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Introduction

o Nike Inc.. positions Diversity, Equity and Inclusion (DEI) as a strategic
priority within its global framework (Nike, 2024).

o Nike’s Purpose strategy emphasises creating an inclusive workplace to fuel
creativity, innovation and long-term brand value (Nike, 2024).

o The organisation embeds DEI to ensure equitable access to opportunities
and to reflect the diversity of its consumer base across more than 160
countries (Shore et al., 2018).

o DEI initiatives align with wider Nike’s goals by enhancing employee
experience, improving decision-making, and supporting sustainable
business growth (Cox & Blake, 1991).

o My Presentation will highlight key HRM challenges in Nike Inc. and will
propose practical solutions to address them
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Introduction
Diversity, Equity and Inclusion (DEI) are now essential priorities for multinational organisations because they influence innovation, organisational reputation, and employee experience. Nike Inc.. Plc, a global consumer goods company operating in more than 160 countries, embeds DEI within its strategic framework, known as the Nike Inc.. Compass. The company aims to create an equitable work environment, ensure fair access to opportunities, and reflect the diversity of its global consumer base. This report evaluates Nike's DEI-related policies, the role of line managers, strategic alignment with organisational goals, HR challenges, and practical recommendations, drawing on academic literature and industry evidence.
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Gender Diversity
Policies
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Disability Inclusion and
Accessibility

Equity and Fair
Recruitment Practices

e Nike increases women in leadership through gender-neutral
hiring and targeted leadership development (Nike, 20233;
Broadbridge & Simpson, 2019).

 Expands racial and ethnic minority representation in U.S.
leadership through anti-bias training and inclusive career-path
support (Mor Barak, 2022).

e Provides equal partner benefits, gender-neutral facilities, and
Pride networks to strengthen inclusion and safety (Human
Rights Campaign, 2022).

e Enable@Nike promotes accessible workplaces, adaptive tools,
and commitments to increased disability representation (Nike,
2023b; Kulkarni & Lengnick-Hall, 2014).

e Uses bias-reducing recruitment tools, structured assessments,
and annual pay-equity reviews to ensure fairness (McKinsey &
Company, 2023).
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1. Current HR Policies and Practices of Nike Inc.. Plc (DEI Focus)
Nike Inc.. has established a strong suite of DEI policies aligned with leading research on organisational diversity, fairness, and inclusion (Shen et al., 2009; Cox, 2020).
Gender Diversity Policies
Nike Inc.. achieved global gender balance at managerial levels, reaching 50% women in management roles (Unilever, 2023a). The company uses gender-neutral hiring panels, flexible working practices, and enhanced parental leave. Gender balance in leadership is recognised as essential for equality and decision quality (Broadbridge & Simpson, 2019).
Ethnicity and Cultural Diversity Policies
To address racial and ethnic disparities, Nike Inc.. introduced ethnicity representation targets aiming for 15% ethnically diverse leadership in the UK by 2025. Mandatory anti-bias training and inclusive leadership development programmes support this goal. These efforts reflect Mor Barak’s (2022) argument that representation targets help reduce structural inequalities.
SOGI (Sexual Orientation and Gender Identity) Inclusion Policies
Nike Inc.. promotes SOGI inclusion through its participation in global equality coalitions. The company provides equal partner benefits, gender-neutral facilities, and visibility campaigns supporting employees of diverse sexual orientations and gender identities. Research shows that SOGI-inclusive workplaces experience higher engagement, lower turnover and improved psychological safety (Human Rights Campaign, 2022).
Disability Inclusion and Accessibility
The Enable@Nike Inc.. programme aims to expand accessibility, provide reasonable adjustments, and promote disability confidence among managers. Nike's ambition is to double disability representation by 2027 (Unilever, 2023b). Disability inclusion significantly supports productivity and reduces turnover (Kulkarni & Lengnick-Hall, 2014).
Equity and Fair Recruitment Practices
Nike Inc.. uses AI-supported recruitment to anonymise applications and reduce bias. Pay equity audits are conducted annually to address any gender or ethnicity gaps. Industry evidence shows that technology-supported recruitment improves fairness when monitored responsibly (McKinsey & Company, 2023).
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2. Role of Line Managers in Implementing DEI at Unilever
Line managers are essential to DEI implementation due to their daily interaction with employees and control over work allocation, development, and team culture (Purcell & Hutchinson, 2007).
Inclusive Recruitment and Selection
Managers follow structured interviews and inclusive hiring practices. They are trained to minimise bias and ensure fair decision-making. Inclusive leadership positively influences team engagement and reduces turnover (Nishii & Mayer, 2009).
Performance Management and Fair Development
Managers ensure fairness in performance reviews, promotion decisions and access to development opportunities. This reflects Armstrong and Taylor’s (2023) view that line managers are central to achieving equitable career pathways.
Building Psychological Safety and Inclusive Cultures
Managers lead conversations on respect, fairness, and inclusion during team meetings. They are responsible for addressing behavioural concerns and fostering psychological safety, a key factor for collaboration and innovation (Edmondson, 2018).
Supporting Employees with Disabilities
Managers approve workplace adjustments and liaise with HR to ensure accessibility. Their actions determine whether disability inclusion efforts succeed (Deloitte, 2021).



