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EXECUTIVE SUMMARY
The drive behind this report is to outline the various people management issues Superbuy is facing and to make recommendations on how these issues can be resolved. The main people management issues this report will be looking at are; lack skilled managers promoted from shop floor to managerial levels, and lack of motivation to help retain employees. The need for a training and development program for these managers can no longer be ignored which account for the purpose of this report which is to develop a training and development program alongside an employee reward program to help Superbuy solve these pressing issues. This report affirms the choice of Superbuy promoting their shop floor workers to take managerial responsibilities but what it does not support is leaving them without a training or development program to improve their skills. It is no news that what makes an organisation succeed is it capability to make right managerial decision an if not well trained to carry out this function, the organisation will fail in attaining its objectives. Motivating and satisfying employees will have a direct effect on productivity, efficiency, effectiveness and profitability and this is what this report wants for Superbuy.
The Following recommendations were made to help superbuy shape its future through training, development and employee reward program;
With a successful analysis carried out to understand why management performance is low in superbuy, the author has recommended that Superbuy develop a training and development program to improve and enhance the skills of its workers. A cost effective online and classroom program has been developed to help Superbuy successfully improve their management skills. An evaluation of the training using Kirkpatrick’s model has equally been suggested to measure the impact of the training. 
To boost employee performance and productivity, a reward program which is equally cost effective have been designed to assist Superbuy solve their unmotivated workers and retain these workers. The report ends with general recommendation for Superbuy to implement so as to gain competitive advantage and lead in their domain.
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1. INTRODUCTION
The 100 years of Malone Superbuy’s existence clearly serve as an example of the changing and evolving world we are in today. The business world is what one will call a “survival for the fittest”. After recording years of success through good quality products, Superbuy is today faced with massive competition where it’s not just about the quality of products offered but extra services and technological advancement added. The business world has grown so competitive such that if creativity and innovation are not made an integral part of the business it will be wiped off the markets by competitors. (Mathis, 2010). Superbuy has however not been blind to the poison killing its competition game. They are technologically slow, faces high employee turnover rate, don’t belong to any trade union, have low skilled managerial staff to list a few. Acknowledging the fact that labour is a key resource to any organisational success, this report aims to help develop a training and development program to help Superbuy improve the skills of their shop floor workers made managers and to help give recommendations on how employee turnover rate can be reduced through employee reward policies. 
The author focuses on designing a training and development program alongside employee reward program to help Superbuy shape its future. 
To successfully attain the aims and objectives of the study the author has;
· Critically analysed the current unskilled labour situation in Superbuy
· Examined the existing training, development and rewards programs in superbuy
· Developed a training and development program alongside an employee reward system 
· Bring out the importance of having a good training, development and reward programmes.
· Outlined the difficulties involved in implementing the training and development programme 
· Made reasonable recommendations on how to reinforce training, development and employee reward.
1.1. Brief Literature Review of Key Terms.
a) Training and Development Programmes.
Recruiting is one thing and maintaining the skills of those recruited to make sure they are versed with new ways of doing things is another. HR POLCA functions (planning, organising, leading, controlling, administrative) are no easy task. Making sure the company has the required skilled staffs is of utmost importance as productivity and success greatly rely on it. According to Iffla, (2018), companies must make sure they are not just recruiting people but recruiting the right people with the right skills for their jobs. (Iffla, 2018). Effectiveness and efficiency can only be attained when staffs are constantly updated with new skills as the world remains a changing one. Armstrong and Landers, (2018) defines training and development as an integral part of the organisation aimed at enhancing the skills and talents of workers to keep delivering expected results. (Armstrong and Landers, 2018). Training and development enable individuals to learn, acquire new knowledge, gain new ideas and most importantly be more effective and efficient in their way’s things. Organisations must endeavour to continuously train and develop the skills of its workers to help boast productivity and reduce turnover rate. Carrier growth and development will enable employees climb up the organisational ladder. So many authors and scholars have written about this topic and theories have been developed to help organisations build and implement a training and development program. 
b) Employee Reward System
According to Yaneva, (2018), a satisfied individual will tend to perform better than an unsatisfied one. (Yaneva, 2018). In as much as organisations try to minimise cost and maximize profit, they have to take certain measures be it costly or not to satisfy their workers. Statistics has shown that when employees are satisfied in their work environment, they bring out the best in them and thus a direct effect on low turnover rate which is cost effective to organisations. Employee reward programs according to Došenović, (2016), refers to a system put in place in an organisation to appreciate and encourage employees for the work and efforts they contribute to the growth of the business. (Došenović, 2016). It serves as a motivation to these individuals to keep working hard. Rewards are not part of wages but may be costly to apply. A good reward program is beneficial to every organisation as such should be utilised to get more productive and efficient outcomes from employees.
