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ABSTRACT

The qualifying master's thesis contains 64 pages, 14 tables, 4 figures, and a list of

40 references.

The object of research is Huawei company.

The  subject  of  research is  the  evaluation  and  optimization  of  personnel

management systems to align with corporate strategic goals.

The purpose  of  the master's  thesis is  to  comprehensively  analyze  Huawei's

personnel management system and provide scientific and practical recommendations to

improve  its  effectiveness.  This  includes  addressing  current  challenges,  integrating

innovative tools and methods, and ensuring alignment with Huawei's strategic goals to

enhance employee performance, satisfaction, and overall organizational competitiveness

in the global market. 

Tasks of a qualifying master's thesis include:

 to study the foundation and concept of human resource evaluation;

 to analyze modern trends in personnel evaluation and development;

 to investigate the role of personnel evaluation in achieving corporate strategic

goals;

 to provide technical and economic characteristics of Huawei;

 to explore Huawei’s main tools and methods for personnel evaluation;

 to evaluate the effectiveness of Huawei’s personnel management system;

 to examine innovations in Huawei’s personnel evaluation practices;

 to propose strategies for improving personnel management systems;

 to  identify  challenges  and  opportunities  for  implementing  new  personnel

evaluation practices at Huawei. 

The  research  outcomes include  a  detailed  assessment  of  Huawei's  current

personnel  evaluation  practices,  identifying  strengths  and  weaknesses,  and  proposing

actionable improvements.  This leads to the development of  theoretical  and practical

principles designed to address gaps in the existing system, ensure better alignment with

organizational goals, and leverage innovative approaches to personnel evaluation. 



The obtained results provide valuable insights into the effective evaluation of

employees, offering a structured framework and specific recommendations to enhance

Huawei's personnel management. 

Year of completion of the qualifying master's thesis: 2024. 

Year of defense of the qualifying master's thesis: 2024.
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INTRODUCTION

The global economic landscape is undergoing profound and multifaceted

transformations, driven by a combination of rapid technological advancements,

deepening globalization, and significant shifts in workforce dynamics. These changes

are reshaping industries, altering traditional business models, and compelling

organizations to reimagine their approaches to managing human capital. In this context

of unprecedented change, human resource management has emerged as a critical pillar

of organizational success, with personnel evaluation and development taking center

stage. These processes are no longer confined to administrative functions but have

evolved into strategic mechanisms that enable companies to align individual

contributions with broader corporate objectives, drive innovation, and adapt to the

dynamic demands of global markets. Among the global leaders navigating this

complexity is Huawei Technologies Co., Ltd., an exemplary organization operating at

the forefront of the ICT industry. Its approach to managing personnel offers a

compelling case study for examining the challenges, strategies, and opportunities

inherent in modern human resource management.

This Master’s thesis takes an in-depth look at the personnel management systems

at Huawei, with a specific focus on its evaluation methodologies, tools, and overall

effectiveness. Personnel management plays a central role in optimizing workforce

performance, enabling organizations to respond effectively to evolving business

demands. At Huawei, this function is particularly significant given its multinational

operations spanning over 170 countries and employing a highly skilled, diverse

workforce. The company’s approach to managing human capital underscores the

interplay between innovation and adaptability, as it seeks to navigate the challenges of

maintaining a competitive edge in a rapidly evolving technological landscape.

Personnel evaluation, far from being a routine administrative activity, has become

a pivotal strategic process with direct implications for organizational outcomes. It
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encompasses the systematic assessment of employee performance, skills, and potential,

ensuring alignment with long-term corporate goals. In today’s volatile business

environment, characterized by technological disruptions and shifting workforce

expectations, companies must continually refine their human resource practices. For

Huawei, this means integrating cutting-edge technologies like artificial intelligence,

managing the complexities of a global workforce, and fostering an inclusive culture that

promotes creativity and collaboration. These efforts not only enhance the company’s

operational efficiency but also strengthen its position as a global innovator.

The relevance of this study lies in its detailed focus on identifying and addressing

the challenges within Huawei’s personnel management system. The thesis seeks to

uncover how effective personnel evaluation can serve as a catalyst for enhanced

organizational performance and improved employee satisfaction. By examining

Huawei’s practices, the study aims to bridge the gap between theoretical frameworks and

practical applications, offering actionable insights for both Huawei and other

organizations operating in similar contexts.

The object of this study is the personnel management system at Huawei

Technologies Co., Ltd., with an emphasis on evaluation and development processes as

critical components of its human resource strategy. The subject of the study

encompasses the methodologies, tools, and strategies employed in personnel evaluation

and their alignment with Huawei’s overarching strategic objectives. Through this dual

focus, the research explores how these elements contribute to organizational success and

employee engagement.

The primary purpose of this thesis is to critically analyze Huawei’s personnel

management system, identify its strengths and weaknesses, and develop practical

recommendations for enhancement. By delving into Huawei’s approaches, the study

seeks to highlight best practices, address existing gaps, and propose solutions that ensure

workforce capabilities align seamlessly with corporate goals. The research not only

evaluates the current state of Huawei’s personnel evaluation but also provides
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forward-looking strategies to adapt to emerging trends and challenges in the global

workforce.

To achieve its objectives, this study employs a combination of qualitative and

quantitative research methods, ensuring a comprehensive understanding of Huawei’s

personnel management practices. Key methodologies include an extensive literature

review to establish a theoretical foundation, case study analysis to contextualize

Huawei’s practices, and comparative evaluation against industry benchmarks. The study

draws on primary data from Huawei’s internal reports and secondary data from credible

sources to construct a detailed assessment of the company’s systems and processes.

The scientific novelty of this research lies in its exploration of personnel

evaluation as a strategic tool within a leading multinational corporation. By focusing on

Huawei’s innovative practices and their alignment with contemporary workforce trends,

the study provides valuable contributions to the field of human resource management. It

offers a nuanced understanding of how advanced technologies, such as AI-driven

analytics and gamification, can be effectively integrated into personnel evaluation

systems, setting benchmarks for the industry.

The findings of this thesis have significant practical implications for Huawei and

other organizations striving to optimize their personnel management systems. By

addressing challenges such as managing a diverse global workforce, retaining top talent

in a competitive market, and overcoming resistance to change, companies can enhance

workforce performance and organizational resilience. The study highlights how

leveraging opportunities, such as expanding diversity and inclusion initiatives and

adopting advanced evaluation tools, can foster innovation and drive sustainable growth.

The thesis concludes with a set of actionable insights tailored to guide Huawei and

other organizations in optimizing their personnel management practices. These

recommendations are crafted to ensure that workforce capabilities are effectively aligned

with the strategic objectives of the organization, fostering an environment where

employees can contribute to a high-performing, adaptable, and engaged workplace. By
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implementing these strategies, organizations can enhance operational efficiency, drive

innovation, and maintain a competitive edge in rapidly evolving markets.

Furthermore, the outcomes of this research underscore the critical role of

employee well-being as a fundamental pillar of sustainable success. The thesis

emphasizes that prioritizing the physical, emotional, and professional well-being of

employees not only improves individual performance but also strengthens organizational

culture, promotes long-term loyalty, and reduces turnover. This holistic approach to

personnel management positions organizations to thrive in the modern business

environment, where adaptability and a commitment to human-centric values are

essential for enduring success.

These insights provide a framework for addressing contemporary challenges in

human resource management while laying the foundation for continued growth and

resilience in a dynamic and unpredictable global economy.
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​CHAPTER 1

THEORETICAL FRAMEWORK FOR PERSONNEL EVALUATION

​

​1.1. The foundation and concept of human resource evaluation

​

Human resource evaluation is the structured process of assessing employee

performance, competencies, and potential to align with an organization’s strategic goals.

In today’s competitive business environment, this evaluation serves as a cornerstone for

workforce optimization, employee development, and strategic decision-making. It is not

merely a tool for appraising past performance but also a mechanism for identifying

future potential and fostering a culture of continuous improvement.

The relevance of human resource evaluation lies in its ability to bridge individual

contributions with broader organizational objectives. By integrating qualitative and

quantitative measures, it ensures that human resources—arguably the most valuable

assets of an organization—are utilized effectively to achieve sustainable growth [2].

The concept of human resource evaluation has evolved significantly over the past

century, paralleling changes in organizational needs and workforce dynamics.

1. Early 20th Century: The introduction of scientific management by Frederick

Taylor emphasized task efficiency and productivity. Evaluations were

rudimentary, focusing on the quantity of output with little regard for employee

well-being.

2. Mid 20th Century: The emergence of behavioral theories, such as Elton Mayo’s

Human Relations Movement, highlighted the importance of psychological and

social factors in performance. This era saw the introduction of appraisal systems

addressing interpersonal skills and motivation.

3. Late 20th Century to Present: Advancements in technology and management

theories have transformed human resource evaluation into a holistic process.

Modern frameworks incorporate data analytics, competency assessments, and
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360-degree feedback systems, enabling a nuanced understanding of employee

performance and potential.

