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[bookmark: _Toc3499]Executive Summary

This report is one of a kind and aims to compare the people management policies deployed by General Electric (GE) and Apple Inc. The focus is on how these multinational firms with different organisational structures and industries are responding to the need for human resource management (HRM) as a result of factors inside the organisation and the external environment. The facts displayed that GE's HR approach is flexible enough to accept global diversities at the organisational level, however, Apple’s HR methodology is centred on the consistency of its innovation-driven strategy implemented at the organisational level. The report reveals those areas that require refinement in GE's HR function and presents three actions to reduce the gaps including increased alignment of HR initiatives, harnessing technology and data analytics, and encouraging a kinder and more inclusive culture. The list of main recommendations would be developed by coming up with a global HR framework, forming a dedicated HR strategy team, investing in HR technology, and bringing in a full-fledged diversity and inclusion program. Despite the hurdles involved in effecting the recommendations hereby made, it is hoped that the long-term benefits of enhancing the human resource practices at GE would be much greater, hence acting as a major facilitator in bringing about a competent and productive workforce.
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[bookmark: _Toc27062]1.0 Introduction
GE is a multinational conglomerate that covers three main sectors: energy, health care, and aviation (Steiber et al., 2023), while Apple is a technology giant known as the company with consumer electronics in the first place and then software solutions (Podolny et al., 2020). This report talks about the different approaches to people management that these two organisations have. The first one is from the airline industry, the second one is from a software company. These organisations are slightly different in size and human resource management style.

The role of HRM in managing people which has led to organisations achieving sustainable competitive advantage is central today in present dynamic and competitive markets (Armstrong and Taylor, 2020). Under the light shed by the study of GE and Apple, the report is to go deeper to understand how internal and external factors can or cannot drive their people management policies, to evaluate the dissimilarities between them taking the size and the sector of their activities into account, and to examine special issues such as engagement or diversity along with the influence of the quickly evolving technologies on the HRM practices. In the last part of the report, the areas for GE’s HR to improve will be highlighted and the report will also discuss the recommendations to the enterprise.

[bookmark: _Toc21575]2.0 Organisational Overview
[bookmark: _Toc8183]2.1 General Electric Company (GE)
General Electric (GE), a major US-based multinational industrial developed in Boston, Massachusetts, has 174,000 employees in 170 countries (General Electric, 2021). GE which has the energetics, aviation, and healthcare as its various industries are occupied by a widely fanned workforce (Rao, 2017). The HR department of GE is decentralised and it is focused on talent retention, advancement, and innovation (Noble, 2017; Smith and Blakeslee, 2002). Among others, the CHRO is wholly dedicated to aligning its HR strategies with long-term business goals and growth initiatives (General Electric, 2021).

[bookmark: _Toc15599]2.2 Apple Inc.

Apple Inc. or Apple is a multinational corporation in the technology sector, with its headquarters in Cupertino, California, United States. With a workforce of 147,00 people spread among 25 countries, Apple Inc. is remarkable as a global company (Apple, 2020). Apple, a product and services provider of consumer electronics accessories, software and online services (White, 2017), constantly leads the market through its embracement of innovation to its core business (O'Rourke, 2012). Apple CEO Tim Cook prefers a relatively centralised resource management approach, which typically involves talent acquisition, development, and fitting out the organisation’s culture (Apple, 2021).

[bookmark: _Toc16223]3.0 Main Discussion
3.1 Internal and External Environmental Influences

GE and Apple are subject to unique internal and external environmental factors which they adapt as they design their people management approaches. Internally, a more flexible HR approach is needed, capable of adapting to the unique needs of the diverse portfolio and decentralised organisational structure of GE, as well as applying different strategies to different business units and geographies of this corporation (Greer, 2021). While having a decentralised structure related to its organisation and things that make it distinctive as they are Apple's focus on centralisation and innovation, it needs an HR strategy to be more consistent and emphasise creativity and collaboration (Lashinsky, 2017).

On the outside, technological advancement, globalisation, and changing workforce demographics bring about a large-scale influence on the company's HR strategy (Stone and Deadrick, 2015). With the increasing speed of technology iteration, companies are challenged to constantly upgrade and adjust the skill set of their employees in order to keep up with the changing times (Iansiti and Lakhani, 2014). Nowadays globalisation implies involving a team of internationally different cultures from different parts of the world. As such, HR guidelines are needed to deal with these challenges as well (Reiche et al., 2019). Additionally, with the increasing focus on the work-life balance of the current workforce as well as the emphasis on purposeful jobs, Human Resources departments need to prioritise the best interests of employees and employee engagement (Frey and Osborne, 2017).

