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Executive Summary:
This report analysis the HR system of two sportswear competitors, Nike and Adidas on the basis of HR function, people management approach, work pattern, effects on HR management of internal and external environmental factors and effects of technology. It can be concluded from the analysis conducted on the data available that Nike has a better people management efficiency as compared to Adidas. Adidas has the poorest capability to deal with the diversity and the cultural changes with its organisation. It failed to prepare its workforce to face these changes in a way that it will not affect the performance of the company. Time and again it gets called for issues like racism and inequality. This report gives recommendation to the HRM of Adidas to overcome this issue by applying various tools and methods.

Introduction: 
This report compares the Human Resource (HR) Strategies of Nike and Adidas. It identifies the people management issue based on analysing the relevant factors of people management and gives recommendations to resolve the identified issue. Both companies deal in sports footwear, apparel, sports equipment and accessories. Nike holds the biggest market share in the sports industry, while Adidas has the second biggest market share according to (Statista, 2022). Therefore, these two competitors are perfect to do analysis for considering their industry type, scale and size.
According to (Nike, Inc. MarketLine Company Profile, 2024), Nike, Inc. is the USA based sportswear company, which is headquartered near Beaverton, Oregon, United States. It was founded as ‘Blue Ribbon Sports’ by Bill Bowerman and Phil Knight on 25th January 1964. It has 83,700 employees. Monique Matheson as EVP is a Chief Human Resources Officer for Nike Inc (Nike, 2023). 
Michelle Robertson is the Executive Board member of Adidas AG Responsible for Global Human Resource (adidas-group, 2023). According to adidas (AG MarketLine Company Profile, 2024), adidas AG is a German sportswear company, which has its head office in Herzogenaurach, Bavaria, Germany. It was founded by Adolf Dassler in 1924. It has 51,561 employees. 

Analysis:
We will undertake further analysis of people management strategies of Nike and Adidas based of few main HRM concepts:
· [bookmark: _Hlk164610902]Human Resource Function:
(Armstrong and Taylor, 2020) defines basic human resource functions as dealing with employing, managing, developing and performance management of people in an organisation. It also has a complex role of contributing intel about employee issues in the formation of organisational strategies, strategic HR implementation of those strategies, preparing organisation’s workforce for delivering those, training and hiring employees in alliance with the company’s strategic goals, delivering and preparing for change management in a firm by preparing the employees for it, utilising the knowledge and experience by managing employee performance, providng feedback to the top level management, enhancing employee experience, ensure employee satisfaction and engagement, promotion of social obligations, rewarding employees, implement HR budgeting, adhering to compliance and engaging employees to improve the performance delivery.

a) Nike: The function of Nike's human resource team is to accelerate the company’s growth by encompassing culture, organisational effectiveness, talent and change (Nike, 2019b). They recruit sports-loving and innovative people. They ensure their retention by rewarding and offer engagement programs for performance enhancement. They hire diverse and culturally inclusive people aligning with athletic beliefs (Nike, 2019a). They empower employees, create healthy competition by supporting their differentiated skill and unique ideas and focus on global collaborations for creating innovative products (Nike, 2019a), (Nike, 2019b). 

b) Adidas: According to (adidas-group, 2016), the function of the HR department in Adidas is to employ people for the company who can portray real idea and passion for sports. They claim to hire unique diverse workforce to cater to their need to hire individuals with unique skills from multidisciplinary fields and multicultural environments.

· Human Resource Strategies:
(Armstrong and Taylor, 2014) defines, Strategic human resource management (strategic HRM or SHRM) aims towards developing and implementing the HR strategies that leads towards the alignment with overall strategies of an organisation, which ultimately results in the achievement of an organisational goal. It also highlights that these strategies consider the tangible and the intangible resources of the organisation. To gain the competitive advantage, these resources should be evaluated keeping in mind the VRIO framework, that is, whether these resources are valuable or not, whether they are rare or easily available, if they are easily imitable or not and if these are organised in a manner to attain the maximum output or not.

To analyse the effectiveness of the people management strategies for Nike and Adidas, we will look at the factors like working pattern in these organisations, internal and the external factors affecting the HR department, their people management approach and the role of technology in HRM.

1. Work Pattern: 

a) Nike: (Nike’s employees at its global HQ will return to office four days a week. 2023) informs about the company’s decision to increase in office working days for its US office-based employees from three days a week to four days a week after the Covid19 restrictions got lifted. This highlights the hybrid working patterns for the employees, where they work 4 days in the office premises and one a week from their home.

b) Adidas: (Ciment, 2023) reports Adidas is having a hybrid work pattern where its employees are working from office only three or more days a week.