Strategic Alignment of DEI with Nike's
Organisational Goals

Diversity,Equity, nclusion and Belonging
(DELB)at rganizations

Driving Innovation and Consumer Relevance

. e Diverse teams enhance creativity, and Nike Inc.. leverages this to create
consumer-relevant products globally (McKinsey & Company, 2020).

et | il Strengthening Employer Brand and Talent Attraction
dtﬁe;ndrigxr”ym ety Vaﬁiirzzdcgfnﬂvﬂaﬁm * Nike's inclusive culture strengthens its employer brand, supporting evidence
that inclusive organisations attract stronger talent pools (Cox, 2020).
Supporting Sustainability and ESG Goals
. . . e DElis embedded in the Nike Inc. Compass and ESG reporting, aligning with

- arguments that DEI drives ethical and sustainable business practices (Shen et

enionnent e al. , 2009).
everyone s hougts, s,
nd prspectives mater

g ot ol
Il e dces o
thestme opporinis
A hot oy rerented fly

=

Enhancing Employee Engagement and Performance

ty.
ey e
e Employees who feel included show higher satisfaction and productivity,

supported by internal data and academic findings (Nike, 2023a; Mor Barak,
2022).


Presenter Notes
Presentation Notes
3. Strategic Alignment of DEI with Nike's Organisational Goals
DEI strategically supports Nike's ambitions related to innovation, employer branding, and long-term sustainability.
Driving Innovation and Consumer Relevance
Diverse teams generate higher creativity and innovation. McKinsey & Company (2020) found that diverse executive teams are 36% more likely to outperform financially. Nike Inc.. leverages workforce diversity to produce consumer-relevant products across global markets.
Strengthening Employer Brand and Talent Attraction
Nike's DEI reputation contributes to its ranking as a top employer. Academic research emphasises that inclusive organisations attract stronger talent pools (Cox, 2020).
Supporting Sustainability and ESG Goals
DEI is embedded within the Nike Inc.. Compass and ESG reporting. This connection reflects Shen et al.’s (2009) argument that DEI supports ethical and sustainable business practices.
Enhancing Employee Engagement and Performance
Nike's internal data shows that employees who feel included report higher satisfaction and productivity (Unilever, 2023a). Academic studies confirm the positive link between inclusion and organisational commitment (Mor Barak, 2022).
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4. Key HR Challenges Facing Nike Inc.. in DEI
1. Ethnic Diversity Gaps in Senior Leadership
Despite improvements, ethnically diverse representation in senior roles remains behind expectations. Barriers such as limited sponsorship and restricted talent pipelines are well documented in leadership research (Broadbridge & Simpson, 2019).
2. Inconsistent Global Implementation
Nike Inc.. operates in regions with cultural and legal differences regarding ethnicity, gender identity, and SOGI inclusion. Shen et al. (2009) note that global organisations often struggle to maintain consistent DEI practices across national contexts.
3. Low Disability Disclosure Rates
Whether due to stigma or lack of awareness, many employees do not disclose disabilities. Disclosure fear is a key barrier identified in disability research (Kulkarni & Lengnick-Hall, 2014).
4. AI Recruitment Bias Risks
Although AI supports fairness, bias may arise if algorithms are trained on unrepresentative data sets (McKinsey & Company, 2023).
5. Managerial Confidence and Capability Gaps
Some managers feel unprepared to address sensitive discussions related to ethnicity, gender identity or disability. Nishii and Mayer (2009) argue that variation in leader inclusiveness produces inconsistent DEI outcomes.
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5. Practical Recommendations
1. Strengthen Ethnic Diversity Leadership Pipelines
Introduce structured sponsorship schemes for ethnic minority employees and track promotion rates by ethnicity.
2. Enhance Manager DEI Capability Training
Provide advanced training on cultural intelligence, bias mitigation, SOGI inclusion, and disability accommodation. Incorporate DEI behaviours into managerial KPIs.
3. Improve Global Adaptation Models
Create regional DEI plans that align with local culture and legislation while upholding Nike's global inclusiveness principles.
4. Promote Disability Inclusion and Disclosure Confidence
Increase awareness campaigns, expand confidential reporting systems, and introduce trained disability inclusion champions.
5. Strengthen AI Governance and Bias Monitoring
Conduct routine AI audits, update recruitment data sets, and involve external reviewers.
6. Use Predictive Analytics for DEI Monitoring
Implement advanced dashboards to identify inequalities early and support proactive HR interventions.
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Conclusion
Nike Inc.. demonstrates strong commitment to DEI through policies promoting gender equality, ethnic diversity, SOGI inclusion, disability access, and fair recruitment. DEI aligns with the company’s innovation, sustainability, and talent strategies. However, challenges such as unequal ethnic progression, inconsistent global implementation, disability disclosure issues, AI bias risks, and managerial capability gaps remain. By strengthening leadership pipelines, enhancing training, improving global consistency, and reinforcing AI governance, Nike Inc.. can further advance DEI and sustain high organisational performance.
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Training and Development at Barclays Plc: A Critical Analysis
Introduction
Training and development (T&D) have become strategic priorities for global financial institutions seeking to enhance workforce capabilities and maintain competitive advantage. Barclays Plc, one of the UK’s largest multinational banks, invests heavily in employee learning to support its digital transformation, regulatory compliance, and global expansion initiatives. This report critically evaluates Barclays’ current T&D policies and practices, the role of line managers in implementation, the strategic alignment between HR and organisational goals, key challenges, and recommendations to address these issues. The analysis uses recent examples, organisational data, and academic theory to provide an evidence-based evaluation.
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Introduction

o In the global sportswear sector, strong talent acquisition supports
innovation, product excellence, and brand competitiveness (Boxall &
Purcell, 2016).

