7,186
	£9,071
	£16,257

	Midlands
	£7,994
	£10,307
	£18,301

	East
	£9,305
	£10,311
	£19,616

	London
	£9,101
	£11,085
	£20,186

	South
	£8,319
	£10,090
	£18,409

	Wales
	£6,646
	£8,466
	£15,112

	Scotland
	£6,441
	£10,155
	£16,596


Figure 8 Source: (AXELOS, Cited in Stuart Gentle 2018)
[bookmark: _Toc19519402]4.3. Key Finding 
· Top managers have to commit to the diversity management
· HR team have to take steps to alter conditions
· Diversity must be integrated and central to the goal of the organisation
[bookmark: _Toc19519403]5. Diversity Management
Diversity training could be an initiative to create awareness of the diversity issues and to ensure more cohesive teamwork within the organisation (Beldock, 2012). As highlighted above, diversity goes beyond colour and could include diversity factors that may include gender, race, caste, religion, and disabilities (Zhang and Hou, 2012). In order to enhance its diversity, the HR team of Malone Superbuy could chalk out different training programmes. Before organising diversity training, it is vital that the HR professionals working within the organisation first build the commitment of the top management of the firm towards the diversity drive within the organisation. In this regard, the role of HR is the key to win the inspiration and commitment of the top management of the firm (Allen et al., 2004). The strategy that the HR could use to highlight the positive benefits, particularly the competitive advantage that the organisation could capture as a result of implementing diversity management policy. In this regard, through dedicated measures in terms of diversity, Malone Superbuy could be in a position to significantly boost its creativity and innovation (Ardichvili, Zavyalova and Minina, 2012). This means the better accomplishment of the firm's strategic goals as the organisation has been striving to access an image-based positioning in the market that requires out of box actions and substantial innovation. Furthermore, through dedicated measures in terms of diversity, Malone Superbuy could be able to access a more excellent range of perspectives and high-quality solutions for the strategic issues confronting the organisation (Strachan, French and Burgess, 2010). This means that what emerged to be the challenges for the organisation could be turned into opportunities through effective diversity management.
Besides,  winning the top management commitment and dedication to diversity measures, the HR of the firm should look for creating the desired platform for diversity management within the organisation (Barmes and Ashtiany, 2003). In this regard, the perceptions and attitude of the members of the organisation should be altered, where they should start believing in diversity. Diversity within the organisation should be considered as an opportunity rather than a challenge. In this regard, the HR team of Malone Superbuy should launch an awareness-based initiative (Bond and Haynes, 2014). The primary objectives of the initiative should be to raise the awareness of employee working within the organisation regarding diversity and its significance. The understanding of the members of the organisation should be developed . The future of the organisation lies in sound dedication to diversity, as a range of synergies could be accessed as a result of the diversity (Patrick and Kumar, 2012). Also, in different circumstances, employees belonging to diverse groups usually perform without intentions causing significance troubles for the diverse groups because of the prejudices and cultural assumptions (Beldock, 2012). The awareness-based initiative that the organisation should be launching, therefore, be stressing the importance of diversity within the organisation, why it has become an imperative for the organisation, and what prejudices and cultural assumptions are usually held and how it caused diversity issues (Ozbiligin and Tatli, 2008). 
Moreover, the enterprise should look for changing the behaviour of members of the organisation, which helps the firm in accessing the positive synergies associated with diversity management and overcoming the problems that could be otherwise witnessed by the firm (Arneson, Rothwell and Naughton, 2013). Training and development activities in this regard are vital as this could help the organisation to equip its members with the range of skills and resources that they could use to magnify the return of the firm and ensure smooth functioning of the organisation (Brewster, Mayrthofer and Morely, 2016). There is a range of training activities that the training manager working within the organisation could initiate; however, the following are the primary training techniques that the enterprise could implement.
[bookmark: _Toc19519404]6. Training Programme for Diversity Management 
