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[bookmark: _Toc37249207]Introduction 
Managing people is a precise concept under which determination of relationship among employer and employee is analysed. It is important for an organisation to retain efficient staff members in order to enhance its performance in a competitive market. One of the major aspects of managing people is listening which helps in mitigating the issues of employees.  Balancing the need of employees and management also affects the HRM. In current study management of employees has been analysed in Tyrone Superstores Ltd. Further, determination of HR policies and mitigation of disciplinary issues has been made in the study. 
[bookmark: _Toc37249208]Question 1: Need of progressive and robust HRM policies for the organisation
Presence of progressive and robust HRM policies is useful for an organisation in order to develop the staff members and remain competitive in market. According to Sparrow et al. (2016), progressive policies of HRM include fair management of employee grievances, reducing employee turnover and providing motivation to employees. Maintenance of efficient HR policies also helps in developing required knowledge, ability and skills for enhancing workforce structure. In management of Tyrone Superstores Ltd maintenance of robust HR policies is helpful for retaining potential staff. The business provides employment to 1000 employees consisting of casual student workers and part time female staffs along with full time management staffs. Therefore, the business developed an HR strategy at a broad level in order to ensure uniform delivery of the processes in each store. Following are the key reasons behind development of progressive and robust HRM policies in an organisation:
a. Providing equal opportunities and benefits 
Maintenance of employee oriented workplace culture helps in providing equal opportunities and benefits to all staff members. This helps in increasing the self-motivation and talent management in the organisation besides this, providing equal opportunities to both full and part time workers helps in maintaining flexibility in workplace (Jabbour and de Sousa Jabbour, 2016). Similarly, in case of Tyrone Superstores Ltd managing adequate HRM policies helps in reducing the employee turnover which may take place in the company due to inability of management to fulfil staff needs. As argued by Hecklau et al. (2016), management of progressive HRM policies in an organisation needs to retain efficient and knowledgeable HR managers in order to support the system.  So, in Tyrone Superstores Ltd the management needs to recruit adequate HR personnel for supporting robust HR policies. Besides this, another aspect of equal opportunity includes employee recognition, family care, work life balance and safety policy formation. Therefore, in Tyrone Superstores Ltd developing progressive HRM policy helps in maintaining sound organisational structure.  Thus it can be said that providing equal opportunities and benefits to the employees are linked to HRM strategy.
b. Development and learning programs
Inclusion of HRM policies in management helps in conducting development and learning programs for employees. As per the view of Ren et al. (2018), learning programs include development of employees in such a manner that employees are trained for current job roles as well as future needs of business. Hence, in management of Tyrone Superstores Ltd inclusion of effective HR policies would be helpful in order to train back seat and shop floor employees. Besides this, usage of such practices is also efficient for training part time employees including students and other female workers.  In addition to this, providing training to employees aids positively in quality of products and services as well as reputation of the company. As criticised by Meijerink et al. (2018), efficient communication in the staff is a relevant factor that may affect the earnings and development of employees. Hence, it is the work of HR manager in Tyrone Superstores Ltd that amicable communication is present in staff members in order to maintain positive staff relations.  Apart from employee relations, maintaining good communication in employer and employee also helps in reducing the grievances in the management. Thus it can be said that development and learning programs for the employees are linked to HRM strategy.  
c. Closure of pay gaps and gender positivity
Closure of pay gaps and gender positively is one of the important aspects which take place in efficient HRM practices. Besides this, organizations nowadays need to adopt a proactive approach with an equitable working environment of employees along with standard pay rates (Marler and Parry, 2016). Hence, in management of   Tyrone Superstores Ltd developing wage rate of staff as per national minimum wage rate can be possible by use of HR policies in management. As opined by Bailey et al. (2016), effective HR policies help in reducing staff turnover by mitigation of issues in employees which is efficient for gender positivity.  Tyrone Superstores Ltd can use HRM policies for managing working times of employees as shift wise. This not only helps in retaining employees but also helps in employee roster in unsocial hours of working. Thus it can be said that closure of pay gaps and gender positivity are linked to HRM strategy.  
d. Employee engagement into different shift for better productivity
It is known that the employees might have certain difficulties in working based on shifts they are provided. In this situation, it becomes important for the HR to have policies and strategies controlling term base working hours for the employees. Thus, Tyrone needs to identify and understand the merits and demerits of different term working. 
