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Human Resource Management is described as a process of leading individuals to reach greater levels of performance within a company as well as enabling companies and workers to collaborate and accomplish a mutual vision. Surging competitive demands, deregulation, fast technical breakthroughs, and globalisation in the US during the end of the 1970’s, brought to the forefront the critical need for all organisations to undertake strategic planning by the end of the decade (Armstrong and Taylor, 2020). The ASTD model, the Ulrich model, the eight-box model in combination with the people value chain model, along with principles from many other HRM models will be used in this case study to improve the issues Fresh Direct are experiencing.
Many companies make the error of gauging achievement in relation to the number rather than people. Customer and employee happiness, rather than earnings, should be the major indicators of a company's success. Profits are merely a sign that a company is providing excellent customer service (Julian Richer, 2017). Employee reactions have been at the centre of prior studies, which has demonstrated that Human resource policy and practise may alter staff conducts and attitudes, which then in adversely impacts corporate performance.
Experts did acknowledge, however, that if effective HR policy and practise are poorly executed, any influence is minimal (Woodrow and Guest, 2014). When a 'strong' HR system is in place, the correlation among both HRM and performance is generally more successful. High degrees of uniqueness, consistency, and unanimity are key features of their 'strong' system. There will also be an organisational atmosphere that promotes HR implementation where these factors are present. It has been said that having good procedures will not be enough, they must also be adequately applied (Bowen and Ostroff, 2004). The emphasis is shifted to line management as a result of this, it's not merely the presence of practises that counts (Guest, 2011), but also people's perceptions of the motivations underlying them (Nishii et al, 2008). 
Figure 1 illustrates the HRM Functions
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(iStock photos, 2019). 
[bookmark: _Toc102048551] Identifying Issues at Fresh Direct
Fresh direct (FD) should adopt HR management philosophy and involve their staff, inviting them to list issues and new ideas within the organisation. This will help with productivity. Furthermore, by convening fortnightly company review meetings and engaging workers from all levels of the organisation to address issues and new ideas, these changes can be implemented in a matter of weeks and are well suited to FDs (Armstrong and Taylor, 2020).
HR Strategy HRM have involved the employees in the decisions of the company and best strategies in dealing with customers, HR Policies, HR Processes, HR Practices in the Organization. Decisions are made 'up high' and handed down to lower levels in a hierarchical culture. Implementing the Amo model everyone is encouraged to participate in multi-channel communications and decision-making within an inclusive culture. Employee participation is encouraged in the service industry, which necessitates an open culture (Boxall, 2013).
In order to achieve continual development, FD can encourage its employees to challenge established ideas and procedures. Rather of making a big change, this usually entails making small changes to a lot of items. Employees are the major source of suggestions, which are based on their work experience. Identifying 'best practise' within segments of the company and implementing it across the board is part of ongoing development and progress. This exchange of best practises can only be fully realised in an open culture (McCartney, 2017).
FD neglected to follow any of the human resource models when facing issues within their company. They became aware of the rapid growth of their company and the need to invest in equipment and staff. FD neglected to purchase new equipment and focused on recruiting new staff. This left employees unable to meet the demands of these extensive orders, they neglected to follow the ASTD competency model in facilitating the changes within the company, they should have invested into the required equipment and ensured to edify all employees that were new to the equipment on all the operational functions. FD interviewed candidates for farmhand positions online, with and expectation of determining their skills and abilities. 
Figure 2, illustrates the ASTD competency model
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(Contract Recruiter, 2021).
These should have been face-to-face formal competency-based interviews, established from a negative Covid test result. Due to this the company missed a vital opportunity to take candidates for a walk around their farm, which would have lent FD the immediate perspicacity of whether the candidates are suitable for the job role, from first-hand. By using the Dave Ulrich HR model’s administrative experts focus on talent management, they could have discerned the candidates and made conducive executive decisions during their selection process based on their findings. 
Figure 3, illustrates the Ulrich model
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(Select‍ software reviews, 2021).
Furthermore, candidates started work based on a negative covid test, not because they displayed or retained any previous experience of farmhand work, prior to starting employment. FD failed to ensure their new recruits were capably skilled and qualified for their job positions, retaining the fundamental requirements, in Agricultural, Land Management, and Production for their positions, before employment into a demanding hands-on role. Which resulted in the operational productivity of the firm decreasing, orders being late, incomplete orders, customers complaining, staff working longer hours than contracted and many looking to leave the company. However, the world is fast changing as a result of globalisation and technological growth. When developing HR strategy, it's more necessary than ever to consider the numerous external impacts. The coronavirus epidemic and its influence on enterprises, remote work, and HRM tools for efficiently managing employees are excellent examples of the Eight Box model's applicability.  
Figure 4, illustrates the eight-box model 
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(Contract Recruiter, 2021).
The new recruits first tour of the farm was when they started work, FD neglected to take advantage of this optimal opportunity during the interview stage, where they could have gauged and assessed each candidate’s suitability and interest for their roles. Moreover, these recruits only shadowed FD’s current staff for one day before being given their full individual responsibilities. The whole process took a mere two weeks, which resulted in FD’s decrease in operational productivity and the late and incomplete orders. 
Due to FD not applying HRM philosophies in their leadership, corporate culture, re-engineering of their organization or employ the models such as the eight-box model, these new employees were unequipped, under developed an unskilled for their roles within the workforce, and unable to an optimal degree of performing their job roles to optimum productivity levels, the fullest potential of the FD. Further contributing factors to employees working longer hours, to meet the demands these new recruits were incapable of attaining. Hence, the result in employees’ motivation becoming low and them seeking alternative employment. 
[bookmark: _Toc102048552]Assessing the Appropriateness of Models.
