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[bookmark: _Toc98183578]Introduction
All organizations are made up of people who perform different roles designed to enable them achieve their objectives. These people include the employees, the managers and other individuals that the organization counts on for its success such as independent contractors. It is these people that the organization depends on in all its dealings and they determine its success or failure. Therefore, all organizations often attach high value to the management of all the people that are vital to their success, and achieve this through human resource management (Arvanitis, Seliger, and Stucki, 2016). However, these people have different beliefs, backgrounds and principles that they acquired before their arrival at the organization. As a result, managing them and ensuring all their efforts are pointed towards the organization’s goals is a difficult task. For this reason, the practice of human resource management requires meticulous planning designed to focus the efforts of each individual to one direction. To achieve this, studies on how to manage human resources have been done resulting to an extensive literature. It is from such studies that the vehicles of developing and managing human resources have been developed. Such vehicles have proved valuable to human resource management as managers in the field have been able to benefit from them massively, which has in turn benefited organizational management as a whole (Tichy, 1981). In the same vain, this essay will follow the troubles of the organization Fresh Direct with the aim of recommending development vehicles in human resources management that stand the best chance of making it successful.
[bookmark: _Toc98183579]Question 1
[bookmark: _Toc98183580]Identifying Issues
	The root issue that led to all the subsequent issues that Fresh Direct is currently undergoing is the sudden increase in demand. As a fresh food produce company, the pandemic led to restrictions which caused a sudden rise in orders as people’s movements were restricted. The sudden increase in demand, according to the case study, forced the company to conduct a recruitment process within a short period of time in a bid to increase the workforce. However, the sudden increase in workforce brought with it issues that challenged the company’s operations. For example, as a result of the influx in workers, the company experienced a drop in overall productivity for the first time since it was started. The reduction in productivity was accompanied by another issue where the company missed some deadlines on orders placed by customers. As the case study informs, “orders were late or incomplete, and for the first time since opening, customer complaints were received.” The late orders and complaints from the concerned customers has been an issue for the company; and one that it has never dealt with before. 
In addition to the above issues, the company has also been experiencing dissatisfaction among employees as the case study notes that “many are looking to leave the company once they have secured alternative employment.” In HRM, an employee looking to leave is often a job dissatisfaction issue as it is caused by the belief that their job does not offer them the best opportunity compared to the other existing opportunities (Whysall, Foster, and Harris, 2009). In addition to job dissatisfaction, the company also has recruitment issues as evidenced by the fact that most of the employees it recruited did not help in improving its productivity. Thirdly, the company has induction as a HRM issue to deal with as evidenced by the fact that new employees “worked side by side with existing staff members for a day before being given individual responsibilities.”
[bookmark: _Toc98183581]Assessing the Appropriateness of Models
	The troubles of the organization as reported in the case study call for a critique of their recruitment processes. As the case study shows, the company recruited employees of a number big enough to address the problem of sudden demand for its products. However, the results in terms of productivity were negative thus calling the recruitment process into question. The recruitment model that the company focused on the outcome more than it did on the process. The outcome of the recruitment process, as Fresh Direct hoped for, was to bring as many new employees into the company as the demand warranted. However, this recruitment model neglected the process by which the new employees were to be vetted for fitness. For example, there is no mention of the recruitment objectives, strategic development, and recruitment outcomes evaluation. Instead, the company only focused on the recruitment activities, which according to the model it used, only involved a 20-minute online video interview. The above recruitment model as applied by Fresh Direct has the main advantage of speeding up the recruitment process as it skips a number of important recruitment procedures. This advantage can be seen in how the model afforded the company a large number of employees within a short period of time. On the other hand, the model is marred with disadvantage such as insufficient examination of the applicants’ skills, aptitudes, abilities, and credibility (Jha and Bhattacharyya, 2012). As a result, it makes the company prone to employing employees without the required qualifications, as seen in the Fresh Direct case. 
