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Introduction

A satisfactory remuneration and an evolution of work, of employees and managers are vital in a company, both for short-term and long-term success of an organization.
This report is about a fresh food distribution company through the online platform called Fresh Direct. Due to the pandemic, the company started to have almost tripled orders compared to the period before the pandemic. He immediately started hiring new people to be able to honour triple the orders compared to the period before the pandemic. The interviews were given online and after two weeks the entire Training and development process was complete. Immediately after recruitment, productivity dropped, orders were delayed, and customer complaints did not take long to appear. Employees are already working overtime, and some are already thinking of leaving the company once they find another job. This report will show and identify the problems and mistakes made both in the Training and development process, in order to bring the production of the Fresh Direct company to the desired level, and for the employees to become motivated and eager to continue working in this company.
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There is evidence that these employee training activities have a positive effect on the performance of individuals. These training activities at the individual level can be very beneficial (for example, empowerment, motivation and attitudes).
In the first phase, we will reflect on the performance benefits of Fresh Direct employees.
The development and training of employee’s companies want to be successful through different services, programs, products and differential capabilities. Even so, these elements must be developed, designed, supported and implemented by trained people. Although the development and training of employees is not an easy task, companies invest a lot of money for the training and development of their staff (Jehanzeb & Bashir, 2013), because they want a positive impact on managerial results.
There is evidence that these employee training activities have a positive effect on the performance of individuals. These training activities at the individual level can be very beneficial (for example,
 empowerment, motivation and attitudes).
[bookmark: _Toc110860608]The benefits of performance

Those changes in order to train the employee in Fresh Direct company must result in a better performance at work as well as other new positive changes such as the accumulation of new skills that will serve as performance in the company (Kraiger 2002).
The effect that training has on performance is subtle (measurable).
In northern India, in a study on a mechanical company, Barber (2004) shows us that he developed the tacit skills and creativity of employees at work.
The behaviours and skills were acquired through information and learning to have an efficient performance.
Regarding the innovation, after the training, the mechanics made two Jeep bodies only with the help of a chisel, a hammer and oxyacetylene
welder.
According to Barber (2004), to be successful in this job as a mechanic, it requires "feeling".
Trained mechanics have developed their intuition more precisely, when working on the removal of indentations from the bodies, a complex process by the way when the wing of the car is badly crumpled.
From this formal training one of the trained mechanics had a “good feeling about how
to strike the metal in the exact place so that the work progresses in a systematic way" (Barber 2004,
p. 134).
This ability in the field of mechanics has developed especially in the Indian context, because in developed countries such repairs of the wings of bent cars are not practiced, because it requires a lot of skill on the part of the one who performs it (Barber 2004)

The sacrifices companies make in relation to the development or training of employees show that they are not only aimed at employees with potential, but also at those who want to advance in the company and have greater responsibilities.
According to Feldman (cited by Jehanzeb & Bashir,
2013), this can only be possible with emotional agreement from both the company and the employees, and this collaboration leads to a lasting commitment through opportunities and career advancement.
This development and training of employees takes place at all internships in the company and has the role of helping individuals in achieving the goals desired by the company. According to Elnaga and Imran (2013), this effort helps to reduce the frustration and anxiety found at work. When a certain objective is not achieved or the company's requirements are not met correctly, the employee will feel frustrated and unmotivated to perform (Asim, 2013).
There are often people in companies who fail to perform according to the organization's requirements, and from here they decide to resign because they are dissatisfied with their performance.
From this it appears that the development and training of employees is good for the competencies needed at the workplace, but also gives satisfaction to employees who will be satisfied with the results of the work done. Perfected skills lead to retention and higher performance.
It is a vital element Development and training of employees because besides maximizing the income of employees, it is possible to attract talented people for the company (Bapna et all, 2013).
Thinking skills develop comprehensively, decision-making and employee creativity, customer service and even handling complaints are just some of the advantages of employee training in the company (Elnaga & Imran, 2013).
Another very important aspect is that it offers capabilities that help employees when they move from one operation to another.



 Training and development used to manage an individual's expectations for personal development

        Training and development are an element of Management that is used to achieve the differences between current and desired performance (Elnaga & Imran, 2013; Nassazi, 2013).
It is a stage of transmission of essential skills, where the rules and procedures are brought to the knowledge of individuals so that they can do their work very efficiently.
The training is based on perfecting the skills that are necessary to fulfil the company's objectives (Elnaga & Imran, 2013), since it increases the effectiveness of individuals, organizations and groups (Jehanzeb & Bashir, 2013).
This concept of development is seen as training, the accumulation of new skills for staff, and even looking for a wider project.
It can also be likened to being holistic, over a longer period of the development of individuals in order to achieve future roles and certain responsibilities (Nassazi, 2013).

The benefits of Fresh Direct employee training are categorized as technical skills. For example, Davis & Yi (2004)
used 300 participants in two experiments in which behaviour modelling was used, thus managing to improve the skills of using a computer. This method has a unique aspect from which it was found that this research mentally influences the students' knowledge (Marks et al, 2002).
The mental recapitulation tasks are accepted for the students to increase the performance of the task, being measured 10 days after the end of the training. This exercise exposes those who participated to stress factors (low execution times, noise, etc.), in order to strengthen their immunity to stress factors. It turned out that this training was effective because the students had excellent results even under stress. Thus, exercise under stress helps to achieve a high consistency of performance.
Considering that the Fresh Direct Company wants an immediate increase in productivity due to the tripling of orders due to the Pandemic, this training method will be beneficial to both the employees and the company.

