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An organisation's recruitment and training efforts are crucial. Every firm wants to appoint the most excellent workers and invest in their growth to profit the business. These workers should be handled effectively and quickly to maximise their potential as resources (Nikolaou, 2021). A corporation will have effects such as productivity losses, poor job quality, etc., if human capital is not handled appropriately. This paper focuses on the practical example of a business called "Fresh Direct," which struggled to get the most outstanding results out of its recently hired staff. By contrasting it with pertinent theories and models, this study will analyse the situation and evaluate the shortcomings of their recruiting and selection procedure. The research will also suggest three tools to assist Fresh Direct manage its human resources more effectively. Last but not least, the report will include a Personal Development Plan (PDP) for a Fresh Direct employee who has just started working for the organisation.
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[bookmark: _Toc111443589]  1. What benefits of developing individual staff members for Fresh Direct are? 
As stated in the case study, Fresh Direct urgently needed more staff to fulfil the increased number of orders caused by the Covid pandemic. Shortly after Fresh Direct implemented the recruiting and onboarding processes, the company experienced decreased productivity and late or incomplete customer orders. Fresh Direct started to receive its first-ever customer complaints. The problem comes from the fact that the new hires were not appropriately trained.
 There is a difference between the training and development of people. Training refers to learning information and abilities for a particular task following specified requirements (Baron, 2017). In other words, training is the process of learning. Development enlarges a person's ability to perform better on the job and increases an individual's productivity and efficiency within an organisation (Baron, 2017). Therefore, development is mastering the skills learned from the training process. 
Training is typically a short-term process and is only available for specific jobs. In the long term, development enables people to play more and various roles in the workforce. Training focuses on group or workshop work, whereas development is more specialised and incorporates things like absorption of personal experiences. However, training and development are significant elements of managing staff performance, productivity, and quality of work, and they have advantages for both the employee and the employer.
The onboarding process in Fresh Direct was inappropriate regarding training and development practices. The induction process includes only a walk around the farm without introducing the employees to the company's values and goals. In terms of the training provided by Fresh Direct for the new starters, based on the case study, it is a good practice that the company provide them with a tour around the facility. However, the training provided in the work process is not enough. The training includes one day of working with an existing staff member, and after that, the new employee is expected to perform their job independently. The training for new hires should be provided by an educated trainer who knows how to train people to meet the company's standards, policies, and expectations.  
Practical training uses the systematic approach defined earlier, emphasising skills analysis.
The benefits for Fresh Direct to further develop individual staff members are as follow:
1. The employees will gain the knowledge they need to work for the organisation. This means the quality of the customer orders will be improved. Now, orders are delayed or incomplete. That will be improved.  
2. A rise in staff productivity, morale, and speed of work completion among employees will ensure customer orders will be delivered on time. 
3. Increased productivity at work will translate into higher financial rewards for Fresh Direct. 
4. High workflow development and improvement inside the business will improve the company's image and reputation among clients. Fresh Direct experienced customer order disruptions, and customer complaints increased. Having its staff well trained and further developed their skills and knowledge will help Fresh Direct provide a satisfying customer experience, leading to positive customer feedback.
5. The personnel turnover rate will decrease, reflecting fewer employment needed and will save time and money for the company's recruitment efforts. That will solve the current issue Fresh Direct experiences at that moment with more people looking to change their current employment and looking for a job outside the organisation.
6. Increased employee engagement and competitiveness will motivate them to complete the work more quickly and help Fresh Direct expand the business. 
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Employers and staff have various requirements and expectations for one another in the workplace, and those needs are linked. Employees are more concerned with the working conditions and promises made by the organisation in their employment, which include an adequate income, a typical work environment guaranteed, a feeling of belonging, job stability, friendly co-workers, and opportunities for personal growth and development (Carsten, 2006). A big part of human resources is the psychology of management. Workplace relationships are the interaction between people in different positions within a company or organisation. To create a good relationship at the workplace, managers need to listen, understand, and support employees' needs.
Every employee of the organisation has a variety of responsibilities and needs. Every person has a motivational factor that drives them to work. Some people work for the money or the advantages, while others do it for the social component or the experience; these are all forms of motivation. The most frequent motivator for people to finish tasks is the reward. This is referred to as job motivation. "A force that motivates people to behave in a way that energises, guides, and sustains their work behaviour" is the definition of work motivation (Steers, Mowday and Shapiro, 2004). There are two methods to present motivation: internally and externally. The term "intrinsic motivation" refers to a person's internal motivation. Instead of the activity's result or benefit, this motivation results from the joy of accomplishing it.
Employee growth and development programs are crucial to businesses' success worldwide (Jakubiec, 2020).  Fresh Direct can use such programs to give the employees the chance to sharpen their abilities, which will allow the company to boost employees' productivity and promote workplace culture. They can also reduce employee turnover, negatively affecting a company's performance. Workers who regularly could grow professionally are more likely to stay with a company. Employees' motivation and job satisfaction are increased, and chances for advancement and promotion are made available by regularly offering practical training and development opportunities. Training and development individuals have more self-confidence in their knowledge and skills. 
Unaddressed expectations among employees hurt their morale and engagement. 