2. Critical Analysis on The Chosen Problems 
a. Training and development Programs in Superbuy
As earlier mentioned, training and development should be an integral part of every organisation. The continuous flow of skilled labour is what every organisation should aim for to increase innovation and productivity. Training and development enable existing employees improve their skills through the acquisition of new knowledge and also set the pace for carrier development in the organisation. 
One of superbuy’s main issues resulting to their failure is shop floor workers with little or no managerial skills being promoted as managers without training making them unfit for the position. It is well known that organisational success depends on managerial decisions thus the need of skilled labour in management positions to avoid failure due to poor decision making. (Chendroyaperumal, 2010). Superbuy fail to understand that what worked for them in the past years will not work for them today as entry of new firms and innovation of existing firms in same sector is killing their competition. 
It equally states clearly that most of their shop floor workers are women and students and turnover rate is always high resulting from the fluctuating hours of students as they have to divided attention in both work and school and the late unlikely hours for women to work. They seem to know their problem but decide to add more as it makes no sense having these issues with shop floor staffs and still putting them in managerial positions with no training or development programs. However, superbuy’s managing director understands these issues and thought it wise to consult an external HR consultant to help draw a training and development program to help the business compete fiercely out here.
b. Employee Reward Policies in Superbuy
Employees will feel motivated to go to work if they are rewarded or satisfied. A company that constantly revaluate their reward policies to satisfy employees will benefit more than those that do not. Superbuy experiences medium or high turnover rate which is not good for them as they have to keep employing new staff every time. One of the reasons for high turnover rate is the lack of job satisfaction or incentives. Statistics have proven that 64% of employees quit their jobs because they are not motivated. (Fristin, 2018). Employees want to feel at home; they want to see their efforts rewarded both financially and non-financially. (Vukajlovic and Ostojic, 2016). For example, google goes a long way to make their employees feel at home, Nespresso encourages their employees with gifts and listen to their suggestions. An individual that feels   rewarded for their contribution to the organisation and are satisfied will be less prone to leave their jobs in search of greener pastures. (Vukajlovic and Ostojic, 2016). Superbuy fails to acknowledge their employees and pay them averagely. They equally weren’t affected by the minimum wage set by government as thus low anxiety to raise employees’ salaries. To add to this, they belong to no Trade Union which limits their recruitment of skilled labour as employees feel less represented and have no medium to express their grievances which leaves them no choice than to leave the company 
According to Fristin, (2018), employee satisfaction is a prime factor to every organisation aiming to compete in this business world. (Fristin, 2018).  Competition is the main focus and only the strongest can survive. When employees are happy, turnover rate reduces, profitability increases, innovative ideas are developed, efficiency and effective set in and organisational goals are successfully achieved. The lack of reward policies for employees in superbuy greatly contribute to its issues and should be re-evaluated for more profitable results.
3. Importance of Having a Training and Development Program in Superbuy.
It is no doubt that if one wants to put a roof over his house, he most understands the role this roof will play which obviously is to protect it from rain and extra sun. This being said, for Superbuy to understand they need a training and development program or framework, they must understand the role and benefit this program will bring to its organisation. Training and development bring a lot of positivity to the organisation and some of these positive contributions include;
· Improve and retain skilled labour: According to Kwon, (2019), Operating an organisation with high turnover rate will only go a long way to increase cost. (Kwon, 2019). Superbuy is noted for its medium and high turnover rates which puts them in a competitive disadvantage position.  A good training and development program will enable existing labour to develop their skills and equally permit them to grow in the organisation which in return makes them last longer in the organisation.
