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Introduction
This report investigates the issues faced by a small family run company FarmBox based in Cheshire who grow and distribute fresh food produce directly to its customers via online platform. Due to the Covid pandemic online businesses experienced rapid growth and even the bigger companies struggled to cope with the high demand, the pressure to meet high demand required hiring of new employees to fulfil the growing demand. FarmBox put an advert online and interested candidates were selected by a 20-minute online video interview to determine the skills and suitability for the job, a tour of the farm and a one-day induction of working along with existing employee before performing their individual tasks was given. Whole process of recruitment lasted for two weeks. Ad hoc demand at FarmBox due to unforeseen circumstances had put pressure on company to fast track the hiring process. Recruitment methods such as Role profiles and person specification must have been looked in detail before hiring, it is not easy to get it right. According to Groysberg et al (2009), usually about a third of promising new hires depart within three years of being recruited. FarmBox has used e-recruitment or online recruitment it has its advantages that it reaches wider audience, but it should have been used in conjunction with other recruitment methods as well to maximise the response. Management must provide in detail all what is required in an employee and then hiring through an HR team makes sure that recruitment, selection and onboarding procedures are followed. It is critical for HRM managers, and indeed all managers, to understand how an organisation can influence employee behaviour and vice versa.



Human Resource Management Recruitment, Selection Model and Theories:
Organizational theory is founded on research-proven behavioural science.
According to Huczynski and Buchanan (2007), organisational behaviour is the study of a company's structure, function, and performance. FarmBox is operating with what is known as Organic organisational structure which is also known as flat or informal structure.
Managers in charge of hiring have access to a wealth of prescriptive literature that can help them increase their chances of hiring the right person for the job. Most of this advice, however, appears to be geared toward large corporations The level of formality typical of the selection process is implied, as is the degree to which organisations are likely to undertake proactive searches for new hires. In contrast, there is a scarcity of material designed specifically for companies like FarmBox. Hendry et al. write, "Training and human resource management advice to smaller firms has been monotonous in its prescription of large-scale solutions" (1995, p. 14). FarmBox employs an external recruitment method is used by FarmBox by placing an advertisement and than following it up through e-recruitment. The goal of selection is to evaluate candidates' suitability by predicting their ability to successfully carry out a role. It entails determining the degree to which applicants' characteristics match the person specification and then using this assessment to choose between candidates. FarmBox used online selection interview, according to CIPD (2017) 53 per cent used video or Skype.

Informal induction method used by Farmbox, Informal induction is unplanned and unorganised. Employees who are new to the company learn by trial and error. They become acquainted with the work and work environment on their own. Because of his or her lack of knowledge in the operations, this type of induction will place stress on the new employee at the outset. In that case, the new employee may leave the organisation at the start, and the organisation may have to repeat the entire recruiting and new employee process. Furthermore, this method will result in many errors made by new employees, which may result in significant losses to the organisation.  
Given the wealth of literature on best practises in recruitment, Kilibarda and Fonda (1997) revealed tiny indications that textbook guidance is pursued, by even larger firms. What happens in small enterprises if this is true in big businesses?
There has been disagreement in the existing literature on employment in small businesses regarding the type and quality of employment opportunities offered.
While the "small is beautiful" survey procedure that smaller businesses provide a far less structured, more private, and close working atmosphere, Rainnie (1989) has found that this is not the case and has enquired as to if human relationships enhance in smaller firms. "It's about having the right number of people with the right skills working in the right place at the right time, at the right cost, and on the right contract to meet an organization's short and long-term goals." (Source: CIPD, 2018). FarmBox newly hired employees were not explained in detail about the flexibility of working hours and due to errors and high demand they were working longer hours than contracted, it makes it difficult for the employees to maintain the same level of energy and motivation. Lack of motivation and uncertainty in employment is affecting production. Personal performance is central to work - related and behavioural characteristics.
 Researchers have made strides in clarifying and expanding the performance concept over the last ten to fifteen years (Campbell, 1990). Furthermore, major predictors and processes associated with individual performance have been identified. Performance concepts and performance requirements are changing as a result of the ongoing changes that we are seeing within organisations today (Ilgen &Pulakos, 1999).
"Performance is what the organisation hires you to do well" (Campbell et al., 1993, p. 40). Thus, rather than the action itself, judgmental and evaluative processes define performance (cf. Ilgen & Schneider, 1991; Motowidlo, Borman, & Schmit, 1997). Furthermore, only actions that can be scaled or measured are considered to be performance (Campbell et al., 1993).
Factors influencing performance, according to "Harrison 1997," include: the learner's get enough, support, and incentive to succeed. Learners Work Group – has a significant positive or negative impact on a learner's behaviour, behaviour, and performance. The Learner's Manager must assist, as well as lead by example, coach, and initiator. The Organization can either obstruct or made a major contribution.
No formal or informal System is in placed at FarmBox to understand the employee performance and to identify the issues affecting their well being and performance.

