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Executive Summary
In accordance with the Performance Management Cycle and AMO models, this report's goal is to evaluate Apple's performance management systems and provide recommendations. 
This report consists of five components. An outline of performance management and Apple Inc. is provided in the initial part. Use the AMO Model and Performance Management Cycle Model, then, to examine the firm's edges in routine management practices. Analysing the shortcomings and their effects on the business is the third step. Conclusions are made in the final two sections, along with suggestions for Apple's future expansion.
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1. [bookmark: _Toc21051][bookmark: _Toc12363]Introduction 
While coordinating it with the organisation’s holistic objectives, Performance management refers to an ongoing procedure which seeks to improve a person or group’s performance through measurement and evaluation (Aguinis, 2005).
Coaching, rewards, and incentives are all parts of the cycle and are human resources strategies to improve management (Huselid, 1995). They are also associated with higher efficiency and earnings.
The importance of Apple's performance management procedures will be examined, along with the company's value, in this report.































2. [bookmark: _Toc31241][bookmark: _Toc29169]Business Profile
Apple is headquartered in California, USA, and it is among the leaders in the production of consumer electronics. It was founded in 1976 as a personal computer maker. Innovation in product development is Apple's main competitive advantage.
Apple is presently a global innovation titan. Clients are empowered by cutting-edge applications like the App Store, Apple Pay, and iCloud through the company's iOS operating system, which allows customers to connect with all of their gadgets (Apple, 2023).
For its talented and motivated personnel, the organization tries to provide a supportive environment. Nowadays, the corporation employed around 164,000 full-time workers (Apple, 2022).
The cornerstone of Apple's HR practices is the original emphasis on perfection that Steve Jobs set. To boost employee motivation, the corporation has gradually shifted its Strategy orientation to a more amicable culture under Tim Cook.
The technology giant has reorganized how it recruits and manages employees by appointing Carol Surface as its first chief people officer and transferring human resources responsibilities from its director of retail (Bloomberg, 2022).

