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[bookmark: _Toc99042780]Executive summary
Anta is a leading sportswear designer, producer, and distributor in China at the crossroad of transformation from the professional sports market to the mass market. However, the performance management issue of Anta has been a barrier against its transformation. The report critically investigates the performance management issues of Anta. The identified issues include the incomplete performance management process, the undiversified performance management mechanism, the low employee engagement in the whole performance management process, the unscientific performance appraisal system, etc. The deficiency in performance management has resulted in disengaged employees, which, in turn, leads to lower commitment, loyalty, branding, etc., 
Some recommendations are provided at the end of the report to help Anta with its current performance management issues. Anta should review its current performance management system and draft a new appraisal plan according to the job. More communication and participation of employees should be incorporated in the different stages of performance management. The transformation of Anta should be decomposed into measurable objectives and integrated into the performance management of different job positions. 
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1. [bookmark: _Toc99042781]Introduction 
The disruptive forces, such as the increasing globalization and digitalization, the sudden outbreak of a pandemic, the generation Y as a major workforce, have continued to change the workplace. Not only the day-to-day work routines of employees have been changed, but also the entire human resource management (HRM) process, such as the way companies recruit, reward, and retain talents (Stone and Deadrick, 2015). The present paper sheds light on performance management as a priority area for discussion. Especially, it investigates the performance management issues within Anta and attempts to forward some effective recommendations for Anta in its future performance management.
2. [bookmark: _Toc99042782]About Anta
Established in 1991 and based in China, Anta has been a leading global sportswear company engaging in the design, development, production, and marketing of sportswear under the brands of Anta, Fila, Descente, Kolon, etc. (Anta, 2021) Anta was listed on the main board of the Hong Kong Stock Exchange in 2007 to raise funds for operation from the public. The basic demographics of employees in Anta are presented in the following table. 
Table 1. Employee highlight of Anta (Anta, 2021)
	 
