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Introduction:
The purpose of this report is to focus on Developing Relationships and Workplace Achievements, where I will link to the current organization of the Apple corporation. 

Overview of case study Apple Inc:
According to Levy, (2019). Apple Inc, previously known as Apple Computers, started life on the 1st of April 1976 in Cupertino California, the company was started by Steven Jobs, and his partners Stephan Wosniak, and Ronald Wayne. Furthermore, the companies operational set up was eventually transferred, to Steven Jobs family home garage, the two classmates Jobs and Wosniak, required start up capital for their operation, so Jobs put up for sale his Volkswagen, and Wosniak, sold his programmable calculator. 
However, the commercial success of the company, arrived when they sought investment through Regis Mckenna, a popular PR specialist in the field of the semi-conductor industry, who represented Apple, which led to investment from Michael Markkula, who was an extremely wealthy individual, and an authority figure of the company Intel Corporation. Additionally, the company became an overnight success, and Markkula  Apple’s largest shareholder.  
Nowadays, the American corporation is known for building consumer electronics, personal computers, computer software, which incorporates Mac OS X operating systems, servers, iPods, Tablets, and iPhones. The corporation is also involved in the distribution of digital media content, along with the involvement of many retail outlets around the globe, known as Apple stores. (Levy, 2019). 
According to Reference, (2019), nowadays, the corporation employs 115,000 people from around the globe, with the majority of those jobs placed in America. Additionally, there are several hundred thousand other jobs allocated to ecosystem support for iOS. Furthermore, the corporation has 478 retail outlets globally. 
However, there are other connecting jobs through other companies that Apple work alongside, for instance the 20 thousand construction workforce that builds all Apple retail outlets, and a further 52,000 more jobs that have increased the workforce over the last 10 years. The Apple workforce have a variety of job positions which covers a wide span, the positions relate to: artists, designers, technical support services, sales and marketing teams (Reference, 2019). 
Apple is a computer office-based equipment organization, that is now ranked 4th in 2018 fortune 500 companies manual, on most successful companies, which has been decided by the companies magnitude of revenue stream, as well as the companies capitalization. In addition, Apple employ’s a workforce to the tune of 130,000 people. Apple’s total revenue for the 2018, year ending totalled $229,234 billion, profits of which was $48 billion (Fortune 500, 2017; Bonsu, 2019),

Potential benefits to the Apple Organization:
1. Automatic Guided Vehicles (AGV’s): 
Bond, (2017) writes, the new way of warehouses is to employ automatically guided vehicles, which are replacing people and manpower. The benefits are that the performance is improved, it is better, and pricing is reduced. The financial gains are better for stakeholders. 
Additionally, Apple and Google, release vast resources into the development of these driverless technologies, the reduction in price and improved levels of performance has witnessed dividends for the manufacturers of these driverless industrial vehicles.
However, Amazon are in place in becoming one of the largest users in the business, coupled with supplying AGVs, in warehouse distributing space. Furthermore, AGVs are not just for companies with vast wealth, or gigantic operational outputs. The fact is, AGVs are not always AGVs. Furthermore, the “guided” section of the acronym, well known from decades ago, of autonomous vehicles made to follow a metal magnetic strip, along a fixed pathway, and has become one of the increasing factors. 
Which brings us to this particular story, AGV is the umbrella term of the meaning, which also considers, self-driven vehicles, autonomous mobile robots, visual-guidance vehicles, and a whole lot more, many of which, will not need any framework whatsoever to steer successfully. However, whilst these vehicles become more and more advanced in these vague surroundings, they have gone from strength to strength, in quick succession moving from manufacturing implementation, to warehouse support, to purely warehouse and distribution.
“We are seeing a tremendous amount of interest on both the user and supply side with lots of new players jumping into this space,” says Jeff Burstein, president of the Association for Advancing Automation (A 3). “We became aware several years ago of a big potential market for AGVs in warehousing, and now its really happening. They are opening new opportunities that weren’t even thought of before.”
Additionally, these vehicles may help to serve, as adaptable changes to the sizeable and pricey conveyor belt system, or they may just take out the garbage, but it is likely that AGVs will be a regular sight in the supply chain area as they focus on the large quantity of non- valuated stock controls Bond, (2017).