	In the induction process, the company employed a model that was not equipped to meet the purpose of an induction process. The case study shows that new employees worked with existing employees for a day before beginning work on their own. This is an insufficient induction model as does not offer the company enough time to achieve the purpose of induction, which is to guarantee integration of the new employees and the existing employees and the management. However, the model has the main advantage of saving the organization time that it would have spent conducting a proper induction process. On the other hand, it is majorly disadvantageous because it does not promote successful integration of the new employees into the company. Moreover, the model does not give the new employees a chance to satisfactorily familiarize themselves with their duties such as to successfully carry them out without the help of more experienced employees (Wangithi and Muceke, 2012). In light of its advantages and disadvantages, it can be seen that the model’s appropriateness is wanting as it losses the organization more than it gains. Furthermore, as the case study shows, the productivity of the organization reduced, which can be partly ascribed to the new employees’ poor knowledge of their tasks.
	The organization also applied the theory of laissez-faire leadership on its employees once they were recruited. Instead of guiding them through their tasks, they did not support them with instructions or guidance. This can be seen in how the new employees began working on their own after a day of guidance from the existing employees. Laissez-faire leadership theory advocates for a hands-off approach from the management. The main advantage of the theory is that it offers employees the freedom to express their creativity and perform their tasks with limited micromanagement. However, this advantage can only be benefited from in the case of established employees who have mastered their tasks. In the case of new employees such as that of Fresh Direct, laissez-faire management can be disadvantageous as they still need guidance and micromanagement when necessary (Skogstad et al., 2007. The main disadvantage in such a scenario is poor productivity as the employees are yet to understand their tasks.
[bookmark: _Toc98183582]Question 2
[bookmark: _Toc98183583]Identifying and Recommending Models
	The company needs a recruitment model that can serve its overall strategic goals. As such, it is recommended that the company adopts a five-stage model that will take it through a recruitment process that produces competent recruits whenever it needs new employees. In this model, the first step is recruitment objectives where the company lists the overall objectives that the recruitment seeks to achieve including acceptance ratio, diversity of recruits, their skill sets and number of positions to be filled. The second step is the strategy development where the company decides who to recruit, when to recruit them, where to recruit, and the messages to communicate to the applicants during recruitment. The third step in this recruitment model is the undertaking of the recruitment activities such as selecting the applicants, calling the selected applicants, conducting the interviews, and implementing timelines. Fourthly, the company should implement the onboarding step where the new employees are taken through an induction process that is aimed at successfully integrating them into the organization. Finally, the company should perform the step of evaluating outcomes where it measures the success of the recruitment process by comparing the outcomes before and after the acquisition of the new employees. Adopting this model will help the company improve in its future recruitment processes as it will ensure that it acquires competent employees, onboard them well, and learn about the mistakes it has made so as to rectify them in the future (Sangeetha, 2010).
	The second model recommended to the company is that of training and development. In this model, the company is advised to initiate programs that identify weaknesses in its employees’ performances and take them through training exercises that sharpen their skills. A competent training and development plan includes five key steps namely; assessment, motivation, design, deliver, and evaluation (Almatroushi, 2006). In the first step, the management assesses the skill set of the employees with the aim of establishing their weaknesses. Subsequently, the management motivates the employees to take part in the impending training by communicating its importance and benefits. In the third step, the process involves designing a training program that will address the weaknesses in the target employees’ skill sets. The fourth step includes the training activity where the employees receive information and practice exercises from an expert in their field. Finally, the management evaluates the effectiveness of the training by establishing the difference in the employees’ skill levels after training. Fresh Direct should adopt this model as it is the best predictor of success in training and development, and it will guide the company to train its employees effectively.              	
