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Deduction and punishment
•  Anta’s performance management system is dominated by salary deduction and punishment
•   No incentive and engagement mechanism
Problematic appraisal
•  Subjective appraisal with many qualitative indicators and procedures.
•   Unified appraisals without differences according to job positions
Non-strategic management
•  The deviation of performance management from the strategic goals
•   No incentive for employees to engage in the transformation
Incomplete management
•  The employees are absent in the performance management, such as target setting, etc.
•   No follow-up feedback for further improvement
Simple compensation
•  Simple compensation package with salary and bonus, and nothing else
•   Not attractive enough for the existing employees and potential applicants
•  A gap between the compensation level of Anta and the offerings of Anta’s competitors, such as Li Ning
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 •  The transformation of Anta towards a more direct to consumer model definitely requires the facilitation of HRM functions at the strategic level
•   Besides the routine administration function of HRs, HRs should actively act as problem solvers ,  strategic advisors , and facilitators
•  The transformation in performance management is also required to meet the major changes in demographics in Anta, tech-driven changes in A nta , to recover the falling engagement , and to compete in the relentless war for talents in the sports apparel industry in China.

•  Taking the overall strategic goals as a starting point to design the performance management target for each department, each team, and each individual.
•  Taking the specific job contents into the appraisal system
•   Proving the follow-up feedback after the performance
•   Using of data technologies to track performance and generate insights
•   Designing more attractive compensation and reward packages to engage employees in the transformation and retain talents
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•  Transformation in the Anta at the corporate level and in the HRM department indicates massive change needs to make , which may result in reluctance from employees.

•  Strong interpersonal skills to develop and maintain healthy relationships with employees are required to gain more primary insights regarding performance management issues

•   Employee relation management will be also useful to manage conflicts and complaints in performance management.

•   How HRs in Anta can enhance employee relation skills : Traditional structured teaching, on-site practicing, coaching, etc.

•   HRs deal with human capital via effective communication, both verbal and non-verbal.
•  Transparent and effective communication is especially important during Anta’s period of transformation

•   Performance management includes skilled negotiation, skilled feedback , and skilled consultation to solve any performance management, such as the unsatisfaction with compensation, the desire for promotion , the participation of employees i n performance management target setting, etc.

•   How HRs in Anta can enhance communication skills: Traditional structured teaching, self-learning, on-site practicing, coaching, etc.
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•  The performance management of A nta has been highly subjective with bare interaction with data technologies.

•   HRs should perceive the relevance and significance of data technologies in people analytics to track , monitor, and assess performance, as well  design proper compensation packages

•  The importance in this regard has accelerated by the popularity of virtual team settings in the covid-19 context

•   How HRs in Anta can enhance people analytics skills: Traditional structured teaching, on-site practicing , the incorporation of IT professionals in the HRM functions,
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•   Disputes are norms, especially during the transformation period, and HR’s responsibility is to ensure a safe and harmony workplace for all employees

•   HRs in Anta should learn how to de-escalate tensions, negotiate comprises, come forward solutions, etc. through active listening and active communication.
•   HRs should stay alert to conflicts , diver deeper into the underlying rationales, and address the conflicts immediately

•   H ow HRs i n A nta can enhance conflict resolution skills : Traditional structured teaching, on-site practicing, participation in resolution activities ang games , virtual conflict resolution exercises, etc.
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•  The development of people analytics skills requires a relatively long time, as current HR professionals in Anta have relatively limited data proficiency. Thereby, it

takes approximately 10-month to develop people analytics skills and to integrate data technologies into the existing HRM functions of HRM

•  The development of other skills that are relatively soft are intertwined in the next year. All events within Anta will be leveraged as an opportunity for HR professionals to develop their own soft skills, such as communications, conflicts resolution skills, etc.

•  The development of these skills require the participation, collaboration, and coordination of all employees at all levels.

•  The focus should not be limited in the performance management functions of Anta, but leverage performance management to facilitate the strategic realization of Anta to serve the mass sports apparel market



Video Link:
https://web.microsoftstream.com/video/12eb2dd0-9fd6-4abe-82e5-357f94559aaa
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