i. Employee engagement into Zero hours working: It is a type of contract between employee and employer under which the employee is not obliged to accept any work hour and employer is not obliged to provide a minimum working hour. As per Shen and Benson (2016), zero hour working is useful for both employer and employee. One of the important aspects of zero hour working is its flexibility.  As per Kianto et al. (2016), adopting such methods in organisation helps in dealing with unforeseen events. For instance, when Tyrone Superstores Ltd faced sudden increment in demand for products it can use such method of employing staff for meeting demands of customers. Moreover, it is useful for employees as the employee working under this contract is not bound to work at the will of employer.  The approach is not useful for long term financial planning by employers as the employees under this contract are on contractual basis rather than permanent employees (Guest, 2017). Similarly, in Tyrone Superstores Ltd no financial planning can take place with help of only part timer female labour and casual student workers. Similarly, zero hour working is not suitable for employees seeking long term financial assistance through working. 
ii. Employee engagement into Part time working: Part time working can be defined as a flexible arrangement where staffs work less than the full time workers (Kim et al. 2019). This can be done in different shifts or same shifts but for fewer hours such as three days a week or 4 hours a day. Part time working can facilitate the employers of Tyrone in reducing their cost of labour. The employers can hire more part time workers during peak season to ensure higher productivity. This will save cost of employment during the lean seasons by having less part time workers. This is also beneficial for the employees as they can get multiple part time working opportunities in different companies (Boon et al. 2019). This can also increase their earnings and knowledge of different fields. Employers of Tyrone can sometime face difficulties in scheduling meetings and allocating tasks. Moreover, managing so many staffs become more difficult for Tyrone due to the presence of so many part time workers. Part time workers remain less committed towards the business which might affect the productivity of Tyrone. Also, the part time employees do not become official workers of the business and thus cannot claim full rights unlike the full time staffs. 
iii. Employee engagement into Full time working: Full time working can be defined as a fixed arrangement where staffs work with full employment opportunity in a firm (Pak et al. 2019). This can be done in different shifts or same shifts but for full hours such as six days a week or 8 hours a day. Employers of Tyrone can easily schedule meetings and allocate tasks among the full time workers. In addition, management of staffs become easier for Tyrone due to the presence of full time workers. They remain more committed towards the business which increases the productivity of Tyrone. Moreover, the full time employees become official workers of the business and thus can claim full rights unlike the part time staffs. However, full time working can increase the cost of labour for the employers of Tyrone. The employers cannot hire more full time workers during peak season as it requires more funds. This will increase expenses of employment during the lean seasons where work is less but full payment to staffs is required (Kelliher et al. 2019). It is also not beneficial for the employees as they cannot get multiple working opportunities in different companies. This will reduce their earnings and restrict knowledge to a single field.
Now, the business need to hire employees based on the term they are willing to work. Thus it can be said that employee engagement into different shifts are linked to HRM strategy. 
e. Identify employee grievances within the business
Based on the views of Boiarintseva et al. (2019), management of employee grievance is an important requirement for modern day companies. Therefore, the HR is required to develop effective grievance controlling strategies and policies. The company Tyrone faces certain difficulties, disciplinary issues and grievances in managing their employees within the business. Discipline & grievance processes are managed by the Store Managers with complete support from centralised HR Department. This helps the business in achieving centralised control over grievances and the process of tracking issues become easier for the HR. In this way, the business is successfully monitoring staff issues. This helps the business Tyrone in increasing staff motivation and improves organisational performance.
Another good policy of the firm is to perform exit interviews of the employees leaving. This strategy helps Tyrone in identifying the reason behind staff turnover. Therefore, the HR of Tyrone is mainly concerned over the outcome of anonymous exit interviews. These interviews helped the HR in identifying issues which the ex-employees faced during their employment. Some staffs are leaving the business because they feel unheard and think their grievance is not important for Tyrone. This indicates when the staffs used to raise their issue, they were not provided with the required importance. As a result, they left the business leading towards increased staff turnover. Moreover, the exit interviews suggested that some disciplinary procedures have not been handled professionally or fairly by the business. This indicates that discipline was not maintained within the business properly. Consequently, they left the business leading towards increased staff turnover day by day. Also, the HR recognised that this can be an important factor creating an impact on staff morale.
The business had decided to enhance its grievance controlling strategies for better management of people. This is an effective step taken by the business that can result into reduced staff turnover and better implementation of HR strategies. This will also help the business Tyrone in increasing staff morale and improve organisational performance. Thus it can be said that managing employee grievances and issues are linked to HRM strategy of the business.
[bookmark: _Toc37249209]Conclusion 
Maintenance of knowledgeable and skilled employees is efficient for an organization in order to operate with long term success. Application of adequate HRM policy in management of Tyrone Superstores Ltd is efficient for reducing the staff turnover along with retaining eligible employees in board level and management department.  Usage of such policy has been affected positively into HR practices, mitigation of grievances and maintenance of standard pay contracts. In addition, Tyrone Superstores Ltd can provide adequate professional training and development sessions in order to enhance the performance of staff members. Further, maintenance of good communication in the form of upstream and downstream linkage is useful for maintaining staff satisfaction and motivation. 
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