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INTRODUCTION
One of the famous food retail organisations in the UK known as Malone Superbuy Ltd has been holding a steady position in the market for more than 100 years, by attracting a more discerning customer across the whole country. Due to extreme market competition in the field of food retail Malone Superbuy Ltd is experiencing extreme pressure to stay competitive, with its competitors with there higher standards of quality and variety of products, there high standards of customer services and the high volume of investments in new technologies they have prioritised. Malone Superbuy Ltd therefore needs requires to improve and develop a diverse strategy to compete and achieve the required aim in the form of achieving higher standards and best quality services. 
One of the factors which has been identified is the lack of professionalisms and lack of qualifications of the company’s line managers, which has identified the need to develop and provide training programs to improve the employees’ skills. 
Furthermore, another the main issue of the company is the absences of the encouragements and for employee’s prospects, the report will develop reward strategies for the encouragement of the employees, with the aim of to reducing the percentages of the employment labour turnover in the company.  
The following activities were undertaken to accomplish the goals of a given report.
-	Developing the Training program
-	Reward strategy to reduce labour turnover
Recommendations and conclusion of the report will conclude the present report. 
GENERAL INFORMATION OF THE COMPANY 
The well-known food retail organization Malone Superbuy Ltd is famous for its high-quality products since the twentieth century. The diversities of its foods and the variety of options it provides makes the company popular in almost all of the parts of the UK, the companies exposurer is mainly focused in Southern and South-Western parts of the UK. The company has a diverse employee bank of  about 4000 people, the diversity within its workforces has enabled the company to achieve the current company’s goals which enhances the quality of the customer services it also provides a reward system and basic training session. Inclusivity and diversity are considered to be resolute part of the Malone Superbuy Ltd success. 
Malone Suberbuy retail’s main aim and new focus is to meet the needs of the employees and further their potential by providing additional training and support for them which will reflect in greater levels of customer service provided by the company by its employee’s. The main focus is to train and develop the skills of the employees and support their needs in addition to introduce an enhanced reward policies within the company.  
Malone Superby Ltd has been advised to increase the proficiency of the Managerial team. The present state of the company has a huge impact on the success in the retail market. The new focus of the company titled the “Superbuy Shapes Up for the Future” outlines its new approach and the new changes for the company. 

DIVERSITY STRATEGIES 

To further develop diversity strategies in the workplace one needs to considered and understand the employees, their acceptance to new changes and values, the differences in the genders, ages, races, physical abilities and differences in educational background, personal and professional skills sets, working experiences are considered (Folick O.,2019).
According to Deloitte research, diversity is identified by generations differently, Millennials accept workplace diversity as a core of taking advantage and innovations. Gem Zers and Boomers consider the diversity in the workplace as balanced and fair representation (Florentine S., 2019). 

Based on the survey results (Professor Roberson) the diversity and practice contain integrity, of balanced opportunities, collaboration and partnership, innovation changes, creativity, flexibility, collaborative processes, management commitment to diversity, acceptance of diversity in each stage of the company, considering diversity among stakeholders, diversity of development and training. 

Based on research results, the physical diversity results affect to the company representation results positively (Florentine S., 2019). And approved by Clark, that the companies with limitation in diversity are badly affected by falling behind and potential losing the business.  
Another research proved (McKinsey 2018), that the extensive diversity in the workforce results effectively in raising the revenues and values of the company.   
The concept of diversity is recognised in a training programs, by considering the age, race, and the tertiary dimensions the main goal of diversity is to ensure that the individuals to contribute in prospects of the company’s success. As a result, the contribution of the employees and the integration in the diversity in the company’s changes can be represented as the success in various types of organizational change. Accordingly, the organizational development theory and principles can improve the diversity of initiatives. The diversity and organizational development have to be associated with the purpose of successful organizational changes in current time (Gordon J., 2005).
Due to the increase of diversity, contradictory of employee’s values this is causing a conflicting messages of accomplishments of there duties. In rapidly changing demographics, where the economical determinants and extremely high cost of employee turnover's expenses, has changed the prospects of most companies, and highligted the need to contribute to the development and promotions of employees for the purpose of retaining them within the company structure.
TESCO 
Statistics.
Tesco has over 440,000 employees worldwide. The total number of stores is 6,800 stores, by providing services to around 80 million customers (Paton N., 2005). 
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About £108m paid salaries were contributed to post-employment as pension contributions (2017 £135m).

The next table demonstrates the annual indexes of operating employees throughout the financial year.

