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[bookmark: _Toc99039852]Executive summary 
Gree is a manufacturing company in China with more than 30 years of expertise in designing and manufacturing home appliances and industrial equipment. Due to the fierce competition presented in the Chinese manufacture industry, Gree proactively seeks some strategic transformation. However, its problems in human resource management, especially in recruitment, selection and on-boarding are getting more significant here, becoming the primary barriers hinder the transformation and the long-term development of Gree. 
The present report sheds light on the issues faced by Gree in terms of recruitment, selection and onboarding. Through in-depth investigation, it argues that Gree has rigid and obsolete recruitment and selection process, single recruitment channel, long and untransparent recruitment progress, as well as ineffective onboarding for new hires. The deficiency in the recruitment, selection and onboarding has enlarged the talent gap as more talents required to fuel its transformation and development, and the also erodes the workplace productivity and satisfaction. 
Several recommendations are given in the end of report to help Gree improve its recruitment, selection and onboarding practices, such as the collaboration with third-party agencies for recruiting, the use of big data analytics for selection, the dedicated design of onboarding program based on job contents, etc. 
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1. [bookmark: _Toc99039853]Introduction 
Human resource management (HRM) has been used as a general and broad term to describe the management of relevant human resources inside and outside the organization through interconnect activities including but not limited to recruitment and selection, performance management, training, and development (Wood, 1999). The evaluation of the role play by HRM indicates it as a strategic partner to facilitate the realization of strategic objectives (Mello, 2014). Especially, with the uncertain economic condition and evolved job market, more importance has been attached to recruitment, selection and onboarding as it is the foremost stage of HRM and plays a decisive role in the overall effectiveness of HRM
The present report sheds light on the recruitment, selection and onboarding phase of HRM through a case study of Gree. Based on the analysis, some actionable practical recommendations will be given to Gree to improve its efficiency and effectiveness in recruitment, selection, and onboarding. 
2. [bookmark: _Toc99039854]Organization review: about Gree
Based in China, Gree has been a technology-based industrial group with a diversified brand portfolio. Its business scope covers two major fields, household consumer goods, and industrial equipment (Gree, 2021). Gree’s products are exported to over 160 countries serving over 400 million users worldwide (Gree, 2022b). The company has 90,000 employees, including more than 15,000 researchers and 30,000 skilled workers (Gree, 2022b). The dominance of males in the manufacturing industry in China results in the high male representation of 72% in Gree; most of the employees have ages ranging from 30 to 40 (Gree, 2022a). The industry where Gree operates has realized the maturity phase of the industry life cycle with highly concentrated and standardized offerings being provided to the market. In recent years, Gree has sought a transformation to be more intelligent in product and service delivery by expanding to market segments, such as smart homes, etc.  (iNEWS, 2022) The expanded business scope of Gree and the fierce competition presented in the maturity phases results in difficulties to recruit and select highly talented candidates to support the strategic development of Gree.
3. [bookmark: _Toc99039855]Main discussion 
3.1 [bookmark: _Toc99039856]The problems of recruitment, selection and onboarding in Gree
In the era of the knowledge economy, HRM is getting more and more attention from many enterprises. The so-called HRM is to adopt modern scientific methods in the operation and management of enterprises, to carry out scientific and reasonable education and training for the employees, and to optimize the allocation of resources and the division of labor, so as to maintain the internal human and material resources of enterprises in the best condition (Mello, 2014). In recent years, due to the global economic downturn, the intensification of trade friction between China and the United States, and other related factors, coupled with the rampant of the covid-19 pandemic in the world also present some challenges for HRM in practices (Gigauri, 2020). The priority area of the present paper is given to Gree’s recruitment and selection. Gree has met a series of problems in recruitment and selection. As a direct consequence, with massive capital and time being invested, the efficacy of recruitment has been relatively low, reflecting in the fact that the difficulties to access qualified talents, the mismatch between candidate qualifications and position requirements, the common complaints and low rate of satisfaction, as well as the high turnover rate within Gree (Rui, 2014). Specifically, the problems presented in the recruitment and selection of Gree are detailed as follows. 
