[bookmark: _Hlk110784640]
Report - Part 2 
Study Case: Fresh Direct

 Ricardo Alexandre
2025546

 BMSW5102
Developing workplace critical thinking

Lecturer`s name: Dr Sujeewa Herath
August 8th, 2022

















Table of Contents
Introduction	3
Component1: Development of Individual Employees	4
Fresh Direct Benefit	5
Manage a Person's Development Expectations	8
Fresh Direct STP:	10
Develop a Critical Appraisal and Development	10
Needs hierarchy of Abraham Maslow	11
Theories of Herzberg	11
Planning of engagement with individuals	12
Leadership is key	13
360-degree feedback	14
Total Rewards Strategy	15
Component 2: An individual development plan	16
1 Step - Self-analysis or (newly recruited)	16
2 Step - Determining your goals or (newly recruited)	17
3 Step - Objectives for the future or (newly recruited)	19
Conclusion	20
References	21







[bookmark: _Toc110826947]Introduction
The report evaluates three development vehicles available to the organization as Fresh Direct. The author's job is to conduct a SWOT analysis and create a Personal Development Plan (PDP) for a newly recruited employee. Discuss the HRM recruitment and selection models, theories, and concepts that Fresh Direct has in place on the website to order fresh products and how these can influence employee behaviour within the workplace. Analyse and identify positive and negative elements of Fresh Direct's HRM models, Concepts, policies, and procedures. To finish with a reward system, how to motivate employees. A company's efficiency and productivity may also be affected by this factor.

















[bookmark: _Toc110826948]Component1: Development of Individual Employees  
Human Resources Officer Roles
The role of human resources (HR) promotes equality and diversity in the workplace and helps managers understand policies and procedures (Mahmood, et al. 2019). The role of a human resource officer is to develop, advise on, and implement policies related to the efficient use of human resources by staff. Fresh Direct expects its HR department to contribute value to the organizations with which it works (Yong & Mohd-Yusoff, 2016).
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Figure 1 Source: Competencies of HR Professionals (Yong & Mohd-Yusoff, 2016).
For example: (Figure 1).
· Strategically planning staff requirements, both now and in the future.
· Conducting inductions for new employees and planning training.
· Together with departmental managers, analyse training needs.
Found the issues
The firm's operational productivity decreased, late or incomplete orders, and the first customer complaints since the firm opened were reported. There is an increase in staff working longer hours than they are contractually expected to work, considering leaving the company once they have found alternative employment (Nikoletta Bika, 2022). 
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Description automatically generated with medium confidence]Figure 2. Source: Issues Advocacy and Support (Nilsson et al. 2011).
[bookmark: _Toc110826949]Fresh Direct Benefit
Fresh Direct looks at five benefits of organization development, ranging from the continuous improvement of employees to better traction towards business objectives. The practice of Organizational Development can help the middle business to achieve these outcomes. (Stewart & Brown, 2019). 
[image: ]
Figure 3. Source: Strategic human resource management (Armstrong, 2008).

1. Improvements:
Continuous improvement is at the heart of organizational development. The OD process creates a continuous cycle of improvement in organizations. A well-developed organization embraces change (internal and external) and harnesses it for its benefit. (Ryan & Deci, 2000). 



Table 1 Source: Principal Innovation Consultant  (Francisco, 2022)
[image: See the source image] 
2. Improved communication:
[image: Table

Description automatically generated]Aligning all employees with shared company goals and values is the goal of communication. The organization's need for change can also be better understood through candidate communication (Table 2). Throughout the organization, communication is open, and feedback is shared frequently (Bailey & Fletcher, 2002).

Table 2. Source: employees’ communication (Michela et al. 2022).
3. Develop employees:
The goal is to improve skills, and competencies, and work through training and learning (Latham & Locke, 1979). Continuous changes in the industry and market require employee development at all levels of the organisation (Armstrong, 2020). 