o Nike employs over 80,000 employees worldwide and prioritises
recruitment that strengthens digital capability, design talent, and global
market responsiveness (Nike, Inc., 2023).

o Objective of this presentation 1s to analyse Nike’s recruitment challenges
and propose realistic, practical solutions for improvement.
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Introduction
Recruitment and selection are central components of Human Resource Management, shaping an organisation’s ability to build a workforce aligned with its strategic direction. In the luxury fashion industry, where creativity, innovation, and brand consistency are critical sources of competitive advantage, effective talent acquisition becomes essential. Nike Inc., a globally recognised British luxury brand employing more than 9,000 individuals across 30 countries, relies on robust and strategically aligned recruitment practices to support its transformation towards digital excellence and elevated luxury positioning. This report examines Nike's current recruitment and selection practices, evaluates the role of line managers in their implementation, analyses the strategic alignment between these practices and organisational goals, identifies key HR challenges, and presents practical recommendations supported by academic insight.



Current HR Policies and Practices of Nike Inc.
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Structured Recruitment & Selection

e Transparent, consistent, and merit-based hiring via a centralised talent acquisition model
(Backhaus & Tikoo, 2004).

Employer Branding

e Emphasises creativity, sustainability, and global mobility to attract top talent (Backhaus
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e Hiring complies with equality legislation and anti-discrimination policies.
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Selection Process

e Multi-stage, evidence-based approach including structured interviews, portfolios,
scenario-based exercises, and assessment centres (Gatewood, Feild & Barrick, 2019).
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Current HR Policies and Practices of Nike Inc.
Nike adopts a structured recruitment and selection system that emphasises transparency, consistency, and merit-based hiring. The organisation uses a centralised talent acquisition model coordinated by regional HR teams, ensuring local responsiveness within a globally standardised framework. Employer branding is a significant component of Nike's recruitment philosophy, with the company highlighting creativity, sustainability commitments, and global mobility opportunities. This emphasis is consistent with the argument by Backhaus and Tikoo (2004), who note that employer branding enhances talent attraction particularly in sectors where competition for creative and digital capabilities is strong.
Nike relies on both external and internal recruitment strategies. Its external strategy includes partnerships with leading creative and fashion institutions, targeted graduate recruitment schemes, and international recruitment marketing campaigns. Internal recruitment supports succession planning and employee retention, aligning with Armstrong and Taylor’s (2020) assertion that internal mobility strengthens organisational culture and reduces talent acquisition costs. Diversity and inclusion are embedded in Nike's HR policies, and all hiring decisions must comply with equality legislation and internal anti-discrimination guidelines.
The selection process follows a multi-stage, evidence-based approach. Initial application screening is followed by structured interviews designed to evaluate behavioural and technical competencies. Candidates for creative roles are required to submit portfolios, which are assessed by managers with expertise in design and product development to ensure alignment with Nike's creative standards. Retail and customer-facing applicants participate in scenario-based assessments and role-playing exercises that reveal their customer service orientation and alignment with luxury service principles. In addition, graduates participate in assessment centres where teamwork, leadership potential, and problem-solving abilities are evaluated. Gatewood, Feild and Barrick (2019) argue that structured interviews and work-sample assessments contribute significantly to selection validity, and Nike's selection practices demonstrate alignment with these established best practices.



Role of Line Managers in Implementation
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Role of Line Managers in Implementation
Line managers play a vital role in the effective implementation of Nike's recruitment and selection processes. They work directly with HR teams to define role requirements, analyse job tasks, and determine competency needs. This approach reflects the findings of Purcell and Hutchinson (2007), who emphasise the importance of line managers as intermediaries responsible for translating HR policy into everyday practice. At Nike, line managers are involved in reviewing applications, conducting interviews, assessing technical capabilities, and participating in decision-making discussions regarding candidate suitability.
In the retail division, store managers evaluate applicants’ service skills, communication abilities and understanding of the Nike brand, which are essential to delivering luxury customer experiences. In corporate and creative divisions, line managers assess candidates’ technical expertise, creativity, and collaborative abilities. Line managers are also responsible for ensuring that onboarding processes are effectively implemented, that expectations are clearly communicated, and that new hires are supported during their early stages of employment. To ensure fairness and legal compliance, Nike requires line managers to complete training in inclusive hiring practices, mitigating bias and reinforcing the company’s commitment to diversity and equality.
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Strategic Alignment of HR Practices with Company Goals
Nike's recruitment and selection practices are closely integrated with its long-term strategic priorities. One of Nike's core objectives is to strengthen its luxury brand positioning, and this requires the recruitment of highly skilled designers, merchandisers, and creative directors capable of building distinctive product ranges. As noted in the McKinsey State of Fashion report (Amed et al., 2023), creativity remains the primary competitive driver in the luxury fashion sector, and Nike's emphasis on recruiting creative excellence directly supports this priority.
Digital transformation represents another major strategic focus. Nike's investment in digital marketing, data analytics, and e-commerce capabilities requires talent with advanced technological skills. Deloitte’s (2023) Human Capital Trends report identifies digital fluency as a crucial workforce requirement for modern organisations, and Nike aligns with this trend by prioritising applicants with strong digital competencies.
Sustainability is a further strategic priority for Nike, with the company committing to ambitious environmental goals, including carbon neutrality. Recruitment therefore targets specialists in environmental science, sustainable sourcing, and ESG reporting, ensuring that HR practices reinforce corporate sustainability commitments. Wright and McMahan’s (2011) theory of strategic HRM suggests that HR practices must demonstrate vertical alignment with organisational goals, and Nike's recruitment strategy reflects this alignment across its sustainability, creativity, and digital transformation objectives.
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Key HR Challenges Faced by Nike Inc.

