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Slide 1- Title page
My name is Lukasz Perski, student number 2219674. Assignment title: Assignment 2-HR Skills Development, areas for improvement at Apple.

Slide 2 - Task
As CHRO I have been asked to deliver a 15-minute presentation which would present how the two areas of improvement can be resolved to create a sustainable workforce with a focus on the use of technology for competitive advantage. 

Slide 3 - 1. Failure of misconduct process
The first area for improvement which was identified in Assignment 1 was a failure of the misconduct process which resulted in the departure of several employees and the launch of an investigation.  #AppleToo movement was initiated by a group of past and current employees whose purpose is to create awareness of the problem but also gather evidence which will be used in the investigation. (Skelton, 2021)

Slide 4- Predictive analytics/Big Data in HRM
This slide presents an overview of Predictive analytics/Big Data in HRM-related research:
1. In his paper, Mohammed (2019) investigated the relationship between predictive analytics and HR and how it advances the field of management and HR-related topics. 
2. Dubey et al. (2019) investigated the influence of external pressures affecting the selection of resources for building new skills, and big data which helps to improve organisational performance.
3. Gupta et al. (2019) analysed how the use of Big Data allows the organisation to gain a competitive edge over the competition and the relationship between Big Data and the performance of the organisation.
4. Mishra et al. (2018) explored how Big Data links with the capabilities of an organisation and its organisational performance.
5. Dagnino (2017) focused on the use of Big Data in the decision-making process, business policies, and also organisational and human resource management.
6. Shujahat Ali et al. (2020) through their analysis of literature and published research identified how Big Data will cause a shift in the HRM and allow HR Managers to execute new strategies.

Slide 5. - Use of AI/predictive analytics:
Grover (2022) described the following uses of AI/predictive analytics in HR:
1. Monitoring the actions and conduct of employees in real-time.
2. Detection of anomalies and questionable behavioural patterns.
3. Automating the detection of potential offenders.
4. Identification of trends and patterns.
5. Forecasting future breaches based on previous actions.
6. Recognising connections between staff members and outsiders that might result in violations.
7. Delivering thorough reports on findings and advice for the next steps.
8. Assistance with the enforcement and investigation processes.

Slide 6 - Predictive analytics in HR – process according to Fechter (2021)
Fechter (2021) presented a model of the process of predictive analytics. Predictive analytics are used to predict what will happen in the future we could use predictive statistics. Predictive analytics requires gathering historical data from multiple sources, cleaning it up and putting it into an understandable manner, and developing a model to examine the gathered and historical data. When data analytics is finished, decisions are made based on the anticipated results.

Slide 7 - Relevant data for AI/predictive analytics in HR
Here we can see the types of data that would be used by predictive analytics to analyse the process – in this case, it will be misconduct. The data would be the following: Statistics on staff engagement surveys, Staff turnover, Compensation and incentives, diversity and inclusion, Compliance training and participation, and Compliance breaches. Also, Whistle-blower reports, Records of internal investigations and meetings, 

Slide 8 - Proposed Action Plan
The slide is showing a proposed action plan to improve the process of misconduct. There are two actions: 1. Implement a new AI/predictive analytics software in the HR department to support day-to-day activities. 2. Revise and introduce a new Disciplinary Policy and provide relevant training. 
The measurement will be for HR Manager to track the following: Performance of misconduct process (slide 7) based on relevant data presented in slide 8, Employee retention comparison of current year vs previous, Employee surveys, Market Data, and Consumer surveys. The desired outcome is: Fall in misconduct cases, Better identification and addressing of misconduct, Improved employee retention, Better employee education and understanding of misconduct and potential consequences, and Improved company image – externally and internally.

Slide 9 - Examples of companies using AI/predictive analytics technology
According to Academy to Innovate HR article, the following companies have successfully adopted the use of predictive analytics in their HRM:
1. Hewlett-Packard – Hewlett Packard found that the rate at which employees were leaving the firm was troubling, but it was not due to subpar leadership or disgruntled employees. To address this, HP created Project Insight, a predictive analytics tool that predicts future outcomes by combining statistical modelling and text mining techniques. After this data analysis, HP sends emails to workers who are most likely to depart to warn them.
2. Google – Google hires thousands of new workers each year, but only 30% stay for more than two years. To decide if an applicant would succeed, Google developed a predictive analytics tool called Google Prediction Engine to examine their work experience, education, abilities, and personality attributes. The technology makes predictions about whether an applicant will become a great employee based on this data, and then extends an employment offer if the prognosis is good.
3. Facebook - Facebook is a social networking site that enables users to communicate with friends, family, and co-workers. It has over 1 billion active monthly users, representing 50% of all Internet users. It can also be used by businesses as a hiring tool, allowing them to post job vacancies and accept applications. This form of advertising is successful because everyone on Facebook is familiar with one another.

Slide 10 - 2. Access to a fair work-life balance
The second area for improvement identified in Assignment 1 was access to a fair work-life balance at Apple. Due to new post-pandemic working policies, Apple found itself under criticism from many employees who complained about a lack of flexibility. Many decided to leave for the more flexible competition. (Fortune, n.d.; the Guardian, 2022).

Slide 11 - Work-life balance
This slide presents an overview of the Work-life balance-related research:
1. Westwood and Cazier (2016), propose using of Work-Life Optimization (WLO) model as a response to issues caused by companies ignoring the importance of work-life balance – which should be an integral part of their corporate social responsibility.
2. Kelliher, Richardson and Boiarintseva (2018) argue that the current study should adopt more recent developments in life, working arrangements and employment relationships.
3. Wood et al. (2020) conducted a review of 37 articles to investigate the relationship between work-life balance and work engagement and outlook on future research in this field.
4. Gragnano, Simbula and Miglioretti (2020) investigated the impact of a work-family balance and work-health balance on job satisfaction depending on gender, age, and parental status.
5. Bloom (2015) argues that work-life balance is a cultural fantasy revolving around employment and organisations which stand in the way of individuals searching for ‘balance’.
6. Haar et al. (2014) analysed the effect of work-life balance on a sample of employees from several different cultural backgrounds and established that high levels of work-life balance were seen as positive whereas low levels were linked to anxiety and depression.

Slide 12 - Work-Life Optimization model (WLO) concept
The work-life optimisation concept defined by Westwood and Cazier is based on the following: 
· A theoretical work-life balance model that is being continuously developed and updated based on changing variables to ensure that the most up-to-date ones are being used, including real-time data input.
· Analysis of organisation needs will take place based on variables such as differences and the organisation’s culture to allow the creation of an analytical model.
· Following the creation of the database and analytical model, WLO will begin analysis of the company’s work-life balance processes/procedures.
· Based on this WLO will analyse the data and provide suggestions to individual employees on how to improve their work-life balance.
· WLO will continue the assessment of data and the results to inform senior management of what changes to processes and the organisation itself need to be made to maximise the performance.
· Providing WLO will be used by many companies on a global scale, it will help to gather data, analyse, and deliver useful insight which could be used to form new theories, and concepts to further improve well-being.

Slide 13 – Action Plan
The improvement area is access to a fair work-life balance. Actions will be: Investigate and further research the concept of the WLO model and how it would fit within the organisations existing HR information and analytics systems and processes, Implement WLO based on the result of the above research and Deliver necessary training on how to use the new system to all employees and senior management. The following measurement would apply: Data collected by a system using the WLO model, Usage data/statistics by employees and senior management, Results of employee satisfaction surveys, Employee retention comparison of current year vs previous, Market data/impact of WLO model on revenue, Consumer surveys.
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