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[bookmark: _Toc99473398]Introduction: 
Fresh direct company serves the fresh food delivery on online platforms to the customers in UK. The company has started the family business in 2010. During the Covid-19 pandemic, the business experienced huge growth and success. The orders are high during the time. The company provides the demanded products and services to the customers and in return, it has gained the customer trust and satisfaction over the brand. The role of HR manger is to identify the problems and solve them to effective productivity and recruitment of the employees. 
[bookmark: _Toc99473399]HRM models for recruitment and training of employees in fresh direct company: 

The Standard Causal Model of HRM is the most extensively utilized model of HR causality. The model is based on a model from the 1990s and the early 2000s. In addition to HR operations and business strategy, it illustrates how a chain diagram is represented. Human resources activities that are linked to the company's strategic objectives are depicted in this diagram. A company's entire business strategy informs its human resources management approach (Usmani, 2020). How HR procedures are put into action is determined by the HR strategy. A few examples are employment, teaching, evaluation, and compensation. These human resources approaches have specific outcomes that can be attributed to them. 
The 8-box model by Paul Boselie: 
One of the most commonly used HR models is the 8-box model by Paul Boselie. With the 8-box model, we can understand how numerous internal and external factors affect the effectiveness of HR initiatives. The external general market context, the external population market context, the external general institutional context, and the external population institutional context are all aspects to take into account while examining the external environment. Human resources (HR) practices are influenced by circumstances outside of the company's control. Rather of relying on an abundance of competent individuals, our sourcing and recruiting and hiring practices are impacted by the availability of specific capabilities in the market. What we do in HR is also influenced by legislation, trade unions, and the work councils that they are affiliated with (e.g., the day-to-day impact of HR). The core procedure begins with the configuration phase in the middle. Every aspect of our operations, from HR rules to communication strategies to the company's history and culture, is intertwined with our ability to execute our mission. All of these factors have an impact on our strategy for managing human resources.
The HRM value chain
According to the HR value chain, everything we do in HR belongs into one of two categories: HRM actions and HRM outcomes. People management (PM) activities range from simple to complicated. These jobs are typically tracked using HR metrics. Efficiencies are the term we'd use to describe them. Training new personnel should be as easy and inexpensive as possible. In order to achieve a given goal, recruitment, training, and remuneration are all necessary actions taken. Employee satisfaction, motivation, and loyalty are all goals that businesses aim to achieve. We will only be able to uncover solutions to reduce costs by measuring HRM activities (i.e. maximizing efficiency). An effective HRM strategy is one that focuses on achieving results rather than processes (Harel and Tzafrir, 1999). When a new employee is a better fit for the company, we are ready to spend a few extra days on the hiring process (time to hire, an efficiency metric) in order to bring them on board (quality of hire, an outcome metric). When HRM operations and HR results match their objectives, productivity can be expected to rise. Because of this, the company's performance improves when we hire the right individuals, sending them to the right training programmes, and retain our top employees. 
Human Resources (HR) Value Chain Advancement
The HR value chain and this model have two significant differences. The first stage in defining the organization's performance is the balanced scorecard. The balanced scorecard includes financial, customer, and process performance measurements. All of this is a part of the overall value chain for human resource management. With the help of this article, companies may better understand the value of human resources.

Second, the approach incorporates a number of HR enablers. Human resources must have these resources at their disposal. Financial resources and competent individuals are also part of this. Human resource management systems Certain enablers are thought to be necessary in order for the value chain to work successfully. Lack of well-trained staff, tight budgets, or outdated practises that impede innovation make HR less successful.
Harvard University's HRM Framework: 
The Harvard framework for human resources management is a five-component approach. On the left side of the model, you'll see the interests of stakeholders. The government, shareholders, top management, unions, and other stakeholders all have a stake in this. These interests influence HRM policies. The contemporary environment also has an impact on these values. Contextual factors such as worker characteristics and the presence of labour unions were also taken into account in the 8-box model. There are several factors that influence human resources policies, such as the interests of stakeholders and present conditions. Recruitment, training, and remuneration all fall under one umbrella. If HRM policies are applied correctly, positive HRM results can be attained. Retention, cost-effectiveness, commitment, and competency are some of the qualities that make a job successful.
[bookmark: _Toc99473400]HRM's four primary dimensions

