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Executive summary
The present report conducts a comparative analysis of people management strategies adopted by Huawei and Microsoft, examining how different managerial environments, and organizational features shape their respective approaches.
Huawei’s approach is influenced by its Chinese origins, exhibiting a centralized process and a hierarchical structure. The recent geopolitical tensions and competitive landscape have prompted Huawei to focus on training and development to foster self-reliance and resilience. Despite its success, the company has faced challenges with a high-pressure working environment brought by its wolf culture, and the high turnover of its employees. Microsoft’s approach is featured with flexibility and decentralization, indicative of its persistent commitment towards cultural integration and diversity in the global operation. Its approach is criticized for issues related to workplace discrimination. The innovation has been prioritized due to the high-tech nature of both businesses, though detailed practices vary. Also, both companies proactively integrated technological advancements, such as AI, in their people management routines to promote effectiveness. Based on the analysis, the report proposes recommendations that enhance or improve their respective HRM effectiveness, with comprehensive consideration of the feasibility, risks, and ethics. 
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1.0 [bookmark: _Toc164618403]
2.0 Introduction
Human Resource Management (HRM) refers to the management activities of an enterprise to rationally utilize and develop human resources through a series of strategies, policies, and practices to achieve organizational goals (Ivancevich and Konopaske, 2013). It involves recruitment and selection, training and development, performance management, compensation, welfare, etc., aiming at improving employees' job satisfaction and organizational performance (Stewart and Brown, 2019). HRM emphasizes the strategic and integrated nature of human resources, which is not just the work of one department or function but needs to be closely integrated with the organization's strategy and other functions to form a whole and to jointly promote the organization's development (Boon et al., 2018). 
The present report delves into the role of HRM in two specific organizations of different types by contrasting different people management strategies employed by the chosen organizations, emphasizing how different working environments and cultures shape their approach. Specific perspectives discussed in the present study include the impacts of the internal and external working environment, the impacts from the organizational features (size, reach, and sector), the primary HRM concerns, and the impacts derived from HRM-related technological advancements. Through the comparison,  the present report can identify people management areas for further improvement. 


[bookmark: _Toc164618404]2.0 Organization Overview 
[bookmark: _GoBack]The two chosen organizations to compare in the present essay are Huawei and Microsoft. The table follows provides a detailed profile of both companies, including their sizes, geographical locations, workforce demographics, etc. Both organizations rely on their HR department to deploy all different kinds of people management practices. However, HRM in Huawei supports mainly administrative functions through a centralized people management approach due to the company’s centralized and hierarchical culture; HRM in Microsoft is positioned as the strategic partner of Microsoft, by actively and proactively facilitating the realization of strategic goals through mobilizing human talents in a more decentralized and empowered manner, representing by the fact that HR professions are embedded in various Microsoft’s offices, allowing for optimal management flexibility. 
Table 1. Organization Overview 
Source: own summary based on information collected from (Microsoft, 2023b; Huawei, 2024)
	
	Huawei 
	Microsoft 

	Year of establishment 
	1987
	1975

	Company Type
	Private
	Public (traded as Nasdaq MSFT)

	Headquarter 
	Shenzhen, China
	Washington, US

	Industry 
	Consumer electronics
Telecommunication and Networking equipment 
Etc. 
	Software development
Computer hardware 
Gaming
Etc.  

	Size (in terms of market capitalization in 2023)
	US$99 billion
	US$211.9 billion

	Geographical locations 
	Worldwide 
	Worldwide 

	Number of employees (2023)
	207,272
	221,000

	Workforce demographics 
	Majority of Chinese, and some international employees in overseas offices 
Male-dominated as most tech companies
Young workforce which aligns with Huawei’s focus on innovation and aggressive expansion  
	The highly international workforce across offices 
Relatively diversified gender and, ethics age distribution 



