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Introduction 
The contingency approach model is a leadership theory that proposes that effective leadership is dependent on a variety of situational conditions. It argues that no single leadership style or strategy is generally effective in all situations. According to this model, a leader's performance is determined by the fit between their leadership style and the features of the environment in which they find themselves. The attributes and behaviours of the leader, the characteristics of the employee, and situational variables such as the work at hand, the culture of the company, and the external environment are all crucial factors in this match (Harney, 2023). In order to maintain market competitiveness, organisations must constantly reshape their human resources practises and plans. Among the many elements influencing a firm's viability and effectiveness, the recent economic change, together with the firm's business life cycle will bring specific opportunities and challenges that will impact business units and operations. Identifying a firm's life cycle will assist organisations in recognising their capabilities and constraints in order to successfully handle future issues (Mitsakis, 2014). While an organisation establishes its aims and objectives, it faces a variety of challenges in order to meet them, develop, and compete as it changes and progresses through its life cycle (Carter & Jones-Evans, 2012). Every stage presents unique challenges and problems for the organisation, and the stage in which a firm operates also influences its ability to fund its operations and business. According to how firms approach and manage these issues will affect their long-term viability and the development of their organisational behaviour (Milliman et al., 1991; Smith et al., 1985). To make sure that everyone is working towards the same objectives, performance management enables firms to clearly establish and convey performance expectations to employees. Frequent performance reviews offer chances for professional development and advancement while also assisting staff in understanding their areas of strength and weakness. A transparent and trustworthy culture is fostered by performance management, which makes it easier for managers and staff to communicate freely and effectively. Businesses can encourage high-performing employees to keep producing exceptional results by identifying and rewarding them through performance management procedures. Businesses may detect underperforming workers and offer them supportive guidance and constructive criticism to help them improve by tracking and analysing employee performance (Kourtit and Waal, 2008).
The contingency approach model.
Within each stage of the organisational life cycle, which consists of the phases of birth (start-up), growth, maturity, and decline (renewal or death), organisations are likely to face a variety of challenges that will influence the HR strategies they use to address these issues. Recruitment in plays a big part in the start-up stage. Utilising a special long-term data collection with 1,151 survey results from 458 staff members of 67 businesses. Keeping skilled employees is crucial for new businesses. The Study found that observing 458 people from 67 early businesses for a year increases employee’s turnover intent, and this effect is especially strong for employees with limited prior start-up work experience and individuals working in low-growth ventures. According to the findings, young venture managers would be wise to pay close attention to prior start-up experience in applicants' CVs; perhaps especially if managers operate in high-risk firms entering volatile markets, where periods of low (or negative) growth are likely to follow periods of higher growth (Domurath, Taggar and Patzelt, 2022). Despite the fact that we live in "a time of unparalleled technological development," it is yet human resources that determine whether a company succeeds or fails, especially one that is entrepreneurial (Katz et al., 2000, p.7). The contingency model argues that specific approaches to leadership work better in particular circumstances. Leaders who are adaptable, flexible, and capable of handling complexity frequently have greater success at the start-up stage, which can be defined by uncertainty, quick changes, and limited resources. The Contingency Model can be used by HRM to choose the right management with the appropriate management approach for the current start-up environment (Kerr et al., 1974). This works hand in hand with the employees too. According to the Contingency Model, the team member’s traits have an impact on the team leader's effectiveness as well. This approach can be used by HRM during the startup phase to make sure that teams are made up of people who have the knowledge and abilities necessary to deal with start-up problems. This can entail choosing team members who have a high tolerance for uncertainty, are adaptable, and have creative ideas (Shala, Prebreza and Ramosaj, 2021). The Contingency Model places a strong emphasis on the value of aligning leadership behaviours with the requirements and traits of the workforce. This methodology can be used by human resource management (HRM) to identify the best motivators for newly hired employees. For instance, some workers might respond favourably to participative leadership, while others would work better under more directive direction which. Employee motivation is always beneficial at the start up stage of a business (Miles, 2022). The Contingency Model emphasises how crucial it is to match decision-making procedures with the circumstances. Decisions must frequently be made quickly and with little knowledge during the startup phase. The Contingency Model can be used by HRM to create flexible decision-making processes that can take into account the dynamic nature of start-up processes (Luthans and Stewart, 1977). The Contingency Model, in its whole, can help HRM customise their procedures to the unique requirements and difficulties encountered at the start-up phase of the business life cycle. In order to maximise performance and raise the chances of a start-up's success, it emphasises the significance of adjusting approaches to leadership, motivation, team structure, and decision-making.
