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[bookmark: _Toc93573680]Introduction
	At present, the global competition is rising with a rapid pace and the organizations are more focused to improve the organizational effectiveness and performance. Human Resource Management (HRM) provide the base of improving performance by guiding the employees through their career path (Michael Armstrong, 2014). The HRM department of an organization develop strategies that provide framework to link the organizational goals with people management (Eid, Sabella, & Akella, 2021). HRM strategy is focused on achieving long-term resourcing goal and consider the evolving nature of work. IT industry is growing and evolving with a rapid pace and the Covid-19 crisis specifically contribute a lot to change the ways of working and need of IT industry (Tittozzi, 2019). The present study is based on HRM strategy development of Huawei that is a leading global provider of IT infrastructure, telecom services and smart devices. The study highlights HRM and IHRM functions, role of HRM at Huawei and current problems faced by HRM department of Huawei. The present study applies HRM theories to develop strategies for change management, learning and development and HR effective measurement and demonstrate that the chosen strategies contribute to develop a sense of belonging within employees toward the organization.
[bookmark: _Toc93573681]HRM and IHRM
	Human resource management (HRM) involve the practices of finding best workers, hiring, managing, and deploying the employees within an organization. The HR department of a company is responsible for creating and overseeing policies that govern the relationship between employees and the organization. Employees are considered as the human capital of an organization and HRM emphasis on the human capital as assets of the organization. The concept of HRM was first introduced in 1900 and later many researchers contribute to develop different HRM theories and models. The goal of HRM is to improve employee performance, maximizing return on investment (ROI) and reducing risk (Michael Armstrong, 2014). The HRM theories are used not only in personnel management, but it is also important in organizational, manpower and industrial management. Following are the important functions of HRM. 
· HRM involve job analysis and planning to identify the need of specific individuals for a certain job. 
· Workforce planning that provides different options to the company to get the work done like outsourcing workload, hire a contractor or hiring individual employees. 
· HRM is responsible for recruitment and selection to hire the best workers for the job. 
· HRM ensure that the employees are well aware of the organizational objectives and strategies by providing orientation to new recruited employees and improving communication within the organization (Taylor & Armstrong, 2020)
· HRM defines the salary and wage regulations to ensure that employees are compensated properly (Soliman, 2014). 
· To enhance the employee’s skills and performance, HRM is responsible for training development and performance appraisal (Soliman, 2014). 
· HRM involve development of strong relation between employees and the organization by resolving labor disputes (Eid, Sabella, & Akella, 2021). 
· The HRM strategies are aimed to achieve the organizational objectives and goals. HRM coordinate with leadership and senior management of the organization to develop the corporate strategies.  
International Human Resource Management (IHRM) involve the management functions that deals with the management of employees that are working in other countries or citizens of other countries hired to work for a company. The functions of IHRM are like HRM include planning, hiring, training, compensation, and performance appraisal. However, it is important to understand that IHRM functions involve managing workforce at international level with different cultures and values. Managing human capital at a local level is much simpler than management of diverse human capital with different languages, cultures, religion, and moral values. According to (2021). HRM is highly influenced by the internal factors, but IHRM is influenced by both external and internal factors. Employees come from different countries, and it involve the legal and political matters that could influence the whole business (Eid, Sabella, & Akella, 2021). 
[bookmark: _Toc93573682]Human Resource Department at Huawei
	Huawei is leading IT organization that operates in more than 170 countries with more than 210,000 employees from different regions serving more than one-third population of the world. The company was founded around 35 years ago and at present Huawei is leading world in international patents and innovation (Chen, 2019). There are two important elements that define the overall success of the business including creativity of people working at Huawei and the changing technology environment of the world. During Covid-19 crisis, HR department of the company taken many steps to ensure the safety and health of employees (Huawei, 2022). HR department provide training and development opportunities through job rotations and offering them a to choose a career path. The company consider IHRM and value the diversity (Huawei, 2022). The aim of HR department is to bring together outstanding and bright minds from all over the world. The HR department of Huawei oversees the human capital management of the employees from all over the world and it involve IHRM. According to official website of the company, the company hired individuals from more than 110 countries with different culture and values. The management of international human capital is critical for the company in order to develop a sustainable business in market. Additionally, the company needs best experts for the innovations and development of new technologies that enhanced the requirement of human capital and selection of right candidates for the organization (Huawei, 2022). The HR department of the company is significantly important, and it provide the ground for development and growth of business. 
