
 

 

 

 

Enlightenment of Chinese Companies' Salary Management to Malaysia： 

A Case Study of Huawei Company 

 

 

 

 

 

 

 

By  

LI JINGWEN 

 

 

 

 

 

 

 

 

 

Project Paper Submitted in Partial Fulfillment of the Requirements  

for the Degree of Master of Business Administration  

Universiti Tun Abdul Razak 

 

October 2020 

 

 



II 
 

DECLARATION 

 

I hereby declare that the case study is based on my original work except for quotations and 

citations that have been duly acknowledged. I also declare it has not been previously or 

concurrently submitted for any other degree at Universiti Tun Abdul Razak (UNIRAZAK) or 

other institution. 

 

 

 

 

 

 

 

 

 

                               

LI JINGWEN                   

DATE:                         

  



III 
 

ACKNOWLEDGEMENTS 

 

I would like to thank everyone who helped me during the writing of this article. What I am 

most grateful for is my professor Farhana Tahmida Newaz's continuous encouragement and 

guidance. She led me through all stages of writing this article. Without her consistent and 

enlightening guidance, this paper would not have reached its current form. 

 

Secondly, I would like to express my sincere thanks to my friend Sunny Li who led me to this 

university. It was he who made me come to Malaysia from Northern University for 

Nationalities and came to the big family of UNIRAZAK. I felt the enthusiasm of the people 

here and all their help to me. 

 

I am also very grateful to the professors and teachers at the university: they have provided me 

with a lot of guidance and help in the past two years. Dean Gazi, and my English teachers, 

Ms. Grace and Ms. Tara. 

 

Finally, I want to thank my beloved family for their love and care and great confidence in me 

over the years. I would also like to express my heartfelt thanks to my friends and classmates, 

who gave me help and time to listen to my opinions and helped me solve the difficulties 

encountered in the paper. 

  



IV 
 

TABLE OF CONTENTS 

 

DECLRATION………………………………………………………………………………..II 

ACKNOWLEDGEMENTS ..................................................................................................... III 

LIST OF TABLES ................................................................................................................... VI 

LIST OF FIGURES ............................................................................................................... VII 

LIST OF ABBREVIATIONS ............................................................................................... VIII 

EXECUTIVE SUMMARY ...................................................................................................... IX 

 

PART 1: CASE DESCRIPTION ................................................................................................ 1 

1.1 COMPANY BACKGROUND ................................................................................ 1 

1.1.1 HUAWEI TECHNOLOGIES CO. LTD. .......................................................... 1 

1.1.2 OWNERSHIP OF HUAWEI ............................................................................ 4 

1.1.3 CONTROL OF HUAWEI ................................................................................ 4 

1.1.4 HUAWEI ORGANIZATIONAL CHART ....................................................... 5 

1.1.5 HUAWEI ENTERPRISE SERVICE LIFE CYCLE ........................................ 9 

1.1.6 HUAWEI'S KEY BUSINESS PROGRESS IN RECENT YEARS ............... 10 

1.2 INDUSTRY OVERVIEW ..................................................................................... 13 

1.3 COMPETITIVE ENVIRONMENT ANALYSIS .................................................. 15 

1.3.1 COMPETITIVENESS GENERATED BY THE STRATEGIC 

CONFRONTATION OF PEER COMPANIES .......................................................... 15 

1.3.2  THREATS FROM SUBSTITUTE MANUFACTURERS ......................... 16 

1.3.3 THREAT OF POTENTIAL ENTRANTS ...................................................... 16 

1.3.4 BARGAINING POWER OF SUPPLIERS .................................................... 17 

1.3.5 BARGAINING POWER OF THE BUYER .................................................. 18 

1.3.6 SUMMARY ................................................................................................... 19 

1.4 SWOT ANALYSIS ................................................................................................ 19 

1.4.1  THE "STRENGTHS" ANALYSIS OF HUAWEI MOBILE PHONE........... 19 

1.4.2  "WEAKNESSES" ANALYSIS OF HUAWEI MOBILE PHONES .............. 20 



V 
 

1.4.3 "OPPORTUNITIES" ANALYSIS OF HUAWEI MOBILE PHONES ... Error! 

