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[bookmark: _heading=h.1ksv4uv]INTRODUCTION
Human resource management is an important topic for an organisation nowadays locally and globally. Organisations that can better manage their human resource will flourish and stay competitive in the market. Strategic importance should be given to it by an organisation to gain better performance by involving human resources (Bernardin, & Russell, 2013). This module will include several issues related to human resource management and international human resource management. This report covers Porter’s competitive forces, which will be evaluated in the next sections. In the next, it will discuss the concepts regarding change management, HR strategies that will best work in the change management process and their implications on the employees of an international technology company. After that, the report will discuss the learning and development issues, HRM and IHRM strategies in the learning and development process. In the end, it will cover the concept of compensation and compensation management, its objectives, strategies and their implications for employees. 
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COMPANY OVERVIEW
Apple is a renowned worldwide technology company headquartered in the United States. Steve Jobs and Steve Wozniak founded the company in 1976. The headquarters are based in California, United States of America. It is the world's largest technology corporation, with over 147 thousand employees worldwide. It offers a variety of consumer electronics, software, and Internet services to its customers. Its revenue was USD 365.8 billion, with a 25.91 revenue growth rate. Apple has a number of subsidiaries and maintains close ties with all of its stakeholders. As of December 2021, it was active in more than 25 countries (Apple, 2021). Apple tries to give importance to investing in human resources capital, getting employees to participate in the decision-making process. 
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PORTER’S FIVE FORCES MODEL
This is a model, which identifies and evaluates the competitive factors by which organisations can understand the industry situation and helps them analyse their strengths and weaknesses (Grundy, 2017). This analysis helps companies to understand the shape of industry, competition and identify the structure of the industry. It can be applicable to any of the economy, market and country to understand the industry competitiveness and industry situation. Harvard professor Porter gave this strategic model. The five forces by highlighting Apple’s position are explained below:
Apple’s competitive rivalry: First force is the competitors and their numbers in the industry. Apple has to face severe competition as the technology industry is full of giant companies (Rumelt, et al., 2013). Hewlett Packard, Microsoft and Samsung are continuously pushing pressure in the industry. All of these big giants heavily invest in research and development, innovation and new product development.
Customers’ bargaining power: Customers have the power to put pressure on the company to reduce price, maintain quality. It depends on the customer base like the numbers of the customer, their influence and their importance to the company (Kabeyi, 2018). Apple can fix this force by maintaining qualities, introducing new products and loyalty of brand significantly. 
Suppliers’ bargaining power: This factor tries to trace how suppliers can dive pressure on the company. If there are fewer suppliers in the industry, then they can drive significant forces on the company. Apple itself has many suppliers’ subsidiaries and it also serves several suppliers (Apple, 2021). Apple's position is strong and it doesn’t have to face supplier power.
Substitute products: Substitute products are products that can be used as alternatives to a company’s products. Companies whose products cannot be imitated remain in the secured position and gain a strong competitive advantage (Grundy, 2017). There are alternatives to Apple’s products in the market. But Apple maintains quality for their products, which can be imitated. 
[bookmark: _heading=h.z337ya]New entrants’ threats: New entrants’ threats for Apple are much lower. As the establishment of an international tech company and building brand recognition is costly and needs high investment, new entrants’ competition will be lower.

CHANGE MANAGEMENT 
[bookmark: _heading=h.3j2qqm3]Definition and HR strategies 
Businesses are continuously facing changes in today’s world. Due to globalisation and technological advancements, organisations are forced to change their shape in areas like organisational culture, structure and technological adjustment (By, 2014). Organisational change can be defined as the change in an organisation’s culture, technology or overall set-up of the organisation. For instance, Apple needs to apply a change management process and models. Broadly, change management is the procedures and process of managing and facilitating changes at every segment in the organisation from where it happens. For managing change management issues, top management faces challenges regarding how to adjust human resource policies and models. These are the duties and responsibilities of the management team to oversee the change management issues (Paton, & McCalman, 2006). As a HR manager of Apple, my HR team and I need to reorganise the human resource policies regarding labour force, compensation issues, safety, knowledge management and other standardisation approaches.  If an effective change management process is not taken, organisations will face challenging issues in managing organisations.
