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1. Introduction:

Human Resource Strategy of a company plays an important role in terms of the company’s Revenue, as well as operating the whole organisation. In the previous Assignment (HRM LCMB7000 Assessment 1), we have already explained what Human Resource Strategy is as well as the Background of my Chosen Company (Apple Inc.). In this report we are going to outline some detailed Human Resource Strategy, their Principles, Models and Concepts for the following areas of the HRM / IHRM.

a) Staffing: Recruitment and the availability of the Skilled Local Labour
b) Learning and development
c) Staffing / Retention.

2. Human Resource Strategy:

The objective of Human Resource Strategy is to obtain the right people with skills, knowledge, and potential for self-development. The recruitment of people to meet the company’s needs and to form a core HRM policies towards their motivation and development. The strategic capability of an organization depends on the capabilities of its resources in the form of people’s capability, otherwise on the capabilities of its workforce. The goal and the aim of Human Resource Strategy ensures that the company or the organization achieves competitive advantage by employing more capable people over their rivals. (Prashanthi, 2013).


“It has been noticed that different companies got different missions. Also, we noticed that we need different people to run different businesses. That’s when we began to realise that we need to amend our human resources planning and management with the Strategic planning” said Mr. R H Jones – former CEO and Chairman of General Electric Company.
 (Schuler, 1987). 

So, the theory is if you have right people in the right place, you don’t have to worry about anything. There are many different types of organisational strategy that HRM follows depending on the needs and the types of the organisations.


Matching Personnel and Human Resource Management (PHRM) practices to Strategy:

This strategy is the implementation of the Manager-Strategy Match Paradigm. This theory focuses on Staffing practice, as well as on using all PHRM practices to facilitate all necessary characteristics for all employees, not just for Top Management or General Manager.









3. Strategy Types and Employee Characteristics:

There are well over a dozen framework for studying and understanding Strategy type. One that reflects and integrates features from several others is that used by Grestein and Reisman. They developed Five Strategy types. These are:

· Entrepreneurial Strategy
· Dynamic Growth Strategy
· Extract Profit / Rationalisation Strategy
· Liquidation / Divestiture Strategy
· Turnaround Strategy

Please refer to the Appendix A: Table 1, for the criteria and the Concepts of these Strategies. 



But to outline in details of the above area we need to have a clear concept about the HRM and IHRM as it is mentioned in Number 3 of the Task description on page 2 of the Assessment specification assignment 2 specification. 

4. (a).    What is HRM (Human Resource Management).

Human resource management (HRM) is a comprehensive approach to the employment and development of people. HRM can be regarded as a philosophy about how people should be managed, which is established by several theories relating to the external and Internal behaviour of people and organizations. (Armstrong, 2014).

4. (b)  What is IHRM (International Human Resource Management).

International HRM focuses on the way MNCs (Multi-National Companies) attempt to influence in the operations of people’s work across borders. Globalization presents huge challenges for managing and regulating work internationally. Lots of changes are taking place in the economy Globally, as well as nature of work and management across different countries and regions. International HRM operates within this dynamic context, and IHR Strategies and practices when located within social, political and economic Technological trends. (Edwards, 2016)

5. My chosen Areas of HRM / IHRM to develop and deploy Human Resource Strategy are as follows:

1. Staffing: Recruitment and the Availability of the Skilled Local Labour.
2. Learning and Development
3. Staffing: Retention







5.1. Staffing: Recruitment and the Availability of the Skilled Local Labour.

Recruitment is the process of finding and engaging the people as per the organisational needs. Selection is that part of the recruitment process to decide which applicants or candidates should be appointed for the jobs. In engagement, people employ and express themselves physically, cognitively, and emotionally during role performances. (Armstrong, 2020).

Figure 1: IES Model of Employee Engagement
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Source: Armstrong et al 2010

There are several factors that affect the employee engagement such as:

· Job challenge – when the scope of jobs is broad, job responsibility is high and there is a high workload. It creates the potential for personal growth, accomplishment and enhances engagement.
· Autonomy – the employees are allowed to have their freedom, independence and use discretion in scheduling their work and to determine the procedures for carrying it out. It provides a sense of ownership and control over the outcomes of the work.
· Variety – this allows individuals to perform many different activities using many different skills.
· Feedback – providing employees with direct, clear, and positive feedback about the effectiveness of their performance definitely make them more engaged.
· Fit – the existence of compatibility between an individual and a work environment that allows employees to behave in a consistent manner.
· Opportunities for development – these make work meaningful as they provide employees growth with future carrier building.
· Rewards and recognition – these represent both direct and indirect returns on the personal investment of employee’s time, work, and loyalties towards the company.
· In addition, the quality of leadership practices by line managers plays an important role in a total engagement of the employees.

