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Component 1
Introduction
Businesses use HR practices as strategic tools to gain a competitive advantage internally and compete effectively in the market. Employing good HR practices has several advantages for the firm. They ensure that the business get employees with perfect skills match, making it difficult for the organization to have high employee turnover (Wang, Kim, Rafferty, & Sanders, 2020). Good recruitment practices help an organization to get employees who can perform and increase business productivity. The productivity of an organization is partially dependent on the recruitment practices employed by the firm. Poor recruitment practices lead to low production to poor performance of employees. Performance issues may arise if an organization uses poor recruitment practices. Moreover, HR management practices after the selection process play an important role in ensuring workforce performance and achievement. These practises include the employee induction process and HR development vehicles such as training and development, motivation, and employee engagement (Khoreva & Wechtler, 2018). 
Fresh Direct is a distributor of fresh food produce. Due to the increased demand for the organization’s products, the business has expanded and recruited new staff members. However, productivity has decreased and the business is experiencing customer complaints. This report seeks to identify issues that the firm is facing and rectify them to improve employee retention and restore high productivity in the organization. Firstly, the report will critically assess the appropriateness of the practises used by the firm in employee recruitment and training. Secondly, the report recommends how development vehicles in the firm can be improved. Specifically, it will recommend how the firm can improve employee motivation, employee engagement, and training and development. 
Critical Assessment of the Appropriateness of the Procedures Developed by Fresh Direct
The recruitment procedures employed by Fresh Direct have an impact on the firm’s performance. The firm places an online advertisement while recruiting employees. This form of advertising vacant positions is convenient for many people as it can reach candidates who are online. However, it is not effective in getting talented employees due to the narrow range of candidates who can get the information. According to Bagger, Fontaine, Galenianos, and Trapeznikova, (2022), using a single channel to communicate the information on a vacant position is unlikely to attract many candidates from which the firm can select the top talent. Job seekers are unlikely to log into websites of firms that do not recruit employees frequently, making it difficult for the job advert to reach many candidates.
Fresh Direct advertises the job positions online. Using a single site makes it difficult for the organization to reach many candidates. A wide pool of candidates helps the organization to increase the probability of getting experienced, qualified, and talented candidates. Due to this procedure deployed by Fresh Direct, the business has a narrow pool and it is unlikely to get a suitable candidate. Bagger, Fontaine, Galenianos, and Trapeznikova, (2022), suggests that firms should use various channels such as social media, recruitment sites, the company’s website, and newspapers. Failure to attract top talents and qualified employees due to the narrow range of candidates reachable by the communication strategy reached makes the company employ unqualified candidates who cannot improve productivity. This failure made Fresh Direct recruit candidates who lowered productivity and had a poor customer service making the organization have customer complaints. 
The effectiveness of the recruitment process is partially determined by the screening process used by the business to determine the qualifications of the candidates (Khoreva & Wechtler, 2018). Before an online interview, organizations ensure that there is online tests that test language skills, numerical, and other basic skills required for high customer service. According to Suswanta and Zaenuri, (2022), online tests ensure that candidates selected are talented with the basic skills required for high performance. Notably, Fresh Direct doesn’t have this important procedure in its recruitment process and this increases the risk of not getting qualified employees. Notably, the results of online tests are generated automatically making it easy for the recruiters to avoid human bias (Shaban, 2019). The online interview used by the firm risks the business to recruit candidates based on the human bias as it lacks automatically generated tests. Online tests test the communication and customer skills of a candidate ensuring that the candidate has good customer service skills (Shaban, 2019). Notably, poor customer service that led to customer candidates in the organization could have been caused by the lack of online tests during the recruitment process employed by the organization.
Another important aspect of human resources management is the induction process. Mishra, Pareek, and Chakrabarti, (2020), suggest that employers should hold seminars as the induction process before employees work side by side with the existing employees. The employee induction process plays an important role in ensuring that new employees understand the company’s vision, mission, and organizational culture. Moreover, one-on-one induction processes give a theoretical understanding of the duties of the new employee and make new employees perform. Moreover, a good induction process motivates employees as they give them a sense of affiliation by seeing that they are valued by the organization and they get a good integration into the company’s workforce. According to McClelland’s human motivation theory, employee are motivated by three factors; namely affiliation, power, and achievement (Jaquays & Thompson, 2018). 
In Fresh Direct, the induction process included working side by side with an existing employee. This induction process is inappropriate as there is no seminars where employees get an understanding of their roles, organizational culture, and vision. This makes employees to struggle in having an understanding of how things are done in Fresh direct. This has caused incomplete orders and poor customer service leading to customer complaints. Moreover, employees are not motivated as the induction process does not make them have a sense of affiliation to the firm. Poor motivation is leading to further problems of high employee turnover (Silaban & Syah, 2018). 
