Chapter 4. Data Analysis 
4.1 About Huawei 
Established in 1987 in Shenzhen China with initial business as subscriber switches, it started from expansion in the rural areas of China with weak infrastructure to develop telecommunication devices (Huawei, no date). The same idea was adopted in Huawei’s internationalization, it started from Russia, India and other developing countries around 1996. In 2003, Huawei was charged by Cisco for infringement of intellectual property rights of Cisco, and the case ended with a handshake, which made Huawei’s international reputation soar (Reuters, 2012). Coupled with the establishment and operation of Huawei 3Com, the process of Huawei's internationalization was accelerated. In 2012, Huawei outperformed Eriksson in telecommunication equipment with sale revenue reaching 35.35 billion U.S. dollars (Statista, 2020). With years of business expansion and internationalization, Huawei has a diversified portfolio includes cover mobile phones, mobile broadband, home terminals, telecommunication solutions, etc., and its solutions are utilized in more than 200 countries and serve 1/3 of the world's population. The organizational structure of Huawei is shown as below. 
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Figure 1. The organizational structure of Huawei (Wu, Murmann, Huang, Guo, et al., 2020)
4.2 The development of global mindset of leadership in Huawei 
According to the analysis level of the factors affecting the global minds of executives, the current intervention strategies for the global minds of executives are mainly embodied in two aspects: interventions at the personal level of managers and at the corporate organization level.
4.2.1 Individual level 
There are three main ways to intervene in the global mind of managers from the individual level: First, This includes adoption of experience learning (Story and Barbuto Jr, 2011). Second, remain sensitive to global information and continue lifelong learning. Realize the awakening of self-awareness through learning, challenge values ​​and beliefs, and deal with differentiation issues well. This can be done by reading foreign newspapers every day, keeping abreast of the latest developments in global information, and forming a habit of thinking about issues from a global perspective with a broad mindset (Gaffney et al., 2014). Third, participate in management practices that include diverse teams. Maintain an open and flexible attitude towards heterogeneous cultures, cultivate the ability to handle diversified team conflicts, and use the diversified advantages of teams to improve their own and organizational global thinking capabilities (Levy et al., 2007). Huawei's global corporate strategy provides ample opportunities for managers to learn from personal experience, obtain global information, and participate in diverse teams. International dispatch can use the above methods in a comprehensive manner, resulting in the most important intervention method for global mental researchers (Wu and Zhao, 2007). The requirement for sending foreign personnel from a corporate country is usually to stay in a working and living environment abroad for at least one year in order to be fully exposed to different languages, working environments and social value systems from the home country. This difference will gradually make the expatriates stay in the original Based on the formation of new learning and response methods, understanding of heterogeneous cultures and the ability to handle things in a diverse environment will be significantly improved (Hawes and Chew, 2011). This kind of international dispatch is very common in Huawei. The main targets are market and customer service personnel. The dispatch time is usually 3 years, and the dispatch compensation is related to the hardship of the dispatched country (Zhu et al., 2013). In addition, Huawei also intervenes in the global mind through short-term training, often sending employees to India with the world’s most advanced software development technology for training in this way (Liang, Marler and Cui, 2012). In addition, Chinese employees are already good at system design and architecture. This form can achieve the purpose of quickly training technical developers. From the perspective of the global mental development of the senior management team, for the senior management team, their early career development usually has experienced international dispatch, and has more participation in international conferences, management of multicultural teams, and experience in the company’s internationalization process. Opportunities such as transnational culture, managers themselves can be fully stimulated and refined in a globalized environment. According to reports from managers who completed the assignments, the experience of international assignment can improve the ability of expatriates to examine the world and organize enterprises for global development (Kedia and Mukherji, 1999; Javidan and Bowen, 2013). This kind of dispatch can also benefit the enterprise organization: reduce the uncertainty faced by the organization in the globalization change, gain more accumulation of cross-cultural knowledge in the organization, and strengthen the organization's determination to participate in the global market and economic system. This also makes international dispatch have advantages that other intervention methods do not have in terms of mitigating the ambiguity of globalization and accumulating cross-cultural knowledge.
4.2.2 Organizational level 
Managers and organizations, as two complementary parts, mean that managers can acquire global minds through their practice in the organization. This enables the intervention of the organization to also affect managers and affect their global mind development. At the organizational level, there are five main ways to intervene in the global mind: First, take globalization as the strategic goal of the organization and set up a suitable organizational structure, communicate fully with employees, and enable them to understand the strategic goals and organizational structure of globalization (Levy et al., 2007). The second is to examine the global mentality that employees already possess, so that their interest in foreign cultures and markets has increased, their knowledge of globalization has become more abundant, and their ability to use resources has been further cultivated (Gupta and Govindarajan, 2002). The third is to further expand the scope of employment, break the scope of employment, hire employees and managers from different countries, broaden employees’ international vision (Lovvorn and Chen, 2011), and cultivate cross-cultural social networks (Gupta and Govindarajan, 2002). The fourth is to hire a new generation of young employees who have a strong curiosity and can accept differences and multiculturalism more tolerantly. Fifth, the company provides cross-cultural information to employees, provides coaches, consultants and role models with international experience to improve employees’ acceptance of heterogeneous cultures, actively organizes and supports cross-cultural activities, and trains employees in a targeted manner. The open mind of qualitative culture (Aggarwal, 2011). From the perspective of Huawei's corporate organization, Huawei's globalization concept is deeply rooted in the company. Since Huawei began internationalization in 1996, the commonly used method of internationalization is through the establishment of joint ventures with foreign companies (Low, 2007). With the continuous advancement of the internationalization process, the internationalization strategy has been transformed from 2005 to the direction of independent holding of foreign companies. Huawei attaches great importance to the localization strategy in the international market, and has a good tolerance for different cultures. The operation of overseas offices is completely in accordance with local cultural customs, including commuting, get off work and rest, birthday celebrations, etc., completely in accordance with local customs (Schaefer, 2020).
