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Development Vehicles: Apple
Introduction
The modern work environment requires competitive workers who are not only highly skilled but can equally handle complex tasks with limited supervision. This type of employees should complete their assignments in a safe manner, through cost-effective strategies, and help the organization to reach its higher scales by obtaining a competitive edge. Such an outcome is only possible if the company can work towards meeting all the developmental needs of the workers in a timely manner. In other words, it is essential to ensure that the employer knows what would make the workers exploit their potential to the fullest. This paper is focused on Apple Company. The author shows how this organization utilizes three specific developmental vehicles to include needs analysis, training, and performance to ensure that the individuals in the organization give their best in their work. It also borrows ideas from notable references to validate the ideas therein.
Task 1
Training Needs Analysis at Apple Inc.
The Apple Corporation has had its share of good and bad times when it comes to technology market globally. Specifically, it has struggled to keep up with the pace of the fast-developing computer industry. The emergent technology and increased computer applications have increased the competitiveness of the technological business environment (Gallo, 2012). Consequently, the company has identified that the only way to cope up with this shift is to gain new skills that will help it to react effectively to the new market demands. The organization has realized that it needs to train the workers how to respond to the market and adapt to the increasing changes as well as demands (Armstrong, 2014). This brings to the first developmental vehicle of the organization: the Training Needs Analysis (TNA). The main purpose of TNA is to ensure the best possible returns for the organization. The analysis of training needs allows the organization to conduct the most effective training programs that focus on the needs of each employee in the company. 
The TNA in the Apple Company occurs in such a way that the HR and the management work hand in hand to identify the purpose of each individual role in relation to the overall organizational aims and objectives (AIM, 2017). They also ensure the prioritization of training programs according to their importance to the overall organizational objectives, rather than its value to an individual role (Ahmad, et al., 2010). Finally, at the instance of a new project, the department has the role of identifying each individual to perform different tasks without losing focus on the overall objective of Apple Inc. TNA in the company always occurs at all levels and departments of the whole organization to increase the levels of accuracy. However, the organization focuses on person analysis to determine the source of performance deficiencies noted (Baer, 2014). The main aim is to decipher whether underperformance results from the lack of knowledge, skills, work design issue, or undertraining. The analysis also aims at identifying the individuals who need the training and their readiness to participate in the same.
Training
As earlier mentioned, TNA is a developmental vehicle that paves way for the second vehicle of development in meeting the needs of an individual at Apple Inc (Apple Inc, 2019). Overall, the company boasts of a high level of innovation and creativity within its training structures (Collins, 2019). The purpose of the training activities is to ensure that the organization augments the present quality existent in various departments. Therefore, the HR department works to engage an in-person training that helps each individual exercise relevant and important challenge and make significant contributions in solving the issues (SHRM, 2019). The recent developments have had the company holding several workshops to meet the aforementioned goal. Specifically, these workshops demand the workers to come up with various solutions. The solutions are geared towards solving the different challenges these employees face while working in Apple (Anon., n.d.). Further training has not only been for solving issues but also for empowering workers at the company. In other words, the organization has opted to hold continuous workshops that aim to inspire and empower workers with critical thinking skills (CIPD, 2018). Resultantly, the workers gain optimal skills in innovation and remain relevant as they show aspects of creative leadership and engagement.
According to Mavin et al., (2010), the training presents a developmental opportunity to help workers to grow and increase their skill set. The author affirms that workers who receive necessary training are able to perform their job exemplarily and supersede the expectations of their bosses. On a similar note, Yeo (2008) adds that the investment in training shows the workers that the company values them deeply. Moreover, involving them in solution-seeking training activities make them build their confidence and improve their satisfaction outcome (Devins, et al., 2004). The ultimate outcome is reduced employee turnover, as workers feel important and part of the developmental growth of the organization. Apple Company has identified the need for training to build on the skills of the workers and equally retain the best performers in the long run.
Performance Review
The final developmental vehicle is the performance review. The evaluation process at the organization involves each individual worker receiving a semi-annual review (Daly, 2012). During this process, the managers determine the underlying strengths and weaknesses of the individual. It also involves these employees working closely with close to four different executives to understand the specific areas of improvement and strengthen on the areas that the workers already excel (Daly, 2012). The aim of the process is to help Apple workers to see how they can become more productive in there are of performance. Further, it provides an opportunity where workers discuss ideas and air any concerns they might have. The management ensures that it subdivides them into various teams to identify the needs and work on creating different products. 
