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[bookmark: _Toc71243309]Introduction
Nike Inc. is a multinational sportswear and other clothing business headquartered in the U.S. The firm is the leading athletic shoe and clothes distributor. Nike was initially called Blue Ribbon Sports and later was renamed to Nike in 1978, when he began in 1964 with Bill Bowerman. During that period, its key objective was to manufacture high-quality low-cost shoes for Americans to crack German domestic commerce regulation (Nike, Inc., 2009). Today, Nike distributes its merchandise not only globally, but worldwide. In the continents of Asia, Europe, and the USA it has business areas. Nike has since created several models, including Nike and Nike Pro. This paper reflects on the Nike Company and its high-performance strategic approaches and tools.
"To increase shareholders' earnings by goods and services that enhance people's lives" and "To offer motivation and creativity to each athlete worldwide" is the Company's mission statement. The prominent athletes of Nike brands were John McEnroe, Joan Benoit, Shane Warne and Andre Agassi. The Company goals are the following:
a) a positive working climate that helps workers optimize Nike contribution. 
b) provide internal and external reliable and creative services. 
c) recognize customer segment opportunities and
d) connect with customer segments. 
e) maximizing revenues. (www.trizera.com).
Today Nike has a workforce of about 24,667 with an overall sale of $13,739.70 M in May 2005. The net assets as of May 2005 amounted to EUR 8793.5 million and the total liabilities to EUR 3149.3 million. Shares are quoted at about $80 a share. (Datenbank of Gale), By 20 September, quarterly earnings had soared by 32 percent and increased their inventory valuation to $83.45. (Wisdom 2005: C1). In the last trimester, the firm has raised $432.3 million.
· [bookmark: _Toc71243310]Products
Peters (2009) reports that Nike manufactures a large variety of brands, divided into their sports. The brand was able to manufacture and develop sneakers for many sports, including baseball, soccer, football, basketball and Cricket, and Nike's first models were road shoes intended to race. The growing number of clients favoring the goods of the firm is responsible for this. The most recent product manufactured is the Yorker air zoom Cricket shoe (Nike, Inc., 2009). Air Zoom Yorker is much stronger as the one made by Reebok is 30 percent smaller. Air Jordan XX3, intended for basketball, is also a recent offering.
In addition, Nike along with Apple Inc. has developed a product as a joint marketing organization that is capable to control runner output through a radio system put in the shoe and attached to the iPod nano. Nike has also made sneakers containing flywire and lunarlite foam to lighten the foot. The brand Nike+sports tracks miles, calories lost, and time spent. Brand differentiation and consumer segmentation are the foundations for competitive marketing management, according to Mintzberg, Ahlstrand and Lampel (2005). In this respect, the strategic goal of Nike's strategy was to satisfy consumer demands.
· [bookmark: _Toc71243311]The Industry
In the last five years, the athletic footwear and clothing industry grew significantly — 2.3% (Brandongaille, 2016). Development can be due to the recently growing customer awareness of their health and well-being needs that drive industry market demand (Heroux, 2017). In addition, the growing presence of women in sports promotes business spending.
· [bookmark: _Toc71243312]Nike’s Core Marketing Strategy
Because of the efficiency of its commercial campaign the firm has the highest market share ($26, 286 million) (Dai & Chen, 2017). Distribution is the main benefit of Nike, enabling the brand to provide a larger client base with the best merchandise at a creative Internet portal at the right moment. Through the skillful usage of ads the superiority of Nike's marketer approach is apparent. The corporation stresses the usage of prominent athletes to promote and improve its market identity its goods (Bouchet, Doellman, Troilo, & Walkup, 2017; Kornum, Gyrd-Jones, Zagir, & Brandis, 2016).
It also supports the 'building authenticity' of sports fans (Kotler & Keller, 2016: p. 31) and develops customer ties with its target markets. Another advantage of the company's business approach is vertical price convergence. As far as the repercussions of the policy are concerned, they are highly dependent and exceedingly costly on the influence of voices. In addition, publicity is less diverse than the competition of the industry. The policy is linked to the following risks: retail trend changing, improvements in customer tastes and the weakened image of Nike's speakers (Kalb, 2013).
· [bookmark: _Toc71243313]Top Competitors
Nike's top three contestants are Adidas, Under Armor and Puma (Green, 2016). These competitors make substantial gains in the industry by introducing new products which decrease the market share of Nike. For e.g., supporting Steph Curry helped to encourage Under Armour Basketball Shoes and raise footwear revenues by 58%. (Green, 2016). Adidas has also been able to prevent rivalry by a prominent marketing agreement with the Juventus Italian soccer team (Bouchet et al., 2017).
Furthermore, the desire to engage customers with high-quality footwear lines such as UltraBoost and Zne, as well as with Yeezy, is the key benefit of product growth. Nevertheless, all three athletes' athlete tactics are lower than the Nike strategy, which is a major drawback. The companies have also created several failing prototypes that have damaged their earnings (Kell, 2016).
· [bookmark: _Toc71243314]Competitive Strategy
In an effort to boost their success, the competition at Nike can continue to work on their strategic plans to produce new clothing materials, create trend silhouettes (Under Armour) and improve sales efficiency (Puma) In order to enhance their development (Kell, 2016; Puma, 2017). Nike must strengthen its hero athlete approach to outperform its biggest competitors who have recently begun to explore development prospects. It is because its endorsements of athletes like Tiger Woods, Lance Armstrong and Alex Rodriquez also hurt the image of the brand (Kalb, 2013). It is also advised that the corporation utilize social media to control harm. In addition, ecological innovation can be emphasized by encouraging environmentally safe projects.
[bookmark: _Toc71243315]Organizational structure and culture