It is expected that employees will recognize the organization's objectives and goals and be aligned and dedicated to helping it achieve them.Adaptability: In the job, workers are expected to be adaptable and flexible, with no regard for the consequences. The quality of a company's employees and leaders has a direct impact on its capacity to execute at the highest levels. Human resources plans are aligned with a company's business goals when they are integrated. In 1990, (Hendry and Pettigrew). Employee relations and operational productivity can be improved using HRM development vehicles. Employees are critical to the success and survival of any company because of their role in human resource management (HRM). In addition, HRM's ultimate purpose is to ensure that the organization's goals and objectives are supported by a staff that is well-trained and motivated. Investigating how better human resources management methods might boost construction employees' productivity is a major part of the inquiry. HR's administrative job has traditionally included a significant amount of record keeping. Non-HR professionals may be able to take on HR responsibilities if HR is reduced to a purely administrative position. When it comes to human resources administration, technology and outsourcing have had a major impact in the last few years. While technology has made it easier to communicate with both employees and managers, it has also made HR practitioners more effective and efficient. Human resources workers can now save time and money by using electronic methods for posting job opportunities, e-recruiting, and e-learning. To reduce labor costs and free up HR professionals to focus on their strategic tasks, companies are increasingly outsourcing their HR functions. Many businesses outsource their HR functions to private HR practitioners and consultants in order to save time and money. 
[bookmark: _Toc99473401]Getting people interested and fired up about their goals and aspirations:
Private and commercial enterprises frequently have a human resources manager who is in charge of all aspects of managing employees, from hiring to dismissal or retirement. The HR department has a significant role in policymaking in these organizations, reporting directly to the CEO/Managing Director and having an active role in the CEO/decision-making MD's process. Depending on the organization's potential, business nature, culture, and resources, HR Managers/Administrators may or may not be involved in such a function. For example, HR may just be responsible for ensuring that employees have appropriate resources and are able to carry out their duties, such as operational HR management. It is the responsibility of HR specialists to engage with operational managers to establish and execute policies that are essential to their roles. People in human resources (HR) are often considered as 'welfare officers and advocates,' meaning that they prioritize employee well-being above all else, even if that means neglecting other aspects of the company's operations. The function of a welfare/advocate in improving the workplace and ensuring that employees are treated fairly and equally is essential (Deshwal, 2015).
[bookmark: _Toc99473402]Training for leadership:
The strategic role of HR practitioners requires them to make a major contribution to the growth and development of their enterprises. Human resource managers are being asked to approach human capital management like a business, as this is considered as vital to the success of the firm. Proactive in dealing with organizational policies, future-oriented for human resource planning and compensation plans, and contributing to the management of their organizations overall. 
[bookmark: _Toc99473403]Continuing education and training:
A wide range of training activities are included in HRM and development for all employees, independent of their position, in order to better prepare the company for its future problems. A career management strategy can help individuals achieve their career objectives and aspirations as they rise through the ranks of the firm. As a person's career progresses, it becomes increasingly important to evaluate their work performance. Companies use compensation management to recognize and reward their employees' efforts in a variety of ways, including pay and benefits, incentives, and other perks. Therefore, companies must create clear and appropriate pay structures as well as incentive programs to motivate high levels of performance. Consequently (Lamba and Choudhary, 2013).
Worker-Management Interaction This encompasses the connection between workers and management regardless of whether or not there is a labor-management agreement in place. To meet both the organization's and its employees' objectives, this connection must be efficiently managed. As a result, it's critical to establish plans and share them with all stakeholders, from executives to workers. Included in this book are topics such as grievance handling and disciplinary action; trade unions; industrial relations; collective bargaining; and the role of workers in management. (Sisson and Storey, 2000). 
[bookmark: _Toc99473404]SWOT analysis: 