4. Improved products & services:
Product innovation is a major benefit of working for OD. Motivating employees and rewarding successes are key to achieving innovation. Innovation and creativity increase in this scenario due to high employee engagement (Rožman et al. 2017).
5. Business success:
Fresh Direct: Product/service quality and employee satisfaction increase when OD aligns objectives, says the director of sales and marketing. Absenteeism and turnover reduce costs as well as the company's productivity and efficiency increase. (Adams, 1965).
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A skills matrix is a good place to start creating a skills matrix for teams and organizations. Developing better teams through this approach could improve our employees' learning and development. (Wernerfelt, 1984).
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Description automatically generated]Table 4. Source: The Management Tool Kit (Kermally, 1999).

[bookmark: _Toc110826950]Manage a Person's Development Expectations
A person's expectations regarding personal development should be managed (Figure 4). It is common for brilliant employees to leave a company because they are refused the professional development opportunities they perceive as deserved or expected, so they search elsewhere for employment opportunities (Beardwell & Thompson, 2017).
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[bookmark: _Hlk110787648]Figure 4. Source: Employee engagement: a practical introduction (Bridger, 2018).
In this paper, the HR department (Fresh Direct) discusses Managing Expectations, and how clear goals correlate with driving performance and achieving results.  Rigoni & Nelson (2016), found that only employees report knowing what is expected of them in the workplace and that engagement is low. 'Agile Performance Management' encompasses a more modern approach to managing expectations. he Manager in Performance Management fosters engagement by harnessing, directing, and supporting teams and individuals to deliver the mission and objectives of the organization. Exponential Training believes a company's success lies in managing its management (Figure 5). Fresh Direct company's ethos and goals aligned with its goals? (Kearns et al. 2007). 
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[bookmark: _Hlk110788841]Figure 5. Source: The instinctive nature of basic needs (Maslow, 1954). 
Teams of Fresh Direct performance cannot be assumed to improve just because individual performance is improved. Teams and Fresh Direct should also use performance management processes to improve their performance. (Otley, 1999). A study conducted by Shields (2007, p 21) indicates that individual results flow into group results, and thus affect the performance of an organization. As well as shaping individual behaviour, collective behaviour also arises from it. We discuss Fresh Direct Performance Management separately from individual performance management, despite their interconnected nature (Mitchell & Popham, 2008).
[bookmark: _Toc110826951]Fresh Direct STP:
Segmentation
· Individuals with irregular working hours or shifts may purchase impromptu items and who are Internet-enabled (Ropponen et al. 2022).
Target Market
· Even on weekends and late at night, professionals can buy groceries, toiletries, and drinks (Figure 6). Online ordering is convenient, but who has time? (Alderfer, 1972).
Positioning
· To provide their customers with a variety of delicious, nutritious meals, Fresh Direct delivers fresh, excellent quality food right to their doorsteps (Stanciu et al. 2022).
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Figure 6 Source: Effective Performance (Robert et al. 2022).
[bookmark: _Toc110826952]Develop a Critical Appraisal and Development
The individual motivation theory
[bookmark: _Hlk110795155]Individuals are motivated by specific factors according to the content theory of motivation. Complexity is key to motivation (Bong, 1996). The needs of individuals are often used to explain motivation. Power, achievement, love, and power are secondary needs (Porter & Lawler,1968).
[bookmark: _Toc110826953]Needs hierarchy of Abraham Maslow
[bookmark: _Hlk110789705]Needs are physiological or psychological deficiencies that cause a person to feel compelled to fill them. According to Maslow's definition of need, humans are motivated by multiple needs. He contends that a satisfied need is not capable of motivating behaviour unsatisfied need can do so (Maslow, 1954)
Maslow hierarchy of Human Needs Table 2. 
Table 5 Source: Hierarchy of needs (Maslow, 1943).
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Researchers have not verified Maslow's deficit and progression principles, but his ideas can help managers understand and satisfy employees' needs (Maslow, 1954, p.1).
[bookmark: _Toc110826954]Theories of Herzberg
The work environments of Frederick Herzberg influenced motivation. Motivation in the workplace is impacted by two factors, according to Herzberg et al. (1957). The quality of supervision, job security, organizational policies and salary are hygiene factors. To build satisfaction into jobs, managers must ensure hygiene factors are in place.