A significant example is during the creation of the iPod that the company realized how the music industry has become dynamic (Mavin, et al., 2010). It discovered the issues of downloading music from the internet, listening to songs online, as well as the challenges of copyrighting (Baer, 2014). To address the concern, the organization created the iPod using different teams. The aim was to have the groups create a novel device using digital music technology. The success hailed from the fact that the company used a performance evaluation strategy to help each operator remain focused on the end goal. It identified weaknesses and aimed to help each worker do better (Yeo, 2008). At the same time, the members interacted with executives such as Steve Jobs to share ideas and improve on their performance, communication, and collaboration.
Apple’s practice of performance review is in line with Schmidt’s ideology of that the appraisal process plays a significant role in the growth of the company (Collins, 2019). Specifically, it eliminates behaviour and quality issues and equally motivates workers to contribute more. When the employees have an opportunity to communicate and air their views and it bridges the gap of authority between employees and managers (Schmidt, 2009). Not every day managers and workers get along. However, the challenges that arise due to the lack of proper communication can be resolved during performance appraisal (Baer, 2014). Moreover, it is a golden chance for the team to address long-term individual goal that may affect the developmental outcomes of the corporation. Such activities are key to make the workers feel valued and that their efforts are important to meeting the organization’s goals.

Task 2
[bookmark: _Hlk16246052]Benefits of Training Needs Analysis to Both the Individual and the Company
According to Ahmad et al. (2010), competency is becoming the major driver of business performance, growth, and development. Each corporation hunts for the best workforce that will improve the performance and equally gain the largest profit in the highly competitive environment (Anon., 2013). However, with the advent of technology, workforce competency decreases by the day and employee skills become obsolete. However, the TNA has proved useful in bearing positive results, especially in the case of Apple Company. The process works to provide insights and provide rich information on the training needs and gaps that exist within a company (Schimdt, 2009). Such helps to improve the performance and the end outcomes in terms of profit. It is also easier to align training with the individual and business needs noted from the TNA process. 
At the organization level, the Apple Company has used TNA to identify performance gaps and address them by grouping workers into several teams (McDowall & Saunders, 2010). The managers have utilized the information to identify the training needed and align it with the organization’s objectives. For instance, innovation has been at the heart of the Apple organization (Collins, 2019). Still, the workers were able to apply critical thinking skills instilled through training to develop an iPod that solved the music challenges experienced at the time. Through TNA, the organization has developed a training relevant to the needs of the group teaching them how to apply their innovation skills on the tasks given (Armstrong, 2014). Finally, the process allows the organization to reflect on the available resources and allocate its budget on the training programs that will have the most significant impact on the organization. Such is evidence on how Apple prioritizes on training its best employees increasing productivity as the day dawns.
At the individual level, the TNA is a process that allows the workers to understand their weakest areas and cooperate to seek a solution for the challenges they face (Armstrong, 2014). It brings a novel understanding that no one is better and everyone needs a little push to achieve the best and especially meet the goals set. Consequently, Apple workers have learned to be open-minded and give room for continuous learning to capture new skills, especially from experts. For this purpose, they take part in helping the management understand them and their needs to improve performance in their workplace (Collins, 2019). Through such activities, they have become a part of the company an aspect that improves pride and confidence.
Benefits of training
The Apple Company has a well-planned training and development program with its main advantage being the workers (Apple Inc, 2019). Such is evident, especially in the research and development and marketing departments that have shown significant improvements. The learning environment introduced through training has improved the company’s ability to attract and equally retain employees with a high level of skill-sets needed to achieve the set goals and transformation challenges. For instance, in the year 2015, Apple impressed most people with an 81% retention rate among its store staff (MacNaught, 2019). Most employees have revealed that the best for working in the organization is that one has an opportunity to receive an education while at work. The workers evidence that the company has devised a way to train people to think through the problems that they encounter in the course of their operation (Daly, 2012). Every detail is essential as they apply their skills to innovate and create a solution to the existing challenges. Further, the company does not segregate its workers when it comes to training for engineers or storekeepers, all of them have an opportunity to learn new things. The respect they receive makes them hold strong to their position which is a plus on the organization as it does not have to spend hiring new employees every year. Individuals have learned and grown in the organization, which is an aspect that had made them reach their potential. Moreover, they have developed new skills and it has been easier to find jobs elsewhere at the instance of unemployment or the completion of a specific project.