The rigid and obsolete recruitment and selection process: The recruitment form of Gree is usually organized in the form of unified, written tests, interviews and other processes to screen candidates. Although this way of recruitment can be used to screen out candidates with professional and technical theoretical knowledge, the actual work experience of the candidates is rarely assessed. In particular, some professional and technical positions in Gree, such as accounting, technical maintenance and other positions that require practical work experience, still use simple written tests and interviews to recruit, such a one-sided form of recruitment will lead to Gree's inaccurate estimation of the ability of talent, the ability of talent and the actual job requirements deviation (Rui, 2014). The talents with higher ability than the job requirements will feel that their talents are not fully utilized and developed, while the talents with lower ability than the job requirements will find it difficult to meet the job tasks of the institution, which will cause losses to Gree (McGuinness, Pouliakas and Redmond, 2018). When Gree is recruiting talent resources, it is difficult to really absorb suitable professional and technical talents, which leads to the phenomenon of mismatch between the workability and function of the recruited personnel, and this is one of the main reasons why Gree is difficult to improve its work efficiency, compared to its peers such as Xiaomi (LiYuan, 2021).
The simple recruitment and selection channels: Another significant problem of Gree in human resources recruitment is that the recruitment channel is too single. Gree has set the recruitment conditions for many positions to fresh graduates only, which greatly limits the channels of talent recruitment. Some professional and technical personnel with rich experience in some positions are restricted to fresh graduates or education conditions and cannot participate in the recruitment plan of institutions, which is a loss for both Gree and individuals (Rui, 2014). The problem of single recruitment channel shows that Gree's public announcement work is not thorough, and the low number of professionals who apply for the job due to the low number of people who are informed of the recruitment plan makes it difficult for Gree to find the professional talents whose ability matches the job in the first time when the job vacancy is in urgent need of talent replenishment (Nikkei Asia, 2022). Also, this has resulted in the very limited access of Gree to the vast amounts of qualified talents. 
The prolonged and untransparent recruitment and selection process: The reason why Gree is difficult to recruit the talents it actually needs is also due to the long recruitment cycle. When Gree conducts recruitment, there is no detailed recruitment plan, and the information on the number of recruits, the nature of the recruitment positions, and the application procedures are not publicized, and there is no clear answer for those who fail the written test and the subsequent retest interview. This problem of low transparency in recruitment not only affects the enthusiasm of social job seekers to apply for jobs, but also breeds vicious recruitment malpractice that fuels internal power for personal gain, penetrating questions, leaking secrets or internal decisions, and other behaviors that undermine the fairness and impartiality of recruitment (Wu, Li and Yang, 2020), for Gree, not only affects the quality of Gree's recruitment but also causes serious malignant effects, leading to a one-sided public view of Gree's recruitment. In addition, in the recruitment Gree seriously dragged out the recruitment work cycle, some positions need up to many months to get a response, and some pending job seekers after taking the written interview, and will not always wait for news from Gree, but to a number of interviews for the same recruitment positions, and eventually recruited by other companies in the community resulting in the loss of Gree's talent (Messmer, 2011).
The bare and short on-boarding process: when new employees were hired by Gree, they would receive an employee brochure detailed everything related to the organization. At the same time, Gree will organize some training and roundtable discussion, and meeting with key insiders to help new hires familiarize themselves with new job contents. However, there is no on-the-job learning supported by line management, new hires, especially in highly technical positions, are pushed to the sites shortly after they are recruited. Gree seems to worship the principle of learning from “trials and errors” (Rui, 2014). 
[bookmark: _Toc99039857]3.2 The significance of recruitment, selection and onboarding for Gree
Nowadays the competition in the market is essentially the competition for talents. Human resources are widely identified as the fundamental valuable assets for continuous growth and innovation in the knowledge economy (Kareem and Mijbas, 2019). Therefore, the rationality, completeness, effectiveness, and science of recruitment will have a profound significance in improving the competitive position of the enterprise (Delery and Roumpi, 2017). Gree has to compete with domestic brands such as Haier, Bear, Xiaomi, etc., and with international brands such as Electrolux, Philips, Panasonic. Recruitment the sufficient qualified and talented human resources will help Gree to develop its own intangible competitive advantage to secure its performance during its competition with others. Specifically, the previous pursuit of "price for volume" has not long been applicable to the manufacturing industry in China, relying on cost leadership is the sunset - high-end, scenario-based become the new high ground for the whole industry to compete (YiCai Global, 2019; Channel News, 2022). In recent years, Gree has been exploring intelligent scenario-based solutions around AIoT (Gree, 2022b). Such as its focus on building intelligent life service platforms, intelligent life full-scene solutions. Gree carried out organizational restructuring at the end of 2020 and set up Smart Home Business Group (Gree, 2022b). The strategic transformation can only be realized and facilitated through sufficient and qualified talents, which, in turn, are enabled through the effective recruitment and selection process.