· Dust Away employee Flaws and increase performances. One can’t boost of knowing everything or doing everything right. Employees are faced with different flaws of which if trained they can become strengths. The presence of a training program will help shop floor workers in superbuy overcome their weaknesses and learn how to tackle managerial positions fiercely everything being equal it will increase performance.
· Serves as a Pipeline to takeover managers. Organisation are always faced with little or high employee turnover. People will come and go and with leaders or managers leaving the organisation they inflict negative influence in the organisation. Bringing in new labour to manage superbuy will not be a bad idea but, it is much better for employees that have been with the company to be trained to take over such responsibilities as they are already versed with the company culture and structure. (Bagdadli and Paoletti, 2001).  Superbuy seems to be to be doing the right thing by, promoting shop floor staffs to managerial positions but they leave it halfway as these shop floor staffs are not trained or their skills are not developed to fit theses new positions. A well programmed training and development system will not just help Superbuy improve their workers skills but enable them to climb up the company ladder which directly reduce turnover rate. This equally serve as motivation for when employees are promoted, they are motivated to give in their best.
· Improve Communication, Collaboration and Understanding amongst Employees. The flow of information in every part or level of the organisation is very important. Listening and understanding enhances efficiency and effectiveness in work done. Trained upper employees will better communicate organisational goals to lower level employees who will better understand what is being communicated and know how to deliver the results rightfully.
One could go on and on talking about the blessings training and development programs brings but there is always a negative side of every story. Though its blessings are more than curses, Training and development can be quite costly and time wasting for the organisation, but most highly recommended to be used by every organisation including Superbuy. The world is changing and skills most be improved to fit in. 
3.1 A Skill Training and Development Program to Help Superbuy shape its Future.
According to Kumari, (2013), every training and development follow a cycle or a process. This cycle enables the company to deliver the right training needed and follow-up to see it loopholes and success. (Kumari, 2013). Before designing a training and development program, the developers have to first identify the needs of the training or objectives of the training, followed by the training and development plan the next implementing the training and development in needed areas and lastly carrying out an overall evaluation of the programme. (Kumari, 2013). The training processes the author has used to enable superbuy understand is seen in the diagram bellow. 



Development and Training Process: (Kumari, 2013).

i. Assess the needs of the training.  Before embarking on a training and development program, the needs of the training must be assessed and analysed. Superbuy has to conduct a thorough assessment on the needs of the training. The two main important reasons for this assessment are to enable them to know what to train and how to train these people. (Kumari, 2013). From the case, it is already outlined that one of the major setbacks of superbuy ltd is the lack of skilled management as shop floor workers are promoted with no training. This first stage equally helps the business outline its training objectives as to what they want to achieve after the training.
Before the training and development program is designed, data is worth collecting at this stage to evaluate the actual skills of the employee against the role requirement position. (Kumari, 2013). In this case, questionnaires, interviews with employees have been collected by the Human Capital Audit which clearly state that most managers are promoted from shop floor and possess no managerial nor leadership skills to lead Superbuy forward. Thus the ‘What’ of the training is to improve the managerial and leadership skills of the shop floor workers to management level and the ‘How’ is the method this training will be delivered which will be both online and physical (shop training).
ii. Training Objectives:  Once the need of training has been assessed, Superbuy ltd have to list down their objectives or what they wish to achieve from this training. This training and development program have the following objectives:

	Performance Objectives 
	Training Objectives

	· New managerial and leadership knowledge acquisition
· Better understanding of managerial role and responsibility
· Increase managerial productivity
· Improve managerial and leadership skills
· See a change in behaviour
· People management
· Physical machinery skills

	· Interaction during training
· Questions and answers
· Test 
· Commitment



To summarise the above table, Superbuy’s main performance objective is to improve the managerial skills of shop floor workers made managers and to give a clear understanding of their new roles and responsibilities which will increase productivity and set a change for Superbuy’s future through profitability everything being equal. The other side shows the training objectives which is to have all trainees participate and be committed during the training program by asking questions, doing their assignments and test training and development evaluation.
iii. The Training and development design.  With the training and performance objectives clearly outlined, the training and development design is developed making sure the method and process of training will be delivered to achieve the final objectives. (Petridou and Spathis, 2001). The biggest loophole Superbuy has in its skills and talent management is the lack of required skills for managerial position as such the training design is aimed at resolving this issue. These shop floor managers have to learn the skills they need to manage and lead the 4000 employees in different shops. While designing a training and development program, certain factors must be included such as;
· Number of Personnel’s taking the training: Superbuy should make the training available to all managers especially those promoted from shop-floor level to managerial positions.  The number is not specified as the case makes no reference to the number of managers Superbuy own in all its shops. The training and development are designed for managers and leaders in the business as thus all of those performing these rules should participate in the training and development program.
