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[bookmark: _Toc100839954]Introduction
Covid 19 had a major affect on fresh directs demand. Fresh direct was in urgent need of new employees to meet the new surge of demand. After hiring new employee’s operational productivity declined. This report will critically assess the company and identify the HRM issues fresh direct faced and essentially work out where the company went wrong throughout the recruitment, onboarding, training methods, identifying the issues with these methods, and assessing the appropriateness of the methods fresh direct deployed and the effect these methods had on the company. By breaking down each method this report will highlight what worked well and what went wrong with the recruitment selection, induction and training steps within fresh direct and determine why operational productivity was decreased and why new employees began to leave the company. This report will then identify and recommend 3 theory’s/models that fresh direct can adopt to improve operational productivity throughout the company selecting appropriate models and theory’s that would work well within the company and how fresh direct could implement these models/theories. Some of the models and theory’s being identified and recommended are motivation, training, and reward strategies. Finally, this report will conclude with a swot analysis and a personal development plan that new employees at fresh direct can adopt and implement to boost their performance and productivity (Ginnodo, 1985).

[bookmark: _Toc100839955]Identifying the issues that the company are experiencing

Due to the situation of the covid 19 pandemic fresh direct experienced immense unforeseen growth in orders. Resulting in orders being tripled instantly. Creating a high demand for product leaving fresh direct overwhelmed with a demand their staff could not meet. It is evident from the case study that fresh direct have several issues, firstly the case study speaks about how the company needed to make investments in equipment. There is no evidence that these investments were made, instead, fresh direct decided to recruit more staff as the company could not manage the workload they were experiencing, due to a lack of workers. Fresh direct needed to recruit staff quickly to meet the company needs, leading to quick recruitment. Shortly after the onboarding training process the company experienced major problems with productivity, with orders not being completed in time and some orders being completed late which resulted in fresh direct receiving the first customer complaints the company had seen. Staff are left overworked and exhausted with most staff wishing to leave the company when possible.
I believe fresh direct is experiencing HR planning, Scenario Planning, demand forecasting training and recruitment and selection issues. due to the recruitment process adopted by the company. Failing to anticipate an increase in demand and staff needed upon assessing the staffing needs Fresh direct was in urgent need of new staff to meet the company’s demand, also fresh direct have issues regarding their training. The company used a one-day training system alongside an existing employee for new employees. I feel this is not a substantial amount of training needed for a new employee which in return leads to another issue the company faced which is company performance management and productivity. Poorly trained staff have a negative effect on company productivity and performance allowing employees to feel unrecognized and undervalued which in return can affect the overall productivity of staff and have a great effect on their motivation leading to fresh direct having poor staff retention rates.

[bookmark: _Toc100839956]Appropriateness of the models, theories and concepts that have been deployed by First Direct

[bookmark: _Toc100839957]Recruitment process 
Fresh direct recruitment process was done within a two-week period as the company was desperate to meet the demand they were facing and was in urgent need for new employees. The overall process of recruitment used was successful, and I believe the online advert was a great way to promote the positions available during the covid 19 pandemic. Fresh direct was successful with attracting applicants with the online advertisement. I believe the company could have created a more detailed advertisement stating a more detailed explanation of the job specification which would have helped with recruiting the right candidates for the job. I believe the company implements strategic resourcing moderately well. Allowing applicants to send cv’s to be considered is a fantastic way to assess the skills and requirements needed for the positions before the interview stages. Allowing the company to strategic resource and gain a general idea of the applicant’s skills before the next stage of the recruitment process resulting in the company being able to narrow down applicants who seem to be most suited to the positions available. Being aware of the skill mix within the company can impact future planning and adjustments for the company. Fresh direct was successful with recognizing the increase in staffing needs although the company could have retrained existing staff, offered overtime, or extended work hours to fulfill their demand (Yakubovich and Lup, 2006).
[bookmark: _Toc100839958]The selection processes
Fresh direct implemented their selection process through applicants sending cv’s and a follow up 20 min interview for applicants who seemed to have relevant skills and suitability for the job. Reviewing cv’s first is an effective way to determine the appropriate candidates for the job and helps to assess who will be offered an interview. Also, the 20 min interview is an moderate way to further asses the applicant’s ability and determine whether the applicant was right for the job role. Fresh direct could have used some more selection techniques in their section process. They could have used things like skills tests and ability tests to evaluate applicant’s abilities and performance to find applicants with a better skill match for the company’s workforce also the company could have done things like questionnaires to gain an understanding of personality types. Overall, the interview techniques deployed by fresh direct were poor and could have been more detailed in assessing applicants. The company could have involved some tests or skills assessment tools within their interviewing and selection process (Puncheva-Michelotti, Hudson and Jin, 2018).








