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Case Study: Reward Management in Apple
[bookmark: _Toc67646517]Introduction
The advancement of technology is slowly changing the way businesses operate and handle their operations. The modern market environment is very different from the traditional market operations. This has been largely attributed to technological advancements. Apple Inc. as a tech company has been in the forefront in embracing and integrating technology as its core element in operations. However, even with the input of technology, human resource is still significant and critical in ensuring that the company operates successfully. Contrary to what many people may think that tech companies are doing away with the human resources, Apple has focused on the human aspect of its business operations even in the changing business environment. The company understands that they must adequately reward their employees to ensure that they not only attract but also retain talented and competitive staff in the market. This report seeks to establish and provide recommendations that Apple’s human resource management will use to implement a competitive reward management strategy in the company.
[bookmark: _Toc67646518]Overview of the Organization
Apple Inc. is one of the top world recognized tech company, which is currently controlling large market share in the United States in the tech industry. Apple’s inception in 1976 has seen the company come up with various technologies that has put it in the top place in the U.S. market as well as the global market. The company deals with various products such as computers, iPhones, iPads, iPods, and smart watch, which has revolutionized the market. Apple’s success is directly linked to the founder Steve Jobs, who was not only innovative, but also an inventor and a good manager. Ranging from the company resources to proper management of staff, Steve Jobs’ era was the turning point for Apple as it saw the company gain the larger market share both internally and across the world.
[bookmark: _Toc67646519]Drivers of Change
[bookmark: _GoBack]Organizations use rewards and incentives to achieve various goals, but the most commonly shared goal is that they are used to motivate employees. According to Bustanam et al. (2014), organizations employee different reward systems to attract and retain talented staff and also motivate them to achieve both personal and organizational goals. Rewarding employees, therefore, is considered a crucial element of the organization’s management that influences its success. Armstrong (2010) further explains that reward management entails the critical elements that can help the manager achieve organizational goals. Armstrong (2017) asserts that these elements contain policies, strategies, and processes that are needed to ensure that people’s values and contributions in the organization are recognized and rewarded. However, in order to construct an effective reward management strategy or system, the organization must understand the factors that affect employee reward system. Here are some of the internal and external factors associated with reward management system.
[bookmark: _Toc67646520]Internal Factors
[bookmark: _Toc67646521]Business Strategy
The organization’s business strategy is an important factor that influences the employee reward management system. The compensation method to be followed or adopted by the organization depends on the extent of the organizational business strategy (Atkinson et al., 2011; Armstrong & Taylor, 2014). For example, an organization like Apple that uses an aggressive strategy for rapid growth and development will have to maintain a higher level of reward strategy than its competitors. This will be useful in ensuring that the company pursues and achieves its goals. Other companies that pursue a defensive strategy opt to choose remuneration or reward strategy that is average or even below the companies that are performing well in the market. Apple is an international business organization that competes at the international market. This means that it uses an aggressive business strategy to be able to deal with the competition that is rapidly influencing the way the tech industry operates, both in the United States and around the world.
[bookmark: _Toc67646522]Business Environment
Business environment entails many things including the labor unions and ability of the company to pay. First, the labor unions regulate the supply of labor in the market. As such, they play a critical role in creating harmonious relationship between the labor and the employers. Labor unions work in the interest of the workers and they, sometimes, pressure management to provide workers with better working conditions and facilities as well as wages. This demand process may escalate to strike and lockout that may affect the performance and operations in the organization, due to low supply of labor in the industry. Mortono et al. (2018) argue that it is important for the employers to keep their employees happy and satisfied. One of the ways to achieve this is by ensuring that they are compensated well so that their unions do not have to pose any problems for the organizations they work for.
Also, the market environment may be influenced by the ability of the company to pay its workers. It is a simple logic that when the business is not performing well, the result may be devastating, especially to workers who rely on the business’s success to get their wages. The level of compensation being paid to the employees largely depends on the firm’s ability to pay their staff (Mortono et al., 2018). In case the organization is big as Apple Inc. Corporation, the staff expects that their pay is better and higher. The staff also expects to find much better facilities while working for such organizations. This informs the large number of applications that Apple receives annually because everyone wants to work there.
