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Executive Summary
[bookmark: _hcfsn8dd2dw4][bookmark: _gbqsqh5nrmi3][bookmark: _8qz8f8sp3xcr][bookmark: _pt4jb15m7c68]This report analyzes the personnel management strategies of Huawei and Google, focusing on their corporate culture, management structures, employee support, and working environments.  Google is recognized for its flexible work culture and innovation, highly valuing employee well-being, diversity, and the integration of employee’s performance in management. These factors contribute to its low turnover rates and high employee satisfaction, which starkly contrast with the challenges faced by Huawei.We aim to identify the causes and consequences of Huawei's high staff turnover rate by contrasting it with Google's strategies.Based on our findings, we will offer strategic recommendations for Huawei, inspired by Google’s effective practices but adapted to Huawei's specific needs and challenges. These recommendations aim to lower turnover, enhance employee loyalty, and strengthen Huawei’s market position.By adopting some of Google’s strategies and addressing the underlying issues leading to employee dissatisfaction, Huawei can transform its workplace. These proposed changes are designed to not only stabilize Huawei’s workforce but also boost its brand reputation and drive sustained growth.
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The competitive landscape of global technology is shaped by how effectively companies manage and retain top talent.People Management has been proved as a key role within the organizations minds which is aimed at increasing the engagement of the employees towards the work, their productivity, and the success of the organization as a whole(Jake ,2023). Two giants in this arena, Huawei and Google, provide distinct yet illuminating examples of people management practices. Huawei, a global leader in telecommunications technology(Huawei ,2022), and Google, a game changer in technology space with their all-encompassing work culture. Huawei established in 1987 focused on public communications and has been vital in bringing telecommunication connected to the internet. Over the years, their R&D investment has increased the telecom equipment market share to 35% (Brief, 2021). Huawei, which is a multinational company based in China that has a workforce of more than 195,000 employees who span across170 countries (Huawei, 2022). While, Google (US) based, about 190,000 people are employed by the company all over the globe and the company operates in different sectors such as search, advertising, cloud computing and electronics (Google, 2022, p. 202).
Both Huawei and Google understand the critical impact of employee management on their operations and long-term success. Their approaches to managing people, although markedly different, are both designed to mitigate turnover through various strategic initiatives and cultural norms.Next section delves into a comparative analysis of both companies, emphasizing their cultural, organizational, and managerial nuances and how these impact employee retention and satisfaction.
Huawei’s Context and People Management
Huawei’s rise is characterized by aggressive growth and innovation strategies driven by a unique corporate culture heavily influenced by its founder, Ren Zhengfei (Tao, De Cremer&Chunbo, 2018). The company operates on a "wolf-culture" (Jade,2019), which emphasizes hard work, resilience and enthusiasm for work driven by corporate goals.
In terms of people management, Huawei set of rules aimed at managing performance used named unique employee stock ownership plan (ESOP) (Zhu, Hoffmire, et al., 2013)stimulates employees to generate more profits and to motivate them to perform other activities.This is both motivation and pressure for employees(Valeri, 2021). 
However, the intense pressure and the demand for continuous high performance have been cited as reasons for high turnover rates, particularly among employees who might prefer a more balanced work-life approach seen in Western companies.
Google’s Context and People Management
Google’s organizational culture is famously open and supportive, promoting an environment that values creativity, innovation, and freedom(Lozano & Escrich, 2017). The company’s philosophy of “putting people first”(Block, 2015) is evident through various programs and initiatives designed to ensure employees are satisfied, healthy, and balanced.
Google has designed job packages that match the sector’s market, outstanding benefits, and occasions for career progression and growth. This facilitates the culture of creativity (Madhusudan, 2021)where they urge the employees to think outside the box, therefore, test the limits. A sustained learning is encouraged through intensive training, conferences as well as through collaboration with the colleges. Moreover, Google takes steps to have an environment that reflects diversity and cultural respect by encouraging different experiences and outlooks and celebrating them (Lozano & Escrich, 2017). These strategies as well develop employee engagement and are a source of fresh ideas driven from a multiple number of experiences (Suri & Lakhanpal, 2024). The corporation primarily focuses on its human-development issue so that it continues to be one of the top companies in the intelligence and hi-tech sector. Google operates internationally providing services that are taken as examples to other similar companies (Shrivastava et al., 2018). For creating an atmosphere of teamwork and setting quality standards, Google is noted for innovation.
