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Human resource management (HRM) is the important or critical key to the overall success and development of an organization in the concerned market of business activities and operations effectively. This essay will identify the needs of human resource management strategies and policies. In order to effectively sustain in a business environment or market and industry business organizations are effectively required having good human resource management practices. It helps the organizations to achieve the set business goals and targets by managing of people and performance within the respective organization. The following essay will discuss and evaluate the needs and benefits of effective HRM policies and strategies for the organization of Tyrone Superstores Ltd as identified from the case study (Saddozai, 2017). The analysis of the case study effectively highlights some core challenges and issues that are faced by the business of Tyrone Superstores Ltd, in the retail supermarket industry of UK. At present the organization has nearly 1000 staffs and employees with dependence upon student workers and part time labours with the management staff working full time under the HRM department which is based at the respective Head Office of Tyrone Superstores Ltd. These issues and challenges effectively pertain to the poor training and development along with medium to high turnover of labour in addition to poor staff morale and motivation. These challenges as identified from the case study can be effectively addressed by the implementation of robust HRM policies and strategies. 
[bookmark: _Toc40817777]Needs of progressive and robust HRM policies
HRM policies are specifically the different guidelines signifying the steps and measures which organizations must include for the purpose of enabling the effective people management within the organization and achieve the required levels of performance to achieve the set business goals and targets effectively. Now from the perspective of the case study organization Tyrone Superstores Ltd, the implementation of HRM policies hold a high level of significance and importance. It can help a business organization to set the proper HR objectives and achieve them thoroughly to meet the future business needs, goals and targets. It can also be stepping stone for Tyrone Superstores Ltd towards high performance and improved customer support and services which can add to competitive edge over the respective rival organizations in the market. The HRM policies will be useful for the respective supermarket to mitigate the different human resource challenges and issues faced by the organization as identified from the case study analysis. The policies can also be effective in boosting the overall performance and productivity of the workforce to a higher or desired level effectively. Therefore, the needs and benefits of the HRM policies for the organization of Tyrone Superstores Ltd can be explained and linked to the following areas of employee management effectively;
Training and development	
From the analysis of the case study, it is identified that the organization of Tyrone Superstores Ltd lacks proper training and development facilities. The business only offers basic training and development to the staffs at shop floor which does not cater to the skill and competency development among the staffs and employees. In addition the managers are also sometimes seen to be untrained. This as per the case analysis have impacted and influence the overall performance and productivity of the organization to a greater extent which has directly impacted the quality of the services and support that are seen to be delivered to the customers and buyers. This can lead to competitive disadvantage for Tyrone Superstores Ltd in the respective industry over a long term (Meijerink, 2016). Thus robust HRM policies identifying the training and development programs for the staffs and employees can be effectively used to address this core HR challenge faced by the business. BY the HRM policy, the training and development programs can be arranged to bridge the existing skill gap within the organization. For example; the staffs and managers can be trained in areas such as communication skills, decision making skills, and team work skills, time management skills which can help to boost the skill and competency of the workforce effectively. It can also help to identify the customer service gaps and fulfil such gaps with improved quality of services and facilities effectively.  This can directly boost the overall workforce skill and competency and drive the organization towards better performance and productivity in the future years of business activities and operations. In addition it is also possible for the organization to analyse the success of the trainings and development programs, identify flaws and make changes to the programs for achievement of best results, outcomes and workforce performance as a whole. Training and development can also promote a learning culture within the organization and enabling the professional development of the staffs and employees which can be transferred to workplace for achievement high performance results and outputs contributing to the organizational development in future years of business activities and operations effectively 
Employee Motivation and Engagement