[bookmark: _Toc67646523]The People
The way people in the organization work also influence the compensation strategy or system used. For manufacturing companies like Apple, productivity is considered critical and crucial part of the organization’s strategy.  A good strategy, as explained in 8 of the course notes, is comprised of three elements, which include clear-eyed diagnosis of the problem the organization faces, the overall guiding policy on how the challenge will be solved, and asset of coherent actions designed to focus and redirect resources and energy towards resolving the problem (Session 8). People are paid according to how they work. This means that the more productive they are, the higher their reward. As Rai et al. (2018) explain, employees’ productivity can positively or negatively impact the organization, which can also result in low or high revenues. In Apple, productivity of the staff is clear with the different unique products launched in the market in the last two decades. Everyone would want to work for such an organization because the people have a big role to play in shaping its destiny and prosperity.
[bookmark: _Toc67646524]External Factors
[bookmark: _Toc67646525]Economic Conditions
Big corporations and organizations like Apple that has state-of-the-art technology and resources in place have an opportunity to pay their employees much better and with ease compared to smaller companies. According to Rai et al. (2018), reward system is the conse2quence of the organization’s level of competitiveness as well as key factor that determines the firm’s ability to prevail in the industry. Apple has existed in the market for more than four decades and one thing that is clear is that it is continuing to expand its operations to new markets in search of opportunities.
[bookmark: _Toc67646526]Legislation
One important that comes to the mind when someone mentions legislation is the government control measures and mechanisms. The government has a role in creating the market where the businesses can successfully operate and create wealth and revenue for the government through taxations. The government is also responsible for the people who work in the companies by controlling the powers of the organizations to ensure that they (businesses) do not misuse or abuse their privileges and powers to discriminate against workers. In the United States where Apple Inc. Corporation largely operates, various legislations control the way the market operates, which includes Apple’s business operations. The legislations that may affect Apple’s reward management system include the Minimum Wages Act of 1948, Payment of Wage Act of 1936, Equal Remuneration Act of 1976, and the Payment of Bonus Act of 1965. All these legislations deal with the interest of the employees to ensure that corporations such as Apple do not exploit their labor for profitability. Each of these legislations has a bearing on the reward management system that Apple would create. Therefore, as Armstrong (2010) explains, the organization must decide on the reward management that reflects on the relevant policy conditions in the country where it operates.
[bookmark: _Toc67646527]Globalization
One cannot talk about international business organizations like Apple without touching on the impact of globalization to their operations. Globalization, according to Rai et al. (2018), has created an era of higher employee compensation in different sectors of the economy. However, the entry of multinational corporations like Apple has triggered a different change in the compensation and reward structure across the different sectors. With the advancement of technology and innovations, many corporations, including Apple, are ripping huge benefits from the labor provided by their employees. In return, they choose to award and reward their staff with booming salary levels to motivate and retain them. Scholars agree that reward system or strategy is one of the most effective tools that a company can use to not only motivate its staff but also to reduce turnover, which may affect their productivity and also profitability (Atkinson et al., 2011; Mortono et al., 2018). In Apple, reward management system should help to achieve three main goals; improve job performance, enhance retention and attendance, and lastly, enhance employees’ commitment to the organization. This, according to Armstrong (2010), will help employees to develop close ties with the organization when they establish that it (organization) is interested in their welfare and interests.
[bookmark: _Toc67646528]Elements of Total Reward
Total reward, as discussed in Session 2 of the syllabus, involves all the types of reward. An effective reward system can be either financial or non-financial or even both. Total reward embraces everything that people value in the employment relationship in the organization (Session 2). As Armstrong and Murlis (2007) explain, the concept of total reward exerts more influence on the overall reward strategy in the organization. Most organizational theorists agree that human resources are key assets of the organization (Harunayamwe&Kanengoni, 2013; Mehmood et al., 2013). Human resources influence the successful achievement of organizational goals, but the achievement of these goals depends on the effective and proper deployment of the human resources within the organization. A successful organization relies on its staff to be productive to enable them to produce more quality products that meet customer satisfaction. Therefore, a reward system must relate to the concept of ability, opportunity, and motivation (Kshirsagara&Waghale, 2014). Reward systems can be divided into financial and non-financial. Both systems are important, but the organization must choose a system that will meet its needs in rewarding the employees.
