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Introduction

Within this report we will analyze First Direct and see how they are delivering expectations of staff in the organization. Identify the issues with their recruitment process and how to overcome them. How employees can progress with training and development programmes. Which programmes will be beneficial to them?
Furthermore, rectify any issues with a supported personal development plan which will show weaknesses and goals of each employee, helping them with their weakness and build confidence within. What promotes and encourages employee engagement and the rewards offered to keep employee retention low. 




















Fresh Direct benefits of developing individual staff members.
For the company to retain employees and reduce the high turnover they may consider following the advice below:
 Whilst advertising online and filtering through CVs of potential candidates was ok for a quick solution during the pandemic, in the long term a broader recruitment process is required. Improved recruitment and selection strategies lead to improved organizational results (Kumari and Malhortra,2013). They can advertise through agencies, set up a stall at job fairs and through jobcentre recruitment drives. Interested candidates could also complete a quick skills test. Each applicant can be vetted on their merit and showcasing their skills can benefit Fresh Direct immensely.
 Employee benefits would be rewarding for the company. (Hanson et al,2019) stated to increase engagement formulating a benefit package is a generic idea aimed at motivating employees and increasing effectiveness. New talents can be discovered, strengthening the weaknesses of new and current staff members. Another factor can be offering rewards for staying with fringe benefits such as overtime, an increase in pay and possible package to improve their skills and abilities, also the chance to build a career with Fresh Direct if their commitment is to the company. This incentive could increase productivity and motivation within the workforce. Once the probation or casual period has ceased, an offer of permanent employment with regular fixed hours.
[bookmark: _Int_G9ld7ymK]To further employees future, Fresh Direct can invest in apprenticeship training programs to climb up the career ladder. They can obtain feedback from employees regarding this to see if it is a step they would like to take. The company will get financial assistance from the government to help finance the scheme. Should it receive a positive response from interested individuals they can start enrolling staff.  This approach will benefit Fresh Direct as it offers on-the-job training with a paid salary. Apprenticeships can be used to train older employees, provided they equip apprentices with newfound skills for promotion with the existing employer stated (Gabin and Hogarth,2021). Employees are more likely to stay motivated and engaged as they will gain experience and gain formal qualifications without any expense to them. This strategy should produce high productivity and commitment from staff.
In addition, once completed the rewards for the employee should reflect a pay rise and the option to ascend to higher training.
Employee retention is improved by staff incentives. Incentives show every employee how much their talent and experience are valued; it becomes a great tool for productivity. Given that job satisfaction, incentives and motivation support staff retention, motivating employees can serve as a strategy to avoid high turnover (De Souza and Martins,2018).







How can Training and Development be used to develop employees at Fresh Direct?

[bookmark: _Int_zI6bdofZ][bookmark: _Int_9cFO183j]In retrospective employees should all have an individual four stage, five-year target personal Development Plan in place from the time of induction. This would show each employees career goal, from current and future. How and what resources can Fresh Direct help them to achieve these to ensure retaining employees.
Fresh Direct can respect and develop these by providing resources to strengthen the capacity of their skills and any weaknesses that may be hindering their progress. Seeing the process of PDP model on paper employees and management can reflect on the core contexts that are keeping the individual from progressing. A PDP implicates the capability of an individual in order to further benefit on one hand and to decrease the barriers on another (Passmore and Sinclair,2020).  It’s an accurate record of personal achievement and future goals.
·  Identifying and developing a new skill for the employee is essential. 
· Making a meaningful connection with Fresh Direct will keep the individual engaged and motivated.
· Being productive. 
· [bookmark: _Int_TMya8ojF]Managing stress, being mindful of employees mental awareness. Having regular stress management workshops will be beneficial to both parties. This will make employees take less absences. Be sensitive to the wellbeing of employees as well as the pursuit of commercial gain (Armstrong,2020).
The methods recommended for staff training and development would be guided by E learning as this is a supplemented approach to face-to-face learning, Electronic Learning (E Learning) allows learners to interact with their resources when they are not at work and is a complimentary way to learn (Kumar Basak et al, 2018). E Learning should increase engagement, enhance knowledge and employees can always refresh. Employees can log in when free to complete tasks within the timeframe asked. Using online resources such as this will help with the development of staff further.  Technology is playing a crucial role in everyones daily lives. 



