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Reflective Report 
In the current reflective piece, I am going to share my learning experience through the ERA Reflective Model. As mentioned by Bassot (2020), ERA model is one of the simplest models for reflecting on learning journey. There are three stages in this process which are- Experience, Reflection and Action. Gathering knowledge on human resource management is a new experience for me. My experience of this entire journey of knowledge acquiring is very positive. While researching the different indicators of HR effectiveness within an organisation, I came across the concept of HR Metrics and certain Key performance indicators which helped me understand if the company’s HR strategies are actually advantageous in improving employee performance or not. HR metrics help to analyse the performance of human capital (Trivedi, 2015). The very first indicator is the Turnover rate which denotes the proportion of staff members who have left over a specific time period. I got to know that when the turnover rate is low, it means the deployed HR policies and strategies have been successful in motivating employees to stay within the company. This strategy of convincing the employees to stay in the organisation refers to as retention. Higher retention is a key indicator that HR strategies are effective to retain talent. I believe that from the retention rate, the analyser can have a detailed insight into different HR factors including “the remuneration rate or the labour climate”. The next indicator is the dismissal rate which means the percentage of employees dismissed by the employer. If the Dismissal rate is high this will mean that in the initial stage, the employer fails to deploy an effective HR strategy in recruitment and hiring and ended up hiring the wrong candidate because of which the company has to face financial loss. Another indicator is Absenteeism and I believe that this is an effective indicator to assess future absences and take necessary strategies to control it because high absenteeism increases the burden of the company’s costs and decreases productivity. Employee Satisfaction and Employee productivity are two indicators that are linked with each other. Higher satisfaction means the company is doing right and taking all effective motivational strategies to keep the employees satisfied. And when employees will be satisfied, they will eventually work harder to enhance their productivity and performance.   
When I am to reflect on my journey of learning this new area of HRM, I must say it has been enlightening throughout. I got to know about different characteristics of HR professionals. As we all know that it is part of the HR professional’s job that they need to interact with the people within the organisation and this is why, they should be skilled at having Interpersonal or soft skills and should have effective communication skills also. Moreover, the tasks of HR managers are also changing, particularly in the digital era (Chytiri, 2019). Hence, HR professionals are responsible to meet and greet people during many events, like, the hiring process, or any other interactive events. Therefore, I believe they should possess a positive impression, they should be professional yet approachable so that other people feel safe coming to talk to them.  The second and one of the most important characteristics that an HR professional should have been high emotional intelligence, EI is the power to identify what the other person is thinking and respond to that with proper emotion. Practising high-quality EQ within the workplace, helps the HR professional to understand the bond with employees and other team members. Thus, I understood that through high EQ a sense of trust and cooperation among the colleagues and team members could be achieved. 
HR professionals are meant to meet with many people and during that course, they would know each employee and their individual traits. Also, while going through the course, I knew that HR professionals deal with employees’ personal information, like, initial records, “performance evaluations, and payroll information and others”. While being emotive and practising EQ, HR professionals also get to know employees’ very personal stories of “medical problems, family disputes, or unstable living situations”. Thus, while dealing with personal and private data, the HR professionals should have the characteristics of being confidential so that they can build a sense of trust among the team members.  Apart from that I believe that for HR professionals to be critical thinkers and highly analytical. These would help them understand and analyse HR-related issues and critically solve them to achieve “long-reaching consequences” and increase productivity. 
Having analysed these above-mentioned work-culture-related issues, I can firmly state that these occurred due to the negligence in effective HR policy within the system. Survey results engaging female employees showed that Nike’s workplace culture has been toxic for years and the HR management and the hierarchy are well aware of it. Incidents of sexual harassment and gender discrimination are regular phenomena. This is why, employees finally spoke up and took a stand against the ongoing sexist attitudes and behaviour among the employees. The first incident of such an allegation appeared in 2018 when a female employee reported to the hierarchy facing sexual comments on her dress (The Guardian, 2023). Later other incidents of female employees being sexually harassed by male workers came up but the hierarchy did not take any serious steps to restrict them. Women empowerment in Nike’s work culture is a farce. Favouritism within the workplace, especially during availing of career opportunities is a common thing. Though Nike claimed to value the core principles of “inclusivity, respect and empowerment”, in reality having analysed the current allegations, I have no doubt saying that the HR department is a joke at Nike. In pen-paper, Nike showed that 43% of vice-president positions are reserved for female employees. However, the main challenge for Nike’s HR department is to resolve all these HR issues and strictly monitor if the theoretical HR policies are being deployed successfully or not. Having reflected on my performance in the team work, I must say, my communication skill and contribution in team work has been significant. However, I realised my researching skill could have been more effective, which I could not deliver. Hence, for future purpose, I must take certain actions like, taking expert help, learn to use different researching strategies, focus on library work and others to improve this area. 
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