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Briefly restate your situation from Module 1 and your role.

Your Role: You are an external customer who, along with your wife, shops regularly at
Trader Joe's.

The Situation: The situation is your analysis of how Trader Joe's successfully operates
on a business model that is fundamentally different from its competitors. This model is
built on three key elements that create a perception of honesty and integrity:

Product Transparency: A strategy of ~80% private-label products, which allows them to
control quality (no GMOs, artificial flavors, etc.) and offer a "no-questions-asked" return
policy.

Pricing Integrity: A formal policy of "everyday low prices" with no sales, coupons, or
loyalty cards, which creates a simple, transparent agreement with all customers.

Store Culture: A community-focused atmosphere fostered by investing in friendly,
helpful, and well-paid "Crew" members.

Describe how the human resources of the organization influenced the situation.

The human resources policies and vision of Trader Joe's set the tone for the entire
organization. The company's successful, integrity-driven store culture is a direct result of
an HR strategy that deliberately views employees as assets rather than costs. This
exceptional culture is driven by a clear articulation of company values, which itself
originates from human resources. These current policies and agendas align well with the
core tenets of the human resource frame. As Bolman and Deal (2021) posit, this frame
suggests that organizations and people need each other and that finding a good fit
between them is ideal (p. 121).

Recommend how you would use the human resources for an alternative course of
action regarding your case.

An alternative course of action would be to leverage Trader Joe's successful
internal human resource model as a deliberate, external-facing employer branding
strategy. Currently, the company's HR success is primarily evident inside the store. My
recommendation is for HR to formally "productize" this culture for an external audience.
This would involve a concerted effort to highlight the shared vision and intrinsic
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motivation that "inspires team members" to provide an excellent customer experience.
This strategy would use HR-gathered data and employee testimonials to publicly answer
the key question: "Why did you choose to work at Trader Joe's instead of another
retailer?"

From my perspective as an external customer, this strategic shift is necessary
because the optimistic "Crew" culture is something I primarily experience rather than
hear about through advertising. This suggests a gap, not in the HR policies themselves,
but in the public communication of those policies. Therefore, I would recommend that
leadership allocate resources to publicly communicate the company's human resource
philosophy. This approach would transform its high pay, robust benefits, and culture of
trust from an internal asset into a powerful public recruitment tool, proactively attracting
high-quality applicants who already align with the company's values.

Reflect on what you would do or not do differently given what you have learned
about this frame.

My primary takeaway from studying the human resource frame is not a call to
alter Trader Joe’s core strategy, but rather to re-evaluate my own perception of its
internal challenges. Previously, I recommended expanding their cultural “advertisement,”
but I now view their active union discussions through a more nuanced lens. Initially, I
may have dismissed these tensions as a “necessary evil” or simply the status quo within
the grocery industry—an unavoidable conflict best managed with empathy. However, the
human resource frame, which emphasizes a symbiotic relationship between people and
organizations, suggests that such conflict signals a deeper misalignment between the
company’s stated values and the lived experiences of its “Crew” members. This points to
a potential breakdown in the “fit” that the HR frame deems essential.

This insight leads to a key shift in how I would lead. Rather than passively
accepting unionization as inevitable, I would actively challenge that narrative. The
guiding question becomes: How can we build an organization where employees feel so
supported, heard, and fairly compensated that they no longer seek third-party
representation? This perspective moves the focus from merely reacting to union drives to
proactively cultivating a culture of trust and mutual benefit. In this model, unionization is
viewed not as an inevitability, but as a critical, data-driven indicator that the
organization’s human resource strategy is falling short of meeting its people’s legitimate
needs.
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