3. [bookmark: _Toc20877][bookmark: _Toc11971]Performance Management
Optimizing the value that employees contribute is the goal of performance leadership. It seeks to sustain and enhance employee efficiency in accordance with corporate goals (CIPD, 2022). Instead of seeing it as a single stage, it is actually a set of tasks that should be treated as a whole.
3.1 [bookmark: _Toc11264][bookmark: _Toc13911]Performance Management Cycle
Peter Drucker introduced the notion of management through goals, which provided a collection of goals for the future manager (Economist, 2009). A company should set up various systems and processes, put them to the test in real-world scenarios, evaluate the wisdom of judgments, and give staff members the tools they need to analyse their own knowledge and, ultimately, work better (Drucker, 1999). The performance management cycle is first brought up here.
The performance management cycle is a topic covered by Michael Armstrong. The organization's goals serve as the foundation, upon which methods for planning, monitoring, and reviewing are used to construct the structure. It functions as an ongoing, self-renewing cycle (Armstrong and Taylor, 2020).
The following three phases are included in the performance management cycle: Planning, Monitoring, Reviewing.
[image: IMG_256]
[bookmark: _Toc28614][bookmark: _Toc15357]Figure 1: Performance Management Cycle (Armstrong and Taylor, 2020)
3.1.1 Planning
Planning is the initial task that must be completed by a company. Managers must first set out the aims the business wants to attain before giving tasks to specific individuals and other members of staff. It takes more than a clearly stated purpose to encourage views of value congruence. Employees must be able to connect their everyday tasks to the company's overarching objectives (Stein et al., 2021).
Planning should be done with the group and personnel while defining goals. Participating in the goal-setting procedure provides workers with a feeling of fulfillment and belonging (Cawly et al., 1998). 
It's also crucial to have goals for training and growth. Prioritizing personal growth for staff members over achieving corporate objectives is essential.
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Figure 2: AMO Model (Appelbaum et al., 2000)
The AMO theory offers an in-depth description of how HR practices may influence organizational performance by altering employees' opportunities to engage, motivation, and capability.
Apple’s Goals Management
Apple's approaches to performance management depends on how employees achieve defined objectives by means of adoption of sets of goals that are specific to each unit and employee and are implemented from the top down.
To ensure that both personal and group successes correspond with those goals, which begin with the broad company's mission and are tailored to each department and worker.
Once they are created for the firm, Apple swiftly informs its staff of its goals. Individuals are assessed in accordance with the goals that have been established and are told of their level of dedication to achieving the organisational goals.
Incentives
By providing higher compensation and benefits, businesses may succeed more successfully (Lam and White, 1998). As a result, Apple offers a variety of rewards for employees and invests in resources that are meant to support their professional growth.
Salary: The majority of Apple workers receive beginning earnings that are greater than the industry standard. Attractive perks and stock dividends are extra incentives to the basic salary.
Variable Pay: Apple recognizes its employees for their outstanding contributions to the firm; high performers are highly respected at Apple.
Benefits: Employee performance and length of employment are all taken into account when determining awards at Apple.
Personal Development
A business must base its edges on the resources and expertise that it and its employees have in order to be long-lasting (Aaker, 1989).
Personal growth is a constant endeavor. It is a strategy that enables individuals to consider their strengths and talents, review their rational objectives, and set targets to actualize and optimize their skills. These talents include, for instance, knowledge of computers, critical thinking, and communication (Reio and Sutton, 2006).
Career progression and competence development are two human resource inputs that have a bearing on the efficiency of a position and a firm (Ferguson and Reio, 2010). According to Apple, equipping its staff with the necessary abilities increases their chances of success.
[bookmark: _Toc19576][bookmark: _Toc20134]Apple's innovations depend heavily on its intellectual capital. The most important aspect of this organization is talent management, thus Apple guarantees workers undergo substantial training and is conscious of the need for its staff to acquire fresh expertise. Receiving such coaching increases employee engagement because it explains the organizational approach of balancing individual ambitions with corporate objectives.
3.1.2 Monitoring
[bookmark: _Toc23916]Managers must consistently keep an eye on the aims to make sure that workers are on the path to achieve their objectives. Follow-up, feedback, and support must be given continuously.
Another reason to monitor on a frequent basis is that long-term ambitions may demoralise employees. By separating them into monthly or quarterly goals, executives and managers can certainly assist. Only a frequent positive feedback loop will be effective in spotting errors promptly and providing enough assistance.
3.1.2.1 Feedback
Feedback serves as both a normal workplace procedure and a key communication action in firms to provide evaluation results on workers' performance (Mayfield and Mayfield, 2007; Moss and Martinko, 1998).
Apple incorporates continual input and offers feedback on a weekly basis to make sure that its employees are consistently driven to succeed in their objectives. Effective feedback, whether given via check-ins or documented in Apple's performance monitoring system, helps Apple employees to become conscious of their areas for improvement in their everyday work.
Apple also offers the opportunity for motivating income evaluations and the distribution of merit rewards, as well as feedback to both appraisers and assessed.
Targets are used to evaluate personnel, and results are achieved in line with targets agreed upon by staff members and their managers. Apple uses two instruments to assess the performance of its employees:
Peer Appraisal
Colleagues and employers each have a unique perspective on performance. Colleagues can provide insight into a person's interpersonal skills and aptitudes, but supervisors are most qualified to assess a person's performance.
360 Degree Feedback
Managers, employees, coworkers, and clients can all provide comments as part of a 360-degree review. The proper application of this measure allows the user to identify areas of leadership behavior that require modification (Vrignaud et al., 2004). Its purpose is to present a more detailed understanding of workers’ performance based on the impact of important stakeholder ties.
[bookmark: _Toc2077]3.1.2.2 Coaching
Management gives the necessary assistance so that their staff may successfully complete the goals of the organization. Management often corrects and gives the necessary guidance to those whose performance is below standard. Moreover, it has two parts:
Leadership and Mentoring
Strong organizational leadership is a crucial component in the success of performance management (Dooren, 2011).
In Apple, managers are required to set a positive example. Steve Jobs was one of the greatest leaders, having a huge impact on the business both technically and in terms of leadership. His strong leadership qualities inspired employees to work: Apple managers serve as mentors and educators while also promoting teamwork.
Communication
[bookmark: _Toc14194][bookmark: _Toc15970]Given the importance of communication, Apple has a strong capacity to convey concepts from the top down in a way that guarantees prompt feedback, an effective flow of information all across the business, and the actions needed to improve performance.
3.1.3 Reviewing
By the end of the cycle, the management does an appraisal. Semi-annual and year-end assessments make up Apple's annual evaluation of performance process. It is a 360-degree process where each worker is evaluated by three or four executives as well as their immediate superiors and coworkers. This gives Apple a more thorough understanding of each employee's performance.
[bookmark: _Toc15846]Also, there is a focus on encouraging employees to express whatever opinions they may have. In general, this will be performed by dividing into several groups that will evaluate demands and concentrate on creating distinctive commodities.
3.1.3.1 Rating
Management needs to take the proper action with regards to individuals that don't meet their goals. On the flip side, it's crucial to acknowledge and reward those that beyond requirements or achieve objectives.
At Apple, job performance is evaluated in relation to three criteria: teamwork, creativity, and achievements.
The following categories will determine an employee's grade: exceeds expectations, meets expectations, or needs improvement.
[bookmark: _Toc17691]This not only allows staff to comprehend how supervisors and other employees see their performance, but it also helps human resources pinpoint areas where workers are lacking in certain abilities.
3.1.3.2 Rewarding
By fostering a culture of continual development and promoting greater efficiency, reward systems assist firms in achieving their objectives. It can increase staff recruitment, retention, and engagement. The business should align its pay policy with the needs of its employees (Taylor and Woodhams, 2022).
Apple also gives special recognition to workers who make substantial contributions to this project. Apple places a strong emphasis on rewarding staff members who contribute to the success of the business since it raises spirits.

