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[bookmark: _Toc130756977]Executive Summary
Recruitment, selection, and onboarding are among Huawei's most valued HR activities. However, Huawei's current recruitment and selection practices only retain campus recruitment, and social recruitment has been temporarily suspended. This article briefly analyzes the adverse effects of Huawei's current over-reliance on campus recruitment on the organization, employees, and other stakeholders. At the same time, this paper gives corresponding suggestions to improve this recruitment mode in order to strike a balance between campus recruitment and social recruitment.
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[bookmark: _Toc130756978][bookmark: _Toc130756641]Introduction
Huawei is one of the most well-known private enterprises in China. From the 1980s to the present, the human resource management of this enterprise has gone through the personnel service stage, the standardized and intelligent stage, the business partner stage, and gradually transitioned to today's strategic human resources stage (Shuming et al., 2019). As a customer-centric enterprise, Huawei's human resource management always stands from the perspective of customers, adheres to the principle of long-term hard work, attracts and retains core talents, and promotes production efficiency (Murmann et al., 2021).This article aims to explore Huawei's current Recruitment, selection and onboarding priority area, put forward the advantages and disadvantages of the system, and put forward reasonable suggestions to provide reference for the company's research in related fields. I specifically analyzed Huawei's current human resource management system, focusing on the recruitment, selection, and entry of talents. First of all, this article briefly introduces Huawei's company profile and human resources system. Secondly, this article discusses the problems that Huawei currently has in the recruitment, selection, and onboarding processes. This paper identifies the current direction in which the organization needs to improve and analyzes the adverse effects of this deficiency from the perspective of the organization, employees, and other stakeholders. Finally, after a brief summary, this paper puts forward targeted improvement suggestions for the above problems.

[bookmark: _Toc130756642][bookmark: _Toc130756979]Organizational Overview
Huawei is the world's leading provider of information and communication infrastructure and smart terminals. The private enterprise was founded in 1987. As a global enterprise, its business covers more than 170 countries and regions, and the total number of employees is close to 200,000 (Jolly, 2022). Huawei's human resource management department is divided into three systems, namely, the cadre department, the HR department of each business department, and the HR quality and operations department (Zhu et al., 2019). These three departments perform their own duties and develop together. Huawei attaches great importance to the human resource management of the enterprise. As a priority field in the enterprise, human resource management has always been a key development department of Huawei, and human resource management occupies an important position in the enterprise. As a business partner, HRBP understands strategy and business, clarifies requirements, takes the lead in integrating COE solutions, and is responsible for the integration and implementation of business solutions (Tang et al., 2022). As an expert center of excellence, HR COE formulates policies and management systems based on concepts to guide the effective operation of HR processes (Patel et al., 2022). HR SSC is an efficient shared service center that provides standardized human resources services, focusing on process execution and transactional work of the service delivery platform (Cheng, 2023).

[bookmark: _Toc130756980][bookmark: _Toc130756643]Priority Areas
Recruitment, selection, and onboarding are priority areas for Huawei to improve. This area is important to Huawei. First, recruitment is the process of generating a candidate pool from which suitable individuals are selected to fill job vacancies (Heery & Noon, 2008). For a large organization like Huawei, reasonable recruitment can absorb more resources and create more engaged employees (Armstrong, 2020). Second, selection is the step of selecting suitable candidates for current or future direct vacancies (Henderson, 2017), which determines the quality of new hires. Finally, onboarding is the process of integrating new people into the organization, which ensures that fresh talent can be effective quickly (Armstrong, 2020). Although there is a comprehensive talent selection mechanism and training plan, in Huawei's recruitment, selection, and onboarding system, the HR department focuses all recruitment on campus recruitment. Although the epidemic has led to a severe economic situation in the global market, Huawei has never been the most sensitive to the economy and the external environment and even lags behind in many cases. In principle, Huawei stops ordinary social recruitment, and departments that are not within the scope of outstanding former students, key scarce talents, or company special recruitment are not allowed to issue offers. Special circumstances must be approved by the rotating chairman (Chen, 2019). Such a recruitment method is not conducive to absorbing diverse talents, so Huawei needs to improve.