GE and Apple have adapted their HR strategies to environmental changes differently. GE's "Accelerated Leadership Program" has trained over 3,000 global leaders since 2016 (GE, 2021), while its "FastWorks" initiative has driven a 60% increase in product innovations (Hoq, 2021). Apple, meanwhile, has leveraged its strong employer brand to attract top talent, boasting a 90% offer acceptance rate and a 4% voluntary turnover rate, far below the tech industry average of 13% (Apple, 2021; Podolny et al., 2020). Apple has also invested $100 million in employee development programs focused on emerging technologies (Podolny et al., 2020).
[bookmark: _Toc24499]
3.2 Approach to People Management

In terms of people management, GE and Apple use different strategies in taking into consideration their specs, influence, and industry. Being a vast conglomerate with several distinctive business units, GE has a decentralised human resource strategy, empowering each operating unit to select customized human management systems to suit its specific situations (Jackson et al., 2014). This model offers GE the chance to proceed with the special difficulties and chances that each sector it works in including healthcare, power, and aviation, faces. Yet, the issue of inconsistent HR implementations across the organisation might be persisted, and it might be difficult to link the corporate strategy to the HR initiatives (Wilkinson and Dundon, 2021).

In contrast with Apple's HR strategy is more centralised and embodies the characteristics that make it an innovator as well as allows for a consistent corporate culture throughout the organisation (Galloway, 2018). This highly centralised approach, in turn, makes it possible for Apple to have its people practices under close monitoring as they serve Apple's values and objectives. The HR strategy of APPLE focuses on talent acquisition and retention, matching talent with such culture, and offering career growth opportunities. Despite the fact that this strategy has been effective in regards to improving productivity and has brought about a good employer brand this might also imply inflexibility in addressing the specific needs of different teams within the organisation.

[bookmark: _Toc11451]The decentralised HR strategy of GE permits the enterprise to respond to the different local market needs quickly and also helps to identify regional opportunities and challenges (Hoq, 2020). On the other hand, this strategy could end up with inconsistencies, duplications and a lack of coordination between the teams (Wilkinson and Dundon, 2021). By contrast, the single HR model that Apple employs guarantees the company culture to be uniform and the staff goals to be aligned with the company's innovativeness (Shamim et al., 2016). This, nevertheless, may result in the inability of the company to satisfy both the divergent requirements and the expectations of its employees in certain fields potentially affecting performance. Finally, both GE and Apple have to weigh up the advantages and disadvantages of their distinctly different HR management methods, and they have to find harmony in order to enhance the organisational performance.

3.3 Key People Management Concerns

There are three key concerns: using people’s engagement, efficiency, and diversity – human resources’ major issues at both GE and Apple. GE leadership is based on the development of both leaders and employees, lifelong learning which is supported by modern technologies, and thinking and acting out of the box (Galloway, 2018). The company's performance management has a clear emphasis on setting goals, providing feedback, and coaching, including the treatment of employee's strong points and areas of weakness (Mone et al., 2018). A diverse and inclusive culture is something GE highly values (Shore et al., 2018).

Using artificial intelligence, in its recruiting process, among other things, General Electric employs machine learning algorithms for identifying the most suitable candidates out of the applicants based on the resume analysis. Rao (2017) reports that it helped the company to save 25% time for place hire and to increase the diversity of hires by 15%. Besides, the AI-powered chatbots backed up by GE staff have also been used for personalised HR-related queries. Now, the reduced HR workload and increased employee satisfaction have become possible, saving 40% of the HR time and increasing it by 20%, accordingly.


Furthermore, HRCube has evolved an AI solution referred to as "Siri for HR" which assists the staff with issues connected to the HR department and supports the managers with procedures such as interview scheduling and orientation of the new employees. The lab states that this action led to a 30% decrease in the hours spent doing small jobs and a 25% increase in the level of engagement of peculiar workers (Lasshinsky, 2017). Further Apple is using machine learning for analysis of employee data and identification of clusters of their performance, involvement and rate of turnover. The company has found that using the metrics and enabling data-driven decisions has allowed them to manage the talent of staff and employees' development. Their employee retention has thus gone up by 10% and their productivity by 15% (Galloway, 2018).


The integration of AI in business HR by GE and Apple has allowed them to enjoy many advantages underlying them. Nevertheless, they have also the risk of data privacy, algorithmic bias, and the loss of personal touch in people management (Stone and Deadrick, 2015). These companies nonetheless will have to deal with the ethical consequences of AI’s utilization in their HR processes. The gains in efficiency made by AI should be considered against the lessons of human judgment in decision-making.

As opposed to Apple's single-minded strategy that aims to form consistent and uniform frameworks for managing people, which receive more priority and implementation throughout the organisation. Being an employer of first choice doesn't usually happen just by providing the monetary perks but rather through the strong company culture, and an emphasis on innovation and creativity being the unifying factor for employee engagement and corporation-wide operations (O'Rourke, 2012). On the positive side, the company's own design outlines and implementation of the approach will likely facilitate the smooth realization of the transformation. It may be such that this centralised decision-making could be a bottleneck preventing management from responding to the different needs and wishes of its diverse working group, ultimately leading to challenges in retaining high levels of engagement and inclusion.