4. [bookmark: _Toc4225][bookmark: _Toc6141]Performance Management Challenges
[bookmark: _Toc32074][bookmark: _Toc11453]Apple has a good image, and the rest of the world is aware of its HR procedures, but no significant company is immune to performance management issues.
4.1 Absence of Integration
The integration of the performance management system with other systems must be clean and smooth. Yet, Apple's higher management frequently overlooks the situation of low-level staff. For example, Apple was recruiting more workers, nonetheless, senior management minimised the impact that decision had on work environment (Chong, 2015).
This instance exemplifies how many tactics are not integrated. Also, a lack of openness across different entities might result in frequent changes in priority or unneeded task repetition.
The organization should eliminate superfluous procedures, streamline employee reviews, and make them more transparent.
[bookmark: _Toc16813][bookmark: _Toc11577]4.2 Low Communication and Disregard for the Human Rights
Apple's secrecy has fostered a climate that prevents workers from raising problems in the workplace in public or on social networks (The New York Times, 2021). 
Employees are scared to criticise how the corporation does operations, and complaints concerning troublesome management are usually rejected. That knowingly cause interaction breakdowns and deter employees from offering their ideas.
Yet, voice is an active activity that involves employees' desire to effect bringing about change individuals who speak up typically expend additional energy to identify current problems and find new business opportunities (Ng and Feldman, 2012; Zhu et al., 2022).
[bookmark: _Toc8612][bookmark: _Toc20693][bookmark: _GoBack]4.3 Poor Leadership
According to the Apple study, the absence of formally established leadership would cause disorder inside groups since employees would be confused about the allocation of duties. This assessment demonstrates how much damage a shortage of comprehensive leadership policies can cause on workplace activities.
The management's continued use of outmoded procedures is another case. The incapacity to adjust has an impact on the final product's quality. Employee-employer conflicts are becoming more common, contributing to decreased satisfaction with work (Mollah, 2015). 

5. [bookmark: _Toc21082][bookmark: _Toc4857]Recommendation
All of the challenges mentioned above have one thing in common: Apple's management must place a greater focus on ethics and competency.
It is also essential to be ready to openly share thoughts and knowledge. Leaders must be humble and refrain from micromanaging. The emphasis of leadership should change from regulating little chores to creating a larger picture for all.
The climate at Apple must be one that encourages creativity and independent thought. A driven individual can quickly observe their thoughts being adopted and gain satisfaction. At the same time, an environment that prevents employees from voicing out about work related issues is generally associated with frustration. When terrible leadership and a failure to communicate follow, employees may feel trapped in a situation where their struggles go unrecognized and their ideas are ignored.

6. [bookmark: _Toc1939][bookmark: _Toc12308]Conclusion
To prevent operational repetition, Apple mandates the combination of processes including planning, monitoring, communication, rewarding, and acknowledgment. Planning should be a cooperative effort in which low-level workers have a voice. Monitoring refers to the progress of reducing obstacles that employees encounter on their path to group vision. At this point, it is critical to address problems that have an impact on staff performance, such as discontent with particular parts since employees are prevented from voicing their concerns.
To giant organizations like Apple, communicating is routinely tough. In this situation, it seems sensible to formalize some communication practices into corporate policies. Finally, rewards and recognition for contributions and exceeding expectations should become a norm, not simply in the way of monetary rewards but also in the manner of more flexible working hours and other amenities.
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