	Continuing operations
	The number of employees 2018
	The number of full-time equivalents 2018

	UK 
	324,117
	210,312

	Central Eruope
	61,623
	59,110

	Asia
	59,300
	54,857

	Tesco Bank
	3,948
	3,637

	Total
	448,988
	327,916



Turnover
The turnover is about 30%, no specific figure is available, turnover is below that of the industry average of around 35%. The average spectrum under 50 age and more than 30,000 students.   
The flexible working conditions provided, in form of maternity leave, paternity leave, flexibility in sharing the jobs and swapping of shifts, taking the career break is provided to all Tesco employees. In addition to the, company pension scheme and shared ownership are some of the advantages of the Tesco strategy for employee retention. 
Why training is important at Tesco’s:
From the perspective of Tesco, Tesco’s goal is to encourage and diversify the right employees at the right time and location through the company. The workforce plan of the Tesco is to employ universal skills, as the productivity of the business is based on agreeable work policies. Diversity of needs arises by opening new retail stores in the different regions and locations and the Tesco have to adjust and adapt based on demands. 
Annually, Tesco evaluates and monitor employee’s skills and shortages, which help the management team to identify and reviews the career requirements in regards to its training and development programs requirements based on these needs. For example, Distribution Centres and Head Office analyse work procedures within each week in the stores, and after identifying the overall situation in the company, specifc the training programmes can be formulated settled upon by the HRM department of the Tesco. 
Based on this training the Tesco can modify values and attitudes of their employees and designate the responsibilities. 

Development and results:
Tesco’s Development programs include workshops concentrating on leadership management practices and practical experiences. This is used for the purpose of monitoring employee’s personal development plan, with the key learning points such as ‘Recording Activity Plan’ and ‘Learning Log’ which are then applied in practice. The results of the training are always positive, trainees are encouraged to try to analyse their own progress, which increases the working efficiency, provides optimistic motivations, increase productivity and value to the organization in a long run.
Tesco’s training and development system:
HR are integrated with the management of the Tesco, Managers are actively utilising the HR department in decision making provess. This reveals a commitment to HR and has obtained the acceptance of employees in actively offering basic and extended training (Beardwell I 2004). Close communication with employees to share the strategic directions of the company resulted in a full understanding of the importance of that each employee was held by placing the high value of the human resource.
Training goals:
The main needs for training is to develop performance, enhance creativity and enhance adaptability and to provide greater flexibility of the employee. This training helps to obtain general information regarding employee’s skills and attitudes on long term prospects. Moreover, to increase competitiveness based on knowledge in their work, to promote personal growth, to share organization policies and help the employee to change and develop for future job.






	Areas of training:
1. Company policies and events
2. Skill-based training
3. Problem-solving training
4. Human relations training

	Team Leadership Workshop for managers at all levels.
· Establish Techniques of management
· Employees requirements (front-line supervisors and senior staff members)
· Interactive seminars
· Leadership development  

	Leadership Training for Success
· Methods for guiding teams
· Mentoring individuals 
· Validating the results
Committed, mentoring leadership is essential to employee confidence, productivity, and retention 
	A Results-Oriented Training Program
· Team Building Workshop by Frank Whyte’s focus on elements to identify the followings 
· Employees’ and supervisory personal preferences
· Align leadership techniques
· Schedule management responsibilities
· Application of real-world scenarios to prevent obstacles and challenges
· Develop competently and committed employees toward goals achievements



The company’s regulation considers providing training on the obligatory level. The training program is the main core of the organization, no matter if the applicant has the experience, the organisation culture, value and vision are varying from other companies. 

Tesco providing training sessions in deferent levels.



	Tesco’s Training Methods

	On-the-job training
	Off-the-job training

	· Shadowing – Explaining based
· Coaching – Manager will help trainees to solve the issues.
· Mentoring – Advisory activities
· Job rotation – Trainee will have the opportunity to cover the targeted role on a temporary basis

	Tesco’s Training Tools
	Activity Plans need to have SMART objectives:

	· Scheduled task
· Timetables
· Measures
· Checklists
	· Specific
· Measurable
· Achievable
· Realistic
· Time-framed

	· Employees assess themselves by pointing out the objectives after trainings: 

	· Activity plans
· Personal Development Plans
· Recording outcomes

	Tesco’s’ Additional Method 360 – degree appraisal.

	· Stakeholders assess the employee’s performance and give feedback. 
· For instance: Store department manager may receive feedback from their manager, from another department manager, from the HR department and from the floor team. 
· Results: This method helps to identify the field which will require further development.

	Tesco’s Training program for managers

	Duration:
	2 weeks to 12 months depends on the employee’s level and working experiences and progress.

	1 – Session:
	Focus on product knowledge.

	2 – Session:
	Motivation and encouraging advisors. 

	Justification of progression from training

	Managers and trainees conduct weekly review session to track progression developments:
- Informal review session
- Formal 4 weekly sessions
Feedback and results are recorded and carefully analysed. 
And the results are provided by colour coded development rating. 