(Armstrong, 2020)




In terms of the availability of the local skilled labour, some time it is very difficult to locate it within the region or the country. Specially in the UK there is always shortage of skilled labour. 
For many years The UK is having skill shortages in specialized services. The shortage is highest among skilled people resourcing are in Health, social services, Information Technology, and hospitality industries. This situation has gone worse by the Brexit. A massive number of EU nationals already started leaving UK on account of Brexit causing a huge impact on People Resourcing. To minimise the impact, The Government has announced plans to revise the visa system to make it easier for companies to recruit workers from outside the UK. (Odey, 2021).

How my chosen company Apple Inc. is doing in terms of Skilled Local Labour:

Apple Inc. is a USA based Multinational Technological company, operating its business over 30 countries around the Globe. Apple’s Marketing strategy is High quality, High price. So naturally to produce high quality goods apple always recruits highly skilled workers for the company. From the Employee engagement Model in Figure 1 we see that Autonomy is the strategy that fits the Apple’s recruitment process because Apple gives its employees freedom to work and independence to use their discretion to schedule their work and procedure. It provides a sense of ownership and control over the outcomes of the work which is one of the greatest strengths of Apple. Apple is spending a huge fund foe staff training and development which giving job satisfaction and in turns creating loyalty towards the company. This is making Apple team Members valued, appreciated and sense of ownership to apple Inc. 

Since Apple is a Multinational and Global company, so the recruitment process they operate is handled by International Human resource Management (IHRM). For example, for their UK stores, apart from few central Managers in USA, most of the recruitment takes place here in the UK locally where the stores are. Only if they can’t find adequate high tech skilled staff within the UK then they recruit from abroad. If we see 3 years statistics below, we can see that Apple has spent over $ 8.06 bn in 2015 whereas in 2013 it was $4.4bn. so Apple is developing its Technology and at the same time developing its staff skills and Loyalty significantly which is very important for their Market Leadership sustainability. 

		YEAR		2015		2014		2013

	R&D 		8,067,000 	6,041,000 	4,475,000





                  (Alecusan, 2016)
                  Figure 2: Apple spent on Research and Development.

5.2.  Learning and Development:

In Human Resource Management ‘Learning and development’ plays one of the most import role for an organisation. In this competitive and Technology boomed market it is very important to keep up to date with the product and service knowledge to survive and grow. Because of the Technology Boost and easy availability of Internet most of the medium and large-scale companies operate their business globally.

Firms that operate in the global arena confront a few special problems related to T&D of their global work forces and managers. T&D is traditionally one core functions of HRM. So, when an international business reaches to a significant level, and involves with multiple subsidiaries and partnerships abroad, they transfer their technology to other countries, with developing and pursuing a global strategy, and with the assignment of a number of employees to international position, where training and Development function takes on a new and more complex nature. Here IHRM Strategy in L&D / T&D Strategy takes place and IHRM Managers prepares their training materials accordingly. For example, Honda got three manufacturing division, Japan, North America and in Europe but Managers will see all three regions customer in the same way and train staff accordingly. Whichever way it happens, does not matter but employees Training, and development is a core factor for any organisation’s survival and its future growth. (Bricose, 2009)

On-line e-Learning/Training and Overseas conference Learning.

Now a days getting access to a computer system and internet has become much easier. So HRM/IHRM Managers can easily adopt the remote learning strategy to Train regionally and internationally through e-Learning. In one hand it is very cost effective and on the other hand it is less time consuming. Companies of medium and large size mostly operates Globally, so e-Training through e-Learning using the online platform like Microsoft Teams or Zoom this can be easily done which will be beneficial for both local and global organisation and its employees.

Ongoing staff training is an identified area of need in the HRM/IHRM within the organisation. The Future of Human Resources in e-training can be an effective and efficient tool for management to engage staff in communication and Training. The advantage of e-Learning is any new members of staff starting, they don’t need to travel to regional or Head office for training and development, they can join the remote learning instead.  Also it provides flexibility to learn anytime, anywhere. This learning can take place at an individualised venue and pace. During designing the e-Learning course material, it is important to include some assessments with learning activities that measures the outcome. (Macnaughton, 2015).


What Apple is doing for its staffs for Learning and development.

As we mentioned earlier Apple Inc. is an International Technological company and operation its Business over 30 countries worldwide. Apple got nearly 147,000 employees worldwide according to the statistics of 2020. (Source: Macrotrends.net). As per the statistics in Figure 2 in previous page apple spent $8’06 bn in 2015 for Research and Development with a massive $34.59	 bn Prediction in 2020. (Figure 3)  

World Top 4 R&D spending company prediction (in bill. $ ). 
	
	2016
	2017
	2018
	2019 
	2020

	Apple 
	10.85903 
	14.52138 
	19.40435 
	25.9144 
	34.5929 

	Google 
	15.79496 
	21.36204 
	31.64008 
	57.32052 
	240.65798 

	Tesla Motors 
	1.39391
	2.59623
	4.96185
	9.67145
	19.14622

	Microsoft 
	12.30813
	12.34347
	12.34508
	12.3451 
	12.34513


(Alecusan, 2016)
Figure 3: Apple in one of the Top 4 in R&D Spending Companies prediction for five years.