[bookmark: _Toc130756981][bookmark: _Toc130756644]Adverse Effects
Huawei's use of campus recruitment as the only channel for recruiting the vast majority of talents has had a negative impact on the performance of the organization. The specific impact mechanism is concentrated in the following three aspects:
From an organizational perspective, first of all, campus recruitment requires medium- and long-term human resource planning (Jahan, 2020). This can take a lot of time and effort. Huawei puts all the focus on campus recruitment, which will lead to greater pressure on the organization's human resource planning (Chelladurai & Kim, 2022). Due to the relatively concentrated time for campus recruitment, there are only two time periods: March-April and July-August. Huawei needs to recruit most of the employees that the company needs within a year during this period. At the same time, during this period of time, major companies will also join the competition for campus recruitment. For the organization, it not only faces the pressure of recruitment and selection but also competes with other companies for high-quality employees. If the organization wants to recruit the best employees, it needs to face challenges. In addition, due to the long preparation time, cumbersome screening process, and uncertainty brought to the enterprise when job seekers face multiple offers, the cost of organizational recruitment has increased significantly (Anand et al., 2018).
Secondly, companies that rely too much on campus recruitment must pay for the social adaptability of fresh graduates. When students grow up in the company for two or three years and start to have some work experience, it is the time when they start to feel burnout about the company and their career, and there is a high risk of brain drain. Especially when graduates are not unified in the contradiction between work ideals and reality, they will resign because they do not adapt to society (Mourtgos et al., 2022). At this time, the organization must face a new round of talent recruitment, talent training, and other issues. This will consume more time and effort. At the same time, a high turnover rate may affect the corporate image (Yasin, 2021) and may put the company at a disadvantage in the competition with other companies when recruiting new talents.
From the perspective of employees, first of all, employees in the human resources department, on the one hand, the cumbersome recruitment process and huge personnel demand will bring recruitment pressure. The mental health of human resources practitioners is related to their job performance, which directly affects the recruitment process of enterprises. Campus recruitment takes a long time and costs a lot, and human resources practitioners need to spend more time and energy on recruitment and selection than social recruitment. Using school recruitment as the main recruitment method may bring greater psychological pressure (Hamouche, 2021). 
On the other hand, post-hiring onboarding takes more effort. If most of the new employees rely on campus recruitment, it will be more difficult for induction training and later talent cultivation at enterprises (Choudhury et al., 2023). Unlike job seekers recruited from the community, fresh graduates generally have no relevant work experience or social experience. Therefore, Huawei's human resources department needs to invest a lot of patience and money in training. One disadvantage of relying on campus recruitment is that the management talents needed by the company need to be selected from within the company, which leads to the need for a mature manager to consume a lot of resources and money for the company. This also increases the workload of the HR department to a certain extent. When an enterprise's human resources department spends most of its energy on recruitment, selection, and training, it will inevitably affect the performance of other human resources activities.
For managers. The difficulty of management increases. If the focus of recruitment is on campus recruitment, it will lead to common characteristics among new employees. Studies have shown that the new generation of fresh graduates is self-centered and difficult to manage (Yokoyama & Bando, 2019). New students have strong self-awareness and are not bound by workplace rules, which can easily break the balance of team management and increase the difficulty of management (Magano et al., 2020). This makes it difficult for managers to manage their teams on a day-to-day basis.
For ordinary employees, fresh graduates tend to form a network within the organization (Succi & Canovi, 2020), which is not conducive to creating a good atmosphere. Students from the same class or the same university are more likely to form small groups because of their shared interests. This is considered detrimental to the unity of the entire organization and to the creation of a good working atmosphere.
For other stakeholders, the impact of an over-reliance on campus recruitment on organizational performance may have secondary harm. The profit distribution to shareholders is related to the operation of the entire enterprise. Excessive recruitment costs will increase expenses, affect the organization's performance, and then affect shareholders' rights and interests. At the same time, the high mobility of employees brought about by campus recruitment has given opportunities to other competitors. Due to the pressure of recruitment and training and the lack of adaptation of fresh graduates, the employees who leave have become the social recruitment targets of other competitors. The cost of recruiting these talents is lower for rival companies, and it is easier for them to absorb social talents with more advantages. This can help them gain an advantage in the competition. In addition, for job seekers with certain experience in society, large enterprises like Huawei are their first choice of candidates. And Huawei's excessive focus on campus recruitment has ruined their job opportunities. This puts pressure on their candidates, and at the same time, they are reluctant to go to smaller companies. This results in more job seekers staying out of work longer. This puts pressure on local social security departments (Hadley & McGrath, 2021).

[bookmark: _Toc130756645][bookmark: _Toc130756982]Benefits of Improvement
For the above three perspectives, Huawei’s improvement of the current recruitment and selection system can bring obvious benefits. First of all, for the organization, balancing the relationship between campus recruitment and social recruitment can significantly reduce the organization’s recruitment pressure and reduce costs (Abdalla Hamza et al., 2021). One of the benefits of social recruitment is that companies recruit from the whole society. There are more applicants for each position, and companies have more choices, so the pressure of recruitment will be significantly reduced. Enterprises can more easily screen employees and recruit them on merit. At the same time, social recruitment can be carried out at any time. When a company has a job vacancy at any time, it can quickly obtain useful talents through social recruitment, which will not cause a backlog of recruitment needs. Secondly, for employees, the balance of the number of employees from social backgrounds and fresh graduates ensures the diversity of employees to a certain extent (Clarke, 2018). This can add vitality to the internal innovation of enterprises. At the same time, employees with certain work experience can greatly reduce the training pressure on the human resources department. It is worth noting that employees from different social backgrounds effectively avoid the emergence of small groups, making team management easier. Finally, for other stakeholders, the participation of social recruitment saves time and money in organizational recruitment, allowing the HR department to focus on improving organizational performance, which helps improve the distribution of shareholder benefits. Employees from social backgrounds are considered not to leave easily, which reduces the turnover rate of the organization and prevents competitors from recruiting employees who left Huawei. Moreover, the reasonable recruitment of outstanding job seekers who are waiting for work in society will help the social security department reduce the pressure on personnel allocation and reduce the financial burden caused by the issuance of unemployment subsidies.