FD are facing issues with low staff, recruitment, selection, induction, operational issues, along with employee retention and motivation. To overcome these issues FDs should implement and maintain a recruitment and talent management budget, as well as improving their line managements people skills, performance management, recruitment, selection, and decision making. In conjunction with a new and improved talent strategy for attracting prospective employees from the agricultural or land management and production sector, by implementing the People Value Chain HRM model, will afford them virtual global business services to utilize new and exciting agricultural targeted recruitment marketing campaigns and events. 
Figure 5, illustrates the people value chain
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(Select‍ software reviews, 2021).
These events can take place on their farmland, thus improving the selection techniques along with amplifying and promoting the company and brand. This should also be utilized in assistance with improving their induction process. FD neglected to ensure their new recruits were capably skilled and qualified for their job positions, retaining the fundamental requirements, in Agricultural, Land Management, and Production before employment into such a demanding and hands-on role ((McCartney, 2017). However, implementing these concepts will take a period of  time to show affects within the company, which may not be favourable to FD in the interim. Furthermore, advertising job offers only within the agricultural industry, limits FD from a wider scope of candidates that maybe potentially interested in this field. 
When people recognize their targets and understand what is expected of them, they can achieve these goals and objectives. FD can benefit from utilising their existing competent employees from in house, who can work alongside new employees for several weeks. Through shadowing they can obtain hands-on experience of the day-to-day operations of their job role whilst formulating a feeling of involvement within the company from the moment they start. This will aid in facilitating a strong teamworking culture, maintain operational productivity, and assist in minimising late or incomplete orders. Moreover, this will serve to minimise overall training and development costs. However, be mindful that this will also  decrease production slightly for the weeks the new hires are getting to grips with their training and shadowing. By implementing incentives such as training and development, and company advancements along with reward packages will also aid to employee motivation and retention (Storey et al 2009). 
Additionally, by supporting the career advancements of the new hires that display the right qualities and competencies, through placing them on a 12-to-18-month FD company apprenticeship programme that covers general farm workers, poultry workers, poultry technicians, livestock unit technicians, and packhouse line leaders, FD can continue to progress and develop, which contributes to employee motivation, company expansion and employee retention (Khilji and Wang, 2006). Nevertheless, this takes time and money to implement, it is crucial to have a favourable recruitment and talent management budget, along with improved line management and performance management.  
It is essential FD recognise the advantages and sustainable strategies of increasing and developing their workforce, they must ensure to keep a larger focus on improving the skills of their in-house talent, combined with setting targets for these achievements. FD can monitor these performances to guarantee company objectives are achieved, which aids in employee retention, rather than just focusing on recruiting new personnel, this will aid in reducing recruitment and training cost, as well as improving overall workforce competence. Moreover, when sourcing for new recruits they should make certain to recruit via key talent and niche areas, as people believe that their work is worthwhile, when their job and their talents are a good match. With employing the people value chain model, this can be achieved with the use of new media and technology such as virtual global business services. Which operate in a cross-functional services experience where identical duties from IT, finances, regulatory, and supply management divisions are merged to produce scalable effects. FD will find this beneficial with their recruitment.
FD should have focused more on competency-based interviews, where they would have had the opportunity to analyse individuals’ specific skills, this affords FD the perspicacity to place the candidates into designated groups, they can then train and develop them within their specific areas of competencies, be it foundation level or expertise. This would have proven to be more beneficial and productive to the company as they could have placed the quicker more developed and productive hires into designated position that would have been beneficial to the productivity of the overall company functions, than just relying on the contents of their CV’s. Competency based interviews also creates a form of involvement with the company, which decreases the odds of new hires neglecting to arrive on their first day or even a late withdrawal of their job proposals. Offering attractive salaries and benefit packages for positions in this sector would also be advantageous to the company, as this is a specialist field that requires specific skills which can occasionally be challenging to fit. 
Positive attitudes are to be emphasised, in order to create a more engaged, devoted, and motivated workforce. FD need to employ strong foundational rules that their values and organisational culture is built upon, for their employees to align with and experience being fostered throughout the company, in order to maintain a motivated workforce. 
By investing greater time and energy in their employees’ potentials, developing their skills through utilising apprenticeship programmes, combined with sponsoring students through university graduate recruitment programmes and internship schemes, will further assist with FD’s recruitment, selection, and production, as well as contributing towards a higher level of  productivity, and overall employee retention. People are engaged in reaching accepted objectives and standards when performance management systems are linked with company goals, this generates loyalty within their employees’ which also engenders employees’ motivation.
FD need to anticipate and identify the changes within their organisation and the market, this can be achieved through, product market optimization, organisational strategies, such as job redesign, good employee engagement strategies, autonomous work teams, good employee communication, which can be assisted with improvement groups, team briefing, employee-led engagement groups, with fortnightly review meetings, flexible working hours, employee reward and benefit schemes, along with developing the skills of existing employees across all departments to ensure the highest level of standards are maintained throughout the company. People are engaged in reaching agreed-upon targets and standards when performance management methods are integrated with company objectives.
People's capabilities are developed via learning at all levels to enable performance development, especially when they are given opportunities to put their talents and abilities to their maximum potential. By upskilling existing employees, FD can tailor the development of their employees to meet a variety of company requirements, as well as giving the company the opportunity to anticipate any competencies required as positions develop and change. Having a talent pool assures a steady supply of top performers, which will assist FD in fulfilling harder to procure positions. 
Fresh Direct should follow the HR management philosophy engage their employees have them list concerns and new ideas within the company, this will assist with productivity. Furthermore, holding fortnightly company review meetings and including employees from all levels of the company where they are able to discuss concerns and new ideas, these changes take a matter of weeks to be implemented.


