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The reshaping of Future HRM in Gree





·  (
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Brand
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product
 
quality
 
with
 
mission
 
of 
“
 
Gree
 
creates
 
much
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chance”
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Brand
 
2.0:
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focus
 
on
 
the
 
establishment
 
of
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image
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and
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of
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for
 
high 
quality”
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Brand
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on
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products
 
with 
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technologies
 
“
04
Brand
 
4.0:
 
The
 
focus
 
on
 
the
 
social
 
responsibility
 
with
 
the 
mission
 
of
 
“
Gree
,
 
for
 
the
 
clear
 
sky
 
and
 
greener
 
earth”
05
Brand 5.0: The focus on the independent
 
innovation with
 
mission
 
of
 
”
Gree
,
 
made
 
in
 
China
 
”
)Gree was founded in 1991, and listed on Shenzhen  Stock
Exchange in 1996 （Gree, 2021)

· Gree specializes in the household consumer goods and
industrial equipment （Gree, 2021)

· Gree exports its products to more than 160 countries and
regions （Gree, 2021)

· Gree has more than 90,000 employees, including over 30,000 technical workers and over 15,000 research & development personnel ( Gree, 2022)
· Gree ranked at 436th in the Global Fortune 500 （Gree, 2021)

Current brand focus:
 (
The
 
focus
 
on
 
differentiation
 
and
 
intelligence
 
in
 
the
 
consumer
 
home
 
product sector to enable higher heterogeneity, enabled by technological
 
innovation, and driven by dynamics in new sectors (smart home, etc.)
 
(Digital
 
Journal,
 
2022)
Strategic
 
transformation
 
of
 
Gree
 
requ
ires
 
HRs
 
as
 
strategic
 
partners
 
to
facilitate
 
the
 
overall progress
)
 (
About
 
Gree
 
–
 
History 
)



· [image: ]Gree has been deeply influenced by the old Chinese approach toward HRM, the selection, recruitment, and onboarding is the prioritized area for Gree to focus on in order to realize its brand transformation
· Rigid and obsolete recruitment and selection process: highly unified and standard with writing tests and interviews that could not really evaluate the qualifications for the specific job positions.
· Simple and limited recruitment and selection channels: high preferences for fresh graduates, and limited accessibility of the job announcements, directly resulting in the limited access of Gree to potential talents.
· Prolonged and untransparent recruitment and selection process: unusual long recruitment cycle that runs out the patience of applicants; low transparency leads to malpractice in recruitment and selection
· Poorly designed onboarding process: bare and poor designed onboarding process without differentiation of job contents, no on-the-job training, etc.
 (
Current
 
status
 
quo
 
–
 
Problems &
 
solutions
 
 
)




· Broaden the recruitment channel to increase its accessibility to wider talent pools rather than limited to graduates, and increase the accessibility of potential talents to Gree. (Anand, 2010)
· Leverage recruitment and selection technologies to improve transparency and shorten the overall process, and effectively access the qualifications and candidacy in a more critical, comprehensive manner. Potential technologies that could be used include big data analytics, artificial intelligence, machine learning, etc.  (Chappuis and Rizzo, 2021)
· Design the on-boarding contents based on the requirements of each job, and the situation of each talent ( their proficiency in the workflows, etc.), leverage different onboarding approaches to afford a more effective package for new employees
 (
Current 
status
 
quo
 
–
 
Solutions
)





Change management in HRs

 (
Skills
 
for
 
HRs
 
–
 
Change
 
Management
 
&
 
Digital
 
proficiency
 
)

· The current HRM practices in Gree is featured by being highly not

digitalized, being digitalized indicates a significant transformation.

· Bedsides the change within HRM functions, Gree has witnessed a change in the strategic level in order to stand out in the fierce competition
· The change management skills to manage different tasks involved in change, to engage all employees to facilitate change through proper incentives are highly required for the sake of overall efficiency
· Training methods: transparent communications from bottom-to-top

and top-to-bottom, lecture and webinars, etc.

Digital proficiency in HRs

· The understanding and awareness of technological trends in recruitment and selection, and how these trends can positively impact Gree
· The ability to leverage and integrate relevant technologies, such as big data analytics, chatbots, social media, etc. to increase recruitment and selection efficiency to facilitate Gree’s business transformation (Scholz, 2017)
· Specific skills under the digital proficiency includes: working with online job sites platforms, crafting job ads for target audience, utilizing online assessments, social recruiting, employer branding, and management, automating recruitment and selection, people analytics (Pandya, 2019; Kshi, Zheng, and Molineux, 2016; Joshi and Kulkarni, 2022)
· Training methods: Courses, Seminars, On-the-job training by IT professionals
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Skills
 
for
 
HRs
 
–
 
Communication
 
&
 
Event
 
networking
)
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03
)Communication and negotiating skills

· Despite most work can be done through people analytics technologies, HRs still need to directly talk to candidates to answer their inquiries and access their skills.
· Communication involves the ability to ask the right questions according to the

specific positions to critically assess the candidacy

· Communication also involves the offer provision, the feedback provision, the polite rejection, etc.
· The detailed clauses involved in the specific job positions may need to negotiate

with candidates, keep the role attractive through alternative offerings, etc.