Human resource evaluation is defined as the process of systematically assessing

employee performance, behaviors, skills, and potential to determine their alignment with

organizational goals. According to Dessler (2020), it involves gathering data through

various methods, analyzing outcomes, and using the results to guide decisions related to

promotions, training, workforce planning, and overall talent management. This process

not only supports individual growth but also contributes to strategic decision-making by

ensuring that employees' competencies align with the broader objectives of the

organization [12].

Key Characteristics:

● Systematic Approach: Follows a structured methodology to ensure fairness and

consistency.

● Comprehensive Scope: Evaluates multiple dimensions, including technical skills,

leadership qualities, and cultural fit.

● Forward-Looking: Identifies opportunities for growth and future contributions.

The significance of human resource evaluation extends beyond performance

measurement. Its multifaceted benefits include:

1. Strategic Alignment: Ensures that individual efforts contribute to achieving

organizational objectives.

2. Employee Development: Identifies skill gaps and provides a roadmap for training

and career progression.

3. Decision Support: Facilitates informed decisions on promotions, compensation,

and workforce restructuring.

4. Organizational Culture: Promotes a culture of transparency, accountability, and

continuous improvement.
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Table 1.1

Benefits of Human Resource Evaluation

Dimension Benefit

Performance Management Improved individual and team productivity

Talent Retention Enhanced employee satisfaction and loyalty

Risk Mitigation Identification of skill gaps and vulnerabilities

Competitive Advantage Development of a highly skilled workforce

Source: Complied by the author

Several established theories provide a foundation for understanding human

resource evaluation:

1. Goal-Setting Theory (Locke & Latham): Highlights the motivational impact of

clear and challenging objectives.

2. Equity Theory (Adams): Stresses the importance of fairness in evaluation

outcomes, ensuring employee satisfaction.

3. Expectancy Theory (Vroom): Links effort, performance, and rewards,

demonstrating the role of evaluation in enhancing employee motivation.

Human resource evaluation comprises multiple components, each designed to

provide a comprehensive understanding of employee contributions.

1. Performance Metrics: Objective indicators such as sales targets, customer

satisfaction scores, and project delivery timelines.

2. Competency Assessments: Evaluation of skills, knowledge, and behaviors critical

to specific roles.

3. Feedback Mechanisms: Systems for providing constructive insights and

actionable recommendations.

4. Development Plans: Customized strategies for addressing identified weaknesses

and building on strengths.
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Human resource evaluation is applied across various organizational functions,

including:

● Recruitment and Selection: Assists in identifying the most suitable candidates.

● Training and Development: Guides the design of programs tailored to

organizational needs.

​ Succession Planning: Identifies high-potential employees for leadership roles

[15].

Table 1.2

Common Evaluation Tools

Tool Description Example Usage

360-Degree Feedback
Multi-source feedback from peers,

managers, and subordinates

Leadership

development

Key Performance

Indicators (KPIs)
Metrics tied to organizational goals

Sales targets, project

milestones

Behavioral Assessment
Analysis of interpersonal and

leadership skills

Team-building

workshops

Source: Complied by the author

The goals of human resource evaluation include:

1. Enhancing Individual Performance: Providing employees with the tools and

feedback to excel.

2. Supporting Organizational Strategy: Aligning workforce capabilities with

long-term goals.

3. Building a Talent Pipeline: Ensuring a steady flow of qualified candidates for

critical roles.

Human resource evaluation is a pivotal tool in aligning individual contributions

with organizational strategy. It acts as a bridge between workforce management and



15

strategic objectives by influencing key HR functions. The relationships between these

functions and their connection to organizational goals are visually represented in the

diagram below. This figure demonstrates how human resource evaluation integrates with

recruitment, employee development, and succession planning to achieve overall strategic

alignment.

Figure 1.1. Alignment of Human Resource Evaluation with Organizational Goals

The diagram illustrates the alignment of human resource evaluation with key

organizational functions and strategic goals. At the top, "Human Resource Evaluation"

serves as the central driver, directly influencing three critical areas: Recruitment,

Employee Development, and Succession Planning. These elements represent the primary

applications of evaluation in workforce management [20].

From these areas, the influence cascades down to the organization's ultimate

objective: achieving Organizational Goals. Arrows connect each element, emphasizing

the interconnectedness of human resource evaluation and its role in integrating these

functions to support the broader strategy. This visual representation highlights how

evaluation processes underpin recruitment, development, and succession planning,

creating a cohesive system aligned with organizational success.

Despite its advantages, human resource evaluation faces several challenges:

● Bias in Assessment: Subjectivity in evaluations can undermine fairness.
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● Resistance to Feedback: Employees may perceive evaluations as punitive rather

than developmental.

● Integration with Technology: Implementing advanced tools requires significant

investment and expertise.

Addressing these challenges requires a commitment to transparency, training, and

continuous improvement.

Human resource evaluation serves as a vital tool for aligning individual

performance with organizational objectives. By integrating robust theoretical

frameworks, advanced methodologies, and practical applications, organizations can

unlock the full potential of their workforce. This section provides a foundation for

exploring modern trends and practical implementations in subsequent chapters.

1.2. Modern trends in personnel evaluation and development

The field of personnel evaluation has undergone significant transformative

changes in the 21st century, influenced by technological advancements, the increasing

demand for global adaptability, and the shift toward more employee-centric approaches.

These changes have redefined traditional evaluation methods, emphasizing the need for

organizations to adapt to dynamic work environments and diverse workforce

expectations.

Modern trends in personnel evaluation include the integration of data analytics

and artificial intelligence, enabling more accurate and objective assessments of

employee performance and potential. These technologies provide actionable insights

into workforce capabilities, allowing organizations to identify skill gaps, predict future

talent needs, and personalize development plans [28].

Another notable shift is the growing emphasis on inclusivity and diversity within

personnel evaluation frameworks. Organizations are recognizing the value of diverse

perspectives and are redesigning evaluation criteria to mitigate biases, ensuring equitable
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opportunities for all employees. This approach fosters a culture of fairness and

innovation, which is increasingly critical in a globally connected marketplace.

Additionally, there is a strong movement toward employee-centric approaches that

prioritize individual growth and well-being. Modern evaluation practices focus on

continuous feedback, goal setting, and collaborative development plans, moving away

from traditional annual reviews. This continuous improvement model encourages

employees to actively engage in their professional growth, boosting motivation and

productivity.

These trends collectively highlight the evolving nature of the workplace, where

organizations are driven by the need to balance performance optimization with employee

satisfaction and adaptability. By embracing these developments, modern organizations

can create a resilient workforce capable of thriving in an era of rapid change and

innovation. This section delves deeper into these major developments, exploring their

implications and the opportunities they present for shaping the future of personnel

evaluation and development [25].

Technology has revolutionized human resource management by introducing tools

and methodologies that increase the accuracy, objectivity, and efficiency of personnel

evaluations. Key advancements include:

1. Data Analytics in HR. Data analytics has become a cornerstone of modern

evaluation practices, allowing organizations to process large volumes of employee

data to uncover patterns and predict future performance. Predictive analytics

identifies high-potential employees, flags underperformance risks, and enables

data-driven decision-making.

2. Artificial Intelligence (AI) Applications. AI enhances evaluation processes by

automating routine tasks and providing unbiased assessments. AI-driven tools

analyze communication patterns, project outcomes, and employee behaviors to

produce comprehensive evaluations.
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3. Cloud-Based Systems. Cloud-based platforms offer centralized systems for

storing, managing, and analyzing employee data. These systems improve

accessibility, ensure data security, and enable real-time evaluation updates.

Table 1.3

Technological Tools for Personnel Evaluation

Tool Functionality Benefits

Predictive

Analytics

Analyzes historical data to predict

future outcomes
Proactive workforce planning

AI-Powered Tools
Provides automated, unbiased

evaluations

Minimizes human error and

bias

Cloud-Based

Platforms
Centralized data management

Improves data accessibility

and security

Source: Complied by the author

Globalization has reshaped the workforce, compelling organizations to adapt their

evaluation practices to a more diverse and distributed employee base. This trend brings

both opportunities and challenges:

1. Diverse Workforce Needs. Organizations increasingly employ workers from

various cultural, linguistic, and socioeconomic backgrounds. Evaluations must

account for cultural sensitivities and varying performance benchmarks across

regions.

2. Cross-Cultural Competencies. Global roles demand adaptability, cross-cultural

communication, and a global mindset. Personnel evaluation frameworks now

include these competencies as critical metrics for assessing employees in

multinational teams.

3. Remote Work Evaluation. The rise of remote and hybrid work arrangements

necessitates new tools and criteria for assessing performance. Productivity
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monitoring software, virtual meeting analytics, and self-assessment tools have

gained prominence.

Table 1.4

Challenges in Global Personnel Evaluation

Challenge Description Proposed Solutions

Cultural Differences
Varying definitions of

success

Use standardized yet flexible

criteria

Legal and Regulatory

Variance

Differing labor laws across

regions

Align evaluations with local

regulations

Remote Work

Monitoring

Difficulty in tracking

productivity

Adopt transparent and ethical

tools

Source: Complied by the author

Modern organizations recognize the importance of placing employees at the center

of the evaluation process. Employee-centric methods not only enhance engagement but

also create a culture of trust and transparency [18]. Key trends include:

1. 360-Degree Feedback. This method collects feedback from multiple sources,

including peers, subordinates, and supervisors. It provides a comprehensive view

of an employee's performance and highlights strengths and areas for

improvement.