	Red – progress is not on the schedule
	Amber – some elements need more work

	Green – all activities are on target
	Blue – is ahead of the programme and using skills to add value


Findings
Training and development sessions actually demonstrated the progression of the employees, gave the reliability to the organization. Training gave more reliablity and security to promote the employees and motivated employees to seek future career prospects and promotions with the Company. Training provided employees with greater levels self-confidence in work procedures and assisted them to avoid making mistakes and to better handle organizational and social and technological changes. At the end of the day, the main purpose for the employer is to satisfy the needs of its employees to increase their productivity in their job.
SAINSBURY
Statistics. 
Sainsbury employees’ number is more than 185,000 people, they have about 608 stores access the whole of the country, 102 stores offering Same Day delivery to 40 % of the UK population. Sainsbury holds 3rd position in UK retail sectors and is trying to compete and improve its training development programs and rewards system with a vision of business success (Akter S., 2012). 
Total responsibility management systems of the Sainsbury.
There are three main aspects of the total responsibilities in the management system, which are to inspiration, integration, innovation and improvement. Vision setting is the inspiration aspect, management commitment and leadership processes which distinguish values and the vision of the top management. Integration approach means the inspirational vision into strategies, which means the relationships among employees, functional divisional operating practices and management systems supporting strategies. And the last approaches is innovation and improvement in management systems, which creates improvements focused on stakeholders and the environment that learning, innovation and improvement can take place within. 
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Above figures illustrate the responsibilities of the management approaches. 

British major food retailing chain Sainsbury Supermarket (founded in 1869), held by parent company J Sainsbury that has 727 stores and over 153,000 employees numbered and servicing more than 14 million customers a week. 
Sainsbury’s extensive training and developing program consist of followings: 
· intranet modules
· online learning library
· courses
· work-shops
· job shadowing
· mentoring 
· self-development books and videos 
Although, Sainsbury’s established two types of an ongoing training program for supplier management functions performed by members of the social responsibility team. 
· Technologists – Basic elements of ethical performance
· Product managers – provides information and skills essential to ensure effective monitoring 
The company distribute and supplements training sessions with data-based packages throughout the world to its product managers. The main focus and importance of taking part in this training is that the product managers will monitor and have the authority to solve the issues and address inadequate practices with suppliers quickly. 
Sainsbury's have developed extensive training technology by David Hawkridge & Elizabeth Houldsworth. Moreover, in order to train and develop its employees, Sainsbury has invested in employee apprenticeships to motivate and secure its talent pipeline. Apprenticeships have been employed by Sainsbury since 1974 until the present time, as one of the ways the company is supporting its employees. More than 713 apprentice employees were enrolled in various programmes in 2018. In 2017, Sainsbury Apprenticeship Levy updated and it increased the number of programs in the retails programmes and store support centres for its employees to participant in.
 






What is an Apprenticeship?
An Apprenticeship is a job which provides ongoing training sessions, by providing information that enables them to earn at the same time and by the end of the course gaining internationally recognised qualifications and certification. The duration of Apprenticeships is between one and four years, and covers 1,500 workers in industries. The apprenticeship is provided by Just IT for the Sainsbury company to train and develop the company's employees.
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Moreover, the investments in training and development are accomplished and enhanced by opening seven food colleges, that focus specifically in fishmongery, butchery, breadmaking and confectioning (2010). More than 21,000 Sainsbury employees have been trained in these colleges.  






CO-OPERATIVE 
Background of Co-operative. 
Co-operative was the most famous and biggest food retail company in the UK in the 1950s. however, after the 1960s the pictures dramatically has been changed and the company began to lose its market share. The higher competition among massive retail companies such as Tesco, Sainsbury and Asda that have been launched into the market, the small stores influences and suffering from lack of investment to compete (Reynolds L., 2012). 
In 2007 a dramatic changes happened as chief executive Peter Marks, started to focused on the development of the business, with convenience stores changing to be organically based and a focus on the business value ​​of the company by investing in the infrastructure and the people. In turn, the head of HR Debs Gleeson focused on training and development of new store managers. 
Co-operation is providing the training in three stages, which is subdivided into following: 
GCSE – Basic Level. (Math and English) Focused on the non-degree employees and focused on employees who are considered as needing to develop their skills and achieve the Line Manager position within the company. 
A-Level training – Considered for employees who have a degree, but need to improve their skills to achieve Team Manager and Store Manage positions within the company. 
Degree Level – For the senior employee’s who it considers can achieve the highest positions of Area Management position within the company. 
The training is held once in a month in Birmingham, the company covers the Accommodation fees and transportation fees of the employees who attend. The total classes for each term are 12 months and are constantly monitored by the training lecturers and the management team. The training of GCSE is also available online, the company is providing all manuals and tables devices CD/DVD manuals for employee’s self-education. 




	Pilot – The Co-operative Way (TCW)
New store manager development programme

	Duration:
	12 Weeks

	
	3 - Day residential module

	Participant:
	Mixture: Internal and external candidates

	Location:
	Academy store. (Co-operative stores)

	1 Stage:
	Induction Stage

	2 Stage:
	5 Weeks – Store Management Responsibilities  

	Trainer – Academy Store Manager

	Tasks:
	On individual prospects: 
Depend on trainees’needs
Team Leadership skills
Full responsibility to run the academy store
Overcome the challenges of recruiting new members to the Co-operative Group
Regular meeting with Operations Manager (Boss)  

	3 Stage:
	16 participants of TCW

	3 days of training focus on Modern Leadership:
	· Authentic
· Uncompromising 
· Engaging

	4 stage: Practice
	5 weeks of practising in stores

	5 stage: (12 weeks) 
	· Group meeting
· Prepare 90-day plan, considering new locations of the shop, size and needs

	Measurement of training success:
	Co-operative uses the Balanced Scorecard Approach

	Results: 
	2008 TCW pilot achieved successful results
2009 – 300 new store managers finished the course




How to Keep Employee Turnover under Control
In order to retain employees and motivate them it’s essential to invest in career development programs. There are not only employees benefits in growing their skills, but to companies as well, it's useful to the companies to have a high standard of performance. One of the essential points of the training program is to develop fairness and transparentcy and it’s is understood by managers and supervisors at different levels (Galic D., 2019). 