[bookmark: _Toc110826955]Planning of engagement with individuals 
Engagement is enhanced by job design. A decent job is what you give someone to do for them to do an excellent job, according to Herzberg (1968). There should be a variety of characteristics highlighted, including autonomy, mandatory interaction, optional interaction, knowledge, and skill (Vroom, 1964).
Working conditions
[bookmark: _Hlk110786083]Promote a culture of positivity, reduce stress, and promote interest and excitement in the work people do (Rožman et al. 2017).
Programs for learning
People can learn and grow in their roles with these opportunities (Eraut, 2007).
Example: three months of the period of probation on training manner instructor.
Supervisors
When managers support, recognize, and develop their employees, engagement at work increases to maximise engagement, they need guidance and skills development. People's work environment and jobs are key enablers of engagement (Beardwell & Thompson, 2017). According to Macey et al. (2011), to engage employees, a work environment that promotes learning and collaboration is crucial.
According to Macleod and Clarke (2009):
It is important to organize work efficiently and effectively so that employees feel valued and that managers share their visions and goals and provide them with the assistance they need to do their jobs (Uddin et al. 2019). Managing with clarity, appreciating employees' efforts, and treating people as individuals is essential. A culture of values living and adherence to espoused behavioural norms should also be believed by employees (Sharma et al. 2019).
A leader's challenge
Behavioural theories and trait theories mix in transformational leadership. Keeping vision, leading change, and making complex decisions are all demands placed on leaders today. Leadership requires flexibility and adaptability also equally and achievement to get on the best practice (Taylor, 2004). Inspiring followers to think differently about problems is the hallmark of transformational leaders (Bryman, 1986).
[bookmark: _Toc110826956]Leadership is key
Action is needed to make the change smooth and quick. Change avoidance must be transformed into change acceptance by leaders. It may take decades for organizations to complete the four growth periods. Leaders transform employees' avoidance questions and statements into acceptance questions to effect change (Rowe & Guerrero, 2012).
From examples:
· Ask “Why?” to “What are the benefits of this change?” Instead of focusing on the negative aspects of the change, managers should focus on the positive aspects (Kahn, 1990).
· In addition to asking, “How will this affect me?” it is also important that managers ask, “What problems will this solve?” Management should inform employees of the problem and how they will contribute to its resolution (Kauppila, 2018).
· The transition from “We do not do it this way” to “What will be the results of doing it this way?” Often, the first reaction is that this has never been done before. Explaining and empathizing should be the goals of managers Marchington et al.2016).
· The question ranges from “When will this be over so we can get back to work?” to “How can I assist?” Managers should engage their employees in the implementation process (Mitchell & Popham, 2008).
Sharing responsibilities will make employees feel empowered. Leaders make others want to participate in a change by promoting it. Employees must feel that their contribution to the change was important. Motivated and useful team members are the ultimate goals of all managers and balance between power and responsibilities (Weber, 2013).
Learning in organizations
Employees identify and solve problems in a learning organization. Learning organizations are characterized by the following ingredients according to Peter Senge (1990). Learning organization. Having a shared vision makes learning organizations flexible. Rather than "controlling over" employees, think "controlling with" to co-ordinate and command (Fayol, 1937).
· Getting rid of old mental models.
· Self-awareness and openness to others are personal masteries.
· A plan of action based on systems thinking.
· Plan of action based on a shared vision.
· Learning as a team working together to achieve goals.
All members of the organization should be able to learn continuously through Senge's concept of the learning organization (Senge, 2017).
[bookmark: _Toc110826957]360-degree feedback 
According to Ward (1997), an individual or group is evaluated by multiple stakeholders based on the results of a systematic process of collecting and evaluating performance information. It will need support from all departments to a final picture and get to right feedback (Maurer et al. 2002).
[image: Image result for 360 degree feedback]
Figure 7. Source: 360-degree feedback (Ward, 1997),
For example, Feedback to receive the right communication by phone (Bailey & Fletcher, 2002).
· Everyone on the team is responsible for improving the current practices, as well as the work of others. 
· When certain procedures are discussed, feedback is given. For the good of the entire team, people accept constructive criticism.





