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Executive Summary

Huawei is a leading global information and communication technology solution provider, focusing on the ICT field. The values of most of their employees are not consistent with the values of the company, which leads to many employees unhappy with the working environment of Huawei and leave. Judging from the turnover rate during this period, most employees do not understand the values of the enterprise. Therefore, human resource managers need to make full preparations during recruitment to avoid any impact on the company's future strategy. Through the analysis of Huawei’s recruitment methods at the present stage, this report finds that the recruitment system and strategic system are interdependent and interactive. Then there are four suggestions for recruitment below.

Improve the management recruitment plan based on strategic human resources

Attach importance to the comprehensive quality of applicants, strengthen talent reserve

Take corporate culture and values as important training content

Improve employment compensation system based on strategy
content
Introduction	1
1.Organizational overview of Huawei Foundations Business situation	1
2. The importance of enterprise recruitment	2
3. The current situation of Huawei’s recruitment	3
4. Cause analysis of Huawei recruitment problems	4
5. Conclusion	6
6. Recommendation	7
6.1 Improve the recruitment plan based on strategic human resource management	7
6.2 pay attention to the comprehensive quality of applicants, strengthen talent reserve	8
6.3 Take corporate culture and values as an important training content.	8
6.4 Improve the recruitment salary system based on strategy	8
Reference	9

[bookmark: _Toc99068798][bookmark: _Toc99068906][bookmark: _Toc99102324]Introduction
the human resources recruitment is an independent activity, sustained both through the necessary work volume as well as through its importance for the organization. (Aurel, 2008) competitive advantage by lowering costs, by increasing Achieving competitive advantage，through human resources improved strategic human resource management. (Cynthia and Mark, 1988) Currently, many companies recognize the growing importance of their human resources-in ways to gain a competitive advantage. (Randall and Macmillan, 1984) For the development of enterprises, many companies introduce high-quality talents at all costs. (Li, 2018) Many academics and practitioners have noted the emergence of a new generation of workers characterized by decreased company loyalty and increased expectations on various aspects of work life. (David, ong and Kok, 2002) Then this has laid a huge hidden danger for the future development of the company. It is very likely that the newly recruited employees will leave the company. Only practices used in recruiting, training, performance review, and compensation all contribute to employee beliefs in a psychological contract with their employer. (Denise and Martin, 1994) So, I think that the effective acquisition of human resources determines the quality of enterprise talent. Recruitment, selection and training as one of the important requirements of human resources management, it is the first pass of human resources. The talents they recruit directly affect the quality of the talent input of the organization and then determine the growth and development of the organization in the future. This paper takes Huawei as an example, through the analysis of enterprise recruitment, selection and training. Blind, inefficient recruitment is found to be fatal. Human resources that do not meet their own strategic requirements seriously affect the formation of competitive advantages and long-term development of enterprises. Therefore, it is of great significance for other strategic companies to study, think and solve the problem of enterprise recruitment.


[bookmark: _Toc99068799][bookmark: _Toc99068907][bookmark: _Toc99102325]1.Organizational overview of Huawei Foundations Business situation 

Huawei, founded in 1987, the headquartered is located in Long Gang District, Shenzhen city, Guangdong Province, China. It is a leading global provider of ICT infrastructure and smart terminals. Currently, Huawei employs about 197,000 people and operates in more than 170 countries and regions, serving more than 3 billion people worldwide. In 2009, Huawei carried out BLM mode optimization and three-pillar reform. The three Pillars of HUMAN Resource include human Resource Business Partner (HRBP), Human Resource Shared Service Center (HRSSC) and Human Resource Specialist (HRCOE). HRBP provides solutions to business challenges while providing human resource knowledge to live where Huawei productivity; HRSSC relies on information technology to provide standardized services to organizations; The HRCOE provides organizations with planning for staffing, compensation, organizational development, and talent development in the core areas of human resources

[bookmark: _Toc99068800][bookmark: _Toc99068908][bookmark: _Toc99102326]2. The importance of enterprise recruitment

The success of any organization largely depends on the quality and quantity of human resources it possesses. (Adetunji, James and Ogbonna, 2013）recruitment and selection is the most important part of an objectives. (Okolie and Chuks, 2020) Recruitment can provide firms with a change in human resource practices, such as hiring people focus on finding individuals who fit job openings. (Lawler, Edward and Ledford, 1992) According to the organization of human resources planning and data analysis of the quantity and quality requirements, through the release of information and scientific selection, to obtain the qualified personnel required for this enterprise, after training, and arrange for them to the required process of jobs. This process directly affects the cost and benefit of enterprise human resources allocation, the difficulty, workload and effectiveness of the selection work, and affects the overall quality of enterprise human resources.