Benefits of Personally Developing Individuals in the Workplace:
According to Mind Tools, On How to Develop People in the Workplace, there are six steps that are significant which are:
1. Review team members job applications.
2. Have a face to face meeting with applicant.
3. Observe the team members at work.
4. Collect additional data. 
5. Study and prepare data.
6. Decide what steps are required.

1. Review team members job application:
Begin by giving thought to work you want team member to carry-out, – this will have more definition when you look at team members previous jobs. (Tip: Some jobs may not be up to date, so care and thought, should be considered before use for training, which will ensure that it really reflects what team member can deliver.
2. Have face to face meeting with applicant:
The next process is to interview all applicants, by face to face meetings, what you are seeking to achieve here, is to discuss their training and development requirements, in terms of what they may need for effectiveness to their career advancement. Which they may not believe, they require, so it is very important to be, to the point about your discussions. At this moment your emotional intelligence must be applied here, too your questioning techniques as well your active listening to allow for respectful, sensitive, communications.
The following questions are required to be asked, to assess the individuals training needs:
· What is your day to day challenges?
· What is the most disappointing about your role?
· What sectors of your role, or organization you wish you had more knowledge on?
· What skills, or added training would assist you in working more successfully 
Then discuss with them, what they would hope to achieve from additional training, then get them to answer by visualizing the outcome of that achievement. What does the future look like for them?
Also, you should discover more about their personal goals and think about how they fit in with organizations objectives preferably, training and development will aid the process in these sectors. 
(Tip 1: You will be able to see clues in individuals body language e.g. if they fidget and lower their eyes when you mention their computer skills, which may specify they are not strong in that area.
(Tip 2: You may find it much more unchallenging if this process was placed in a feedback session, or an evaluation instead.
3. Observe the Team members at work:
Keeping a watchful eye on all team members to see how well they are performing in key tasks (If suitable apply a step like Management by Walking Around to do this). e.g. could they be faster with key tasks, or is there a certain amount of procrastination on the project? Which could possibly mean that they have little or no confidence, in themselves, or are not adequately skilled enough in key areas. 
There needs to be straightforwardness and fairness applied here, if team members know they are being watched, they might perform differently, also too if the discover they are being watched secretively, it may also have a negative reaction also, and trust may be lost here. It is sensible to ask open questions, and appropriate to explain actions. 
(Tip: Once you have witnessed individuals working it will be useful to confirm your assessment with time associated tasks, which will allow them the opportunity to show their skills and abilities. This should be carried -out positively, as not, to set off others to fail.
4. Gather Additional Data:
If the data gathering is carried out in a sensitive way, you can acquire a lot from individuals who have had close links to team members you need to assess.
[bookmark: _GoBack]The people in question could be internal or external clientele, previous managerial staff, peers, co, or past -workers.         

 


2. Alliances:
The frequency of corporate associations has become a common occurrence and has escalated over the last quarter of a century, furthermore, as stated by, Accenture survey,  2009). Furthermore, companies spend substantial sums, usually millions of pounds annually developing their workforce, to use new machines, and software, but take for granted working in an alliance. 
Alliances with other companies regarding the development benefits of the workforce means that corporations have workforces with different skills, so jointly they bring these skills together. But this does not always work out, especially if the work norms and values are not the same. Sometimes companies are not always on the same page, it is however believed that the more experienced workers should be allowed to step in to train and teach others (Thomas, 2016),    
Additionally, it may come as a surprise that a Chief Marketing officer Council Report finalised that whilst 85% of companies considered alliances to be significant, more than 60% failed to meet their requirements. In addition, this report will set out the guidelines in an ABCD mode, which may be applied to aid companies to effectively develop their workforce for alliances.       
Adapting to different corporate cultures: 
Corporate body’s that enter into these amalgamations, are under the impression that their partners possess the required resources they do not have, along with skills they do not own. Furthermore, these alliances bring along a firm organizational culture that may have a multitude of differences. However, failing to adjust to these inconsistencies will naturally assist members into pulling out. 
Additionally, one alliance, that involved European business schools recognised that a substantial difference in the momentum of implementation between organizations. However, this was connected to the independence allocated to workers; several team members were obliged to contact the hierarchy for a verdict. Furthermore, other members had more breathing space which produced more frustration for all “fast” and “slow” movers.
However, corporations will possess various levels of skills in organizations between groups on assignments; some more familiar than others working in team settings.
Furthermore, individuals who are more used to traditional relations will not be considered straight away for collective work.