Talent Shortages

* Difficulty attracting creative and digital talent due to global competition, leading to longer
recruitment timelines and increased salary demands (Armstrong & Taylor, 2023).

High Retail Turnover

 Customer-facing roles experience annual turnover rates exceeding 30%, affecting service
consistency (Boselie & van der Heijden, 2024).

Leadership Diversity Gaps

* While gender diversity has improved in some departments, ethnic and cultural diversity in
senior leadership remains below expectations (Salman & Broten, 2017).

Rising Labour Costs

* Increasing operational costs in the UK and Europe challenge recruitment budgets and
compensation strategies (Holbeche, 2022).

Strategic Intervention Needed

* Evidence-based HR strategies are essential to maintain long-term talent sustainability and
organisational performance.
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Key HR Challenges Faced by Nike Inc.
Nike faces several HR challenges that influence recruitment and retention outcomes. A prominent challenge involves the shortage of creative and digital talent, a problem intensified by global competition from other luxury brands. This scarcity increases recruitment lead times and drives salary inflation. High turnover in retail roles remains another issue, as customer-facing roles in luxury retail often experience annual turnover rates exceeding 30 per cent, reducing consistency in service delivery.
Leadership diversity remains an additional challenge. Although gender diversity has improved in certain departments, ethnic and cultural diversity in senior leadership remains below the levels expected in global organisations. Rising labour costs in Nike's key operating markets, including the United Kingdom and Europe, place further strain on recruitment budgets and compensation frameworks. These challenges require sustained, evidence-based interventions to ensure Nike's long-term talent sustainability.



Practical Recommendations

=+ Integrate predictive analytics into recruitment to forecast future talent needs
and reduce time-to-hire (Minbaeva, 2018).

» Enhance the employee value proposition by highlighting sustainability
leadership, international experience, and structured career development
(Backhaus & Tikoo, 2004).

= Develop a global retail talent academy to strengthen customer service
capabilities and reduce staff turnover.

+ Expand partnerships with universities, design institutions, and diversity
networks to access underrepresented talent pools.

= Improve internal mobility and succession planning with transparent career
pathways to reduce reliance on external hiring and enhance long-term
retention.
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Practical Recommendations
Nike would benefit from the integration of predictive analytics into its recruitment planning processes to forecast future talent needs and reduce time-to-hire. Minbaeva (2018) highlights analytics as a powerful tool for enhancing evidence-based HR decision-making, and its adoption would strengthen Nike's strategic workforce planning. The company could enhance its employee value proposition by emphasising sustainability leadership, opportunities for international experience, and structured career development pathways, supporting the argument by Backhaus and Tikoo (2004) that a compelling employer brand improves recruitment and retention outcomes. The development of a global retail talent academy would further strengthen customer service capabilities and reduce turnover, while expanded partnerships with universities, design institutions, and diversity networks would widen access to underrepresented talent pools. Improved internal mobility, supported by transparent career pathways and enhanced succession planning, would reduce reliance on external hiring and improve long-term retention.



Conclusion

= Nike shows strong commitment to structured, fair, and strategically aligned
recruitment practices, supporting luxury positioning, digital innovation, and
sustainability goals (Armstrong & Taylor, 2023).

» Challenges remain, including talent shortages, high turnover, diversity
gaps, and rising labour costs (Boselie & van der Heijden, 2024).

= Adoption of predictive analytics can enhance talent acquisition and
workforce planning (Becker, 1964, cited in Kirton & Greene, 2015).

» Strengthening the employee value proposition and investing in talent
development programmes can improve retention and engagement.

+ Expanding talent partnerships and promoting internal mobility enhances
recruitment resilience and competitive advantage in the global luxury
market.
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Conclusion
Nike Inc. demonstrates strong commitment to structured, fair, and strategically aligned recruitment and selection practices. These practices support the company’s efforts to strengthen luxury positioning, drive digital innovation, and advance its sustainability agenda. Nonetheless, challenges such as talent shortages, high turnover, diversity gaps, and rising labour costs persist. Through the adoption of predictive analytics, an enhanced employee value proposition, investment in talent development programmes, expansion of talent partnerships, and promotion of internal mobility, Nike can further strengthen the resilience and effectiveness of its recruitment strategy and maintain competitive advantage within the global luxury fashion industry.