As we mentioned above in Porter’s forces, as the industry structure, size and competition are changing, Apple also has to reshape its policies and strategies regarding human resource management and international human resource management. It has to gain a competitive advantage through managing its human capital in a cohesive way (By, 2014). Organisations follow human resource strategies to manage their human resources so that HR’s goals are aligned with business goals in the change management process. Companies like Apple should follow different strategies to facilitate change management. To adopt the change management issues, organisations can provide the HR team with a training program to develop them. Then HR team can better manage their jobs in the change management process. Senior HR leaders and bosses need to discuss the issues with the team members and employees to give them a better understanding of the changes that are going to happen in the organisation (Pucik, et al., 2017). HR bosses should introduce new technology to standardise the function. Organisations need to reward the efforts of change management. Then the HR teams will feel motivated to work for the organisational change process. Employees may be given the freedom to do work and adjust them with the change process. If they fail, they shall not be punished. They can learn from making mistakes. Thus, HR can allow employees to manage the change process (Truss, et al., 2013).  
[bookmark: _heading=h.1y810tw]
IMPLICATIONS OF CHANGE MANAGEMENT 
As mentioned previously, strategies will make the team members feel motivated, valued and appreciated in my company. HR should treat the members with fair and consistent incentives when they are working in the change management program (Goel, 2012). Organisations and their Human resource departments should follow a strong company culture that values performance, treat employees fairly, provide feedback to them and show appreciation. If employees feel they are valued in work that will increase their performance and productivity level. When HR trains the team members regarding change issues, they will feel motivated to work. Discussion with team members regarding changes in the organisation is important. The result is that they will better understand their activities and jobs in the change freezing process (Cummings, et al., 2016). 
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LEARNING AND DEVELOPMENT
[bookmark: _heading=h.2xcytpi]Definition and benefits of learning and development
Employees go through a change process in an organisation. They need to adjust continuously to the new situation by learning things (Harrison, 2018). For better performance in the organisation, employees need to learn emerging issues.  In every organisation, there are HR policies related to training and development for enhancing employees’ performance. Learning and development in an organisation mean a subset of HR practises where there are arrangements for the employees to enhance their knowledge levels, skills, and other know-how that ultimately leads to better performance of the organisation (Boxall, & Purcell, 2011). Learning in the organisation, also called training, is the enhancement of knowledge, soft skills, technical skills and outlooks. Development is the enhancement of knowledge depth with the help of learning outcomes. It is a very basic human resource management principle offered by organisations to improve their employees’ performance and knowledge levels (Storey, 2016). Learning and development help employees in numerous ways. Employees can update their existing knowledge with emerging issues. Large companies like Apple have a structured approach for the learning and development process by which they train employees to perform better and to gain a competitive advantage through human resources (Bernardin, & Russell, 2013). 
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STRATEGIES AND IMPLICATIONS OF LEARNING AND DEVELOPMENT 
[bookmark: _GoBack]Learning and development are crucial for a strong employee base. A highly dedicated and skilled employee base is needed for the welfare of the organisation (Bernardin, & Russell, 2013). As the competitors of Apple are coming up with new ideas, new products and investing highly in research and development, Apple should also design its training and development programs in a structured way to counter competitors. There are several ways learning and development programs can be delivered like seminars, group discussions, debate, case study, coaching and mentoring etc. But in this covid situation, companies are forced to allow their employees to work from home. So, Apple has to bring a change in training programs (Griffin, 2021). First of all, learning and development needs are to be determined. Then, learning outcomes must be specified. Lastly, a plan will be implemented and outcomes of the training and development must be monitored. HR policies regarding learning and development should be in a way that attracts talent and also retains them in the organisation. Through good learning and development programs, employees feel motivated and increase their productivity (Truss, et al. 2013). These lead to high employee engagement and employees can broaden their skills and knowledge. By following employee-learning strategies like coaching, training and mentoring, the organisation needs to train the employees. When employees get a boost in performance and productivity, they will take it as they are valued (Harrison, 2018). Job rotation, on the job training, career planning is the development strategies that can be followed by the international organisation for their employees. Employees will feel dedicated to their organisation and that will lead to lower turnover and absenteeism of the employee (Nda, & Fard, 2013). Learning and development keep employees updated in their workplace that increase their productivity level, skills level and better performance. Hiring a new employee is costly for the organisation especially for large companies as there may be a lengthy process for doing so (Coughlan, & Schmidt, 2011). But training and development assistance boost the employee performance level and make them feel motivated to work for the organisation. An organisation with a strong L&D can enjoy high employee engagement. 