Another key advantage of training at Apple corporation is that it has increased the employees’ knowledge and awareness on various issues. The organization has also used its resources to train managers and supervisors in their responsibilities to workers (Kosoff, 2019). A significant example is how the company requires the management from suppliers located in Singapore and Malaysia to attend a two-day workshop about labour laws, hiring process, and the onsite management of foreign workers (Kosoff, 2019). It is worth noting that these training opportunities have expanded the professional growth and development for workers through the Supplier Employee Education and Development (SEED) program. The topics covered under the program include computer skills, finance, and the English language (Gallo, 2012). The learning has borne positive results where workers have increased morale, higher chances of promotion, and a higher motivation as compared to employees who do not attend the programs.
Benefits of Performance Review
Apple follows the lead of its culture established by the founder Steve Jobs. It aims at pushing ever performer to do more to help the company to become competitive in the global dynamic market (AIM, 2017). The organization therefore has been demanding with its workers an aspect enhanced by a routine performance review conducted. The act is beneficial to the corporation as it allows it to understand the mental competence of each individual, their ability to work in teams, and their consistency in availability and performance. On the other hand, the workers benefit from this act as they get to understand their strengths and weaknesses and seek to improve for future endeavours (Daly, 2012). Following these outcomes, Apple has determined various attributes that help it adapt with a host of challenges faced in the modern market. However, Apple does not only perform a work review process on its employees but it also has a rich rewarding system that recognizes those work well and those who have improved most. According to Armstrong (2014), the basic purpose of the rewarding act is to attract, retain, and motivate good workers. The established rewarding systems also have the role of developing the employee skills and increase adherence to schedule. 
Apple values its employees and it understands that the workers form the most important aspect of the organization. It follows Maslow’s hierarchy of needs to provide the workers with benefits and ensure that they feel valued (Schimdt, 2009). For instance, the company offering satisfactory salaries for each individual worker meets the psychological needs. There are also breaks and a good working environment. It meets the need for belonging by ensuring that it improves the relationship between the managers and employees and offering individual counselling (Daly, 2012). It also empowers them to develop and grow towards their career path. Such outcomes have been beneficial to the organization as they increase retention and competitiveness in the work environment. At the individual level, workers have learned to identify their weaknesses and work towards improving them and building on their strengths. Further, the encouragement for workers to grow in their career has improved their confidence and innovativeness ability (Mavin, et al., 2010). Today, the company boasts of high retention and increased talent in each department not to mention the highly acquired market share. It has been at the lead when it comes to the best performing organizations and equally those that have higher retention. It has also been able to adapt to increased innovation and changes when it comes to the technology industry (McDowall & Saunders, 2010). Further, workers feel that they are where they are supposed to be due to increased training and motivation to keep them competitive no matter their scope of operation and qualifications.
Task 3
A Plan to Meet the Employees’ Needs in Apple
The TNA plan involves several major steps for a training assessment plan to enhance success for the company when it comes to meeting its goals, which include identification of key stakeholders, soliciting support, describing the desired outcomes to continue to mission objectives, clarify the critical behaviours for each worker that will help the firm to achieve the desired outcomes, and the definition of necessary drivers that are key to sustaining critical behaviours (Apple Inc, 2019). The aforementioned aspects ensure that the organization compensated for any weakness in the existing training and certification structure. Research shows that when designing an effective training and development plan, it is necessary to have a direct target. In this case, the Apple Company aims at its customers, stakeholders, and the workers.
Step 1: Data Collection
It is essential for the company to understand where to implement the new developments in training so that it can serve better the other shareholders not currently employed in the company. For instance, in the past events, Apple has met the needs of this step by conducting assessment surveys that were filled out by workers at different levels (Armstrong, 2014). Alternatively, the company can disseminate an assessment test that can ask the workers at Apple to rate the different attitudes and behaviours that they think are most important in their position. It is critical to examine closely elements embodying strong innovation and leadership skills to see their presence or lack in various departments. The act is critical as it indicates the group that needs the most training (Daly, 2012). It also serves as the starting point for understanding later evaluations of future training plans.
Step 2: Evaluation
The evaluation relies on the initial survey conducted on Apple’s needs. The step of evaluation for the desired outcomes is essential to continue working towards the mission objectives (Ahmad, et al., 2010). However, the evaluation should conform to the ideology that the organization needs to better build and clear innovative technologies, products, and improve on service delivery to ensure that it remains at the top of the competitive market. As a result, it should evaluate the employee’s behaviours and ensure that they contribute to the success of the company through an innovative spirit and a tendency for strong leadership at all departments.
Still, at the assessment stage, Apple’s workers need to embody the quality image of stellar customer service (Collins, 2019). In other words, the plan should ensure that the company delivers the best service to gain a novel opportunity of charging a higher premium for the innovative technologies present as compared to its competitors. It is critical to ensure the plan implemented works to upscale the level of service delivery (McDowall & Saunders, 2010). The essentiality of this process is that the level of quality of the service disseminated augments the benefits of transacting with the company.