References

= Amed, 1., Balchandani, A., Berg, A., Hedrich, S., & Jensen, J. E. (2023). The State of Fashion
2023. McKinsey & Company and The Business of Fashion.

= Armstrong, M., & Taylor, S. (2020). Armstrong’s handbook of human resource management
practice (15th ed.). Kogan Page.

= Backhaus, K., & Tikoo, S. (2004). Conceptualising and researching employer branding. Career
Development International, 9(5), 501-517. https://dot.org/10.1108/13620430410550754

= Boxall, P., & Purcell, J. (2016). Strategy and human resource management (4th ed.). Oxford
University Press.

= Nike Group plc. (2024). Annual report and accounts 2024. Nike Inc..

= Deloitte. (2023). 2023 global human capital trends: New fundamentals for a boundaryless
world. Deloitte Insights.

= Gatewood, R. D., Feild, H. S., & Barrick, M. R. (2019). Human resource selection (9th ed.).
Cengage Learning.

= Minbaeva, D. (2018). Human capital analytics: Why it matters. Human Resource Management
Review, 28(1), 3—15. https://dot.org/10.1016/1.hrmr.2017.06.002

= Purcell, J., & Hutchinson, S. (2007). Front-line managers as agents in the HRM—performance
causal chain. Human Resource Management Journal, 17(1), 3—20. https://doi.org/10.1111/1.1748-
8583.2007.00022.x

= Wright, P. M., & McMahan, G. C. (2011). Exploring human capital: Putting ‘human’ back into
strategic human resource management. Human Resource Management Journal, 21(2), 93—104.
https://doi.org/10.1111/7.1748-8583.2010.00165.x



Presenter Notes
Presentation Notes
References 
Amed, I., Balchandani, A., Berg, A., Hedrich, S., & Jensen, J. E. (2023). The State of Fashion 2023. McKinsey & Company and The Business of Fashion.
Armstrong, M., & Taylor, S. (2020). Armstrong’s handbook of human resource management practice (15th ed.). Kogan Page.
Backhaus, K., & Tikoo, S. (2004). Conceptualising and researching employer branding. Career Development International, 9(5), 501–517. https://doi.org/10.1108/13620430410550754
Boxall, P., & Purcell, J. (2016). Strategy and human resource management (4th ed.). Oxford University Press.
Nike Group plc. (2024). Annual report and accounts 2024. Nike Inc..
Deloitte. (2023). 2023 global human capital trends: New fundamentals for a boundaryless world. Deloitte Insights.
Gatewood, R. D., Feild, H. S., & Barrick, M. R. (2019). Human resource selection (9th ed.). Cengage Learning.
Minbaeva, D. (2018). Human capital analytics: Why it matters. Human Resource Management Review, 28(1), 3–15. https://doi.org/10.1016/j.hrmr.2017.06.002
Purcell, J., & Hutchinson, S. (2007). Front-line managers as agents in the HRM–performance causal chain. Human Resource Management Journal, 17(1), 3–20. https://doi.org/10.1111/j.1748-8583.2007.00022.x
Wright, P. M., & McMahan, G. C. (2011). Exploring human capital: Putting ‘human’ back into strategic human resource management. Human Resource Management Journal, 21(2), 93–104. https://doi.org/10.1111/j.1748-8583.2010.00165.x
 


https://doi.org/10.1108/13620430410550754
https://doi.org/10.1108/13620430410550754
https://doi.org/10.1108/13620430410550754
https://doi.org/10.1108/13620430410550754
https://doi.org/10.1108/13620430410550754
https://doi.org/10.1108/13620430410550754
https://doi.org/10.1108/13620430410550754
https://doi.org/10.1108/13620430410550754
https://doi.org/10.1108/13620430410550754
https://doi.org/10.1108/13620430410550754
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1016/j.hrmr.2017.06.002
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2007.00022.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x
https://doi.org/10.1111/j.1748-8583.2010.00165.x

- Student Name Shaan aboobacker

- Student ID: 2503771

- Topic: Performance Management at Nike Inc.




Set goals and
define SMART
metrics

Track progress
reqularly and
mitigate obstacles

Performance
Management
Cycle

Give recognition

d reward good Evaluate process
e and the final results
performance

Introduction

Performance management supports planning, monitoring and developing
employee performance.

At NIKE, it aligns workforce output with innovation, growth and DEI
goals. (Nike, 2023)

Report analyses HR policies, line-manager roles, strategic alignment,
challenges and solutions.

Objective: Evaluate NIKE’s performance-management practices and
propose improvements.



Current HR Policies & Practices at NIKE

Reviewof

HR Poly curent ols

Performance-based reviews link outcomes to development and rewards.
(Scribd)

DEI targets: 50% women globally; 45% women leaders; 35% U.S.

e iR Feamnerdn minority workforce. (Nike Media, 2023)
Handook ’ on Polcy Changes

POLICIES - Inclusive hiring: outreach to underrepresented groups; internship-to-hire
pathways. (SEC)

Well-being benefits: flexible work, inclusive healthcare, family-planning
support.