	The company should complement the above two models with transformational leadership. The case study shows a clear lack of competent management leadership as the present one failed in steering the organization away from its current issues. In transformational leadership, the management aims at transforming the employees’ behavior and values and motivates them to perform at their peak at all times (Andriani, Kesumawati, and Kristiawan, 2018). When implemented, this type of management leadership will motivate the employees, align their values with those of the company, and transform their interests such that they see the value in carrying out their tasks to perfection. As a result, the company will have a workforce that delivers all orders on time and motivated enough to develop organization attachment, which will solve the problem of employees seeking to leave.
[bookmark: _Toc98183584]Conclusion
	Fresh Direct is currently dealing with issues that have crippled its productivity and reduced its standing as the best fresh produce delivery company. However, from the analysis done on the issues, it can be concluded that they are self-inflicted in the sense that they can be ascribed to the management’s ill-informed actions. In brief, the company has been experiencing complaints from customers because of late orders and some employees have grown dissatisfied with their jobs enough to seek other employment opportunities. These issues, recruitment and induction being the most impactful, have been caused by poor HRM practices that misguided the company. For example, the models that the company used in its recruitment and induction practices were substandard as they robbed it of the opportunity to acquire the best possible candidates and thoroughly familiarize them with their duties. However, the company has an opportunity to achieve its previous glory by implementing the recommended models, which include a systematic training and development, a structured recruitment process, and transformational leadership. These three models will help the company solve its current problems and prevent them from happening in the future thus increasing its competitive advantage. In summary, the problems that Fresh Direct is experiencing are typical of poor HRM practices. Therefore, to eliminate them, the company’s management should look to improving their application of HRM vehicles such as those recommended in the report among others that will be good for its future success.
[bookmark: _Toc98183585]Component 2: SMART & PDP
[bookmark: _Toc98183586]SMART Goal for a Fresh Direct Stock Manager
Goal: Take a stock management course to improve knowledge in my line of work in the next quarter
Analysis of the goal
SMART goals are important for employees in any company as they provide them with a way of creating path ways for developing their careers. A SMART goal should be specific, measurable, achievable, relevant, and time specific (Les MacLeod, 2012).
The above goal qualifies as SMART because it fits all the requirements represented by the acronym SMART. Firstly, it is specific in the sense that the employee knows the course he/she wants to take. This means that the employee can come up with the school they want to take the course, the time needed to complete the course, the financial requirements of the goal, and the academic level they will pursue.
The goal is measurable because the employee can determine whether they have succeeded or not at the end of the course by determining if they have finished the course or not. Additionally, the academic performance by the end of the course which indicates the employee’s proficiency can be used to measure their success on the goal.
The goal is achievable because a course in stock management is available in a number of institutions in the UK at affordable prices. Moreover, the employee can take part time out of work to complete the course thus making the goal achievable in relation to their schedule.
The goal is relevant because the stock management course will be useful to an employee whose main job at the company is to manage the stock of fresh produce needed to supply the demand. Additionally, the goal is relevant to the employee’s career as a whole as the academic achievement he acquires from are good for their general career development.
Finally, the goal is time specific because the employee should finish the course by the end of the coming quarter. This means that the employee can plan for the goal within a strict time frame which ends with the end of the coming quarter.
[bookmark: _Toc98183587]Personal Development Plan
A personal development plan is a tool that individuals in any industry can use to increase their value by developing their skills with the aim of improving both professionally and personally (Eisele et al, 2013).
PDP for a stock manager at Fresh Direct
	Long-term Goal
	Specific Goals
	Skills Needed
	Actions Needed
	Time Limits 

	







Achieve academic qualifications necessary for competence and promotion 











	Acquire academic papers for stock management 
	Verbal and written communication skills.
Data analysis 
Leadership skills
Team orientation 


	Enroll in a higher learning institution offering stock management course.
Complete the tasks of the course necessary for graduation. 
	Three months maximum (part time)

	
	Learn stock management skills that will improve my competence  
	Observation skills
Listening skills
Oral and written communication skills
	Practice stock management skills.
Learn from my more experienced colleagues. 
 
	Six months of on job learning 

	
	gather the stock management experience needed for promotion  
	Persistence 
Hard work 
	Work and accumulate hours at the company as its stock manager.
	A year of working as a stock manager at the organization 
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