Best practice in the management of network alliance:
A typical success story for example, is of The Star Alliance. Developed in 1997 between five airline companies, the project of the alliance was to furnish the code sharing amongst members, and managers alike, on explicit services, like airport lounges. This authorised the airlines to uplift the value of their project to their consumers, but still keeping a handle on the figures. However, Star Alliance established multiple organizational management teams (that materialised to also be multinational) whilst dividing the best practices between all the airlines was actively motivated. 
However, official decision-making groups were set in motion to monitor the progression, and relay back to all airlines to accommodate the learning procedures, which reinforced the alliance with further knowledge. In addition, this was endorsed in 2000 with the formation of an Alliance Management Team, that were now all working on a full-time basis. 
Additionally, as time progressed and trust had been established, more demanding projects were brought forward, for example, StarNet, (Star Alliance, 2015) which was a revolutionary IT platform to connect up to computer systems of all airline members. Through this process, they accomplished to take on slowly, new members to the alliance uplifting the business to 27 members at present. Finally, the network has coverage of some 20,000 on a daily basis, that accommodates 1,300 airports (according to Thomas, 2016).  

Corporate Social Responsibility: (CSR)
According to Bonsu, (2019), the enormity of knowledgeable literature jointly with statistics on organizational websites, provides support for a firm basis to the significance of CSR, in regard to businesses and collaborative growth and evolution. However, the attention on CSR’s written works on analysing the understanding and significance, and organizational websites brimming with encouraging knowledge about CSR actions, problematic difficulties of society, for example poverty, low income, lack of economic possibilities, and severe weather circumstances. 
The question that is constant in scholarly written works is whether the CSR thesis is positioned in line alongside its practice (Galvas, 2016). Additionally, this is whether it is mostly understandable by organizational captains to interpret efficient enough to put in place current practices and initiatives. Furthermore, are CSR actions smothered on websites for show, or unrealistic background of a multitude of societal problematic issues (Lyons and Montgomery, 2015)? 
Furthermore, the analysis has been carried out to take a look at corporate organizations, whom are involved in the service industry, that have experienced success as well as being influential organizations, based on turnover and market share, which also have well-structured and implemented theories on CSR to spear head societal organizational advancement. 

The importance of training and development:
A Brief History of (CSR)
According to  Bonsu, (2019), CSR, first came to light in the 1800’s through George Pullman, who used it for workers development purposes, as a strategic process for increased business expansion. This was all part of his strategic process, which all aligned with the initiatives of CSR, along with societal and workers well-being, Furthermore, Pullman had advanced an entire community of his workers, as too their families. Additionally, he was involved in building many structures, a church, parks, playgrounds, arcade, casino, and a hotel, all for the pleasure of his workers, and family members. In addition, Pullman realised the significance of workers development to company expansion, and applied this to his advantage, but in doing so, he kept, and allured an excellent workforce to increase his financial position.
In a book written by Welch, (2005) named; Winning, highlighted workers development from training and education, he realised through hiring the correct workers by using intellectual intensity, and the correct emotional levels, and producing the right recompenses to enhance production, gained a competitive superiority. However, workers development tactics where completely aligned with the theory of Maslow, the self-actualization model, where a worker begins to advance, innovatively along with being more creative as they start to climb upwards, through the process of accumulating the standard security, love, respect and admiration requirements (Maslow, 2014).
[bookmark: _Hlk16593106]According to (Stoyanov, p. 14. 2017), Abraham Maslow, who wrote A Theory of Human Motivation, his work is viewed as one of the most important written materials in the studies of psychology. However, once it was published in the scientific journal Psychological Review of 1943, many scholars began to accept Maslow’s findings, on his theories about carrying out studies on mentally ill patients, and animals should no longer be allowed to be authorised. The findings created a significant buzz amongst his peers and other scientists, that covered the subject relating to human motivation and behaviour, and the related implications. 
Furthermore, the effects it had, went way further than the studies of mental health and the individual human possibilities, “the idea that humans are innately good, with largely untapped ability”, influencing those that handle organizational productivity, alongside business management. However, Maslow’s knowledge of human motivation was momentous to the advancement of two fields; Psychology and organizational management (A procedure in a way that governs organizations which assists the accomplishment of strategic objectives).
Additionally, Douglas McGregor psychologist, along with business theorist Chris Argyris modified the theory, to re examine the way that businesses correspond between employees on Maslow’s vitally important consequence in the business field. In addition, his studies on human motivation has advanced management science (the field sector that is required to recognise and interpret problems relating to the operations and efficiency of organizations) which lead the way to more acknowledgement of humanistic and behaviouristic advancement according to (Stoyanov, p. 14. 2017).
However, according to (Stoyanov, p15. 2017), Maslow’s theory has developed social scientists agreement amongst organizations and individuals, as well as the many academic institutional study programs which have all based their beliefs on his principles. Furthermore, theory and practice have effects on each other, with the popular concept of hierarchy needs adjusted to the modern-day real-life of management. “The hierarchy of needs is Maslow’s understanding that we are motivated to act by our requirement to satisfy a series of hierarchal needs, starting with essential demands for our survival and safety, and finishing with our need for self-actualization – the achievement of our potential.”  
However, in the long run, Maslow’s scholarly studies and connections to human mannerisms have steadily grasped the more up to date demands of organizational management science (Stoyanov, p.15. 2017).     