Growth Stage
The contingency approach model can help the business during its growth period by offering an adaptable framework that can be tailored to the unique requirements and difficulties of this stage. The contingency approach model acknowledges that companies in the growth stage could have particular difficulties and opportunities. It enables decision-making flexibility, enabling the company to adjust and react to the changing conditions, such as growing market share or expanding operations (Langfield-Smith, 1997). According to the contingency approach concept, it's crucial to match resources with growth plans. It aids the company in identifying the crucial assets such as money, personnel, technology, and marketing initiatives needed to sustain growth. The company can increase its chances of success at this stage by matching resources with growth goals (Kirvan, 2022). A company may need to review and modify its organisational structure as it expands to accommodate the operation’s growing complexity and scope. According to the contingency approach model, the best organisational structure will depend on the unique requirements and difficulties of the company. For instance, it can advocate for a decentralised setup to strengthen local team’s responsiveness to consumer needs. To drive innovation and expansion during the growth stage, it may advocate a more entrepreneurial and visionary leadership style. This strategy benefits the company by creating an environment that stimulates creativity, risk-taking, and n (Team, 2023). 
Overall, the contingency approach model helps a growing organisation by offering a flexible framework that helps align resources, structure, leadership, and decision-making processes with the unique needs and issues facing this stage of the business life cycle.
Maturity Stage 
This approach can help a mature firm throughout its life cycle by recognising that the difficulties and needs of a mature business differ from those of a startup or developing business. A firm often faces many obstacles throughout the maturity period, such as greater competition, changing client preferences, and the need to adapt to a dynamic market environment. The contingency approach model can assist managers in identifying the unique elements driving their company's success at this stage and developing appropriate management strategies (Beal and Lockamy, 1999). At the maturity stage it acknowledges that each company is unique and confronts distinct obstacles. During the maturity stage, it emphasises the importance of developing customised management strategies that align with the specific circumstances of the firm. At this stage, managers can examine the internal and external issues affecting their business and modify their approach accordingly (Beal and Lockamy, 1999). Businesses must evaluate market conditions, competition, and regulatory changes throughout the maturing period. The contingency method enables managers to evaluate these external influences and adapt their strategy as needed. For example, if competitiveness heats up, a company may need to spend in research and development (R&D) or seek new market niches (Beal and Lockamy, 1999). Businesses may need to improve customer service, increase efficiency, or streamline processes at the maturity stage in order to maintain their market position. According to the contingency approach, managers should evaluate the organization's structure and design and make adjustments to meet the demands of the maturity stage.
Post Maturity Stage 
In general, the contingency approach model gives organisations in the post-maturity stage a framework for fostering adaptability, flexibility, and resilience. Businesses can maintain their performance and move through this stage of the business life cycle by identifying and addressing the particular challenges and opportunities they face (Beal and Lockamy, 1999).
Limitations to the Contingency Approach Model.
The contingency model has certain potential limitations or disadvantages when applied especially to the beginning stage of the business life cycle, despite the fact that it is widely regarded as a useful framework for understanding the relationship between leadership styles and organisational outcomes. Limited historical data and a lack of prior organisational experience are frequent traits of startups. The contingency model is challenging to implement in the absence of enough data since it significantly depends on previous linkages and patterns. Also, at the start up stage frequently experience resource limitations, such as a lack of staff, funds, and time. For a company with limited resources, using the contingency model may necessitate significant expenditures, such as data collecting and analysis. operating in a situation that is highly unclear and changing quickly. The contingency model presupposes a stable and predictable environment, which makes it less accurate at forecasting outcomes or identifying the most suitable leadership style in such a fluid situation. Using the contingency model, you evaluate many situational aspects and base your conclusions on them. Leaders may not have enough time during the hectic launch phase to carefully assess every circumstance, which could result in delays or missed opportunities. Early startup stage leaders cannot fully comprehend the aspects that affect the success of their organisation. The precision and efficacy of the application of the contingency model may be compromised by this ignorance (Sousa and Voss, 2008). The contingency model has drawbacks, but that doesn't mean it should be completely ignored at the starting phase, it's crucial to remember. Instead, it needs to be modified and applied as a flexible framework that takes startup-specific factors into account.
Contingency Model Approach used by Apple INC 
Apple Inc. is one company whose business life cycle uses the contingency approach paradigm. Apple has successfully employed the contingency method to adapt to different stages of its corporate life cycle and prosper. 