[bookmark: _Toc100839959]Induction and training 
Fresh direct used an extremely poor training and induction process with successful applicants only being shown around the farm. I feel this induction process was inappropriate for new staff. As fresh direct could have introduced some induction training for all the new staff to go through before starting the job role. A better induction could have helped new employees to understand how the business worked and to understand their role in the business. Overall educating the new employees on the overall performance of the business. Fresh direct used a mentoring approach with their training by placing new employees side by side with existing employees for a day which in return could be a successful way to train new staff allowing new staff to gain further knowledge of what the job is and what should be done. Although the company could have allowed a longer time for staff to be trained as I feel one day is a very short time for new staff to gain an understanding and be able to pick up the process needed from them and to allow staff to have a good performance and overall productivity. This rush in training would have a negative affect on employees and could have left new staff feeling uneducated of the job role which could result in staff leaving the company (Gediminas, 2013). 
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[bookmark: _Toc100839961]Motivation 
Employee motivation is an incredibly crucial factor for any business as employees are the foundation of the business. Fresh direct would benefit from a higher level of motivation for their employees as this would have a significant impact on employee performance and productivity. Fresh direct should implement a motivation theory in their company. I recommend the company use Maslow’s hierocracy of need as this is a proven successful motivational theory used by many other companies. Maslow’s hierocracy of needs suggest that humans have a great need for self-achievement, self-actualization, and fulfillment. Maslow’s theory suggest that once a human has reached one set of needs, they intend to move up to another more complex set of needs. Fresh direct could use Maslow’s pyramid of needs to critically assess the mistakes they have made and use the framework to apply each stage of Maslow’s hierarchy to their workforce. Fresh direct could fulfill the love and belonging needs for their employees by developing employee relationships giving the employees a sense of belongingness to the company. Which in return could prevent staff from leaving and create a decent work life balance for staff. Also, fresh direct could look at the 5th stage on Maslow’s hierarchy which is self-actualization and give employees a chance to advance or work their way up in the company. Giving employees a sense of something to work towards and a sense of achievement. Fresh direct could extrinsically motivate their employees by offering bonusses or things like company incentives which could boost employee performance (McLeod, 2018). 


[bookmark: _Toc100839962]Training 
Fresh directs approach to new employee training was poor. The company would highly benefit from investing more in employee training programs. By investing more in training the company could allow new staff to have a better understanding of the knowledge and skills needed to perform in their role adequately. Instead of using a side by side with existing employees’ approach, fresh direct, could use the systematic training approach and apply the 4 factors of the approach, identify and define training needs, design learning and development programs, implementing learning events and programs, systematically evaluate training to help the company’s training approach. The first step of the systematic training approach can allow the employer to gain an understanding of the training required for the new employee. Fresh direct can determine what training is needed for each employee in the interview stage. Using the second stage of the systematic approach the company have now determined the training needs, they can now implement the correct and appropriate training methods needed for that employee. Also, the fourth stage of the systematic approach can allow fresh direct to now assess whether the training provided has been successful and to determine if the employee has gained the correct skills and knowledge for the job role they are doing as evaluating training is important. Fresh direct could also implement the model of 6 d’s into their training approach to boost the level of performance in the company (duggan, 2017). 
[bookmark: _Toc100839963]Reward strategies 
I recommend that fresh direct implement a range of reward systems and strategies to help the company’s overall performance and help to further motivate employees which in return would support the fresh directs company objectives. Offering some reward systems would positively boost the employee performance at fresh direct and can also help towards the employee engagement for the company. Reward systems can be used to recognize employee performance and influence employees to perform better in the workplace and maintain performance. Reward strategies can give employees a sense of belongingness and help employees to feel valued by the company, further allowing fresh directs staff to understand when they need to apply more effort in their work. Fresh direct could introduce some monetary reward strategies using added performance bonuses for employees. Fresh direct could also introduce some non-monetary rewards for their staff, to show staff appreciation and boost the employee commitment to the company. Fresh direct could also implement group-based rewards. Group based rewards can impact the entire workforce positively as completing tasks as a group can enhance the employee’s relationships and can influence employees to motivate each other to perform better whilst completing tasks. I feel the reward systems would greatly impact fresh direct allowing the company to retain more new employees and motivate new employees to perform well (Jiang et al., 2009) 
[bookmark: _Toc100839964]Conclusion
Fresh direct were experiencing problems with their operational productivity and staff retention. It was evident in the case study that fresh directs approaches to induction, selection, onboarding, and training were poor and not affective enough to retain new employees. Some of the methods for example recruitment process that the company deployed were successful but not effective enough and this report recommends that fresh direct implement some motivation, training, reward strategies, theories and models to improve the company’s overall operational productivity (carmina, 2020). 
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	Strengths 
	Weaknesses 
	Opportunities 
	Threats 

	Relevant skills needed for new job role 
	Heavy workload 
	Opportunity to progress 
	Covid 19 

	Relevant Suitably for new job role 
	Need for skill development 
	Earn money 
	Falling to meet company performance 

	Training available 
	Need for training 
	Receive training 
	Lack of skills needed for job 

	New job 
	
	Gain workplace knowledge 
	Economy changes affecting business 

	
	
	Gain Experience 
	

	
	
	Create new workplace relationships 
	

	
	
	
	


(Gurel, 2017)
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	Career objective
	Steps to be taken
	Resources
	Responsibilities
	Time frame 

	Gain more skills needed for job
	Be dedicated and willing to learn, make sure you understand training
	Workplace 
	Be dedicated and willing to learn
	2-3 weeks

	Obtain more job training 
	Be dedicated and willing to learn, make sure you understand training 
	Work/college training 
	be dedicated to adopting ne technics 
	2-3 weeks

	Improve performance 
	Find / adopt better ways to complete your work 
	Training 
	Learn form others and work on your personal overall performance 
	2-3 weeks

	Improve productivity
	Give a good level of effort whilst at work 
	Training 
	Receive training and apply yourself 
	3-4 weeks

	Keep your new job 
	Be punctual, have good time keeping, dedication 
	Workplace 
	Be punctual and give what is asked of your job 
	1-10 weeks

	Enhance motivation to work 
	Research, read and understand, asses what motivates you 
	Books/articles/theory’s
Models 
	Read and understand motivation so you can apply some 
	1-10 weeks


(Beausaert, Segers and Gijselaers, 2011)
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