[bookmark: _Toc3276]3.4 Impact of Technological Advancements

Rapid technological growth, particularly in the area of artificial intelligence (AI), influences a lot of the HR strategies of both GE and Apple companies. AI can reimagine the process related to the hiring of employees as well as the development of talents and performance management (Nyathani, 2023). AI has been playing a major role in GE's recruitment process where the organisation has turned to machine learning for screening resumes and selecting top applicants (Burggräf et al., 2020). To enrich the employee experience, the organisation has utilised AI-powered chatbots to offer personalized assistance with human resource-related questions.

Indeed, Apple has also been using AI to enhance its HR functions. The organisation has created "Siri for HR,” a tool powered by AI that employees can use for various HR-related questions while the managers use it to tackle activities such as arranging job interviews and onboarding new hires (Manju Latha Kalanidhi, 2021). Additionally, Apple has gathered employee data and used it in conjunction with machine learning to identify the patterns that relate to performance, commitment, and retention. The organisation employs this information-oriented strategy and therefore uses the data to make informed decisions about human resources and employee development.

Along with GE, Apple believes that the tech revolution can serve as a better future for HR strategies. It is true that AI in HRM raises dangers such as data privacy, algorithmic bias, and so on as well (Vrontis et al., 2022). The development of AI will continue, companies continue to apply technology in their people-oriented practices, and ethical considerations of such are also needed to be addressed such as the balance between the benefits of AI and human judgment in decision-making.

[bookmark: _Toc25486]4.0 Conclusions
In this report, the impact of people management strategies of General Electric Company (GE) and Apple Inc. has been illustrated. The findings revealed the companies to be heavily affected by internal factors, for instance, organisational structure and focus, and external factors, such as the emergence of technological advances, the widening of the globe, and the changing workforce demographic. The two models differ significantly. GE has taken a decentralised approach to its HR practices, allowing for flexibility across its various business units. Apple has employed a centralized strategy as its initial approach, ensuring consistency in the implementation of a strategy that is supported by a robust corporate culture associated with innovation.

The study has outshined the difference with respect to critical people issues which for example are employee engagement, performance appraisal, and equality. It has been shown that the two companies, as explained by GE and Apple, deal with this issue in different ways. The heterogeneous decentralised organisation model grants employees the unique opportunity to have customised initiatives address their varying needs. Thus, with this model, there is the possibility that the coherence of the initiatives becomes incoherent or disparate throughout the organisation. In opposition to this, Apple manages its employees with a more centralised approach as it focuses somewhat on innovation to maintain the creative abilities of the employees.

Based on the findings, it is evident that GE needs to prioritise the following areas for improvement in its HR management:

1. Maintaining continuity and convergence of HR initiatives from a company perspective.
2. Enhancing the degree of cohesion between HRM strategies and the company’s core strategy.
3. Using technology and data analytics as the tools to direct the human resources decision-making processes and advance employee experience.
4. Creating a more welcoming and diverse office environment culture.

[bookmark: _Toc21779]5.0 Recommendations
To address the identified areas for improvement, GE should consider the following recommendations:

1. Create a worldwide HR structure that presents the main ideas and rules that should be applied in all countries and continents, allowing for local adjustments when needed. Hence, this will take care of the continuity and coordination of HR initiatives in the enterprise (Bratton et al., 2021).

2. Introduce a strategic team within the HR division at the corporate level to oversee the alignment of HR strategy with that of the organisation. This team should be involved in monitoring HR initiatives and evaluating them; the output of this team should definitely consist of data-driven recommendations (Armstrong and Taylor, 2020).

3. Allocate your HR department resources to technology and analytics that will enable you to refine the HR procedures, improve decision-making, and give employees a better experience. This might be done by integrating a global HR information system, using artificial intelligence for talent recruitment and management, and taking strategic measures with predictive analytics for proactive prevention of issues in the HR area.

4. Launch a corporate diversity and inclusion program that incorporates all training, mentoring, and employee communication groups. The program should be led by the top leadership and should form an integral element in all the steps in the employees’ lives, starting with recruitment to career development (General Electric, 2021).

Some potential disadvantages and risks associated with these recommendations include:

1. The factor related to costs is related to the implementation of new technological and program resources.
2. Possibility of resistance from department heads who may object to HR decision-making in the name of reduced autonomy.
3. Some difficulties may arise, for example, when dealing with cultural diversities and evaluation of global HR programs.
4. Concerns regarding the ethics of AI and data analytics applications in HR decision-making can arise, which include issues related to bias and privacy.
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