Start up stage: Steve Jobs and Steve Wozniak began Apple in the late 1970s as a modest tech business. They concentrated on creating and marketing personal computers, with the Apple II serving as their ground-breaking offering. The entrepreneurial vision of the company's founders and their capacity to predict and react to the developing PC industry served as the foundation for Apple's tactics at this point (Sutherland, 2012, p.7).
Growth stage: During the 1990s, Apple came across numerous difficulties, including sales declines and market share losses to rivals. However, Apple underwent a change after Steve Jobs returned in 1997. They developed a flexible strategy after realising they needed to set themselves apart from rivals. The iMac, iPod, and eventually the iPhone were among the ground-breaking devices that Jobs introduced, revitalising the business and launching it into a period of expansion (Martins, 2023).
Stage of maturity: As Apple's product line grew, they had to contend with a crowded market and escalating competition. Apple employed the contingency approach model at this point to find opportunities and make important choices. They put a lot of effort into improving user experience, design, and ecosystem integration, which helped them establish themselves as a premium brand and guarantee client loyalty even in an established industry (Martins, 2023).
Apple is currently in the post-maturity stage, where they must continue to adapt and stay relevant in a technology environment that is evolving quickly. Their decision-making is influenced by the model of the contingency approach. They keep a close eye on market trends, consumer preferences, and rival tactics. In order to sustain growth, Apple has expanded into new markets with products like wearable technology (Apple Watch) and services (Apple Music, Apple TV+) (Martins, 2023). Apple has proven over the course of their corporate life cycle that they are able to recognise and respond to unforeseen circumstances, such as changes in the market and breakthroughs in technology. They have successfully adapted their methods, maintained innovation, and kept one step ahead of the competition by using the contingency approach, assuring their longevity and ongoing success (Martins, 2023).
Apples Performance Management 
Performance management has been utilised in many ways by Apple Inc. to boost worker productivity and align team goals with corporate objectives. However, it's crucial to remember that Apple's exact performance management procedures are not made public, thus conclusions are based on the information that is currently available and market knowledge.
Setting Objectives: Apple probably establishes objectives that are specific and measurable for workers at various organisational levels. Employees can better grasp what is expected of them and how their work affects the success of the firm by setting precise goals. This promotes motivation among employees by giving them a sense of direction and purpose.
Performance Appraisal: To evaluate and assess staff performance, Apple probably uses periodic performance appraisal systems. These evaluations might be carried out by direct supervisors or using a multi-rater system that included peer assessment to give a more comprehensive perspective. These assessments can point out areas that need improvement, offer commentary, and honour standout people or groups.
Performance Feedback: Ongoing employee performance feedback is essential. Apple is known for its feedback culture, where management provide their employees timely and constructive feedback. Employees can develop their skills and talents by using this feedback, which not only identifies areas for improvement but also acknowledges achievements.
Training and Development: To improve staff skills and capabilities, Apple makes large investments in employee development programmes. Employees are continuously encouraged in their professional development by a variety of training opportunities, including workshops, certifications, and mentoring. Employees who participate in development programmes are given the tools they need to succeed as well as support to fulfil performance standards.
Performance-based Compensation: Apple probably uses a system of performance-based compensation to honour staff members' accomplishments and efforts. They may tie pay, bonuses, and other incentives directly to an individual's or a team's performance, boosting desire to pursue greatness.
Personnel management: Apple has a reputation for luring and keeping the best personnel. It is likely that the business has a strong personnel management strategy in place, which includes programmes for talent development and succession planning. Apple ensures a pool of qualified workers prepared to assume leadership roles by identifying high-potential employees and offering them growth opportunities. The lack of transparency of Apple's performance management procedures is one point for criticism. They are well known for their cutting-edge products, but they haven't made their performance management practises transparent. There have been sporadic complaints of exacting standards and high-pressure work situations, but the company has not confirmed or supported these claims. Despite the lack of precise information, it is believed that Apple Inc. has established performance management procedures involving goal-setting, evaluation processes, feedback, training, remuneration, and talent management. The company's performance management strategy most likely reflects their commitment to establishing a culture of excellence and continual improvement. However, it is difficult to evaluate the efficacy and potential downsides of their particular practises without thorough information standards, however the company does not support or validate these (Dr. V. Tulasi Das and Ch.Vijayalakshmi, 2011).