[bookmark: _Toc164618405]3.0 Main discussion 
[bookmark: _Toc164618406]3.1 The impacts of the internal and external environment
In terms of Huawei, born as a Chinese multinational, Huawei’s internal environment has been shaped by its distinct Chinese culture, such as greater power distance and bureaucracies, greater management centralization, etc. (Cooke, 2014) These cultural facets significantly impact how Huawei manages its people. For instance, the organizational structure of Huawei is hierarchical, reflecting the traditional values of respecting seniority and authority. The hierarchical structure is reflected in the top-to-down decision-making and headquarter-to-subsidiary decision-making in terms of people management. At the same time, the highly masculine corporate culture has led to a people management strategy where Huawei advocates widening the gap in pay incentives according to the contribution of employees to the company, breaking the pay balance, and rewarding outstanding employees (Wu et al., 2020). Organizational resources are prioritized towards more valuable business areas and outstanding talents. Create a developmental potential difference in the talent team and form a tense organizational atmosphere. In recent years, being involved in the swirl of the trade war between the Sino-US trade wars, and being the target of sanctions of many countries, Huawei has adapted its people management strategies. For instance, the recruitment strategies have been focused on the reliance and adaptability ability to seek individuals who can navigate a rapidly changing technological and political landscape, resulting in more international employees with qualified competencies being recruited to form increasingly diversified workforces (Schaefer, 2020). Also, to improve its self-reliance on innovation and develop comparable technologies, a greater share of time and capital in people management is invested in training and developing talents to update their knowledge bases and skillsets for continuous learning and innovation (Li et al., 2020; Škudienė, Li-Ying and Bernhard, 2020). 
In terms of Microsoft, impacted by its internal environment that prioritizes organizational growth and business diversification, Microsoft has been focusing on recruiting and supporting talents with a broader range of skills and capabilities from cloud computing professionals to game development professionals, increasingly diversified the global workforce of Microsoft (Microsoft, 2023b). Also, the internal drive to harmonize and integrate acquisitions of other companies from all over the world ( such as the acquisition of LinkedIn and GitHub) requires balanced and adaptable people management strategies their different cultures can be merged into one cohesive belief and value to lead Microsfot’s global operation. Similarly to Huawei, the external environment of Microsoft is featured by rapid technological advancements and intense geopolitical conflicts, whereas Microsoft demonstrates greater resilience, flexibility, and agility in people management to facilitate its global operation in an increasingly volatile and unpredictable environment (Flores, Joseph and Flores, 2020). Detailed practices used by Microsoft include a decentralized approach toward people management by setting up local HR teams, and an agile method focusing on cross-functional collaboration and communication.  
[bookmark: _Toc164618407]3.2 The impacts of size, reach, and sector 
Knowledge capitalization refers to treating knowledge as (and being able to transform it into) capital that can create value for the company (Vătămănescu et al., 2023). This is a special feature of Huawei's HRM and a concept that has been advocated since the early days of Huawei, with the Huawei Basic Law listing "knowledge" as one of the core elements of the company's value creation (Li et al., 2023). Unlike other companies, Huawei is a typical high-tech company with global reach, where intellectuals not only make up the majority of the workforce but are also typically the quality of the people who are crucial to the company's future development. For this reason, Huawei recognizes and attaches great importance to the value of intellectual capital, acknowledges and recognizes the role of intellectuals, and establishes a systematic mechanism of co-creation and sharing with them (Schaefer, 2020). The capitalization of knowledge is mainly manifested in the following two aspects: first, the right to claim residual value. Ren Zhengfei (Huawei’s CEO) knew the value of knowledge as early as the start-up stage of Huawei and recognized the utility of intellectuals. It is Huawei's tradition to respect and cherish talents, and in 1997 when drafting Huawei's Basic Law, he explicitly proposed "knowledge capitalism" and "knowledge is also a source of corporate value creation" (Wu et al., 2020). The core of Huawei's HRM is to solve the problem of the distribution of corporate benefits and the intrinsic sense of achievement of intellectuals. Huawei recognizes the important role of knowledge and intellectuals in the development of the enterprise and fills up the train of talents with the oil of benefits so that they can enjoy the value-added brought about by the development of the enterprise (Wu et al., 2020). Huawei shares corporate profits with its employees mainly through the TUP program, virtual shareholding, and benefit-sharing systems (Wang, Sun and Chen, 2022). Huawei's total employee shareholding started around 1990 and later referred to foreign companies to implement virtual equity schemes (Wang, 2023). In this way, Huawei broke the traditional employment relationship between enterprises and talents, thus establishing a partnership relationship based on a new type of contract between them, even if Ren Zhengfei, the founder of Huawei, only owns 0.65% of the shares of Huawei, and the business decision-making of the enterprise is handed over to the management team (i.e., EMT: Executive Management Team) (Ji, 2024). 
Also competing in the high-tech sector with a global presence, Microsoft perceives innovation as the fundamental momentum for sustainable growth. Nonetheless, the approach through which Microsoft manages people to develop innovation is different from What has been developed by Huawei. Microsoft has established a human source business intelligence(B!HR) to develop a more accurate and comprehensive understanding of its workforce from a wide range of different aspects, e.g. education, working experiences, and personal career arrangement (Microsoft, 2022). The HRBI team is made up of experts from different fields with cross-disciplinary knowledge of people management, and they periodically survey or consult with Microsoft’s employees, based on which they could propose corresponding talent development measures. Aligning with the decentralized organizational culture, Microsoft gives them full autonomy to nurture employee trust and empower employees when they have any innovative ideas. Moreover, Microsoft has proposed an amateur project program to motivate employees to innovate, allowing them to set aside a certain amount of work time and energy to engage in innovative activities that will help the company's development (Microsoft, 2023a). Meanwhile, Microsoft proposes career planning for different employees according to their career development needs, which is conducive to helping employees identify the knowledge and skills they need to learn, and then formulate learning plans (Microsoft, 2024). To a certain extent, this indicates the kind of knowledge that employees should acquire and lays the foundation for the application and creation of knowledge in the future.
[bookmark: _Toc164618408]3.3 The primary concerns of the two organizations 
Huawei's corporate culture features include the wolf culture, Huawei requires employees to have the character of a wolf, to learn to survive in the law of the jungle, so Huawei adopted the "survival of the fittest" system of survival of the fittest. In many of the relevant discussions, the culture is understood and manifested as obedience, collectivism, masculinity, and daring to sacrifice all competitive thinking. Therefore, Huawei adopts the "survival of the fittest" system and conducts strict assessments of employee performance, which means that every employee in Huawei has a huge pressure and goals to strive for (Hong and Snell, 2021). Huawei's promotion of the wolf culture has led to a high-pressure work environment and widespread psychological problems among employees (Lu and Sun, 2022). Another concern for Huawei is its high turnover rate. The cumulative average departure rate of 21.8% for the PhD employees in the last five years, the longer the cumulative departure rate the longer the entry time is higher, (Pandaily, 2019). The email disclosed that among the 82 departing doctoral employees who were willing to be interviewed, 56 of them reflected that the main reasons for their departure were still the mismatch between the position and their skills, the weakness of the supervisor's technical skills which led to the restriction of their performance, and the inability to give full play to their unique strengths, and so on (Sina News, 2019). The high turnover among talents indicates the problem of career development inadequacy in Huawei.
The primary concern of Microsoft is the relatively less inclusive working environment for a highly global workforce. Between 2010 and 2016, females working in technical positions at Microsoft filed 108 complaints of sexual harassment and another 119 complaints of gender discrimination and indicating that Microsoft systematically denied promotions and raises to female employees and had an "exclusive boys' club atmosphere" that was "rife with sexual harassment" (CNN, 2018; Solon, 2018; Gross, 2019). What is even more disappointing is the slow response of the Microsoft team to investigate the discrimination and harassment issues raised by these complaints (Novet, 2022). If these issues are not managed properly, they will not only incur legal and financial repercussions, but also result in damaging the company's reputation, stifling employee morale and productivity, and making it harder for Microsoft to attract and retain talents.  
[bookmark: _Toc164618409]3.4 The impacts of technologies on people management: the case of AI
The emergence of artificial intelligence has profoundly changed the original organizational structure and labor relations of enterprises, innovated management methods and management concepts, and promoted the transformation of enterprise management to intelligence. More than half of enterprises have implemented or are implementing HR digitalization projects to achieve the transformation from traditional HR management to intelligent HR management models (Ulatowska, Wainio and Pierzchała, 2023). For instance, Microsoft has relied on AI and big data analytics for recruitment and selection. Especially, Microsoft's AI recruiting platform transforms resumes into numerical feature vectors by extracting key information such as education, work experience, and skills. machine learning algorithms are then used to train models to match the similarity between candidates and job requirements (Microsoft, 2023c). Based on Microsoft's preset conditions and target requirements for each position, AI can screen candidates to improve recruitment efficiency and accuracy. In this way, AI can quickly and accurately process a large amount of resume information, thus improving recruitment efficiency and helping companies find the most suitable candidates (Curry, 2023). 
The development of artificial intelligence technology provides strong support for the development of adaptive learning. With the development of AI technology, several adaptive teaching systems have appeared on the market. Huawei's cloud learning platform helps employees' competency identification and accurate learning planning through three modules: learning records, competency models, and deep learning (Huawei, 2016). The platform mines all employee learning data, such as employee profiles (including, but not limited to, employee profession, rank position, work experience, etc.), recent learning courses, online learning behaviors, learning progress, learning preferences, online assessment results, etc., and carries out data usability analysis and correction; The platform will also build a competency model library and knowledge mapping for common positions based on historical training data; Based on historical training data, the platform will build a competency model library and knowledge mapping for common positions; combining employee learning data and competency models, the platform can effectively identify skill gaps and make personalized and dynamically adjustable learning program planning for employees based on learning preferences (Huawei, 2023).