[bookmark: _Int_G9bzWCU4][bookmark: _Int_PIkcb7bu]Digital Game based learning platforms such as Bitesize is one strategy that is growing in popularity to help learners engage and achieve their learning objectives. Kahoot is another learning tool to create formative assessments. Kahoot is a points-based quiz game where the assessor can write several multiple-choice questions and Kahoot will track the points of everyone then export data to a spreadsheet for analysis. This strategy will showcase employees weaknesses and programmes can be tailor-made for individuals. The efficiency and design of game-based learning approach has been developed progressively and in phases (DeFreitas,2018) as an effective learning tool. EdApp is another game based learning platform that integrates different engagement elements to help increase course completion. Each topic is broken down into bite sized modules and integrated gamification-based rewards system, including a multiple-choice assessment. Can also be accessed on smartphone as well as PC.
[bookmark: _Int_YeqcVfjk]Alongside the technical training, off the job practical staff training days every six months will further their knowledge and increase the chances of promotion at Fresh Direct.  The skills gained will be valuable to the company and boost staff morale. Practical sessions will show mangers which employees are enthusiastic about their job roles. 
Two key training methods: behavioural and cognitive training. Fresh Direct needs to select the most suitable method that should be implemented in their training programmes. 


















[bookmark: _Int_PBfdVXh6]The three development models available to Fresh Direct will help further develop individuals needs are as follows:
1. Motivation
[image: ]
Source (Maslow's Hierarchy of needs, SlideBazzar,2017)
American Abraham Maslow in 1943 created a theory of psychological reviews.

Maslow's theory will benefit employees at Fresh Direct as it is working from the bottom up in five steps.  
1. Physiological needs. Basic needs, Fresh direct needs to provide a fair salary and permanent stable working hours of employment once the probation period has ended.
2. Security.   A safe working environment with fair work practices needs to be offered to all employees at Fresh Direct.
3. Belonginess, Social acceptance issues like cooperation on the job and interaction with others and feeling confident that any issues will be taken seriously and resolved.
4. [bookmark: _Int_hbwtjPqP]Esteem.  All Fresh Direct staff should be given recognition, e.g., job titles, and be respectful of each others roles. This will promote positive self-esteem.
5. Self-Actualization. Appraisals and Performance management would be made annually by line managers.
A motivated employee is an asset and will strengthen Fresh Directs business and revenue growth. Research by (Stewart et al.,2018) showed that Maslow's theory combines wages, benefits and how management is performed, into a unified whole.

2.Engagement
[image: ]Source (Armstrong et al,2010)

Employee engagement at First Direct starts with commitment to their job. Engagement offers a complete and practical resource to understand and create an effective engagement strategy and is aligned with broader business targets (Bridger,2018). Ensure that all employees are driven by Fresh Directs goals, values and code of conduct. Their enthusiasm can lead to company benefits and rewards.
[bookmark: _Int_jQ6dljyb]Educate staff of the companies ethos and workplace values. The behavior of the line manager should be always evident, consistent and demonstrated.  All staff should work as a team and feel they are all playing a significant part in driving Fresh Direct forward. Leaders should support their workforce by encouraging a ’friend at work’ approach. If employers can make the workplace conductive to friendships, employees should be happier, engaged and more productive (Smith,2018).
Offering Non-monetary incentives can keep the company employees engaged and motivated. HR managers who have used salaries to motivate their staff now use non-monetary levers as a means of appreciation and career development to maintain morale (Mani and Mishra, 2020). Examples: Employees of school age children can be offered flexible working hours. Rewarding employees with more responsibilities by challenging them and offering training to further skills development. One on One meeting to get constructive feedback on the way Fresh Direct operates. Give all employees the opportunity to take a day off for wellbeing day booked in advance. These are a cost effective to Fresh Direct, can be implemented straight away and are great for staff retention.
The objectives of employee engagement in Fresh Direct visions are clear, investing in our team to improve business performance, employee experience with less absentees and customer satisfaction.


3.Leadership Management

[image: ]Source (Blanchard et al,2000)

This Leadership model was developed by Ken Blanchard et al, in 2000. This model looks at three areas: 
1. Relationship behaviour of the manager.
2. Task behaviour of the manager.
3. Readiness of employees.
For Fresh Direct to retain staff and sustain productivity the management leadership needs to be effective for each team. Two recommended styles reflecting leadership management are below.
Participative style is the democrative approach that might be considered, leaders including their team members in their decision-making process, taking their thoughts and opinions into account making them feel a sense of belonging would help increase engagement and a high level of productivity can be achieved amongst team members but ultimately the final decision lies with the leader.