Apple in the Start Up Stage
At the outset, Apple's performance management strategy is probably going to centre on giving staff members precise goals and expectations, giving them the tools and training they need to do their jobs well, and putting in place a system for tracking and analysing their performance. In order to support staff members in growing and enhancing their competencies, this may entail providing regular feedback, coaching, and mentoring.
Apple may assess employee performance during the startup phase by combining management by objectives (MBO) with key performance indicators (KPIs). Employees are given SMART (specific, measurable, achievable, relevant, and time-bound) goals by MBO, and their progress towards these goals is then routinely reviewed. KPIs are numerical performance indicators that are used to evaluate an individual's, a team's, and an organization's progress. In order to encourage excellent performance, Apple may also concentrate on developing a supportive and inspiring work environment. This could entail rewarding staff members for their contributions to the company's success and cultivating a culture of creativity, cooperation, and continual improvement (Castrogiovanni, 1996).
Apple in the Growth Stage 
All things considered, Apple's performance management during the startup phase is essential to guaranteeing that the company's resources are used efficiently, that its staff members are inspired and involved, and that its objectives are met. As the business develops and grows, it also establishes the framework for future success and growth. During the growth stage of the contingency approach, Apple's performance management places a strong emphasis on coordinating worker efforts with the organization's goals and expansion. The company is now increasing its product and service offerings, breaking into new markets, and going through a rapid growth period. As such, the need for efficient performance management to guarantee the company's operations' scalability and sustainability increases. Apple's performance management during its growth stage is probably going to entail improving and streamlining the current systems for performance review. This could entail giving staff members more challenging and ambitious goals to work towards and developing more complex criteria to gauge their performance. Additionally, there may be a focus on enhancing managerial and leadership skills in order to successfully guide the expanding teams and activities. It is probable that Apple will supplement its performance management strategies with more extensive training and development initiatives in order to adapt to the evolving demands of the expanding company. This would entail equipping staff members with the know-how needed to adjust to the rapidly changing technology and market environments and coordinating their personal objectives with the organization's overarching growth plans. Furthermore, as Apple grows, the business might need to review its organisational structure to make sure it continues to improve performance. In order to sustain high levels of productivity and efficiency, this may entail restructuring roles and responsibilities, streamlining procedures, and opening up new channels for collaboration and communication. Keeping the company's culture and values alive and well in the face of rapid expansion is another crucial component of performance management in the growth stage. This involves praising and awarding staff members who greatly advance the company's expansion and embody its basic principles. All things considered, Apple's performance management is crucial throughout the growth stage for making the most of the company's expanding resources, talent, and prospects as well as for guiding it towards long-term success while it continues on its growth trajectory. To maintain ongoing success, this means ensuring that employee activities are successfully aligned with the company's overarching goals, cultivating an innovative and adaptable culture, and making investments in the company's human resource (Han, Kim and Kim, 2001).
Apple in the Maturity Stage
Apple's performance management is essential for preserving its competitive advantage, streamlining operations, and holding onto its market position in the maturity stage of the contingency method. Since Apple is a well-established and mature organisation, it places a high value on efficiency and effectiveness throughout its operations, making performance management even more crucial at this point. Apple's performance management would concentrate on honing and optimising existing performance evaluation procedures during the maturity stage. This can entail carrying out frequent performance evaluations, establishing goals for advancement, and giving staff members continuous feedback to make sure they stay up to the organization's performance standards. Further skill and knowledge development as well as specialisation are likely to be part of Apple's performance management strategy if the company achieves stability. This could involve succession planning, career development plans, and advanced training programmes to guarantee that the company has a pool of future leaders and specialists. At this point, Apple might also place a strong emphasis on compensating staff members for sustaining high standards of performance and making contributions to the business's ongoing success. To encourage workers to maintain their output and dedication to the company, this can take the shape of performance-based bonuses, recognition schemes, and career-growth chances. Additionally, Apple might have to concentrate on upholding an effective organisational structure and productive procedures during the maturity period. To increase productivity and reduce inefficiencies, this may entail streamlining processes, improving workflows, and making sure that roles and duties are clearly defined. Also, Apple's performance management would probably entail adjusting to outside influences and promoting an innovative and continual improvement culture as the market and technological landscape change. This could entail motivating staff members to find and apply fresh concepts in order to propel the business forward and preserve a competitive advantage. Finally, in the mature level, Apple may additionally reinforce its corporate culture, commitment to excellence, and fundamental values as part of its performance management strategy. This means praising and awarding staff members who uphold the company's reputation and brand image and who demonstrate these values. To ensure ongoing success and competitiveness in the market, Apple's performance management during the maturity stage of the contingency approach is centred on sustaining and optimising the company's current capabilities, growing its human capital, encouraging innovation, and upholding a high-performing culture (Cárdenas-Pérez et al., 2017).
