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Introduction
Human resource management is fundamental to business operations. The HRM is responsible for recruiting and retaining employees, organizing personal development programs to improve employee's skills, determining employee remunerations, conducting employee reviews, and creating business culture, among other duties. These HRM practices are essential in the day to day operations of a business. However, in order to ensure that a business organization has a competitive advantage over their competitors, HRM must employ different strategies in fulfilling its responsibilities (Colomo et al., 2019). The difference in strategies employed by the HRM teams in different business entities are the reason why employees in some companies are loyal compared to others; these strategies also play a crucial role in enhancing employee preference of one company as opposed to another. Furthermore, the strategies employed by HRM in fulfilling their duties (remuneration, training) plays a key role in employee motivation which influences employee productivity (Foster, 2014). Employee productivity has a ripple effect on business success; thus, HRM practice strategies are key in ensuring the success of a business entity. This study, therefore, explores the different strategies that can be used by Huawei company human resource management in fulfilling three key HRM practices (recruitment, retention and remuneration). 




Recruitment strategies to be developed in Huawei
Campus recruiting.
This strategy involves identifying and recruiting individuals who are still on campus, primarily those in technical institutions specializing in technology.  Academic institutions such as universities and technical colleges have a variety of young people, each with different skills and abilities. These institutions often rank their students through a grading system to assess individual students' knowledge and skills. Therefore, these institutions offer a great platform for Huawei HRM to identify some of the world's greatest brains before their competitors capture them. Campuses are a great platform for recruiting entry-level jobs as it allows the company to bring in fresh minds and develop them over time into established technology experts. To make campus recruiting a success, Huawei HRM must establish a cordial relationship with some of the best academic institutions in all countries with branches. This can include developing an MOU with the academic institution, which allows the institution to provide the company with the names of their best students. In return, the company can sponsor some academic activities, help build institutions infrastructures, among other duties (Ahmad, 2019).
The HRM can also get involved in career fairs where they send some of their best experts to the academic institution to help educate the young people on the available careers that await them once they are out of campus (Schaefer, 2020). Through these career fairs, the company can identify students interested in their company and bring them on board as early as possible. IBM, for example, is one of the most successful tech companies globally. IBM has robust campus recruitment programs aimed at tapping some of the world's greatest brains to work for their company. As a result, the company is made up of the best tech employees in the field. 
The best way to conduct campus recruiting is by setting up internship programs where the company brings students from its affiliate campuses and trains them.  This has worked very well for Walgreen; the company collaborates with Apollo College to recruit student interns; it is from these internship programs that the company identifies those who are competent for retaining (Ahmad, S. 2019)
One of the greatest motivators of an individual occurs when they realize that a person higher than them (mentor) believes in their ability even if they don't believe in their abilities themselves. By recruiting young people from campus and developing their skills, Huawei will be creating a team of young people who will be indebted to the company. As a result, these individuals will have a sense of belonging to the company as they will feel as though the company is part and parcel of their career.  Campus recruiting also plays a key role in making those selected feel appreciated and valued. Most students spend years and some a lifetime before finding a job they love. By allowing students to take part in doing a job they love early in their careers, the HRM will be creating a sense of appreciation and value among these students, this will create a loyal and engages team who always feel valued and appreciated by the company (McDonald, L. S. (2019).
Social media recruitment strategy
Social media platforms such as Twitter, Linked In, Facebook, YouTube, and my space have attracted massive following globally in the last two decades. Approximately 3.5 billion of the 7.7 billion global population use social media, making the platform a one-stop-shop to access anyone from any part of the globe within seconds. Huawei can use social media for advertising itself and creating awareness to millions of people globally with regards to its products and the success stories of those employed in the company (Andrews, 2012). The company can post videos and stories of its employees who have come from very law skillsets to become the most respected individuals in the tech industry curtsey of the company. Such stories functions to create a buzz about Huawei, a result thereby attracting potential employees.
 However, to achieve this, Huawei must use social media to market itself as an exceptional employer; this must be done through constant engagement with social media users. Such engagement plays a key role in stimulating interest as and when the company advertises a job opening. Sodex, for example, included social media recruitment strategy in their HRM policies in 2007.  In as much as they used social media platforms to advertise their products, they also used the platforms to showcase their business culture and how they handle and take care of their staff. They also engaged their staff, who were tasked with sharing information about their experience in Sodex. As a result, Sodex website traffic increased from 52,000 to 181 000, making the company be among the most known food company globally. This also attracted potential employees who often send requests to the companies HRM to be considered for advertised positions (Forsgren, and Haskell, 2015). Huawei can also use LinkedIn to acquire skilled employees; LinkedIn is a social media platform whose members are professionals who are either looking for a job or already working. It allows these individuals to showcase their skills, making it easy for companies to pick employees from millions of potential candidates (Sinha and Thaly, 2013). 
By allowing employees to be the face of Huawei's social media presence and giving them the platform to showcase their success stories with millions of people globally, the company will be developing within its employees a feeling of belonging, value, and appreciation. Huawei is a huge and renowned company with a global presence. Therefore it is a great privilege and an excellent opportunity for employees to be given a chance to express themselves on global platforms. Psychologically, human beings feel more valued and appreciated when they are trusted to fulfil a given task either at work or at home; this makes them feel valued and allows them to see how much their skills are appreciated by allowing employees to explain to the public Huawei's culture and allowing them to be the company's face. Huawei employees will develop a feeling of belonging as they will feel that they are part and parcel of the organization, given that the public will always identify them with the company wherever they go (Sinha and Thaly, 2013).
