1
3












Developing Relationships and Workplace Achievement
Fresh Direct 



Student name and number: Georgiana Serbanescu, 1918419
Module name and code: Developing Relationships and Workplace Achievement, BMSW5102 
Lecturer Name: Mrs. Sujeeva Herath

Contents
Introduction	3
Question 1	4
Identifying the Issues at Fresh Direct	4
The Appropriateness of Models	5
Question 2	7
Conclusion	9
Component 2: SWOT & PDP	10
References	12



[bookmark: _Toc99899516]Introduction


Human resource management is one of the most important aspects of organizational management. Historically, organizations that have competently practiced human resource management have attained success that can be directly attributed to their competence in human resource management (Schroeder, 2012). This is because, the human resources, which include the employees at all levels as well as non-employee individuals, comprise the biggest and most important assets in any organization. In light of this, it is critical that human resource managers understand how to use principles of human resource management effectively to enable their organizations achieve the best results possible. As such, there exists a number of ways and vehicles through which human resource managers can ensure the best possible HRM principles are implemented at their organization. These vehicles are designed to help human resource managers sharpen specific aspects of their work force for the benefit of the organization. Moreover, the vehicles are geared towards benefiting the employees as well as they not only get the best of them, but also improve their abilities thus making them more competent and valuable. However, for these human resource management vehicles to be effective, it is important that the managers apply them with precision; targeting them to areas where they are needed (Paşaoğlu, and Tonus, 2014). In this essay, an evaluation of the human resource management vehicles as should be applied at Fresh Direct. The essay will be based on a case study in which the company Fresh Direct needs help to reinstate its position as a performing entity.
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	The case study provided concerning the company Fresh Direct shows that it is experiencing issues that are currently causing it trouble. All the problems at the company began with a sudden and substantial increase in demand for their products. This led the company to a situation where it had to drastically increase its employees to a number that will be sufficient to help it meet the requirements of the new level of demand. As the case study states, “To address this, the owner placed an online advert for farmhands requiring CVs to be emailed to the business.” However, the result of this development was negative. For example, the company began receiving complaints from its customers for the first time in its history. Productivity decreased, some employees now want to leave, and the company begun registering late orders.
From the above problems as experienced by Fresh Direct, there are clear human resource management issues that can be said to be behind the problems. From the case study, the process of recruitment had issues and contributed to the problems that ensued following the introduction of new employees into the company’s activities. As the case study shows, the company put little effort in the recruitment process, which doomed it to absorption of subpar employees. According to the case study, “Candidates that Fresh Direct were interested in took part in a 20-minute online video interview that aimed to determine their skills and suitability.” This is a recruitment problem as a 20-minute interview is not enough to determine the competence of a potential employee. Another issue that caused the problems is of induction. Once hired, “each new member of staff was given a tour of the farm and worked side by side with existing staff members for a day before being given individual responsibilities.” This represents an induction issue as one day is not enough for a new employee to learn their duties well enough to be assigned individual responsibilities.
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	One of the concepts that Fresh Direct applied is that of general induction. In this concept, the employee is familiarized to the company and their duties in a general sense without any specifics. The concept of general induction does not require the help of an individual with the expertise of inducting new employees into the company (Antonacopoulou and Güttel, 2010). It is this concept that managers at the company employed because, as the case study shows, the new employees were inducted by their fellow existing employees for a day. This is typical of general induction as it took the minimum time possible, and it was conducted by employees who are not induction experts. This concept can be both beneficial and disadvantageous to the company. Its main advantage is that it saves the company time and financial resources as the process takes a short period of time and there are no induction experts to be paid. Another advantage that the concept offers is that it allows the company to absorb more employees within a short period of time as it does not spend much time inducting them into its activities. However, the concept of general induction as applied by the company has a few limitations. For example, it does not afford new employees the time required to adequately familiarize themselves with the organization’s values, standards and culture. Secondly, the concept does not afford new employees the time required to learn their jobs (Arachchige, 2014). 
	The case study also shows that the company employed the online recruitment model in which the entire recruitment process takes place online. The application of this model can be seen in how the “owner placed an online advert for farmhands requiring CVs to be emailed to the business” and the chosen candidates “took part in a 20-minute online video interview that aimed to determine their skills and suitability.” The online model of recruitment is one that has been applied by many organizations since the emergence of effective online means of communication. One of the advantages of this model is that it saves the company time as the applicant’s documents and interviews can be received and conducted online respectively. Another advantage of the model as applied by Fresh Direct is that it saves the company financial resources that would have been directed to a more personal, longer and rigorous recruitment process (Parry, and Wilson, 2009). As seen in the case of Fresh Direct, the model helped the company acquire the employees it needed without a considerable financial investment into the process. However, the model has disadvantages that can cost the company. For example, it does not afford the company the ability to thoroughly vet the applicants. 
In a traditional recruitment process where face to face interviews is conducted with recruitment officers from the HRM department, the applicants can be thoroughly examined; an aspect that misses in the online recruitment model. In the case of Fresh Direct, for example, this disadvantage came into play as the model only afforded the company 20-minute video calls as the means to determine the applicants’ skills and suitability. Additionally, the model has the disadvantage of preventing applicants from satisfactorily enquiring about any issues they need clarified as they would have in traditional recruitment model (Allden and Harris, 2013). Considering the above, it is evident that the company has succeeded in the process of recruiting many employees in a short period. This means that it has the necessary structures in place for such a feat. However, the company has also performed poorly in recruiting the right employees. Additionally, the company has performed poorly in ensuring that its new employees understand their assignments to perfection.
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Recommended Models
