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[bookmark: _Toc500943471][bookmark: _Toc127276241]Introduction: 
The author, a mature student with a full-time job, a child, and a chaotic home life, desires to continue her education in a course that will both interest her and help her progress to a senior management position. Her goal is to achieve this within a few years of completing her degree to secure a stable future for her family.
[bookmark: _Toc127276242]Section 1: Produce a report that critically evaluates two areas for improvement when managing and developing talent in your chosen organisation:
Apple Inc. is one of the world's most valuable companies, with a reputation for innovation, high-quality products, and exceptional customer service. Managing and developing talent is essential for Apple to maintain its competitive edge and remain at the forefront of the technology industry. This report will critically evaluate two areas for improvement when managing and developing talent for Apple Inc.
[bookmark: _Toc127276243]Area 1: Diversifying the Talent Pool:
One area for improvement when managing and developing talent for Apple Inc. is to diversify the talent pool. While Apple has made some progress in recent years in terms of increasing diversity in its workforce, there is still much work to be done. According to Apple's latest diversity report, 47% of its US workforce is made up of white employees, while only 9% are black and 16% are Hispanic/Latinx. In terms of leadership positions, the numbers are even more stark, with 66% of Apple's leadership team being white.
To address this issue, Apple needs to be more proactive in its recruitment efforts, particularly in terms of reaching out to historically underrepresented groups such as women and people of colour. Additionally, the company should implement training and development programs that are specifically designed to help diverse employees thrive and advance within the organization.
[bookmark: _Toc127276244]Area 2: Addressing Employee Burnout:
Another area for improvement when managing and developing talent for Apple Inc. is addressing employee burnout. In recent years, there have been reports of high levels of stress and burnout among Apple employees, particularly those working in the company's retail stores. This can lead to high turnover rates, reduced productivity, and decreased employee morale.
To address this issue, Apple should consider implementing policies and programs that prioritize employee well-being, such as flexible work arrangements, mental health resources, and more opportunities for professional development and career advancement. Additionally, the company should work to create a culture that values work-life balance and promotes employee wellness.
[bookmark: _Toc127276245]Conclusion:
In conclusion, managing and developing talent is crucial for the success of Apple Inc. To remain competitive, the company needs to address issues related to diversity and employee burnout. By diversifying its talent pool and prioritizing employee well-being, Apple can create a more inclusive and supportive work environment that attracts and retains top talent.
[bookmark: _Toc500943476][bookmark: _Toc127276246]Section 2: From research or first-hand experience, consider the contemporary subjects studied as part of this module. Consider the current workplace environment and the challenges HRM face when managing and developing talent.  Identify two areas that are of importance to the strategic function of that organisation but could be improved when managing and developing talent for competitive advantage:
The contemporary subjects studied as part of this module cover a range of topics related to managing and developing talent, including diversity and inclusion, talent management, employee engagement, and leadership development. These subjects are highly relevant to the current workplace environment within Apple Inc, as the company faces a number of challenges in managing and developing talent.
Two areas of importance to the strategic function of Apple Inc. that could be improved when managing and developing talent for competitive advantage are:
[bookmark: _Toc127276247]Succession planning: 
Apple has been highly dependent on a small group of key leaders, such as Steve Jobs and Tim Cook, who have played a critical role in the company's success. However, as these leaders retire or move on to other roles, there is a risk of a leadership vacuum that could negatively impact the company's performance. To mitigate this risk, Apple needs to improve its succession planning processes, which includes identifying and developing internal talent to fill key leadership positions, as well as establishing a talent pipeline from external sources. By having a strong succession plan in place, Apple can ensure a smooth transition of leadership and maintain its competitive advantage.
[bookmark: _Toc127276248]Employee development: 
Apple has a reputation for being a highly innovative company, and to maintain this reputation, it needs to invest in the development of its employees. This includes not only providing training and development opportunities but also offering opportunities for employees to work on new and exciting projects. However, there is a risk of burnout among employees who are constantly pushing the limits of what is possible. To address this, Apple needs to strike a balance between pushing employees to innovate and providing them with the support and resources they need to avoid burnout. This includes providing resources for stress management, offering flexible work arrangements, and providing opportunities for rest and rejuvenation.
By addressing these two areas of importance, Apple can better manage and develop talent for competitive advantage, ensuring the company remains at the forefront of the technology industry.
[bookmark: _Toc500943481][bookmark: _Toc127276249]Section 3: Critically analyse and justify the identified talent management areas in your organisation from a current standpoint, identify strengths and weaknesses to present a business case for addressing these areas. Ensure your choice is well-justified and in the context of your organisation:
The two talent management areas identified for Apple Inc are succession planning and employee development. To critically analyse and justify these areas, I will discuss the strengths and weaknesses of each and present a business case for addressing these areas.
[bookmark: _Toc127276250]Succession Planning:
Strengths:
Apple has a history of strong leadership and has developed a reputation for innovation and excellence.