Table 6 Source: Feedback by SNAP (Martinez et al. 2018).
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[bookmark: _Toc110826958]Total Rewards Strategy. 
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Figure 8. Source: Total Rewards Strategy (Weebly, 2022).
Rewards systems include more than just pay and benefits, but also engagement and development aspects that go beyond contractual obligations (ARMSTRONG, 2007). Organizations Fresh Direct use reward systems to ensure that reward management is conducted effectively and efficiently (Tyson, 2015, p. 277).


Armstrong and Brown (2006) discuss Towers Perrin's total reward model.
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Figure 9. Source: Strategic reward: (Armstrong & Brown, 2006).
Organizations Fresh Direct that combine transactional and relational rewards are most powerful. The upper two quadrants are enhanced by human capital and human process advantage. Competitors can easily copy these financial strategies (Morgan et al. 2005). A useful distinction is also made between individual and communal rewards, especially those that arise from the work environment (Ronchetti, 2022). 
[bookmark: _Toc110826959]Component 2: An individual development plan
Name: Mr Ricardo Alexandre or (newly recruited) 
Department: HR 
Organisation: Fresh Direct
Date: 28/07/2022
[bookmark: _Toc110826960]1 Step - Self-analysis or (newly recruited)
Table 7. Source: Self-awareness and leadership (Rubens et al. 2018).
	Strengths 
	Weaknesses

	· I have good administrative skills and basic knowledge for my level of training. 
· My confidence increased when I proved I could manage the pressures of the L and M course. 
· I provided clear direction and was composed during practical work. My ability to provide clear direction and manage people under pressure was demonstrated when 
· I led a team over an extended period. 
	· Working and maintaining my fitness standards during academic studies were challenging. 
· My physical fitness has suffered as a result. Before briefing my subordinates, I need to plan thoroughly. 
· Solving the problem is not the problem. 
· There is still to learn about estimate planning. Experience in team management in different scenarios will help me build confidence in command. 

	Opportunities
	Threats

	· Provide my employer with leadership and management training. 
· Lead teams to accomplish specific tasks. 
· My exposure to a more structured approach to problem analysis will allow me to provide clear solutions to the company I work for. 
· In terms of my personal development, I can receive guidance from my line manager. 
· Annual appraisals will ensure feedback.
	· Maintain a balance between work and personal obligations. 
· An employee's morale.
· Culture of the workplace.
· Qualitative control.
· Over quality control.
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	How can I learn?	
	How do I proceed? 

	What resources and support do I need?
	Is success measurable?
	Is there a target date?

	Leadership in external activities with greater depth of knowledge.
	Complete the M&L Course (4 weekends) Training and the Young Managers Programme (YM). 
	1. YM Course Directing Staff at the Regional Training Centre.
 2. There may be difficulty in finding two weeks for the (YM). 
	1. Taking courses. 
2. Assessment of YM courses. 
3. Performance and potential will be assessed in Line Manager Appraisal Reports (LMAPs). 
	Report: 28 July 

	
	Build the trust and confidence of my departmental team.
	Feedback from my team and my Line Manager. 
	1. Informally and formally appraised. 
2. Self-evaluation. 
	Report: 28 July 

	
	Deconflict work and social life by identifying training opportunities. My YM course may limit my business engagements. 
	  Having discussed my priorities with my line manager, I will need to agree. 
	1. My appraisal process includes prioritising goals.
2. I must attend all training considered high priority. 
	Report: 28 July 

	Develop my leadership skills. 

	Experienced managers can teach you. 
Make friends and gain trust. 
	Co-workers. 

	Performance appraisals. When developing. 
  
	Report: 28 July 

	Improve my fitness. 
	Make fitness training a priority during the week and at weekends.
To keep it programs can enhance your fitness and stamina. 
	Fitness trainer's advice.

	Self-evident improvement in fitness. A better result.
	Quarterly 

Bi-annually 

Annual


	l acquires core business skills. 
	Ensure that you have completed the mandatory organisation update training. An example: Continuing Professional Development.
	
	Ensure that bonus benefits are secured, as necessary.

	Annually on 28 July


	Develop your leadership confidence.
	Participate in cross-functional projects to develop your leadership skills.
	Supervisor.
	Feedback from the sponsor of the project on the team.
	Project completion 

	Plan to make better decisions. 
	Improve your business analysis skills. To improve complex decision-making, use this in a working environment.
	Train and revise. 

