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Executive Summary
Based on the Performance management cycle models, this report aims to evaluate Apple's management operations, and to offer recommendations. There are five sections to this report. The first section includes an overview of performance management and Apple Inc. Second, adopt the Performance Management Cycle Model and AMO Model to study the company’s edges in daily management procedures. The third part is to analyse where the weaknesses are and its outcome to the company. The last two parts is to make a conclusion and put up some recommendations for the future growth of Apple.
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1. [bookmark: _Toc21051][bookmark: _Toc12363]Introduction 
Coaching, incentives, and reward are all performance-enhancing administration of human resources techniques known as high performance workplace practices (Huselid, 1995). They are related to increased efficiency and profitability.
Performance management is a continuous cycle for recognizing, evaluating, and improving a person's or team's performance as well as coordinating it with the company's long-term objectives (Aguinis, 2005).
In this report, I shall assess the significance of performance management processes of Apple and examine their value to the corporation.































2. [bookmark: _Toc29169][bookmark: _Toc31241]Business Profile
As one of the top manufacturers of consumer electronics, Apple is situated in California, USA. It was established in 1976 as a personal computer manufacturer and developer by Steve Jobs, Steve Wozniak, and Ronald Wayne. Apple's key strength is the production of cutting-edge goods.
With the iPhone, iPad, and Mac, Apple is currently an innovative leader across the globe. Its iOS operating system gives users interactions with all of their products and empowers them with ground-breaking services like the App Store, Apple Pay, and iCloud (Apple, 2023).
The company attempts to foster an encouraging atmosphere for its skilled and driven workforce. Over 164,000 full-time employees worked for the company today (Apple, 2022).
The initial focus on perfection placed by Steve Jobs is the foundation for Apple's HR policies. Nonetheless, under Tim Cook, the business has steadily altered its Strategic orientation to a more amicable environment for the sake of staff motivation.
The technology giant has reorganized how it recruits and manages employees by appointing Carol Surface as its first chief people officer and transferring human resources responsibilities from its director of retail (Bloomberg, 2022).