It will be particularly useful to explore the interaction between organization structure and culture as the two decide the behavior of representatives of the organization. They do so in several forms, though. Organizational culture is an intrinsic element in the way organizational behavior guides the way individuals operate inside an organization by defining assumptions, beliefs, standards, and behaviors that are the guiding principles of the organizing participants in their day-to-day operations. The organizational framework, on the other hand, is an external force that affects external behavior through formal constraints imposed by division of labor, allocation of power, aggregation of units and teamwork. The effect of the atmosphere and function of an organization and the effect of other influences is also the product of the behavior. Therefore, it is critical to research the collective influence of the corporate culture and framework for a full comprehension of a company members' conduct.
The corporate philosophy of Nike Inc. promotes company strength and ability. Corporate culture is the synthesis of workers' rituals, practices, beliefs, and attitudes. In view of their clients and other staff, the Nike workforce receives a range of guidance and standards and requirements about how to perform their employment. This way it retains the organizational culture, which leads partially to the company's growth. The corporate framework of Nike Inc. shows the capacity and limitations of the activities of the company. Composition and framework architecture related to interconnections between staff, classes and business units are the operational or corporate structure of a corporation. Nike emphasizes the need to deal with geographic business disparities in the organizational framework.
Nike’s Organizational Structure Type and Features-
· Global Corporate Leadership- Nike's organization, which involves corporate management, has global leadership. The managers work in the headquarters of the organization in Oregon, USA. They settle on Nike's global business framework. For example, new athletic shoe Marketing initiatives have been launched by Global Sports Marketing Agency. Throughout the group, decisions can easily be executed through this function of the organizational structure. 
· Semi-Autonomous Geographic Divisions- Geographical areas are typical of Nike, Inc.'s major operational framework. The activities of the group are split into geographic business divisions. Regional sporting shoes, clothing and supplies markets maximize activities in each regional division's managements. 
· Global Divisions for Converse and Brand Licensing- There are also two geographic branches in Nike's corporate structure: one for the Convers brand and another for brand licensing. Another apparel brand and unit of Nike Inc. is responsible for the worldwide activities of Converse. The authorization of the Nike Brand is carried out by another multinational division. This feature of the organizational framework provides monitoring for brand licensing and Converse operations.
Nike’s Organizational Culture Features-
· Talented- Nike Inc. knows the handling of talent and progress. This aspect in corporate culture underlines the need to assist human resources in the production of products and internal services. For this reason, Nike uses training programs. Coaching and mentoring services are provided. These tactics are built on the vision for Nike's global success that builds and encourages leaders in the company. Nike's organizational culture is dedicated to supporting the talent and infrastructure needed to produce some of the best-known sportive shoes, equipment, and clothing in the world.
· Diverse- In Nike's corporate philosophy, diversity is constantly developing. The firm claims it contributes to a diverse workforce across this aspect of the organizational culture. Diversity encourages the imagination, ingenuity, brand value and strategic advantage of Nike. The organization maintains diversity through HR programs, including Speak Up! which allows employees to share ideas. This aspect of company culture maximizes product production processes at Nike, in particular in designing innovative prototypes for athletic shoes, clothing and appliances.
· Inclusive- And its corporate ethos, Nike Inc. stresses inclusivity. This cultural feature aims at minimizing obstacles to the success of employees. The philosophy of Nike utilizes inclusiveness as an instrument to improve success, diversity, and talent growth. This characteristic of business culture is supported by a team-based management strategy. Moreover, Nike uses several services from Bias to Breakthrough (a creative obstacle removal program) and NCourage (a set of employee networks for cultural awareness and community building). This aspect of the organization’s culture minimizes employee issues and helps to improve the quality and development of athletic wear, clothing, and equipment.
Organizational culture does not only influence the organizational system ex-ante, but also ex-post during its execution as it selects an appropriate organizational model. The nature of this effect will be double depending on the consistency between the current model organizational framework and an internal corporate culture. If the new organizational framework and current organizational culture are consistent, the organizational culture has an influence on the adoption by its legitimization of the chosen organizational structure. The behavior of employees is driven by every organizational framework. It decides the strategies of the employees' tasks, the way they deal with others and the way they decide. In the company participants any model of organizational structure leads to a different behavior. When the behavior of the chosen organizational framework is consistent with the value of the current society, the structure would be legitimized as the correct and useful paradigm in terms of both organizations and human needs in the eyes of the representatives of the company.
The presented classifications of organizational cultures and models show a strong degree of conformity between the parameters used to differentiate organizational cultural styles and models. The theories of the appropriate power balance within an organization centered on the differentiation of organizational cultures are clearly related to a centralization stage, which differentiates organizational structure models. In the other hand, expectations about the appropriate type of group action in an organization, which differentiates organizational cultures, obviously contribute to the degree of formalization in organizational structure models. This allows one to postulate theories on causal links between some forms of organizational culture and particular structure models.
[bookmark: _Toc71243316]Leadership and Management at Nike
· [bookmark: _Toc71243317]Management style at Nike
In establishing strategic management, former CEO Philip Knight played an essential role. His management style is characterized as the unusual, quite personal and characteristic. Strategic preparation describes Nike's management mode. Nike's CEO represents broad thinking, as Nike's management philosophy is built around many elements, including prudential judgments and expected risks. A detailed review of the internal as well as the external world is focused on the implementation of management style. Philip Knight's decision management style represents the participatory approach. Knight is a bold individual who can make unilateral choices but encourages the management team to offer its thoughts and suggestions on a specific topic before considering any judgement.