[bookmark: _Hlk16611621]According to (Stoyanov, p.25. 2017), Maslow’s theories, are constructed on the intellectual theories placed there by two controlling schools of thought. Furthermore, to Maslow, both psychoanalysis and behaviourisms are vital to his advancement as a psychologist despite their apparent scarceness. However, the earliest copy of Maslow’s study emphasized the humanistic nature of individuals and their levels of desires and rationalities, which were in no doubt constructive to society rather than initiated through aggressiveness, as was suggested by Freud. Additionally, albeit that socioeconomics has developed, and society highlights the significance of development and the merging of knowledge the essence of Maslow’s work is still alive.
However, this theory of self-actualization, of which Maslow furnished, managers realize employees are talented and display knowledge which transports into market efficiency, this only happens when their requirements are fulfilled. Furthermore, due to Maslow’s logical theoretical influence, which was achieved by building on work set out previously by his successors (Kurt Goldstein and Carl Rogers), it is of no revelation that, (besides financial motivations) employees require appreciation and the ability to accomplish self-actualization for their creativeness and effectiveness to shine through. Additionally, it is this way, that Maslow’s humanistic effects advanced into a like-mindedness in regard to psychological studies in the management of organizations and psychology (Stoyanov, p.25. 2017).               
[bookmark: _Hlk16631914]According to (Stoyanov, p. 50. 2017), By knowing what propels human motivation, Abraham Maslow’s “A Theory of Human Motivation” provides a tool for demonstrating, in conjunction a beneficial partnership between managers and employees, which is based on more than just financial motivations and social superiority. However, regrettably in-spite of the quality of being able to utilise the model for developing and maintaining a productive corporation between the pair, – frequently – contrasting parties, that it is still customary to come across traditional organizations that do not apply Maslow’s humanistic endorsements. 
Furthermore, it maybe said that, the full benefits of motivation theory have not been fully appreciated yet, in the business field, and considerably more determination is required in communicating these academical studies, along with there relevant value, in doing so, to develop more productively increased environments in business. In addition, utilising Maslow’s humanistic suggestions throughout a greater number of organizations, is the next applicable way forward. However, studies on standard organizational structures coupled with effective forms of governance has now surfaced as a significant scope in which Maslow’s theory of human motivation can be put into use. Additionally, Maslow’s following have applied his structure of human requirements to investigate how organizations can be a much better place in which the requirements of an individual, and the requirements of managers orders for productiveness are carried out. However, there is significantly a lot more room for improvement in the two areas, of business and non-business organizations according to (Stoyanov, p. 50. 2017).