· Training Location. As earlier mentioned, this training will take place online and physical (classrooms). Thus, the location of everyone involved will depend on which Superbuy outlet they are operating. The online training can be taken anywhere even at home as it will consist of an online course with questionnaires for managers to read and answer questions while the physical training will take place in the various different shops. The physical location will be in every store where managers will have training sessions both in the store private rooms and shop floor. This will help reduce expenditures on renting a different place for the training.
The reason for the different physical training in different shops is to enable Superbuy main managers offering the training multitask. Here, every shop will have their training three times a week on any days their comfortable with. This will increase flexibility and enable managers train at same time take care of their daily shop responsibilities. Also, to train them on how to interact with employees in the shop floor there will be need for every shop to tackle their staff and interact with them. This is to enhance flexibility and comfort.
· Time Needed and Consistency for the Training: The training will be intensified for a period of two month with consistent online training and three days per week physical training. This consistency is to help Superbuy gain a stability with its performance. Within this period of two-months training, managers and leaders should be able to apply these skills which will be evaluated to make the business attain its objectives. The physical training will be thrice a week for 6hours per day and a lunch break. While carrying out this classroom training, managers will also have to read some online courses and learn managerial software’s which will enable them to perform their duties rightfully. In a nutshell, the training will be carried out for a period of two month within which physical or classroom training will be thrice every week for 6hours per day and after this consistent training, the company will have to carryon further trainings as the managers perform their task.


	Time/Period
	Duration
	Activities

	· Month
· Weeks
· Days
· Hours
	· Two
· Eight weeks
· Three days a week
· Six hours with one-hour lunch 
	· Week one to six intense classroom and online training with questionnaires
· Week six to eight evaluation through test and questions. 



	 
· Personnel’s to deliver the training: For this managerial and leadership training to take place, well talented and skilful managers will have to deliver this training to the new managers. Superbuy will use some of their exiting top managers to deliver this training in the selected days and in different stores. This however will cause a gap as these managers have their jobs to do to keep the company moving forward. To limit the use of the existing managers, Superbuy will employ temporal external managers to train these new managers and offer them training on the managerial software’s and spreadsheets. 
· The Main Skills to Develop: Considering the intensified short period the training will be delivered, new managers can’t learn everything about their managerial and leadership roles within this period. The basis will lay the foundation for further development as they say “practice makes perfect” meaning the moment they develop and learn the main skills and talent; they will grow and develop more. The training will cover the specific roles of; Managerial functions POLCA (Planning, organising, leading, controlling and administrating), ethical skills, communication, tactical and technical skills. These skills will help them lay a foundation to their good managerial journey and leadership. 
· Materials Needed for the Training: Every training requires materials and superbuy in order to deliver this training they must assess the needed materials which will facilitate understanding and ease the training process. Considering the fact that there will be both technological and physical training, the needed material will include; handbooks with management information, brochures, tablets, board and some writing materials not forgetting exercises in the stores that will enable them work with people they will manage to know what is required from them and how to evaluate employees performance. These materials will facilitate both the classroom training and the technical training.
iv. Implementing the Training: This stage is an important stage where the trainer is the must important factor. Superbuy must ensure that at this stage, the people training these managers deliver a good job. A training design is important but there is no harm if the trainer decide to go out of the plan to make sure the training is being understood. The end goal is for the trainees to understand what is required from them and this greatly lies in the hands of those delivering the training. The “a la carte” procedure can be skipped if a trainer realises it not working and a more understandable method be used. The trainers have to show proof of advance facilitators which means making the training easy and comprehensible. It is also important that in the implementing phase all top management with required skills lead by examples and walk the talk. They should work hand in hand with the newly promoted managers to teach them on everyday basis. This will enable new management to learn and retain faster. 