Nike's management philosophy varies significantly from Toyota's management style, as it employs the consistency principle at all stages of management. Nike is essentially a business in the home region; 99% of its output goes to south-east Asia. Nike's goods are provided by staff of private contractors and are not part of the supply chain network nor are part of the supply chain network. Nike's management is indirectly responsible for the working practices of workers from these individual companies. Nike's attention on revenue is enormous. Toyota, by following the Just in Time scheme, works on the reduction of human labor (Rugman, 2005). This method aims to keep the inventory amount acceptable and guarantees accuracy in each stage of the assembly phase.
The attitude to team corporate characterizes Nike's management style. The top management consists of committed management groups of great experience and expertise. The organization is extremely team-oriented. This style of management has brought confidence and esteem to the production (Heller, 2008). This business culture spreads through the whole enterprise. On the other side, Toyota's management approach is also highly successful since it integrates the development process theory. The approach improves employee integrity and innovation, which helps them to deliver products and services of quality. A large channel of vendors and machinery producers formulates the manufacturing structure in Toyota. The management team implements these strategies that operate interactively through the delivery networks. In addition, the emphasis is on the development of the global brand with regard to consistency and design (Knowledge Management Practices at Toyota Motors, 2005).
· [bookmark: _Toc71243318]Leadership Style at Nike
All action artefacts suppliers are approved by Nike. Nike's company is on the whole, more than the finest of today's American stories. Nike is one of American society's best accepted names, and you should not possess a Nike artefact in any way, whether you are alive in this decade. There are plenty of items from the Nike account you embrace that are never ending. Let us now anticipate how Nike has become so big, how Nike has been so popular, how articles become such a call to society today, and what credit goes to the firm leadership that employees operate with. Nike Corporation leadership can best be interpreted when looking at the word Leadership and how it differs from managers. What is the difference between incredible leaders and managers? An analysis of the aberration involves an analysis of the attitude of representatives and administrators. Analytical issues are plentiful among managers. Leaders blood their wealth by posing challenges on their added side.
This type of leadership appears to be a high-level legal structure for leadership which encourages and fosters the involvement of employees in the development and development of changing strategies. Improvement is required when workers try to show their involvement in the company and get compensation and promotions. In short, there are changes in any way and nothing should stand in the way, this is a possible mechanism. It is also a vital part of a society, party, organization, or individual who has to deal accordingly with all their facets, challenges and driving powers. Both domestic and outside influences may alter any commodity in a business environment. However, resistance is an increasing impediment to the encounter. Any employees will also refuse to take up the change because they are afraid about sacrificing their wages for a business whether a company has to be changed. The way the improvement package will be strongly resisted is based on the form of employees in the company. Mark Parker was recognized as a leader who focuses on the maximization of employee and worker engagement in decision making strategies to improve their strengths and skills (Charan, 2017).
All and all, efforts to sensitize employees in the company can always determine the length of time that avert change is probable. The kind of management that an enterprise wanted to have a significant impact on the foreign or national transformation. In an organization or society there are many styles of government, such as parliamentarians, autocrats, and laissez-faire. The management consists of three core concepts including the way a person conducts, the attributes and the profession of a single person. Transformation supporters offer their young people the chance to prove their talent and to take responsibility for future corporate designs. In order to achieve a lasting and competitive advantage over competitors, Nike Inc. utilises this philosophy and theory to lay a solid basis for young employees' development (Ciancarini, Weiss, and Wooldridge, 2003).
Management of Nike encourages the development of high-performance leadership that includes all structures of all organizations. Nike Inc. is helping to consolidate all policy fields, identify objectives, encourage, produce, and evaluate outcomes with the Management Approach. Identify the particular strengths and skills of their staff by established evaluation processes and provide them with the right normative atmosphere through providing coaching to enhance their expertise. Nike Inc.'s management argues that improvements in an organization can only come into practice at the lowest level of the organization. We often launch relevant procedures and rules in order to ensure that leadership starts beyond the chain. Transition therefore has several motivating forces, and the activities of staff have a remarkable impact on the performance of the company compared with the initiator (Zimmermann, Stewens, & Linz, 2017).
[bookmark: _Toc71243319]Factors influencing group and team behaviour
"Nike Retail stores have the purest expression about what the Nike brand represents: creativity, movement and motivation," says Nike's retail job application descriptions. " Teamwork spirit is widespread: store managers are regarded as coaches. Staff, athletes. Staff. And the objective remains the same for everyone: to encourage athletes with any capacity to exploit their ability." This message shows how Nike will combine her brand name with any aspect of her job. This message shows Nike's emphasis is on athleticism and success so often that he refers to sports vocabulary workers. In their recruitment and training processes they show their value for teamwork.