The company has a deep talent pool and a strong corporate culture that supports employee development and growth.
Apple's leadership team is committed to developing talent from within the organization and has a track record of promoting from within.
Weaknesses:
Apple has experienced high turnover rates in recent years, which could impact the company's ability to retain key talent and maintain its competitive edge.
The company has historically been highly dependent on a small group of key leaders, which could create a leadership vacuum if these leaders were to retire or move on to other roles.
Apple's succession planning processes could be more formalized and structured, with a greater emphasis on identifying and developing internal talent to fill key leadership positions.
Business case: Apple should address its succession planning processes to ensure that the company is well-positioned to weather any leadership changes that may occur. By developing a more formalized and structured succession planning process, Apple can identify and develop internal talent to fill key leadership positions, which will help ensure a smooth transition of leadership and maintain the company's competitive edge. Additionally, by creating a talent pipeline from external sources, Apple can ensure that it has access to the best and brightest talent in the industry, which will further support its innovation and growth.
[bookmark: _Toc127276251]Employee Development:
Strengths:
Apple is committed to employee development and offers a range of training and development opportunities for its employees.
The company has a strong corporate culture that supports innovation and creativity, which can be highly motivating for employees.
Apple has a track record of promoting from within, which can provide employees with a clear career path and a sense of progression and growth.
Weaknesses:
The high-pressure and high-stakes nature of Apple's work environment can lead to burnout among employees.
The company may be too focused on short-term results, which could lead to a lack of investment in long-term employee development.
There may be a lack of clarity around what career opportunities are available within the organization, which could lead to a lack of motivation among employees.
[bookmark: _Toc127276252]Business case: 
Apple should address its employee development processes to ensure that the company is able to retain top talent and maintain its competitive edge. By investing in long-term employee development, Apple can create a culture of learning and growth that supports innovation and creativity. Additionally, by providing resources for stress management, offering flexible work arrangements, and providing opportunities for rest and rejuvenation, Apple can reduce the risk of burnout among employees. By communicating clearly about career opportunities within the organization, Apple can ensure that employees feel motivated and engaged, which will support the company's long-term success.
In conclusion, addressing the talent management areas of succession planning and employee development will be critical for Apple's success. By creating a more formalized and structured succession planning process and investing in long-term employee development, Apple can ensure that it retains top talent and maintains its competitive edge. Additionally, by addressing the weaknesses identified, Apple can create a more supportive work environment that values employee well-being and fosters innovation and growth.

[bookmark: _Toc127276253]Section 4: Make recommendations based on research and industry best practice to illustrate how the HR function could improve the identified areas in your organisation and why:
Based on research and industry best practice, here are some recommendations on how the HR function at Apple Inc could improve the identified talent management areas of succession planning and employee development:
[bookmark: _Toc127276254]Succession planning:
a. Develop a comprehensive talent management strategy that identifies key positions, skills, and competencies required for the company's success. This will help ensure that the company is well-positioned to address any future leadership changes. b. Use data analytics to assess the current state of the talent pipeline, identify any gaps, and develop a roadmap for filling these gaps. c. Develop formal leadership development programs that provide employees with the skills and knowledge required to fill key leadership positions within the company. d. Create a formal process for identifying high-potential employees and providing them with opportunities to gain experience and exposure to key business areas. e. Foster a culture of mentorship and coaching, where senior leaders work closely with high-potential employees to provide guidance and support.
[bookmark: _Toc127276255]Employee development:
a. Invest in long-term employee development programs that provide employees with opportunities to learn new skills, gain exposure to new business areas, and develop their careers within the company. b. Provide employees with a range of training and development opportunities, including classroom training, online learning, and on-the-job training. c. Create a supportive work environment that values employee well-being and provides resources for stress management, flexible work arrangements, and opportunities for rest and rejuvenation. d. Develop a clear career path for employees, including job descriptions, performance metrics, and promotional criteria. e. Foster a culture of continuous learning, where employees are encouraged to seek out new learning opportunities and develop their skills and knowledge.
[bookmark: _Toc127276256]Why these recommendations?
The recommendations are based on research and industry best practice, and are designed to address the strengths and weaknesses of the talent management areas identified for Apple Inc. By developing a comprehensive talent management strategy that identifies key positions, skills, and competencies required for the company's success, Apple can ensure that it has a robust talent pipeline to address any future leadership changes. By investing in long-term employee development programs, Apple can create a culture of learning and growth that supports innovation and creativity. Additionally, by fostering a supportive work environment that values employee well-being and provides opportunities for rest and rejuvenation, Apple can reduce the risk of burnout and increase employee engagement and productivity.
In conclusion, by implementing these recommendations, the HR function at Apple Inc can improve the identified talent management areas of succession planning and employee development and create a culture of learning and growth that supports innovation and creativity.
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