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[bookmark: _heading=h.2bn6wsx]COMPENSATION 
Definition and objectives
Compensation can be referred to as the financial and other benefits received by an employee for his role and activities in the organisation (Goel, 2012). It is one of the basic policies that lie upon the human resource department. It includes wages and salaries, financial benefits and also other privileges and benefits provided by the organisation to an employee. Compensation management is one of the basic tasks of the human resource department to motivate employees and increase their performance in the organisation. Compensation helps in motivating employees and increasing overall organisational effectiveness. Compensation management has become a strategic issue for companies. As an international company, Apple has a strategic policy regarding compensation management to gain an advantage over its rivals (Coughlan, & Schmidt, 2011). In international human resource management, compensation policy is given importance. International organisations including my company maintain a good compensation management package to achieve the different objectives that are discussed below.
Acquiring skilled employees: A standard and attractive compensation packages attract applicants (Boxall, & Purcell, 2011). Compensation that meets the expectations and demands of the applicants will motivate the applicants to be involved in the organisation.
Employee retention: Compensation that treats employees fairly and consistently will lead to high employee retention. Employees expect a good compensation package from the organisation against their activities (DiCenzo, et al., 2016). Employees will quit the job if they are not fairly valued in the organisation. 
Employee motivation: Compensation that meets the demands of the employees can create motivation among employees. A strongly motivated dedicated employee base is necessary for the organisation to stay competitive in the international market.
Maintaining legal regulations: Organisations also have to maintain the rules and regulations imposed by the govt. and the legal bodies. Employee-oriented compensation management considers these rules and regulations.  
Ensuring equity: Employees expect a fair and consistent compensation package from the organisation (Goel, 2012). For retention and motivation of the employees, an organisation should have a fair compensation policy that ensures equity. 
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COMPENSATION STRATEGIES AND APPROACH 
[bookmark: _heading=h.3as4poj]To remain competitive in the global marketplace, international companies need to have strong compensation management (Storey, 2016). The compensation policy of other tech giant companies like HP, Microsoft and Samsung are highly attractive so Apple should also pay close attention to the compensation policy to improve better performance of the employees and to engage them in the workforce (Harzing and Pinnington, 2010). To get the best output from its human resource, Apple should revise the compensation to check how its key competitors are paying. The HR committee of Apple should establish and modify reparation and incentive schemes, review and approve awards under-compensation and incentive schemes and act as the governing board for impartiality reimbursement. For instance, Apple in China forces employees to work for more hours. Apple should revise its policies regarding compensation (Boxall, & Purcell, 2011). It should introduce fair and attractive compensation so that it makes the employees feel valued. Employee belongingness means the feelings of the workforces where they have a sense of acceptance, support and inclusion for the organisation. A good compensation and benefit model can enhance employee belongingness to the organisation. Whenever an employee gets proper compensation according to their expectations, they feel that their work has been appreciated. A feeling of appreciation motivates workforces to work more attentively and effectively (Truss, et al., 2013). As a result, the overall performance of the organisation increases.
CONCLUSION
Human resource management is a hot topic for businesses both locally and internationally these days. Organisations that can better manage their people resources will thrive and remain competitive. Organisations should give it strategic relevance in order to improve performance by utilising human resources. This report discussed a variety of topics in human resource management, including international human resource management. In the first segment, it highlighted Porter's forces model. The ideas of change management, HR techniques that will best work in the change management process, and their effects on multinational technology business personnel have been discussed in the module. The report went through learning and development concerns, as well as HRM and IHRM tactics in the learning and development process and their practical application in the organisation. The concept of compensation and compensation management process and how good compensation management impacts the employees in the organisation were discussed in the last section.
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