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Executive Summary
This paper provides a critical evaluation of human resources management in Huawei, focusing on the areas of recruitment and selection, performance management, employee engagement, compensation and benefits, and training and development. The analysis is conducted using various well-known human resources management models such as SWOT, Maslow's Hierarchy of Needs, Employee Engagement Models, and SHRM. The research finds that while Huawei has some strengths in its human resources management, such as a strong company culture and commitment to innovation, it also faces several challenges and weaknesses, including a lack of diversity in recruitment and selection, a heavy focus on quantitative performance metrics, and inadequate communication and transparency.
To address these issues, the paper recommends several measures for improvement, such as prioritizing diversity and inclusion in recruitment, balancing performance metrics with qualitative measures, promoting transparency and communication, standardizing compensation practices, and providing opportunities for career advancement and development. By implementing these recommendations, Huawei can improve its human resources management and create a more inclusive and engaged workforce that is better equipped to meet the challenges of a rapidly changing business environment.
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1.Introduction
Huawei is a global technology company that was founded in 1987 by Ren Zhengfei in Shenzhen, China. It started as a small business focused on manufacturing phone switches, and has since grown to become one of the largest telecommunications equipment and consumer electronics manufacturers in the world. Huawei operates in more than 170 countries and has over 197,000 employees, with its headquarters located in Shenzhen, China.
Huawei has a highly decentralized organizational structure, with over 197,000 employees worldwide. The company emphasizes talent development and invests heavily in employee training and development programs. Huawei has a comprehensive performance evaluation system that is used to assess employee performance and provide feedback to help employees improve their skills and capabilities.
Huawei also has a strong culture of innovation and encourages its employees to take risks and be creative in their work. The company places a high value on teamwork and collaboration and has implemented several programs to foster a culture of collaboration and knowledge sharing among its employees.
In terms of recruitment and selection, Huawei has a rigorous and highly competitive hiring process that includes multiple rounds of interviews and assessments. The company also places a strong emphasis on diversity and inclusion, and actively recruits talent from all backgrounds and regions.
Overall, Huawei has a reputation for being a highly innovative and dynamic company with a strong focus on talent development and employee engagement.(huawei Inc., 2023)

[bookmark: _Toc28159]2.Strengths and weaknesses in Huawei's HRM
while Huawei has many strengths in its human resources practices, the company has also faced some challenges and criticisms in this area. Here are some potential weaknesses and challenges to consider:
[bookmark: _Toc11101]2.1. SWOT model
SWOT analysis, also referred to as situational analysis, is a tool that helps to evaluate the Strengths and Weaknesses of a business or project, as well as the External Opportunities and Threats that may impact it. This analysis is conducted with the aim of making informed decisions based on the outcomes of the analysis.(Abell and Hammond,1979)
	Strengths:
Strong culture of innovation and creativity
Emphasis on employee development and training
Rigorous and competitive recruitment and selection process
Decentralized organizational structure that allows for local decision making
Emphasis on teamwork and collaboration

	Weaknesses:
Highly competitive and intense work culture leading to concerns about employee burnout and turnover
Limited opportunities for career advancement leading to retention challenges
Criticisms of lack of diversity and inclusion within the company's leadership
Potential human resources challenges associated with global expansion


	Opportunities:
Continued growth and expansion into new markets
Opportunity to further diversify the employee base and leadership team
Potential to develop new and innovative human resources programs to address retention and career development challenges
	Threats:
Increased competition in the 
Trade tensions and geopolitical risks that could impact business operations and human resources management
Increased scrutiny of the company's human resources practices by stakeholders and the public.(huawei Inc., 2023)



[bookmark: _Toc5346]2.2. Maslow Model
Maslow's hierarchy of needs is a theory that categorizes human needs into different levels based on the psychology of human development. At the lowest level are the physiological needs, which are the basic necessities such as food, clothing, and shelter that must be met for survival. The second level is focused on the need for safety and security, where people seek stability and protection from harm. The third level is about the need for love, belonging, and respect, which involves interpersonal relationships and social connections. At the highest level is the need for self-actualization, which is the realization of one's full potential and the attainment of personal growth and fulfillment.In the context of business development, providing employees with opportunities for personal and professional growth is essential for meeting their self-actualization needs（Maslow, 1958) . 
This has become an important aspect of enterprise management research as it enables employees to maximize their potential and realize their self-worth, which ultimately leads to increased productivity and organizational success.

	Physiological Needs

	Huawei provides competitive compensation and benefits packages to employees, which helps to meet their basic physiological needs.

	Safety Needs

	Huawei has a strong focus on employee safety and health, and has implemented measures to ensure a safe and healthy working environment.(huawei Inc., 2023)

	Love and Belonging Needs

	Huawei places a strong emphasis on teamwork and collaboration, which helps to foster a sense of belonging and camaraderie among employees.