A significant part of Google’s success in managing people includes its data-driven approach to HR. Google's GRAD (company, 2020) evaluation system takes feedback, goal setting, and growth into account, which greatly strengthens collaboration and support of the process of employee assessment (Google, 2020).
Comparative Analysis and Outcome
When comparing the people management practices of Huawei and Google, several key differences emerge:
1.Cultural Approach: Huawei’s culture emphasizes endurance and performance, potentially at the cost of personal well-being(Young & Guo, 2020). In contrast, Google promotes a culture of balance and wellness, which it believes drives performance.
2.Management Systems: The hierarchical and results-driven approach (Mengmeng & Zhenjian,2016 )at Huawei contrasts sharply with Google’s flat organizational structure and emphasis on employee autonomy and satisfaction (Shrivastava et al., 2018).Google has set itself apart from others through its genuine employee engagement platform which has a lot of perks such as free meals, on-site gyms and games (Google, 2022). A system of performance management at the company, which is known as "Google GRAD" (company, 2020) focuses on creating a frequent feedback environment, setting goals and career development.
3.Employee Benefits and Support: Google offers more extensive employee benefits, which cater to personal and professional growth, while Huawei focuses more on performance-based rewards.
4.Work Environment: Google is an organization that has always backed hybrid and WFH working approaches, giving employees the possibility of working remotely long before the outbreak (Google, 2021). The company has made a high-tech investment into tools and technology so virtual collaboration is possible, and it has managed to preserve its innovative culture environment.Google provides a work environment that blends work with personal life amenities, which is seen as a benchmark in employee management. Huawei usually applies to more typical offices that are based on a traditional co-work environment and emphasize on the social and inner intercommunications of the employee's job.
The results of these different strategies are significant. Google experiences lower turnover rates and high employee loyalty, which contribute to ongoing innovation and performance(Annika&Sverker, 2016). Conversely, Huawei, despite experiencing high employee productivity and strong growth figures(Huawei,2022), faces challenges with employee burnout and high turnover rates, potentially hindering long-term innovation.
Analysis of Huawei’s Employee Turnover Issues
Huawei encountered significant hurdles with an employee turnover rate exceeding 20% in 2016 (Hua&Mengying, 2017), which is notably higher than Google's 9%. Although Huawei does not officially disclose its turnover rates in recent years, they are reportedly higher than desired. This is concerning, especially considering the company's ambitious expansion plans and the fierce battle for skilled professionals in the technology sector. High turnover rates can be detrimental in several ways: they increase recruitment and training expenses, interrupt ongoing projects, impact on employee morale and brand reputation.
1.Analysis of Main Reasons for Turnover
Several factors contribute to Huawei's employee turnover issues:
1. High-Pressure Work Culture: ‘wolf-culture' can lead to work-life imbalance, causing stress and burnout among employees. For employees, in particular, who value work-life balance(Jones et al, 2013), find this culture challenging and may opt to leave for more flexible work environments.
2. Rigid Hierarchical Structure: A company's traditional hierarchical organizational structure may result in a lack of employee autonomy. Such as environment stifles in creativity and innovation, making it difficult for employees to be fully engaged and satisfied in their roles.
3. Geographical and Functional Mobility: Huawei often requires employees to relocate or travel extensively as part of their job roles. While this can provide valuable experience, it can also lead to lifestyle disruptions and dissatisfaction, particularly for those with families or strong community ties.
4. Compensation and Benefits: Although Huawei offers competitive salaries, its benefits and rewards are highly performance-based. This can create a high-stress environment where continuous performance pressure may not suit everyone, leading some to seek more balanced compensation packages elsewhere.
2.Impact of High Employee Turnover Rate
1. Cost Implications: The direct costs of recruiting, hiring, and training new employees to replace those who leave are substantial. Indirect costs include lost productivity and the time it takes for new employees to become fully productive.
2. Disruption to Innovation: Frequent turnover, especially of skilled and experienced employees, disrupts ongoing projects and delays the development of new technologies. This can hinder Huawei’s ability to innovate consistently and maintain its competitive edge in the fast-paced tech industry.