[bookmark: _Toc93573683]Huawei Human Resource Challenges
	Huawei is currently facing different challenges to HRM in hist country and the management responses. The first challenge is that salaries and rewards are based on performance and many new comers got low salary. The second challenge is that the company need to follow different employment laws at different countries that are stricter than China. The third HRM challenge is to maintain a balance between cost-effective employee disbursement and employee development. multi-cultural and diverse workforce is the fourth and most important challenge faced by the company (Huawei, 2022). The Chinese corporate culture is different and for some western countries it is hard to accept the organizational culture (Chen, 2019). The organization is also facing ban from United States that poses significant challenges. There is a need to develop HRM strategy that overcome all the challenges and enhance the organizational performance. 
[bookmark: _Toc93573684]Strategies for Change Management
[bookmark: _Toc93573685]Targets of Organizational Change
	The factors that impact organizational efficiency are based on internal and external factors that need to be managed in the form of organizational change (Edmund Heery, 2008). Huawei is the leading 5G technology company that is facing huge challenges while managing the global business. the trade war between China and the United States has impacted the global business of the Company that lead to organizational change. The organization needs to consider change factors and in the case of Huawei, the organization lacks several technologies that hinder its product innovation, development, and sales in the global market (Tittozzi, 2019). The vision of Huawei is to lead the global technology market with innovation and affordability. The 5G network technology and its affordable installation are the core value developed by the Company. in a changing global business environment, the Company needs to manage its human resource to counter the technology-related issues faced by the Company (Tittozzi, 2019).   
[bookmark: _Toc93573686]Process of Organizational Change 
	Research and development in core fields of technology require a dedicated human resource that has the skills and capacity to evolve new technologies (Taylor & Armstrong, 2020). ever the procedures adopted by the managers the organization must face issues with change management. In the case of Huawei, Kotter’s 8 Step Change Model can be used as a good framework (Appelbaum, 2012): 
Step One: Create Urgency: Huawei needs to settle its chip manufacturing and software development issues that require skilled human resources. The urgency is the first step that Huawei follows to manage the change in product development and sales.  
Step Two: Form a Powerful Coalition: Huawei develops strong technical collaboration with the other technology giants across the globe. The US sanctions impact global cooperation, but the local development of specialized equipment is the core value that needs to be gained by the Company (Tamzini, 2017). 
Step Three: Create a Vision for Change: Huawei's vision is to gain self-sufficiency in key technologies including core communication technologies. The vision to lead global communication and electronic technologies are the core vision of the organization (Gibb, 2011).
Step Four: Communicate the Vision: Huawei’s HRM department is responsible for the development and training of the employees to communicate the shared values and goals to attain organizational objectives.  
Step Five: Remove Obstacles: The external business environment forced Huawei to make their software and hardware devices with their local components. The organization faces huge issues related to the global ban of Huawei related to electronic component sale and marketing (Tamzini, 2017).   
Step Six: Create Short-term Wins: short-term goals can guide the employee toward organizational objectives and goals. The HRM should give incentives to the employees that can help them evolve with the organization (Marjorie Corbridge, 2010).  
Step Seven: Build on the Change: The technology development will provide confidence to the working team and organizational management (Hall, Atkinson, Taylor, & Torrington, 2020). Future technologies should be developed by following the pattern of change. 
Step Eight: Anchor the Changes in Corporate Culture: The final step is to incorporate the organizational change in their corporate HRM practices and resource should be treated according to the organizational change. 
[bookmark: _Toc93573687]Forces of Organizational Change 
The external forces of organizational change that determine the need for change and its type are political factors, economic elements, technological elements, telecommunication Industry, mergers, and acquisitions. Whereas the internal environment influencing the organizational change are organizational culture, structure and system elements, individual role, and employee’s motivation (Tittozzi, 2019). The Harvard model of the HRM explains the critical factors of Huawei’s HRM, as the Company monitors the employee’s behavior and long-term organizational policies in favor of organizational vision. 
[bookmark: _Toc93573688]Strategies for learning and development
Huawei is facing a huge setback in global sales, as Google and other Western technology companies are not trading with Huawei. The Company needs its operating system for smartphones and chipsets to power them. The need for research and development is ever high in the organization that demands extensive learning and development of the resource. The organizational need for technology adoption can only be succeeded if the human resource is well trained and equipped. Huawei’s HRM department is aimed to explore the available human resource for best talent hunting (Chen, 2019). The organization itself manages the training and career development for the individual employee through the sustainment of policies. The changing global market and trade war between China and the USA have forced Huawei to make its systems for future business sustainment. 