	Course Report for YMs. 

	



[bookmark: _Toc110826962]3 Step - Objectives for the future or (newly recruited)
	Goals for the next year

	· Engage in complex business project activities after completing the Young Managers Course.
·  I accept these goals and may move to the second year.
·  Responsible for a cross-functional project.

	Two to three-year goals

	· Support a challenging business project with a small team. 
· I gain a significant amount of exposure to the business by supporting a cross-functional project team.

	Defining long-term goals.

	· Throughout your career, colleagues and senior managers have supported your promotion to middle management. 
· Direct responsibility for direct reports as well as a career goal of becoming a department head.






[bookmark: _Toc110826963]Conclusion
Programs designed to develop employees' skills and knowledge to manage tasks individually and as a team are intended to achieve this goal. The basis for achieving this is a comprehensive understanding of processes and a clear definition of the objectives. Knowing the skills required for a job will enable employees to find ways to perform tasks more quickly. Identifying the necessary skills. Since leaders develop their ideas and skills, they are born rather than made. This can be seen in history, where the greatest leaders were born talented and possessed all the qualities of leadership, but they polished them over time. It is through experience and examples from the past that they can learn. To improve the employees Fresh Direct offer reward achievement.
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® Learn from your experiences — don’t be afraid to make mistakes
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* Have the confidence to apply your skills in new and unfamiliar
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Relationship-building and communication skills
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interpersonal relationships that support innovation

Implementation skills
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e Engage others to make use of their skills, knowledge, and abilities
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o Share information and expertise inside your organization and
among your business partners — explain and clarify new and
different ideas

e Respect and support the ideas, approaches, and contributions of
others

e Listen to and value diverse opinions and perspectives

*  Accept and provide feedback and guidance in a constructive
manner

® Overcome barriers among people that may impede results —
anticipate sources of assistance and resistance

e Set realistic goals and priorities

e Access and apply knowledge and skills from inside and outside
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e Exercise ingenuity when devising, planning and implementing
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e Plan for contingencies — be ready with alternative strategies

e Adapt to changing circumstances
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As we mentioned before the simplest skill matrixis a table with employees names
and their skills or competencies with their evaluation.

o 810 1m0 o0 70 310 20
Ezaben 410 510 o 60 8o 310
Robert 610 oo 510 5o 510 0
Viwora 810 9110 o 10 0 0
w710 0 ano 310 ano oo
Ane 70 a0 610 70 1o 310

Even a simple matrix can allow you to discover any missing skill that are needed or
determine who needs some training.




image7.png
FrAppSec Q Matrix

Why

Why dowe need the

Business application? Goals and|

Gbjectives.

‘Wehat kind of
application arewe

Architecture| builing? High level
architectural

specification

Wehy are we building it
this way? Altematives

and rationale of the
architecture.

‘What application are
we developing?

Development| Development
principles and

technology stack.

Wehy are we
developing this way?
Motivation for the
implementation
decisions

How are wegaing to
developthe
application? processes |
methodologies.

Who

Whowill buildthe
application? Business
groups involvernent
andresponsiilties.

Whos architecting
and supporting the
development? Various
architects, their roles
andresponsiilities.

Whowill developthe
application?
Development tearn.

Where arethe
architects located?.
Architecture office
locations,

Whereisthe
development tearm?
Physical location of thel
team andthe
technological stack

‘When wil the

application be
developed?

Development
calendar.

What doweneedto

Security| secure? assetsand
context

Wehy are we securing
the application? Risk
managemert,
compliance.

How are wegaing to
secure? Security
principles, actvities,
processes,

Whowill secure the
application?
Application security
group, other support
roles.

Where dowe secure
the application?
Locations of people
involved andthe
technology stack.