[bookmark: _Toc130756646][bookmark: _Toc130756983]Conclusion
Being one of the most well-known companies in China, Huawei attaches great importance to the recruitment and training of talent. However, in recent years, Huawei has gradually started to recruit from the society while relying too much on campus recruitment. This creates some intractable problems for the entire enterprise. First of all, excessive reliance on campus recruitment makes the recruitment risk of the entire organization higher, and enterprises have to bear the heavy cost of human resource recruitment, selection, and training. Second, there is an increased burden on HR departments, which can affect organizational performance. This also brings a certain burden to the management activities of managers and the work of ordinary employees. Finally, the rights and interests of some stakeholders are affected. High recruitment and selection costs affect the distribution of shareholders' interests. At the same time, campus recruiting can trigger high turnover, which presents opportunities for competitors. In addition, it is difficult to recruit social talents, which makes the national social security department face the pressure of personnel allocation and financial burden. Therefore, Huawei should consider how to balance the relationship between campus recruitment and social recruitment and provide assistance to all levels of the organization while absorbing talents in an all-round way.

[bookmark: _Toc130756647][bookmark: _Toc130756984]Recommendations
Combination of campus recruitment and social recruitment is a feasible solution for Huawei to alleviate the current problems. However, how to balance campus recruitment and social recruitment is a question worth thinking about. First of all, due to different recruiting objectives, enterprises need to establish a recruitment system that is completely different from campus recruitment. Huawei's current need is to obtain a more stable source of talent without facing excessive recruitment pressure. In order to meet this demand, the challenge that enterprises need to face is how to improve the social recruitment process to ensure that they can also absorb high-quality social talents for enterprises in non-campus recruitment seasons. To achieve this, Huawei must formulate a recruitment system based on the characteristics of social job seekers. Unlike recent graduates, social job seekers tend to be more aware of recruitment patterns and are prone to fraud (Drasch & Jungbauer-Gans, 2019). Therefore, when the human resources department is selecting, it is necessary to strengthen the approval and control of the recruitment positions and implement effective tracking and evaluation management. Adding a level of detail to the background check for the interview process is imperative. However, the risk of doing so is that some privacy issues may be involved, which may lead to adverse litigation for enterprises (Bleier et al., 2020).
Secondly, due to the different time periods of talent supply, the two recruitment plans of enterprises need to communicate and cooperate with each other. The time for campus recruitment is concentrated in April–June and July–August. During this time period, the human resources department of the enterprise needs to focus on campus recruitment. The organization needs to gain a competitive advantage in the campus recruitment process. Because campus recruitment has become a new competitive strategy (Abdalla Hamza et al., 2021), its importance cannot be ignored. And smart social candidates may avoid this more competitive time period. The challenge that enterprises face is that they cannot take into account the needs of the two recruitment modes at the same time. Therefore, during these two time periods, companies can relatively reduce the number of jobs they face. The risk of doing this is that if there are too many candidates for campus recruitment, the company will have no extra positions to allocate to the next social recruitment, which may cause the organization to lose some outstanding social talents.
Finally, due to different recruitment purposes, companies need to conduct personalized induction training for different employees. For school enrollment, what the company sees is his future ability. As for social recruitment, what the company sees is his current ability and value. The needs of enterprises at this stage are to better retain employees and allow employees to fully integrate into the organization. The challenge that organizations need to face is how to ensure a low turnover rate and a high sense of organizational identity in the face of new employees with different backgrounds. Research shows that fresh graduates are more malleable and have a higher degree of cultural identity with the company, but their adaptability is poor (Emerson et al., 2023). Employees with social backgrounds are adaptable but have little room for improvement (de Lucas Ancillo et al., 2021). Therefore, in the induction training process, the human resources department should focus on the cultivation of adaptability. Finding suitable seniors for long-term guidance is one of the feasible solutions. For employees with social backgrounds, effective engagement training is necessary, which may require increased organizational culture training. The risk of doing so is that it may impose prohibitive training costs on the organization.
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