v. Evaluation: This is the last stage of the training process, but it does not mean the end for developing talents. This stage is of utmost importance considering the cost the company endures to carry out this training and development. It determines if the goals of the training have been attained, create room for training improvement by analysing loopholes and lastly it gives information for future training ideas and methods. (Bates, 2004). At this stage, Superbuy will have to carry out an overall evaluation of the training and development program implemented to make sure the goals and objectives were attained and make room for corrections. The Kirkpatrick’s four level evaluation model which include; Reaction, learning, Behaviour and results should be used by Superbuy to analyse the change in employees’ skills and talents. (Bates, 2004). These four include;



Kirkpatrick’s Training and Development evaluation process: (Bates, 2004).



· Reaction: Superbuy should have personal interviews and questionnaires to all the shop floor promoted managers that took part in the training before and after the training to know their perceptions or views on how the training went. Questions like; was the training easy to understand? Were the relevant issues raised during the training? Do you think you will do better that you did before the training and so on? From these interactions, the trainers will be able to say if the training was well perceived and jot the loopholes from their replies for future improvement.
· Learning: The learning stage is what will enable Superbuy evaluate the skills and knowledge gained by trainees. Different measure can be used to analyse the knowledge and skills acquired by each manager during the training process these include; tests marks, assignment scores and completion time, notes on shop floor performances with shop floor workers, software test, response to KPI’s and an overall marking and comment from the trainers. This level should be able to tell the company if the goals of the training have been attained from the performance of the trainees.
· Behaviour: This stage measures the difference between the employee’s behaviour before the training and after the training at this stage, a change should be noticed. (Bates, 2004). The methods to be used to evaluate this may include; personal development questionnaires where the trainees say what they believe they have learned, on the job supervisions, customer reviews, employee feedback regarding their managers behaviours, group work and many others. This stage reveals the degree at which trained managers are willing to use their skills and knowledge acquired.
· Outcome/Results: This is a long-term evaluation process. The impacts of the training are seen in the long-term period where the sales, employee retention, employee job satisfaction, efficiency and effectiveness, productivity are improved. These results will show the degree at which the training was successful. One of the major problems Superbuy has is the high turnover rate and low employee satisfaction. The gaol for training is to enable managers and leaders know how to motivate their workers by making them feel accepted and when they feel happy and satisfied, they will not move to other companies thus there is a direct relationship between managerial development and retention of staff and satisfaction.
Kirkpatrick explains that these four evaluation stages can be quite time consuming and costly for an organisation. However, Superbuy’s is in desperate need of all stages as the company is facing lots of people management issues. These issues are interrelated and thus need for training and evaluation in all angles to enable them to recognise their loopholes and fix it while there is time.  It is important that every training be completed by an evaluation because it enables the organisation jot down the things that went wrong.
3.2 Challenges Faced in Implementing a Training and Development Program and how to overcome them.
Superbuy can shape its future by using the above training and development program to increase the capabilities and skills of their floor workers and those promoted to managerial level. While implementing this change, superbuy must understand that it won’t be all fun and easy. They will face challenges that may either delay the training process or lead to failure. Managers handling the training and development process must be prepared to control these obstacles to finish the training within the desired time. In the case of Superbuy who is operating with low budget, the following difficulties may be encountered but managers can counter them in different ways as seen below.
· Unnecessary Training: Some training may be carried out when not needed. The managers must make sure they allocate the right needs and deliver the necessary trainining needed to achieve the goal of the training. (Questia.com, 2019). The above training to up managerial skills is straight forward and contains only necessary areas.
· Cost. Training and development may not be too costly itself but the needs to fulfil this training may cost a fortune to the business. Training and development are costly to implement as the materials needed have to be provided, trainers have to be paid and many other expenditures. Superbuy will have to endure this cost as it is for a good cause. To solve this cost hindrance, Superbuy should choose less expensive materials and use more of their established managers to offer the training instead of outsourced ones.
· Time: Training can be quite long and time wasting depending on the time needed to acquire the desired objectives. The managers will have to shy away from their duties leaving the organisation with limited manager to carry out their functions thus the faster it is implemented the better. To manage time carefully, managers offering the training must endeavour to train in the easiest and must understandable way possible. They should be straight to the point in their training and avoid going off topic or beating around the bush to finish the training course within the two months specified time.