[bookmark: _Toc67646529]Financial Reward Components
[bookmark: _Toc67646530]Merit Pay
Merit pay is a financial reward whereby top-performing employees are paid additional to motivate them. According to Kshirsagar and Waghale (2014), merit pay helps the organization to differentiate between high and low-performing employees. This enables the employer to reward those who are high-performing in the organization. In an organization like Apple, high employee performance results in high productivity, which further translates to more revenue. This form of payment is critical in motivating those who are performing because it does not discriminate against a group of employees, but it identifies those who are committed and rewards them for that commitment. In a big organization like Apple, the value of employees can be difficult to determine accurately because of the different departments. As explained in Session 6 of the syllabus, business leaders agree that talent is valuable and scarce, and yet many organizations still do not give their human resources the attention they need, especially in demonstrating that they are valuable. Even though majority of organizational leaders agreeing on the employer brand and that talent is valuable, only about 23% of the organizational leaders believe that their acquisition and retention strategies are effective (Session 6). Therefore, the organization must create a system or strategy that helps in identifying those high-performing employees. For example, the organization can use the supervisors and team leaders of different departments and groups to identify high-performing employees.
[bookmark: _Toc67646531]Bonuses
Bonuses are among the commonly used financial reward systems in many organizations because of their ability to appeal to the employees’ motivation. Bonuses, according to Yousaf et al. (2014), refer to the sum of money paid to employees beyond their existing wages. Bonuses can come in different forms, but they all serve the same purpose when rewarding employees’ commitment and hard work. There have been arguments on the primary reason why many organizations prefer to use bonuses as the key rewarding system. From the financial reward systems, bonuses have proved to be an effective tool to inspire workers and also meet the employees’ satisfaction. According to Saleem (2011), the reason why many organizations prefer this form of the incentive payment is that they are an easy way to appreciate employees. The organization should create a grade and pay structure that reflects the needs of the organization and its employees (Session 4). Grade and pay structure should clarify the reward, lateral development, and career opportunities for employees. As such, it should be constructed clearly and logically for employees to understand (Session 4). Other roles of this incentive tool are that it serves as an effective strategy to increase employee morale and motivates them to reach their goals (Saleem, 2011). One of the slogans of Apple that have differentiated it from the other tech industries is that Apple recognizes the need to make its employees happy because happy employees result in primed performance, which consequently leads to better production and quality.
[bookmark: _Toc67646532]Non-Financial Rewards
[bookmark: _Toc67646533]Recognition
This is a long-practiced strategy that many organizations have been using to motivate their employees. According to Armstrong (2010), recognition demonstrates appreciation for a level of performance and achievement of a goal. This can be confidential or public, but it cannot exist on its own. This means that it must be integrated with other strategies like financial. In addition to wages, recognition serves as a useful tool that encourages employees’ morale. As Mehmood et al. (2013) explain, recognition is effective because it is a strong non-financial motivator. Sometimes, even recognizing employees that they have performed well throughout the year (an employee of the year) is enough to give them the morale to work hard the following year.
[bookmark: _Toc67646534]Job Promotion
Apart from recognition, which is always mistaken with job promotion, this strategy is also another useful non-financial incentive or reward that can help the organization motivate its staff. Job promotion does not only motivate workers but also guarantees the organization or employer that they can fulfill the responsibilities associated with that position. Rai et al. (2018) explain that job promotion is a motivator in the sense that even though it involves additional responsibilities, employees are motivated and satisfied because of the recognition and increase in wages. Most promotions involve an increase in compensation as well as responsibilities. However, people seem not to be worried about the additional work, but rather, they look at the better payment and authority that comes with promotions.