Employee training plays an important role in giving new skills to newly recruited employees. Newly recruited employees are trained on how they should be performing their roles. It is inappropriate that Fresh Direct does not train newly recruited employees. The company only allows employees to work side by side with existing employees which can only be taken as a short mentorship program but not full training. Employee training should be done on both new and existing employees. Lack of employee training has led to poor productivity and poor customer service. Moreover, employees take long to complete their roles because they lack appropriate skills that could have been provided through training, leading to long working hours. 
Development Vehicles
Employee Training and Development
According to Jehanzeb and Mohanty, (2018), employee training and development is educational activities employed by an organization to help employees acquire new knowledge, and skills as they get instructions and information on how to perform specific tasks (Khan & Abdullah, 2019). Employees training can play an important role in Fresh Direct. Firstly, it equips employees with new skills and knowledge to tackle future and new challenges. New employees will get skills on how to do their tasks effectively helping the company to improve productivity. Secondly, it will boost employee motivation. According to Herzberg’s two-factor theory, employees are motivated by motivators that include recognition, advancement, achievement, and growth (Kotni & Karumuri, 2018). The employee of the company will grow their skills and advance in their career and this will motivate them. Motivated employees have low employee turnover and high performance. Moreover, training and development will foster leadership in the company which will solve further problems such as long working hours and decreased productivity.
However, employee training and development has several disadvantages. Firstly, training programs are expensive. Secondly, different employees are used to different methods of training and the method used by the firm may be ineffective (Khan & Abdullah, 2019). The ultimate merits of employee training and development outweigh the demerits (Khan & Abdullah, 2019). Fresh Direct should train employees frequently. The company should train newly recruited employees after they join the organization and have frequently employee training programs for existing employees. Employee training and development will solve the issues of high employee turnover decreased productivity, and foster leadership to solve other issues that may arise in the organization. 
Motivation
Employee motivation is the level of creativity, commitment, and energy that employees put into their roles (Silaban & Syah, 2018). Motivated employees put higher level of energy and commitment than employees who are not motivated. Employee motivation has various benefits. Firstly, it helps an organization to have high performance. Motivated employee perform highly and improve overall productivity. Secondly, it lowers levels of absenteeism and helps an organization to retain employees (Silaban & Syah, 2018). Motivated employees are less likely to leave the organization in consideration of other employment opportunities. This helps the organization to cut costs associated with employee recruitment. Moreover, motivated employees will help the organization to have an improved customer service and lower customer complaints. Pang and Lu, (2018) found that employee motivation improves productivity and helps an organization to achieve better customer service. 
However, if this development is not well approached may have some disadvantages. It may lead to workplace conflict if employees do not receive the same level of motivation. Employees who do not get motivation incentives may become resentful. Fresh Direct should motivate all employees of the company. Moreover, it costs the organization to offer motivational incentives to employees. The advantages of employee motivation outweigh these demerits as improved productivity caters for the increased cost of motivation and potential conflicts can be managed by having equal levels of motivation in all employees.
According to Herzberg’s two-factor theory employees are motivated by achievement, advancement, and growth (Kotni & Karumuri, 2018). The organization should provide employees with advancements, recognition, and career growth opportunities. Moreover, it should recognize employees efforts should be recognized with rewards and some of the firm’s commodities should be offered as rewards to employees. 
Employee Engagement
Fresh Direct should improve employee engagement. It refers to the level at which an employee feels connected and committed to the organization (Srinivas, 2021). It plays a crucial role in promoting employee motivation, promoting retention of talented employees, and improving customer service. According to Parent and Lovelace (2018), well-engaged employees are concerned about the company’s image and they proved a good customer service to protect the reputation of the company. In a different study, Zameer et al. (2018) found that employee engagement improves motivation and well engaged employees stick to the organizations they have a strong feeling of affiliation to the organization. Fresh Direct will be able to retain talented employees with this strategy. However, Suyanti and Absah (2019), suggest that this practise may cost the organization without any benefit as some personalities will always remain unchanged especially if an employee has a negative attitude towards the organization and his/her role.
To effectively improve this HR practise, Fresh Direct should communicate regularly and deliberately to employees and invest in employee wellbeing. The company should also recognize good efforts and have a well-defined organizational purpose.
Conclusion
The challenges facing Fresh Direct are caused by poor recruitment strategies, lack of employee training and development, and poor employee motivation in the company. The company only uses online site for advertising jobs which makes difficult it to attract a wide pool of employees. Moreover, employee training is not done in the company and this leads to poor productivity and poor customer service. Poor customer service is also contributed by working with poorly engaged and demotivated employees. To solve these issues, the company should invest in employee motivation, engagement, and employee training and development. Employees should be trained regularly and there should be regular communication. Moreover, the company should use multiple channels in job advertisements to have a wide pool of candidates to select the top talent.