Bookmark not defined. 

1.4.4 "THREATS" ANALYSIS OF HUAWEI MOBILE PHONES .......................... 22 

1.5 SPECIFIC AREAS OF INTEREST .................................................................... 244 

1.6 CONCLUSION ................................................................................................... 255 

 

PART 2: CASE ANALYSIS .................................................................................................. 277 

2.1  CASE SYNOPSIS ................................................................................................... 27 

2.2 PROBLEM RECOGNITION AND DEFINITION .................................................. 300 

2.3 PROBLEM DIAGNOSIS AND ANALYSIS ........................................................... 355 

2.4  ALTERNATIVE SOLUTIONS ............................................................................... 39 

2.4.1 THE OVERALL GOAL OF SALARY MANAGEMENT IMPROVEMENT 

AND PERFECTION ................................................................................................ 400 

2.4.2 PRINCIPLES AND IDEAS FOR IMPROVEMENT AND PERFECTION OF 

SALARY MANAGEMENT .................................................................................... 401 

2.4.3 BASIC SALARY DESIGN ............................................................................ 433 

2.4.4 PERSONNEL CLASSIFICATION ................................................................. 444 

2.4.5 JOB EVALUATION ......................................................................................... 47 

2.4.6 INCENTIVE SALARY DESIGN ................................................................. 4848 

2.4.7 SALARY CHANGES AND ADJUSTMENTS .............................................. 501 

2.5  EVALUATION AND COMPARATIVE ANALYSIS ............................................ 512 

2.6  RECOMMENDATIONS ..................................................................................... 522 

2.10 CONCLUSION ....................................................................................................... 544 

REFERENCES ...................................................................................................................... 555 

 

 



VI 
 

 LIST OF TABLES 

Table 1 The salary scale of Huawei company Unit：RM .................................................. 32 

Table 2 The salary structure of Huawei company ............................................................. 43 

Table 3 The job sequence correspondence of Huawei company ...................................... 45 

Table 4 The Job title and scope of application of Huawei company ................................ 46 

Table 5 The post and rank sequence of Huawei company ................................................ 47 

Table 6The Comparison and improvement of compensation management in Huawei 

company ..................................................................................................................... 52 

 

  



VII 
 

LIST OF FIGURES 

Figure 1 Organization chart of Huawei .............................................................................. 5 

Figure 2 Huawei's service life cycle ................................................................................... 9 

Figure 3 A panoramic view of Huawei's enterprise life cycle services ............................ 10 

Figure 4 Michael Porter’s Five Forces Framework .......................................................... 15 

Figure 5 SWOT Analysis .................................................................................................. 19 

Figure 6 The salary bandwidth structure of Huawei company ......................................... 34 

Figure 7 The salary management and control level of Huawei group .............................. 39 

 

  



VIII 
 

LIST OF ABBREVIATIONS 

Co. Ltd  Company Limited 

ICT   Information and Communications Technology 

RMB  RenMinBi Yuan 

IBM  International Business Machines Corporation 

PwC  Price Waterhouse Coopers Consulting 

FhG  Fraunhofer-Gesellschaft 

BOD  Board of Directors 

PRC  People's Republic of China 

UC&C  Unified Communication and Collaboration 

5G   5th Generation Mobile Networks Or 5th Generation Wireless Systems 

CPU  Central Processing Unit 

CEO   Chief Executive Officer 

  



IX 
 

EXECUTIVE SUMMARY 

Today, with fierce competition in the international market, how to attract, motivate and retain 

talents has become an important issue in the human resource management of every enterprise. 