2. Continuous Feedback. Moving away from annual performance reviews,

organizations now emphasize ongoing feedback. This approach fosters real-time

development and strengthens the employee-manager relationship.

3. Individual Development Plans (IDPs). IDPs are tailored to align employee goals

with organizational objectives. They focus on enhancing skills and creating clear

pathways for career progression.
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Table 1.5

Advantages of Employee-Centric Evaluation

Approach Key Features Benefits

360-Degree Feedback Multi-source evaluation
Provides a holistic view of

performance

Continuous Feedback
Ongoing and real-time

insights

Encourages immediate

improvement

Individual Development

Plans

Personalized growth

strategies

Aligns employee and

organizational goals

Source: Complied by the author

Personnel evaluation is no longer limited to assessing past performance. Modern

trends emphasize linking evaluation outcomes with employee development initiatives to

ensure long-term growth:

1. Skill-Based Evaluations. These focus on assessing employees’ abilities to learn

and apply new skills, which are crucial in dynamic industries such as technology

and finance.

2. Reskilling and Upskilling Programs. Organizations increasingly invest in training

programs to prepare employees for evolving business needs. Personnel

evaluations help identify gaps and prioritize training efforts.

3. Learning Management Systems (LMS), Evaluation data is often integrated with

LMS platforms, enabling seamless tracking of training progress and linking it to

performance improvements.



21

Table 1.6

Linking Evaluation to Development Initiatives

Evaluation Outcome Development Initiative Expected Impact

Identified Skill Gap
Reskilling/Upskilling

Programs
Improved employee capabilities

Low Engagement

Levels

Mentorship and Coaching

Programs

Enhanced motivation and

productivity

High Leadership

Potential

Leadership Development

Training

Strengthened succession

planning

Source: Complied by the author

The rise of advanced evaluation technologies has brought ethical concerns to the

forefront. Organizations must address these challenges to maintain trust and compliance:

1. Data Privacy. Handling employee data responsibly is critical [24]. Compliance

with regulations such as GDPR ensures that evaluations respect employee rights.

2. Bias Mitigation. While technology reduces human bias, algorithms can

inadvertently reinforce biases if not carefully designed and monitored.

3. Inclusive Evaluation Practices. Modern evaluations focus on creating inclusive

criteria that accommodate diverse employee needs and backgrounds.

Table 1.7

Ethical Challenges in Personnel Evaluation

Ethical Concern Impact Mitigation Strategies

Data Privacy

Violations

Loss of trust, legal

repercussions

Implement secure data storage

policies

Algorithmic Bias Unfair evaluations
Regularly audit and update

algorithms
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Ethical Concern Impact Mitigation Strategies

Lack of Inclusivity Employee dissatisfaction
Develop inclusive and flexible

criteria

Source: Complied by the author

Modern trends in personnel evaluation and development reflect the dynamic

nature of today’s workplace, emphasizing technology integration, global adaptability,

and employee-centric practices. By linking evaluations with development initiatives and

addressing ethical considerations, organizations can build robust evaluation systems that

foster employee growth, engagement, and organizational success [16].

1.3. The role of personnel evaluation in achieving corporate strategic goals

​

Personnel evaluation is a strategic instrument that connects individual employee

contributions with broader corporate objectives. While traditional approaches to

evaluation focused solely on performance measurement, modern practices emphasize

their alignment with long-term organizational goals. Through its capacity to provide

actionable insights, personnel evaluation becomes integral to decision-making processes,

fostering efficiency, innovation, and resilience. This section examines how personnel

evaluation influences corporate outcomes, emphasizing its role as a driver of strategic

success.

Personnel evaluation is more than a routine HR function; it is a key enabler of

organizational strategy. By linking individual performance with corporate goals, it

ensures that every aspect of workforce management contributes to broader objectives.

1. Driving Strategic Alignment Personnel evaluation ensures that employees are

working towards shared organizational priorities. Clear alignment between

individual objectives and strategic goals fosters consistency and focus, preventing

resource wastage and misaligned efforts.
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2. Enabling Evidence-Based Decisions Decisions related to promotions,

restructuring, and workforce expansion are often high-stakes and have long-term

implications. Evaluation data provides a reliable foundation for making these

decisions, reducing subjectivity and increasing transparency.

3. Maximizing Organizational Efficiency By identifying areas of underperformance

or inefficiency, evaluations enable organizations to allocate resources more

effectively. Employees with identified development needs can receive targeted

training, ensuring that talent is optimized across the organization.

Personnel evaluation supports key corporate functions, ensuring that

organizational goals are realized effectively and efficiently.

1. Performance Management as a Strategic Driver Performance management

systems rely heavily on evaluation data to monitor progress toward organizational

goals. Regular evaluation cycles help organizations adjust strategies and stay on

track to meet key performance indicators (KPIs).

2. Talent Retention and Succession Planning Identifying high-potential employees is

crucial for sustaining organizational growth and addressing leadership gaps.

Personnel evaluation highlights individuals with the skills and mindset to drive

innovation and manage change, enabling focused succession planning.

3. Encouraging Innovation Organizations that prioritize innovation use evaluations

to recognize and reward employees who contribute new ideas or approaches.

Linking evaluations to innovation metrics, such as project outcomes or

cross-functional collaboration, ensures that creativity is nurtured at all levels.

Workforce planning is a forward-looking process that aligns talent management

with future organizational needs [14]. Personnel evaluation plays a pivotal role in this

process by providing data on:

1. Skill Availability Evaluation outcomes reveal the current skill inventory within an

organization, highlighting gaps that may hinder future objectives.
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2. Predictive Analytics for Workforce Trends Advanced evaluation systems integrate

predictive analytics to forecast future workforce requirements, such as the need

for upskilling due to technological advancements or changing market conditions.

3. Dynamic Role Allocation Evaluation insights allow organizations to deploy

employees to roles where their skills and potential can have the greatest strategic

impact. This flexibility is particularly valuable in dynamic industries or during

periods of organizational transformation.

A robust evaluation system also influences the intangible aspects of an

organization, such as culture and morale. By embedding evaluation practices into

corporate values, organizations can create a high-performance culture:

1. Promoting Accountability Evaluation systems encourage employees to take

ownership of their responsibilities, knowing their performance is monitored and

rewarded fairly.

2. Building Trust and Transparency Transparent evaluation processes build trust

among employees and management. Employees who understand the evaluation

criteria and feel that the system is unbiased are more likely to engage fully in their

roles.

3. Fostering a Growth Mindset When evaluations are linked to professional

development opportunities, they reinforce the idea that continuous learning and

improvement are central to success.

As organizations increasingly rely on sophisticated evaluation tools, ethical

considerations become paramount [8]. These include:

1. Equity in Evaluation Ensuring fairness in evaluations requires standardized

criteria that account for diversity in employee backgrounds, roles, and

circumstances. Bias-free evaluation systems promote inclusivity and equity.

2. Transparency and Communication Employees should have a clear understanding

of how evaluations are conducted and how outcomes will be used. Transparent

communication minimizes misunderstandings and builds trust.



25

3. Data Privacy and Security With the rise of data-driven evaluation methods,

protecting employee information is critical. Organizations must comply with

privacy regulations and implement robust cybersecurity measures to maintain

trust.

While personnel evaluation has significant strategic benefits, its implementation is

not without challenges. Organizations must address these issues to maximize its impact:

1. Overcoming Resistance to Change Introducing new evaluation systems can face

resistance from employees and managers. Effective change management

strategies, including training and clear communication, are essential to overcome

these barriers.

2. Balancing Quantitative and Qualitative Metrics Overemphasis on metrics such as

productivity or sales can overshadow qualitative aspects like teamwork or

creativity. A balanced evaluation approach ensures that both hard and soft skills

are recognized.

3. Leveraging Technology Without Losing Human Insight While AI and analytics

can enhance evaluation processes, they cannot replace the nuanced understanding

that human judgment provides. Organizations must combine technological tools

with managerial expertise to achieve optimal results.

Personnel evaluation influences corporate success in several ways:

1. Enhancing Operational Efficiency By identifying inefficiencies and enabling

targeted interventions, evaluations improve operational processes and resource

allocation.

2. Aligning Human Capital with Vision Evaluations ensure that every employee is

working toward the same vision, creating a unified workforce that moves in the

same direction.

3. Supporting Innovation and Growth Organizations that integrate evaluation data

into their innovation strategies are better equipped to adapt to market changes and

seize new opportunities.
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Personnel evaluation serves as a cornerstone of strategic success, bridging the gap

between individual performance and overarching organizational objectives. It enables

organizations to not only measure and manage employee contributions but also to foster

a culture of accountability, nurture high-potential talent, and drive innovation at all

levels. By systematically aligning individual goals with the company’s strategic vision,

personnel evaluation ensures that every team member contributes meaningfully to the

organization’s mission and long-term objectives [22].