· Handling Change and Engaging trainees: Training and development involves change. Change in roles and job requirements. Getting employees ready for this change can be a hindrance as they might be reluctant to learn new skills. (Readiness for Change, 2010). Managers have to make sure all employees for training are ready. Superbuy is faced with an issue of promoting shop floor workers to managerial positions. For these new managers to accept the new skills may be a challenge which must be well managed. On the other hand, engaging them during the training might be difficult cause if they not willing to accept change they will hardly pay attention to the training program. To overcome this, Superbuy must create awareness for the change and get the trainees mentally ready to accept it. An increase in pay will be a good motivation to get their attention during the training as they know they will be getting something in return for their commitment and participation. 
· Maintaining consistency during the change: Delivering a consistent and quality training may be a hindrance. Superbuy operates in different locations in London. South east and south west makes it difficult to keep up with consistency. The quality of the training may not be the same as they are different managers training the newly promoted staffs. The general training will be followed by all, but different approaches maybe use depending on the trainers. To maintain the consistency, Superbuy should make sure the training program is being followed by all trainers and the results should be the same. They can mix match the trainers and swipe days for different locations to experience different trainers but make sure they a delivering the same content.
4. The Role an Employee Reward Policy Will Play in Superbuy (Importance).
As earlier defined, employee reward policy is a scheme organisation uses to encourage and motivate employees to increase their performance. (Došenović, 2016). The importance of having a re-evaluated employee reward in Superbuy are; 
· Increase performance and productivity: Reward and incentives has statically proven to bring the best out of employees. A compensated employee will work better than one that receives no reward for labour. (Lee Wonki and Hoyoung Kang, 2013). Wages serve as the main reward to labour but when little things like recognition, gifts to list a few are added to it, employee productivity and performance are more effective and efficient thus if Superbuy develops a reward scheme for its employee’s productivity will increase.
· Attract and Retain skilled labour:  A company that rewards its employees sends a positive to message to the outside world and make it desirable for many to apply to work for them. In like manner, an employee feeling happy with his reward and benefits will more likely stay and benefit than go searching elsewhere. (Lee Wonki and Hoyoung Kang, 2013). If Superbuy can create a remarkable reward policy, it will attract new skilled labour which will reduce it turnover rate.
· Employee satisfaction: A satisfied employee is a happy employee and a happy employee contribute nothing but greatness to the organisation which directly sail towards attainment of goals and target.
· Employee Loyalty: Rewarded employees according to Vukajlovic and Ostojic, (2016), tend to feel affectionate towards the business and treat it like was theirs. (Vukajlovic and Ostojic, 2016). Their loyalty lies with the business and thus they soil and work hard to see to it that organisational objectives are being achieved. These employees have a sense of belonging and feel recognised.
· Encourage Group work: Group incentive and joined target will enable every individual to work and corporate as a group to deliver the targets. A happy work environment brings together collective minds as they are saying goes “two minds are better than one “which will increase effectiveness and efficiency.
Just as the employee reward policy has its pros, it equally has its cons some of which are; may be costly to the company, Negative competition as other may want to outdo others in bad ways, employees may begin to expect a lot from the company and some managers may become biased and reward their favourites more. But it is still strongly advised to find a balance between these and have a reward system as productivity and good performance is what the organisation need.
4.1 Shaping Superbuy’s Future Through A Re-Evaluated Employee Reward Policy.
After stating the importance of owning an employee reward policy in an organisation, superbuy may consider using the below re-evaluated policy to help reduce employee turnover at the same being cost effective. The main objective of a reward system is to motivate workers and to attract new skilled labour. Maslow hierarchy of needs do classify the different levels of things that motivate workers. Understanding these needs will enable superbuy know exactly what policy they will use to reward their employees.  
Maslow’s hierarchy of need explains humans needs from bottom to top. These needs are divided into deficiency needs which represent the first four from the bottom and the growth needs representing the final need in the pyramid. (Taormina and Gao, 2013). The bottoms need and wants comes first to people before they get motivated to move up the pyramid. Despite Maslow first assertion that each need must be completely satisfied before moving to next, he later made it clear a need must me to completed but once half satisfied an individual could move to the other needs. (Taormina and Gao, 2013).  The author has used Maslow hierarchy to draw the evaluated reward policy for Superbuy to use in motivating and retaining its employees while being cost efficient. 