Reduce staff turnover
Development and investment in training sessions, demonstrative prove of the company that the company is values its employees and supports them in the development of their skills and careers. Close communication between managers with employees will ensure the company’s prospects and in turn reduce the number of employee turnovers.  

Talent Management programmes 
According to the CIPD Learning and Development Survey (2009) stated that the effective training and development programs are based on in-house and coaching sessions. Based on the current case of Malone Superbuy Ltd. Company, the managers that were recently promoted most of these managers were not sufficiently trained and stable in their knowledge and experiences. Retail managers who are in charge of a group of store and retail organisation profitability, should be well aware about products, store services and developing a friendly environment in prospects of revenue growth (Lipow V., 2019). 
Training for Malone Superbuy Ltd.
Based on the experiences of the three above-mentioned companies, we have prepared a new training program for Malone Superbuy Ltd. Considering the annual incomes and revenue the Malone Superbuy status, the company cannot compete and invest as much internal training as Tesco and Sainsbury exercise. But based on Co-operation Way experiences in training and development strategies we have combined all three companies training strategies and built a new strong strategy of training and monitoring for the management team to adapt. The main purpose of the training is to build a strong team and provide greater prospects for the company to gain successful results in the near future.

TRAINING PROGRAM – SUPERBUY SHAPES UP FOR THE FUTURE.

	Duration:
	24 Weeks 

	Participants: 
	Managers and New Managers

	Location:
	London
In – shop and in the Class 

	Head Lecturer and Monitoring Supervisors.
	1. HR Business Partner (External consultant) 
2. Development Manager (Internal consultant)
3. HR Insight Manager (Internal consultant)
4. External Consultant – New Projects Planner  

	 Week 1
	Stage 1. Induction & Motivation sessions (In Class – Internal Source)   
Stage 2. Management Training.  (In Class)   
Day 1: Product Management (In Class)   
Day 2: Store Management Responsibility (In-Class)   
            Customer Focus
Day 3: Team Leadership, Behavioural retail sales Training (In-Class)   
            Employment Management 
            Practice (In shop)

	 Week 10
	Stage 3. Management Trainings Part 2 (In-Class – External Source)    

Day 1: Individual Approaches – based on tailored needs of candidates (In Class or in shop)              
             Shadow or Buddy system retail training (In shop)
Day 2: On-line retail Management (In-Class or in shop)   
            Practice (In shop)

	 Week 16
	Stage 4. Practicing in store – Shifts the stores 

	 Week 24
	Stage 5. Group meeting – Workshop / Coaching (In-Class)   
Prepare 90 days working plan of improvement of store management 

	Feedback:
	Identify the performance after each session, results based on colour system assessment 
Red – progress is not on the schedule
Green – all activities are on target
Yellow – some elements need more work
Blue – is ahead of the programme and using skills to add value

	Additional Materials for self-learning and self-growth. 
	Online Materials provided by an external supervisor. 
Books and DVD video lessons. And the self-assessment test. 



JUSTIFICATION OF THE TRAINING PROGRAM.
What type of training? 
The practical and theory-based training program will enable Malone Superbuy Ltd retail stores to progress the further activities in efficient processes. Based on the workshops the employee’s cooperation it expected to stimulate the development of the management system of the whole organization. 
The new training programs will establish a new leadership group who will identify the future of the company by establishing a new structure of the staffing structure, new processes of providing the products to store shelf, moreover, the best representatives may be selected based on feedbacks, and in the future lead the company to achieve positive growths and development the strength of the company. Consequently, it will also increase the percentage of employee retention, which will stimulate employees to grow and develop thier skills. Moreover, will influence positively in employee’s cost.
The given training program will identify the real value’s of the company and will identify the close interest of employee’s growth and attitude of the company towards its employee’s.  
Who will carry training? Outsource or internal in-house?
In week 1 Induction & Motivation sessions and Management Training will be provided by Internal Source. The internal trainer will be allocated from the company, the internal Head Manager has more experience about the organization itself and knows the value of the company and who can motivate employees and shall be considered as a current leader of the company.
Meanwhile, in week 10 Management training part 2 will be held by externally sourced HR Business Partner of Malone Superbuy company which will be sourced and allocated by the head office. The main focus of the management training part 2 will be individual approaches based on the needs in working experiences and will introduce the Shadow or Buddy system. Also it will introduce new approaches of On-line Retail Management. Consequently, all knowledge will be strengthened and shared in practical ways to enhance newly obtained information. 
In general, the training and development session will be monitored by followings means:
1. HR Business Partner (External consultant) – who will lead the training focusing on the overall program design and delivery of the sessions.    
2. Development Manager (Internal consultant) – will lead the training sessions based on the content of the program. 
3. HR insight Manager (Internal consultant) – will consider and evaluate the results and feedback from training.
4. External Consultant – New Projects Planner will coordinate and formulate the new programs. 