	2020
	2019
	2018
	2017
	2016

	Total employees
	41,000
	30,800 
	25,000
	18,800 
	17,800 

	Gender ratio (male: female)
	27%：73%
	32%：68%
	36%：64%
	40%：60%
	42%：58%

	Employee cost ratio
	12.5%
	11.7%
	10.9%
	12.%
	


Two years ago, Anta started to prioritize the multi-brand and omni-channel strategies to seize emerging opportunities (such as higher health awareness of the Chinese public) in the mass market (Anta, 2021). Previously, Anta specialized in the provision of professional sports apparel for players. The well-defined brand portfolio has been utilized to help Anta defend against uncertainties, and enhance its competitiveness overall in the long run (Wang, 2021). 
3. [bookmark: _Toc99042783]Main discussion 
[bookmark: _Toc99042784]3.1 The benefits of effective performance management 
In order to achieve long-term development and standardization of management, enterprises must make reasonable human resources allocation and give full play to the value of human resources in each position (Moynihan, 2008). The human resource allocation of the enterprise needs to be based on performance management, according to the corresponding indexes of performance assessment, to reasonably allocate internal human resources, making human resource decisions more scientific and realizing the matching of human resources with jobs, therefore, performance management, as the basis of human resource allocation, is crucial in HRM (Latham et al., 2005). The way of performance appraisal has a direct impact on the performance appraisal system and results, so to ensure the validity and credibility in the appraisal, the existing stage of development, the way of performance appraisal is mainly divided into the following kinds (Moynihan, 2008). Firstly, employee level assessment. This is now the most widely used a way, mainly the work content divided into different areas, according to the relevant provisions of the standard, according to the employee's work status assessment; second is the goal management, mainly through a variety of ways and means to promote employees to achieve the ultimate goal required in the work; third is the 360-degree assessment method, which is currently the most comprehensive assessment method, but also the most difficult to implement. To have a good organizational scope, fairness and confidentiality, senior leadership support and other factors, the main way to implement is through the leadership and management of a comprehensive assessment of employees, through different perspectives to achieve the purpose of a comprehensive evaluation of employees, in order to help employees to clarify their own strengths and weaknesses (Pulakos & O'Leary, 2011).
On the one hand, the ultimate purpose of performance management is to explore and evaluate the value of talents so that the personnel in each position within the enterprise can play their maximum value. Therefore, performance management has an important motivating effect on human resources, mainly through the appreciation of personal contribution via fair appraisal and proper compensation (Pagdonsolan et al., 2020). Performance management requires each enterprise to use the appraisal results to assess the overall quality and efficiency of employees' work. If there is an effective performance management system in the enterprise, employee’s contribution can be acknowledged and employees can be effective motivated (Mani, 2002).
On the other hand, in recent years, in the context of the long-term development of enterprises, more and more enterprises have gradually realized that talent is also a competitive performance that cannot be ignored. Performance management, as an important aspect of HRM, can further improve the overall efficiency of HRM by improving the formulation and implementation of the performance management system, and playing the role of performance management in the enterprise's efficiency enhancement (Biron, Farndale and Paauwe, 2011). Performance management is comprehensive, and enterprises need to combine their specific development situation and HRM level to scientifically set performance modules, and through performance assessment and evaluation, to play the effectiveness of performance management in HRM
[bookmark: _Toc99042785]3.2 The issues of Anta’s effective performance management 
Since Anta started to build the performance management system, it has invested more human, material and financial resources and formed a set of its own performance management methods. Although it has achieved certain results, today, with the rapid development of the company, it still continues to use the system and standards formed in the early days, and there is a certain degree of disconnection with modern performance management in terms of concept, technology and operation methods (Lv, 2019). In the following, the report will analyze and discuss the problems of performance management in Anta, taking into account the current situation of the performance management system of the company.
· The original performance management system is dominated by the salary "deduction and punishment system", and there is no incentive mechanism, which causes most employees to be satisfied with their work by not violating the company's rules and regulations, completing the tasks assigned by the leaders on time and in quantity, and not having their performance salary deducted, but they lack certain knowledge about the quality of their work, the reasonableness of the leaders' ratings, and whether they are promoted in their work, and they lack certain enthusiasm in their work (China Daily, 2020).
· The fundamental purpose of performance appraisal is to promote the improvement of performance through management tools such as appraisal. Anta's appraisal method is monthly management appraisal, and there are many problems with this appraisal method (Anta, 2021). Firstly, the appraisal form is set very subjective, mainly in the appraisal form with too many qualitative indicators, and the indicators are not quantified and refined, and the evaluation results in assessing employees' work attitude, work responsibility and other aspects are subjectively assumed by the appraiser, which cannot be objective, effective and factual, and the lack of quantitative indicators makes it difficult to objectively measure an employee's work performance; secondly, there are no different positions according to the setting of different assessment indicators, the assessment content is basically the same, for example, the same assessment method is used for positions such as administrative specialist and technician, and the assessment indicators are basically the same.
· From the actual operation of Anta at the present stage, the department sets the performance appraisal target of the department according to the market situation, but not according to the decomposition of the enterprise strategic goal, which will lead to the problem of contradictory performance appraisal targets among various departments, and the performance appraisal target of the company is also the summary of the performance appraisal target of each department. At the same time, the performance appraisal objectives of Anta are more arbitrary and not based on the strategic objectives of the company, so that after the end of the performance cycle, each sales department is able to complete the performance objectives better, but the head office completes the performance appraisal unsatisfactorily (China Britain Business Council, 2022). One of the main reasons is that the performance appraisal objectives of the marketing department are not made according to the decomposition of the strategic objectives of the decomposition enterprise, but are obtained according to the work content of each department, and although the top-down declaration is implemented, the top-down decomposition under the premise of mutual communication is not realized. As the performance appraisal objectives of Anta appear to be disconnected from each other and the development strategy of the head office, the performance appraisal also does not play the role of guiding employees correctly.