Apple Inc. is a High Technological company and the current Market Leader for last Five years. To sustain this Leadership Apple needs to keep not only to up to date but also to innovate the New Technological market. Technology is the strength of Apple, so there is no alternative but to spend on Technology research as well as on the staff development who will be producing High quality and high-Tech Products. From the above Table 3 we see that Apple is already on Track for this and hence its not surprising that Apple is the current Technological market leader for last few years in a row. Apple is Looking after its staffs, their welfare and development, so the staffs also working with Loyalty and serving their best to the company.


5.3.   Staffing: Retention.

One of the HRM / IHRM Core responsibility is to concentrate on Staffing, Recruiting the Right people, in Right Time and Putting in Right Place. But Staff Retention is much more than that. Retention is much more challenging; it is even more difficult for IHRM when managing performance and retaining staff globally. 

Performance Management is a very Important piler within HRM / IHRM because it ties together the Organisation and the Individual Performance by adjusting the respective objectives by designing appropriate Evaluation and Reward system across the business. Global performance has become the theoretical and the Empirical interest to HRM and IHRM. 
For retaining staff globally, IHRM should not only to emphasise on skills, innovation and opportunity enhancing HRM practice but also to take into consideration on Employee well-being. Although it is beyond doubt that there is benefit of coherent system of HRM/IHRM, but the critical question remains regarding the actual influence of such system on employee performance and well-being. (Ogbonnaya, 2018)

Staff retention will only be possible when HRM/IHRM operates with the following systems.
a) Follow selective hiring, 
b) Include intensive staff training,
c) Regular performance appraisal,
d) Offer continuous workplace support, 
e) Implementation of team working, 
f) Offer job autonomy
g) Positive Feedback 
h) Recognition and rewarding.

HRM/IHRM benefits by aligning employees' interests more closely with organisational goals provided employee well‐being is enhanced and performance is strengthened. HRM systems is very keen to sharpen employees' skills and performance, but with little or no benefit to their well‐being. so, in terms of staff Retention it is a trade-off between performance and Employee’s well-being. Another words, it is very important for organisations that they look after their staff well-being by recognising and rewarding for their achievements and innovations and make loyal employees alongside the company performance. (Ogbonnaya, 2018)



What Apple Inc. is doing in terms of Staffs Retention.

Since Apple Inc is a Technological company, Technology is in the heart of its success. So, in this Booming technology-oriented world, Apple needs to continue their innovation in technology to sustain their Leadership in the market. So, for their survival and sustainability they must train their employees with proper, accurate and up to date skills and innovative Technological knowledges and that’s what Apple is exactly doing. Proof is the Apple has been announced the best Technological company in the UK in 2020. Not only this, but Apple is also the world’s top Technological company since last Five years in a row. If we refer to Figure 2 and 3, we can see that apple has increased its R&D Budget from $4.4 bn in 2013 to a massive 34.5 $bn in 2020. It is a shocking 800% increase in 7 years. No wonder Apple’s Employees are Loyal, highly satisfied and takes Autonomy, feels ownership in their Job. This is the reason Apple’s staff turnover is significantly low, that’s why it says, ‘Once you join Apple, you join there for ever’. 


6. Conclusion:

After a wide discussion We have found that there are many different types of HR Strategies exists in the Business world for the HRM and IHRM to choose form and to implement in their Business. Which Strategy to choose that entirely depends on the size and the type of the business. But the Principles, Concepts and the models or ethics should be the same which is very important for the organisation, and that is - The Business must consider the Employee’s development, Job satisfaction, Autonomy, Recognise and Rewarding and well-being alongside the staff and company Performance. Only then this Strategy will make our team members valued, appreciated, and develop a sense of belonging to our organisation. 
--------(*)--------
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[bookmark: _Toc81644900]Table 1: Different Types of Strategy. (Schuler, 1987).
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Entrepreneurial: In this strategy, projects with high financial risk are undertaken, minimal

policies and procedures are in place, there are insufficient resources to satisfy all customer

demands and there are multiple priorities to satisfy. The focus here is on the short run and
getting the operation off the ground.

Dynamic Growth Strategy: Here risk taking on projects is more modest. There is a cons-
tant dilemma between doing current work and building support for the future. Policies and
procedures are starting to be written as there is a need for more control and structure for
an ever-expanding operation.

Extract Profit/Rationalization Strategy: The focus here is on maintaining existing profit
levels. Modest cost-cutting efforts and employee terminations may be occurring. Control
systems and structure are well developed along with an extensive set of policies and
procedures.

Liquidation/Divestiture Strategy: The focus of this strategy involves selling off assets, cut-
ting further losses and reducing the workforce as much as possible. Little or no thought is
given to trying to save the operation as declining profits are likely to continue.

Turnaround Strategy: The focus of this strategy is to save the operation. Although cost-
cutting efforts and employee reductions are made, they are short-term programs for long-
run survival. Worker morale may be somewhat depressed.