Effective evaluation systems do more than assess performance; they create a

framework for continuous improvement and adaptability. These systems identify

strengths and areas for development, allowing organizations to invest in targeted training

and development programs that enhance both individual and collective capabilities.

Moreover, by recognizing high-performing employees and nurturing emerging leaders,

organizations can build a pipeline of talent ready to meet future challenges.

To fully realize these benefits, organizations must prioritize the implementation of

evaluation practices that are fair, transparent, and consistently applied. Fairness ensures

that all employees are assessed based on objective criteria, promoting trust and morale.

Transparency in the evaluation process helps to establish clear expectations and provides

employees with actionable feedback, empowering them to take ownership of their

development. Finally, aligning evaluation practices with the organization’s strategic

vision ensures that every assessment supports broader business goals, creating a

cohesive and purpose-driven workforce.

By embedding these principles into their evaluation frameworks, organizations

can cultivate a high-performing and engaged workforce, driving sustained growth,

resilience, and competitive advantage in an ever-evolving business landscape.
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CHAPTER 2

ANALYSIS OF HUAWEI’S PERSONNEL MANAGEMENT SYSTEM

2.1. Technical and economic characteristics of Huawei

Huawei Technologies Co., Ltd., established in 1987 in Shenzhen, China, is a

multinational leader in information and communications technology (ICT). Over the

decades, the company has grown to dominate various sectors, including

telecommunications, enterprise solutions, and consumer electronics. This section

provides a comprehensive overview of Huawei’s technical and economic characteristics,

emphasizing the interconnectedness between its technological innovations, global

market presence, and workforce management strategies.

​Technical Characteristics

Huawei’s technical capabilities stem from its robust investments in research,

development, and infrastructure. These attributes serve as the foundation for its global

success and influence across industries.

​1. Research and Development as a Pillar of Success

Huawei is distinguished by its relentless focus on research and development

(R&D). The company’s R&D expenditure consistently ranks among the highest in the

industry, accounting for approximately 15% of its annual revenue. In 2022, this

amounted to over $20 billion, reflecting its commitment to innovation.

The company’s global network of R&D facilities spans more than 20 countries,

with key centers located in China, Europe, and North America. Huawei’s workforce

includes over 96,000 R&D specialists, who contribute to groundbreaking advancements

in areas such as 5G technology, artificial intelligence (AI), cloud computing, and green

energy solutions.



28

​Figure 2.1. Huawei’s R&D Expenditure (2018–2022)

​2. Cutting-Edge Technologies

Huawei is a pioneer in telecommunications, particularly in the development and

deployment of 5G networks. Its portfolio includes over 100,000 patents, underscoring its

leadership in technological innovation. The company’s solutions are recognized for their

efficiency, scalability, and ability to address the unique needs of diverse markets.

Furthermore, Huawei has introduced advanced products in consumer electronics,

such as smartphones and wearable devices, incorporating AI-driven features to enhance

user experiences. These innovations are vital for maintaining competitiveness in a

rapidly evolving industry.

​3. Operational Infrastructure

Huawei’s technical operations are supported by a comprehensive infrastructure

that includes manufacturing plants, testing facilities, and data centers. These assets

enable the company to maintain control over production quality and delivery timelines

while reducing dependency on external suppliers.
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​Economic Characteristics

Huawei’s economic strength is a result of its diversified revenue streams, strategic

market positioning, and ability to navigate geopolitical challenges. These attributes have

enabled the company to sustain growth and profitability.

​1. Revenue and Profitability

Despite external pressures, including sanctions and supply chain disruptions,

Huawei achieved revenue of approximately $110 billion in 2024. This performance

highlights its resilience and adaptability in the face of global challenges.

​Table 2.1

​Huawei’s Revenue by Business Segment (2024)

Business Segment
Revenue

(USD)

Percentage

Contribution

Carrier Network Solutions $50 billion 50%

Consumer Electronics $40 billion 40%

Enterprise Solutions $18 billion 18%

Source: Complied by the author

​2. Market Leadership

Huawei’s dominance in the global telecommunications equipment market is a

testament to its innovative offerings and competitive pricing. The company consistently

ranks as a top vendor in this sector, driven by its ability to deliver high-quality,

cost-effective solutions.

​3. Regional Contributions

Huawei’s economic impact extends beyond its financial performance. Through

partnerships with local suppliers, investments in infrastructure, and the creation of

high-value jobs, the company significantly contributes to the economies of its operating

regions.
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​Human Capital and Talent Development

Huawei’s success is closely tied to its human capital strategy, which emphasizes

employee development, diversity, and retention.

​1. Workforce Diversity

The company employs over 195,000 people from 160 countries, reflecting its

global reach. This diversity is a strength, fostering innovation and cross-cultural

collaboration.

​2. Training and Education

Huawei invests heavily in employee development through programs such as

Huawei University. This initiative provides training in technical skills, leadership, and

industry-specific competencies, ensuring a workforce capable of driving the company’s

strategic goals.

​Table 2.2

​Huawei’s Training Programs and Coverage

Program Focus Area Participants

Huawei University Leadership and management 20,000+

Technical Skills Academy AI, 5G, and Cloud Computing 50,000+

Global Internship Program Industry-specific training 10,000+

Source: Complied by the author

​3. Employee Engagement

Huawei prioritizes employee well-being through initiatives that promote work-life

balance, diversity, and inclusion. These efforts contribute to high retention rates and a

motivated workforce.

​Challenges and Opportunities

While Huawei’s technical and economic strengths are undeniable, the company

faces challenges such as geopolitical tensions and evolving market dynamics. However,

these challenges also present opportunities for innovation and strategic expansion.



31

1. Geopolitical Pressures Huawei has faced scrutiny from Western governments over

security concerns, resulting in trade restrictions and reduced access to certain

markets. The company has responded by diversifying its supply chain and

focusing on self-reliance.

2. Technological Opportunities Emerging technologies, such as 6G and quantum

computing, offer new avenues for growth. Huawei’s strong R&D foundation

positions it to capitalize on these trends.

Huawei’s technical and economic characteristics highlight its position as a global

leader in the ICT sector. Its commitment to innovation, operational excellence, and talent

development underpins its success in navigating complex market dynamics. This

detailed understanding of Huawei’s capabilities provides a foundation for analyzing its

personnel management practices in subsequent sections.

2.2. Huawei’s main tools and methods for personnel evaluation

Personnel evaluation forms the backbone of Huawei’s human resource

management system, ensuring alignment between individual contributions and the

company’s strategic goals. The rapid evolution of technology and the global scale of

Huawei’s operations necessitate sophisticated tools and methods to manage its diverse

workforce effectively.

Huawei leverages advanced technologies and structured frameworks to facilitate

efficient, transparent, and actionable personnel evaluations. These tools are integral to

the company’s ability to assess performance and potential across its vast global

workforce.

Huawei’s in-house digital performance management system is a cornerstone of its

evaluation strategy. This platform integrates key performance indicators (KPIs) into

intuitive dashboards that enable managers to track employee performance in real-time.

The system supports:
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● Automated Reporting: Real-time data generation reduces manual intervention and

provides accurate insights.

● Goal Tracking: Employees and managers can set and monitor goals

collaboratively, ensuring alignment with strategic objectives.

The system’s transparency fosters trust among employees, who can access their

performance metrics and progress reports independently [30].

Artificial intelligence (AI) plays a crucial role in Huawei’s evaluation processes,

enabling the analysis of vast datasets with precision and speed. AI tools are used to:

● Predict employee performance trends.

● Identify high-potential individuals for leadership roles.

● Detect patterns of underperformance, prompting timely interventions.

For example, AI-powered sentiment analysis can evaluate employee feedback

during performance reviews, offering nuanced insights into engagement and satisfaction

levels.

Huawei employs competency frameworks tailored to specific roles and

departments. These frameworks outline the skills, knowledge, and behaviors required for

success, ensuring evaluations are role-specific and aligned with the company’s

technological priorities. Competency mapping allows Huawei to:

● Assess employees’ readiness for advancement.

● Identify gaps in technical and soft skills.

● Guide training and development programs.

Huawei combines traditional evaluation approaches with modern techniques to

achieve holistic assessments. This blend ensures that evaluations are comprehensive,

fair, and forward-looking.

360-degree feedback is a widely adopted method at Huawei, offering a

multidimensional view of employee performance. This approach collects input from:

● Supervisors: Assessing task completion and leadership qualities.

● Peers: Providing insights into collaboration and interpersonal skills.
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● Subordinates: Evaluating leadership style and team dynamics.

By incorporating diverse perspectives, 360-degree feedback minimizes bias and

highlights areas for development that might be overlooked in traditional evaluations.

Huawei frequently uses project-based evaluations to assess employees’

contributions to specific assignments. Criteria include:

● Adherence to deadlines.

● Quality of deliverables.