Teamwork is one of the main reasons contributing to the growth of an organization. When mutual desires and goals are expressed, groups are effective. Nike is a multi-functional team organization. These teams work with people from the company's business, commercialization, finance, and other components. Nike selects experts to bring his heads together to take advantage of these areas. It is not only the makers and marketers but even the performers and customers who make Nike’s product creation special. The departments in Design, Global Communications, Digital and Technology, Finance, Supply Chain, and all other facets of the business are at the heart of the prosperous income. Who will do the job without these teams? If activities are carried out in a community setting, the job is completed quickly. Not only does this save Nike time, but also income. For a little less need to act independently the requirements of workers may be met. Teamwork remains Nike's most effective means of achieving its objectives. This shows that workers will function as a collective and have positive conduct. This are the kind of staff Nike wants to recruit. Innovation is the main priority of Nike. The thought of teams contributes to more and more creativity.
Nike will pick or develop its team members, like with virtually every organization. In terms of selection, Nike will, on the one side, attract and employ an individual who is obviously capable of being a team member. Nike will recruit anyone on the basis of other skills and teach him to be a team player. Interestingly for Nike, their innate appeal for athletic recruitment makes them able to find a large number of individuals who have already worked on teams and therefore would fit together in a community atmosphere. Although this is a big advantage for Nike, it should not exclude the opportunity to prepare squad players. Nike is also recognized for his outstanding leadership and the ability to train others to become active team members.
Teamwork is needed to be creative and up to date in a major company such as Nike. A variety of harmful and constructive attitudes and results related to operating in groups are seen in every market environment. Clearly, groups are useful for brainstorming and creating fresh and innovative concepts. Groups might, on the opposite, prevent individuals from performing their best work. It is normal that we all have different thoughts and viewpoints since we are all individuals. However, often people throw opinions and reason out the window in order to maintain unity in a community while the task is to collaborate for other people. This is called collective thinking which can contribute to weak decision making, which, in turn, poorly represents the business. It helps to provide good quality leadership to prevent disruptive community behavior.
I noticed that Phil Knight, the former president of Nike and CEO, was an analysis, A leader with a goal. You write, "[Knight] aims at shaping all of the company's activity with the vision & zeal. The easiest approach to help an increasing business is to have guidance. Knight's emphasis is on leadership building and Nike's leadership so he can balance performance with leadership." Leadership preparation is obviously an integral part of Nike's work. This shows that Nike can create quality leaders who can monitor the actions of the company and secure good outcomes.
· [bookmark: _Toc71243320]Factors Influencing Group Behavior
Particularly seven factors affect a group's conduct in the workplace. The relationship between these six variables, including seventh 'ability' is given by following:
· Values-Values are the perceptions or desired behavior a party may accomplish. At Nike, employees agree that consumer loyalty and the strong relationship between staff will lead Nike to a leading Sportswear Company.
· Personality-It is the overall outline of features of stable internal states of an organism that describes this individual's behavior. Without creativity Nike appointed people with a stunning attitude and innovative mindset. Thus, Nike plays an important part in personality.
· Awareness-Perception is the perspective of a community that it maintains in its surroundings. Nike likes broad-minded individuals, so he has nearly someone from every country, ethnicity and faith, and an enclosed individual cannot function under Nike's equalizing policies.
· Emotions-Emotions are the inner feelings, sentiments or passion of a group towards any work. Athletes are also one of the Nike's staff. This is because people enjoy what they can practically do, it is normal. So, athletes are more interested or passionate with the aspects that make life easier for athletes. This is why Nike staff are passionately trying to do the greatest possible thing for their athletes.
· Attitude-The way a community operates or responds to the various persons and conditions or circumstances. Nike staff have a really good outlook about their bosses, management and corporate culture. It implies compassion for the elderly and support for the young etc., along with virtually no interpersonal tension.
· Stress-Stress is a state of tension or discomfort related to harsh conditions, job overload, and vulnerability. Stress affects a group's performance and behavior. Nike encourages its workers to contribute time for refrigeration in order to prevent that. In order to prevent tension, Nike has built several parks for the city of her employees and no employees are overloaded because of jobs.
· Ability-Ability signifies talents or strengths that a company has. Nike appoints persons with many talents as well as innovative mindset since the entire company of Nike relies on creativity.
[bookmark: _Toc71243321]Organizational Performance
Nike shows the ability to create a sense of mutual interest amongst talent as a part of Philip Knight's employee motivation. Knight trusts in the need to embrace and use the challenges to empower and stimulate staff. Apparently dark situations and a means of motivating the talent to pursue a solution to them are the perfect way to take action. The strength of a common goal is often sufficient to overcome any obstacle (Kalman, 2017).
Nike has an influential, enviable name, which is well recognized around the globe, has a strong connection with athletes and sports. The built up of a highly dedicated staff is one of the most critical aspects of this prestige. The manner in which Nike works with its staff decides their attitudes and whether they like or not. The ethos of Knight has set the bar and enabled workers to say positive things about the business. Nelson Farris, head of corporate training at Fortune, explains what the firm demands of its staff. "If you want anything that can help you get here, ask us to move where you want your job to, then you see something there," he said. This tends to build highly loyal staff (Nisen, 2013).
· [bookmark: _Toc71243322]Social Perception