[bookmark: _Hlk16692142]According to (Stoyanov, p. 51. 2017), however, unexpectedly today several organizations have not succeeded in applying Maslow’s humanistic theories. In addition, for this to happen managers need to be able, to make their employees phycological requirements be that much more contented by, paying honourable wages, allowing for breaks, and refreshments; employee safety requirements, by contributing to job security, safe working environments, as well as health, and retirement advantages; their social requirements by creating a team environment that involves teambuilding, and social ventures, such as office parties; their esteem requirements by way of rewards programmes developed to reward employees not only with financial benefits but for social recognition; and last, but not least, their self-actualisation requirements by being supportive and reassuring, allowing for creativity and the confidence to try out new schemes, and also stretching workers with more challenging tasks, along with giving extra tuition opportunities for those individuals who want to climb that much higher.
Furthermore, Maslow’s theory may not be so relevant in today’s society, in the field of clinical psychology as it may have been previously (because it is not applied for the use of psychological conditions), However, there is no doubt that the business world is achieving more popularity. Major organizations such as Apple, and others, seem to have adapted the framework by presenting their employees with fantastic benefits, for instance, their relaxed working conditions, encouraging their employees to adopt a more creative thinking stance to tackle problematic issues. In addition, according to Stoyanov, who believes that in the near future, progress of Maslow’s theory will also incorporate the development of structures inside organizational management fashioned to enable the awareness of employees full capabilities (Stoyanov, p. 51. 2017). 
[bookmark: _Hlk16740653]Furthermore, according to (Stoyanov, pp. 51-52. 2017), “A Theory of Human Motivation” has spread a lasting amount of valuable knowledge, covering the field of psychology, having accepted psychological humanism as a third force of psychology, following on from Sigmund Freud’s psychoanalysis along with John Watson and Ivan Pavlov’s behaviourism. However, exceeding the subject of psychology, Maslow studies of human motivation has been highly significant on the subject, which ranges from the management of business, through to strategical connections with the military forces, with the main aim of defeating the enemy by way of impoverishment of the basic requirements. 
In addition, the accomplishment of this content is proof that Maslow’s theories are still in insistence today, and is tutored today in business schools, sociology and psychology, that create a standard familiarisation of Maslow’s hierarchy of needs. However, surprisingly subjects far removed from psychology, and business, as well as international development (the procedure of improving certain developing countries well being for their nationals, improved living standards) deploy Maslow’s hierarchy of needs, which are put into practice when developing a structure intended to ensure that individuals in distressed circumstances are not in need of their basic psychological requirements, such as food, and water. 
Additionally, Maslow’s theory is still considered to be vitally important, not just for the ordinary members of the public, but for managers, and academics. Furthermore, his work’s most far reaching guidance to date, has been how it has had influence, on how it has structured organizations and business. Managers who have graduated from business schools are all enlightened about the facts of; human motivation theory, because they are attached to a professional institute of individuals who give credit to Maslow’s theory, and are able to implement them in the value creation procedure. This acknowledgement has enabled management professionals to dismiss the top down approach suggested in Freud’s psychoanalysis, and replace it with a more sustainable, humanistic relation connecting organizations, likewise their employees as well. According to which side of the fence you sit on, in respect to individuals, human needs, aspirations, and desires, serves a purpose for organizational targets.
Whether they agree or disagree, in part or in full, with Maslow’s theory scholars are unquestionable about the advantages of advancing Maslow’s findings into human motivation (according to Stoyanov, p. 52. 2017).


 Maslow’s hierarchy of needs diagram in appendix
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CSR at Apple: 
According to Bonsu, (2019), however, the programs that Apple run are multidimensional which spans to philanthropical activities, this includes donations and volunteering, employment training, as well as education training, employee and safety, sustainability programs that run, and manage water and waste effectively (Dudovskiy, 2018). Furthermore, Apple’s CSR enterprises do focus on sexual issues as well, covering gender equality within the working environment, which also assists in the promotion of human rights (Dudovskiy, 2018).
Additionally, the categories of Apple’s CSR are highlighted as: Employee well-being and development, sustainability and  innovative programs. 
Philanthropy:
According to Bonsu, (2019), the CEO of Apple, Tim Cook stands by the proverb, “What you done for others.” Through Cook, Apple have developed a philanthropic scheme named the “ Global Volunteer Program” to date, Apple have donated roughly $78 billion around the world to non-profit organizations and charities (Dudovskiy, 2018). Many of these donations were handed out to organizations, that were hurricane relief victims, and others, including natural disaster victims of wildfires, from Alberta Canada, flood victims from China, hurricane disaster victims from Japan, and anti-hate corporations. Furthermore, Apple have introduced “Apps for Earth” to support World Wildlife Fund. Apple employees are influenced to volunteer and donate in their local community areas.