● Team collaboration and problem-solving skills. This method is particularly

relevant in Huawei’s innovation-driven projects, where agility and creativity are

crucial.

Behavioral assessments focus on evaluating soft skills such as adaptability,

communication, and leadership [32]. These qualities are vital for roles requiring

cross-functional collaboration or customer engagement. Huawei uses structured

observation techniques and behavioral interviews to gather data for these assessments.

Huawei has moved beyond annual performance reviews, adopting a model of

continuous feedback. Managers regularly engage with employees to discuss progress,

address challenges, and adjust goals. This iterative process ensures:

● Real-time improvement.

● Strengthened manager-employee relationships.

● Higher employee engagement and motivation.

Huawei’s integration of technology into its evaluation systems ensures

consistency, efficiency, and scalability across its global operations.

Huawei’s cloud-based evaluation platform centralizes data collection and

reporting, facilitating seamless collaboration across regions. Features include:

● Secure access to employee performance records.

● Automated alerts for goal deadlines and feedback sessions.

● Analytics dashboards tailored to managerial needs.
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Huawei uses HR analytics to uncover workforce trends and predict future needs.

For example:

● Turnover Analysis: Identifying patterns that signal potential attrition.

● Skill Demand Forecasting: Anticipating future skill requirements based on market

trends and internal project pipelines.

Predictive models also guide succession planning by identifying employees with

high leadership potential, ensuring a robust talent pipeline.

Huawei has introduced mobile applications to enhance employee participation in

evaluation processes. These apps allow employees to:

● Self-assess against predefined goals.

● Access training resources linked to evaluation outcomes.

● Provide peer feedback in real-time.

Huawei’s personnel evaluation methods reflect its core cultural values of

meritocracy, innovation, and collaboration. These methods are designed to reinforce

organizational culture while driving individual and collective success.

Huawei’s evaluation system is deeply rooted in merit-based principles, ensuring

that rewards and promotions are tied to performance rather than tenure. This approach

incentivizes employees to excel and supports a competitive yet collaborative

environment.

Innovation is a hallmark of Huawei’s success. Evaluation criteria often include

metrics related to creativity, initiative, and problem-solving, encouraging employees to

push boundaries and contribute to groundbreaking projects.

Huawei emphasizes teamwork in its evaluation processes. Employees are assessed

on their ability to work effectively in diverse and cross-functional teams, aligning with

the company’s global operations and customer-focused approach.

While Huawei’s evaluation tools and methods are highly effective, they are not

without challenges. These include:
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● Maintaining Objectivity: Despite advanced tools, evaluations can still be

influenced by biases. Continuous training for evaluators and AI audits help

mitigate this issue.

● Scalability: Managing consistent evaluation processes across 195,000 employees

in over 170 countries requires significant resources.

● Data Privacy: The reliance on digital platforms raises concerns about employee

data security. Huawei addresses this by adhering to strict data protection

regulations and implementing robust cybersecurity measures.

Huawei’s personnel evaluation tools and methods are integral to its success as a

global leader in ICT. By combining advanced technologies, structured frameworks, and

employee-centric approaches, the company ensures that its evaluation processes are both

effective and aligned with strategic goals. These methods not only drive individual

growth but also contribute to the broader objectives of innovation, efficiency, and

competitiveness. In the next section, the effectiveness of Huawei’s personnel

management system will be critically analyzed to understand its overall impact on

organizational performance.

2.3. Evaluation of the effectiveness of Huawei's personnel management

system

The effectiveness of Huawei's personnel management system is pivotal to the

company’s global success. As a leader in the ICT industry, Huawei has established a

system that aligns workforce capabilities with its innovation-driven strategy. This

section evaluates the strengths, challenges, and impact of Huawei's personnel

management system, supported by key metrics, comparative analysis, and visual aids.

Key Components of Huawei’s Personnel Management System

Huawei’s personnel management system integrates comprehensive evaluation

frameworks, continuous learning opportunities, and a globally inclusive workforce.
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These components ensure that the company achieves both operational efficiency and

long-term strategic goals [36].

​Evaluation Frameworks

Huawei employs a combination of advanced tools and structured processes to

evaluate its employees comprehensively. Key elements include:

● AI-powered analytics for objective data-driven assessments.

● 360-degree feedback to gather insights from supervisors, peers, and subordinates.

● Behavioral assessments to evaluate adaptability, leadership, and teamwork.

​Learning and Development

Continuous learning is a cornerstone of Huawei’s strategy. Huawei University

offers technical training, leadership development, and mentorship programs tailored to

individual and organizational needs. These programs not only address current skills gaps

but also prepare employees for emerging challenges in the ICT industry.

​Global Workforce Integration

Huawei’s workforce comprises employees from over 170 countries. Its personnel

management practices prioritize cultural inclusivity and cross-functional collaboration,

enabling the company to leverage diverse perspectives and skills.

Figure 2.2. Key Components of Huawei’s Personnel Management System
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​Strengths of Huawei’s Personnel Management System

Huawei’s system demonstrates several strengths that contribute to its

organizational effectiveness.

​Alignment with Strategic Goals

Huawei’s personnel management practices are directly aligned with its

innovation-driven mission. By linking individual performance metrics with corporate

objectives, the company ensures that employees contribute meaningfully to its success.

​Technology Integration

The integration of advanced technologies, such as AI and HR analytics, enables

Huawei to conduct precise and efficient evaluations. This data-driven approach

minimizes bias, enhances transparency, and fosters trust among employees.

​Employee Engagement

Huawei’s focus on transparent evaluations and personalized development plans

fosters high levels of engagement. Engaged employees are more motivated, productive,

and loyal, as reflected in Huawei’s strong retention rates.

​Challenges and Limitations

Despite its strengths, Huawei’s personnel management system faces several

challenges that could affect its long-term effectiveness:

​Scalability Across Global Operations

Managing consistent evaluation and management practices for over 195,000

employees across diverse cultural and regulatory environments is a logistical challenge.

Regional adaptations are required to maintain fairness and relevance.

​Retention in a Competitive Industry

The ICT industry is characterized by intense competition for talent. Retaining top

performers while managing costs is a constant challenge for Huawei.

Bias in Evaluations
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Although Huawei employs advanced tools, biases in human judgment or

algorithmic processes can affect evaluation outcomes. Ongoing training and audits are

necessary to mitigate these risks [38].

​Measuring Effectiveness: Metrics and Indicators

Huawei employs specific metrics to evaluate the effectiveness of its personnel

management system. These indicators provide insights into workforce performance,

engagement, and alignment with corporate goals:

1. Retention Rate High retention rates reflect employee satisfaction and the

effectiveness of engagement policies. Huawei’s retention rate of 92% in 2023

surpasses the industry average.

2. Productivity Metrics Metrics such as project completion rates and revenue per

employee measure the direct impact of personnel management on organizational

outcomes.

3. Leadership Development Huawei tracks the readiness of high-potential employees

for leadership roles, ensuring the sustainability of its talent pipeline.

Table 2.3

Workforce Performance Metrics (2023)

Indicator Huawei (2023) Industry Benchmark

Retention Rate 92% 88%

Revenue Per Employee $400,000 $350,000

Average Project Delivery Time 2.5 months 3 months

Source: Complied by the author

​Impact on Organizational Performance

Huawei’s personnel management system contributes significantly to its

organizational success:
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​Operational Efficiency

Alignment between individual and organizational goals improves resource

allocation and enhances productivity. Employees understand their role in achieving

company objectives, fostering accountability and effectiveness.

​Innovation Leadership

Huawei’s system promotes a culture of creativity and continuous improvement.

Employees are incentivized to contribute innovative ideas, positioning Huawei as a

global leader in technological advancements.

​Customer Satisfaction

A skilled and motivated workforce directly impacts the quality of Huawei’s

products and services, ensuring customer loyalty and market leadership.

Huawei’s personnel management system plays a vital role in its organizational

success. By leveraging advanced technologies, fostering engagement, and aligning

workforce goals with corporate objectives, Huawei has created a robust framework for

managing its global workforce. Addressing its challenges and implementing targeted

improvements will enable the company to maintain its leadership position in the ICT

industry [27].
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CHAPTER 3

PROSPECTS FOR PERSONNEL MANAGEMENT DEVELOPMENT
AT HUAWEI

3.1. Innovations and implementation in Huawei’s personnel evaluation
practices

Huawei has consistently integrated innovation into its human resource

management systems to address the demands of a global and dynamic workforce. By

adopting cutting-edge technologies and methodologies, the company aims to enhance

the efficiency, transparency, and impact of its personnel evaluation practices [26]. This

section examines Huawei’s recent innovations, their implementation, and their role in

supporting strategic goals.

Huawei is at the forefront of integrating advanced technologies into its personnel

evaluation system, fostering precision and adaptability.

​1. Artificial Intelligence (AI) Integration

AI has revolutionized Huawei’s approach to personnel evaluation by automating

data collection and analysis. Key benefits include:

● Performance Predictions: AI algorithms predict future employee performance

based on historical data and behavioral patterns.

● Bias Mitigation: Automated assessments reduce subjectivity in evaluations,

ensuring fairness.