How conduct the classes in store or in class?
The practical and theoretical training will be carried out based on the content. In Stage 1 and 2 Induction and Motivation Sessions and Management Training, all three days of training will be carried out in classes within 8 hours per day (with the breaks in between sessions). However, in Stage 3 Management Training Part 2 may be held in class and also in stores based on the trainer's materials. In Stage 4 Practical part of the session will be carried out in stores by relocating managers to different stores within the UK. And the final Stage 5 group meeting will be held in class to conclude and establish the future plan of the company.
Model of Manager and Leadership 
The Store Manager is essential and at the same time has a very challenging position. The responsibilities of managers in Malone Superbuy Ltd retail sector is pretty much similar as compared with the manager of a big Tesco or Sainsbury’s retail sectors. The main goal is to motivate, encourage the employees, establish a solid customer services attitudes, managing stock and deliveries, preventing loses and accidents, and considering legal responsibilities to such things as the correct temperature of the fridge and saling of tabacco and alcohol drinks. The only differences are in size of the company store where the manager of the Malone Superby Ltd would manage 20 people in a store.  
Our training sessions will establish strong leadership skills in the management staff, it will stimulate and create strong proficiency in role modelling of the management team. 
In order to develop leadership skills, it is essential to apply all development methods, which are the followings; By applying the practical training and learning, coaching, shadowing, mentoring, specific projects and online training, these methods will accomplish to select the correct combination for specific employee in a particular context.       The additional suggestion in applying the training sessions is to involve the line managers in each session and the team of reviewers should be considered by HR members, operations team, and financial members. 
The training modules are more focused on individual prospects based on the specific need of employees. Before sessions participant and operational manager should assess and develop the needs and co-design the training programme. In addition, the ownership of the training program will be transferred from HR to operations, yet HR will hold the responsibility for the quality of training and recruitment assessment procedures which will be in progression of the development program (Dr Elnaga A., Imran A., 2013).     
EMPLOYEE REWARD POLICIES 
Maslow's Hierarchy of Needs Theory
According to Maslow’s Hierarchy of needs theory, it's required to identify the needs of the employers and employees and focus on establishments of the skills. Based on the five Maslow’s Hierarchy of Needs, the certain class of people needs are identified (Tanner R., 2019). 
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The Hierarchy of Needs are subdivided into followings work-based needs; 

1. Physiological Needs – basic needs in form of salary and employment stability. 
2. Security Needs – safe work environment, practices and benefits, retirement pension. 
3. "Belongingness" Needs – cooperation and friendly environment on the job. 
4. Esteem Needs – recognition and respect, appreciations, self-confidence. 
5. Self-Actualization Needs – company’s training sessions, tasks and opportunities to develop individual needs. 
To achieve the company’s goals and improve the self-actualisation of the employees, the essential point is to identify the lowest needs such as physiological needs in the form of stable income and security of the job. The compensation, safety, stability concerns may play an essential role in meeting employees’ lowest needs. The managers should consider the basic need of employees and meet them on social belongingness of the company, by creating the strong interpersonal relations in staff cooperation reward system. Regular communication on operational matters meet employee’s social needs, by updating and involving the employees in company goals and targets effectively motivate and provide to feel in the company’s team-boat. High levels of needs considered as esteem and self-actualization which means high needs in respect and recognition of employees in the organization. To meet these needs, by cross-training and by allowing to participate in decision making on operational matters is the best and powerful technique of satisfying the esteem needs of employees. The meaningful job title, awards, job perks, comfortable workspace are a meaningful part of the employee’s esteem needs. After meeting the basic need of employees, the most important consideration for managers is to provide rewards. The rewards system has to be balanced and considered the company’s prospects. 

We will apply Maslow’s Hierarchy of Needs Theory in Malone Superby to establish the reward system. By identifying the objective needs of the employees in stores and department, which are mainly ‘Security needs and Belongingness needs’ we establish a reward system. 