Behaviour is therefore motivated by unsatisfied needs. For Fresh Direct to implement the content theory in their HRM will benefit the company by uncovering and understanding employees' expectations and demands for personal growth and development. Motivating their staff to develop within the company will work for the employees and Fresh Direct, creating a good working relationship and culture. Therefore, it will also positively impact the company's reputation as a company that offers working progression opportunities, will prevent employee turnover, and increase employee interest in working in the company.
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Based on the case study, the current situation for Fresh Direct, after the company's recruitment and onboarding processes, the operational performance had decreased, and customers' orders were incomplete or late. Fresh Direct received customer complaints, and its staff faced longer working hours than contracted. As a result, employees began to look for alternative employment to leave the company. Human Resource Management (HRM) aims to ensure that the organisation has the talented, skilled, and engaged people it needs (Thierry, 2018). 
Fresh Direct should consider adopting the 5P HRM model to improve existing HR practices and employee relationships to prevent turnovers and increase operational performance. Therefore, the recommended development vehicles or technics are:
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Motivated employees work harder to meet both their and the company's goals. Depending on the individual and their position within the organisation, various theories may be used to aid in their accomplishments. Job satisfaction will be attained by establishing reasonable expectations, assigning measurable goals, and providing supportive guidance and encouragement.
The motivation of a production worker differs due to the differences in their duties and goals. In this group of workers, Herzberg's Two-Factor Theory is practical. 
Herzberg asked employees if they felt good about their jobs and when they felt awful about their work environments to study motivation. Herzberg created the two-factor theory, also known as the motivator-hygiene theory (Schermerhorn, Hunt, and Osborn, 2003).
Fresh Direct should consider applying the theory to study its’ employees and motivate them in a way that will satisfy both the company and the employees.
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Employee engagement in a company is now the source of a chance to compete in the present market, where many people hold a variety of talents and information (Shuck, 2011, p305). However, engagement should not be confused with job happiness or involvement. A motivated workforce is also happy and involved in their work. While involvement relates to the activity level, job satisfaction measures how satisfied a person is with the many aspects of their job. The secret is to provide someone with responsibilities and a role that fits their skills and personality so they may be happy about their work and fully express themselves inside an organisation. People are easily disengaged when they take on positions that do not fit their education, interests, and personalities (Moreland, 2013, p. 57), as it is improbable for them to fully commit to working that they are not competent or interested in. As a result, by using selection tactics when hiring new personnel, work engagement can be increased. Fresh Direct can involve techniques such as thorough questioning and behavioural profiling to ensure that the applicant's interests and personality match the position for which they are applying. Job comparison is an additional technique that will help choose the best candidate for the open position by clarifying the expectations and needs for the job to both the management and the employee.
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Additionally, Fresh Direct must start the lead management process. Leadership is crucial to the success of any organisation. A strong leader encourages team members to perform at their highest potential. Fresh Direct might use several pertinent models to obtain the best leadership management approach. For this, the contingency model might be used. This model suggests three improvements that the leaders of Fresh Direct could make to improve the impact of their leadership. Task, leader's power, and leader-member relationships are these (Heller, 2019). The management will significantly impact employees if it can raise these standards to a respectable level. The situational Theory of Leadership is an additional suitable model for this. Leaders cannot choose a single leadership style since the complex corporate environment fluctuates. The requirement to use a varied leadership style in various circumstances. To improve their leaders' effectiveness and situational awareness, Fresh Direct should put this concept into practice. As an outcome, managers will be more diverse and base their decisions on various circumstances. Because the appropriate decision made by leaders will give staff the right direction, enhancing operational productivity and worker engagement.
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Fresh Direct's management has been operating without superior plans that could aid in its growth. They will benefit from adjusting their business models to meet their current situation better. It's possible that the company won't benefit from any of the pertinent models discussed in this study. The management must evaluate each model to determine the best for their company before implementing it.
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Finding that person's strengths, weaknesses, opportunities, and threats is the first step in creating a PDP strategy. 
One of the person's strengths can be his ability to concentrate on his work for extended periods. He is very knowledgeable about how businesses are run. He had good communication skills, evident when he completed the interview process to be hired. 
One of such a person's weaknesses can be his inability to operate under pressure, his inability to adapt to the corporate climate, and the fact that he lacks the analytical skills required for the position.
Opportunities could include learning new information and gaining experience through work. 
Threats to the employee's ability to perform include being unable to keep up with the rising demand, feeling exhausted from the heavy workload, and losing motivation.
Table 1: SWOT Analysis
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The employee must establish precise, quantifiable, doable, and pertinent goals. These objectives will enable him to realise his full potential. After setting goals, the employee must plan how he wants to reach his goals. He must come up with a strategy. He must determine the techniques and resources required to attain his goals. Finally, he needs to assess his progress and decide whether or not he is on the right track.
	Setting Goals
	Action Plan 
	Required Resources
	Assessment 

	Practice working under pressure
	 Learn the abilities needed to function under pressure
	Work on the job to gain relevant experience
	Evaluate his performance in January 2023

	Adapt to the corporate environment
	Gaining knowledge of all aspects of the business to enable adaptation
	Work together with the managers to develop a plan
	Determine his condition in October 2022.

	Obtain technological knowledge
	Learn the appropriate technical skills for the position
	Develop technical skills through formal instruction
	Complete official training by September 2022
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