Step 3: Training
According to McDowall and Saunders (2010), training is key to ensure that an organization meets the developmental needs of each worker. For instance, Apple has established various workshops that enhance training to facilitate creativity and innovation at all position levels. However, there is a need to focus on leadership training to ensure that all line managers and managers are par with the developmental needs of each worker. Research posits that leadership is a choice that each individual should make (Mavin, et al., 2010). However, each leader has the responsibility to provide the followers with a clear direction founded on purpose and understanding. Apple through leadership training has empowered its workers to become more invested in the organization by being leaders at their scope of operation (McDowall & Saunders, 2010). This has been essential to helping the company realize its mission statements, goals, and objectives at the end of every year.
It is worth noting the internal training program by the Apple Company integrated within its culture. Apple University is a significant example of how the company works to meet the employee’s needs. Steve P. Jobs was a key player when it came to the establishment of the school (Baer, 2014). The University was a way to inculcate the workers in the organization’s business culture, inform them of the history of how it grew and adapted to the tech changes. It is through this platform that the workers identify their needs in line with the company’s goals, and mission and work towards improving their weaknesses to obtain substantial results. According to the New York Times, the employees described the training program as a vivid reflection of the organization’s image that it projects to the world (Chen, 2014). The school performs under a well-organized plan with equipped instructors, writers, and editors to create and teach the courses. In also incorporate scholars from notable schools such as Yale, Harvard, Stanford, and Berkeley.
The research revealed that the company has an internal website available to the Apple staff members solely. Through this page the workers sign up for different courses tailored towards their respective positions and backgrounds. For instance, some classes teach employees on the effective strategies to use to blend resources and talent in the company (Apple Inc, 2019). Other courses enlighten on the case studies about an important business decision that the organization has made in the past. For instance, it frequently embarks on the iPod case and how its iTunes software is compatible with Microsoft’s Windows system. These training programs show the workers the importance of working beyond their expectation to achieve the unimaginable (Collins, 2019). For instance, the iPhone technology, although it had raised many controversies from the executives contributed to the modern-day success of the iPhone.
Step 4: Assessment
The fourth step is an assessment that allows the administration to review the employees’ performance as per the training needs identified earlier (Anon., 2013). The process also involves performance management to ensure that the organization achieves most by utilizing the worker's talents, skills, and abilities. Among the key functions of the performance management to ensure that all the goals set are organization-centred and that they focus on meeting the customers’ needs when it comes to service delivery (Devins et al., 2004). When it comes to recruitment, the company ensures that it gets the most qualified and skilled personnel and later improve their qualifications through intense training. The assessment is a 360 degrees process that involves peer assessment and performance reviewed conducted annually (Devins, et al., 2004). As earlier mentioned, the assessment works to ensure that the workers have gained the most effective training in accordance with the identified needs. It also takes note of the weaknesses that might be present and work on improving them during future training activities.
Step 5: Reflection
The final step of the plan is to summarize the entire process. It incorporates liaising with different teams and stakeholders to reflect on organizational performance. Apple, for instance, ensure there is a sense of unity among the management and the employees where they give feedback on several issues and needs arising (Anon., 2013). However, all the steps should conform to the company’s mission, short-term and long-term goals as well as shareholders’ inclusion (Schimdt, 2009). When the developmental needs of each employee are met, the company is sure to outperform its competitors and obtain a competitive edge at the market.



	
	Objective
	Measure
	Review Date
	Impact

	Training 
	To improve on the employees skillset
	To be conducted in for, of workshops once a week
	Once a week for six months
	To improve on the outcome of the workers’ performance

	Evaluation
	To see the impact of the training done
	After the completion of assigned task
	Relies on the time set for each task
	To help identify areas that need more improvements

	Reflection
	Help workers brainstorm and share their concerns
	Every once a month during team building activities
	Once a month for the first two quarters of the year
	To help workers share their experiences and learn from each other



Conclusion
Apple is among the most renowned brands in the globe. It provides exceptional products and services to its customers across the world. The high consumer reputation is a significant reflection of the high quality of products therein. However, the organization achieves all these outcomes due to the investments it makes on its workforce. It has identified that the employees form the most important aspect of the company. For this purpose, it has established a training structure to ensure that it fulfils its goal of being the best in the market. The presence of a University in the company ensures that the organization provides both efficient and innovative minds that will contribute to the ultimate success of the company. 
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