[bookmark: _Int_DEdVzvfO]Transformational style, leaders using this motivational method can inspire their team with a vision and create goals for individuals. Encouraging them to reach targets and progress within the company. It places a high value on employee and management relationships. This style will inspire and motivate as well as gaining the support of employees in Fresh Direct. Leaders will also serve as a role model for the vision. Staff morale will be high and thus lower employee turnover.   Managers will be able to establish how each member of their team envisions their future within the company. A new leadership style will be beneficial in the developmental needs of staff.  (Kamphorst and Swank,2018) workers rewards and career prospects often depend upon how their supervisors perceive their performance.























SWOT Analysis for Marisa Miah

Having passed the selection and interview process, Marisa has been successfully hired by Fresh Direct for the following qualities: Below is a SWOT analysis conducted from her CV and interview. According to (Tseng and Pilcher,2021). The SWOT analysis is a more targeted tool that shows the potential of a candidate, and the strengths and opportunities outweigh any weaknesses and threats.

[image: ]

[bookmark: _Int_D5DVlUl8]Marisa has five years work experience, having strong morals principles shone in her interview. 
She has strong family beliefs and Fresh Direct are willing to offer her flexible working hours. Marisa has low self-esteem and can get a little overwhelmed when nervous but with the right support she will overcome this. Her ambition to further her knowledge whilst working and bringing up a family shows she is a dedicated motivated individual. 









Personal Development Plan Employee: Marisa Miah Age: 24 years

[image: ]
Marisa Miah is a newly appointed employee at fresh Direct.  As part of Fresh Direct personal development programme for all employees. A PDP is more than a tool, it is a structed process to allow individuals to reflect on their own objectives, record their accomplishments and plan for academic and career development (PerezCavana and Lowe, 2018). Marisas was completed as part of the induction process. 
The Personal Development Plan has highlighted to help Marisa reach her aspired goals, Fresh Direct can invest in Marisa through enrolling her for an apprenticeship training course. This will give her hands-on experience, developing her skills and receive a recognized qualification on completion.  Once completed Marisa can continue a higher apprenticeship which will further her knowledge and obtain a degree within three years. All this will help improve and boost her confidence and her online training can be done off-site at her own convenience as long as she completes within the given deadlines.



Total Rewards Model
[image: ]  
Source (Armstrong,2010)
The Tower Perrin total rewards have four quadrants: 
· Pay. Fresh Direct will offer a fair pay package to all employees. Including long-term incentives such as bonuses.
· Benefits. Fresh Direct will offer employees twenty days' annual leave along with flexibility for some employees.
· Learning and Development. Fresh Direct will encourage employees to enroll on the apprenticeship programmes for career development and E Learning training to be completed off site at their own leisure. Performance Management will be carried out annually.
· Work Environment. Fresh Direct, with support from leaders, will aid with keeping employees informed of any developments within the company and help maintain a healthy work environment. Offer days off in lieu of flexi time worked.

Total rewards cover all aspects of work that are valued by all and have implications for cultural change. This strategic reward system encompasses all types of rewards – nonmonetary as well as financial, both intrinsic and extrinsic benefits fuel this. (Beck-Krala,2020) wrote these days it's important for companies to adopt an integrated approach to rewards.
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Personal Development Plan

Name: e Date: 01/08/22
Objectives Success criteria Actions Implementation

Whatdo I want to be abletodo | How will | recognise success? What methods will | use to achieve | How will | practise and apply what | learn?
ordo betier? How wil | review and measure my | my learning objectives?

improvement?

My goals are work on my
confidence and improve my
self esteem.

1'should be happier at work and
gain recognition from leaders.
Iniial three month target.

Ask more questions.

Ask for feedback on my tasks
Exercise and eat more healthily
Positive thinking

Socialize more in the workplace.
Apply through working on my own
initiative and helping colleagues.

To further my skills and obtain
a degree through the either
workplace apprenticeship or
attending university.

Will be enrolled and completing
assignments on time.

Passing each semester, three
months.

Completed in two years.

Enroll on a Degree course.

Ask HR if any training courses are
available

Project work for Fresh Direct
Shadowing colleagues

Online Degree course (Open
University).

Two hours a day to complete my work
Resources from work to further my
skill.

Organize my time better,
balancing work and family
ife.

Less stressful in time
management. Family will be able
to support each other.

Leave any workplace problems
at work. Reviewed on a weekly
basis.

Create a daily Planner.
Block out distractions
Establish routine

Check daily planner for children
activities. Strike off what s not
important.

Check timeframes and keep to routines.

Gain technology computing
skills to increase my
knowledge and improve my
efficiency in daly tasks and
work

Becoming more confident and
literate in software. Using
Microsoft excel in daily life eg
paying bills, online shopping etc.
Complete a course within a year.

Search for IT computing course onlin
Practice my current knowledge.





image.png




image4.png




image7.png
The Towers Perrin model of total rewards
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