Apple in Post Maturity Stage
Apple's performance management would include tactics to adjust and develop in response to shifting consumer preferences, technical breakthroughs, and changing market conditions at the post-maturity stage of the contingency approach. At this point, the business would be concentrated on preserving sustainability and relevance in a fast-paced, cutthroat market. For Apple, performance management at the post-maturity stage would need to go further in the direction of flexibility, creativity, and agility. This can entail reassessing performance criteria and placing more of an emphasis on the adaptability and inventiveness of job descriptions for employees. At this point, Apple would probably give top priority to performance management strategies that support ongoing education, growth, and the capacity to react rapidly to changes in the market. This could entail encouraging a climate in which failure is viewed as a teaching tool rather than a setback, praising entrepreneurial endeavours, and establishing a culture of experimentation and risk-taking. Moreover, Apple's performance management in the post-maturity stage would probably place more of an emphasis on talent management, especially with regard to finding and creating new skill sets and competencies that are in line with increasing market trends and emerging technologies. This could entail hiring fresh personnel with the skills required to advance the business as well as retraining and upskilling current staff members. Furthermore, because the post-maturity stage moves quickly, Apple's performance management would focus on improving cooperation and communication throughout the entire company. This can entail putting in place performance management tools that support agile goal-setting, real-time feedback, and cross-functional collaboration in order to adjust to shifting consumer needs and market realities. At this point, fostering employee engagement and retaining important talent would also need to be addressed by Apple's performance management. This could entail opportunities for autonomy and ownership, individualised career development plans, and a recognition programme that honours and compensates staff members for their contributions to the growth and creativity of the business. Finally, as part of its performance management plan, Apple would also need to concentrate on sustainability and corporate social responsibility in the post-maturity stage. This could entail encouraging staff members to participate in community and environmental initiatives and matching performance targets with social and environmental impact goals. All things considered, Apple's performance management in the post-maturity stage of the contingency approach would be defined by an emphasis on agility, innovation, talent development, collaboration, and sustainability, all of which are meant to guarantee the company's ongoing relevance and success in a business environment that is changing quickly (Cárdenas-Pérez et al., 2017).
My reflection 
After researching for this assignment, I realise that performance management is important. To set up a successful business it involves accurate communication and clear performance expectations. Which leads to employees understanding what is expected of them. Regular feedback and coaching improve performance management in practises. This will assist employees understanding on how they are functioning and where they need to improve. Monitoring and assessing my employee’s performance is important to have a successful business. This will assist me in identifying areas for improvement and making necessary adjustments to ensure the success of a business.
The use of the contingency approach theory can discover potential limitations or challenges to my practice performance. The contingency approach theory emphasises the importance of adaptability and flexibility in response to changing conditions. Using this strategy to encourage my employees to be flexible and adaptable in their approach to their work, as well as to be open to making changes to improve performance when needed. By applying performance management and contingency approach theory into your practise, you can create a culture of constant growth and adaptability in your practise, allowing you to achieve better results and success.
Recommendation
By recognise the business environment It's critical to conduct a thorough analysis of all internal and external elements that may have an impact on the company. Knowing the market, the competitors, and the needs of the customers are all part of this. Finding important contingencies determines the important elements and elements that might have an impact on the company's success. This could involve consumer preferences, technology, the state of the economy, and other factors. Creating a flexible approach of variety of strategies that can be used based on the unique circumstances that emerge, rather than depending just on one fixed strategy. This can entail using various product offerings, price schemes, or marketing techniques. An establishment of a responsive organisation is needed. A company that can react rapidly to modifications in the industry. This could entail creating agile procedures, giving staff decision-making authority, and encouraging an adaptable culture. Keeping a close eye on the company's performance and the business environment and be ready to modify plans of action as necessary. This could entail gathering and evaluating data on a regular basis, asking clients and staff for input, and keeping up with market developments. A strong emphasis on communication and leadership is needed. The contingency method cannot be successfully implemented without strong communication and leadership. Effective leaders should be able to prioritise tasks, make choices quickly, and communicate changes to the group in a clear and concise manner. A new company can successfully use the contingency approach model to manage uncertainty and adjust to shifting market conditions by heeding these suggestions.
.
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