● Tailored Development Plans: Insights derived from AI help create personalized

growth opportunities for employees.

​2. Blockchain for Transparency and Data Security

Blockchain technology enhances the credibility of Huawei’s evaluation practices

by providing a secure and immutable record of performance data. This ensures:

● Data Integrity: Evaluation records cannot be altered, enhancing trust among

employees.
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● Enhanced Accessibility: Managers and employees can access records

transparently, fostering accountability.

​3. Gamification for Engagement

Huawei integrates gamification elements into its evaluation platforms to increase

employee participation and motivation. Examples include:

● Point-Based Systems: Employees earn points for meeting goals, which can be

redeemed for rewards.

● Leaderboards: Public recognition fosters healthy competition and drives

performance.

​Behavioral and Cultural Innovations

In addition to technological advancements, Huawei emphasizes behavioral and

cultural innovations to align evaluation practices with its global workforce dynamics.

​1. Cultural Fit Assessments

Recognizing the importance of cultural alignment, Huawei evaluates employees

on their adherence to core organizational values such as innovation, integrity, and

collaboration. This ensures that employees contribute to a cohesive and positive work

environment.

​2. Collaboration Metrics

To encourage teamwork, Huawei has introduced metrics that assess employees’

ability to work across departments and geographies. These include:

● Frequency of cross-functional projects.

● Peer feedback on collaborative efforts.

● Success rates of joint initiatives.

​3. Continuous Feedback Loops

Huawei has shifted from periodic reviews to continuous feedback systems. This

approach enables:

● Real-time adjustments to performance.

● Strengthened manager-employee communication.
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● Higher engagement and accountability.

Table 3.1

Key Behavioral Metrics in Huawei’s Evaluation System

Metric Focus Area Purpose

Cultural Alignment
Adherence to company

values
Enhances workplace cohesion

Collaboration

Effectiveness
Cross-functional teamwork Drives innovation and efficiency

Responsiveness to

Feedback
Real-time feedback loops

Encourages continuous

improvement

Source: Complied by the author

​Innovative Tools and Platforms

Huawei’s personnel evaluation practices are supported by proprietary and

third-party tools that enhance their functionality and scalability.

​1. Mobile Applications

● Huawei’s mobile-friendly platforms allow employees to:

● Self-assess their performance.

● Track progress toward goals.

● Access personalized recommendations.

​2. Cloud-Based Evaluation Systems

These systems centralize data, making it accessible across Huawei’s global

offices. Benefits include:

● Real-Time Reporting: Managers can access up-to-date performance metrics.

● Scalability: The platform supports Huawei’s large and diverse workforce.
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​3. Integrated Learning Management Systems (LMS)

Huawei links evaluation outcomes with LMS platforms to facilitate skill

development. Employees receive training recommendations based on their evaluation

results, ensuring targeted growth.

Figure 3.1. Integration of Evaluation and Learning at Huawei

​Implementation Challenges and Solutions

Huawei faces several challenges in implementing innovative evaluation practices,

but proactive strategies have mitigated these issues:

​1. Scalability

With over 195,000 employees, scaling innovations globally is complex. Huawei

addresses this by piloting tools in specific regions before wider adoption.

​2. Training for Adoption

Employees and managers may require training to effectively use new tools.

Huawei provides:

● Interactive workshops.
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● Online training modules.

● Hands-on demonstrations.

​3. Regulatory Compliance

Huawei ensures that its evaluation practices comply with local labor laws and data

protection regulations, fostering trust and reducing risks [23].

​Impact on Organizational Performance

The innovations in Huawei’s personnel evaluation practices have had a significant

impact on its organizational performance:

1. Enhanced Productivity. AI and continuous feedback loops ensure that employees

remain aligned with organizational goals, leading to improved efficiency.

2. Increased Retention Rates. Transparent and engaging evaluation practices enhance

employee satisfaction and loyalty.

3. Improved Innovation Capacity. Collaboration metrics and cultural alignment

assessments foster a culture of innovation, enabling Huawei to maintain its

competitive edge.

Table 3.2

Impact Metrics of Evaluation Innovations

Outcome Before Innovation After Innovation

Employee Retention Rate 88% 92%

Average Productivity Index 75 85

Engagement Survey Scores 80% 90%

Source: Complied by the author

Huawei’s personnel evaluation innovations reflect its commitment to leveraging

technology and cultural insights to enhance workforce performance. By integrating AI,

blockchain, and gamification with behavioral metrics, Huawei creates a robust and
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adaptive evaluation system. These innovations not only address current challenges but

also position the company to meet future workforce demands.

3.2. Strategies for developing and improving Huawei’s personnel

management system

In a rapidly evolving technological and business landscape, Huawei must

continually enhance its personnel management system to sustain its global leadership.

Effective personnel management strategies not only drive organizational efficiency but

also empower employees to thrive in a dynamic work environment [32]. This section

outlines comprehensive strategies for developing and improving Huawei’s personnel

management practices, emphasizing their alignment with long-term corporate objectives

and global workforce trends.

Technology is the backbone of Huawei’s operations, and its integration into

personnel management can deliver significant advantages. Advanced technologies such

as artificial intelligence (AI) and predictive analytics enable organizations to process

vast amounts of data, identify trends, and make informed decisions.

At Huawei, expanding the use of AI in human resource functions could enhance

several areas. For example, predictive workforce planning can anticipate future talent

needs by analyzing data on industry trends, workforce demographics, and internal

performance metrics [34]. This ensures that the company has the right talent in place to

meet its strategic goals. Furthermore, AI tools can streamline recruitment by automating

repetitive tasks such as resume screening and candidate evaluation, allowing HR

professionals to focus on more strategic activities.

HR analytics plays a critical role in translating data into actionable insights. By

continuously monitoring workforce engagement, productivity, and turnover, Huawei can

identify areas for improvement and proactively address challenges. This data-driven
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approach supports a deeper understanding of employee behavior and creates

opportunities for targeted interventions that enhance workforce performance.

To maintain its competitive edge, Huawei must adopt strategies that prioritize the

needs and aspirations of its employees. Employee-centric practices focus on creating an

environment where individuals feel valued, supported, and motivated to contribute to the

organization’s success [15].

One effective approach is the implementation of personalized career development

plans. Individual Development Plans (IDPs) provide employees with tailored pathways

for growth, aligned with their skills and career aspirations. These plans also benefit the

organization by ensuring that employees are prepared to meet future business needs.

Mentorship programs, which pair employees with experienced leaders, can further

support professional development by offering guidance and fostering meaningful

connections within the company.

Work-life balance is another crucial aspect of employee-centric practices. Flexible

work arrangements, such as hybrid work models, enable employees to manage their

professional and personal responsibilities effectively. Huawei’s investment in mental

health resources and family-friendly policies demonstrates its commitment to employee

well-being. These initiatives not only improve job satisfaction but also reduce

absenteeism and turnover.

As a multinational organization with operations in over 170 countries, Huawei

must ensure that its personnel management strategies reflect the diversity and

complexity of its global workforce. Adapting practices to local cultural, economic, and

regulatory contexts is essential for maintaining relevance and fairness.

Localized evaluation frameworks allow Huawei to assess employee performance

in ways that account for regional variations in work culture and business priorities. For

instance, criteria for evaluating teamwork may differ between markets that prioritize

individual achievement and those that emphasize collective success. Tailoring these
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frameworks ensures that all employees are assessed on metrics that resonate with their

specific work environments.

Cultural competency training for managers and team leaders is another vital

strategy [40]. By understanding the nuances of cross-cultural communication and

collaboration, managers can foster more inclusive and productive teams. This approach

not only enhances day-to-day operations but also strengthens Huawei’s ability to

navigate the complexities of global markets.

Huawei operates in a dynamic industry where workforce trends continually

evolve. By anticipating and responding to these changes, the company can remain agile

and competitive.

One significant trend is the increasing demand for digital skills. As the ICT sector

continues to innovate, employees must stay abreast of emerging technologies such as AI,

cloud computing, and data analytics. Huawei can address this challenge by investing in

comprehensive upskilling and reskilling programs. These initiatives not only enhance

employees’ technical expertise but also prepare them for leadership roles in an

increasingly digital world.

Hybrid work models are another prominent trend shaping the modern workforce.

The COVID-19 pandemic accelerated the adoption of remote and flexible working

arrangements, and many organizations, including Huawei, are now reimagining their

workplace strategies. To succeed in this new paradigm, Huawei must equip its

employees with the tools and resources needed to work effectively across physical and

virtual environments. This includes developing new evaluation criteria that reflect the

realities of remote work, such as self-management and virtual collaboration skills.

Sustainability is becoming an integral part of corporate strategy, and Huawei is no

exception. In the context of personnel management, sustainability involves creating a

workforce that can adapt to long-term challenges and opportunities.

One way to achieve this is by embedding sustainability into employee evaluation

and development processes. For example, Huawei could introduce metrics that assess an
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employee’s ability to contribute to sustainability goals, such as reducing energy

consumption in product design or implementing environmentally friendly practices in

daily operations. By linking these efforts to corporate values, Huawei can foster a

culture of sustainability that resonates with employees and stakeholders alike.

