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[bookmark: _Toc99405665]Introduction 
Recruitment and training is a very important part of an organization. Every organization wants to hire the best employees and develop them so that they can benefit the company. All these employees are considered resources and resources should be managed effectively and efficiently to get the best out of them (Nikolaou, 2021). If human resources are not managed properly, a company will have to face consequences such as decreased productivity, bad quality of work etc. (Abbasi et al., 2020). A lot of relevant models and theories have been introduced by scholars over the time to propose guideline that would benefit the companies the most. This report focuses on a case study of a company named “Fresh Direct” who were unable to produce the best results with their newly hired employees. This report will analysis the scenario and assess the weaknesses of their recruitment and selection process by comparing it with relevant theories and models. The report will also recommend three vehicles that would help Fresh Direct to operate their human resources in a better way. Lastly, the report will consist of a Personal Development Plan or PDP for an individual of Fresh Direct who have been recently employed by the company. 


[bookmark: _Toc99405666]Recruitment and Training Procedures Deployed by Fresh Direct 
The procedures adopted by Fresh Direct resulted in a loss as after new employees joined, the production of the company was reduced. They even started to get complaints from their customers. So, it is clear that their procedures were not effective at all. The assessment for those procedures is given below. 
[bookmark: _Toc99405667]Assessment of the Recruitment Process 
Fresh Direct followed the “Online Recruitment Process” to appoint employees for the job. Attracting employees, shortlisting them and finale selecting them, all processes were done through online mediums. The attraction phase was done by publishing online advert. The shortlisting process was done through selecting CVs. And the selection process was carried out by taking online interview. For the recruitment process, HRM theories suggest to always go with Job Analysis and Job description (Silva et al., 2018). In Job Analysis, the job is properly analyzed, and description of the job is given. A proper Job Analysis conveys what the organization wants from the employee to do in that job. The duties of the job, the timing of the job etc. are mentioned through Job Analysis (Anyakoha, 2019). Fresh Direct needs to do Job Analysis to get an idea about what they would be wanting from their potential jobholder to do which would help in maintaining their operational productivity (Aburumman et al., 2020). Fresh Direct also gathered respondents from online mediums only. Fresh Direct didn’t consider any environmental factors while they were recruiting new employees. The Warwick Model explains different HRM activities like recruitment gets affected by environmental factors (Kelly, 2018). Fresh Direct also should have considered such environmental factors for recruitment process. They should have conducted a PEST-analysis giving them the opportunity to assess the affect the political & legal environment, economic environment, socio-culture environment and technological environment on their recruitment process (LEYVA et al., 2018). By doing this, they could have mitigated the risks associated with choosing the right employees and may have gotten a better workforce. In regards to their selection procedure, Fresh Direct selected employees only on the basis of an online interview which doesn’t properly reveal the competencies of the employees. The ASTD Competency Model suggests that only those employees should be selected who add value to the company (Hossein and Sādeq, 2018). All employees must have essential competencies which are personal competencies, interpersonal competencies and managerial competencies. But this theory was not followed by Fresh Direct. They didn’t analyze the employees properly to know if they have all these competencies or not. Also, they didn’t follow any effective model for the selection process. For the selection process, a candidate can be selected if he is a Person-Job Fit or if he is a Person-Organization Fit. A Person-Job Fit conveys the selection of a candidate will depend if that candidate is a perfect match for the job. The candidate must adequate knowledge, skills for the job. The candidate can also be selected if he is Person-Organization Fit that means that person has the qualities that are required for the organization. But in case of Fresh Direct, the management didn’t run a proper assessment to see if the candidates possess any of the fits.


[bookmark: _Toc99405668]Assessment of the Training Process 
The training process implemented by Fresh Direct was “Orientation Training” which was a bad decision of the management. In this type of training, an employee is formally welcomed to the company and his basic duties are explained. Fresh Direct also followed this processed and just formally welcomed the newly appointed employees. They were given a day to make acquaintances with the existing staff. But no onboarding or technical training were given to them. The Strategic Training and Development Process is a model that shows how to give training to employees. According to this model, the management needs to first assess their business strategy. And then, they should use that assessment to transform them into activities. Those activities will have direct connection with the business strategy. These activities can be taught to employees and such training practice would make the employees more efficient and compatible with the business strategy (Jakubiec, 2020). Situational Judgment Tests or SJTs are another theoretical model that could’ve been used to give training to employees. If Fresh Direct had used this model, they would’ve created situations which employees of the company might have to face in future. Then they could’ve gave those situations to employees. In this way, employees would have gotten knowledge about what they can face in future and get used to such tasks so that they are prepared. But Fresh Direct didn’t apply this while giving training to new employees. Because of this, when employees joined the company and faced situations where the work pressure was high, they couldn’t cope up with it. If they were trained properly for such situations, decrease of operational productivity could’ve been improved. Also, an employee doesn’t have to learn about conceptual, technical skills etc. only but he also has to learn about his surroundings. The environment of the company is very crucial for an employee. If he doesn’t adapt properly with the environment, he won’t be able to do works properly. It is organization’s duty to help the employees adapt with the business environment. But Fresh Direct didn’t follow this. They only allowed the employees to work with the existing stuff for one day. One day is not enough for employees to understand the environment, learn about the environment and adapt with it. The management could’ve introduced Theory of Social Learning. This theory would’ve helped the employees to get accustomed with the environment of Fresh Direct. This theory would’ve helped the employees learn different things about the new environment they would be working in. 