From the analysis of the case study, it is also evident that Tyrone Superstores Ltd faces the issue of low employee motivation and engagement. It is identifiable from the case analysis that the staffs and employees feel neglected in the organization as their grievances are not addressed seriously by the managers. In addition, considering the fact that the organization has flexible working hours, often the staffs and employees are seen to work without a proper mentioned working hour, without any benefits and compensations. This results in high stress and burnout among the staffs and employees which ultimately causes dissatisfaction towards the work resulting in low motivation and low levels of engagement. Such a situation is often negative for the business of Tyrone Superstores Ltd as it reduces the workforce performance and the levels of customer services are bound to deteriorate (Barrena-Martínez, 2019). The business can lose customers and even suffer huge losses due to poor performance of the workforce. Therefore the HRM policies must be useful in perspective of addressing the motivation as well as engagement levels of the workforce in Tyrone Superstores Ltd effectively. For example; by implementation of effective performance management and reward management systems and policies, it is possible for Tyrone Superstores Ltd to reward good performances in the workplace. The highly performing staffs and employees can be offered promotions, recognitions as well as financial compensations on behalf of the good and hard work. This largely impacts the motivation of staffs to work harder and achieve the goals of the business with higher motivation and engagement levels.  Therefore the entire performance of the workforce can be boosted largely. In addition by incorporation of the motivational theories such as Herzberg’s theory, it is also possible for Tyrone Superstores Ltd to offer employees with proper work environment, suitable working hours and necessities which can generate high satisfaction and commitment towards work. As a part of the HRM policy, it is also possible for the organization of Tyrone Superstores Ltd, to develop a two way communication channel that can result in effective communication among the managers and the ground level staffs and employees effectively. It must be ensured that all the grievances of the staffs and employees are properly heard and addressed to satisfy the staffs. In addition, this can also make the staffs feel valuable to the organization which will have a direct impact or influence over the motivation and engagement levels towards the work. The HRM policy can also be targeted to offer the staffs and employees with improved empowerment which can directly impact the motivation and morale of the workforce positively. 
Recruitment and selection 
It has also been identified from the case analysis, that Tyrone Superstores Ltd are dependent upon casual student and part time employees. This in longer term can have negative consequences regarding workforce competency and performance. Therefore the HRM policies can be integrated by the organization to develop a proper HR plan which can help to identify the HR needs for Tyrone Superstores Ltd, both in present and future. The HRM policy may also help the respective HRM department which is based at the head office to effective develop and implement a transparent recruitment and selection strategy that can help to attract potential and talented candidates for full time work at the stores (Peters and Lam, 2015). This can also help the organization of Tyrone Superstores Ltd, to develop a more concrete and robust workforce which is need to deliver the required and expected performance and productivity for the respective staffs and employees effectively. It is also important to offer and deliver the correct support and guidance to the respective organization in the perspective of fulfilment of the future human resource (HR) demands and needs.  The HRM policy for recruitment and selection can also be considered to be useful for workforce management for Tyrone Superstores Ltd in the future years of business activities and operations effectively. This can lead to better and stable workforce with more fulltime working staffs rather than the dependent upon part time and student labour with high turnover rates and skill gaps effectively. 
Ethics and standards
The HRM policies can also effectively direct towards establishment of workplace ethic, guidelines and ground rules which must be followed by all the staffs and managers of Tyrone Superstores Ltd. This can help to maintain the code of ethics and proper conducts ad behaviours in the workplace which is required to develop a performance oriented workforce with suitable and enjoyable workplace environment for the staffs and employees of Tyrone Superstores Ltd. 
However to successfully implement the HRM policies, it is needed for the organization to develop SMART HR objectives that can be achieved over a time period. The HR policies and strategies must cater to the objectives and fulfil the HR needs and demands of the respective workforce at Tyrone Superstores Ltd. In addition the organization must also effectively monitor and review the HRM policies and strategies so as to assure that the objectives are correctly met and fulfilled along with making significant changes to the HR policies when needed to achieve high performances (Albrecht, 2015). 
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  From the analysis presented in the essay, it is evident that the following and implementation of HRM policies and strategies will help the organization of Tyrone Superstores Ltd, to address and reduce the challenges in perspective of human resources which have been identified from the case study analysis. Through proper HRM policies and strategies the organization can effectively develop a competent training and development program which can help towards skill development and improving customer services. The HRM policies such as performance management and reward systems can help to improve the motivation and morale of the staffs and employees respectively.  In addition better management of the workforce can also be achieved through effective recruitment and selection strategies effectively. 
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