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[bookmark: _Toc949573357]Introduction
One of the most important parts of the organization is the training and recruitment. The companies are trying hard to have the best employees, because they can easily achieve on the company behalf. These employees are like tools and these tools need to be used effective to get the best of it. (Nikolaou, 2021). If these human resources are not managed well, there are going to be problems for the company, such as low productivity, low quality etc. (Abbasi et al., 2020). The report is about the recruitment issues a company named ‘’Fresh Direct’’ have had and their new recruited employees, who were not producing good results for the company. The report will analyse and assess the weaknesses of this employee selection process with appropriate theories and models. Three improvement vehicles will be recommended for this company to be able to improve and gain success. The last thing of this report will be individual PDP (Personal Development Plan) of an employee of Fresh Direct who has joined the company recently. 
















[bookmark: _Toc761463852]Deployed Recruitment and Training Procedures by Fresh Direct
[bookmark: _Int_1xMts5VY]The applied procedures by Fresh Direct, based on the case study, are not effective after the recruitment of the new employees, because of the reduced production and even more the customers complaints. So, we can definitely say that these procedures are not effective. The assessment of these procedures is presented below. 

[bookmark: _Toc267968581]Assessment of the Recruitment Process:
[bookmark: _Int_T5icvhmQ]-The company has used the internet as source of recruitment process for appointing new employees for this job. These recruitment stages, such as attracting potential employees, then picking the marked ones and then the final selection process are all done by online media. The first stage has been done by posting online advertisement to share the opportunity with these potentional employees. In the second stage the company carefully selects the CVs sent from the candidates and the last stage is an online interview with which the company will try to test the necessary knowledge, skills, qualifications, etc., of the candidates before officially inviting them to be part of the team. For this recruitment process, HRM theories suggest implementing Job description and Job analysis (Silva et al., 2018). Job Analysis means that information about the job is given, and the proper analysis is intended for the desire that the company has for its employees in terms of performing certain tasks, such as their obligations, duration and more (Anyakoha, 2019). The company needs to implement Job Analysis to gain a clearer idea of the expectations and visions of its future employees, which will help overall productivity in the workplace. Because the company uses online media to recruit candidates, it does not negotiate work environment factors. The Warwick model speaks very clearly about the factors of the work environment that influence the recruitment of workers (Kelly, 2018). For better success, the company must use these factors when recruiting new employees. In such a situation, the preparation of a PEST analysis would be a very correct move, as in this way it will better assess all external factors that would be important in recruitment (LEYVA et al., 2018). With doing this, the company will have clearer idea of which candidates are more suitable and which are not.  The ASTD model is of the opinion that Fresh Direct need to take only these candidates who have perspective vision with the company and can add values for a good general outcome, not just whoever wants to be part of the company (Hossein and Sadeq, 2018). 



This theory was not implemented by Fresh Direct. They did not analyse their candidates detailed. The company also have not followed any model for the selection process. For this process the company need to choose a candidate only if he is good for the company, but the company did not use any proper assessment to make sure that the candidate is a good fit for the company. 























[bookmark: _Toc650074416]Assessment of the Training Process: 
-Fresh direct implemented ‘’Orientation Training’’ for their training process, but that was wrong decision of the management team. In this type of training, the employee is just welcomed in the company and the company explain his duties. New employees were given a day to connect with other staff members. One big issue is that they were not given any technical environment training. The Strategic and Development training process is a model that shows the company how to provide good training to their employees. In this model, the first thing that the management team must do is to give the employees their business strategy and make sure that they understand and can start their activities. These activities should be looking forward to the business strategy. They should be applied to employees and this type of training process can make the employees more effective for the business strategy (Jakubiec, 2020). Another model that can be applied for employee’s training is the Situational Judgement Tests. If the company had used this training model, they could have created scenario situations that their new workers can face in future, and with that model they can gain more knowledge and they can learn and prepare for upcoming events/tasks. Fresh Direct did not applied this model when training their new employees, which is another mistake by the company. That is how the productivity decreased, because when the employees' faced difficulties on the work environment, they have had no experience to manage the process. If they were trained well, the decreased productivity will be reduced easily. Also, another company mistake is that nobody from the staff members gave a specific technical instruction. And that is very important for each employee, because if they do not adapt properly in this new environment, they are not going to craft a good work effectively. It is a company job to make sure that these employees adapt efficiently, but Fresh Direct did not make that job. They only provide access of working alongside existing employees for just one day, which is crucial to say that it is not enough. One day is not enough for these new employees to connect with the type of work, the people and the management at all. 








[bookmark: _Toc123112830]Vehicles for Fresh Direct
-Based on the case study it is known that Fresh Direct is lacking good management with their new employees and they must improve their work productivity. Three development vehicles will be implemented in Fresh Direct to improve the overall quality of work. 