3. [bookmark: _Toc11971][bookmark: _Toc20877]Performance Management
Performance leadership aims to maximize the worth that workers offer. It aims to maintain and improve employee performance in line with company objectives (CIPD, 2022). It is a series of activities that should be approached holistically rather than as a single phase. 
3.1 [bookmark: _Toc13911][bookmark: _Toc11264]Performance Management Cycle
Peter Drucker promoted the idea of management by objectives, which outlined a set of goals for the future manager (Economist, 2009). A corporation should organize diverse business operations, put them to the test in real life situations, assess the soundness of decisions, and provide employees with the resources to examine their own expertise and, overall, perform better (Drucker, 1999). This is the first mention of the performance management cycle.
In his book "Handbook of Performance Management," Michael Armstrong discusses the performance management cycle which has been widely quoted.
The organization's objectives serve as the foundation, which is subsequently developed through procedures of planning, monitoring, and reviewing. It functions as an ongoing, self-renewing cycle (Armstrong and Taylor, 2020).
The following three phases are included in the performance management cycle: Planning, Monitoring, Reviewing.
[image: IMG_256]
[bookmark: _Toc15357][bookmark: _Toc28614]Figure 1: Performance Management Cycle (Armstrong and Taylor, 2020)
3.1.1 Planning
The first thing that an organization must perform is planning. Before assigning objectives to individuals and other staff members, managers must first plan on the goals the organization wishes to achieve. A well-defined mission is insufficient to foster perceptions of value alignment. Workers must see a link between their daily activities and the larger goal of the business (Stein et al., 2021).
It is best to plan together the team and employees while establishing objectives. Employees experience a sense of belonging and fulfillment when they are involved in the goal-setting process (Cawly et al., 1998). 
Training and development goals are also essential. Employees' personal improvement must be prioritized over attaining company goals.
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Figure 2: AMO-Model (Appelbaum et al., 2000)
The AMO framework gives a thorough explanation of how HR procedures may impact organisational performance by affecting workers' participation opportunities, motivation, and ability.
Apple’s Goals Management
Through the implementation of cascading objectives, Apple's performance management approach concentrates on how people accomplish set objectives.
The top-down objective-setting process results in the cascading sets of objectives that are unique to each unit and worker.
To guarantee that both individual and collective accomplishments align with those goals, which start with the organization's overall vision are adapted to each department and person.
Employees are promptly informed about Apple's ambitions after they are established for the company. People are evaluated based on the agreed-upon and launched objectives, and they are informed about their commitment to the attainment of the corporate goals.
Incentives
The success of an organization can be improved by offering above-average pay and perks (Lam and White, 1998). As a result, Apple provides a wide range of incentives for staff members and makes investments in tools that are intended to promote their career development.
Salary: Most Apple employees earn starting salaries that are above the industry average. Stock grants, and generous benefits are added bonuses to the base wages.
Variable Pay: Apple rewards its staff members for their significant contributions to the organization; strong achievers are heavily valued at Apple.
Benefits: Apple's rewards are determined by what workers perform, where they work, and how long they have worked for the company.
Personal Development
A corporation must establish its market advantage on the resources and expertise that it and its employees have in order for such edge to be truly sustainable (Aaker, 1989).
Personal growth is an ongoing process. It is a technique that allows individuals to evaluate their abilities and attributes, analyze their long term goals, and define objectives in order to realize and maximize their abilities. Computer expertise, decision making, critical analysis, and writing are examples of these skills (Reio and Sutton, 2006).
The effectiveness of a job and a company is influenced by human resource inputs including career advancement and skills enhancement (Ferguson and Reio, 2010). Apple believes that its employees are more likely to prosper if they are given the skills they need to perform professionally.
The intellectual capital that Apple has is the essential to their breakthroughs. Talent management is the most crucial factor in this company, so Apple makes sure that employees receive extensive training and is aware of the necessity for their personnel to acquire new abilities. Workers feel more engaged to work when they receive such coaching since it clearly defines the organizational strategy of matching personal goals with those of the organization.
[bookmark: _Toc19576][bookmark: _Toc20134]3.1.2 Monitoring
The objectives must be regularly monitored by managers. To guarantee that personnel are on track to meet their objectives. There must be continuous follow-up, feedback, and assistance.
Another cause to regularly check is because long-term goals might demotivate staff. Leaders and managers can assist by dividing them down into monthly or quarterly objectives. Detecting mistakes early and giving enough aid will only be efficient if a regular feedback mechanism is used.
[bookmark: _Toc23916]3.1.2.1 Feedback
To give evaluation information on employees' in-role performance in businesses, feedback serves as both a typical workplace context and a fundamental top-down communicative activity (Mayfield and Mayfield, 2007; Moss and Martinko, 1998).
To ensure that its staff are consistently engaged in reaching their objectives, Apple integrates ongoing feedback and provides feedback once every week. Effective feedback, whether offered through check-ins or recorded in Apple's performance tracking system, enables Apple employees are aware of where they may strengthen in their regular endeavors.
Furthermore, Apple provides feedback to both appraisers and evaluated, as well as a chance for motivational income evaluations and merit reward allocation.
Employees are assessed in terms of targets, and outcomes are attained in accordance with goals set collaboratively by employees and their supervisors. Apple evaluates its employees' performance using two tools:
Peer Appraisal
The viewpoint on performance that colleagues and coworkers offer is distinct. Colleagues can shed light on a person's personal communication and talents, but managers are most suited to evaluate a person's results.
360 Degree feedback
Managers, employees, coworkers, and clients can all provide comments as part of a 360-degree review. The proper application of this measure allows the user to identify areas of leadership behavior that require modification (Vrignaud et al., 2004). Its goal is to provide a more comprehensive picture of an employee's performance according to the impact of connections with major stakeholders.
[bookmark: _Toc2077]3.1.2.2 Coaching
To ensure that their personnel is successful in accomplishing the company's objectives, management provides the required help. Those whose performance is below par are usually corrected and provided the required advice by management. It also comprises two parts:
Leadership and Mentoring
A key factor in the effectiveness of performance management is strong organisational leadership (Dooren, 2011).
Managers in Apple are expected to provide a good model; Steve Jobs was among the best leaders who made a significant effect on the company not only technically but also regarding leadership; he has strong leadership characteristics that motivated staff to work: Apple managers act as instructors and trainers, and they also encourage collaboration.
Communication
Because communication is critical, Apple has a great ability to communicate ideas from the top down in order to guarantee an efficient exchange of knowledge throughout the organization, timely feedback, and the required steps to enhance performance.
[bookmark: _Toc14194][bookmark: _Toc15970]3.1.3 Reviewing
The management conducts an evaluation toward the conclusion of the cycle.
Apple's yearly performance assessment procedure comprises semi-annual and year-end reviews. Each employee is examined by three or four executives, as well as direct subordinates and colleagues, making it a 360-degree procedure. This allows Apple to gain a more comprehensive perspective of each employee's performance.
Simultaneously, there is a concentration on motivating staff to communicate any views they may have. Overall, this will be accomplished by breaking into distinct groups that will assess needs and work on developing unique goods.
[bookmark: _Toc15846]3.1.3.1 Rating
Employees who fail to accomplish their objectives should be dealt with appropriately by management. On the other side, it's critical to recognize and promote personnel that surpass expectations or accomplish goals.
At Apple, job performance is evaluated in relation to three criteria: teamwork, creativity, and achievements.
Employees will earn one of three grades based on these classifications: surpasses expectations, meets anticipations, or requires improvement.
In addition to assisting staff people in understanding how managers and other staff members view their performance, this also aids human resources in identifying skills shortages among workers.
[bookmark: _Toc17691]3.1.3.2 Rewarding
Reward system helps businesses succeed in their goals by cultivating a culture of continuous improvement and encouraging superior efficiency. It can bring in and keep greater employees, as well as drive their involvement. The company should integrate its compensation policies with the demands of its staff members (Taylor and Woodhams, 2022).
Employees who contribute significantly to this initiative are also recognized by Apple for their exceptional performance. Apple emphasizes in recognizing employees that have a beneficial effect on the company, which boosts morale.