The training programmes should be launched to enhance the professional management and leadership skill and qualification of the members of the organisation so that they could expertly handle issues emerging from the growing diversity within the organisation (Chi, Wu and Lin, 2011). Training of the members of the organisation is vital because as per the findings of High-Performance Work System (HPWS) (2019), the employees of Malone Superbuy could effectively realise the firm's strategic goals and objectives only if employees have the knowledge and skills to do a good job. Taking into consideration diversity issues, this means that they could address diversity issue effectively only if they have the skills and resources to practice such issues. Otherwise, diversity could be a challenge for the organisation, and it could distract the organisation form the realisation of its long-term goals and objectives (Boxall and Purcell, 2008). Furthermore, the reward and motivation strategies of the firm should be aligned with the diversity goals of the firm and some vital link between the diversity goals, and the rewards of the employee should be established. If there is a reliable link between the two, members of the organisation could be effectively contributing to the diversity goals of the firm (Leatherbarrow, Fletcher and Currie, 2010). Moreover, employees of Malone Superbuy should be provided with a congenial environment for practicing diversity and the realisation of the diversity goals. This means that the norms and values of the firm and associated changes within the firm's structure should be brought to ensure that the diversity pays off the firm (Choi, 2013). When this groundwork is completed, the following are the actual training initiative that the management of the firm should be taken for training and development of the members of the organisation.
[bookmark: _Toc19519405]6.1. Design core courses 
The first dilemma that the organisation has been confronting in this regard is that what courses the enterprise should develop to impart the desired training in terms of diversity management (DeCenzo and Robbins, 2008). The training activities within the organisation should start from the first-line management and middle management of the firm. The bottom-up approach has been suggested to the organisation because Malone Superbuy has been following an internal promotion policy, where the employees of the firm are promoted to the management ranks (Mishra and Smyth, 2012). Due to internal promotion policy within the organisation, although the first-line management of the firm and middle-level managers working within the organisation are technically proficient, nevertheless, they are lacking soft skills that are needed for handling diversity issues. Considering this training activity should be launched for the first-line and middle-level managers of the firm, which should equip them with the diversity management skills and how diversity within the organisation could be used for the better realisation of the firm's strategic goals.
Different courses could be offered to the members of the organisation, which may include diversity management, strategic management, people management, project management, employment laws for the management, and finance for the non-finance managers. The diversity management course could help the incumbents build their skills and talent on how they would be able to leverage diversity to magnify the firm's return. The main issue is how diverse teams within the organisation could be formed for enhancing the creativity and innovation of the organisation (Arneson, Rothwell and Naughton, 2013). On the other hand, strategic management could aim to enhance the skills and talent of the members of the organisation that how they could think strategically. This course is vital in a sense that the organisation has promoted most of its employee to the first-level and middle-level management position, who are currently lacking the desired strategic thinking while planning and executing strategies within the organisation (Ardichvili, Zavyalova and Minina, 2012). 
The third course we could offer to the incumbent in this regard is people management, where the skills and talent of the members of the organisation can be developed. The course should aim to enhance the behavioural understandings of the members of the organisation (Beldock, 2012). Resultantly, members of the organisation could be able to develop a better understanding of the diverse employees that could lead to the formulation of practical strategies that enhanced the firm's people management aspects that have been currently ignored within the organisation (Strachan, French and Burgess, 2010). Moreover, the course will help managers develop the leadership skills to get the team performing at their best, realising their full potentials and adding maximum value to the organisation (Allen et al., 2004). 
On the other hand, the project management course is another vital course where the HR management team of the organisation should be providing training to the members of the organisation that how effectively they could plan and execute projects. As the organisation has been operating in a changing environmental dynamic, it could be initiating different projects that may range from opening new stores to the launching of new divisions (Boxall and Purcell, 2008). When it has solid skills and competencies in terms of project management, it could effectively initiate and execute such projects that could lead towards the better realisation of the firm’s long-term goals (Allen et al., 2004). 
Furthermore, as the organisation has been committed to diversity within the organisation, in the future, the organisation will be confronting a range of legal issues associated with diversity management. As the law concerning diversity is updated now and then, the incumbents should reflect how they could ensure the fulfillment of the relevant laws enforced within the UK (Zhang and Hou, 2012). 
