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The organization I chose is Huawei, which is a leader in the communication industry and operates in a very competitive and fast-moving industry. Huawei works hard to build a strong employer brand, which helps bring in and keep top talents, and is important for staying ahead in the competition. By offering a great workplace, chances to grow, and good benefits, Huawei has attracted the best talents worldwide, helping it stay ahead in the industry.

Core elements


1.Global cooperation: Huawei has a big influence worldwide and gives employees chances to work in different cultures. This mix of cultures at work helps people from different backgrounds cooperate and learn from each other. It lets employees see how things are done and how people think in different parts of the world. By talking to each other like this, employees can learn more, get better at their jobs, and understand more about the world. This mix of cultures doesn't just make work more interesting, it also helps Huawei grow internationally by building a big network of talented people all over the world.(Buchan et al., 2011)


2.Employee development: Employee growth is a big deal at Huawei. They're all about giving their employees chances to get better at what they do. That means offering lots of ways to learn, like training sessions at work, online classes, and even programs outside the company. Huawei also helps employees become better leaders by giving them training and tough projects to work on. They encourage employees to try out different jobs in different places, which helps them learn new things, see more, and get ahead in their careers.(Beard, 2000)


3.Social responsibility: Huawei actively undertakes social responsibility, such as promoting environmental sustainability, in line with the values of socially conscious talents.

4.welfare：Besides helping employees grow, Huawei also gives them good pay and nice benefits. These pay and benefits aren't just for basics; they also make employees feel happy and like they belong at the company. This care and help make employees even more excited and creative about their work. Huawei wants its employees to have a good balance between work and life, so they offer flexible schedules and health perks like health insurance, exerciseactivities, and services to take care of employees.(Slivinski, 1987) By caring about employees' well-being like this, Huawei makes them feel more loyal and helps them work better.

Target audience:

1. Innovators who prioritize technology and problem solvers with global thinking.
2.Young professionals and recent graduates in the STEM field.
3. Individuals are driven by a desire for innovation and global impact.

Attraction reasons:
1. Create an environment that not only promotes technological progress, but also promotes personal and professional growth.
2.Get people who want to work with the newest technology and solve big problems all over the world.

Critical analysis of employer brand

1.Relevance to business strategy:Huawei's reputation as an employer fits perfectly with its goals of being a leader in new technology and reaching more customers around the world. By encouraging innovation and working together globally, Huawei can get the right people who can handle working in a fast-changing world, which is really important for reaching its global business goals.(Marren, 2021)


2.Attraction to potential employees: The emphasis on new ideas and making a positive difference in society might really appeal to younger people, who care about working for companies with clear goals and good morals. Also, the chance to work around the world and grow personally is a big draw for talented people looking for exciting and satisfying jobs.

1. Impact on employee efficiency: A strong employer brand that aligns with Huawei's core values and strategic goals can increase employee engagement and satisfaction. Employees who identify with organizational goals and culture are more likely to be motivated, thereby improving productivity and innovation ability. By emphasizing continuous learning and development, Huawei ensures that its employees maintain their skills and competitiveness.

Evaluation and monitoring of brand success

1.Employee feedback and investigation:Regularly ask employees how happy they are and have meetings to talk about what they think about working for the company and if it matches what they expected.

1.Recruitment indicators :Looking at signs like how many people apply for each job, how good the people are who apply, how long it takes to hire someone, and how many people accept job offers can show if people want to work for the company.

3.Performance and productivity indicators :Evaluating changes in employee performance and productivity levels can provide a deeper understanding of how employer brands can effectively improve employee output.(Wu, 2020)


Huawei works on making itself a good place to work by highlighting new ideas, working with people around the world, and caring about society, which helps bring in and keep the right people to stay ahead in the tech world. Keeping an eye on what employees want and changing things as needed will be important to make sure the brand stays important and works well.
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