Maslow’s Hierarchy of needs: (Taormina and Gao, 2013).  

As seen on the diagram above, these needs are classified into three categories. The basic needs, psychological and self-actualisation needs. Using this model, different cost-efficient rewards and incentives will be outlined.
1. Psychological Needs: According to Maslow, these are the basic and most important needs of people. These needs may include things like; food, rest, shelter, clothing to list a few. (McGuire and Maslow, n.d.). Once organisations understand these basic needs, they will know what incentives to take to motivate their workers. For these basic needs to be fulfilled, Superbuy can offer the following rewards/incentives.
· Superbuy can offer discount of products sold in their outlet for all employees which will enable employees buy lots of food and other house items. These basic needs are however achieved by purchase thus need for money. Their salaries serve as their first motivation and the reason the work every day. Giving these discounts to them will enable them to purchase at cheaper rates.
· Give longer lunch hours or resting hours to employees especially those that are achieving their targets, so they rest and feed well to give in more energy when they ready.
2. Safety Needs: The safety needs are important to employees as they want to feel safe in all aspects. (Taormina and Gao, 2013). The work environment, physical and job security and so on. Superbuy can provide these safety needs to its employees to motivate them in different ways. 
· Joining a Trade Union. It is true that now our days the need for trade unions have decreased but employees still feel safer when they a represented by a trade union. Their job safety and their well-being are of utmost important to them as thus if Superbuy join a trade union, employees will feel represented and thus more reason to stay at work thereby by reducing turnover rate.
· Safe working Environment: Employees can increase the hygiene conditions at work by employing professional cleaners to keep everywhere clean. A clean environment will motivate workers to work every day.
· Health: Little things like a medical sector should be made available at work, first aid box and all medical assistance to help maintain the employees’ health safety.
3. Belonging or Affectionate Needs: This level entails the need of people’s love for affection and creating a bond with others at work. The need for affection, love and belonging. They don’t want to be considered as employees but as family. Superbuy should tap the following ways and use to their advantage to give them these needs and feelings. 
· Organise meals and drinks outings with fellow colleagues off work hours to bond and get to know each other better. 
· Celebrate employees’ birthdays with them and be happy for them on their special day.
· Send free gifts of appreciation and love to employees especially if they are down or lose their loved ones.
4. Esteem Needs: With the most basic needs achieved, individuals start yearning for self esteem needs. These needs are much higher in the pyramid. (Taormina and Gao, 2013). Superbuy can provide and motivate workers gain their self-esteem needs in the following ways;
· Recognition: By recognising them every time they do well in a particular task or reach their targets. This can be done by either addressing them in weekly meetings and praising them for job well done or by using them as examples to help those underperforming to up their performances. This recognition will help motivate them to keep giving their best as they feel appreciated and happy for achieving organisational goals.
· Respect: Employers can make this happen by treating every employee with total respect. Make them feel they are well appreciated and not discriminated. Treating and talking them will respect will motivate them to stay in their jobs there by reducing turnover over rate.
· Status: Promoting hard working employees will help fulfil their need of self-esteem as promotion in the company will earn them respective, give them a sense of achievement, feel recognised and build their confidence level.
5. Self-Actualisation Needs: At this stage employees wan to attain an actual growth and have the feeling of having everything they wished and dreamt for. Considering the fact that superbuy is not a big company, this need which will go a long way to motivate workers can be achieved in the following ways;
· Training and development. Superbuy can motivate their workers to achieve this need of self-actualisation through training and development giving them the chance to learn and develop their skills. This motivation reward will equally be a positive thing for the company as they will have qualified staff to carry out their task effectively and efficiently thus profitability for the organisation.
· Promotion. With this training and development given to employees, they can keep up with the promotion thus giving the employees the chance to grow in the company which directly affects their salaries for a raise in potion mean an increase in payment thus more reason to give in their best and stay in the company there by reducing turnover rate everything being equal 
a. Challenges in Implementing an Employee Reward Program and How to overcome them.
