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[bookmark: _Toc129776334]Executive summary 
Huawei Technology Co, Ltd is a multinational communication company. It has embarked on researching and producing equipment associating with communication since 1987. It started off its business from researching and producing PBX (Private Branch Exchange), and now its business scope covers researching and producing digital devices, supporting the establishment of satellite communication base station, providing solutions to the digital problems and big data analysis. The earlier period of this century till today is the span when Huawei develops rapidly and the recent ten years is the organization’s prime.
 Recruitment and onboarding system is one of Huawei’s priority areas that help the organization recruit and develop technological and managerial professionals. The well-regulated and efficient management groups can grasp excellent talents and make the most of them.
  Huawei’s increasing internalization makes it recruit more international employees, so there is a trend that Huawei’s original values and concepts of management  contradicts with those foreign employees. Furthermore, stimulative mechanisms remain to be improved, because psychological consideration in the mechanism is not enough.
   This report will be conducted to analyze Huawei’ strengths and weakness on the part of recruitment and onboarding system, and propose feasible recommendations in the current context. 



[bookmark: _Toc129776335]Introduction
This report will focus on Huawei’s recruiting , selection and onboarding system that is one of Huawei’s priority areas. 
This report will provide an analysis of Huawei’s external and internal environment , which presents what the organization is undergoing. External environment mainly consists of political sanction and pandemic, and the internal environment includes its intention of realizing backward integration and increasing international expansion. The context brings Huawei new challenges on recruitment and onboarding.
 The recruitment and onboarding procedures will be represented in details to show its strengths. Moreover, the weaknesses existing recruitment and onboarding system will be evaluated. Furthermore, the negative effects brought by weaknesses and relevant recommendations will also be involved. 
A variety of references covering journals, articles, website, etc. will be utilized to support this document.


[bookmark: _Toc129776336]1.The introduction of Huawei
Huawei, headquartered in Shenzhen, Guangdong province, is the most profitable private company in China as well as one of the outstanding suppliers of information and communication technology service in the globe. Its business scope has been reaching more than 170 countries and regions in the world and has been gaining increasing reputation in the ICT field.
[bookmark: _Toc129776337] 1.1 the organizational culture.
  The corporate core culture can be summarized as the “culture of wolves. That implies that the employees in this organization should be equipped with sharp sense to the market, preserving spirit and struggling work style, and team spirit. Besides, the organization also advocates for being modest to learn from its competitors and being prudent to emerging crisis. Ultimately, the organization attaches great importance to social work through which Huawei repay the society presents its care for the public. For example, Huawei uses technology to help repopulate endangered animals (Huawei, 2023).
[bookmark: _Toc129776338] 1.2 the organizational strategy
  Huawei’s main strategies can be concluded in the following items. First of all, Huawei is oriented towards its customers and devoted to meeting their varied and fast-changing need. Meanwhile, technological research and development should be centered on its customers’ need. On the part of its operation, Huawei believes that it should embark on establishing a new business ecology that contains more openness, more inclusiveness and more cooperation. Apart from that, technological research and development is and will be where their most investment will flow.
[bookmark: _Toc129776339]2. Huawei’s recruitment, selection and onboarding 
  Huawei’s recruitment and onboarding systems are characterized with fairness and accuracy. Owe to its recruitment and onboarding systems, Huawei winnows out and accumulate a pool of professionals in the field of technology and management who become the driver of Huawei’s leap.
[bookmark: _Toc129776340] 2.1 Huawei’s external and internal environment
  Huawei’s both internal and external environment are undergoing profound shifts, which requires the organization to account adjustments to the recruitment and onboarding system into account to survive the increasingly competitive market.
[bookmark: _Toc129776341]  2.1.1 external environment
    Politically, the organization is facing economic transaction and from American government, which leads to other countries’ governments hesitation to whether to choose or continue cooperation with Huawei. Ever since the sanction, the organization has witnessed decrease in oversees deals. Due to transaction, Huawei is exposed to the state where it is forced to cut off its relations with several suppliers from America. That means that Huawei has to achieve self-supply. In terms of economy, sanction makes Huawei’s sales difficult, so HUAWEI’s sales fall. That pose negative impact on the its technological research and market exploitation. Additionally, the pandemic brings Huawei another crisis. In the context of pandemic, the global economy is stagnant with higher inflation rate. Thus, its production, shipping and marketing all stand in an unfavorable position.