· Training methods: simulation, lectures, courses, on-the-job training

Event networking in HRs

· It is important for HRs in Gree to know where their ideal applicants may be and track them down, as Gree needs to compete with other brands ( such as Xiaomi, Media, etc.) in talents recruitment
· HRs need to brand Gree to attract talents through interaction in the networking and deliver a flawless self of the open positions
· HR needs to organize recruitment events, and also track down other

recruitment events to network with potential skills

· Training methods: Simulation, lectures, webinars, etc.







 (
Marketing
: 
given the scarcity of talents in the Chinese
 
market, HRs need to perform actively marketing through
 
portals
 
such
 
as
 
51
 
jobs,
 
Boss,
 
company
 
webpages,
 
social
 
media
 
platforms,
 
etc.
Training methods: interaction with the marketing
 
department,
 
lectures,
 
webinars,
 
etc. 
)Design thinking in HRs
· The poorly designed on-boarding process requires HRs to put more empathy with employees, and more understanding of the employees
· Design thinking can help HRs in Gree be more human-centered by designing specific job on-boarding based on the situation of each employee, and the requirement of each job. (Claus, 2019)
·  (
Selling
:
 
find
 
the
 
best
 
channels
 
for
 
Gree
 
to
 
reach
 
potential
 
talents,
 
write
 
convincing
 
job
 
ads,
 
design
 
appealing compensation and reward packages, leverage
 
the
 
technology
 
to
 
increase
 
the
 
reach
 
of
 
Gree
,
 
etc.
Training  
 
methods:  
 
interaction  
 
with  
 
the   
 
marketing
department,
 
lectures,
 
webinars,
 
etc.
)HRs need to develop their skills and mindsets in learning and designing employees;
experiences, rather than processes (Lawler and Boudreau, 2018)
 (
Training
 
methods
Webinars,
 
simulations,
 
courses,
 
lectures,
 
simulations,
 
etc.
)
 (
Skills
 
for
 
HRs
 
–
 
Marketing
 
&
 
Design
 
thinking
 
)






[image: ]Work ethics in HRs 
Gree’s recruitment and selection have been highly untransparent and corrupted with a lot of applicants use personal networks to enter Gree 

Setting the company codes of conduct in terms of ethical recruitment and 
selection in Gree 


Eliminating personal biases, subjectivity, and corruption in the recruitment and selection in Gree. 

Generating recruitment and selection reporting to promote overall transparency and reliability.   
 (
Training
 
methods:
 
communication
 
with
 
seniors
 
to
 
establish
 
integrity, 
lecture,
 
and
 
courses
 
to
 
establish
 
reporting
 
skills,
 
and
 
remove
 
biases 
)
 (
Skills
 
for
 
HRs
 
–
 
Work
 
ethics
)


Action Plan













·  (
Step
 
1:
 
first 4
 
months
Step
 
2:
 
second
 
4
months
Step
 
3:
 
third 4
 
months
Digital
 
proficiency
Lectures and
 
courses
Training
 
and
 
exercises
Integration
 
and
 
application
Change management
Lectures
 
and
 
courses
Change management
exercise
Change
 
management
 
simulations and
 
applications
Event
 
networking
Lectures and
 
courses
Participation in event
 
organization
Organizing and
 
networking
 
in
 
events
Communication and
 
negotiation
Lectures and
 
courses
Communication and
 
negotiation
 
exercise
Communication and
 
negotiation
 
applications
Marketing
 
and
 
sells
Lecture
 
and
 
courses
Employer
 
marketing
exercises
Integrating
 
with digital
proficiency
Work
 
ethics
Lecture
 
and
 
courses
Lecture
 
and
 
courses
HR
 
ethic
 
assessment
Design
 
Thinking
Lecture
 
and
 
courses
Design thinking
 
seminars and
 
workshops
Practical
 
simulation
and
 
application
)All skills start with lectures and courses to perceive the importance, relevancy and significance of Gree
· Simulations and applications are highlighted in the development of soft skills

· Trainings and exercises are highlighted in the development of technical skills

· The ultimate aim is to develop a comprehensive skillset in HRM

· The one-year time window is set to transform the HRM functions, especially in

recruitment, selection and onboarding
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