The development and training of employees in Fresh Direct Company is and remains one of the most important factors in achieving the objectives of the organizations both in the long and short term. Attitudes, knowledge and skills are just some of the benefits from these trainings and more. According to Nassazi (2013), the development and training of employees are also called benefits from which it results:
- The confidence, morale and motivation of the employees will increase rapidly
- Lower production costs because employees have been trained to reduce waste,
-A sense of security will be established, which leads to an increase in turnover and reduces absenteeism,
-Implementation on the part of the employees and providing the necessary competences to orient themselves to new and challenging situations.
-Promotions and higher salaries due to the expansion of knowledge on the part of employees,
- The quality of work and products improves following these processes of personal development and employee training (Bapna et all, 2013).

Individual benefits in Fresh Direct Company:
This training and development program supports individuals to accumulate information necessary to achieve the company's goals. Their satisfaction is high because they feel that they are developing at work, they practically see an investment in their future.
They begin to feel that they have a more important purpose in Fresh Direct Company.
Over time, the loyalty of the employees will increase a lot, which makes them make even greater efforts to learn new innovative skills, experiencing various roles with additional responsibilities in the company. All this is crowned with respect for the workplace and themselves, and the trust in their powers is very high.

Organizational benefits in Fresh Direct Company

This Fresh Direct Company Development and training program will help the company to be competitive in its field.
According to Wanger, the American Society for Development and Training has observed a link between funding these employee development trainings and increases in stock market earnings. Companies that invest about USD 1,575 for each employee received a 24% increase in gross profit, having an increase of over 218% profit for each employee.
As a result, these trainings for employees in Fresh Direct will help the company to differentiate itself from others on the labour market and make the organization more efficient.

Critically evaluation of the development needs of the individual in Fresh Direct Company

Motivation
Motivating staff in the Fresh Direct company is a very important element of professional development and is one of the important duties of management.
Safety at the workplace is a complex stage that is not only related to the characteristic individual motivation for health and safety at the workplace, but also through the structuring of the work stages.
Suspecting that environmental motivation and personal motivation are not general, an extensive study was generated at the level of motivation factors.
In this concept of motivation there are several logical problems with analytical treatment of motivation. There is a theory that says that unmotivated and motivated events differ only due to the establishment factors, substitutive impulse and the related result.
Leadership
Leadership is defined as a communion between an individual and a team gathered around common interests, and the team will be guided according to the leader's orders and instructions.
Leadership is and will remain a vital issue, because companies and organizations are constantly and always in the process of conquering the highest place on the market. Management helps to achieve objectives and maximize efficiency in the Company. In the Fresh Direct company Leadership existed but failed to cope with the wave of orders that tripled overnight (Shastri, Shashi Mishra & Sinha, 2010).
The researchers discovered that for a company to be successful, it must have organizational commitment at a high level. Considerable attention has been drawn to organizational commitment in research and theory because we want to understand the stability of employees and their dedication to the workplace (Eisenberger, Fasolo and Davis-Lamastro,
1990)

Management
Management is defined as the control and management of a team of people or a company to achieve a goal.
Management solves and investigates inefficiency in companies in order to increase efficiency in the organization. In the case of the Fresh Direct company, the management failed to discover the organization's problems, which resulted in low productivity, delayed orders and later customer complaints.
Management has the role of gathering and identifying accurate information in order to make decisions and clarify things.
The practices in most of the management are generally individual projects and treated and considered in isolation.
The problems in the Fresh Direct Company arose from the lack of control and coordination, which subsequently had a negative impact on effectiveness and efficiency.

Employee Development Plan
Clear regulations for each position in the Company.
In the first phase, it will be established with the company what the desired targets are in order to know in advance where the company is in the initial stage and where it will have to reach.
Thus, a reference point is created for performance monitoring.
The job cards will be removed because we don't want to interfere with the old ones.
This will make everyone understand what skills or what is required for that position.

Performance Monitoring
Performance monitoring or measurement should be seen as a support for employees (not a penalty), and this will prove to be a good tool for finding new development opportunities.
Clear objectives will be established for new employees and in case of poor performance, they will be treated individually.
If an employee stands out by exceeding the performance, then it is possible that that employee wants more challenging objectives thus developing the skills even more.
Feedback from employees is an asset in Fresh Direct Company's rehabilitation plan.
In this way, the development and training problems of the employees will be identified, obviously specific to each position or team.
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Personal Development Plans (PDP)
This opportunity offered to female employees will only increase the motivation of employees in this company.
It will make communication at a high level, and it will be possible to identify very easily any problem within the company.
The focus group is a method of training and understanding employees.
These meetings are intended to identify the development and training needs of Fresh Direct Company employees.
It represents the way to collect the employees' opinions regarding the problems in the company.
Employee: John Taylor
Company: Fresh Direct 
Title:  Warehouse Operative                                  
Date: 30.03.2022



	
	Training and development Goal.

	Competencies\ Skills
To be Acquired
	Employee Action Steps
	Resources
Needed

	Short-Range
Critical
Development needs
(1 year)
	Training and development of the employee in the Warehouse
 Health and safety.

	Dexterity.
Speed and precision.
Self-motivation.
Solving problems.
Teamwork.
Adaptability.
Creativity.
Performances.
Increases productivity.

	Identify any underlying issues.
Get the employee involved.
Set clear goals. 
Agree with the training and support. 
Review progress regularly.
	Trainer
Training Tutorials
Digital books. ...
E-learning or online courses. ...
Mobile learning. ...
Videos. ...
Webinars. .

	Mid-Range
Future Positions
(2 years)
	
	
	
	

	3.Long- Range
Achieving Future 
Career goals
(3+ years)
	
	
	
	




Conclusion

This paper shows the means by which the Fresh Direct company can rehabilitate itself, the benefits that can appear after carrying out the individual employee training activities program, why employees need to be motivated so that their performance is at the level of the company's expectations, and not least making a Personal Development Plan (PDP) for the new recruits of the Fresh Direct company.
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