[bookmark: _Toc102048553]Conclusion 
It is essential that Fresh Direct recognise the advantages and sustainable strategies of increasing and developing their workforce. All new hires must maintain the fundamental requirements, which include a Level 1 Certificate in Practical Farm Animal Care Skills, a Level 2 Extended Certificate in Agriculture, a Level 3 Diploma in Agriculture, or a T Level in Agriculture, Land Management, and Production. Fresh Direct can also benefit from utilising their existing competent employees from within the company, who can work alongside new employees for several weeks to obtain a hands-on experience of their job role. This will serve to minimise overall training and development costs. Furthermore, by supporting the career advancements of all the new hires that display the right qualities and competencies with a 12- to 18-month apprenticeship programmes that covers general farm workers, poultry workers, poultry technicians, livestock unit technicians, and packhouse line leaders, Fresh Direct can continue to improve and develop while also assisting towards their expansion. Existing employees feel valued so they will want to stay with the company
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Personal Development Plan

	Learning and development need
	Type of Development 
	Timeline
	Evidence
	Comments

	Foundation level in Agricultural, Land Management, and Production
	Apprentice Course National Agriculture, Food and Natural Resources (AFNR) Career Cluster Content Standards, 21st Century Skills and Information and Communication Technologies Literacy Standards
Course/Workshops, Research and Practical Skills
Agricultural Leadership and Personal Development
Job Shadowing

	6-12 months
	Early completion
	This individual has successfully completed this level at 6 months, and possess great communication and people skills, as well as displaying great adaptability skills during workshops activities.

	Intermediate level in Agricultural, Land Management, and Production

	Apprenticeship course National Agriculture, Food and Natural Resources (AFNR) Career Cluster Content Standards, 21st Century Skills and Information and Communication Technologies Literacy Standards, Agricultural Leadership and Personal Development
Course Work, Self-Development, Project work, Job Shadowing
	12 months
	Currently ongoing
	

	Advance level in Agricultural, 
Land Management, and Production 
	Apprenticeship course National Agriculture, Food and Natural Resources (AFNR) Career Cluster Content Standards, Agricultural Leadership and Personal Development
Communication Skills,
	12-18 months
	
	

	University graduate recruitment programmes
	Apprenticeship course National Agriculture, Food and Natural Resources (AFNR) Career Cluster Content Standards, Agricultural Leadership and Personal Development
Communication Skills,
	3-4 Years
	
	

	Agricultural Management Internship schemes
	Apprenticeship course National Agriculture, Food and Natural Resources (AFNR) Career Cluster Content Standards, Agricultural Leadership and Personal Development
Communication Skills
	3 Months-12 months
	
	






· Staff are working longer hours than contracted
· There will be a high turnover of staff
· Induction period was too short at two weeks
· Interview process is not suitable for the type of work





· Equipment may breakdown
· Staff could still want to leave
· Hard to employee people
· Another pandemic could occur
· Could have a breakout on the farm
· Could have another rapid growth and struggle to get ahead
· Reputation may have been tarnished from complaints

WEAKNESS
· Growing family run company
· Fresh Directs owner is happy to address issues as they arise
· Fresh Direct understood the need for new staff to gain experience



SWOT ANALYSIS



STRENGTH
THREAT







OPPORTUNITIES




· Interview should be in multiple parts, online and face-to-face
· Interview should consist of a tour of the farm and a one-day work trial to establish competency.
· Following a three-month probation period
· After probation period, benefits and rewards system to be put in place
· Improve company with continuous employee development and training.
· Apprenticeship courses and Intern schemes, face-to-face interviews, competency-interviews.
· Benefits and rewards schemes
· Give staff realistic contracts for the hours they work
· Don’t hesitate to hire more staff
· Make sure correct equipment is being used efficiently to improve productivity
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