3. Impact on Employee Morale: High turnover can lead to decreased morale among remaining employees, who may feel increased pressure to handle additional responsibilities or fear for their own job security. This can create a vicious cycle of stress and further turnover.
4. Brand Reputation: Continued high employee turnover issues could impact Huawei's reputation as an employer, making it more challenging to attract and retain top talent, which is critical to the company's long-term success.
Recommendations for Huawei to Learn from others Google
To enhance outcomes for all stakeholders, particularly employees, organizations can implement several key recommendations focusing on internal actions within the organization. These recommendations address aspects such as the size, focus, and culture of the people management function, aiming to foster a supportive and conducive work environment. Here are four key recommendations.
1. Cultivating a Supportive and Inclusive Corporate Culture
Recommendation: Huawei should aim to soften its rigid corporate structure to create a more inclusive and supportive work environment. Organizations should foster a culture that prioritizes respect, transparency, and inclusivity.Senior leaders should exemplify desired behaviors(Google, 2021), such as open communication, empathy, and work-life balance(Jones et al, 2013). When leaders prioritize employee well-being and demonstrate respect for all employees, it sets a positive tone for the entire organisation.Employee should be encouraged involvement in decision-making processes and provide opportunities for feedback and input. When employees feel empowered to contribute ideas and influence decisions, they are more engaged and invested in the organization's success(Lozano&Escrich, 2017). The Human Resources department should develops a regular recognition program to recognize those employee contributions and achievements. (Jones et al, 2013)
2. Promote Work-Life Balance and Well-Being
Recommendation: Supporting employees' well-being and promoting work-life balance is essential for maintaining employee satisfaction, productivity, and retention. Huawei should introduce more flexible work policies(Xin et al, 2021), such as remote work options, flexible hours, or compressed workweeks, to accommodate employees' personal needs and responsibilities. Flexible work arrangements empower employees to manage their work and also can help employees maintain a better balance between their professional and personal lives, increasing job satisfaction and loyalty.There are programs that can be implemented that promote wellness for physical(Young,&Guo, 2020), mental, and emotional well-being. This can include increased fitness facilities, regular employee mental health inquiries, on-site healthcare services, stress management workshops and employee assistance programs.Huawei's senior executives and human resource directors should take responsibilities to encourage subordinate to take regular vacations and breaks to recharge and rejuvenate. Implement policies to prevent overwork and burnout, such as mandatory time off or limiting after-hours communication.Create an environment where employees feel safe to express dissenting opinions, propose new ideas, and ask questions without fear of negative consequences(Azevedoet et al.,2020). This can be encouraged through regular team meetings, anonymous feedback tools(Kresge,2020), and training for managers on how to cultivate an atmosphere of open communication and respect.
3.Prioritize employees’ personal development and career growth
Recommendation: Investing in employee development not only enhances individual skills but also strengthens organizational capabilities and employee engagement. Organizations should(Suri& Lakhanpal, 2024).Huawei should invest in comprehensive development programs that allow for career growth and personal development(Donaldson, 2024). it can range from training programs, technical skills development,seminars leadership training initiatives, continual learning opportunities and opportunities for higher education and certifications(Suri& Lakhanpal, 2024) to promote employee career development. Supervisors or mentor provide more guidance to subordinates within the organization to help establish clear career paths.
4. Adopting Advanced People Analytics
Recommendation: Huawei can adopt a more data-driven approach (Koivuniemi, 2020) to human resource management. By leveraging people analytics, Huawei can better understand employee needs, predict turnover risks, and personalize HR interventions to improve employee engagement and satisfaction. Google uses sophisticated analytics tools to analyze employee data and gain insights into their preferences, behavior, and feedback. Huawei can develop human resources strategies with the help of new technologies such as AI to effectively meet the needs of employees and improve employee satisfaction and productivity.
Conclusion
By learning from Google's people management practices, Huawei can address its high turnover rate and create a more supportive and rewarding work environment. Implementing these changes would not only improve employee retention but also enhance Huawei’s reputation as an employer, making it a more attractive place to work. These strategic shifts require substantial commitment and adaptation but promise significant returns in terms of employee engagement and organizational success.
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