 

However, the traditional old wage management not only fails to fully mobilize the 

enthusiasm of employees, but also becomes a burden that hinders employees' progress. To 

further develop and grow in the context of economic globalization, enterprises must establish 

a new reasonable and scientific salary management model. From a small company with a 

registered capital of only 20,000 yuan, Huawei has developed into a world-leading company, 

and its rapid development has been recognized by countries all over the world. This has an 

important relationship with the implementation of its competitive compensation management 

strategy. Taking the company as an example, this article explains the evolution of Huawei’s 

salary management system, the details of the salary structure and strategic salary 

management, etc., as well as surveys conducted through interviews with relevant managers of 

Huawei (Malaysia). At the same time, the current salary is based on the Malaysian market. 

Management system for comparison and analysis. 

 

Finally, some enlightenments and suggestions are put forward for the salary management 

system of local enterprises in Malaysia. 
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PART 1: CASE DESCRIPTION 

1.1 COMPANY BACKGROUND 

1.1.1 HUAWEI TECHNOLOGIES CO. LTD. 

Huawei is the world's leading provider of ICT information and communication 

infrastructure and smart terminals. Its headquarters is in the Huawei base in Bantian, 

Longgang District, Shenzhen, Guangdong Province. It was officially registered in 

1987. At the beginning of its establishment, Huawei had only 6 employees and 20,000 

employees. The registered capital is RMB. After more than 30 years of development, 

Huawei currently has 188,000 employees and more than 170 employees. Countries 

and regions serve more than 3 billion people. In 2018, Huawei achieved sales revenue 

of 721.2 billion yuan, an increase of 19.5%. 

 

At present, Huawei's business covers more than 170 countries and regions 

around the world, providing services to more people around the world. Huawei is 

determined to contribute to the development of mankind and become a promoter and 

promoter of a smart world. Bring the digital world to everyone, every family, and 

every organization, and build a smart world with all things connected. Huawei's 

starting point is very low. Ren Zhengfei almost started from scratch. At the beginning 

of the company's establishment, it had information advantages and acted as an agent 

for switchgear. In the process, Ren Zhengfei saw the huge demand for communication 

equipment in the telecommunications industry. Ren Zhengfei demonstrated his 

business talents at this time and decided to conduct research and development himself. 

The process of research and development is difficult. In this process, Huawei's 

traditional "mattress culture" also emerged, but the results are gratifying. In 1992, 

Huawei's independently developed switches entered the market in batches, with an 

output value of 120 million that year and a profit of over 1 million. Huawei follows 

the market strategy of "rural surrounding cities". While focusing on the "rural" market, 
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Huawei has invested a lot of manpower, material, and financial resources in 

developing new products. In 1996, Huawei completed its first overseas business in 

Hong Kong. Since then, it has gradually embarked on the road of internationalization. 

In 2009, Huawei became the world's second largest telecommunications equipment 

supplier after Ericsson in the global telecommunications equipment market. In a true 

sense, the goal set at that time has been achieved, that is, the global goal. 

 

In 2013, Huawei's sales revenue surpassed Ericsson for the first time, becoming 

a global leader in this industry. As an outstanding leader among Chinese private 

enterprises, Huawei has achieved great success in corporate management, and one of 

the unavoidable things is its salary management system. Of course, Huawei's success 

is closely related to its specific social background. Huawei is in Shenzhen. It can 

achieve leapfrog development. It is closely related to the rapid development of 

Shenzhen. Huawei has implemented a complete set of salary management system, 

which is getting earlier and earlier. To promote the development and progress of 

enterprises, the relevant distribution and incentive mechanisms are now relatively 

standardized, so it is impossible to fully replicate Huawei's success, but we can learn 

from Huawei's success. 

 

Huawei's main business covers the following areas: switching, transmission, 

wireless and data communication telecommunication products and equipment. 