[bookmark: _Toc129776342]  2.1.2 internal environment
  As the first organization mastering 5G technology, Huawei gained broad attention in the world. In additional, its services in telecommunication, cloud computing and big data analysis for global clients pay a way for its future development. Despite its hard external conditions, the organization strives to improve the products and refine their services in line with their customers’ need. In order to adapt the new strategic orientation, it is committed to realize backward integration, through which the organization is capable of providing itself with the components. That demands for employees’ higher research ability and quicker response. 
Moreover, the organization is expanding its business to more countries and regions. Therefore, it has to hire local employees to minimize costs and maximize the strengths of local employees who are more familiar to local market, local clients and local culture.
[bookmark: _Toc129776343]  2.2 Huawei’s recruitment and training 
  Huawei regards employees as their most valuable assets, and it boasts a pool of employees who are best appropriate to the organization. It is the existence of their employee that makes Huawei emerge as one of the most outstanding enterprises in ICT field.          Meanwhile, fairness and high efficiency are penetrated with through the recruitment, selection and onboarding systems. Different concepts and measures are adopted in different posts employment. 
[bookmark: _Toc129776344]  2.2.1 recruitment procedure
Organizations in different sizes and development phases have varied requirements on recruiting employees. Huawei claims that the most appropriate one is the best.  It has two key principles of employment: the first is to figure out the type of employees the company needs; the second is to make it clear that every post needs what type of employees. On the basis of that, HR management makes assessment and reevaluation on company and every department employment needs once half a year. That could ensure that the organization is clear on their development stage and that has a good and timely grasp of human capital change and development so as to make corresponding plans in short term.
Then, the recruitment procedure will move to the next stage where the curriculum vitae of candidates will be filtered . Those who succeed in this round will be invited in the interview.
Huawei’s interview covers the appraisal of candidates’ multiple aspects including professional knowledge, cognitive skills, psychology, personality tests and diploma, three of which are fully applied artificial intelligence. After the first round that examine candidates’ professional skills and abilities, the second round, the most important stage, will be used to examine candidates’ cognitive skills and abilities. In this section, candidates will introduce themselves and answer interviewers’ questions. Then, debates will be rolled out in two separate sessions: debate on topics and debate with interviewers. Through this section will the candidates’ performance on logics and care for the society will be valued first. The next stage, psychology and personality will be tested so that the organization can decide whether the candidate fits for Huawei’s cultural type or some job post. This can provide evidence for its further employment. Scientific analysis will be beneficial for HR department wise and targeted appointment, which reduces the influences that inappropriate appointments bring. Ultimately, these candidates who pass through the previous rounds will be selected in accordance to their diploma. If the candidates perform at a similar level, Huawei tends to recruit the candidates graduating from prestigious universities.

[bookmark: _Toc129776345]  2.2.2 training systems
Huawei’s training system is special in its content and requirement. The organization upholds a belief that the onboarding system plays a pivotal role in employees’ adaptation to organizational culture and, which will decide whether they can echo with and integrate into Huawei’s work environment and then make the most use of it. 
“721” principle, upheld by Huawei, is leading through the whole onboarding system. It means that tutors training occupies 70%, cultural values learning makes up 20%, and practice accounts for 10%.
Before the graduates officially joined the organization, the company will allocate a tutor to every new employee, and every tutor is asked to teach two new employees at most to ensure the quality of the onboarding. In this stage, the tutors will contact with the trainees at regular time to know about their latest conditions and assign some assignments for them. The assignments can consist of learning the organizational culture by themselves in advance and write some reflection and so on. After the formal induction, the second stage will be rolled out when trainees will be arranged to participate in Huawei’s daily training lessons. These training lessons are characterized with military management. The trainees have a fixed timetable and a daily agenda, by which trainees must abide, or their scores will be influenced. This stage is designed to organize trainees to read books and watch movies that are selected by CEO of Huawei. The concepts and values conveyed by these books and movies are similar to Huawei’s. Then, trainees need to present their thoughts and communicate with others. Additionally, they also have physical training at every morning. The third stage is to show these trainees around the factories and production lines, which varies from the departments.
HR’s plans once half a year could help Huawei to reflect their previous recruitment and grasp the best timing to recruit employees. If there will be any changes in the market or labour market, they can be flexible and immediately to respond. Besides, the recruitment process is comprehensive so that the organization could have a better understanding employees’ practical ability and possibility to be shaped. Assisted with AI technology, the process can be more scientific and equal in that interviewers’ judgement on candidates’ performance will be tinted with their own subjective views.
