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Critical analysis of the issues (HRM and IHRM)
HRM issues of Adidas:
1. Change management: In the last few years, change management has been a major issue for Adidas. The study suggests that inappropriate change management practices lead to the unsuccessful implementation of the project that becomes costly for the organization (Nankervis et al, 2019). Similarly, a combination of coalition members was another key issue within the change management process for Adidas as well.
1. Lower employee retention rate: HRM of Adidas is also concerned about lower employee retention rates. It resulted in the loss of experienced and knowledgeable employees from the organization which affects the business performance greatly. Evidence suggests that Adidas failed to retain employees during the pandemic which lowered the chances of acquiring a competitive advantage (Brandl, Keegan, and Kozica, 2022).
1. Employee Engagement: Ensuring that employees are engaged and committed to their work is critical for any organization’s success. Adidas may face challenges in this area, particularly with employees working remotely due to the COVID-19 pandemic. 

Considering the publicly available information and historical data on Adidas, it has been observed that change management has been the key issue in HRM for Adidas. In 2015, Adidas tried to bring IoT platforms to control employee performance but failed. The report suggested that Adidas failed to communicate with the vision due to a weak leadership style which contributes to negatives towards the business. Apart from that, employee engagement has also been a significant part of Adidas that has weakened a bit. To address this issue, Adidas may need to implement more effective communication strategies and provide employees with opportunities for professional development and growth.

IHRM issues of Adidas:
1. Diversity and inclusion: Adidas have faced criticism in the past for lack of diversity and inclusion in their workforce. “In 2020, a group of black employees filed a lawsuit alleging that they had faced discrimination at the company” (Parida and Brown, 2021). This incident affects their brand image globally.
1. Labor practices: In the context of international business, Adidas has faced scrutiny over labor practices. For example- Changing supply chain practices forces Adidas to ensure labor regulations. “The company has been accused of exploiting workers and not providing adequate working conditions” (Dominguez, 2020). This has led to negative publicity and calls for Adidas
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Talent management: As an MNC, Adidas also failed to recruit top talent from diverse cultures. It sometimes affects their long-term success significantly.
Considering the IHRM or international HRM issues, diversity and inclusion have been a long-term concern for Adidas. Despite having a large global appearance, Adidas failed to make the workplace as inclusive as their key competitors like Puma, and Rebook. To address this issue, Adidas has implemented various initiatives, such as hiring a global head of diversity and creating employee resource groups, but the effectiveness of these measures remains to be seen. However, Adidas also faced difficulties in labor practices especially in the international market where they failed to combat existing practices. This has led to negative publicity and calls for Adidas to improve its labor practices and ensure that its suppliers adhere to ethical standards. Moreover, talent management also has been a key concern where appropriate HRM standards and practices of Adidas failed to retain top talent significantly.

The theoretical perspective of HRM effective measurement 
HR effectiveness refers to the key action taken by HR and HR-related activities.
HRM effective measurement can be fine though-
1. Great use of resources
1. Workforce management
1. Impact of HR 
By applying contingency theory to Adidas, it can be said that-
1. Adidas follows a "no one-size-fits-all" approach regarding people management.
1. Evidence suggests that Adidas always considered HRM practices along with its strategic goals and objectives to ensure great use of resources (Brandl, Keegan, and Kozica, 2022).
1. The huge human capital index of Adidas gives Adidas a competitive advantage that strengthens the company's resources and capabilities.
1. To measure HR effectiveness, Adidas also focused on employee engagement.
1. For example- Adidas used to conduct get together, and brainstorming sessions to facilitate employee engagement (Khan, 2017).

In this analysis, one theoretical perspective that can be applied to the effective measurement of HRM in Adidas is the contingency theory. This theory suggests that there is no one-size-fits-all approach to managing people and that the most effective HRM practices will depend on the specific context and 
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circumstances of an organization. Apart from that, the resource-based view of Adidas also suggests human capital that allows the business to ensure strategic goals and objectives. Along with that, the HRM of Adidas also assessed the values and rarity of the substitutability regarding HRM practices that gives a competitive advantage to the organization greatly. That is why Adidas has evaluated the perceived fairness related to HRM practices where Adidas has valuable employee retention, compensation policies, and many others. Overall, Adidas has measured the HRM effectiveness and results as significant in terms of service representations.
Considering the organizational performance of Adidas, effective measurement in HRM followed different techniques.
1. Key performance Indicators: Adidas used to measure HRM effectiveness through recruitment, training, and employee retention (Vandenbroucke, 2023). It supports Adidas to ensure business proceedings.
1. Employee engagement surveys: HRM of Adidas used to play a key role in employee engagement. That is why the HRM of Adidas conducted surveys that give Adidas valuable insights that lead to customer satisfaction.
1. Performance appraisal: Adidas has implemented a double incremental policy that boosts employee performance (Tachia, Lingyan, and Renhuai, 2018). In addition, this initiative helps Adidas to identify high-performing employees.
1. Training effectiveness: Adidas has fair induction policies that include training and development programs. It ultimately provides employees with great benefits and ensures business growth as well.
1. Employee turnover rate: It is another effective matrix that helps to measure HRM effectiveness. For example- Adidas usually determines employee net promoter score and Employee retention rate to increase employee retention rate (Dominguez, 2020).
Considering the HRM effectiveness of measurement, Adidas has implemented a few policies that determine success for them. Firstly, effective performance management of employees has contributed significantly towards the company's growth. Evidence suggests that Adidas has achieved a 3.5% employee retention rate in 2020 rather than in 2019. In addition, Adidas also focused on employee retention rate which triggered Adidas through compensation policies, rewards, and insurance policies. However, the survey is also another matrix used by Adidas where the company has managed to identify major areas of concern and take corrective measures as well. Overall, HRM effective measurement significantly contributes towards great business performance and growth as well.

Conclusion:
Adidas has encountered many difficulties while operating on a national and international scale. A key component of HRM is learning and development since it increases productivity across the board. The business must take the required actions to address the problems.
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