The behavior within an organization influences social cognition, or how one person sees others. In his book "Organizational Comportment," management specialist Joseph Champoux writes that a certain amount of knowledge needs to be obtained to provide an insight into the social conception of a person in relation to an "aim" or what is being considered and a "stimuli threshold" to some other goal. Incorrect social expectations, such as a basic error in attributing the properties to anyone other than an individual, may contribute to issues with the organization's behavior.
· [bookmark: _Toc71243323]Perceptions Affecting Motivation
A worker's social understanding of others may influence his desire to function successfully across a wide range. Motivation within an organization stays strong if a worker understands that personal growth or promotion prospects are accessible if he is able to do assignments correctly and is interested in multiple corporate decision-making and goals. Motivation may be diminished if the worker realizes a lack of chance of development, lack of engagement or a lack of imagination.
· [bookmark: _Toc71243324]Changing Perceptions to Improve Motivation
The productivity and morale of employees can be impaired if the working environments that cause negative organizational behavior. Reducing the workgroup size will make an employee feel that he is more involved with work performance. Time to easily communicate with society will increase social intimacy between colleagues and help generate a camaraderie that enhances working interactions. Managers must strive hard to monitor their own views on their workers, withholding assessment opinions before they are well informed on the work results of an individual.
· [bookmark: _Toc71243325]Perceived Public Service Efficacy
In 2008, an American Public Administration Review published the idea of perceived public service effectiveness, which describes how an employee's understanding of his job will influence morale and the manner in which he or she is organized. According to co-authors Craig Boardman and Eric Sundquist, reports of workplace satisfaction and corporate engagement both improve as workers realize that their role is of value to the general public.
The connection between encouragement and corporate achievement is that workers appear to do even more when they are driven favorably and regularly. However, if they are not inspired, the workers work less. Motivation is also explicitly proportionate to employee success. In their respective comments Kreitner (1989) and Higgins (1994) said that the psychological mechanism provides impetus to behavior, intention, orientation and internal drive to meet an unsatisfied desire. Adelanwa (2013) has cited Deci, Ryan and Roberts, stating that the two dimensions that constitute motivation, respectively, energy and path, have traditionally been established. 
The inspiration energy dimension is the motivating force behind someone's efforts and perseverance in a specific work. The region or field of interest on which this work is planned is determined by inspiration direction. Two components of a comprehensive motivating act provide energy and direction. Energy serves no function without direction, and direction without energy results in no inspiration. (p. 56) (p. 56) The approaches workers should be encouraged is accepted and disagreed by different academics. Some argue that the motivator needs a financial compensation to encourage a person, whereas others think that money is not a genuine motivator and therefore financial and non-financial rewards are needed.
The financial bonuses that workers enjoy for their commitment to the organization, according to Cole (1998), are benefits. Money motivating strategies have no meaning, but certain companies do utilize money as a big reward. Lindner (1998) pointed out. She continues that compensation would usually be charged per working hour and that employers will earn money towards the end of the week, while extra hours will be paid for additional hours earned while pay towards the end of each month would be dependent on a yearly job. "The worker's rate is the compensation for a worker by item manufactured in a given time span," Chien-Chung (2003) said. He said that this opportunity improved the pace and efficiency of work. This was consistent with Taylor (1911)'s earlier disclosures that the workers regard piece rates as motivating practices. Doellgast (2006) believes that fringe advantages, as well as a regular salary and salary, are also called "perks." This involves vehicles from companies, health care, free food, school, etc. He says they promote commitment to the employer, which makes it possible for workers to stick in the company for longer. Likert has another believer in this thinking school (2004).
The textbook outlined only a few community properties linked to the ethos of Nike. These four characteristics are true: roles, standards, size and diversity. Both community participants play a part and have predicted habits of conduct belonging to someone in a social unit (Robbins & Judge, 2015, p. 248). Both associations have developed guidelines; appropriate behavior standards shared by their participants that state, under some cases, what they need not and should not do. But the group's size determines the collective activity of the community. However, the result depends on the variables under consideration. Groups of a dozen or more participants will obtain a variety of insights. Therefore, bigger groups can be more efficient if the aim is to discover facts (Robbins & Judge, 2015, p. 251). Philip Knight trusts in individuality and Nike's ideals are a dozen or so. Even though global virtual teams are challenged to ensure seamless teamwork, build confidence, and overcome cultural gaps in communication. The corporation uses them to ensure the top assignments are entrusted to the most eligible people (Robbins & Judge, 2015, p. 259).
[bookmark: _Toc71243326]Conclusion
Nike's culture's achievements include the success, humanism, and self-actualization of societies. There is, however, no cultural types of traditional, opposing, reliant and avoidance. This is because Nike needs staff to adhere to their philosophy, vision, and beliefs. The special nature and ethos of Nike has been seen to be affective and succeed Nike and her staff. Nike, Inc.'s high success has been accomplished, mostly by strategic positioning and added value. This has been accomplished through ads, market awareness, product creativity and an effort to be successful in spite of strong rivalry. Nike's continued emphasis on the high-end segment, increased market share in the center and small price lines also extended Nike's product selection. Eight key factors, including principles, integrity, trust, training, recognition, function together, leadership and communication, need to be taken into account in order to incorporate the overall quality management system.
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Profile of chosen organisation