Component 2
SMART & PDP
Personal SWOT Analysis
	Strengths
I have strong teamwork skills
I have strong communication skills
I have the knowledge of good recruitment strategies.
I have a strong problems solving skills
	Weaknesses
I have low confidence level
I have a low job experience
I have presentation skills

	Opportunities
I can get promotion
	Threat
High competition in the labour market




To work in Fresh Direct, good teamwork skills are required. The organization’s productivity has reduced and employees should work in teams so that they can collectively improve productivity (Pazos et al., 2020). Notably, teamwork increases productivity as people working together think together to make the best decisions on how productivity can be improve. Moreover, teamwork books staff morale. Fresh Direct needs motivated individuals to boost staff morale and improve talent retention. The business has poor recruitment practises and I will play a key role in ensuring that the business gets effective recruitment practises. I have strong academic background in HR management and this knowledge makes me a valuable assets when working for the organization. The organization is facing various problems and with my problem-solving skills, I am well positioned to solve its problems.
I have some weaknesses. Firstly, I have low level of confidence. I will be required to approach some top individuals in the company and suggest solutions to the organizational problems. This will be hard task for me because I have low level of confidence. Moreover, I have poor presentation skills. I will be required to present ideas to my colleagues in the company. My weaknesses may negatively affect my performance and I need to develop areas that I have weaknesses.




Personal development Plan
The weaknesses identify in the personal SWOT analysis are risk as they may hinder my performance at work. I will take various actions to develop these area as explained in the table below.
	Area to be developed
	Actions to be taken
	Time scale

	Increase my confidence level
	I will start various managers in company’s including managers in the university and hold discussions with them. I will approach at least 20 managers and top company executives within the next six months.
	6 months

	Lack of job experience
	I will seek a job internship in the HR department during my long holiday. 
	3 months

	Presentation Skills
	I will join the public speaking club in the college and ensure that I practise frequently by giving public speeches to members of the club.
	12 months



My strengths will make me a valuable employee in Fresh Direct. They will help me to solve the issues facing the organization. I have an opportunity of being promoted in the organization. I have some weakness that I seek to develop in the next 12 months. I need to improve in the areas of presentation, get practical job skills, and improve my confidence. 
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