On the other hand, staffing is the process of replenishing talent for the company. It can not only meet the needs of the enterprise for talent but also the recruitment process is an opportunity to promote and brand the enterprise, which will let the candidates the most effective, intuitive, and fast way to let potential employees have a good understanding of the enterprise through the recruitment process (Wilden, Gudergan and Lings, 2010). The employer branding in the recruitment and selection process will result in network effects if properly managed, leading to the positive outcomes that organizations do not have to seek talents but talents being attracted to the organization (Bock, Poole and Joseph, 2014). With more talented human resources being attracted to the organization, such as Gree, Gree can leverage the knowledge, the experiences and the expertise of these valuable assets to continuously deliver organizational innovation and outperformance. 
For employees, the resolution of the above issues will bring greater job-hunting experiences for them through providing wider access to vacant positions and shortening the overall waiting time. Employees will be provided with more opportunities and choose the optimal one that perfectly match their own career advancement plans and personal qualifications (Harpelund, 2019). More, proper on-boarding will help employee successful transform from one role to another by quickly help them adjusting to the new social and performance aspects presented in Gree so that they can quickly be effective and engaged and develop the sense of belongness within the organization. The overall job satisfaction will be improved as they develop higher proficiency in the job responsibility through job onboarding. 
4. [bookmark: _Toc99039858]Conclusion 
The represent reports shed light on the recruitment, selection and onboarding issues facing Gree. As Gree is at the crossroad of transformation, it has been bothered with the problem of steer demands of talented human resources, but rigid and obsolete recruitment selection system, single channel of recruitment, and long and untransparent recruitment and selection process, as well as unsystematically designed on-boarding process. The significance in addressing the above issues lies in its benefits in narrow the talent gap facing Gree, and cultivating some competitive advantage in the context of fierce competition in home appliance sector. 
5. [bookmark: _Toc99039859]Recommendation 
Based on above analysis, some actionable practical recommendations are provided to help Gree with its current recruitment, selection and onboarding. Along with each recommendation, the risk and cost factors are also concerned. 
Gree should first broaden the recruitment channels, improve and perfect the recruitment workflow. This requires Gree to keep pace with the development of technology of the times, pay attention to the role of Internet and information technology, and adopt the more efficient and wider coverage of Internet recruitment website as the recruitment information release channel. Gree can upload the HR recruitment plan to the third-party recruitment website, so that every job seeker can see Gree's recruitment plan and make resume submission through the recruitment website. The third-party does not charge any costs from Gree, but there is a high risk that candidate profiles collected from third parties be used for other commercial purposes, which is a common concern in China’s job market due to the underdeveloped regulation in this regard (Skadden, 2021).
Gree should actively incorporate some recruitment and selection technologies to shorten the whole cycle and promote the transparency, as well as to effectively assess the candidates’ qualifications. As there are massive amounts of multi-dimensional data hidden in the candidate profiles to wade through, the recruitment and selection process of Gree should be more data driven by using data technologies such as big data analytics, machine learning, etc. can significantly shorten the time by automating most recruitment and selection routines, such as screening resumes and data mining to match the job requirements. At the same time, big data, which provides intelligence from multi-dimensional data, can create a 360-dgree picture of a candidate, and can eliminate the personal biases in hiring (Nocker and Sena, 2019). The deployment of data infrastructure and abilities can consume a long time and a high capital investment, and Gree need to replace or train its current HR team to develop some proficiency in data-enabled recruitment and hiring. The risks here is still the ethical concerns that candidate data may be abused for alternative purposes, and over reliance on data may ignore the evaluation of soft skills (such as team spirit, communication skills, leadership skills, etc.) processed by candidates (Scholz, 2017). 
Gree should also scientifically design the on-boarding contents based on the requirements of each job. More than just providing theoretical guidance, a more diversified on-boarding package should be designed and offered. Things can be included in the on-boarding package includes the on-the-job learning supported by line management, individual mentoring program, field and product experiences (through site visits and shadowing programs). The primary disadvantage lies in the reluctance of seniors to participate in the on-boarding program due to lack of incentives, and the complexity in designing each on-boarding program according to the job requirements (Davila and Pina-Ramirez, 2018). 
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