Provide customers with network solutions and services worldwide and provide 

various types of telecommunication network equipment. In 2011, Huawei 

Technologies Co.Ltd. ranked first in the list of China's top 500 private enterprises. It 

is worth noting that Huawei is also the only unlisted company among the world's top 

500 companies. Its products and solutions and other services have been provided to 

customers in more than 140 countries in the world. Its customers include 45 of the top 

50 telecom operators in the world, serving 1/3 of the world's population. Among 

Huawei's 40,000 employees, nearly half are knowledge employees engaged in 

research and development. In 2006, Huawei has become the company with the most 
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patent applications in China for several consecutive years, with more than 11,000 

patent applications. 

 

Huawei's strategy is based on the customer as the starting point and customer 

demand oriented. Pay attention to and keep up with the needs of customers, and 

provide corresponding competitive products, communication solutions and services to 

make people's communication and life rich and colorful. Under this concept, 

Huawei’s development is closely related to the theme of customer needs, taking this 

as the original starting point, and proposing that serving customers is the only reason 

for Huawei’s existence. Through the optimization and evolution of the management 

process, high-quality delivery from the production end to the client is guaranteed. To 

continue to provide customers with stable, high-quality, energy-saving, and efficient 

products and services, to meet the needs of customers with various characteristics, and 

to help customers achieve a win-win situation in competitiveness and profitability. 

Mutual development with business partners, competition and cooperation coexist, 

create a value chain that binds common interests, and create a harmonious living 

space. 

Huawei provides innovative communication solutions and services to the world, 

helping people in different regions enter the information society, proactively perform 

corporate citizenship (CR), and long-term and stable commitment to sustainable 

economic and environmental development. Cooperate with world-class management 

consulting companies such as IBM, Hay Group, PwC and FhG to carry out profound 

reforms in integrated product development (IPD), integrated supply chain (ISC), 

human resource management, financial management and quality control, and 

introduce The industry’s best practices have established an IT-based model 

management system. The business model based on independent technological routes 

and Huawei's overseas strategy have succeeded. Not only does its overseas market 

sales exceed US$2 billion, it is commendable for more than 40% of its total sales. 

What is more commendable is that Huawei’s export products and services are high in 

science and technology, and Huawei has created its own brand. 
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1.1.2 OWNERSHIP OF HUAWEI 

  Huawei is a 100% employee-owned private company. Huawei implemented the 

employee stock ownership plan through the trade union, with 104,572 participants, 

only employees of the company, and no government department or institution holding 

the equity of Huawei. 

 

1.1.3 CONTROL OF HUAWEI 

  Huawei has a sound internal governance structure. The shareholding employees 

shall elect 115 representatives of the shareholding employees, the chairman and 16 

directors shall be elected by the shareholding employees' representatives, and 4 vice 

chairmen and 3 managing directors shall be elected by the board of directors. The 

rotating chairman shall be held by 3 vice chairmen. 

   

  Rotating chairman presides over the board of directors and the executive board 

of a company on a rotating basis. The board of directors exercises the 

decision-making power of corporate strategy and operation management, and is the 

highest responsible organization for corporate strategy, operation management and 

customer satisfaction. 

 

  The chairman presides over the stockholding staff representative meeting. The 

board of Share-holding employees is the highest authority in a company, making 

decisions on major issues such as profit distribution, capital increase and election of 

directors and supervisors. 
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1.1.4 HUAWEI ORGANIZATIONAL CHART 

 

Figure 1 Organization chart of Huawei 

 

The analysis of the upper part of the organization chart is as follows: 

The Shareholders' Committee 

The board of shareholders is the company's power body, composed of the trade union and 

Ren Zhengfei two shareholders. The organization where the trade union performs the 

 duties and rights of shareholders is the representative association of share-holding 

 employees. The share-holding employee Representative Association is composed of 115 

 share-holding employee representatives, who exercise relevant rights on behalf of all 

 share-holding employees.  