Employee Wellbeing and Development:
[bookmark: _Hlk17585792]According to Bonsu, (2019), the health and safety of Apple employees is paramount, and therefore, Apple have started AC wellness, that is an online health care centre that provides first class health care to all employees and family members, that also incorporates preventative care which involves eating healthily, and regular exercises. Employees who prefer to train in their local surroundings are given $300 yearly, as credit for their local gym  memberships. Furthermore, the wellness package, also includes pregnant female workers, who are aloud 4 weeks paid leave, before their 14 weeks leave after delivery. Furthermore, Individual employees are allocated 6 weeks holiday that is all paid for, which includes, having time off for holiday’s, or just to spend more time at home with family members, or just to rest to lower stress levels (Cain, 2017). 
Apple also assist with further education and training, through a university institute that trains employees, to improves skills that have already been gained, and in addition, to be updated with basic skills, the university also inspires Apple employees in becoming more innervational in their approach. Furthermore, Apple employees are also motivated to add newer skills to their personal portfolio of skills, which is produced by improving their education even further. 
Employees are allocated $5,200 in tuition fees if they so wish to take up the offer, for those that are interested in climbing the steps of the educational ladder, who will be able to study at most levels, with the possibilities of attaining degrees, such as, a  Batchelors, a Masters, and a PhD. However, Apple are also involved in human rights laws with the agreement of The Supplier Code of Conduct. All labour abuses are punishable by way of a sizeable fine, which could affect suppliers (Apple Suppliers Progress Report, 2018).
Apple also make sure all employees wellbeing’s, are safe and healthily secured, in their working environments, entirely free from anything that may cause harm, injury, or illness to employees, this goes a long way into alleviating all forms of stress and anxiety that could occur, in addition, all employees are treated respectfully, with decency, and with eminence. 
Waste that is deemed hazardous are correctly disposed. Apple also adopts the virtues of human rights by giving a wide berth to discrimination of all kinds, which have connections which stem from race, national origin, gender, sex orientation, religion, union members, disability, marital status. Apple also safeguard’s against any form of harassment or abusiveness, of any sort, from employees, or suppliers. Apple also disassociates from any form of underaged labour, and safeguards all employees going beyond the required 60 hours in a working week. Work that goes beyond 48 hours in a working week is considered overtime, and will be paid accordingly according to Bonsu, (2019. 



Step by Step Implementation of CSR

According to Bonsu, (2019),
1. Articulate and effectively clearly the motive of the implementation scheme, make sure everyone concerned in the corporation understands, and most importantly are with you on the issue. In the light of day there are always those that are not on the same page as you. It is vital, to keep focussed on the objectives, and to rally round all possible employees, including those in higher office.
2. Supply the SWOT (Strengths, weaknesses, opportunities, threats) investigate and source financial backing for the program. Once the swot has been analysed, the focus should then turn to operational planning and budget, so the program may be implemented.
3. Select the correct individuals for their particular requirements, or train up selected individuals for their particular tasks. The most talented for the task maybe those selected to carry out new schemes. For such a strategic program as CSR, staff selected, should have traits such as: energy, positivity, passion, and the intelligence, to be able to deal with making social transformations.
4. Start the implementation plan with whole hearted backing from your organizational hierarchy, and team members (Welch, 2005). It is at this moment, a presentation should be attended by all members, along with food and drinks dished out to all, with the clinking of glasses, and well wishing to those whom implemented the program according to (Bonsu, 2019). 



Development plan:


































(Mayo Theory)
(Ashforth and Mael, 1989) Dynamics of Identities 
High performance work (Combs, et al, 2006) Sun and Ashton, (2005)
Goldstein 2002 Training in Organizations
Fredrick Winslow Taylor
Peter Drucker needs to be added!
Fayol needs to be added!
Maslow has been added, maybe some more?
Sustainability within company not covered yet!
Individual Personal Development:                                                                                                     
Must follow up stats on human rights abuse! 
First section still needs to be looked at again!
The critical assessment of Google = 1st Question 
Reference:   
Mention how work benefits the individual in the first section of the assignment
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