In a changing environment, employee commitment to any organization is easily disrupted. (Huei-Fang and Yi-Ching, 2008) The quality hurts employee morale, breeds organizational mistrust, and makes it more difficult to align the enterprise. (Thomas C, 1998) The effectiveness of managing a large enterprise depends on the quality of the personnel of the management system. (Budiakova and Tsarenok, 2019) The quality of the recruited personnel determines the quality of the internal team of the enterprise and has a close relationship with other human resource management activities of the enterprise. Enterprises determine the nature of job vacancies through the human resource plan, and on this basis to determine the needs of human resources, further understand the work behavior required by the enterprise and the applicant's work characteristics, determine the number and type of personnel the enterprise needs to attract, to formulate recruitment goals.

recent research indicates that intellectual assets and resources can be utilized much more efficiently and effectively if organizations apply knowledge management techniques for leveraging their human resources and enhancing their personnel management. (Fawzy and Keri, 2000) Important role of recruitment and selection within the process of leading, managing and developing. (Ray and Sally, 2010) The recruitment strategy stars by determining manpower planning which includes job design, job specification, and job description. (Amzy, E,2018) The determination of the requirement of enterprise chooses and employ persons has its own process, which must be carried out in accordance with certain procedures. Only a detailed study of the scope of responsibilities and rights can make the enterprise personnel allocation achieve the maximum rationalization. In the process of recruiting employees, enterprises always try to make the company's goals and the applicant's personal goals, the needs of the company and the applicant's personal needs in harmony. Coordinate the relationship between the two, find the point of convergence, this can maximize the interests of both sides.

[bookmark: _Toc99068801][bookmark: _Toc99068909][bookmark: _Toc99102327]3. The current situation of Huawei’s recruitment

First, because of the epidemic, many companies have changed their work mode, and many companies let their employees work from home. Of course, it also has a related impact on the recruitment of enterprises. For example, disrupted the original recruitment time of enterprises, so that the date of entry of candidates postponed. This situation is likely to lead to a change in the candidate's entry situation, for example, the candidate may change his mind and apply for another company. There are some non-local employees, they may not be willing to return to the original job, resulting in a high turnover rate. It is more difficult for enterprises to recruit.

Secondly, Huawei's recruitment is mainly for technical positions, with fewer managerial personnel. As a result, most of the middle managers in the company are technical, and they are promoted to leadership positions very quickly due to the rapid development of the company. Lack of management knowledge and experience makes them rely more on their enthusiasm for work. For example, one of the reasons companies work more overtime is because of poor planning in advance, resulting in repetitive work. Constant overtime work hurts the enthusiasm of junior employees, which leads to some employees leaving the company because of fatigue

Thirdly, Huawei does not pay enough attention to the training of its employees, which results in their inability to adapt to the company's environment and cultural atmosphere. In 2019, the United States imposed a technology blockade on Huawei, which dealt a great blow to Huawei's high-end technology products. Especially the supply of chips. Huawei in order to break through the difficult times, gave a lot of pressure, each department at the same time, some just in recruiting employees, also did not provide the corresponding training, lead to employees is difficult to adapt to the Huawei company environment, let employees become unelected, so objectively caused the company high flow, increased the repeat recruitment costs, will cause negative effect on the company's image.

[bookmark: _Toc99068802][bookmark: _Toc99102328]4. Cause analysis of Huawei recruitment problems

First, Huawei lacks a strategy-based human resource plan. The objective of the preparation and implementation of a human resource plan is to match the needs of the organization with the basic situation of human resources by planning human resource management activities. Huawei's recruitment, both internally and externally, lacks accurate prediction and analysis, and is not particularly clear about when to recruit and what kind of talents to recruit. As a result, recruitment is always in blind and emergency passivity.

Secondly, Huawei's understanding of talents in recruitment is sometimes too one-sided. The pursuit of higher education is a common mistake in the recruitment of enterprises. High academic degree does not mean high quality, whether a person's quality depends on knowledge, ability, moral character, experience and other aspects, judging a person by academic degree is certain to be biased. A person's quality is determined by his own knowledge, ability, experience and many other aspects. It is the best choice to match the position with personal quality. If the quality is higher than the matching position, then it is not conducive to the personal development of employees and work enthusiasm. Ren Zhengfei, Huawei’s CEO, has an iron rule in mind: "No one who does not agree with Huawei's culture can enter a mid-level position." Some employees who have left Huawei believe that the system of "cultural unity" essentially oblasts the individuality of employees, which is not good for the development of Huawei. There are objective reasons for Huawei's pursuit of higher education in recruitment, but many talents with higher education are not adapted to and disappointed with the enterprise, resulting in the loss of talents, indicating that Huawei's recruitment standards need to be improved.

Third, Huawei's high staff turnover rate is not related to other human resource policies. Such as compensation, employee benefits, training and development and performance management system combined has a great relationship. An important function of human resource management is the design and establishment of incentive system. Therefore, without a complete set of mechanisms to attract and retain talents matching other human resource management systems, and without a corporate culture atmosphere to attract and retain talents in the environment, the current situation of talent shortage is difficult to be fundamentally solved.

Fourthly, it can be seen from the above analysis that there are still some managers in Huawei who do not have a good understanding of the company's culture and values and use a one-sided understanding of the company's core values to guide their work, resulting in various contradictions in management and tension between personnel. And new employees are often lost because they do not adapt to the enterprise.