[bookmark: _Toc1029122630]Engagement: 
- According to Rodriguez da Costa and Maria Correia Loureiro (2019), the link between external and internal factors can significantly improve the overall performance of employees, thus increasing the company's success. It is extremely important that Fresh Direct must establish good employee engagement in order to increase overall business productivity. The employees will be more attached to their work. The first model that can help improving engagement is the Zinger Model where the managers should follow twelve key points of engagement. Example of these points can be developing career, connecting with employees etc. The combination of these points is making the workplace more effective and engaging. The Deloitte Model is another model that represents the environment tasks that can improve the engagement. Five elements must be implemented for this model. The first one is Positive work environment, then Growth opportunity, Trust in leadership, meaningful work and Hands-on management. These models connect the engagement to the business outcomes and are closely connected (Adburrohman and Febriansyah, 2019) 

[bookmark: _Toc345248530]Motivation:
-The company can follow Herzberg’s two factor theory. According to the theory, the motivation factors are internal with the job and can gain only positivity on the job productivity, because the employees satisfy the need of self-improvement (Herzberg, 1966, p.75). The factors that are responsible of job satisfaction are different than job dissatisfaction factors. First, the employee should fulfil his basic needs to be able to start looking for self-improvement etc. The management team need to implement motivation on their employees. Herzberg theory is close to Maslow’s Hierarchy of Needs. According to Maslow, the employees must fulfil their basic needs first, and then safety needs, esteem needs and self-improvement needs (Fallatah and Syed, 2018). Fresh Direct need to identify the employee’s needs, and try to fulfil them, so that will motivate their employees to work more effective. A connection between sides will be created. 







[bookmark: _Toc1127433819]Leadership Management: 
-The definition of leadership exactly means that a person influences a group of members to achieve a specific goal, on behalf of the business company. He operates the team in direction that make the environment more close, friendly, cohesive etc. (Sharma and Jain, 2013). Leadership is very important for every organisation, because the management leader can make company employees more efficient and work on their best level. One of the models that can be implemented in Fresh Direct is the Situational Theory of Leadership. This theory is relevant and can be implemented, because of the modern fast world and all global changes. If Fresh Direct use this model, the leadership level will increase, because the leaders will be more effective and situation-based on the environment, and they will manage new employees more efficiently. They will make a lot of decisions, based on different factors and situations and the leadership confidence will increase as well. This will increase the operational management on the working environment and employee's engagement, because the leaders will provide the employees diverse guidance and connection. 














[bookmark: _Toc1875659408]Fresh Direct  New Recruited Employee’s PDP
PDP or Personal Development Plan is very important for each individual employee. With this plan they find what they want and looking for to achieve in their career. 
SWOT Analysis
[bookmark: _Int_kiGD7MyH]-To be able to create PDP plan, the first thing must be identifying the strengths, weaknesses, opportunities and threats of each individual. 
The strengths of individual can be the ability to communicate properly with his teammates, clients etc. Also, can be the set of skills that this individual has in order to work effective in this organisation. 
The weaknesses of that individual can be described as not having the ability to work under pressure, or not having good communication skills, which also does not benefit the individual and can be a weakness. Sometimes new employees need too much time to adapt, and this is another reason to say it is weakness as well. Not having the skill for a specific task is another weakness that can be included. 
Opportunities of an individual can be described as gaining new knowledge in the workplace, gaining more overall experience, self-awareness or self-improvement. 
The threats usually include loss of motivation, or not having the ability to cope with increasing task demands, task volume, etc. 

	Strengths
Good communication skills
Job knowledge
	Weaknesses
Inability to work under pressure
Adapting difficulty 

	Opportunities
Gain Knowledge
Gain Experience

	Threats
Loss of motivation 
Job fails


Table: SWOT Analysis




Personal Development Plan
Each employee need must set different goals that are specific, measurable, achievable, relevant and timely. It will help them to reach their full potentional and develop self-improvement skill. After setting that goal, the individual must think about plan of achieving that goal. He must create an action plan to be able to start working on that plan. He also needs to identify the resources that he needs in order to achieve this plan. And the last thing is to measure his progress, because it is also very important to see is he following that plan and how. 
	Setting Goals
	Action Plan
	Required Resources
	Monitoring 

	Learn to work under pressure
	Learn appropriate set of skills that will help to work under pressure
	Practical experience of working in this environment 
	Assess the skills until October 2022

	Environment Adaptation
	Learn as much as possible about the environment
	Communication with the leaders and managers will be in benefit 
	Assess the situation until November 2022

	Gain skills
	Learn the technical skills, required for this type of job
	Receiving appropriate training and monitoring for learning these skills 
	Complete that training within August 2022 


 









[bookmark: _Toc1521359154]Conclusion

Fresh Direct has been managing different processes without application of important and different models and theories that can help them for this journey. Adapting different business management models and theories can benefit the company. It not necessary means that all these models and theories will help Fresh Direct, so the managers need to sit down and assess most of them in order to decide which models and theories are relevant with the company needs. In this report was analysed the biggest mistakes that company has made when recruited new employees and how they should analyse, improve and correct these mistakes. 
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