Succession planning is another critical component of workforce sustainability

[36]. Ensuring a steady pipeline of leadership talent requires identifying high-potential

employees early and providing them with the resources to succeed. Huawei’s leadership

development programs, which emphasize experiential learning and cross-functional

rotations, prepare future leaders to navigate the complexities of the global market.

While the strategies outlined above offer significant benefits, their implementation

may face challenges. Resistance to change is a common obstacle, as employees and

managers may be hesitant to adopt new systems or processes. To mitigate this, Huawei

must clearly communicate the value of these changes and provide adequate training to

ensure a smooth transition.

Resource allocation is another potential challenge, particularly when introducing

advanced technologies or scaling initiatives across regions. Huawei can address this by

prioritizing projects with the highest impact and return on investment, ensuring that

resources are used effectively.

Finally, maintaining consistency across a global workforce requires careful

planning. A centralized framework for personnel management, complemented by

localized execution, can strike the right balance between standardization and

adaptability.

Huawei’s strategies for developing and improving its personnel management

system showcase a forward-thinking approach that aligns with its commitment to

innovation, inclusivity, and sustainability. By leveraging advanced technologies such as

artificial intelligence and big data analytics, Huawei enhances the precision and

efficiency of its evaluation and development processes. This integration allows for better
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insights into workforce capabilities, enabling tailored training and development

programs that meet both individual and organizational goals.

Adopting employee-centric practices further solidifies Huawei’s position as an

industry leader. By prioritizing employee well-being, career growth, and recognition,

Huawei fosters a culture of engagement and loyalty. These practices not only boost

employee satisfaction and retention but also enhance productivity and creativity, driving

the company’s competitive edge in the ICT sector.

Moreover, adapting to global workforce trends positions Huawei to remain agile

and responsive to an evolving industry landscape. The company’s emphasis on

inclusivity ensures that diverse perspectives are integrated into its strategies, fostering

innovation and creating an environment that supports equitable opportunities for all

employees. Sustainability initiatives, such as embedding environmental and social

responsibility metrics into personnel evaluations, align workforce contributions with

Huawei’s broader corporate priorities.

Successfully implementing these strategies requires overcoming challenges such

as technological integration, change management, and global consistency [37]. Clear

communication, employee involvement, and robust training programs will be essential

to navigating these complexities. Maintaining a long-term perspective is equally critical,

as it ensures that these initiatives remain adaptable to future industry trends and

workforce needs.

As Huawei continues to refine its personnel management practices, it establishes

itself as a benchmark for excellence not only within the ICT sector but across industries.

By balancing innovation with a human-centric approach, Huawei demonstrates how

organizations can achieve sustained growth and resilience in a rapidly changing world.
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3.3. Challenges and opportunities for Huawei in personnel evaluation and

development

Huawei, as a global leader in the ICT industry, operates in one of the most

competitive and dynamic business environments. The company’s vast workforce,

spanning over 170 countries, is both a strength and a challenge. Managing this diverse

workforce requires a robust personnel management system that can address regional

complexities, integrate advanced technologies, and foster innovation. While Huawei has

made strides in personnel evaluation and development, significant challenges persist,

accompanied by opportunities for improvement. This section explores these challenges

and opportunities in depth, focusing on strategies to enhance Huawei’s personnel

management practices for sustainable growth.

Huawei’s personnel evaluation system must accommodate the complexities of a

global workforce while remaining fair, transparent, and aligned with corporate

objectives. Below is a detailed exploration of the challenges faced by the company,

supported by strategic recommendations.

Table 3.3

Challenges in Huawei’s Personnel Evaluation and Development

Challenge Description Proposed Solution

Managing a Diverse

Global Workforce

Cultural differences and regional

regulations complicate evaluation

standardization.

Develop localized evaluation

frameworks tailored to regional

contexts.

Balancing

Technology with

Human Judgment

Overreliance on AI may lead to

biases; human insight is limited

in automated systems.

Combine AI tools with human

oversight and conduct regular

algorithm audits.
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Challenge Description Proposed Solution

Retaining Talent in a

Competitive

Industry

Attractive offers from

competitors and workforce

mobility create retention issues.

Offer competitive

compensation and clear

advancement pathways.

Resistance to

Change

Uncertainty and lack of training

hinder adoption of new systems.

Enhance communication and

provide comprehensive training

for new systems.

Source: Complied by the author

1. Managing a Diverse Global Workforce. Huawei’s global operations necessitate

a workforce with diverse cultural, linguistic, and regulatory backgrounds. These

differences pose challenges for establishing standardized evaluation criteria. For

instance, an employee’s performance may be assessed differently depending on local

cultural values. While individual achievement might be highly regarded in one region,

collaborative efforts might hold more weight in another. This disparity can lead to

perceptions of bias and unfairness if not addressed properly.

Localized evaluation frameworks are an effective solution. By aligning

performance metrics with regional cultural norms and legal requirements, Huawei can

ensure that its evaluation system is fair and meaningful. Additionally, cultural

competency training for managers can enhance their ability to navigate these differences

effectively, promoting inclusivity and mutual understanding.

2. Balancing Technology with Human Judgment. While Huawei’s adoption of AI

and analytics in personnel evaluation has improved efficiency and objectivity, it also

introduces risks. Algorithms, if not regularly audited, can perpetuate biases present in

historical data. Furthermore, technology cannot fully capture qualitative attributes such

as emotional intelligence, creativity, or leadership potential, which are critical for

employee development.
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To address this challenge, Huawei should integrate AI tools with human oversight.

Evaluators can use AI-generated insights as a foundation for decision-making while

applying their judgment to assess complex, qualitative factors. Regular algorithm audits

and employee feedback on evaluation systems can further mitigate the risk of bias.

3. Retaining Talent in a Competitive Industry. The ICT sector is highly

competitive, with companies vying for skilled professionals in areas such as AI, cloud

computing, and data analytics. Huawei faces challenges in retaining top talent, as

competitors often offer lucrative compensation packages and career opportunities.

Additionally, workforce mobility is prevalent in the ICT sector, with employees

frequently seeking opportunities in regions with better economic conditions or

professional growth prospects.

To improve retention, Huawei must prioritize employee satisfaction through

competitive compensation, robust career development programs, and recognition of

employee contributions. Providing clear advancement pathways and fostering a positive

organizational culture can also enhance loyalty and reduce turnover.

4. Resistance to Change. Implementing new evaluation and development systems

often encounters resistance from employees and managers alike. This resistance may

stem from uncertainty about the implications of the new systems or a lack of familiarity

with the tools involved. Without adequate training and communication, employees may

view these changes as burdensome or even punitive.

Huawei can effectively overcome challenges associated with the adoption of new

personnel management systems by fostering clear and consistent communication about

their benefits and actively involving employees in their design and implementation. By

creating a collaborative approach, Huawei ensures that employees feel valued and

engaged, which in turn increases their willingness to embrace and adapt to the new

systems.

Comprehensive training programs are a critical component of this strategy, as they

build employee familiarity with the tools and processes involved [17]. These programs
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should go beyond technical instruction to highlight how the systems support personal

and professional growth. Framing the tools as enablers of development, rather than mere

performance measurement mechanisms, fosters a positive perception and encourages

employees to leverage them for their advancement.

While challenges persist, Huawei has a wealth of opportunities to innovate and

enhance its personnel management systems. These opportunities align closely with the

company’s strategic priorities, which emphasize agility, inclusivity, and operational

excellence. By adopting advanced technologies such as AI-driven analytics and

predictive tools, Huawei can refine its evaluation processes to make them more dynamic

and data-informed, enabling precise talent identification and development planning.

Moreover, Huawei’s commitment to fostering a diverse and inclusive workforce

offers a platform to integrate global perspectives into its management practices.

Leveraging this diversity, coupled with strategies to strengthen employee engagement

through career growth initiatives and recognition programs, positions Huawei to

cultivate a high-performing workforce.

These initiatives not only support Huawei’s vision of being a leader in the ICT

industry but also ensure that its personnel management practices reflect the company’s

broader goals of sustainability, innovation, and social responsibility. By navigating these

challenges strategically and capitalizing on its opportunities, Huawei can continue to set

a benchmark for excellence in workforce management and remain a trailblazer in its

field.
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Table 3.4

Opportunities for Enhancing Personnel Management at Huawei

Opportunity Description Expected Impact

Leveraging

Technological

Innovation

Use AI, gamification, and

learning systems to improve

evaluations.

Enhanced efficiency,

accuracy, and employee

development.

Expanding Diversity

and Inclusion Initiatives

Promote global D&I programs

and cultural competency

training.

Stronger collaboration and

an inclusive workplace

culture.

Enhancing Leadership

Development

Expand cross-functional

rotations and mentorship

programs.

Improved succession

planning and future-ready

leaders.

Fostering Employee

Engagement

Implement continuous feedback

systems and transparent rewards.

Higher motivation,

productivity, and retention

rates.