The shareholding employee representatives and alternate shareholding employee 

 representatives are elected by the incumbent shareholding employee for a term of five 

 years. When the representative of the holding employee is absent, the representative of 

 the alternate holding employee shall be replaced in turn. 
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Board of Directors (BOD) 

Currently, the BOD is comprised of 17 members, who were elected by the Commission 

 and voted in by the Shareholders’ Meeting. Current board members include: 

 Chairman: Mr. Liang Hua 

 Deputy Chairs: Mr. Guo Ping, Mr. Xu Zhijun, Mr. Hu Houkun, and Ms. MengWanzhou 

 Executive Directors: Mr. Ding Yun, Mr. Yu Chengdong, and Mr. Wang Tao 

 Directors: Mr. Xu Wenwei, Ms. Chen Lifang, Mr. Peng Zhongyang, Ms. He Tingbo, Mr. 

Li Yingtao, Mr. Ren Zhengfei, Mr. Yao Fuhai, Mr. Tao Jingwen, and Mr. Yan Lida  

Alternate directors include Mr. Li Jianguo, Mr. PengBo, and Mr. Zhao Ming. If there is 

 avacancy in the BOD, alternate directors will take up the vacancy in a predetermined 

 sequence 

 

Executive Committee 

The BOD has established the Executive Committee, which acts as the standing executive 

 body of the BOD. Entrusted by the BOD, the Executive Committee examines and 

 reflects on major issues within the company, decides on issues authorized by the BOD, 

 and oversees their execution. In 2019, the Executive Committee held 14 meetings.  

 

Members of the BOD Executive Committee include Mr. Guo Ping, Mr. Xu Zhijun, Mr. 

 Hu Houkun, Ms. Meng Wanzhou, Mr. Ding Yun, Mr. Yu Chengdong, and Mr. Wang Tao 

 

Rotating Chairs 

 The BOD and its Executive Committee are led by rotating chairs. During their terms, the 

 rotating chairs serve as the foremost leader of the company. Rotating chairs’ terms last 

 six months at a time. The rotation schedule is as follows:  

 Mr. Xu Zhijun: October 1, 2019 to March 31, 2020 

April 1, 2021 to September 30, 2021 

October 1, 2022 to March 31, 2023 

 Mr. Guo Ping: October 1, 2018 to March 31, 2019  

April 1, 2020 to September 30, 2020  
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October 1, 2021 to March 31, 2022  

 Mr. Hu Houkun: April 1, 2019 to September 30, 2019  

October 1, 2020 to March 31, 2021  

April 1, 2022 to September 30, 2022 

Board of Auditors 

The Audit Committee performs oversight functions of internal control within the scope 

 authorized by the Board of Directors, including oversight of internal control systems, 

 internal and external audits, company processes, and compliance with laws, regulations, 

 and codes of business conduct. 

 

The board of supervisors 

In accordance with the requirements of the PRC Company Law, the company establishes 

 a board of supervisors. The main responsibilities of the Board of Supervisors include the 

 supervision of directors/senior management on their performance of duties, the 

 supervision of the company's operation and financial status, and the supervision of 

 compliance. Supervisors shall be present at board meetings and EMT meetings. 

 

 In 2019, the Board of Supervisors held 11 meetings to evaluate the performance of 

 directors in 2018.Reviewed the company's annual financial report; Listened to the report 

 of the compliance system of the company, and carried out inspections and inspections in 

 key risk areas; 

 Supervision was carried out over key cadres in the region. The members of the Board of 

 supervisors attended all the meetings of the board of directors and supervised the 

 decision-making matters and operation standards of the board of directors. 