‘When dowe perform
security activities?
Alignment of the
security calendar and
activities.





image8.png




image9.jpg
Mission and Customer
Business Results
Results “Customer
+Services for Citzens Satitaction

“Support Defvery of :Service Coverage
Services Tmeliness &

“Management of Responsiveness
‘Government Resources *service Quality

OUTCOMES: Mission and business-critical
results aligned with Levels 1 and 3 of the
BRM. Results measured from a customer

perspective

“Financal | +service Accessibitty

Processes and Acti
“Fnancial “Quaity
“Productvity and Efficency Management & Innovation
“Cycle and Resource Time.

Technology Other Fixed
“Fnancia Assets
~Quaity  Eficiency i

“Quaty: Maintenance, &
Sty

People
| -empioyee Satiacton &
sty o Workie

“Recruitment & Retenton
*Empioyee Development
+Empioyee Ratios

OUTPUTS: The direct effects of day-to-
day activities and broader processes
measured as driven by desired
outcomes. Aligned with Level 2 of the
BRM

INPUTS: Key enablers
measured through their
contribution to outputs and, by

their extension, outcomes.





image10.jpeg
Perfy
5%
&
w

90v®

. . 7. Sustain with Management Systems
6. Define Gaps and Train as Appropriate
. 5. Set Performance Conditions

4. Provide Adequate Resources

3. Provide Timely Feedback

u 2. Set Clear Expectations

> 1. Define Acceptable Performance

Copyright Workforce Engagement Solutions, All Rights Reserved




image11.png
TABLE 1 mMaslow's Hi

rarchy of Human Needs

Higher Level Needs

To Satisfy, Offe

Self-actualization needs

Creative and challenging work

Parti

pation in decision making

Job flexibility and autonomy

Esteem needs

Responsibility of an important job

Promotion to higher status job

Praise and recognition from boss

Lower tever Needs

To Satisfy, Offer:

Social needs

Friendly coworkers

Interaction with customers

Pleasant supervisor

Safety needs

Safe working conditions

Job security

Base compensation and benefits

Physiological needs

Rest and refreshment breaks

Physical comfort on the job

Reasonable work hours





image12.jpeg




image13.png
10

1

12

13

14

15

Page 1 of 1

File Home Insert

X

0
Paste. el
Clipboard &

B 9 &

360 words

Draw

Georgia

b O

R

Document Word
Design  Layout
v 1
U~ b X,

a

English (United Kingdom)

References  Mailings ~ Review
- A A Aav A
X A~ £+ A~
' ' % ' '
72000l ERRNEE!
3]

View Help RCM
= = = = el
AaBbCcDd | AaBbCcDd  AaBbCcC
1= M Editing
= T Normal | TNo Spac... Heading 1 o
E=: T
~ Paragraph ~ Styles ~
34561 7B 910 AL 12 13114y V617

Barriers to
online food

shopping

Female Speaker 2, FG1: I had a concern about that as well, like them picking out your produce,
stuff like that. You want to be the one to pick your own tomatoes, and so that's why I never really
ordered from [the online grocer].

Female Speaker 6, FG2: Same with the fiuit, you want to know if your fruit is fresh. How long
does the food take to deliver? Anything can happen to the delivery, so you won't have your food
as direct as you may need it ... it's also a concern to spend money online and then has to, wait
for your food and something happens and is inconvenient.

Female Speaker 3, FG4: I think it's psychological because I think when you see the food and you
in the supermarket, it's right there, but are you seeing the computer? No matter what, I don't
think it's the point of being online, it's like, you can't see—you choose, always want to check if
it's this if it's that—you just looking for a lot of factors. That's what I think.

Motivators to
online food
shopping

Male Speaker 1, FG2: So, do they have any kind of guarantee that says of the items that you
bought, if you are not satisfied, send them back and we will exchange and make good on it, and
we'll send you something that is fresher or whatever? Or s it like, once you buy it, then that's it?
Now, if that's the case, then I'm probably not going to do it. But if I have s d of e
that if I'm dissatisfied, I can exchange that item or whatever, then Iwill try it at least one time
and see how it looks.

Interviewer, FG2: What if they do that?

Male Speaker 1, FG2: Yeah, then I would be willing to do it.

Interviewer, FG4: Ifyou know that any online store that sells food offers free shipping, would
that be an incentive or not?

Female Speaker 4, FG4: Heck, yeah.

Group, FG4: Yes. Definitely.
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