[bookmark: _Toc99405669]Development Vehicles for Fresh Direct 
The case study depicts clearly that Fresh Direct has not been doing a good job managing their employees. Their operational productivity needs to be improved and their employee relation must also get better. This section will provide three development vehicles for Fresh Direct that will help them. 
[bookmark: _Toc99405670]Motivation 
The management needs to make employees more motivated with their work. To do this, they need to fulfil core needs of employees so that they feel satisfied and gets motivated to engage more with their work. The management can follow Herzberg’s Two Factor Theory for this. According to this model, there are two sets of independent variables which affects satisfaction and dissatisfaction (Alrawahi et al., 2020). The factors responsible for satisfaction are completely different from the factors responsible for dissatisfaction. To motivate the employees, the management of Fresh Direct needs to increase the satisfaction factors and decrease the dissatisfaction factors. Also, they can use Maslow’s Hierarchy of Needs. According to Maslow, the employees of an organization fulfil their physiological needs first. Then they fulfil their safety needs, belongingness needs, esteem needs and self-actualization needs (Fallatah and Syed, 2018). So, a company needs to identify what needs their employees are trying to fulfil. If an employee has fulfilled safety needs, the company needs to fulfil his or her belongingness needs to make them satisfied. This way, employees would be able to fulfil their needs and feel satisfied which will motivate them. Another way to motivate employees is to follow McGregor’s Theory X and Theory Y. According to this model, an employee can be of either X or Y category (Daneshfard and Rad, 2020). If that person is from X category, he maybe doesn’t like the work and doesn’t want to develop in the workplace. But if that person has characteristics of Y category, he is self-motivated and wants challenge in the workplace to develop more. The management of Fresh Direct needs to assess their employees and find out their characteristics and motivate them likewise. 
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It is essential for Fresh Direct to make their employees more engaging. If they can increase engagement in the workplace, the productivity will increase as the employees will be more attached with their work. There are some relevant models that the management of the company can follow to increase the engagement. The first one is Zinger Model where the managers need to follow twelve key areas for better engagement. These key areas include fostering community, connecting with employees, developing career etc. All these key areas will contribute towards making the workplace more engaging. Another model for employee engagement is The Deloitte Model. This model represents the activities that will change the culture of the organization to a more engaging culture. To attain this, the managers of Fresh Direct needs to implement five core cultural elements which are- Meaningful work, Hands-on management, Positive work environment, Growth opportunity and Trust in leadership. The third model that could work for increasing employee engagement is The AON Hewitt Model. These models connect employee engagement with business outcomes as they are closely connected (Abdurrohman and Febriansyah, 2019). To see how much engaged employees are, the management needs to seek answer to three questions. Then after finding the engagement level, the management needs to introduce foundational engagement drivers that would help to make the employees more engaging.
[bookmark: _Toc99405672]Leadership Management 
Fresh Direct also needs to initiate leadership management. Leadership is very important for an organization. An impactful leader will help the employees to get to their best level. To get the bet leadership management practice, Fresh Direct can follow some relevant models. Contingency Model can be followed for this. According to this model, the management of Fresh Direct needs to improve three contingencies for better leadership impact. These are leader-member relations, task and leader’s power (Heller, 2019). If the management can improve these criteria to an acceptable level, the influence of leadership on employees will also improve. Another acceptable model for this is Situational Theory of Leadership. As the complex business environment changes from time to time, leaders also can’t follow only one leadership style. The need to follow different leadership style for different situations. Fresh Direct should implement this model to make their leaders more effective and situation-based. As a result, leaders will be more diversified and will make decision based on different situations. This can improve the condition of operational productivity and employee engagement as the right decision of leaders will provide the right guideline for the employees. 
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PDP also known as Personal Development Plan is very essential for individual employees. This allows employees to make a plan for themselves which will help them to develop in their career. 
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To make a PDP plan, the first task is to identify the strengths, weaknesses, opportunities and threats of that individual. 
Strengths of the individual might include that he is able to work for long and can be focused on his work. He also has knowledge about business operations. He has the ability to communicate properly which was seen as he cleared the interview round to get appointed. 
Weaknesses of that individual might include that he is not able to work under pressure, he is lacking to adapt with the business environment and also, doesn’t have the analytical skill necessary for the job. 
The opportunities might include getting more experienced by doing the job, gain new knowledge. 
The employee can face threats regarding not being able to cope up with the increasing demand and failing to do the job, feel tired for immense work pressure and lose motivation. 
	Strengths
Industrious at work 
Adequate knowledge 
Good communication skill
	Weaknesses
Inability to work under pressure
Difficulty in adapting 

	Opportunities
Gain new experience 
Gain new knowledge
	Threats
Lose motivation
Fail at the job


Table 1: SWOT Analysis
[bookmark: _Toc99405675]Personal Development Plan 
The employee needs to set goals that are specific, measurable, achievable and relevant. This goals will help him to reach to his potential. After setting goals, that employee needs to plan on how he intends to achieve those goals. He needs to create an action plan. To achieve goals, he needs to identify what strategies and resources are needed. Lastly, he needs to measure his progress and see if he is following his goal or not. 
	Setting Goals
	Action Plan 
	Required Resources
	Assessment 

	Learn how to work under pressure 
	Learn the skills required to work under pressure 
	Gain practical experience by working in the job 
	Assess his skills on September 2022

	Adapt with the business environment 
	Learning different areas about the business to adapt with them 
	Communicate with the managers to build a strategy
	Assess his situation on June 2022

	Gain technical skills 
	Learn technical skills that are fitted for the job
	Receive formal trainings to learn technical skills
	Complete formal training within July 2022






[bookmark: _Toc99405676]Conclusion
The management of Fresh Direct has been going without better strategies that will help them in their growth process. Adapting to business models that are more fitted with their current scenario will help them. All of the relevant models that have been described in this report might not benefit the company. The management needs to assess and see which one of these models is compatible for their business and only then should implement it. 
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