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HR Effectiveness 


 
HR effectiveness measures are matrices applied to evaluate the impact and value of HR 


practices and initiatives in an organisation (McCartney and Fu, 2022). These measures 


typically focus on evaluating the effectiveness of HR in achieving the organisation's strategic 


goals and objectives. Nike has to implement this prospect of aligning goals while evaluating 


HR effectiveness. A few HR effectiveness measures that Nike can implement are 


engagement, recruitment, retention, training and development, diversity and inclusion, and 


HR efficiency (Saks, 2022). The measures can assist the organisation in finding out how well 


the HR practices are going and what are the main areas to focus on improving HR practices. 


By following this technique, Nike can develop data-driven HR strategies, and informed 


decisions are possible to improve employee performance according to the business 


objectives.  


 


Why Should HR Effectiveness Measure 
 
Nike can take advantage of measuring HR effectiveness to track the human capital. This is 


useful to assess human resources and their effectiveness for Nike. Moreover, the 


organisation can identify what is working well by measuring the effectiveness of HR 


practices and what needs improvement (Boon et al., 2019). This information can be used to 


create a more attractive work environment for Nike, and it can assist in retaining and 


attracting top talent from the industry. Measuring HR effectiveness will help to assess the 


strengths and weaknesses as well as opportunities from the market that Nike can avail to 


improve the work environment. The organisation can avail the opportunity of developing new 


strategies based on the actual data collected during the HR effectiveness measure.  


Why Should HR Effectiveness Measure 
 


Employee engagement is increasing through the process of measuring HR effectiveness. 


Measuring HR effectiveness can help Nike identify areas where they can improve 


engagement and increase job satisfaction. Nike can invest more in HR practices to further 


improve employee performance. While measuring HR effectiveness, Nike can observe and 


ensure legal compliance related to employment practices. It can lead the organisation to 


implement effective engagement strategies, and these can assist in improving employee 


performance. The risk of legal issues and future damage to reputation can be reduced by 


following such practices. By meeting employment regulations and legal compliance, Nike 


can develop an attractive environment that will again attract new talent and improve 


performance.  


 







 


 


 


Why it is Important to Measure HR Effectiveness 


It is important to measure HR effectiveness as, by doing this, Nike will align HR practices 


with business goals. This ensures that HR practices are designed to support business 


objectives achievement. The impact of HR activities on overall all departments can be 


assessed by measuring effectiveness (Saks, 2022). For example, the costs and investment 


by the management can be controlled by following the right place of investment. It will lead 


to identifying the efficiency of the HR at Nike to set better strategies in the future. Moreover, 


the decision-making of the HR leaders can be based on the overall assessment and better 


HR practices at Nike (McCartney and Fu, 2022). Nike can effectively manage resources by 


alarming the weak points, and it will help to improve the competitiveness of the organisation.  
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1. Introduction  


Working in a group is beneficial to assess the things that we can manage perfectly and 


our weaknesses that can be polished by directly learning from others (Ozimek, 2020). In the 


recent team-based project, all members worked on the topic "HR effectiveness and 


measurement". We have selected Nike to assess the outcomes, including the importance of 


measuring HR and why we should measure HR at Nike. The aim of selecting Nike was to 


explain why Nike should measure HR practices and why it is important to measure HR 


effectiveness. We worked in collaboration with one another, and we divided the subtopic related 


to the topic. Moreover, we have discussed the Nike HR practices to clarify understanding 


regarding the specific questions. For the presentation in the groups, we divided the roles and 


responsibilities, settled deadlines and meetings as well as highlighted the milestones and 


communication channels to manage the task effectively (Guinan et al., 2019). The current 


reflection is based on the group work and experiences that we have gained. Gibbs Reflective 


Model is a famous six-stage, cyclic model of reflection that explains the descriptions, feelings, 


evaluation, analysis, conclusion and action plan (Markkanen et al., 2020).   


