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Today, the rapidly changing business environment requires Human Resource Management to constantly improve the organizational effectiveness as well as the way people within the organizations are being treated. Human Resource Management involves all aspects of employing and managing people, starting with resourcing (planning, recruitment and selection), learning and development, employee relations and employee well-being. The goals of HRM are supporting the organization in achieving its objectives through hiring talented and skilled people; forming a positive environment and an atmosphere of trust and developing a culture of high-performance. (Armstrong, 2014) The aim of this report is to evaluate what it means to be a good HR professional and to explain the organizational objectives which the HR function is responsible for, by analysing the company Nike Inc. Based in Beaverton, Oregon, the company is the largest seller of athletic footwear, apparel and equipment. (Schlegelmich and Ambos, 2010) The company believes that what drives the success of its business is the success of its members, so it is fostering an environment that emphasize equality, empowerment, inclusion and respect. (Nike Inc., 2020)
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As the business environment is becoming more and more challenging, personnel professionals play an important role in ensuring the organizational aim and objectives are attained. Human resource management is a fundamental activity of every organization in which people are employed, as organizations would not be able to grow and succeed without managing people and organizing activities. 


In essence, Human resource management assumes that people are what add value and competitive advantage to an organization. The most important function of Human resource professional is to build a human capital – capabilities, skills, knowledge, which have a substantial impact on organizational performance and reputation. In order to achieve superior levels of performance, the core purpose of HRM is to recruit, retain, develop, motivate, and engage employees more effectively than competitors. (Torrington, 2017) Personnel practitioners are responsible for implementing functions such as planning, recruitment, selection, performance management, termination of employment relations, rewards, training and development, management of diversity. According to the CIPD Map, to be able to effectively deliver these functions, people professionals are meant to possess and retain necessary core knowledge, behaviours, and values. (CIPD, 2020)
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The people profession’s major purpose is to support better work and business environments, by creating roles, opportunities, and organizations that encourage people to give their best, deliver better organizational outcomes, drive economy further and foster diverse and inclusive practices that benefit the society.  (CIPD, 2020)
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Three core values are underlined by CIPD Profession Map to guide people professionals to better decision-making, regardless of the situation. (CIPD, 2020)
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What can direct HR professionals’ decisions, actions, and behaviours, especially in times of dramatic change, is the existence of strong principles and beliefs. CIPD underlines three essential principles that support the professionals to make better decisions. These principles incorporate the importance of work, people, and professionalism – work is a force for good, that exists to benefit individuals, organizations and society, people are essential assets for any organization and should be treated with respect. In terms of people profession, professionalism means HR practitioners should promote integrity and encourage better work and lives, through the commitment to constant development and values-based decisions. (CIPD, 2020)
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The New Profession Map emphasizes on the importance of people professionals being evidence-based with the intention of making better decisions.  To be able to apply theory to practice practitioners should implement underpinning theories of their profession, understand the psychology of human behaviour, understand their own organizations, use organizational data to know their employees better, particularly in terms of engagement and well-being, to communicate effectively with all stakeholders and to make professional judgements.  (CIPD, 2020)
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This principle stands for the impact HR professional is making on work, people, and professionalism. It is needed people professional’s work to be guided by the understanding of the organizational context, performance and the evolving nature of work, workforce, and business environment. The outcomes of the profession should be consistent with its general purpose to enhance work and working lives. People professionals have the power to improve the well-being, performance and effectiveness of the organizations, individuals within them and the society, being responsible for the development of an inclusive and diverse organization, that empowers people to reach their full potential. (CIPD, 2020)
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Nike Inc. is a company headquartered in Beaverton, Oregon, named after the Greek
goddess of victory. It is the world’s leader designer, marketer, and distributor of
authentic athletic footwear, apparel, and equipment for a wide range of sports and
activities.  (Schlegelmich and Ambos, 2010)
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Nike’s mission is “to bring inspiration and innovation to every athlete in the
world.” This mission statement drives company’s vision “to do everything possible to expand human potential.”
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By setting goals, that are aggressive but achievable such as – to develop disruptive sport innovations, to make products more sustainably, to build teams that are creative and diverse, and to make positive impact in the communities, Nike is seeking to accomplish its purpose “to unite the world through sport to create a healthy planet, active communities and equal playing field for all.” 