	Esteem Needs

	Huawei invests heavily in employee training and development, which helps to boost employee skills and capabilities and can lead to increased feelings of accomplishment and recognition.

	Self-Actualization Needs

	Huawei's culture of innovation and creativ
ity provides opportunities for employees to be creative and take risks, which can contribute to their self-actualization needs.
However, there are also potential gaps in meeting these needs:
There are concerns about the highly competitive and intense work culture at Huawei, which may impact employees' physiological and safety needs by contributing to burnout and stress.
Limited opportunities for career advancement can also impact employees' esteem and self-actualization needs by hindering their ability to achieve their full potential within the company.Criticisms of lack of diversity and inclusion within the company's leadership could impact employees' sense of belonging and esteem, particularly for employees from underrepresented groups.


[bookmark: _Toc32172]2.3. Herzberg's Two-Factor Theory
According to Herzberg's theory, achievement is the feeling that an individual has succeeded in his or her work and can increase the individual's self-esteem and sense of satisfaction. Recognition is the feeling that an individual has been praised or acknowledged by others for his or her work, which enhances the individual's sense of belonging and self-confidence. Growth opportunities are opportunities for individuals to learn new skills and knowledge that can enhance their ability to do their job and their career prospects, and these factors can stimulate intrinsic motivation and drive employees to engage and participate in their work（Herzberg et al .，1959).
Here's an analysis of the advantages and disadvantages of Huawei's human resources management using this model:
	Advantages
	Disadvantages

	Achievement: Huawei is a company that encourages employees to strive for excellence and continuously improve their skills. The company invests heavily in research and development and provides employees with ample opportunities to work on innovative projects. This culture of innovation and excellence can motivate employees to achieve their goals.

	Hygiene factors: According to Herzberg's theory, hygiene factors such as working conditions, salary, and benefits, while important, do not directly contribute to employee motivation. Huawei has been criticized for its long working hours and intense work pressure, which can lead to employee burnout and dissatisfaction.



	Recognition: Huawei values its employees and recognizes their contributions to the company. The company offers competitive compensation packages and benefits, and provides opportunities for career growth and advancement. These recognition and rewards can help employees feel valued and appreciated.
	Employee voice: Herzberg's theory also emphasizes the importance of employee voice, or the ability of employees to contribute their ideas and opinions to the organization. Huawei has been accused of not providing enough channels for employees to express their concerns and ideas, leading to a lack of employee engagement and motivation.



[bookmark: _Toc29871]2.4. the SHRM model 
Strategic Human Resources Management (SHRM) is a management theory that originated in the Western countries in the 1980s. It has been widely implemented in management practices in Europe and the United States, and is recognized as a philosophy that can help companies achieve and maintain a long-term sustainable competitive advantage（Bailey et al,2018).
Unlike traditional HRM, SHRM takes an active role in supporting the overall strategy of the company.The main focus of SHRM is to align HR strategies with the overall business strategy, in order to achieve the company's goals:
There is a strong relationship between human resource management practices and organisational performance. Companies that adopt more advanced, strategic HRM practices have lower employee turnover, higher productivity, better financial performance, and a planned and coordinated set of strategies and practices in HRM that improve employee quality and overall performance (Huselid, 1995).
The adoption of SHRM can help organisations to improve employee satisfaction, reduce turnover, improve performance and increase profitability (e.g. Guthrie et al., 2001; Huselid, 1995; Pfeffer, 1994).
Recruitment and selection are critical to the success of a business, and properly conducted training and development can help employees acquire and apply the necessary skills and knowledge to improve their performance and drive organisational growth (Armstrong and Taylor, 2014).
Compensation management is seen as an effective way to motivate employees, increase productivity and retain good employees (e.g. Guest and Conway, 2002).
HRIS can help organisations to better manage employee data for better strategic decision making, evaluate the effectiveness of HR practices and enhance internal organisational communication (e.g. Parry and Tyson, 2011).

	Staffing
	Huawei's human resources management is known for its rigorous and data-driven recruitment and selection process. However, the company has been criticized for its lack of diversity in hiring, which can negatively impact employee engagement and morale, as well as limit the company's ability to innovate and adapt to changing market conditions.

	Performance Management
	 Huawei has a strong performance management system in place, which includes regular performance reviews and opportunities for employee development. （Shi   et al .,2016）
However, the company has been criticized for its overemphasis on quantitative metrics, such as sales and revenue, which can lead to a narrow focus on short-term results and potentially neglect other important areas, such as employee engagement, innovation, and sustainability.