This highlights both the companies having similar working pattern for its employees. Moreover, (Glassdoor, 2024) points out both companies to be doing equally well when it comes to work-life balance.


2. Internal and External factors affecting People management:
[bookmark: _Hlk164621683](Wolfgang Mayrhofer et al., 2024) concludes in the study of HR systems in 34 countries that the organisations with similar size, scale and the industry, often have similar HR systems to deal with internal and external environment. Below are the effects of External and the internal factors that affect the HR system of Nike and Adidas keeping in mind the fact that both companies have global presence, deals in similar products, have global supply chains and are market competitors according to (Statista, 2022).

a) External Environmental Factors: (Connor and Phelan, 2015) points out how Nike and Adidas both faced international criticism for unfair labour practices by their supplier factories in South East Asia and they are forced to form trade unions to overcome this problem. Adidas’s management appeared to be more proactive in forming trade unions, their regulations and implementation. Whereas, increased number of audits for the global supply chains in recent years shows increase in unfair employment practices in the footwear industry overall, in areas like child labour, forced labour, discrimination, health and safety risk, increased working hours, increase in continuous days of work and lower hourly wages (Kuruvilla, 2021). 

This suggests the vulnerability of both the companies to the factors external to their businesses like, globalisation, economic development of the countries in which they have supply chain, pressure from society (including the community or the union), government regulations in the countries it operates and social justice (sustainability or the environmental factor).

Nike claims to overcome the mistreatment of the workers employed with its suppliers in (Nike, 2022b) by utilising the data collected through  Engagement and Wellbeing Surveys (EWB). However, (Adidas, 2017) shows that Adidas is conducting unannounced auditing at the suppliers’ production sights and training them to ensure the employee wellbeing.
 
b) Internal Environmental Factors: 26.	(Ell, 2021) shows how various stakeholders put pressure on Nike to reveal the clear information regarding gender equality, minority representation in its workforce and various issues shedding light on the matters related to social justice within the organisation. 

(cleanclothes.org, 2023) reports that stakeholders of Adidas were forced to respond to social groups in order to address the protection of the rights of its workers.
Thus, it can be seen that the internal environment of the business like stakeholder, competitors, employees and so on, holds much power in the creation of the HR policies of both companies.

3. People Management Approach:


a) Nike: This company scored the highest in future fitness especially, due to its futuristic approach towards employee happiness and having the highest percentage of female directors (Follows, 2017). (Boston Consulting Group, 2023) shows Nike to be on 17th rank when it comes to innovation. This suggests that HR management is successfully managing the employee performance towards its strategic business goal, by way of positive influence on the workforce. Nike claims to overcome cultural and diversity related issues by investing in the learning opportunities for their employees and by offering them several engagement programs (Nike, 2022). 

b) Adidas: (Society for Human Resource Management, 2023) reports that Adidas contributes a certain amount per month to extend support towards the student loan debts of its employees along with making many other financial resources available to them.

This shows that both the companies have supportive approach towards their employees. They care about their learning and development.

4. Role of Technology:

a) Nike: Nike uses huge cloud-based hubs, small ticket raising HR softwares, several scheduling and communication tools, CV shortlisting tools like Textio, Miro, Qualtrics etc. to enhance the functions of its HR department and work teams, according to (Monteiro, 2022). (Nike, 2022b) mentions various performance and wellbeing measurement tools which Nike uses to gain intel about its workforce.

b) Adidas: According to (Young, 2018), Adidas’s people management team is using Astound Predict, which uses artificial intelligence and machine learning for the value assignment, data predictions active model management, active learning, do data prediction with much accuracy and resourcing data from multiple sources.

This shows both the companies uses and invest in latest technology to fuel their HR and other internal functions with the organisation.
People Management Concerns:
Based on the actual employee reviews on (Glassdoor, 2024), when we compare the Culture and values, Diversity and inclusion, Work-life balance, Senior management, Compensation & Benefits and Career opportunities, Nike is doing better than Adidas except Work-life balance, where both companies are doing equally fair. This shows that Adidas has problems around diversity, culture, employee satisfaction, fair pay and employee learning. 

a) Nike: 
i. Diversity and Employee Engagement: Nike supports diverse workforce by hiring minority community employees and engages them to contribute towards social causes (Moore, 2020). 