Emploje Polcy
Cormmunicaion

Understand Usage
and mpact * HR analytics used to monitor engagement, diversity, and workforce trends.

(Nike, 2023)




ROLE OF FIRST-LINE MANAGERS
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Role of Line Managers

0 Coaches and mentors’ employees to build future leadership “bench
strength.” (Ferdousi, 2023)

o Conducts performance reviews, provides feedback, sets goals.
o Drives inclusive culture and supports DEI practices within teams.

o Communicates HR initiatives and embeds new performance-management
tools. (Nike, 2024)



1

Workforce Employee
Plenning and " Engagement and
Talent Management Refenfion Strafegies

Key Practices
in Strategic
HRM

Performance Compensation
Management and Benefits
and Development Strategy

Strategic Alignment with NIKE’s Goals

DEI and engagement support creativity and product innovation. (SEC)

Talent development ensures leadership continuity for global growth.
(Cloudfront)

Strong performance-management links promote retention and stability
(Siebers, 2008)

HRM strengthens brand reputation and supports ESG expectations. (SEC)
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Key HR Challenges

Hard to standardise performance systems across global cultures (Stoyan
Ventsislavov Kolev, 2019)

Risk of bias and inconsistency in appraisals across teams.
Supplier factories vary in HR capabilities and labour standards.
Rising external pressure for transparency and ESG compliance.

Difficult to directly link HR metrics to business outcomes (The Human
Capital Hub, 2024



Recommendations

o Localise appraisal processes to cultural and legal contexts.

o Increase transparency on pay, promotion and performance metrics.

o Extend HR training and oversight to suppliers to ensure alignment.

o Strengthen HR analytics to link talent outcomes to business performance.

o Train managers in fair evaluation, coaching and inclusive leadership.



Conclusion

o NIKE’s performance management is integrated with DEI, talent
development and well-being.

o Line managers are essential in executing and sustaining HRM practices.

o HR policies strategically support innovation, growth and employee
engagement.

o Addressing fairness, global consistency and transparency will improve
performance systems.

o Recommendations aim to reinforce NIKE’s competitive and ethical
position.
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INTRODUCTION

Training and development (T&D) are strategic issues that global
organisations have been facing as they strive to advance their workforce
and keep up with competition.

Nike is globally recognized for its innovative culture and strong
commitment to employee learning and development (Ganesh, 2024).
The company invests heavily in structured training, leadership programs,
and continuous learning initiatives that enhance workforce capability
(Nike.com, 2016).

Nike U, the company’s corporate learning brand, plays a key role in
building skills, strengthening leadership, and supporting long-term
employee growth (IMD, 2024; King, 2012).

Nike’s learning and development practices significantly contribute to
improving organizational effectiveness and employee performance (Burhan

Ismael et al., 2021).


Presenter Notes
Presentation Notes
INTRODUCTION
Hello everyone, and welcome. Today’s presentation is all about training and development at Nike—how the company invests in its people to build skills, foster innovation, and drive performance.
Nike is much more than just a global sports brand. It’s a company known for its culture of creativity, experimentation, and continuous improvement, and it achieves this by providing employees with structured learning opportunities and leadership development programs.
The main focus of this discussion is Nike U, Nike’s global learning platform. Through Nike U, employees can access leadership courses, digital learning resources, and development pathways that support long-term career growth. These programs not only enhance individual skills but also strengthen collaboration, trust, and team relationships across the company.
The objective of this presentation is to show how Nike’s approach to training and development contributes to organizational effectiveness, innovation, and overall productivity, while also empowering employees to reach their full potential.



®
Current HR Policies and Practices of Nike

 Strong Employee Development Culture: Nike prioritizes
continuous learning, leadership growth, and employee skill
enhancement through structured training and Nike U programs
(IMD, 2024; Nike.com, 2016).

* Inclusive & Diverse Workplace: The company follows
comprehensive diversity, equity, and inclusion (DEI) policies to
promote fairness, equal opportunity, and a sense of belonging
across global teams (FY23 Nike Impact Report, 2025).

 Employee Wellbeing & Support: Nike offers competitive
compensation, health benefits, wellness programs, and mental-
health initiatives to support employee satisfaction and long-term
engagement (Nike.com, 2016).

* Performance Management System: The HR system integrates
goal-setting, coaching, and real-time feedback to improve Figure: Nike Worker Voice Initiative
productivity, innovation, and collaboration (Ganesh, 2024). (Nike.com, 2017)

* Ethical & Responsible HR Practices: Nike enforces strong
labor standards, safe working conditions, and responsible
sourcing practices to ensure ethical operations globally (FY23
Nike Impact Report, 2025).
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Current HR Policies and Practices of Nike
Nike’s current HR practices emphasize continuous employee development supported by structured learning systems such as Nike U. These programs provide leadership training, technical skill enhancement, and career growth opportunities, ensuring employees stay innovative and adaptable (IMD, 2024; Nike.com, 2016).
The company maintains strong diversity, equity, and inclusion policies, reflected through initiatives that promote equal opportunity and representation across global teams. This commitment is reinforced in Nike’s FY23 Impact Report.
Employee wellbeing remains a core HR focus. Nike provides comprehensive compensation packages, health benefits, mental-wellbeing programs, and flexible work support to sustain employee satisfaction and retention.
Nike’s performance management system integrates real-time feedback, goal alignment, and coaching to strengthen productivity and collaboration (Ganesh, 2024).
Additionally, Nike enforces strict ethical labor standards and responsible sourcing policies, ensuring safe working conditions and compliance throughout its global supply chain (FY23 Impact Report, 2025).