Source: Complied by the author

1. Leveraging Technological Innovation. Huawei’s technological expertise

provides a foundation for implementing cutting-edge tools in personnel evaluation. AI

can be expanded to include predictive analytics, which anticipates workforce needs

based on trends and internal performance data. Gamification elements, such as

performance leaderboards and rewards for achieving milestones, can boost employee

engagement.

Additionally, integrating learning systems with evaluation tools ensures that

employees receive tailored recommendations for skill development. This creates a

seamless connection between performance reviews and professional growth

opportunities.
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2. Expanding Diversity and Inclusion Initiatives. Diversity and inclusion (D&I)

are critical for fostering a collaborative and innovative workplace. Huawei can

strengthen its D&I efforts by launching global programs that support underrepresented

groups and encourage cross-cultural collaboration. Training managers in cultural

competency further promotes an inclusive environment, where employees from different

backgrounds feel valued and supported.

3. Enhancing Leadership Development. Investing in leadership development is

essential for Huawei’s long-term success. By expanding programs such as

cross-functional rotations, mentorship schemes, and experiential learning opportunities,

Huawei can prepare employees for leadership roles while addressing succession

planning needs. These initiatives ensure that the company has a steady pipeline of

capable leaders equipped to navigate the complexities of a global market.

4. Fostering Employee Engagement. Employee engagement is a critical driver of

productivity and retention. Continuous feedback systems, combined with transparent

recognition and rewards, enable employees to feel valued and aligned with the

company’s mission. These efforts not only enhance motivation but also contribute to a

culture of accountability and excellence.

Huawei’s approach to addressing challenges and leveraging opportunities must be

both strategic and forward-looking, ensuring that the company remains a leader in the

rapidly evolving ICT industry. By adopting tailored solutions such as regional

customization, transparency in evaluation practices, and enhanced training programs,

Huawei can maintain its adaptability to shifting workforce dynamics and market

conditions. These strategies not only enable the company to address specific regional

and cultural nuances but also build a strong foundation for global consistency in

personnel management.

Focusing on employee retention through career development opportunities and

recognition initiatives can significantly enhance workforce engagement and loyalty [21].

Tailored career pathways, regular feedback, and reward systems will foster a sense of
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purpose among employees, strengthening Huawei’s competitive edge and reinforcing its

reputation as an employer of choice.

The future of Huawei’s personnel management lies in seamlessly integrating

technological innovation with a human-centric approach. By leveraging advancements

in AI and machine learning, Huawei can refine its evaluation systems to include

predictive capabilities that anticipate employee needs and market demands. These

technologies will enable more accurate assessments, support individualized career

planning, and enhance adaptability within the workforce. Furthermore, embedding

sustainability metrics into evaluation frameworks allows Huawei to align employee

performance with broader corporate priorities, such as reducing environmental impact,

fostering social responsibility, and meeting global sustainability goals.

Upskilling and reskilling initiatives will be critical to preparing employees for the

rapidly changing demands of the ICT industry. Comprehensive training programs and

professional development opportunities will ensure that Huawei’s workforce remains

resilient and equipped to handle emerging challenges. Simultaneously, leadership

development programs tailored to global market dynamics will strengthen the

company’s ability to cultivate leaders who can navigate complex, competitive

environments while driving innovation.

Huawei’s personnel evaluation and development systems face inherent challenges

rooted in managing diversity, integrating advanced technologies, and sustaining

competitiveness in a dynamic industry. However, these challenges present opportunities

for the company to set new standards in personnel management by implementing

cutting-edge technologies, fostering inclusion through diversity initiatives, and

enhancing engagement strategies. By addressing these areas strategically and embracing

opportunities for innovation, Huawei can sustain its growth, retain its leadership

position, and continue setting benchmarks for excellence in personnel management

across the ICT sector and beyond.
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CONCLUSIONS

This Master’s thesis has explored the critical role of personnel evaluation as a

strategic function in achieving organizational goals, with Huawei Technologies Co., Ltd.

serving as a focal case study. The research underscores the importance of aligning

workforce capabilities with corporate objectives, fostering a culture of innovation, and

addressing the multifaceted challenges of managing a global workforce. By investigating

Huawei’s personnel management system, the study provides actionable insights and

recommendations that can benefit not only Huawei but also other organizations striving

to optimize their human resource practices in today’s competitive and rapidly evolving

environment.

Personnel evaluation, as highlighted in this study, extends far beyond traditional

performance measurement. It is a dynamic and strategic tool that ensures individual

efforts are closely aligned with organizational priorities. This alignment enables

companies to navigate complex business landscapes effectively while empowering

employees to contribute meaningfully to corporate success. The conclusions of this

research emphasize the transformative potential of integrating advanced technologies,

continuous feedback mechanisms, and employee-centric practices into personnel

management systems.

Personnel evaluation plays a strategic role in ensuring that organizational and

individual goals are aligned. Modern frameworks move beyond static, annual

performance reviews to incorporate dynamic and adaptable practices that respond to

changing business needs. The integration of advanced technologies, such as artificial

intelligence (AI) and data analytics, allows organizations to derive real-time insights into

employee performance, identify areas for improvement, and make informed decisions.

Continuous feedback mechanisms and a focus on employee-centric practices enhance

workforce engagement, enabling employees to thrive in their roles while contributing to

organizational objectives.



58

Huawei’s personnel management system exemplifies innovation and adaptability.

The company employs cutting-edge tools, including AI-driven analytics, gamification

platforms, and 360-degree feedback systems, to enhance the accuracy and engagement

of its evaluation processes. These tools enable Huawei to analyze employee performance

holistically, factoring in both quantitative metrics and qualitative inputs. However,

Huawei also faces significant challenges, including managing a workforce spanning over

170 countries, navigating cultural diversity, and addressing the complexities of

technological reliance. Retaining top talent in a competitive ICT sector adds further

layers of difficulty, emphasizing the need for robust retention strategies.

Huawei’s global scale and technological emphasis present unique challenges. The

cultural diversity within its workforce often complicates the standardization of

evaluation criteria, as regional norms and expectations can vary widely. Additionally,

while AI-driven tools enhance efficiency, they risk introducing algorithmic biases and

may not fully capture nuanced aspects of employee performance, such as creativity or

leadership potential. Workforce retention remains another pressing issue, with

competitors in the ICT sector actively seeking to attract skilled professionals.

Furthermore, resistance to change—particularly in the adoption of new systems—can

hinder the implementation of innovative personnel management practices.

Despite these challenges, Huawei is well-positioned to leverage numerous

opportunities for innovation. The integration of advanced technologies, such as machine

learning and blockchain, offers the potential to enhance evaluation accuracy and

transparency. Expanding diversity and inclusion initiatives can foster a more

collaborative and inclusive workplace culture, while leadership development programs

can build a pipeline of future-ready leaders. By adopting continuous feedback systems

and transparent reward mechanisms, Huawei can further strengthen employee

engagement, creating a motivated and high-performing workforce.

To address its challenges and capitalize on opportunities, Huawei should:
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● Develop Localized Evaluation Frameworks: Tailor performance metrics to

regional cultural and economic contexts to ensure fairness and relevance.

● Integrate AI Tools with Human Oversight: Combine the efficiency of AI-driven

analytics with the nuanced understanding of human evaluators to mitigate biases

and enhance accuracy.

● Enhance Retention Strategies: Implement competitive compensation packages,

career development pathways, and recognition programs to improve employee

satisfaction and loyalty.

● Expand Training Programs: Provide comprehensive training to employees and

managers to facilitate the adoption of new systems and promote a culture of

continuous learning.

The findings of this thesis hold significant practical implications for Huawei and

similar organizations operating in competitive, technology-driven industries. By

implementing the recommended strategies, companies can:

1. Improve Evaluation Accuracy and Employee Satisfaction: Leveraging advanced

tools and continuous feedback mechanisms ensures that evaluations are fair,

transparent, and actionable, enhancing employee trust and engagement.

2. Enhance Retention Rates and Reduce Turnover Costs: Clear career pathways,

competitive benefits, and an inclusive work environment foster employee loyalty,

reducing the financial and operational costs associated with high turnover.

3. Foster a Culture of Inclusivity, Innovation, and Continuous Learning:

Organizations that prioritize diversity, transparency, and professional growth

create environments where employees feel valued and empowered to innovate.

Huawei’s personnel evaluation system exemplifies the complexities of managing a

diverse, dynamic workforce in an industry characterized by constant innovation and

competition. Despite its challenges, the company’s innovative practices and commitment

to employee development position it as a leader in personnel management. By

addressing existing gaps and leveraging opportunities for improvement, Huawei can
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continue to set benchmarks for excellence, ensuring sustained growth and a competitive

edge in the global market.

This thesis contributes to the broader understanding of personnel evaluation as a

strategic function integral to organizational success. The insights derived from Huawei’s

practices offer valuable lessons for other organizations seeking to optimize their human

resource systems. Through continuous innovation, adaptation, and a focus on employee

well-being, companies can build resilient, engaged, and high-performing workforces

capable of driving long-term success in the modern business environment.
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