Retention strategies to be developed in Huawei Company
 Employee retention is a critical HRM practice; the success of any human resource department in any organization is often measured by its ability to bring in and retain skilled personals. Therefore, Huawei HRM needs to develop strategies that will enable them to retain employees by avoiding voluntary turnover rates (James and Mathew, 2012).
Employee personal development
Employee personal development is done through training and offering academic incentives aimed at promoting employee skill development. One of the most significant human needs is the need to grow and develop; every human being desires to be more, have more, experience more, and be the best versions of themselves as human beings. The only way of ensuring that this need is satisfied s through offering training and personal development programs to employees (Ratna and Chawla, 2012).   A study was done by the Havard business school that associated job satisfaction and low voluntary employee turnaround rates to employee training and personal development. In the study, companies that offer robust training opportunities to their employees recorded low voluntary employee turnaround rates compared to those that lack these programs (James and Mathew, 2012).
 Employees who feel that an organization is invested in their interest and caters for their future are more likely to give back to the organizations as opposed to those who feel that accompany is only out to exploit their abilities. Training and development is the greatest investment that an organization can put on its employees; in response to such investments, most employees invest back to the company through increased loyalty, productivity, and engagement. Through training, an organization makes its employees feel important and appreciated. Studies show that employees who feel essential to an organization are more satisfied with their jobs and are more likely to work for the company for so long (Noe and Kodwani, 2018). Training and development also create a sense of belonging among its employees; this is because the employees will feel that the company has invested much in them; thus, they are part and parcel of the company (Forsgren and Haskell, 2015).
Work-life balance
In as much as employees have a contractual obligation with Huawei to fulfil their responsibilities as aligned in their job descriptions, these employees also have a life outside the job premises. Employees also have friends, families, and hobbies that they love and want to spend time with.  Studies show that companies with robust work-life balance are associated with motivated and engaged employees who prefer to work for that particular company at the expense of others, no matter how good the other companies remunerate their workers. To accomplish a work-life balance in Huawei Company, the HRM must come up with strategies aimed at keeping employees engaged in their personal lives while at the same time fulfilling their duties. Some of the strategies that Huawei can use to create a work-life balance include. Allowing employees to work from home at least once or twice a month, developing a shift system where employees report to work in shifts of six hours. Developing a nursery where mothers can nurse and spend time with their newborns as well as organizing recreation events such as games, parties, and travels aimed at creating work-life balance in the company (Ratna and Chawla, 2012).   
Through the creation of a work-life balance, Huawei employees will feel more comfortable and engaged with their lives. This will help employees develop closer bonds with their families and engage in hobbies that they love, and create a feeling of value and appreciation. Only an organization that values and appreciates the efforts of its employees can organize outdoor trips and allow them to have a work-life balance. In the long run, employees will develop a sense of belonging to the company given the benefits and love they get from the HRM showcased in investment in their lives.
Employee compensation strategies
Employee compensation is not only the reason why people look for a job; it also plays an important role in motivating employees. This ensures that employees are engaged in their duties. In this context, two strategies will be explored (Straight salary compensation and salary plus commission compensation).
Straight salary compensation 
It is a compensation strategy where employees are paid a fixed annual salary as long as the salary exceeds 23 660. These employees are never paid for any overtime or when they work on weekends and during holidays (Misra and Nair, 2011). However, salaried employees can work outside the job station since their salaries are not pegged on hours worked. Huawei can implement this strategy when compensating its employees who are not involved in sales; these may be the administrators, management, and the manufacturing team. The fact that a fixed system of compensation does not require employees to sign in hours worked so as to be paid makes it an important strategy to foster value and appreciation among employees who will feel that the company believes in them, and that's why they are being given a fixed pay (Berger and Bergger, 2020). This strategy plays a key role in fostering job security. Job security is the hope and desire of employees. Employees who are sure that they will have a job tomorrow and get a fixed salary that is not dependent on performance or any other factor are often motivated to work compared to employees working on short term contracts. Therefore fixed compensation strategy is key in fostering employee loyalty and reducing voluntary employee turnaround rates (Sinha and Thaly, 2013).
Straight salary plus commission compensation
The strategy involves setting a fixed annual compensation for employees as well as giving them a bonus depending on the sales made. It is an exceptional strategy to be used when compensating employees within the sales department. The sales department of many business organizations are the drivers of such entities; these employees are responsible for bringing millions of dollars to the company through sales of the company's products. Many companies employ sales agents on a fixed salary; however, most employees employed in such terms feel demotivated and often leave such companies once they get good prospects. By compensating these employees, the company will make them feel that the company is recognizing their services. This will motivate the sales team to sell as much of the company's products as possible and impart a feeling of value and appreciation. Motivation has been documented to create a sense of belonging. Employees who feel valued and appreciated by an organization also have a sense of belonging to the organization (Misra and Nair, 2011).

Conclusion
In conclusion, HUAWEI Company's success depends on the efforts and strategies taken by the HRM team of the company to ensure that the company recruits, retains, and compensates its employees. The six main strategies that cut across recruitment, retention, and compensation have been implemented by other companies and have proven to be exceptional in fostering the growth and development of both employees and the company. Therefore by implementing these strategies in Huawei, the HRM will not only ensure that it recruits skilled workers, but it will also ensure that these skilled workers keep on working for the company for a long time.  The HRM strategies discussed in this article also plays a key role in creating value and appreciation among employees, making them feel part and parcel of the company, given the efforts put by HRM to look after their interests.
Recommendation
   Although only two strategies were analyzed under each category, it would be important if future research would explore more strategies and the different HRM practice categories explored as well as add more HRM practice to the ones explored. Having many strategies that can be used to implement all the HRM practices allows an organization to test as many strategies as they deem fit until they find one or two strategies that work best for them. 
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