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Improvement of an HR priority area – Take Walmart (China) recruitment as an example
Abstract: As a world-renowned enterprise, Wal-Mart entered the Chinese market in1996, adhered to localized operation, and achieved great achievements. In terms of human resource management, the company constantly adjusts its human resource management strategy and constantly adapts to the Chinese market. This article mainly discusses the recruitment field of human resource management of Wal-Mart (China), and analyzes the problems of recruitment difficulties and incomplete recruitment assessment of grassroots employees in the current recruitment work, so as to understand the development dilemma of enterprises and give relevant work suggestions. 
Keywords: Walmart; HRM；Recruitment
[bookmark: _Toc130568613]1. Walmart (China) Company Introduction
Walmart entered China in1996, opening the first Walmart shopping mall and Sam's Club in the city of Shenzhen. At present, Wal-Mart operates a variety of businesses in China, including shopping malls, Sam's Club stores, and community stores. At present, Walmart has established partnerships with nearly 20,000 suppliers in China, and more than 95% of the products sold are local products(Chan, 2011). Wal-Mart (China) has always adhered to localized operations, paid attention to talent localization, cultivated and developed female employees and management, and encouraged talent diversification. 
[bookmark: _Toc130568614]2. Overview of human resource management status of WalMart (China).
When Walmart first entered China, based on the traditional human resources module and the headquarters team as the core, it formulated and guided the functional operation of regional teams in human resources, followed up the implementation of strategies, and ensured the implementation of standards. Since then, Walmart (China) has undergone some changes in its management strategy. Firstly, the city center was abolished and a headquarters shared service center was established. Provide scaling, standardized, policy- and process-driven HR services to reduce HR transactional work, optimize operations, and improve customer experience. Secondly, adjust the reporting line of the store HR team from reporting to the regional HR manager to reporting directly to the store general manager, and the regional HR manager provides professional help(Datta, Guthrie and Wright,2005). The store HR judged on the spot, the general manager has more authorization, making the work more flexible and effective. Thirdly, adjust the regional HR  positioning and responsibilities, and the regional HR manager is positioned as an HRBP, playing a key role in the liaison with headquarters. As business partners, regional HR teams provide professional solutions for operations, and are committed to coaching and training all levels of management to grow into excellent people management experts and team leaders(Pinkerton,2002). Fourthly, build a headquarters COE team, responsible for formulating human resources strategies, studying how to lead project and policy implementation, and promote implementation.
[bookmark: _Toc130568615]3. The significance of recruitment and selection work to the enterprise
Many business managers do not realize the importance of talent recruitment, and inadvertently use cost input as an indicator to measure recruitment, but ignore the long-term value of talent( Xie and Cooke, 2019) . How can this be changed? This requires enterprise managers to take a long-term view of talent recruitment and fully recognize the importance of talent recruitment and selection. 
On the one hand, the times are developing, market changes are accelerating, and enterprises have higher requirements for talents. Enterprise recruitment is to find suitable or even excellent talents, which is the fundamental and primary purpose of recruitment, rather than saving costs as the fundamental purpose of talent recruitment(Lim, Wang, and Lee,2017). If the recruited employees take a long time to train, not only waste time and affect the value of talents, but also for enterprises to cultivate talents requires financial, human and material investment, not to mention the mobility of personnel is difficult to ensure that enterprises can retain talents for a long time(LI and LIU, 2018). Therefore, it is undoubtedly beneficial for enterprises to recruit excellent talents directly from the market. 
On the other hand, for people in the human resources market, although the reasons for choosing a company are different, they are nothing more than the following:(1) Newly graduated job seekers are often for the purpose of accumulating work experience, most of them do not have long-term career planning or career plans, and some people only use the enterprise as a springboard: some job seekers are for salary and welfare and other salary benefits, in order to improve the quality of life. (2) Some other job seekers have both work experience and a certain degree of life security, and choose enterprises to give play to their own value, be valued by enterprises, and make the most of them. From the enterprise level, the ability to recruit talents who have both experience and can exert their own value in the enterprise is undoubtedly more in line with the actual development needs of the enterprise(Datta, Guthrie and Wright, 2005). Therefore, for enterprises, it is necessary to pay attention to the talent recruitment and selection process, and select excellent talents for the enterprise as much as possible, rather than recruiting unsuitable personnel for the enterprise due to not paying attention to recruitment or recruiters' ability, which is very important for the later operation of the enterprise(Miles and Sadler-Smith, 2014).
[bookmark: _Toc130568616]4. Problems and impacts in recruitment and selection
[bookmark: _Toc130568617]4.1 The content of the investigation in the recruitment of grassroots employees is narrow
Wal-Mart (China) emphasizes work skills, professional knowledge, education level and work experience when recruiting employees, the purpose of recruitment is to be able to match personnel and positions, but ignores the matching degree between personnel and the company, if the basic values of employees and the company do not match, there will be inevitable conflicts in the work process(Caers and Castelyns,2011) . Walmart (China) job application form mainly includes basic information of applicants, job search intentions, work experience, and basic skills. In the on-site interview stage, the interviewer mainly examines the candidate's grooming, communication ability, professional level, learning ability and innovation ability(Hotho et al.,2020). These assessments are mainly based on the job position, testing whether the candidate is competent enough for the relevant job, and in the process ignores the consideration of the candidate's personal characteristics and values. The enterprise itself has its own development purpose and corporate culture, each applicant has also formed their own values, recruitment of employees with different values may affect the stable development of the company in the future. 