B
Line Managers’ Contribution to Implementation

Role of Line Managers in Implementation
- Recognising Development Priorities

=

Nike’s line managers identify development priorities via check-ins, ensuring rele N i T b

training for employees (Ahrens & Fischer, 2019). Facilitating Prowdln.g
Change ~ Support

* Guiding Daily Skill Application A |

Managers support employees in applying training skills, reinforcing their role as

learning leaders (Firoz & Chowdhury, 2015). —4 Line Managers (=

- Enabling Access to Learning Resources

Line managers guide employees in Nike’s digital learning, providing time and suj Communicating Monitoring |
for using tools (CIPD, 2023). Expectations Progress

* Monitoring Progress and Development

After training, managers track progress via observations and feedback to ei
performance aligns with expectations (Armstrong & Taylor, 2023).

Figure: Role of Line managers (Ahrens &

 Building Motivation and Learning Culture .
Fischer, 2019)

Managers motivate staff by promoting career growth, development paths, and a
culture of continuous improvement (Kolev, 2019).
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Line Managers’ Contribution to Implementation
Line managers play a pivotal role in implementing Nike’s training and development practices because they are the closest to employees and directly influence daily learning experiences. According to Ahrens and Fischer (2019), line managers are essential agents in executing strategic HRM, particularly through coaching, communication, and performance feedback. At Nike, managers are expected to identify individual skill gaps, create development opportunities, and guide employees through structured learning pathways such as the Manager Onboarding programme, which enhances local leadership capability and embeds consistent expectations across teams.Research highlights that first-line managers contribute significantly to performance management by linking training outcomes with day-to-day performance conversations (Firoz & Chowdhury, 2015). CIPD (2023) also emphasises that line managers support employee wellbeing, provide meaningful feedback, and ensure training is applied in practice. In Nike’s context, effective manager involvement is crucial for driving engagement in digital learning modules and sustaining high performance within retail and corporate environments. Moreover, consumer-facing studies suggest that strong internal management practices positively influence Nike’s overall brand perception (Kolev, 2019).


)

HR Practices: Strategic Alignment with Business

Objectives

» Nike’s training programs enhance creativity, innovation, and design
thinking, sustaining competitive advantage (Arora, Malhotra & Rubhil,
2024

» Digital HR and analytics training help employees use data for
decisions, supply chain, and customer optimization (Monteiro, 2022).).

Leadership programs promote inclusivity, empowering managers to
build diverse, engaged teams driving collaboration and growth (Arora,
Malhotra & Ruhil, 2024).

* Training on sustainable materials and ethical sourcing reinforces
Nike’s ESG commitment and aligns HR with strategy (Monteiro,
2022).
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HR Practices Strategic Alignment with Business Objectives 
Nike’s HR practices strategically align with its business objectives by focusing on innovation, digital capability, inclusive leadership, and sustainability. Employees are trained in creativity and design thinking, enabling them to contribute to cutting-edge products and maintain Nike’s competitive edge. Digital platforms and analytics training equip staff to make data-driven decisions, streamline operations, and enhance customer experiences globally. Leadership development programmes cultivate inclusive managers who build motivated, collaborative teams, supporting long-term organisational growth. Additionally, training on ethical sourcing, sustainable materials, and environmental initiatives reinforces Nike’s commitment to ESG goals, ensuring that HR practices not only drive business performance but also uphold corporate social responsibility.



Key HR Challenges of Nike

1. Talent Attraction and Retention

e Recruiting and retaining skilled employees globally is challenging due to intense Key HR Cha"enges Of lee
competition in tech, design, retail (Kolev, 2019; Nike.com, 2016).
Talent Attraction Diversity, Equity, and
and Retention Inclusion (DEI)
« Digital tools’ rapid adoption requires continuous upskilling, with employees trained ReLiling ol g ekl SR IELSh o g i
. . employees across global operatons across global offices is an ongoing
for technology-driven HR systems (Monteiro, 2022). remains challenging. challenge
. . . . (Kolev, 2019; Nike,com, 2016) (Moving Together FY23, 2025)
3. Diversity, Equity, and Inclusion (DEI)
o : : : e L : . Digital Transformation Employee Engagement
* Maintaining inclusive culture globally is challenging; DEl initiatives must align with e an% Skills Gap o andpwgll-beir?g o
strategy and emponee eXpeCtationS (MOVing Together FY23’ 2025)' Rapid adoption of digital tools and Sustaining motivation, mental
. . . analytics creates a need for health support, and engagement &
4- Labor Compllance and Ethical Practices continuous upskilling. a diverse workforce
(Monteiro, 2022) (King, 2012; Nike, 2025b)

* Ensuring human rights and labor standards globally is complex, requiring
monitoring, compliance, and ethical HR oversight (Nike, 2025a).