	Employee Relations
	Huawei has a highly centralized management structure, which can limit employee autonomy and decision-making. Additionally, the company has been criticized for its lack of transparency and open communication, particularly during times of change and uncertainty. This can lead to low employee morale and engagement, as well as mistrust and dissatisfaction among employees.

	Compensation and Benefits
	Huawei offers competitive compensation and benefits packages to its employees, which can help attract and retain top talent. However, the company has been criticized for its lack of transparency and consistency in its compensation practices, which can lead to perceptions of unfairness and favoritism among employees.

	Training and Development
	 Huawei invests heavily in employee training and development, which can help improve employee skills and knowledge and enhance overall organizational performance. However, the company has been criticized for its limited opportunities for career advancement and development, particularly for high-performing employees who are seeking opportunities to grow within the company. This can lead to decreased employee engagement and motivation, as well as increased turnover and recruitment costs for the company.



Overall, addressing these weaknesses in Huawei's human resources management through greater emphasis on diversity and inclusion, transparency and communication, and holistic performance metrics could lead to improved employee engagement, innovation, and sustainability for the organization.
[bookmark: _Toc22317]3. Recommendation
Based on the above model analysis, the following recommendations are made:
[bookmark: _Toc1552]3.1. Enhance Diversity and Inclusion

There are many benefits to increasing diversity and inclusion in business. For one thing, it can increase the creativity and innovation of employees. Having teams of employees from different backgrounds, cultures and experiences can bring different ideas, perspectives and skills to a business, resulting in more innovative and superior products and services. On the one hand it can increase employee happiness and satisfaction. When employees feel that their individual characteristics and differences are recognised and respected, they are more likely to be loyal and work hard for the business. This also helps to reduce staff turnover and creates a more stable working environment for the business. In a company with diversity and inclusion, employees are more actively engaged in their work, more willing to share knowledge and information, and more likely to build collaborative relationships (Bleijenbergh et al., 2010).
Huawei could establish diversity and inclusion goals for its hiring processes, including increasing the number of women, people from diverse ethnic and cultural backgrounds, and individuals with disabilities in leadership positions. Additionally, the company could provide diversity and inclusion training for employees and establish employee resource groups to foster a sense of belonging and inclusion.

[bookmark: _Toc12162]3.2. Improve Career Advancement Opportunities

Huawei could develop a career development program that provides employees with opportunities for growth, advancement, and ongoing learning. This could include job rotations, mentoring programs, and leadership development programs that prepare employees for future leadership positions within the company.

[bookmark: _Toc9548]3.3.Address the Highly Competitive and Intense Work Culture
The relationship between work-life balance and employee well-being showed a moderate positive correlation. Work-life balance can affect employees' well-being in a number of ways, including reducing work stress, increasing self-efficacy, improving social support and increasing leisure time（Gröpel  et al ., 2009）.
Huawei could implement policies that support work-life balance, such as flexible work arrangements, wellness programs, and stress management training. The company could also encourage open communication and feedback between employees and management to address concerns related to workloads, expectations, and stress.

[bookmark: _Toc28732]3.4.Implement Holistic Performance Metrics
Performance metrics can be integrated into a company's business processes; it is of importance that companies should use performance metrics systems to drive employee development and organisational change to meet changing market demands（Spitzer,, 2007）.Huawei could expand its performance management system to include both quantitative and qualitative metrics, such as innovation, employee engagement, sustainability, and social responsibility. This would help to ensure that employees are evaluated based on a broader range of factors that contribute to overall organizational success.

[bookmark: _Toc17013]3.5.Foster Transparency and Communication
Establishing trust is a crucial aspect of organizational management because it can improve employee satisfaction, reduce employee turnover rates, and enhance organizational performance. This can be achieved by strengthening internal communication through measures such as increasing information disclosure, providing regular feedback, and establishing an open culture; improving management practices by setting clear goals, developing clear rules and regulations, and giving employees appropriate autonomy; and reducing fraudulent behavior and enhancing organizational credibility through recruiting talent that aligns with the company's culture and values, as well as conducting effective background checks.（Gara  et al ., 2020）
Huawei could establish regular communication channels to keep employees informed about company policies, strategies, and initiatives. The company could also create opportunities for employees to provide feedback and suggestions for improvement, such as town hall meetings, employee surveys, and suggestion boxes.
By implementing these measures, Huawei could improve its human resources management practices and create a more diverse, inclusive, and engaged workforce. This, in turn, could help the company to innovate and adapt to changing market conditions, enhance its reputation, and achieve long-term sustainable success.

[bookmark: _Toc19168]4.Conclusion
By implementing these measures, Huawei could improve its human resources management practices and create a more diverse, inclusive, and engaged workforce. This, in turn, could help the company to innovate and adapt to changing market conditions, enhance its reputation, and achieve long-term sustainable success.
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