[bookmark: _Toc67646535]The Role of Line Managers
Line managers, as Azmi and Mushtag (2015) explain, are responsible for the management of organization resources including employees to help achieve specific functional or organizational goals. As Armstrong (2017) explains, the problems with the traditional approach to organizational performance management such as lack of skills and attitudes by the line managers to help them undertake their responsibilities effectively are serious. Some of the roles of a line manager include:
[bookmark: _Toc67646536]a). Planning and organizing
A line manager is responsible, primarily, for planning the department or organization’s priorities, objectives, and aims. This involves communicating to their respective teams and colleagues on changes in the schedules and other important information. Planning also involves goal setting and development plans for the organization, which is a critical phase in performance management. As discussed in Session 1 of the syllabus, the purpose of this phase is to clarify and align the organizational goals for the year by setting clear and measurable goals which define the expectations for every member of the organization. It also involves discussing the organization’s competences and identifying the development opportunities to pursue (Session 1). This position also provides the manager with the opportunity to recognize those high-performing employees who need promotions and even recognition because it involves working closely with the teams.
[bookmark: _Toc67646537]b). Managing the organization’s finances and resources
As the custodian and controller of the finances and resources, a line manager is responsible for channeling and directing resources within their control (Crawshaw& Game, 2015). The resources may include money, time, and even people. This position mandates them to control where and when the resources are supposed to go to meet the specific objectives of the organization. Line manager, in an organization like Apple, is powerful because he or she determines who gets assigned to what duties at what time and even the compensation. However, this also makes him or her an important person in the organization because through this position the line manager can ensure that the organization gets value for money it invests in people, time, and projects. By managing and monitoring the budgets and financial needs of the organization, a line manager can make the best use of the available resources within the organization’s regulations and policies.
[bookmark: _Toc67646538]c.) Promoting equality and diversity
This is a unique position in the management because it requires the manager to be familiar with and comply with the equality legislation while also promoting equality and diversity. Apple is one of the best companies that people across the world would want to work for. However, they must be given the same opportunities during the hiring process and even compensation to ensure that they remain motivated to work for the organization. Since hiring and recruitment is part of the line manager’s responsibilities, he or she must ensure that all employees are treated equally and fairly during the hire, promotions, and reward process.
[bookmark: _Toc67646539]d.) Annual Review and Development
As mentioned in the previous section, one of the important non-financial reward systems is recognition and promotion, which all arise from the annual review process. End-year or annual review is the third phase in performance management. As discussed in Session 1, the purpose of annual or end-year review is to discuss the annual performance in relation to the goals and competences as well as development plans. The annual review helps the organization to identify and categorize employees according to their performance. It is a process that can help identify high-performing employees who need to be rewarded. According to Crawshaw and Game (2015), the annual review aims at helping employees to realize their potential by focusing their efforts towards contributing to the success of the organization. This phase is also important because it helps to identify and appreciate the achievements including the goal delivery and competencies (Session 1). Line managers can use this process to achieve equality and diversity because it involves interacting with all of them. Through the annual review reports, employees can get promotions, retain their positions, and even become formally recognized in the organization. Line managers, therefore, can facilitate the implementation of the third phase in the performance management by assessing the performance of goals and competencies as well as determine the performance ratings (Session 1). As Faragher (2018) explains, even if the annual review or appraisal is done correctly, but the managers do not engage in regular conversations on how the unachieved goals can be met, then there is no significance of the review. Therefore, the productivity report on employee performance must reflect their true potential to ensure that employees are not prejudiced.
[bookmark: _Toc67646540]e.) Communication and regular meetings
Another important role of a line manager is to ensure that the staff knows and understands what they need to do so that they can perform well on the jobs. As such, a line manager must be an effective communicator to facilitate communication between their department and the human resources in the organization (Azmi&Mushtag, 2015). Even though holding staff meetings may not be possible or practical in a big organization like Apple, but making it frequent is important because it will ensure that the staff is aware of what is expected of them.
[bookmark: _Toc67646541]Conclusion
Organizational performance and success are dependent on many things ranging from effective management to proper utilization of the company resources. With the advancement of technology, the role of human resources is becoming limited in organizations as their positions are becoming redundant with the technologies. However, for Apple Inc. Corporation, human resources are an important part of the organization’s assets that can help it achieve its goals. Therefore, the company needs to focus on reward systems that match its employees’ needs. This report has highlighted various incentives (financial and non-financial rewards) that can be used in Apple to ensure that employees remain motivated and satisfied with their work. Big corporations like Apple have the capability and capacity to pay their workers better, but it all depends on the employees’ ability and commitment, which is determined by the line manager. Therefore, a line manager must be fair and just when identifying those who need to receive the rewards.
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