Appropriate Models Assessments:

According to Armstrong, the factors that influence performance can be further broken down and analysed:
Individual Factors, System Factors, Contextual Factors, Organizational Culture, and Employment Relations • People • Structure • Technology and Workplace Practices.
Latham and Locke's Goal Theory (1979)
• Obsessed with linking goals to performance.
1. Focus on the most important things.
2. Encourage effort 
3. Provide a challenge to increase the likelihood of individual success
4. The more difficult the goal, the more people will use a broader range of skills.
Vroom – Expectancy Theory (1964)
• Effort (i.e., motivation) is determined by the expected reward for the effort and whether the award is worthwhile.
Kluger and DeNisi Control Theory (1996)
• Performance is shaped based on feedback. "As people receive feedback, they recognise the gap between what they are doing and what they are expected to do and take corrective action to close the gap." Armstrong (Armstrong, 2020).
"The sight of employees sprinting away from the workplace at the end of the day indicates that many workers are not that well motivated." Marchington (2016)
• "Clearly, reward is central to the employment relationship." (2020, Torrington)
• "Reward management is a process that is based on a philosophy and guiding principles and is implemented through a reward system." Armstrong (Armstrong, 2020).
Talent management is the process of ensuring that an organisation has the capable and well-qualified people it requires to achieve its objectives. FarmBox need to implement such models which entails the systematic attraction, retention, identification, and development of individuals who are especially valuable to a company. 
Learning and development is a process which helps any organisation regardless of whether big or small, According to Argyris (1992), Organizational learning occurs in two ways: first, when an organisation accomplishes its goals, and 2nd, when an incompatibility between intentions and outcomes is identified and corrected. FarmBox is in a type of scenario where ambitions are not being met with results, and this needs to be addressed. Based on Skinner's (1974) work, reinforcement theory expresses the belief that changes in behaviour occur as a result of an individual's response to events or stimuli and the resulting consequences (rewards or punishments). Positive reinforcement, such as feedback and knowledge of results, can 'condition' people to repeat the behaviour. This is known as 'operant conditioning.'
People who are motivated to learn more effectively are said to be motivated by motivation theory. Two motivation theories are especially pertinent to learning. According to expectation theory, goal-directed behaviour is motivated by the expectation of achieving something desirable to the individual. Individuals are more likely to pursue education if they believe the outcome will be beneficial to them. When they discover that their expectations have been met, their belief in the value of education will be reinforced. Individuals are more motivated, according to goal theory, when they aim to achieve specific goals, when these goals are accepted and, while difficult, are attainable, and when there is feedback on performance. Individuals can be assigned learning objectives (but they must be agreed upon in order to be effective motivators), or they can set their own goals (self-managed learning).
FarmBox can provide nonfinancial rewards to motivate the employees:
• Concentrate on people's needs for recognition, achievement, personal growth, and acceptable working conditions.
• Extrinsic reward of praise or recognition, Intrinsic reward of job challenge, sense that work is worthwhile.
Financial Reward, • Contingent Pay – schemes that link pay to progression based on performance, contribution, skill, or length of service. 
 The psychological contract is an unwritten contract between employer and employee, and this may include: • How they are treated, for example, fairness; • Job security; • Being able to demonstrate their own competencies; • Career expectations; and • Trust in management. Peace of mind leads to better performance in an organisation. There are some advantages and disadvantages of this unwritten contract such as it builds loyalty and trust from employees and on the other hand employees may expect a lot and can make it difficult for employer to accommodate. 
• Employee voice refers to the ability of employees to express their concerns, either individually or collectively. 
Education leads to changes in individual performance. According to studies, increasing the time spent on a specific job increases performance at first and then plateaus (Avolio, Waldman, & McDaniel, 1990; Quinones, Ford, and Teach out, 1995; McDaniel, Schmidt, and Hunter, 1988). In addition, the processes that support performance evolve over time. Early in the skill acquisition process, performance is heavily reliant on 'controlled processing,' the availability of declarative knowledge, and the optimal allocation of limited attentional resources, whereas later in the process, performance is heavily reliant on automatic processing, procedural knowledge, and psychomotor abilities (Ackerman, 1988; Kanfer & Ackerman, 1989). • Employee relations policies and procedures formalise the type of relationship that the company wishes to establish between the employer and the employees. There are four main perspectives, Adversarial: All decisions are made by the employer, Traditional: Employees communicate through elected representatives; if no representatives are available, dissatisfied employees 'walk out.', Partnership: Employees are involved in the creation and execution of plans within the organisation. Management retains the authority to manage. and power sharing: Employees are involved in both the day-to-day operations of the company as well as strategic decision making.
Conclusion: 
FarmBox must appoint learning and development (L&D) or human resources (HR) specialists who are typically in charge of implementing formal training courses, with outside assistance as needed, as well as managing long-term training or development programmes. The learning objectives and goals are defined as criterion or terminal behaviour (what participants will learn and be able to do as a result of the training), and the learning environment as well as learners' prior knowledge and skills are identified.
Learning must be evaluated in order to determine its effectiveness in producing the outcomes that were specified when the activity was planned. Evaluation can reveal where improvements or changes are required to improve the training's effectiveness.
Tamkin et al. (2002) model learning as a chain of impact beginning with learning planning to meet organisational or individual learning needs, progressing to learning that occurs in a learning event, progressing to changed behaviour, and progressing to impact on others and the organisation. 
FarmBox is in this situation due to the unforeseen circumstances of the covid 19 pandemic, so it is critical to care for the employees' Health, Safety, and Wellbeing. "Promoting and supporting employee well-being is central to our mission of championing better work and working lives because an effective workplace well-being programme can benefit people, organisations, economies, and communities," says Armstrong (2020). This entails cultivating an environment that actively promotes contentment, which benefits both employees and the organisation. (CIPD,2020).
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