[bookmark: _Toc93573689]Organizational Lifecycle Theory
	Organizational lifecycle theory provides managers with essential information regarding future organizational challenges. The five stages of the organizational lifecycle are birth, growth, maturity, decline, and death (Tamzini, 2017). Huawei is in the growth phase of its organizational lifecycle, as the Company still struggling to gain technological core competencies in hardware and software manufacturing. Huawei expands its business to the global arena and developed its brand identification through technological developments. The organization is facing huge setbacks in recent years because of global sanctions on most of its products, but still, the Company has huge global business potential that can only be met through self-sustainment through technology development (Hall, Atkinson, Taylor, & Torrington, 2020). Organizational lifecycle theory explains the organizational need for self-sustainment in core technologies to sustain its global business (Soliman, 2014). Huawei needs to develop its technically accomplished team of researchers for core technology development and to regain its global market share. 
[bookmark: _Toc93573690]The Warwick Model 
	The HRM model was developed by two scientists named Pettigrew, and Hendry and their proposition are based on five basic points including macro-environment, the inner environment of the organization, business strategy, HRM content, and HRM contest. The model explains and classifies different factors influencing HRM practices (Newman, Miao, Hofman, & Zhu, 2016). The learning and development of human resources at Huawei should follow the Warwick model to identify the changes in any internal and external factors that can be translated into the training and development sessions. The model assists the HRM team to analyze the new requirements for the employees, and counter training and development sessions. The global challenges are changing for Huawei and other Chinese technology companies, as the Western countries are not interested in the Chinese systems. In the wake of such conditions, the HRM should focus on the global and regional market demands through strategic planning of employee development and sustainment.    
[bookmark: _Toc93573691]Strategies for HR effective measurement
Huawei has global business ventures that are based on its product lineup and communication networks. Huawei’s HR department is aimed to cope with its global demand of shared culture and values, along with the organizational values related to its origin country China. the HR strategy of the Company is associated with all aspects of its function including learning and development, recruitment, performance appraisal, succession planning, and compensations (Holbeche, 2009). In the case of Huawei, the Company needs to diversify its core technology development team to gain global confidence in its organizational procedures and transparency (Chen, 2019). To manage the effective measures of HR the department engages employees in a communication loop to estimate their satisfaction and motivation. The HR department should manage appraisals for the employees in terms of cash rewards along with acknowledgment (Soliman, 2014). The development of global confidence in Huawei’s products and network hardware is the core value that Company wants to attain. The training and development sessions should be monitored for their impact on employee behavior and performance. Workplace ethics are the major development for Huawei, as the Company developed its policy for employee’s career development and shared values with the organization (Chen, 2019). 
[bookmark: _Toc93573692]Confidence Theory
	People with high self-confidence pose their failure to lack effort, and the people with poor self-confidence pose their failure to lack of ability (Newman, Miao, Hofman, & Zhu, 2016). Huawei should develop confidence in their technologies and compete with the Western nations in telecommunication systems/devices. The employee’s motivation and their appraisals are important for HR to make the organizational confidence in their working teams  (Gibb, 2011). 
[bookmark: _Toc93573693]The Guest Model
	The guest model is aimed to establish the claims and it justifies the specific orders of managers to make their practices effective. The model allows special speakers and technology-related guests to be introduced with a fixed interval, to make the employees well formatted with their expertise and can gain benefits from the external resource. The guest model also provides leverage to the HR department to conduct different training and recreational events for the employees. The Guest model is focused on performance results, financial consequences, HR strategy, HR outcomes, behavioral outcomes, and HR outcomes. The model covers the comprehensive association of HR with the individual level of organizational operation and human resource management (Eid, Sabella, & Akella, 2021) The implementation of the Guest Model helps Huawei to map its HR-related operations and strategies that can help manage its human resource in a better way. The public relations department faces huge issues, as it is a complex task and not a single model can cover every aspect of people relations. The outcome of the Guest model is greater employees’ satisfaction, behavioral benefits, financial rewards, and employee performance.    
[bookmark: _Toc93573694]Conclusion
Huawei is the leading company in 5G technology and other telecommunication devices manufacturing/sales. The HRM provides core value to the Company and its operations are managed by the HRM strategies. The development of competencies in core technology areas can make the organizational operations sustained in the coming decades. The HRM is the core of Huawei’s operations, and the human resource is the core asset. The present report elaborates the need for change in organizational operations and its positive impact on the employee’s motivation and development. Huawei needs technology development research and global cooperation of its chip manufacturing project that requires training and development of the human resource. To better cope with the changing global challenges the Company needs to handle its HR operations in a new strategic manner for sustainment.   
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