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People Management Strategies: Adidas

Introduction:

Adidas AG is a German sportswear company founded in 1924 by Adolf Dassler and has 51,561 employees (AG 
MarketLine Company Profile, 2024). 

Identified Concern: Based on the real-life case studies done on Adidas, following people management issue has 

been identified: Culture, diversity, inclusion and equality as identified reports published in (Thornton, 2020), (Business 

World (India), 2020) and (Ciment, 2023).

Resistance: It is important to deal with resistance as (Burnes, 2014) considers it a natural, undesired, unreasonable 

consequence, generated out of uncertainty, which is creates insecurity and malfunction on behalf of people in an 

organisation.

Reasons for Change Management Requirement: (Kohan, 2020) and (Communicate, 2022) reports how the brand 

reputation of Adidas is getting affected. (Robertson, 2024) reported Adidas fell behind from its previous position in 

terms of employee safety, reward and fair labour treatment, which shows continuation of employee related problems, 

further tarnishing the company’s reputation. It is adversely affect its brand image due to diversity, culture, inclusivity 

and equality related issues among its employees. It is also affecting the company’s performance.



Force – Field Analysis:
To Identify Change Resisting Factors

Driving Forces Resisting Forces
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Globalisation

Social Justice Groups

Environmental Factors

Government Policy

Shareholders

Competitors

Trade Unions

Suppliers

Employees

Managerial Inefficiency

Lack of Motivation

Lack of Exposure

Lack of Engagement

(Hayes, 2002)



Kurt Lewin’s Three Step Change Model:
Strategies To Deal with HR Concerns

Step 1: 

Unfreeze
Step 2: 

Moving
Step 3: 

Refreeze

(Burnes, 2014):

Budget: $20 million (Feitelberg, 2020)

Time Frame: (adidas-group, 2023) suggests goals of Adidas in relation to women employees, minority 

representation and diverse workforce. It points towards attaining lot of those goals by 2025. Considering this, 

one year time frame is suitable. This one year should further be split into Three Stages of four months each to 

implement Kurt Lewin’s Three Step Change Model.



Kurt Lewin’s Three Step Change Model: 
Step 1 – Unfreeze: 

◦ Objectives: Unfreeze begins by unlearning previous employee behaviours and slowly introducing them 

to people management changes, aiming to create inclusive work environment as described by (van Eck, 

Dobusch and van den Brink, 2023) which includes creating the feeling of safety, involvement in groups, 

valued / respected and recognizing diversity.

◦ Actions: Improve inter-departmental coordination, cross-departmental communication, communication 

training for employees, sharing common goals with employees (Deschamps, 2024). Team building 

activities like human knot, salt and pepper, blindfolded drawing, etc. (Culture Works HR, 2023). 

◦ Time Frame: Four months

◦ Budget Allocation: $7 million (35% of the total allocated budget)



Kurt Lewin’s Three Step Change Model: 
Step 2 – Moving: 

◦ Objectives: Moving aims towards fully introducing the human resources related changes by creating 
habits and rules for employees that will make them feel that they have a say in decision making, 
recognize diversity, honour cultural differences, support diversity and feel authentic (van Eck, Dobusch 
and van den Brink, 2023).

◦ Actions: Implement conflict resolution strategies (Deschamps, 2024). Identify motivational factors for 
employees based on Maslow’s hierarchy of needs (Maslow, 1943) and create motivational strategies for 
them. Create HR policies reflecting improved regulations about culture, diversity, inclusion and equality. 
Organize cultural, gender and minority groups awareness campaigns. Engage employees in debates and 
discussions about diversity related issues. Organize workshops for employees on using emotional 
intelligence. Introduce them to green HRM practices (Ren, Jiang and Tang, 2021).

◦ Time Frame: Four months

◦ Budget Allocation: $7 million (35% of the total allocated budget)



Kurt Lewin’s Three Step Change Model: 
Step 3 – Refreeze: 

◦ Objectives: Refreeze indicates firmly following the rules and practices put into place for dealing with 

changes. Continuing to recruit based on changed HR policies monitor, follow, rectify issues and taking 

feedback on the change management strategies.

◦ Actions: Take feedback from time to time about the changes implemented. Monitor to find out issues. 

Control or correct the issues by implementing modified strategies to deal with the changes. Recruit new 

employees based on technology aligned with the introduced changes to deal with culture, diversity, 

inclusion and equality as described in (Speer, 2021), in (Hickman et al., 2021) and in (Speer, 2021).  

◦ Time Frame: Four months

◦ Budget Allocation: $6 million (30% of the total allocated budget)

Thank You
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