The main factors of turnover objective among the retail employees are the employee's needs which are the followings (Salleh R. et al., (2012):
1. Importance of salary – Salary scheme and pay structure are useful to review periodically, considering the external factors such as cost of living, being competitive with competitors to satisfy and meet the employee’s expectations.   
2. Promotion – It’s essential to develop the procedures of the promotions, in the form of training and development programs to improve the employee's proficiency and update the tracking and evaluation system, which will improve the employee's satisfaction.  
3. Redesigning the work – It is essential to develop and increase the employee’s liberty, increase the authority and responsibility, by identifying the clear descriptions of the duties, which effectively impact to the attitude of the employee's self-governing in decision making and meet the level of job satisfaction. 
4. Supervision – Effective supervision is based on providing encouragement and support. Clear information on work matters and feedback about work performance play a core role in supervisory which is oriented on problem-solving and communication skills with employees. A good relationship with the employee will guarantee the employees' tendency to remain in the company.  
5. Organizational commitment – the main factor of turnover intention in retail companies. The suggestion is to develop and improve human resource management strategies to consolidate the employee's organizational commitments. The merit-based recruitment, fair performance appraisal practices, training sessions are a valuable contribution to organizational commitment. 

According to statistics the most satisfying jobs are concerned with dealing with people (Gallie and White 1993). A clear requirement of job tasks and limits and then completion of the work done well highlights the main point of satisfaction of needs (Robertson 1990). 
In the case of small business, the management and supervision team should consider that close communication and encourage individuals in decision-making processes. Most of the issues in small retail companies are linked with staff responsibilities and lack of promotions. Another external demotivating factors in the retail sector is the quiet and slow period of trade, where the management team should consider to appointing the employees working tasks for both quiet and busy periods (Bent R., Freathy P., (1997). 
Offer competitive benefits
The increasement of the salaries is not the main factor of meeting the employee’s needs and it has been proved by many previous research works. While by providing the companies benefits in form of health insurances, stock products options, extra additional holiday days, on a regular reviewing the benefits package (at least once a year), are a more significant factor in the profitability of the retail companies. Useful advice, the benefits are the essential tools of competition with other retail companies which has a huge impact on the retention of the employees in the company.  
PRP – Performance related pay
One of the core element of the retail organisation’s reward strategies is Performance-related pay (PRP), based on consolidated or non‐consolidated performance in the achievement of the company goals by encouraging higher levels of motivation and commitment. In was introduced in 1980 in the UK, which brought cultural change and encourages higher levels of organisational and personal performance. PRP is recognized by reward specialists, organizational psychologists and academics and considered as an efficient motivational technique (Suff P., Reilly P., Cow A., 2007).  
According to Maslow's’ and Herzberg’s theories of needs emphasis that the employees can achieve great satisfaction by rewarding the responsibilities, achievements and recognitions. Application of the performance-related pay (PRP) can contribute to the company, even it's much appreciated by most of the leading companies and approved by practical researches. PRP scheme has to be designed individually by considering the company' financial and performance indexes and the size of the organization.
It’s been proved of the positive impact of applying the PRP scheme in the reward system of the company has positive results. PRP scheme is paid progression system based on employee’s performance and rewarded in financial forms.  
According to annual reward management study results by Chartered Institute of Personnel and Development (CIPD) (2007) proved those rewarding high performers is essential, where the PRP which is based on cash bonus scheme and incentive plan resulted with 64% of satisfactory results within 431 organisations which was hold by IRS (2006).  
Role of line managers 
The main responsibility and the ownership of the payment system of the PRP model are under the line managers. The best performance of PRP is based on manager’s exercise skills, objective views, providing feedback, performance reviews and assessments. Front-line manager requires to have competence and confidence, the ‘softer’ management skills in order to apply a PRP scheme within the organization. The training which we have suggested previously will enhance and support the line managers to meet the requirements and be able to provide different reward based on individual and collective performance (CIPD 2007).  
Now, most of the organizations are using the Performance-related pay scheme in reward strategies in proper circumstance its an effective motivational tool. And the application of PRP scheme is more appropriate in retail sectors by measurement of outputs. However, financial recognition is not the main motivator for many employees, the concept of teamwork, future career prospects, good communications and recognition and commitment are considered as a reward and motivate the worker. By using the PRP scheme it requires the manager to assess performance based on scheme and operation procedures, to have clear objectives, good communication skills, strong management system and training in the management performance‐based awards (CIPD). 
TESCO’S REWARD SYSTEM. 
The leading retail company Tesco is offering a wide of variety of reward with aiming to focus on their employees to satisfy their needs. Providing constant education programs based on UK apprenticeship for over 1,000 colleagues, to study and develop their proficiency and skills. In 2018 the company supported the UN standards in promoting the rights of Lesbian, Gay, Bisexual, Transgender and Intersex people. Moreover, Tesco is focusing on the commitment to have the female representation on the senior leadership team by 2020.
The company is focusing on the reward system, in the adaptation of flexible working options, focusing on paternity and maternity leaves, also in career breaks, job share and shifts swaps systems and share ownership schemes. 
The main goal of Tesco in 2017 and 2018 was providing the flexibility and certainty of the work. Tesco provided a new app in the UK which allows its employees to manage working hours, to see working shifts and request holidays. In the future, the app will provide the option to swapping of shifts within and external different stores, which provide more flexibilities in working hours and reduce the monotonous working place by changing the stores and explore new places and new teams. 
SAINSBURY REWARD SYSTEM
The reward system of Sainsbury is based on the improvement of productivity, development of sales by motivating the employees on the ‘Staff incentive and staff reward schemes’. Sainsbury’s gift card and vouchers are the main reward and motivation system where the company provide £1000 discount for employees for any product of the company. The main goal of the company to motivate and support its employees in order to gain efficient productivity and increase the revenue of the company. 
Except for Gift card the company provide pay based rewards which the followings: 
· Performance-related Pay (PRP) – is mainly for middle and senior managers, based on store performance in terms of sales. The results in for of customer and colleague’s satisfaction are collected at the beginning of the year and the reward is identifying the best employees. 
· Piece rate provides a flexible income, which is related to output. 
· Commission-based pay is based on personal effort and talent in selling the product and determine the commission payment. 


