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[bookmark: _Toc97286092]1. Introduction
The role of human resources management (HRM) in an organisation is huge in terms of managing the most important resources of an organisation. Human resources are considered to be the main resources that any organisation can have, and they must value and retain the same for the company’s sustainability. Similarly, from the case study of Fresh Direct it can be observed that the employees who joined recently into the organisation have resulted in decreased overall effectiveness of the organisation and also unhappy about their work. The process of hiring in the case study has also been mentioned in short which might be helpful in identifying the issues within the whole process of recruitment that took place. It is very essential for any organisation to focus effectively on the identification, analysis, and rectification of the problems related to human resources. The role of HRM is to do all the things that are required to gain and retain the best available employees for an organisation. The following report will focus on various aspects of human resource management and how developing the relationships among the people within a workplace can enhance the rate of achievements to a greater extent. The report will critically analyse and evaluate the whole process of the organisation of Fresh Direct for the purpose of hiring and training the employees through models of HRM in order to assess its appropriateness. It will further focus on formulating three vehicles of development of the human resources in order to enhance the overall operations and efficiency within the organisation of Fresh Direct. Lastly, the report will provide an effective SWOT analysis and PDP based on the analysis and evaluation of the case study of Fresh Direct.
[bookmark: _Toc97286093]Component 1
[bookmark: _Toc97286094]2. Question 1
[bookmark: _Toc97286095]2.1 Identifying Issues
The organisation of Fresh Study has more than one hundred employees as per the case study; most of which has been hired after the start of Covid-19 pandemic because of the huge demand for their products in the market. The organisation is a family run business which was operating with very few employees before the period of the pandemic. Because the organisation was small, they did not have any human resource management team or any specialised person from that field which is why they did not have any experience of recruiting and onboarding so many people together. Although the process of identification of the need to recruit and the method of interviewing was prominent for the organisation, the main issue which they must have faced is in the process of onboarding and induction. As per the case study of Fresh Direct, “Upon starting the role, each new member of staff was given a tour of the farm and worked side by side with existing staff members for a day before being given individual responsibilities – this whole process took two weeks to complete.”; from the mentioned statement in the case study it can be observed that just one day has been allotted for the induction of the employees into the organisation. Although a tour of the farm was given to the new employees, the opportunity to interact with all the other employees in the organisation, to understand the whole work process to create an effective relationship, enough time was not given to the new employees (Podgorodnichenko et al., 2020, p.100685). From the case study, I believe it is an issue regarding the induction of the employees. Because of inexperience in the recruitment and hiring of employees, the organisation did not effectively implement the process of induction and might have undervalued the role of induction in the organisation’s success (Kearney, 2016, p.1160525). According to an understanding of the case study, the overall organisational efficiency decreased and the employees in the company are planning to leave the organisation because the reasons arise from inappropriate induction which has been provided to them. 
[bookmark: _Toc97286096]2.2 Assessing the Appropriateness of Models.
It is seen from the case study of Fresh Direct that the company started hiring new employees once there was a huge demand for their products and services during the Covid-19 pandemic. Because of rigorous hiring during that period the organisation focused on two different theories of HR and hiring. It is always essential to analyse and evaluate the theories in order to get the best out of them and also to mitigate the risks which are aligned with those theories. The following theories will help to understand the effectiveness of their deployment in the company’s hiring process.
On-Demand Recruiting
The model of on-demand recruiting is considered to be very popular in today’s world where the demand can grow from nowhere to a lot within just a span of time. This model is mostly used when there is huge demand in an organisation for extra manpower and when the employees are required to join instantly. The on-demand model of recruitment is used when the workers hire the employees based on the requirement of any particular project (Huang and Bigham, 2017). It is similar to that when the organisation of Fresh Direct hired the employees simply based on the skills they had in order to add people to the production section of their organisation. It is very common to experience fluctuations in employee requirements from time to time in every organisation irrespective of the industry they are into. Since Fresh Direct was a company mainly based on production tasks, they required to hire employees with skills within a very short duration of time and which took maximum 2 weeks to hire for them. On-demand recruitment model is used in various times such as when an organisation is lacking talents, when there is a sudden spike in the demand for more manpower, when there is a need for people with new skills. There are both positive and negative aspects of the model.
Positive aspects:
· It takes very less time for the overall recruitment process.
· It has the ability to hire a huge number of people within a short span of time.
· This model has the access to the experienced recruiters who can be availed at any time if there is a need for hiring.
Negative Aspects:
· Because of hiring within a very short span of time, the training and induction process is very less effective.
· It does not guarantee the quality of work from the newly hired employees.
· It can effectively decrease the overall efficiency of an organisation.
· They can play a very negative role in demotivating the whole organisation if the newly joined employees hamper the work culture of the existing organisation.
Strategic Contingency Theory
The theory of strategic contingency consists of two elements within the theory, i.e., strategy and contingency. The utilisation of contingency in an organisation occurs when there is a need of performing different tasks in various units of an organisation. Further, when the contingency starts to multiply because of organisational growth it becomes strategic and helps in making the organisation much stronger (Marx and Brettel, 2015, pp. 70-70). As it has been in the case study of Fresh Direct, the recruitment and onboarding started to multiply within the organisation when there was a need to create more units of production. According to the theory of strategic contingency, a leader within the organisation can become the main part of the organisation who can lead the way for everyone with the unique skills and knowledge that he/she may possess. The central leaders can also play a very essential role in solving the organisational issues that the other employees might not be able to solve. From the case study it can be observed that although the organisation of Fresh Direct tried to adopt the theory of strategic contingency, they could not adopt it properly because of which it worked negatively in the organisation to decrease their efficiency. They hired people in the organisation based on the requirements of various skills and the vacancies in different units. They could not implement the leaders of the organisation to properly guide the newly joined employees and neither could they provide any training with effective measures, which simultaneously impacted their overall production of the company resulting in bad feedback from the customers and also delivery of low standard products. There are various advantages and disadvantages to the theory of strategic contingency theory as well.
Advantages:
· The theory focuses on developing solutions to the tasks which are creating problems and hence it de-emphasizes the personality irrespective of the type of employee he/she might be. It focuses more on the skills and ability of a person rather than his/her personality in general.
· By making a leader from the organisation it develops a sense of motivation among other people which also helps the leader to create a common sense of the target or aim that the organisation might have.
· It also helps other people to develop skills with the help of the leader of an organisation.
· The main purpose which the theory of strategic contingency serves is that it helps in addressing the problems and also supports the leaders to solve them with effective strategic measures (Voss and Brettel, 2013, pp.160-178).
· It effectively distributes the power within an organisation based on the skills and knowledge of the employees who have the ability to lead a team within the organisation.
Disadvantages:
· Although the theory speaks about providing power to the leaders of an organisation, it clearly does not mention about the type of power that the leaders must have in the organisation which can create confusion in many instances.
· The authenticity of the theory is not guaranteed as it can vary depending upon the organisational structure of a company.
· The stress factor which an organisation may have in various scenarios is also not considered upon the skills of the leader and the employees (Williams et al., 2017, pp.454-474).