5. Employee Engagement and Well-being

Figure: Key HR Challenges of Nike (Nike,
e Sustaining motivation, mental health, and engagement requires HR programs 2016)
balancing corporate goals with employee satisfaction (King, 2012; Nike, 2025b).
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Key HR Challenges of Nike 
Nike faces several key human resource challenges in its global operations. Attracting and retaining skilled employees remains a critical issue, particularly in competitive areas such as technology, design, and retail, where top talent is in high demand (Kolev, 2019; Nike.com, 2016). The company’s rapid digital transformation also presents a skills gap, requiring continuous upskilling and training to help employees adapt to technology-driven HR and operational systems (Monteiro, 2022). Ensuring diversity, equity, and inclusion across its global offices is another ongoing challenge, as DEI initiatives must align with both corporate strategy and employee expectations (Moving Together FY23, 2025). Additionally, maintaining labor compliance and ethical practices across complex global supply chains demands robust HR oversight to protect human rights and uphold ethical sourcing standards (Nike, 2025a). Finally, sustaining employee engagement and well-being is essential, as HR programs must balance organizational goals with motivation, mental health support, and overall workforce satisfaction (King, 2012; Nike, 2025b).



Practical Recommendations

Structured programs should equip employees with digital competencies and
familiarity with Al-driven HR and operational systems to enhance organizational
efficiency (Monteiro, 2022; Pei, 2024).
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Practical Recommendations 
Nike can enhance its training and development by focusing on five key strategies. First, line managers should play a stronger role in employee development by identifying skill gaps, coaching staff, and ensuring training is applied effectively on the job (Ahrens & Fischer, 2019; CIPD, 2023; Firoz & Chowdhury, 2015). Second, continuous digital upskilling is essential, equipping employees with the knowledge and tools to navigate AI-driven HR systems and digital operational processes (Monteiro, 2022; Pei, 2024). Third, leveraging Nike U as a global learning platform can promote a culture of continuous learning, mentorship, and cross-functional skill development (King, 2012; IMD Business School, 2024). Fourth, all training programs should be closely aligned with strategic HR and business objectives to address skills gaps and enhance organizational performance (Arora, Malhotra & Ruhil, 2024; Burhan Ismael et al., 2021). Finally, training initiatives must be inclusive and accessible across global locations, supporting diversity, equity, and inclusion while empowering employees to grow within the company (Ganesh, 2024; Moving Together FY23, 2025).



Conclusion

O Effective HR practices, including talent management, DEI,
and compliance, are essential to maintain Nike’s competitive
edge globally.

Q Investing in wupskilling, digital literacy, and leveraging
platforms like Nike U strengthens employee capabilities and
engagement.

O Aligning HR initiatives with business goals while fostering an
inclusive workplace supports long-term organizational growth.
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Conclusion
In conclusion, Nike’s HR strategy plays a pivotal role in sustaining its global success. First, strategic HR practices, from attracting top talent to ensuring compliance and DEI, are vital for maintaining competitiveness. Second, continuous training and development, including digital upskilling and the use of Nike U, empowers employees and enhances overall performance. Finally, aligning HR initiatives with business objectives while fostering an inclusive environment ensures sustainable growth and a motivated workforce. These combined efforts position Nike to adapt effectively to global challenges and maintain its leadership in the industry.
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O Effective HR practices, including talent management, DEI,
and compliance, are essential to maintain Nike’s competitive
edge globally.

Q Investing in wupskilling, digital literacy, and leveraging
platforms like Nike U strengthens employee capabilities and
engagement.

O Aligning HR initiatives with business goals while fostering an
inclusive workplace supports long-term organizational growth.
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Conclusion
In conclusion, Nike’s HR strategy plays a pivotal role in sustaining its global success. First, strategic HR practices, from attracting top talent to ensuring compliance and DEI, are vital for maintaining competitiveness. Second, continuous training and development, including digital upskilling and the use of Nike U, empowers employees and enhances overall performance. Finally, aligning HR initiatives with business objectives while fostering an inclusive environment ensures sustainable growth and a motivated workforce. These combined efforts position Nike to adapt effectively to global challenges and maintain its leadership in the industry.
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Overall Overview of the Presentation

Nike integrates performance management into its wider HR strategy, linking it with innovation, DEI,
talent development, and employee wellbeing (Nike, 2023).

Current HR practices support a performance-driven culture, using structured reviews, DEI targets,
inclusive hiring, employee wellbeing benefits, and HR analytics to guide decisions (Nike Media, 2023;
SEC, 2024).

Line managers play a critical implementation role by coaching staff, conducting evaluations, fostering an
inclusive culture, and embedding HR tools and processes (Ferdousi, 2023; Nike, 2024).

Strategic alignment ensures HR practices support corporate goals, including innovation, leadership
continuity, retention, ESG commitments, and global competitiveness (SEC, 2023).

Key challenges include global consistency, bias risks, supply-chain HR issues, transparency expectations,
and difficulty linking HR metrics to business outcomes, requiring targeted improvements such as

localisation, stronger analytics, DEI training, and clearer performance communication (Kolev, 2019; The
Human Capital Hub, 2024).
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