	1. Colleague Discount Card. 
12 weeks 10% off discount. 
More spend more gain 25% off Habitat in store. 
Can nominate family members as well. 

	2. Annual bonus scheme. 

	3. Pensions
Plan for the future. Free life cover, equating to year pay. 
The additional option of pay Step up contributions which will increase life cover.

	4. Holidays. 
The more working experience within the company, the more holidays day is increasing.  

	5. Love it. 
Hundreds of discounts and savings over 1000 retailers, including restaurants, cinemas and retail stores. 
	6. Awards for long service. 
Consider long-serving employees. 

	7. Season ticket loans
After 12 weeks’ interest-free loan to purchase is provided or 6-month travel card.

	8. Cycle to work scheme.
Considering environmental issues and providing 10% discount on the cost of the bike. Tax-free and NI. 
	9. Employee Assistant Programme (EAP)
Provide free training for employees on a confidential basis. 

	10. Sainsbury Social Association SSA.
For employees and their couple company provide exclusive leisure discounts.







CO-OPERATION REWARD SYSTEM
The reward system in Co-operation is most convenient and more suitable to Malone case. The reward system is based on the employee’s appreciation base, based on the employee’s activity and customer feedback. The core focus of the company is to provide the flexible working hours for its employees and support student and elder employees in stores, by motivating and encouraging in purpose to compete and gain the productivity of the company. The reward system is based on a recognition-based system by monitoring the employee’s performance on a monthly bases and encourage the best employees of the month. Moreover, the company is providing discounts cards for its employees on products, students discounts, elder employees, double discounts at the end of the month for all employees, insurances discounts, mortgage discounts. 

	Reward Objectives

	· Develop performance culture

	· Enhance engagement

	· Increase overall employee satisfaction with rewards

	· Attract high-quality employees

	· Develop employee value proposition

	· Enhance pay competitiveness

	· Increase employee satisfaction with contingent pay decisions



The framework of Reward System Effectiveness. 
The most essential criteria to determine the effectiveness of the rewards scheme is demonstrated in following Figure 1. Most of the companies are using the minor number of the given criteria. 
[image: Снимок%20экрана%202019-09-13%20в%2019.00.57.png]

Figure 1. Reward system effectiveness.

The given component is the basic common process in the assessment of reward effectiveness, and it can be applied sequentially and depending on the needs. 














Components


These components in practice demonstrates the sequential progress of cycle by setting goals, review, measurements, evaluation and development activities. Based on these components the new reward procedure has been formed. 

[image: Снимок%20экрана%202019-09-13%20в%2019.31.40.png]

Figure 2. A model of inter-relationships of the components.

The given model demonstrates the complex activities of the components, by applying and linking each component based on the demands of the situation in the organization.  
The main focus is settled to develop the reward system. 

	1.
	Business change targets 

	2.
	Build review and improvement practices in reward programmes  

	3.
	Calculate the total cost of rewards

	4.
	Corporate changes in rewards goals 

	5.
	The measure of company goals

	6.
	Clear objectives and communication strategies

	7.
	Analysis of the need for employees 


The main motivation of the employees is non-monetary rewards, which is recognition from managements, the job excitements and flexibility is the main aims and need of the employees (Nelson 2004). The wage increases and cash incentives are not the best reward system for any organization it will not results effectively in the performance of the employees and will not give the big changes in indexes of the productivity of the company (Harunavamwe M., Kanengoni H., 2013). 
The main need of the employees as a reward is to obtain the independence of decision making, space for creativity, skill variety and diversification, task importance, a meaningful job and result-focused job (Daft and Marcic, 2007).
The lower level of need – flexible working hours, recognition, merit pay. 
Blue-collar worker needs – Flexible working hours new trend of a healthy life.  
Notice for the management team – monetary rewards combined with non-monetary rewards will motivate employees.

THE REWARD SYSTEM FOR MALONE SUPERBY LTD

The main purpose of reward strategy to meet the employee’s needs, to motivate the employees, reduce the rate of turnovers and decrease the rate of absenteeism.  
Reward and Recognition
· Malone Superbuy Gift Card is the best solution for employee’s reward.  
Improve motivation and increase engagement
Reward the customer service behaviour
Achievement of the company’s goals
Health and safety requirements
Improvement in absenteeism rates

· Loyal Service Awards
Staff loyalty encouragement
Retain the employees 
Value and Appreciations of employees 
The main reward system of Malone Superbuy Ltd, offers Monthly Appreciation Reward which increase the customer services of the company and motivate employees, also rewards in different types of insurances, loyalty in form of discounts, flexibility in workflow, training developments in form of degrees certifications and essential help in mortgage offers to cover the 5%.
The main strategy of the management is to listen to the employees’ needs and try to achieve and satisfy these needs, which will be successfully performed in job performances, and increase the profitability of the company and revenue itself in long-term prospects. 