The first step is to put together a SWOT for training and development. Managers from across the organization may form a cross-functional team to establish a high-quality employee training programme. Training specialists, successful team members, and employees who have gone through the training could all be part of a team. Or, the SWOT team could consist of a single person who is well-versed on the company's training requirements as well as its workforce. The more people on your team, the better (as long as it doesn't become overwhelming), because more people mean more ideas (Sarsby, 2016). Every member of your team should be aware of what you're doing and why you're doing it before beginning the SWOT analysis for training needs. There should be no ambiguity on what is expected from the SWOT process, as well as what is expected of all team members. Give a brief history of the situation before getting started (Simoneaux and Stroud, 2011). 
Strength:
For the majority of SWOT groups, starting with strengths is the simplest way to go. These are the assets you now have in your workforce, the things that, while they may always be improved, your people perform very well right now. It's a plus if everyone on your team is nice and outgoing. If they are always on time with their reporting, this is a positive.
A new employee development program's strengths are those things that don't require further training beyond what's already being done to improve those skills. Make a list of all of your employees' strengths, and make sure that everyone on the team agrees that they are actually strengths. 
Weakness: 
After strengths, weaknesses are the next natural step. These are the areas in which your staff have the most room for improvement, and probably the areas that prompted your organisation to look into employee training and development. Any customer care team that can't persuade consumers who are considering leaving to stick around is showing signs of weakness. It's a problem when an operations manager can't read a profit and loss statement. Employee training should focus on identifying and addressing your team's areas of weakness.
Opportunities: 
Opportunities and dangers are discovered by looking outside the group in SWOT analyses, where training programme strengths and weaknesses are typically internal. Even if you've already seen and are recognising strengths and weaknesses, possibilities and threats are just beginning to dawn on you. A new product, feature, or price point that sales representatives will be able to sell is one example of an opportunity for a sales team (which, in this case, would obviously provide an employee training opportunity). New tax software or online filing options may present a training opportunity for an accounting department.
Threats: 
In order to complete the SWOT analysis, a detailed evaluation of external threats is necessary. Threats are anything that could potentially harm your company's effectiveness or efficiency, such as new programs, qualities, or occurrences. An opportunity for more efficient accounting could be a hazard since accountants who don't know how to use the new tax software could be held back. It is possible for sales staff to lose sales if they are not properly prepared to sell against a cheaper price point offered by a competition (Suyanti and Absah,  2019). 
Personal developmental plan: 
	Objective 
	How I will achieve this 
	Resouces required
	Potential obstacles and how these can be overcome 
	How I will measure success 
	When I will achieve this by? 

	Who can help me achieve this. 

	To provide fresh quality products with quality standards 
	By focusing on the quality, manufacturing and services  of the products
	Online app, delivery services with quality staff. 
	Competitors in the market, and can be overcome by maintaining customers trust over the brand. 
	By maintain the company’s structure, and the demand of products from customers. 
	This can be achieved by maintain client’s trust and satisfaction over the organization
	This can be achieved through cooperative staff management and advantaged aimed goals. 



Conclusion: 
Fresh direct company serves the fresh food through online business in UK. During the Covid-19 pandemic, the company made a huge success in its orders. The overnight orders has benefited the company in a productive manner. When new hiring of employees are done, the company faced some issues regarding the HR management system. So, the HRM models are adopted to overcome the issues. HRM value chain and frameworks are beneficial in solving the HR management problem. Along with this, the HRM developmental vehicles are adopted for the management of operational practices and employee relation with the organization. Leadership management, training and development, motivation and education are given to employees for the success of the organization. In the end, SWOT analysis is done to provide a structured knowledge on dealing with the employee working and meet the developmental needs. 
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