[bookmark: _Toc164618410]4.0 Conclusions 
The present report compares the people management approach of Huawei with Microsoft from different perspectives. It argues that while remaining in the typical Chinese culture of greater centralization and hierarchies, and pursuit of competition, Huawei has been operating in a highly volatile international environment that directly impacts its people management, resulting in its focus on self-reliance through innovation in its HRM. The primary concerns resulting from its wolf management philosophy are the high-pressure working environment and higher talent turnover. In contrast, Microsft has focused on the development of more adaptable and resilient strategies to facilitate cultural integration along with global expansion. While its workforce is getting increasingly diversified, its current HRM system has been widely criticized for inadequacy in creating an inclusive working environment. Both companies' people management are sharped by their global reach and the industrial section they operate, reflected by their different approaches by the shared focus on stimulating employee innovation. AI has been adopted by both companies not only to automate administrative HRM functions but also to deliver more effective people management in terms of employee engagement management in remote team collaboration and adaptive and personalized learning experiences. 
[bookmark: _Toc164618411]5.0 Recommendations 
Based on the above analysis, some innovative recommendations are proposed for both organizations, aiming to strengthen or maintain their people management strategies, especially in the face of new challenges or opportunities discussed above. 
Table 2: Recommendations proposed for Huawei and Microsoft
Source: own summary [image: ]
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Balance the wolf organizational culture with the