The course ‘finance for the non-finance manager' is the last course that the firm should be offering where the financial analysis and accounting skills of the members of the organisation could be developed. The course is vital for the management position holders, as they lack the desired financial analysis skills, which are needed for effective planning and execution of the firm's strategies.  When the management of the firm has some foundation level skills, they could be able to carry out reliable financial analysis of their plans and the use of quantitative tools and techniques to find out the best alternatives that could magnify the firm’s future returns. 
[bookmark: _Toc19519406]6.2 How to structure the training program 
[bookmark: _Toc19519407]The different training courses require different competencies of lecturers. Some of the courses are fundamental and does not require a more advanced technical level of knowledge and competencies. Hence individuals from the HR department could be able to offer such courses (Ardichvili, Zavyalova and Minina, 2012). For example, the lecturers from HR department could offer class-based training to the members of the organisation. The class content could be combined with case studies and role-playing to ensure the acquisition of the training (Chi, Wu and Lin, 2011). The line managers of the departments or the division should also involve in such training activities, which ensures the realisation of the desired training objectives (DeCenzo and Robbins, 2008). On the other hand, for the courses like employment laws for the management, and finance for the non-finance managers, as these are technical subjects and are required advance level competencies, the HR team could outsource such training programmes to the specialized agencies. There is a range of organisations that offered specialized training and development, and the organisation could use the services of such firms (Zhang and Hou, 2012). To ensure the desired skills, individuals from the HR and the respective line department should have input in such training. The proactive willingness of individuals towards to the training could ensure the attendance and effectiveness, which could lead to the development of the desired skills and competencies, which can meet the better realisation of the firm's strategic goals (Patrick and Kumar, 2012).
6.3.  Performance management 
Besides implementing a training programme,  we also need to check the effectiveness of the training. The management team should develop a better understanding regarding the effectiveness of training (Ardichvili, Zavyalova and Minina, 2012). For this purpose, the general approach is using the employees and line managers opinion for evaluating the effectiveness of training. (Arneson, Rothwell and Naughton, 2013). However, Arneson, Rothwell, and Naughton (2013) believe that opinion surveys are not a valid measure of training effectiveness. We suggest that the firm should adopt performance-based measures, which could indicate the effectiveness of training by considering the cost and benefits. According to Pitts and Wise (2011) the performance-based evaluation of training is the most effective measures as it highlights the strengths and weaknesses of the system. 
For the implementation of the performance-based evaluation, the HR team could have a benchmark performance of the employees who have participated in the training programmes (Barmes and Ashtiany, 2003). The past performance of the employees could be considered as a benchmark. The post-training performance should be used to evaluate the effectiveness of training within the organisation (Ardichvili, Zavyalova and Minina, 2012). By comparing the pre-training performance with the post training's performance of the employees, the HR team could get a direction of the effectiveness of training. HR could determine whether any change needs to be made during the process of training in the future. (Boxall and Purcell, 2008).  
Another method of performance evaluation is the comparison of pre-post training performance with the control group (DeCenzo and Robbins, 2008). Besides comparing the performance of the employee before and after training,  we can compare the performance of people who did not take part in the training programmes. In this way, HR team could set another benchmark for evaluation.  (Pitts and Wise, 2011). This is considered a more useful measure for performance management. Arneson, Rothwell and Naughton (2013)pointed out that some environmental threats and opportunities account for the differences in performance. To reduce the impact of variables, the management team could use the performance management system, which is to compare the pre, and post-training performance of the employees with the performance of the people who did not participate in the training activities (Brewster, Mayrthofer and Morely, 2016).  
Based on the analysis carried out, the HR manager of Malone Superbuy should establish the effectiveness of training for the organisation. The analysis will help identify which of the training method is more useful to improve the competencies of the employees. The effectiveness of the training programmes can help form the foundation of the training initiative for the organisation (Ardichvili, Zavyalova and Minina, 2012). Through the performance management system, we are confident that more and more effective training methods would be applied in the future.