• NIKE, Inc. designs, develops, markets and sells high quality footwear, 

apparel, and equipment, accessories and services. Its athletic footwear 

products are designed primarily for specific athletic use, although a 

large percentage of the products are worn for casual or leisure purpose.

• Nike, originally known as Blue Ribbon Sports (BRS), was founded 

by University of Oregon track athlete Philip Knight and his coach Bill 

Bowerman in January 1964. The company initially operated as a 

distributor for Japanese shoe maker Onitsuka Tiger (now ASICS), 

making most sales at track meets out of Knight’s automobile.

• In 1964, in its first year in business, BRS sold 1,300 pairs of Japanese 

running shoes grossing $8,000. By 1965 the fledgling company had 

acquired a full-time employee, and sales had reached $20,000. In 1966, 

BRS opened its first retail store, located at 3107 Pico Boulevard in 

Santa Monica, California next to a beauty salon, so its employees no 

longer needed to sell inventory from the back of their cars. In 1967, due 

to rapidly increasing sales, BRS expanded retail and distribution 

operations on the East Coast, in Wellesley, Massachusetts.


Microsoft_PowerPoint_Slide2.sldx
Profile of chosen organisation





 NIKE, Inc. designs, develops, markets and sells high quality footwear, apparel, and equipment, accessories and services. Its athletic footwear products are designed primarily for specific athletic use, although a large percentage of the products are worn for casual or leisure purpose.

Nike, originally known as Blue Ribbon Sports (BRS), was founded by University of Oregon track athlete Philip Knight and his coach Bill Bowerman in January 1964. The company initially operated as a distributor for Japanese shoe maker Onitsuka Tiger (now ASICS), making most sales at track meets out of Knight’s automobile.