	MALONE SUPERBUY LTD REWARD SYSTEM
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	Monthly Appreciation Reward
	Based on customer positive Feedbacks about employees

	
	The way of collection feedbacks:
	Customer Feedback Cards

	
	Rewards 
	Store Products: Any product based on employee’s interest and taste and Electronic devices (Based on budgets) 

	Rewards on Monthly basis.
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	Monthly Double Discount 20% to all products
	Monitored by managers and rewarded by managers 

	Loyal Rewards
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	Discount Gift Card
	10 % for Malone Superbuy Ltd products 
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	Working Flexibility
	Convenient for Students and Older employees but not limited 

	[image: ]
	Insurance Discounts:
	Car Insurance 50%

	
	
	Mortgage Discount 5%
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	Cyclists Rewards
	Free Bicycle purchase  
Environment Care
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	Training Rewards Degree certificates
	Training promotions in career path. Fully covered by Company

	[image: ]
	Parking vouchers on 6 monthly bases
	Monitored by managers and rewarded by managers

	[image: ]
	Discounts for Restaurants and cinemas
	Monitored by managers and rewarded by managers



RECOMMENDATIONS 

Our recommendation as an external HR Consultants for Malone Superbuy Ltd. is to established new strategies to support employees and develop future plans by title “Superbuy Shapes Up For The Future”. We have focused on developing a training and development programme that stimulate and improve the level of skills of the companies Managers. The provided new scheme of training and development program for the Line management team to achieve the aimed goals of the company. Which will enhance creativity and flexibility and develop the professional performance of the management team, it will establish a new leadership group which will prospect the future of the company. It will develop a new form of employee’s staffing structure, it will increase the indexes of the revenues, will positively impact to the company’s growth and increase the number of employee’s retentions, by motivating and developing the employee’s skills. 

And second, an essential recommendation is to establish employee reward policies aiming to encourage the motivation of the employee’s and enhance the loyalty without any changes in wages indexes, based on the non-monetary system. The provided reward system proposed for Malone Superbuy Ltd company was established based on the three leading retail companies, which will assist as an effective motivational tool, that consider the company’s need to increase the performance and the revenues. This will assist the management team to create stable relations in communication with employee’s, the safety of the workplace and ensure the stability of the company.  

The recommendation in future prospects are to, review the rewards policies on a yearly basis, by upgrading the reward system based on the employee’s needs and external market changes. In addition, for the coming year, the rewards system should include health insurance rewards, which will assist employees in daily life. In addition, the company may focus on promoting a disability confident business leader scheme, by supporting employees with a disability. To establish special support manual material and guidelines to improve the workplace for employees with disabilities or long-term health conditions. 







CONCLUSION

The most inclusive retail organization Malone Superbuy Ltd, holding a strong position in competition with different giant retail companies. Malone retail company value its customers and focusing on strong competition to deal with several issues such as improving the quality of service offered to customers, develop strategies to achieve employee support in the competitive environment of change. Also, focusses on the establishment of strong management strategies to achieve success and compete with its competitors. 

[bookmark: _GoBack]In the purpose of delivery the high standards of services by focusing on the customer services and increase the quality of the products. The development of the training programme will increase the proficiency level of the employees and which will be prospective for the future of the company to compete and correspond to the quality of the services in will provide in the retail-based environment. Also as the development of training will renew the strategies of the company by developing and strengthening the company positions in the market. Moreover, another important investment of the company is the development of the reward policies of the company which consider a new tendency of the employees’ motivation, where the increasement of the wages is not encouraging employees at all. However, the main rewards policies are recognitions and appreciations, working flexibilities and loyal discount-based reward systems. The main recommendations are provided, and the scheme of the training and reward system is established according to the Company’s requests.    
The short-term real-time interviews in Co-operation retail stores were held, the interviews took a position of the customer services and retail line manager of the Co-op retail store. Based on the real case the new strategies are provided to the Malone Superbuy retail company. 
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Team Members


Managers


Team Leaders







Set reward ojectives and criteria 


Agreed goals for reward arrangements


Link to business requirements, employees needs.


Review current reward policies and practices


Internal research employees attitudes, reward policies and pratices. 


External research market analysis.


Measure reward effectiveness


Identify data and analyse data


Refer to reward objectives and success criteria


Evaluate reward outcomes


Develop future reward directions and practice


Clear information about achievement and provide future review and evaluation
Agreed future change and rewards architecture for the future.
Implement new or improved reward practices. 
Improved reward practice introduce and conduct regular effectiveness reviews. 
Develop further changes based on needs. 
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