Furthermore, we recommend that the training activities of the employees should be linked with the motivation and reward system. This is because motivation and prize could work as a reinforcer to improve the effectiveness of the training activities (Boxall and Purcell, 2008). The enterprise should link its internal promotion with the employees performance after taking the training programme. Employees who have actively participated in the training activities and delivered a better performance after the training should be considered for promotions. (Ardichvili, Zavyalova and Minina, 2012). 
[bookmark: _Toc19519408]7. Recommendation 
 We strongly recommend that the organisation need to align its strategic HR objectives with the generic strategies that the organisation has been chasing. From the information provided, we can see that the organisation generic strategies aim to realise a niche differentiation advantage within the industry (Brewster, Mayrthofer and Morely, 2016). Rather than fulfilling the needs of the broader target market, Malone Superbuy has been aiming to target a niche segment in the market. The strategy of pursuing the niche market is to focus on the image, quality, and differentiation advantage. The idea behind HR strategy for the organisation should be to recruit,select, train, motivate and retain human capital that worked for enhancing the image and differentiation of the business enterprise (Boxall and Purcell, 2008). The existing HR strategies of the firm are not aligned with the firm's generic strategies very well.  It has been aiming to cut the labour cost, which in turn has been resulting in the loss of synergies that the firm could have created (Brewster, Mayrthofer and Morely, 2016). We also recommend the HR manager of Malone Superbuy to apply the diversity strategies. Diversity management is feasible for the organisation, not only because the current legal, regulatory and social environment prevailing within the UK has been pushing more significant opportunities for organisations, but also there are lots of effective diversity strategies available. (DeCenzo and Robbins, 2008). 
According to the generic strategies of the firm, diversity management could help the organisation in enhancing its creativity and innovation. Because effective diversity management requires Malone Superbuy to recruit, select, and train individuals with diverse backgrounds (Arneson, Rothwell and Naughton, 2013). When such talents become part of the organisation, they would work in different teams and continuously boost creativity and innovation. The organisation will be able to offer products, services, and strategies that could add real differentiation to the firm's image in the market (Pitts and Wise, 2011). Furthermore, by pursuing diversity within the organisation, Malone Superbuy will be able to create in-group competition, which will have a  positive impact on the long-term strategic goals that the organisation has been realising (Zhang and Hou, 2012). This is because members of the organisation will be looking for an out of box approach to chase the goals of the firm and bring out creative problem solving, which is crucial for the organisation survival within the industry (Pitts and Wise, 2011).  
Furthermore, we recommend that the organisation should invest in its human capital in the form of training and development. Because a proper realisation of the firm's strategic goals mainly depends on the human capital, which is possessed by the enterprise (Patrick and Kumar, 2012). We have recommended an initial training programme above. It is equally crucial that the off-job training could be carried on in organisation also with the active coaching and mentoring activities.  Furthermore, by developing a qualified human capital, the enterprise could be able to capture opportunities emerging from the diversity management. This because workforce diversity is seen as a two-way sword. It has positive impacts and some negative impacts as well (Ozbiligin and Tatli, 2008). However, the positive synergies associated with diversity is realised by organisations. (Strachan, French and Burgess, 2010). Through training and development activities that have recommended in the report, We believe that HR management team will be able to develop the fundamental skills and competencies for the members of the organisation, which could result in overcoming the negative impacts that are associated with diversity issues.

[bookmark: _Toc19519409]8. Conclusion: 
To conclude, diversity is an important subject to be addressed in this report. Meanwhile, it is an inevitable trend for organizations who are facing globalization with opportunities. In order to justify the importance of diversity, we have pointed out that effective diversity management leads to better performance in an organization. In this report, various authorities have demonstrated the essential advantages that diversity can drive for organizations to gain. To take advantage of diversity, it requires not only the efforts from HR but also the support from the top management. We found out that implementing the diversity policy would help an organisation deal with the issues of the workforce gap and improve the talent pipeline. Diversity also leads to an improvement in the company's profitability. The top-down changes to improve diversity is still well supported since organizations need to seek positive synergies and to ensure the realisation of long-term goals.
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