People management is a very delicate sector in an organisation. When dealing with people, care must be taken to make sure your intentions are not misinterpreted. Implementing an employee reward program is not an easy task as it faces certain challenges that must be well managed to have successful outcomes. Superbuy need to put their objectives first to understand what reward program they will implement. Some of the challenges must likely to be encountered while implementing and running an employee reward program are;
· Cost: To run an employee reward program is costly especially when the program involves bonuses or increase in salary. However, not all reward programs are costly but most of them have a cost effect on the company. Superbuy’s reward program is not costly as it deals more with recognition and appreciation. The main request from Superbuy’s management in the development of this reward system was for it to as less costly as possible as the company is not making much profit and can’t afford a costly reward system. The recommended reward methods made above can be used by superbuy to avoid the cost encountered when rewarding employees.
· Unhealthy Employee Competition: In as much as rewarding employees is required, it can be quite unhealthy for employers especially competitive ones. (Kiberstis, 2008). Superbuy must make sure they manage the reward program diligently. With human needs increasing daily, once employees realise the benefit of working hard, they might start playing dirty to outsmart other employees especially when it comes to promotions and recognition. Motivating employees is good because they bring forth more productivity, but this competition might be unhealthy and must be well managed by leaders to avoid fights and unnecessary confrontation which might be unhealthy for the company.
· Wrong Reward program: It can happen that the employee reward program chosen might not be the right one for employees or not be motivating enough. To overcome this challenge, those leading and managing the reward program in Superbuy must ensure that the reward they are offering are effective and will actually motivate their workers.  
· Biased behaviour: Some leaders may become biased in rewarding employees. They may promote or reward their favourites while ignoring the real people putting in hard work to achieve organisational goals. This can be solved by intense supervision and control from leaders.
· Employees high expectations: Superbuy management team in control of the program must make sure they limit the excesses of employees. Through rewards, employees might develop the habits for asking for more. Their excesses can be controlled by making the rewards specific and passing the right communication on the gaols to achieve before getting the reward. 
b. General Recommendations for The Chosen Issues
Below are some general recommendations on how Superbuy can shape its future and maintain a high level of effectiveness, efficiency and productivity.
· Constant Training: Superbuy should carryout regular and constant training and development programs for their employees. Having the right skills for the changing business environment require update and innovation. With a constant innovation and development of employee’s skills, Superbuy will compete more efficiently and effectively.
· Recruiting the right skills and talents: Having the required skills in an organisation is of utmost importance. (Iffla, 2018). Superbuy need to focus in recruiting the right and needed skills rather than just recruiting. Bringing in managers and shop floor workers that know exactly what their roles and job descriptions are will increase productivity and profit for Superbuy. Also, having good managers merge and work with those lacking skills will improve their skills.
· Diversify recruitment: One of the major problems of superbuy their same recruitment category of just students and women. This evidently can’t make the company move forward as the student are less dedicated due to divided attention between work and school. The women have homes to run. If Superbuy can diversify their recruitment category and take full time workers and a mix of all age and gender it will improve performance and the more, they work the more they learn new ways of doing things.
· Join a Trade Union: Joining a trade union might be a good move for Superbuy in motivating its employees. They will feel safe and represented. (Brown, 2015). That satisfaction alone will reduce the turnover rate and reduce training and development cost of new employees. 
· Increase wages: Malone Superbuy should implement all the above suggest reward programs but in addition to this, solving one of its major issues will go a long way to yield positive returns for them. They pay averagely and they not affect the average minimum pay this makes them reluctant to increase salaries. It is true that money isn’t the only motivational factor to man but undeniably the must important. An increase in wages will motivate workers to stay with Superbuy thereby reducing turnover rate.







Conclusion.
To conclude, lots of organisations are being competed out of the market due to lack of innovation. To innovate need fast thinkers and this can be done by recruiting and training the employees. (MUKHERJEE, 2011).  Adapting to business environment can be quite challenging but everything has to be done to reach its expectation. Superbuy is at a point of peril. They are facing so many issues which if not addressed may cause their failure. They however understand these problems and are willing to do what it takes to solve them. The above training, development and employees reward programs will enable superbuy solve must of its problems some of which are turnover rate, good skilful labour, employee satisfaction and increase productivity. If well implemented, Super can shape its future and smile back as they gain competitive advantage over their competitors.
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