b) Adidas:
i. (Ciment, 2023) points out the issue of racism forcing the top executive to resign. This points towards the internal environment affecting the diversity and culture of Adidas. (Business World (India), 2020) signals towards diversity issues and (Thornton, 2020) also highlights the racism issue within Adidas’s work environment. Although Adidas tried to deal with and dedicated some funds to rectify this issue but it still persists.
ii. It is previously established that Adidas currently holds the second largest market share in the sportswear industry (Statista, 2022). This means it has the talented workforce, including a people management team. The re-emerging issue of cultural and diversity conflict in Adidas points towards possibility of Apollo syndrome (Belbin, 2010) among top HR executives of Adidas, as they seem to fail to understand the effective implementation of conflict resolution strategy for making the employees feel inclusive and failed to treat all its employees equally. It could be due to contradicting management styles or disagreement among the top management. This resulted in a recurring theme of employee dissatisfaction, diversifying focus from efficient productivity.

Conclusions:
· Using the details based on the above analysis, Adidas seemed to have unresolved issues surrounding culture, diversity and employee satisfaction. Nike appears to be actively eliminating the people management problems it encounters from time to time.

· By using the assessment method described in (Schein and Schein, 2017), the issues around the culture can be identified by firstly, observing and enquiring the employees about the values they carry. Secondly, by finding out about the values they prefer and implement. And lastly, by determining the regular inconsistencies in their Behaviour.

· [bookmark: _Hlk164627700]As culture, diversity and employee relations are intangible or psychological challenges, which are felt but cannot be recognized without thorough study of the work environment, it is considered to be the adaptive challenge based on (Heifetz and Laurie, 2001). This means it requires several different approaches to rectify. Nike claims to overcome this problem by investing in the learning opportunities for their employees (Nike, 2022).

Recommendations for Adidas:
1. Adidas should ensure implementing among its employees six important parameters for creating an inclusive work environment as pointed out by (van Eck, Dobusch and van den Brink, 2023): (a) Feeling Safe Psychologically; (b) Work Group Involvement; (c) Feeling Valued and Respected; (d) Influencing Decision Making; (e) Authenticity; and (f) Recognize, Honour and Advancing Diversity.
 
2. Based on (Han et al., 2019) it is recommended that the human resource strategies of Adidas should be vertically fit to be in compliance with the external business strategies and should be horizontally fit to be compliant with the diverse internal workforce related strategies in order to maintain high performance work system as proved in (Bednall, Sanders and Yang, 2021).

3. (Deschamps, 2024) suggests that cultural integration at workplace can be increased by Improving inter-departmental coordination, cross-departmental communication, training employees for improving communication, implement conflict resolution strategies, conduct employee meeting to share the common goals and objectives to bring everyone on the same page, take feedback from employees, create more understanding among them and offer mediation to resolve any disagreements. By implementing these strategies Adidas can create employee satisfaction among culturally diverse employees.

4. (Ren, Jiang and Tang, 2021) proves how green HRM practices can be used to influence enhanced employee performance creating positive motivation for them to contribute towards the sustainable goals of the company. Being one of the companies prioritizing sustainability, Adidas can use this approach.

5. Based on Maslow’s hierarchy of needs (Maslow, 1943), the people management team of Adidas can recognize whether the personal goals of its employees are based on basic needs, psychological needs or self fulfilment needs, in order to create strategies to motivate them.

6. (Culture Works HR, 2023) highlights some of the team building activities like human knot, salt and pepper, blindfolded drawing, virtual trivia and whose office is it, anyway? These activities can improve coordination, remove hesitation among employees, force them to open up to their colleagues in order to strategies, improve their communication reliability and build trust among them. This will help Adidas’s HRM to improve employee relations, which could also help their employees to reduce prejudice, bias and lack of information about the other team members.

7. Based on Kurt Lewin’s (Mind Tools, 2022) three step change model, the people management team of Adidas can introduce changes like diversity in workforce, cultural changes and equality among its employees. In the first step, they can unfreeze the current HR structure by periodically introducing a few changes, allowing people in their organisation to get used to those and the resistance to change can be avoided by doing so. In the second step they should implement all the planned changes in the HR policies and call for the employee feedback. Based on the feedback received, in the third step, they should refreeze the HR structure by implementing, controlling and improving those changes. This will also help in creating acceptance and 

8. By engaging employees in debates and discussions the HR team of Adidas can create understanding among its employees in relation to gender equality, minority support, cultural awareness and sensitivity towards other vulnerable groups like differently-abled people, neurologically divergent individuals and so on.

9. Adidas’s people management team can conduct seminars and learning sessions on emotional intelligence. This will help their employees to be more emotionally aware about the emotional needs of other people working with them.
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