2. Gibbs Reflective Model  


Graham Gibbs created the Reflective Model in 1988 to provide a structure for learning 


from personal experiences (Markkanen et al., 2020). In the model, experiences are examined in 


a cyclic style, as presented in Figure 1.  


 


Figure 1: Gibbs Reflective Cycle  







 


 


2.1 Description 


When the topic was allotted, a group of four members was developed. I was part of the 


group, and we selected one topic. All group members agreed on the topic after a little 


discussion that was followed by the sub-topic in a face-to-face meeting. The selected topic was 


"HR effectiveness and measurement". Moreover, the selection of an organisation was a 


requirement of the presentation, and all members agreed on Nike. The aim was to deliver an 


understanding for enabling the organisation to manage HR effectiveness and measurement with 


effective policies and procedures that can also serve to deliver Nike's strategic aim. The team 


members were communicating about a general social media chat group to make things easier, 


and we all agreed on Google Chat to keep things professional. We have exchanged the email 


addresses in the class to manage a further discussion on chat so that they can be protected in 


the future. Another reason to manage online meetings was one of our members was working a 


part-time job. The goals for the tasks and the milestones were also created to give every 


member a clear objective and time period to manage the project successfully. Managing 


deadlines is an easier way to complete tasks successfully, and it helps to align the work 


(Delisle, 2020).  


2.2 Feeling  


It was a new group, and the team members were actively participating. I was a little 


nervous due to my first meeting, and it was due to the team members and their active 


participation in completing the task. They help me to understand things, and I can see how 


working in a team can improve skills, confidence, collaboration and communication when the 


team members are active in reaching the outcomes. I have got more confidence to participate 


after looking into the readiness and activity of my group mates. I thought I should participate 


equally, and I have added about selected organisations.  


2.3 Evaluation 


The overall group work was a creative experience as good things happened to manage 


the presentation. However, the online collaboration was making things a little difficult due to the 


late response based on internet availability. The reason was to discuss the company and its HR 


practices and the effectiveness of measures with group members to manage the alignment in 


the content. However, they met the deadlines and completed their work before the given 


timeline. It was good for us to share and assess the work. It was a source of increased 


communication, and concerns about the work quality were shared. Cross-checking has made it 


possible to find where we are lacking.  







 


 


2.4 Analysis  


I think the presentation project was good at the start when the group members had 


decided on the topic and they were utilising their full potential. This involvement by all team 


members improved my confidence level. The first face-to-face meeting was very productive. 


After joining the online session, it was a time, when things changed. I felt issues reaching the 


group members, but they were responding to all messages in their free time. This was 


happening due to the team members and their work routines.  


I have suggested the deadline-based approach, and I think it has come with good results 


because team members have finished the work before the deadline. The things that were not 


planned in the face-to-face meeting were developing the presentation, adding points and using 


data with references. I have searched for the literature using the real company website and also 


given the links to useful data to my teammates in the online group on Gmail. Then they started 


sharing their work with references that were the reason for bringing the project towards a final 


phase. The activity that the members presented in the end was also admirable as I got the idea 


of how they can work mutually on the basis of communication. I was providing them with 


resources, and they got the idea to do the same because it was helpful to complete the task 


with proper information. The group members were raising different opinions, and I think it was a 


time when the communication was increased, and they were collaborating with one another 


through constructive feedback.   


2.5 Conclusion 


I have learnt about planning as an important aspect of group work, and it needs to be 


done in the initial meeting. It needs to be based on goals and measurable objectives. My aim 


was to develop a good and attractive presentation with the required outcomes based on Nike's 


HR measure and effectiveness by elaborating on the importance and need for the HR 


effectiveness measure.  


2.6 Action Plan 


I have planned to manage the presentation-based work by using Belbin's nine team roles as 


these will help to divide the roles and responsibilities effectively, and it is also a source to determine the 


weaknesses that can be covered easily in group work.  
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