employee-centric HRM to develop a favorable working

environment with mutual benefits

Establish a non-discriminatory inclusive working

culture; develop proper procedures to deal with

workplace discrimination ( transparent reporting and

accountability)

w   Feasibility: use internal HRM resources to develop training

content and supplement with external HRM consultants

w   Feasibility: use existing HRM system, supplemented with an

independent governance team

w   Risk and ethical considerations: risk of ineffective

implementation due to organizational inertia

w   Risk and ethical considerations: suppress from superiors against

internal complaints

Design career pathways that align with personal

experiences and preferences to reduce the high turnover

Regular training and awareness programs to promote

awareness and competencies toward cross-cultural

workplace

w   Feasibility: use existing HRM system and external HRM

agencies to develop mechanisms for personnel development;

consult with talents to gain insights into preferred career pathways

w   Feasibility: design training and program and delivered through

multiple methods; regular monitoring and updates to evaluate

effectiveness

w   Risk and ethical concerns: the possibility of unfair treatment

w   Risk and ethical consideration: surface-level engagement of

employees, reluctance to engage due to time investment

Reduce the centralizing in decision-making to employ

employees to foster a more engaged and motivated

workforce

w   Feasibility: decentralization through clear guidelines and

incremental rollout

w   Risk and ethical concerns: inconsistent in decisions,

overburdening lower management, compliance risks



Integrating frontier information and communication technologies such as AI, comprehensively

w   Feasibility: both organizations have accumulated pioneering experiences of AI capabilities and their application in HRM

w   Ethical concerns: the infringement of employee privacy when collecting work-related data; the possible biases in the results