[bookmark: _Toc129776346]3. Huawei’s weakness on recruitment and training 
As Huawei develops and expands, its employees involved are increasing, both domestically and internationally. There are also have some weakness on Huawei’s recruitment and onboarding systems that are emerging recent years.
[bookmark: _Toc129776347] 3.1 weakness
Huawei is pushing its internationalization and setting branch companies, for example, Germany, Britain, France and Japan etc. Thus, the number of its international employees are rising. When the organization manages the employees, culture and values on the underlying level provide a guidance. Culture would guide employees what to achieve and how to work. Huawei’s concept of encouraging employees to be diligent and preserving comes from Chinese culture that is highly praise of diligence and collective spirit, which is different from the culture of western culture. The west culture values individual freedom. That means that the team work should be on the basis of individual willingness and that it is the employees who decide whether to work overtime. Therefore, if imposed on Huawei original HR ideas that are originated from the Chinese culture, the employees from overseas countries may feel cultural shock, which leads to their emotional state and work. Accordingly, Huawei has to think about how to make shifts on the cultural values on managing international employees. Only in this way, the enterprise could maintain its product and service quality offered in different countries and regions.
  In terms of stimulative mechanism and caring culture, Huawei may take steps to improve. The payback from material remains appreciable, including stocks, debts from the company and so on, but the employees lack the acknowledgement and identification at spiritual level. Competitive atmosphere fails to enable employees to create a relatively loose and reactive environment. In addition to that, it is normal for Huawei’s employees to work overtime. Employees who are dispatched to some underdeveloped regions such as the west Africa often suffer anxiety and tiredness, because they have to stay there for a long period of time to complete their tasks. The employees who work at home remains highly competitive, and weekend and holidays are often used to finish more work. Thus, the turnover of this company is relatively high.
[bookmark: _Toc129776348]3.2 the adverse effect
Huawei’s concepts and ideas may make the international candidates feel incompatible with the organization, so it is challenging for the company to recruit the international employees who are both passionate about the work and willing to be comply to the strict management. Chinese employees who are not the same familiar to the market as the local occupy a large proportion in overseas branch companies.
Apart from that, Huawei is benefit from its onboarding system due to the formalized and strict training. Nevertheless, lack of loose environment and room for individual choices may make the trainees under pressure and have no idea how to outlet their emotions in the future work. That turns to increase the turnover and influence the efficiency.
[bookmark: _Toc129776349] 4. Conclusion
   As a multinational information and communication technology corporation, Huawei impresses the world with its products and service. Recruiting and onboarding system is one of this organization’s priority areas. Owe to high-efficient and targeted work, many professionals gather here and make contributions on their positions. Nevertheless, the more profound external environment, such as political sanction and economic downturn, forces the company to adjust its strategic orientation, which needs the coordination of employees at home and abroad. Cultural differences make international recruitment and training more challenging, and lack of humanitarian caring and stimulative mechanisms make employees stressful. Accordingly, shift of recruitment focus, establishment and complement of relative mechanisms and create multi-cultural working environment and  account psychology factor into management are where corporation can improve. 
[bookmark: _Toc129776350]5.Recommendation  
It is true that every culture varies from the other, but they all have in common. Therefore, the company can try to find the common points where the integration begins. As a platform, the enterprise should provide their employees with opportunities to know about different cultures and to express themselves. Communication is always the best way to settle disputes dissolve misunderstanding. Only forming a harmonious relationship, can the further work be carried out. 
Besides, the way to convey organizational concepts and ideas should be changed. What enterprises pursue is relatively same, namely the best products, service and economic benefits, so the different ways to express the same essence may make a difference.
The organization may have a consideration on recruiting and developing either the Chinese talents who have excellent international education and work background or the foreigners who have experience of living and working in China for a period of time. Such employees could be a bridge connecting the parent company’s missions and the overseas market. Recruitment and onboarding will be easier if employers and candidates have similar background. Nevertheless, on the process, the key is to cultivate and maintain the employee’s loyalty to the corporation.
The company should establish and improve the mechanisms or special department that are designed to perceive, research, settle and reflect the conflicts producing in the recruitment, onboarding and developing. The merits and experience of other companies could be learned from.
According to Maslow’ needs theory, materialistic need is basic, emotional and self-esteem needs are at upper level. Therefore, materialistic satisfaction alone is not enough. When the form of praise is always depending upon the materials and lack spiritual stimulation and recognition does not conform to human psychological development. Furthermore, enterprise could shorten the time span when the employees obtain the rewards. Short-term rewards could assure employees that their pains will be returned. That is also conducive to stimulate their ambition to complete the further tasks and get a long-term effect.
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