Huawei's training for new employees is mainly in the first month when new employees enter the company. The training is mainly about job skills training, so that new employees can quickly master their job skills and bring profits to the company as soon as possible. This is considered a practical approach. However, IN my opinion, Huawei’s pre-job training must also include training on culture and core values, enterprise loyalty, etc., because many talents are lost to competitors, which proves that only professional skills training may cultivate professional talents for competitors.
[bookmark: _Toc99068803][bookmark: _Toc99068911][bookmark: _Toc99102329]5. Conclusion
Human resource is one of the basic elements of enterprise strategic management. The recruitment system and strategic system are interdependent and interactive. Enterprise's strategic target, mission, vision, mission and constitute the premise and foundation of the recruitment, recruitment of philosophy, principles, objectives, methods, pointed out the direction of the planning and implementation, so need to understand before recruitment work what are the requirements for the candidates, we should try to be the talent skills match the job requirements.

At the same time, the competitive advantage of an enterprise lies in its core talents, so it needs to classify the recruitment personnel and adopt different recruitment methods and strategies according to the characteristics of the core talents that are important to the implementation of the strategy.

Based on the recruitment of human resource management, recruiters should fully understand the enterprise culture and values before recruitment, so that they can find people who agree with the enterprise culture and values in the future recruitment. These talents are the premise to support the strategic development of the enterprise

Human resource recruitment practice, selection and training need to be guided by correct concepts and principles and need high-quality human resource management team with strategic vision and judgment to implement, as well as the desired mechanism to regulate.







[bookmark: _Toc99068804][bookmark: _Toc99068912][bookmark: _Toc99102330]6. Recommendation

[bookmark: _Toc99102331]6.1 Improve the recruitment plan based on strategic human resource management

On the one hand, based on the understanding of enterprise strategy and accurate analysis of the internal and external environment, development and enterprise strategic development planning of synchronization in the long-term, medium-term and short-term recruitment plan, under the planning system, based on the medium- and long-term planning, short-term plans as to adapt to the environment changes and adjustment, avoid the blindness of recruitment plans and unplanned status. On the other hand, Huawei has improved job analysis, clarified the requirements of each position on knowledge, skills and abilities, conducted job prediction and analysis of internal positions based on the strategic planning of the company, and forecast and analyzed the supply and demand of internal and external human resources. Have a clear understanding of the requirements of the job before hiring, including what the person should do, what the responsibilities are, what abilities, personality and so on. It takes more than subjective imagination or experience to figure this out. Hiring experts often turn to job analysis to understand what a job requires. In the recruitment process, Huawei establishes appropriate recruitment standards based on the job analysis results and the needs of internal talents, to match the skills of talents with the job requirements.

[bookmark: _Toc99102332]6.2 pay attention to the comprehensive quality of applicants, strengthen talent reserve

Every year, Huawei recruits a lot of talents from universities and the society. In the recruitment and employment, employer should pay attention to the quality, potential, character, education background and experience of the talents. In accordance with the principle of two-way selection, to provide objective and equal commitment in the use, training and development of talent. The company has a strict interview process. An applicant must go through four stages of interview, including the HR department and the head of the business department, as well as the approval of the president of the HR Department of the company before formally joining Huawei. In addition, Huawei establishes an interview qualification management system to train all interviewers so that those who pass the interview can obtain the interview qualification. And the company carries on the annual qualification review to the interview examiner every year, the examination checks lax will cancel the interview qualification.

[bookmark: _Toc99102333]6.3 Take corporate culture and values as an important training content.

Talent values and organizational values match. In the recruitment and introduction of talents, Huawei not only attaches importance to skills, but also inspects people's professional ethics, personal cultivation and values. Those who have strong ability and quality is not high, they will bring more harm to the enterprise. In addition, candidates' values are valued in the recruitment process. Because the candidates who can identify with the values of the company can adapt to the culture of the company well, meanwhile, the communication between these people is not so difficult because of the same values, thus reducing work pressure and improving the overall performance of the organization. Therefore, during the interview screening, not only the job skills of candidates are investigated, but also the difference between their values and the values of the enterprise and the difficulty of transformation.

[bookmark: _Toc99102334]6.4 Improve the recruitment salary system based on strategy

One of the characteristics of Huawei's recruitment is that it pays its employees well, which is also an important reason why many job seekers flock to Huawei. Huawei's new employees are paid on a "6+1" basis, with a basic salary of 6,000 yuan per month plus a subsidy of 1,000 yuan, which is highly competitive among Chinese enterprises. The biggest characteristic of the salary system is to adhere to the principle of "separation of people and positions", which is the three-factor evaluation method, namely: knowledge and ability (input), problem solving (work), should be responsible (output). After such evaluation, the score calculated for each position is made into a job series table, to determine which positions are parallel and which positions are overlapping and pay equality can be implemented for those in parallel positions. 
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