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Company’s objectives are to unleash human potential, to transform manufacturing and to minimize environmental footprint. (Nike Inc., 2020)
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Nike extends its unconditional focus on human capital to its employees. Nike’s Human Resource teams helps the company attract, retain and reward innovative people, by creating programs that encourage their workforce thrive. Being custodians of culture, organizational effectiveness, talent and change at Nike, HR managers enhance company growth. The Human Resource Management team incorporates experts in talent, pay and reward, employee engagement, who work together to develop a team that is motivated, engaged and diverse. (Nike Inc., 2020) The core purpose of the team is to maintain an environment where Nike’s employees could reach their full potential. The approach of the company to employees and business growth is driven by the idea that diversity unlocks innovation. Nike believes generating unique ideas is only possible when incorporating diverse perspectives, views and backgrounds, so a main task of their management teams is to create a diverse and inclusive culture. (Nike Inc., 2020) Moreover, to foster this culture Nike Inc. is only working with suppliers who transform their businesses by investing in people. To ensure this, Nike brings evidence-based and measurable practices to their suppliers, aimed to improve employee’s well-being and engagement by allowing HR managers in factories to gain a full understanding of their employees. (Nike Inc., 2020)
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With the intention of accomplishing business objectives, the HR function is responsible of adopting a strategic approach, that ensures HR activities support the achievement of corporate strategy and add value, by implementing suitable HR policies and practices. (Armstrong, 2014) According to Grant (1991), company’s capabilities and resources are the driving forces in establishing its strategy, they are key principles by which organization can define its identity and formulate its strategy. The HR management is responsible for defining how organizational aim would be achieved through people, by obtaining and implementing human resource strategies that fit the business strategy. Its aim is to create capability by making sure the company has the skilled, engaged, dedicated, and motivated employees it needs to attain competitive advantage. Human resource managers play a strategic role in recognizing business opportunities and identifying how their function could assist organization in attaining its objectives. By designing and implementing functional strategies that are synchronized with the company strategy and by ensuring that their activities benefit the enterprise and add value, people professionals contribute to the attainment of the organization's objectives. (Armstrong, 2014)
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Apart from the strategic activities concerned with the alignment of HR and business strategies and developing organizational effectiveness, the Human Resource function is also responsible for delivering transactional activities which involve resourcing activities as recruitment, selection, learning and development, talent management, employee relations.  (Armstrong, 2014)
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According to CIPD, a key process of the human resource function is the workforce planning, which is formed by the organization strategy and ensures the right number of people with the right skills are in the right place at the right time to deliver the achievement of organisational goals. (CIPD, 2010) By bringing awareness to the ways in which people could be developed and deployed to advance the attainment of business objectives, workforce planning can affect the organizational strategy. (Armstrong, 2014)
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Human Resource managers at Nike are responsible for the development of strategic workforce plans aligned with the business strategy and objectives. (Callahan, 2020) The process of planning enables HR professionals at Nike to ensure that the company has the right people, with the right skills, in the right positions, who are engaged and empowered to drive the business success. Within this activity, the HR managers are taking part in talent planning sessions, which enables them to identify talent and build strategies to address development needs, gaps, and risks. Additionally, it is related to the improvement of processes, tools, and practices the company uses to evaluate, interview and recruit diverse candidates. (Nike Inc., 2020)
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Recruitment refers to the process of identifying and engaging the individuals needed by the organization. Selection is the part of the recruiting process concerned with determining which applicants should be assigned to a position. Some of the stages regarding the process include defining requirements, attracting candidates, sifting applications, interviewing, assessing applicants. (Armstrong, 2014)
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Recruitment and selection at Nike are associated with the creating and managing effective processes and strategies to identify, evaluate and recommend the most qualified and talented candidates. Human resource managers use advanced methodologies designed to effectively deliver a skilled and diverse pool of applicants. Main elements of the process are creating and posting requirements, conducting resume interviews, screening of candidates and candidate tracking and dispositioning in an applicant tracking system. This management activity requires people professionals within the company to develop and maintain strong relationships on a strategic level, that supports them to have consultative discussion with senior leaders about candidates’ viability and acquisition strategy. (Nike Inc., 2020) To create a competitive advantage, the company strives to expand its recruiting channels, by focusing on the development of additional channels – one team that is responsible for external hiring and internal recruiting team, which helps current employees find new opportunities, thus enabling Nike to grow from within. Company’s sourcing and recruiting programs have a positive impact increasing Nike’s connections with new partners and organizations. (Nike Inc., 2020)
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Learning and Development characterises the process of ensuring that an organization has the qualified, experienced and engaged employees it needs. It requires promoting the development of knowledge and skills by individuals and teams through experience, learning opportunities provided by the organization, guidance and coaching provided by line managers, and employees' own learning activities.  Learning is the mechanism through which individuals develop skills, knowledge, capabilities, and which involves the modification of behaviour through experience and more systematic methods of helping people to learn in as well as outside the organization. Whereas development is the growth of the ability and potential of an individual through the implementation of learning experience. (Armstrong, 2014)
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Nike Inc. believes that developing its employees is beneficial to both their personal achievements and business success, so the company is committed to cultivating an environment where employees feel valued, supported, and have the right resources and tools to be successful. Accordingly, it provides a wide range of learning opportunities as online trainings, career labs, workbooks for leadership development to its employees, and invests in Human Resource managers’ growth and development. The learning and development role within the HR function is related to creating and evaluating learning experiences which foster company’s development. HR practitioners are responsible to design, evaluate, and develop interacting learning programs, aligned with the business needs, to improve members performance. Moreover, in 2019, Nike pilot a digital mentoring program which promotes better understanding of business strategies, enhances leadership skills and aims to improve members’ confidence in reaching their goals. (Nike Inc., 2020)
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The need of the organizations to have the right people, who are skilled, motivated, engaged and dedicated for personal and business success requires the Human Resource function within every organisation to be able to deliver and implement strategies and practices, which are supporting individuals as well as company growth, and are enhancing value. People professionals should be aware of how their values help them to inspire employees and foster organization to succeed. Recently, in the dynamic business environment, challenges organizations are facing could only be overcome with the assistance of good HR practices, as Human Resource professionals are those responsible for defining how organisational aim could be achieved through its workforce. 
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