In 1964, in its first year in business, BRS sold 1,300 pairs of Japanese running shoes grossing $8,000. By 1965 the fledgling company had acquired a full-time employee, and sales had reached $20,000. In 1966, BRS opened its first retail store, located at 3107 Pico Boulevard in Santa Monica, California next to a beauty salon, so its employees no longer needed to sell inventory from the back of their cars. In 1967, due to rapidly increasing sales, BRS expanded retail and distribution operations on the East Coast, in Wellesley, Massachusetts.





image1.jpg

Just Do It.













image4.emf
Organisational Structure

•

Nike’s organizational culture is focused on creativity and innovation to provide 

products that suit current consumer preferences. The company is known for 

cutting-edge sports shoes, apparel and equipment. The following main 

characteristics of Nike’s corporate culture sustain business and market 

competence:

1. Talented

2. Diverse

3. Inclusive

•

Nike Inc. has an organizational structure that facilitates regionalization of 

business strategies. Such regionalization promotes value chains that 

specifically fulfill customers’ expectations, especially in the area of service and 

marketing.

•

Nike has a geographic divisional organizational structure. This structure is 

based on the company’s needs in its global organization, as well as the 

uniqueness of conditions in regional markets. The following characteristics are 

notable in Nike’s organizational structure:

1. Global corporate leadership

2. Semi-autonomous geographic divisions

3. Global divisions for Converse and brand licensing
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Nike’s Relationship with   organisational structure

•

Nike Inc. emphasizes inclusiveness in its

organizational culture. The purpose of

this cultural characteristic is to minimize barriers to

employee performance. Nike's strategy uses inclusiveness

as a tool for optimal performance, diversity and talent

development.

•

Nike’s strategy uses inclusiveness as a tool for optimal

performance, diversity and talent development. The

company supports this feature of the corporate culture

through a team-based approach to management. In

addition, Nike employs a number of programs, such

as Bias to Breakthrough (a program for removing barriers

to creativity) and Encourage (a set of employee networks

for cultural awareness and community building). This

feature of the organizational culture minimizes problems

in Nike’s workforce and supports streamlining athletic

shoes, apparel and equipment design and production

processes.
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Organisational Culture

•

The organizational culture represents the specific pre-defined policies 

that provide guidance to the employees and give a sense of direction.

•

It is important to understand the organizational culture because in 

today’s competitive business environment, the organizational culture 

plays an important role in gaining the competitive advantage.

•

Organizational culture is the combination of traditions, habits, values, 

and behavioral expectations among employees. Nike’s workers are 

given a set of instructions, rules and expectations on how to do their 

jobs, with consideration for their relations with customers and other 

employees.

•

This approach ensures that the company maintains its corporate 

culture, which partly contributes to the success of the business. As one 

of the giants in the global athletic shoe, apparel and equipment market, 

Nike Inc. continues its policies and strategies to promote an 

organizational culture that reinforces business resilience and 

competence.
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Leadership and Management approaches

•

Management

•

In the past few years, the difference between management and leadership

strategies in business organizations has emerged as key factors in determining

the long- term success or ultimate failure of such organizations. One large

well-known successful global company is Nike, who has demonstrated

extreme success that can be directly attributed to its leadership and

management style. Nike currently is currently the leader in the footwear

industry.

•

The management of Nike believes in establishing high-performance leadership

that integrates all the systems within the firm. The approach utilised by the

Directorate provides Nike Inc. with the capacity to link all the business

strategies, setting goals, rewarding, development, and performance

evaluation.

•

The mode of management in Nike is described by strategic planning. CEO of

Nike reflects broad mindedness as the management style at Nike is based on

different aspects, such as the conservative decisions and planned risks.

Implementation of management style is based on a thorough analysis of

internal as well as external environment.

•

The company’s operations management addresses this concern through high

quality standards and the application of total quality management in the

production of sports shoes, equipment and apparel.
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Leadership and Management approaches

•

Leadership

•

The leadership and management style of Phil Knight, the former

CEO that began the company, has been attributed to Nike's

repeated success and the ability of the company to turn around in

times of economic slowdowns. This paper will differentiate

between management and leadership at Nike and will describe the

roles that organizational managers and leaders play in creating and

maintaining a healthy organizational culture at Nike. It will critically

examine the four functions of management as well as two

strategies used to create and maintain a healthy organizational

culture at Nike.

•

Transformational leadership theory has applied to Nike Inc. allowing

it achieve its short-term and long-term goals. Transformational

leadership entails all the changes required by an organisation to

accomplish its long-term objectives. Additionally, leaders who have

the aspect of transforming their juniors have the capability to

inspire and allow them to follow the vision of their bosses.

Transformational leaders provide opportunities for their juniors to

show their skill, ability and consider responsibility for new ideas

within the organisational environment.