At the beginning of this century, in the context of the rapid expansion of overseas employees, i in order to reduce cross-cultural, language, and geographical barriers, internal sales and the service system acts on cultural integration under a variety of synergies (Wu, Murmann, Huang and Guo, 2020). Each overseas representative office selects outstanding local employees to go to China for a tailor-made training program, and assigns the lead to a designated Q&A. The survey of dispatched management after returning to China found that their business capabilities have improved, they are more aware of the company’s values, have a more harmonious and harmonious relationship with Chinese employees and supervisors, and can share with other employees at the same time, which has a positive spill over effect (Tao and Chunbo, 2014).
On the whole, the continuous development of the global minds of executives along with changes in the company's own characteristics and changes in the macro environment has brought about changes in the company's internationalization strategy, marketing methods, management models, and organizational structure.
4.3 The current limitations of Huawei’s global mindset of leadership 
Although the global mind of Huawei's senior management team is constantly developing, Ren Zhengfei's position within the company as the founder of the company remains unshakable. Ren Zhengfei's self-critical spirit can keep him awake in the decision-making process and minimize the risks that may be brought about by personal decision-making (Tao, De Cremer and Chunbo, 2016). With the growing growth of Huawei, Ren Zhengfei has always maintained a self-critical spirit and a sense of crisis, but this spirit and awareness has not yet become the consensus of all Huawei employees. In addition, with the "successor" issue that has continued to ferment in recent years, Ren Zhengfei's early corporate defamilyization issue has been questioned (Wu and Zhao, 2007). Throughout the Huawei organization, Ren Zhengfei's immediate family members occupy 3 seats on Huawei's board of directors, which directly affects the unity and efficiency of the company's senior management team. At the same time, the outside world raises some doubts about Ren Zhengfei.
In the past ten years, Huawei’s development is basically based on the entrepreneurial history of managers born in the 1960s and 1970s. They have experienced the baptism of the basic law and cultural concepts, and at the same time have experienced the "collective resignation of the marketing department" and "the bottom out elimination’ of the human resource mechanism (Wu and Zhao, 2007). At present, Huawei has a large team of talents, including a large number of foreign talents, and the "post-80s" have gradually become the main body of corporate employees. The values ​​and thinking styles of these employees are very different from those of the older generation of entrepreneurs. They have an open career, are willing to accept new ideas and new things, and have strong independence and self-awareness. They are also different from those of the "post 60s" and "post 70s"., and have a completely different management model. The core assumptions of Huawei's original human resource system are the assumptions of human nature and the driving force of behavior. The "post-80s" as a new feature of Huawei employees have challenged the global mindset of Huawei's management for a long time. Simply put, the new generation of managers are more radical and adventurous in Huawei's global management, and they pay more attention to the development of potential emerging markets and fields; the older generation of managers tends to be more conservative in management, and they pay more attention to the vertical depth of the existing market (Cooke et al., 2018).
The new generation of Huawei managers has higher psychological capital. Specifically, senior leaders with high psychological capital attach great importance to R&D, technological leadership, and innovation. The company where it works often develops new products or services ahead of its competitors, makes substantial changes to the current product or service portfolio, or frequently introduces new management techniques and production technologies in the industry (Guanjing, 2013). When faced with an uncertain environment, they are more inclined to take positive actions to seize opportunities rather than being conservative. Data analysis shows that senior corporate leaders who are confident, hopeful, optimistic and professionally resilient dare to take risks, but they will only take risk-oriented actions under predictable, necessary and learnable risks (Schaefer, 2020). In addition, social support inside and outside the company also helps senior leaders to grasp necessary and timely decision-making information, provides opportunities for the company to obtain external resources, and cushions the turbulence and deficiencies inside and outside the company.
In a drastically changing environment, senior corporate leaders often need to quickly make strategic choices under the condition of incomplete information, and the risks contained in the strategic plan may have an important impact on the long-term survival of the enterprise (Wu, Murmann, Huang, Guo, et al., 2020). In the process of formulating an action plan until the goal is reached, because of the large uncertainty in the external environment, some decision makers will choose to bear or not bear the risks associated with strategic actions (Wu, Murmann, Huang and Guo, 2020). Senior leaders who are unwilling to take risks make choices only when the environment is fully understood and often miss opportunities for business development. This kind of interaction between senior leaders and the decision-making environment can only be better understood and implemented strategies by exploring the risk-taking tendencies of senior leaders. The analysis of the global mentality of Huawei executives also found that different executives have very different response mechanisms to the environment, which leads to frequent organizational conflicts. Some executives, especially those with higher social capital and psychological capital, are more willing to challenge risks when faced with an uncertain environment. And executives with less psychological capital and social capital are less willing to take risks.
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