	The current circumstances that Fresh Direct is in can be improved by three main strategies. The first strategy that the company should implement is training and development. In this strategy, a company invests funds in sharpening the skills that its employees need to carry out their duties through training programs (Campbell, 2017). Training and development programs involve targeted efforts where employees are trained and developed for the specific purpose of increasing their competence for the benefit of the company. At Fresh Direct, training and development is recommended as it holds the potential to solve the problems the company is currently going through. In executing the strategy, the company should follow the following steps; firstly, it should identify the skills that the new employees need. This step will ensure that the training and development programs are focused on the skills in question. Secondly, the company should hire professionals to train the new employees in the identified skills to levels that will enable them carry out their duties with competence. In doing so, the company will increase its overall productivity as all employees will perform at their peak thus avoiding problems such as late orders. Finally, the company should evaluate the effectiveness of the training and development program by rating the employees’ productivity a given period of time after training.
To increase its productivity, the company should also implement motivation strategies. As stated in the case study, the company experienced a massive increase in demand. This means that the employees are required to overwork in order to meet the new demands. In such circumstances, employees need to be motivated lest they feel overworked, which will crush their morale. This problem can be solved by motivating employees through encouraging their input and creativity. In doing so, the employees will appreciate the company’s acknowledgment of their expertise and ability to take responsibility thus taking pride in their tasks (Lindner, 1998). As a result, they will feel motivated as their tasks will no longer feel like chores to them, but enterprises which they are part of. The company should also motivate employees by encouraging breaks that enable them rest for given periods of time during work hours. Such breaks will help the employees regain the energy and enthusiasm required to perform their duties thus motivating them to work harder upon resuming their duties.  
Fresh Direct can further increase its productivity by implementing rewarding strategies designed to recognize the efforts the employees put in to meet the increased demands. As the case study shows, employees have been working longer hours than contracted, a development that has led some of them to look for new opportunities. The company can reward employees who work the extra hours using with programs such as overtime payments and off days. Such programs will increase their job satisfaction thus improving their morale and organizational attachment. The company can also arrest the dissatisfaction experienced by employees by rewarding them through performance appraisals. In performance appraisals, the company recognizes its employees’ achievements and contributions to the company’s success (Cappelli and Conyon, 2018). In doing so, employees will appreciate the fact that their company acknowledges their efforts, which will increase their morale. In addition to the periodic official appraisals, managers at the company can implement immediate oral appraisals for work well done and reward employees by positive feedback.
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	From the above analysis of the issues at Fresh Direct, it can be summarized that the human resource aspect of an organization is arguably the most consequential one. As the case study proves, Fresh Direct began suffering and gaining a poor reputation when it introduced poorly trained and managed human resources into its activities. For example, the company experienced job dissatisfaction among most of its employees and registered late orders for its product deliveries to customers for the first time. The above problems were caused by the issues of recruitment and induction where the company conducted the two processed poorly. As shown in the essay, the mistakes made in the two processes had a causal link to the problems that the company experienced. The two mistakes were made because of the models of general induction and online recruitment that the company employed during the process of recruiting employees to meet the new demands. In this particular conclusion, it is important to note that the models are not in themselves negative; rather, the time and way the company employed them caused the negative consequences. To rectify the situation, the company is advised to implement the concepts of rewards, training and development, motivation. The tenets of these three concepts are designed to help an organization improve the management of its human resources. Therefore, it can be concluded that implementing the three concepts will help Fresh Direct eliminate the human resource issues that currently plague it. 
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A SWOT analysis is a tool that individuals and organizations use to evaluate their positions in relation to future development. The tool is designed to present the individual using it with their strengths, weaknesses, opportunities and threats thus enabling them to maximize on their strengths and opportunities while working on their weaknesses and threats (GURL, 2017). The following is a SWOT analysis for a new employee at Fresh Direct who works as a delivery driver.
Strengths – there are strengths that I possess which I can take advantage of in the process of furthering my career. I have impeccable driving skills, I have experience as a delivery driver, I have all the required documentation, I am a fast learner, I am good at expressing myself in public, I am persistent, I possess other skills other than driving such as digital and computer skills.  
Weaknesses – I have weaknesses that can work against me in my pursuit for success. For example, have a hard time keeping time, I have a hard time communicating fluently with foreigners or non-native English speakers when I deliver to them, my team playing quality is average. 
Opportunities – there are opportunities that I can utilize to further my career. For example, the demand is increasing which increases the possibility of gaining more experiences, the company is planning on promoting some drivers and I could be considered, the government is relaxing the pandemic restrictions which present an opportunity to meet more people for networking purposes. 
Threats – there are other competent unemployed drivers that can take my position, the relaxation of pandemic restrictions may reduce delivery demand thus putting my job at risk.     
Personal Development Plan
A personal development is used by individuals to strategizes their way towards career development. It is important as it provides the individual in question with a clear path towards their goal, including all the actions they need to take to achieve it (Beausaert et al, 2013). Without a personal development plan, an employee will have a hard time increasing their value as they may not take steps to improve themselves. The following is a personal development plan for a delivery driver at Fresh Direct.
	Objective 
	How I will achieve it
	Resources Required 
	Potential obstacles 
	Measure of success 
	Timeframe 
	Potential support 

	Rise to the level of driver team leader 
	Gaining the required experience.
Application for internal promotion to the position.
Gaining supporting academic qualifications.
Work with fellow employees to support me in achieving the objective.   
	Time. Financial resources for my academic pursuits.
Networking connections within the organization.


 
	Competition from colleagues wanting the same position.
Lack of financial resources for my academic adventures.
 
 
	I will consider it success if I get the position.
On a lesser extent, I will consider it a success if I get considered for the position.
	I aim at achieving this objective within maximum a period of two years.
At a minimum, I expect to achieve this objective in a period of one and a half years.  
	I expect support in achieving this goal from my family and my colleagues.
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