· Anta's performance management process is incomplete. A complete set of performance management should include four links, such as performance target setting, performance guidance, performance evaluation and performance improvement. The performance management of Anta has been neglecting the link of "performance improvement", and due to the lack of analysis of existing problems, employees do not know the reasons why each index is deducted from the score, so they cannot make improvement well, which is not conducive to the formation of a continuous improvement mechanism.
· Anta's salary allocation to talents is in the form of salary and bonus, and rarely takes into account the participation of technical, labor and capital elements, which makes the enterprise's salary allocation too single and the salary structure not reasonable enough to produce sufficient attraction to outstanding talents (Anta, 2021). In addition, there is a large gap between the salary level of the enterprise itself and the overall level of the external market, which will easily lead to a sense of psychological unfairness among employees and eventually affect the stability of the enterprise's employee group.
[bookmark: _Toc99042786]3.3 The consequences of deficient performance management 
With the success of China's Olympic bid and the Chinese men's soccer team's World Cup appearance, the demand for sporting goods expanded rapidly, and with this opportunity, local sports brands also expanded rapidly and landed on the capital market before and after (Olympic News, 2019). However, the over-expansion of brands driven by events also led to a short-term oversupply in the market, while the rapid expansion of corporate territories also led to a disconnect between their own internal management decisions and the market, highlighting operational efficiency issues (China Briefing, 2019). Anta has anchored on several transformations such as to be oriented by direct to the customer, to be more digitalized through omni-channel distribution, etc. (Anta, 2021)  However, the performance management issue discussed above has resulted in low employee engagement and high employee turnover, creating additional barriers for the overall transformation. Ineffective performance management generally leads to disengaged employees, where employees are not committed to the jobs (Sievert and Scholz, 2017). Disengaged employees in Anta are less likely to stay in the organization but opt for hoping to other organizations with more appealing offers (Seijts and Crim, 2006). At the same time, disengaged employees in Anta work less hard, are less loyal and are significantly less likely to go the extra mile for Anta, but the transformation of Anta requires more committed employees who are willing to challenge themselves and are featured higher work productivity and proactivity. 
Another negative outcome of ineffective performance management is that Anta’s employees are less likely to advocate Anta as a decent place to work and to advance their career path (Echols, 2005). In this regard, disengaged employees resulting from deficient performance management can discourage other potential talents from joining Anta. Over the long term, the synergetic effects of all negative outcomes of performance management are likely to hinder the overall organizational performance of Anta, such as bottom-line profitability, innovative capability, etc (Allam, 2017; Mohapatra and Mohanty, 2017). 
4. [bookmark: _Toc99042787]Conclusion 
Anta has been at the crossroad for a strategic transformation in order to capture more value more the mass market. The performance management issues exposed by Anta have been a significant barrier for the transformation, as it results in disengaged employees, high turnover, and less satisfactory performance. The problems discovered in the performance management of Anta include incomplete performance management, unscientifically defined performance management, no follow-up communication after performance appraisal, etc. Based on the all issues identified in the above discussion, some recommendations are provided in the next section to help Anta improve the overall effectiveness of its performance management. 
5. [bookmark: _Toc99042788]Recommendation 
Anta should take its overall transformation strategy as the starting point to systematic design the performance appraisal of each department and each term, so as to ensure the matching degree between performance goals and strategic goals and pave the way for the realization of the ultimate strategic goals of the enterprise. When determining the performance goals of employees, enterprises should give more consideration to the views and opinions of employees so as to enhance the integration between employees' own desires and the strategic development of Anta and make them take the strategic objectives of Anta as their own direction of advancement, so that employees will be more motivated and enthusiastic in their daily work.
Anta should also design more targeted appraisal systems by taking the job contents into account. Anta should design performance appraisal indexes in conjunction with employees' behaviors. When choosing performance indexes, they should not only focus on employees' actual work results but also carefully and deeply analyze their behaviors from multiple perspectives. The use of data technologies, especially big data, can help HR managers of Anta to mine more performance-related data, and afford more comprehensive insights here (Garcia-Arroyo and Osca, 2021). 
In the process of designing the performance appraisal system, it is important to recognize that performance appraisal communication can play an important role in performance appraisal, so Anta should pay attention to the communication and feedback work of performance appraisal. Firstly, when determining the performance appraisal objectives, Anta should communicate with each employee to clarify the work objectives of each employee, and employees can put forward their opinions on the work tasks assigned by managers; secondly, in the process of implementing the work tasks, if employees have opinions on them, they can use direct interviews, written materials and send emails to keep in touch with managers, and higher-level managers should, within a limited period of time. The end of performance appraisal does not mean the termination of performance appraisal, and another important part of performance appraisal is the feedback and interview of performance appraisal results. Therefore, the feedback of performance appraisal results to employees can not only point out the direction for employees' future work but also mobilize the employees' aggressiveness and motivation to work, which is conducive to the improvement of the overall performance of the enterprise. 
However, there are some disadvantages and concerns here. The concern include here is that employees are less motivated to engage in performance management if there are no incentives provided. The whole revolution of the appraisal system can incur massive time and financial investment. The human resource team may lack the motivation to take extra responsibilities in reshaping the system (Hilbert, 2016). New skills and abilities of human resource managers are required to effectively implement the new procedures. Also, the enhancement of new procedures is a long-term concern here rather than the initiative of new procedures (Hamilton and Sodeman, 2020). More, effective change requires the coordination and integration of different departments, such as participation in the drafting and assessment of the appraisal of different jobs (Garcia-Arroyo and Osca, 2021). How to get other departments on board and integrating new initiatives into routine management can be challenging. 
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