•

The leadership type that an organisation has a considerable

influence on the change in the market or within. There are different

styles of leadership which include democratic, autocratic and

laissez-faire that an institution or society can utilise. Leadership

stems from three primary perceptions which include the type of

behaviour linked with specific people, attributes of a person as well

as the tenancy of situation.
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Factors influencing Group and team  behaviours

•

A group history is critical to our understanding of present and future group

behaviour. For example, the success of a sports team can be related to how the team

selects, trains, and indoctrinates new members. In addition to group maturity, other

factors can influenceeffectiveness; the chief onesamongthese are described below.

•

GeographicalLocation

•

Sometimes group members work in different buildings or live in different cities. If this

is the case, the interactions among members will decrease, making it harder for the

group to achieve its goals. In addition, it takes longer for the group to reach maturity

when membersare widelyseparated.

•

Leadership

• As you know, a leader has many important functions within a group. The most

important is to coordinate group activities so that the group achieves its goals.

The group leader also plays a key role in the selection process of new

members and in the relations between the group and other groups.

•

EnvironmentalFactors

•

Group effectiveness is affected by external as well as internal factors. Some of the

key environmentalfactors are brieflydiscussedbelow.

•

Resources

•

A group's effectiveness is influenced by the extent to which it has access to the

needed resources, such as work facilities, equipment, technology, and personnel.

Currently, many groups have inadequate resources because organizations do not

have adequate funds. Scarcity in resources can lead to competition and conflict

among group members. These behaviors can decrease a group's ability to achieve its

goals.
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•

Structure, Size, and Culture

•

The size, structure, and culture of the organization can influence the success of the

group. For instance, a group with an egalitarian status structure may have difficulties

functioning in an organization with a rigid hierarchical structure. Similarly, an

organization that emphasizes individual performance and competitiveness may have

groups that are less effective. Finally, groups within very large organizations may be

lesseffective because they have less personalizedsupport and recognition.

•

Groupthink

• Groupthink is conformity with majority opinion at any cost. It was first identified

by social psychologist Irving Janis, who studied the decision-making policies

made by governmental groups.4 Groupthink is not an inevitable consequence

of highly cohesive groups, and steps can be taken to avoid it. For instance, the

group leader can encourage new ideas and constructive criticism , and

facilitate rather than direct group activities and discussions. Another way to

avoid groupthink is to invite outside consultants to participate in and evaluate

group discussions.

•

Social Loafing

•

Social loafing occurs when one or more group members contribute little or nothing to

the group and rely on the efforts of other members to accomplish group goals. Social

loafing can cause friction among group members and tends to delay group maturity.

Methods that have been developed to prevent social loafing include member self-

evaluation and identifiable individual contributions to the group. When a member's

contribution isvisibleto others, people are lesslikelyto loaf.
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Perception and Motivation in Organizational Behaviour

•

Motivating employees to complete their work correctly and on time is one of the major

tasks of management. Changing an employee's perception of his place within a

company is sometimes an effective way of improving organizational behaviour

constructively. Employees who perceive that they have a greater control over their

work liveswilllikelybe more motivatedto excel withinthe organizationalstructure.

•

Social Perception

•

Social perception, or the way one individual views others, affects behaviour within an

organization. Social perceptions, such as fundamental attribution error that arises when

one person mistakes another person's characteristics as the cause of a negative event,

can leadto problemsinorganizationalbehaviour.

•

Perceptions Affecting Motivation

•

A worker's social perception of others within the organization can affect his motivation

to complete work effectively to a large degree. Motivation within an organization

remains high if a worker perceives that there are opportunities for personal

development or professional advancement, if he feels capable of completing tasks

correctly and is involved with various organizational decision-making and goal-setting

processes. Motivation can be reduced if the worker perceives a lack of opportunity for

growth, a lackof involvementor a lack of opportunitiesto demonstrate any creativity.

•

Changing Perceptions to Improve Motivation

•

Worker output and motivation can be affected by changing the working conditions that

are causing negative organizational behaviours. Reducing the size of work groups may

allow an employee to feel as though he has a greater input in the work output.

Providing time for easy social interaction can improve social intimacy among co-

workers and help produce a camaraderie that improves work interactions. Managers

must work hard to control their own perceptions of their employees, withholding their

own evaluative judgments until they gain adequate information about an employee's

work performance.
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Conclusion 

•

The management of Nike supports establishing high-

performance leadership that integrates all the systems

within the firm. The approached utilised by the

management provides Nike Inc. with the capacity to link all

the business policies, setting goals, rewarding, growth and

performance assessment. By using some identified

assessment techniques, they can recognise certain talents

and abilities of their employees and provide them with the

best legal framework by assigning them mentors to help

them build their skills. Nike Inc. management believes that

change within an organisation can never spring at the

lower level of the institution. As a result, they have put

appropriate procedures and policies to ensure leading

begins from the top of the chain.
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