4. [bookmark: _Toc6141][bookmark: _Toc4225]Performance Management Challenges
Although while Apple displays a pleasant reputation and its HR policies are well-known outside, no major firm is free from performance management challenges.
[bookmark: _Toc32074][bookmark: _Toc11453]4.1 Absence of integration
The integration of the performance management system with other systems must be clean and smooth. Yet, Apple's higher management frequently overlooks what is going on at the lower levels. For example, Apple was recruiting more workers, but high management downplayed the influence that choice had on workplace conditions (Chong, 2015).
This instance exemplifies how many tactics are not integrated. Also, a lack of openness across different entities might result in frequent changes in priority or unneeded task repetition.
The organization should eliminate superfluous procedures, streamline employee reviews, and make them more transparent.
[bookmark: _Toc16813][bookmark: _Toc11577]4.2 Low communication and disregard for the human rights
Apple's secrecy has fostered a climate that prevents workers from raising problems in the workplace in public or on social networks (The New York Times, 2021). 
Employees are scared to criticise how the corporation does operations, and complaints concerning troublesome management are usually rejected. That knowingly cause interaction breakdowns and deter employees from offering their ideas.
Yet, voice is an active activity that involves employees' desire to effect bringing about change individuals who speak up typically expend additional energy to identify current problems and find new business opportunities (Ng and Feldman, 2012; Zhu et al., 2022).
[bookmark: _Toc8612][bookmark: _Toc20693]4.3 Poor leadership
According to the Apple study, the absence of formally established leadership would cause disorder inside groups since employees would be confused about the allocation of duties. This assessment demonstrates how much damage a shortage of comprehensive leadership policies can cause on workplace activities.
The management's continued use of outmoded procedures is another case. The incapacity to adjust has an impact on the final product's quality. Employee-employer conflicts are becoming more common, contributing to decreased satisfaction with work (Mollah, 2015). 

5. [bookmark: _Toc21082][bookmark: _Toc4857]Recommendation
All of the challenges mentioned above have one thing in common: Apple's management must place a greater focus on ethics and competency.
It is also essential to be ready to openly share thoughts and knowledge. Leaders must be humble and refrain from micromanaging. The emphasis of leadership should change from regulating little chores to creating a larger picture for all.
The climate at Apple must be one that encourages creativity and independent thought. A driven individual can quickly observe their thoughts being adopted and gain satisfaction. At the same time, an environment that prevents employees from voicing out about work related issues is generally associated with frustration. Workers can feel bound in a position where their challenges go unnoticed and their opinions go ignored when it is followed by bad leadership and a lack of communication.

6. [bookmark: _Toc1939][bookmark: _Toc12308]Conclusion
To prevent operational repetition, Apple mandates the integration of systems including planning, monitoring, communication, rewarding, and acknowledgment. Planning should be a cooperative effort in which lower-level management has a voice. Monitoring refers to the progress of reducing obstacles that employees encounter on their path to group vision. At this point, it is critical to address problems that have an impact on staff performance, such as discontent with particular parts since employees are prevented from voicing their concerns.
When it comes to large organizations like Apple, communicating can be difficult. It stands to reason in this case to ritualize specific aspects of communication and turn them into company procedures. Finally, incentives and acknowledgment for contributing and breaking boundaries should become the standard, not just in the manner of financial awards, but also in the form of more flexible work hours and other perks.
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