[bookmark: _Toc130568618]4.2 Recruitment of grassroots employees is becoming increasingly difficult
As a world-class enterprise, Wal-Mart has always occupied the top of the world's top500 list, and it has great advantages in company management and scale. However, as a retail company, it also faces the problem of increasing difficulty in recruiting grassroots employees. In a large number of Wal-Mart stores, grassroots front-line employees account for the vast majority, and these employees directly determine the quality of service and customer experience of the company(Løkke, Villadsen and Bach, 2023). If there are vacancies among junior employees, it will affect the work progress in the store, and it will also increase the work pressure of other employees. 
The working hours of employees in Wal-Mart stores increase or decrease with the sales volume in the store, coupled with the departure of employees and other reasons, so that the employment needs of different branches are constantly changing, and there is no unified standard, which undoubtedly increases the difficulty of recruitment(Marie Ryan and Derous,2016). At the same time, Wal-Mart companies specify that employees need to have qualifications for professional positions, such as electricians and other technical positions. This makes the options narrower when hiring employees.
When Wal-Mart first entered China in the nineties, the wages of employees of Wal-Mart in Shenzhen were very competitive. In1996, Wal-Mart's junior employees were paid 1,500 yuan per month, compared with the minimum wage in Shenzhen at that time at 3,98 yuan per month. However, with the continuous improvement of Chinese people's living standards and Walmart (China's) strict control of costs, this salary advantage has begun to become less obvious, and the attractiveness of candidates has gradually declined.
[bookmark: _Toc130568619]5. Conclusions
As a worldwide chain enterprise, Wal-Mart has continuously changed and innovated human resource management since entering the Chinese market, laying a solid foundation for the development of the enterprise. In human resource management, the recruitment process plays a pivotal role as the starting point for talent introduction. Wal-Mart (China) also pays special attention to the management of recruitment, but after relevant research, Wal-Mart (China) still faces problems such as difficulty in recruiting grassroots employees and incomplete assessment content when recruiting grassroots employees, which seriously hinders the introduction of talents and has an adverse impact on the company's business development. Therefore, this article will give some suggestions for work later.
[bookmark: _Toc130568620]6. Recommendations
Retail enterprises have the characteristics of high turnover rate and difficult recruitment, which is an urgent problem for Wal-Mart (China). At the same time, only by selecting employees who are consistent with the corporate culture and corporate mission can the strategic partnership between the company and employees be formed to the greatest extent, not just the relationship between hiring and being employed. Employees will practice the core values of the enterprise in their daily work practices, thereby contributing to the development of the enterprise. In response to these needs, this article makes the following suggestions:
[bookmark: _Toc130568621]6.1 Analyze recruitment needs
When there are vacancies in the enterprise and there is no suitable employee to fill it, the company needs to supplement a certain aspect of talent, and there will be a recruitment demand(Simonova et al.,2016). The turnover of personnel in different positions is different, and the human resources department needs to meet the needs of enterprises for talents, summarize the positions with a high turnover rate, do a good job in personnel replenishment planning, and improve work initiative.
[bookmark: _Toc130568622]6.2 Clarify the conditions of the post
Before the recruitment process begins, it is also necessary to analyze the conditions of the position. Use job analysis to identify the competencies and qualities that new employees should have, which are closely related to job performance (Young,1999). In this regard, Walmart has introduced competency models to determine the conditions required for specific jobs.
[bookmark: _Toc130568623]6.3 Expand recruitment channels
With the development of science and technology, recruitment channels are more diversified, and enterprises should comprehensively use online and offline channels for recruitment. (1) Talent recruitment fair. Job fairs have the advantages of low cost and large number of applicants, but at the same time, they also have the disadvantages of short inspection time and inability to evaluate candidates in detail. (2) Online media recruitment. This form spreads quickly and faces a wide range of people, which can effectively attract talents who meet the requirements. But at the same time, the cost of this form is higher(Jeske and Shultz, 2016). (3) Internal recommendation. This form has low cost and good personnel stability. But the downside is that the options are too small and may not meet the hiring needs. (4) Campus recruitment. This form of recruitment is highly targeted, but the target may not be experienced enough. In the process of recruitment, enterprises should comprehensively consider the above channels and take appropriate paths according to the actual situation to meet the recruitment needs.
[bookmark: _Toc130568624]6.4 Establish a talent pool
The low salary level of employees in the retail industry, especially grassroots employees, makes the industry less attractive, and the recruitment of grassroots employees has become a common problem faced by the industry(Pinkerton,2002). Wal-Mart (China) has adopted a series of measures to deal with this situation, such as hiring temporary workers and promotional personnel to fill the vacancy of store personnel, but the employment of temporary workers is restricted by China's labor law, and there are stricter regulations on the hours and treatment of temporary workers, which makes this method less flexible. At the same time, the hired promoters can share the work in the store, but they cannot guarantee the quality of service.
Walmart (China) can target residents in communities near its stores to form a talent pool of residents with job needs. This way, on the one hand, can save transportation costs and commuting time for temporary workers, and increase the flexibility of temporary workers(Mäkelä,Björkman and Ehrnrooth,2010). On the other hand, becoming a good partner for community residents and strengthening cooperation with the community is an important business philosophy of Wal-Mart. Establishing a talent pool in the community can help the community promote employment, improve the efficiency of enterprises to supplement employees, and long-term cooperation with the community will help better promote the relationship between community residents and enterprises(Jooss, Burbach and Ruël, 2021).
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