[bookmark: _Toc97286097]3. Question 2
[bookmark: _Toc97286098]Development Vehicles for Fresh Direct
The role of development vehicles is to transfer and spread the positive impact over the organisational environment of a company. With the help of development vehicles within the organisation of Fresh Direct, it can be possible to improve the overall productivity, relations among the employees and knowledge transfer process. There are various development vehicles which can be used for different purposes in the organisation of Fresh Direct. Following are the three vehicles of development which can have a great impact over the company’s organisation.
Leadership Management
According to the case study it has been seen that there was a huge change in the organisation of Fresh Direct because of instant demand in the market. In order to handle the changes in the organisation, formulating leadership management strategies were needed to manage the changes. With effective leadership management, the leaders could have been chosen based on the skills and then they could have helped the newly joined employees to guide through the works in the initial period in the organisation rather than just providing one day of training (Overall, 2015, p.41). By the implementation of effective leaders into the organisation, the overall change management could have been better, and also it would have provided the organisation with better results, unlike that of the case study. Therefore, it is essential to develop leadership management in the organisation of Fresh Direct which would help the employees who are there to understand the operations of the company and to work for the same goal as a team (Mineo, 2014, p.n1).
Engagement
Employee engagement is another important development vehicle which can be used in the organisation of Fresh Direct. With effective employee engagement strategies, every employee will have the scope to get to know each other and will also help in generating more transfer of skills and knowledge. It will further allow the employees to have a sense of bonding with each other which might help in performing tasks in a team and follow the organisational goals effectively (Dalal et al., 2012, pp.E295-E325). 
Training & Development
The most important development vehicle is training and development, which has not been utilised in the organisation effectively. The newly joined employees must go through various training and development classes in the organisation which would make them clear about the overall work culture of the organisation and the organisational goals (Mulang, 2015, pp.190-197). It would also allow the employees to upskill themselves from time to time and they will feel valued by the company. Combining all the elements of training and development it would further help them to stay focused in their work and which would simultaneously develop organisational efficiency (Ganesh and Indradevi, 2015, pp.334-334).
[bookmark: _Toc97286099]4 . Conclusion
The above report focuses on various aspects of human resource management and how developing the relationships among the people within a workplace can enhance the rate of achievements to a greater extent. The report critically analyses and evaluates the whole process of the organisation of Fresh Direct for the purpose of hiring and training the employees through models of HRM in order to assess its appropriateness. It also focuses on formulating three vehicles of development of the human resources in order to enhance the overall operations and efficiency within the organisation of Fresh Direct. The report will provide an effective SWOT analysis and PDP in the next section based on the above analysis and evaluation of the case study of Fresh Direct.
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[bookmark: _Toc97286101]5. SWOT & PDP
[bookmark: _Toc97286102]SWOT Analysis of Fresh Direct
Strength
· They have a great and unique product and services which is very uncommon in the market. 
· The popularity within a short span of time has gained them a huge brand name in the local market of UK.
Weaknesses
· Management of employees within the organisation is not as good as it should be.
· The decreasing efficiency within the organisation.
· The leadership management is not present in the organisation.
· There are very few employees motivational and engagement tasks.
Opportunity
· They have an interesting product which can create a larger market across the UK.
· With their product and effective research and development they can enter into various segments of market by developing more similar products.
· With less competition in the market, they can utilise the opportunity to create a better brand name for more market growth.
Threats
· Their decreasing organisational efficiency can cater to huge losses in the market.
· The lack of employee management within the organisation is the greatest threat that can destroy the business.
· The growing competition in the local market also poses a huge threat.


[bookmark: _Toc97286103]Personal Development Plan
	Objectives
	Criteria for Success
	Actions
	Duration

	To develop communication skills
	When the employees will work better as a team.
	· To participate in team tasks.
· To share skills and knowledge with other employees.
	6 months

	To incorporate organisational skills
	When they will be able to handle multiple tasks at the same time.
	· To participate in various training sessions.
· To learn from the leaders and old employees.
· To develop skills based on work requirements.
	4 months

	To develop time management skills
	When they will be able to complete the given tasks within specified time. 
	· Will set specific time for every task and will try to complete it within that.
· Will continuously track the impact on performance based on the limit of time taken to complete it.
· Will categorise the tasks based on its priority and then complete the tasks accordingly.
	4 months
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