 

 There are 10 members of the supervisory board, which are elected by the shareholders' 

 representatives and approved by the shareholders' meeting. The current members of the 

 Board of Supervisors include: Chairman Li Jie, executive supervisors Zhou Daiqi, Ren 

 Shulu, Yin Xuquan, Li Jinge, Li Dafeng, and supervisors Song Liuping, Tian Feng, Yi 

 Xiang, and Li Jian. 
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 The Board of supervisors shall establish a standing Committee, which shall carry out its 

 work under the authorization of the Board of supervisors. The standing Committee of the 

 Board of Supervisors includes Li Jie, Zhou Daiqi, Ren Shulu, Yin Xuquan, Li Jinge, Li 

 Dafeng. 

 

 Independent Auditor 

 An independent auditor is responsible for auditing a company’s annual financial 

 statements. In accordance with applicable accounting standards and audit procedures, the 

 independent auditor expresses an opinion as to whether the financial statements are true 

 and fair. 

 

 The scope of the financial audit and the annual audit results are subject to review by the 

 Audit Committee. Any relationship or service that may potentially affect the objectivity 

 and independence of the independent auditor must be discussed with the Audit 

 Committee. The independent auditor may discuss any issues identified or any difficulties 

 encountered during the financial audits with the Audit Committee. 

 

 KPMG has been Huawei’s independent auditor since 2000. 
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1.1.5 HUAWEI ENTERPRISE SERVICE LIFE CYCLE 

  Huawei's corporate service life cycle concepts and models are carefully crafted in 

accordance with the objective laws of the service life cycle and are committed to meeting 

the various needs of corporate customers in business and operations. Huawei's enterprise 

service life cycle is divided into full life cycle and small life cycle; the full life cycle of the 

service is divided into five different stages from the perspective of the service: Plan, Design, 

Implement, Operate and Improve (referred to as PDIOI), Huawei's full life cycle services 

will be committed to providing consulting, design, implementation, deployment, 

maintenance, support, management, optimization, and business transformation services to 

different corporate customers at different life cycle stages. The service scope covers IT and 

data centers. ICT fields such as ICT, networking, UC&C, security and energy-based, can 

bring great commercial value to various enterprise users; at the same time, Huawei’s small 

life cycle services will meet the rapid development, flexible and diverse customization 

needs of small and medium-sized enterprises, and will be streamlined And lightweight 

latitude divides enterprise services into Plan-Build-Run (referred to as PBR), forming a 

small life cycle of enterprise services. 

 
Figure 2 Huawei's service life cycle 

Huawei's enterprise service life cycle divides Huawei's enterprise services into five parts: 

planning, design, implementation, operation, and optimization; it involves various fields of 

ICT such as: network, IT, storage, security, UC&C, energy-based, and wireless. 
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Figure 3 A panoramic view of Huawei's enterprise life cycle services 

 

Huawei's enterprise services cover such a wide range, including both information technology 

and communication technology. The logical link between the various modules of the service 

life cycle perfectly combines core value services with the urgent needs of customers. 

 

1.1.6 HUAWEI'S KEY BUSINESS PROGRESS IN RECENT YEARS 

Huawei's key business progress in recent years includes the following four main 

parts: 

1. Driving Ubiquitous Connectivity 

 Leading the global commercialization of 5G, establishing a 5G joint 

innovation center with operators in Europe, continuing to promote and 

promoting 5G commercial and business innovation, and exploring more 

than 300 5G applications in more than 20 industries with global operators 

and major industry partners . 

 Innovatively launched the RuralStar Lite solution to effectively solve the 

coverage problem of villages with 500 to 1,000 people. The RuralStar series 
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of solutions have cumulatively provided mobile Internet services to more 

than 50 countries and regions, covering more than 40 million people in 

remote areas. 

 In the pan-IoT field, Huawei's HiLink platform has accumulated more than 

50 million users, and the total shipment of IoT connected devices has 

exceeded 150 million. Hand in hand with more than 600 home appliance 

brands such as Bosch Siemens, Philips, Panasonic, Toshiba, Anlangjie, 

Canon, Kach, Blueair, Legrand, Sonos, Bose, Haier, Gree, Midea, etc., to 

provide consumers with more smart life Quality choice. 

 

2. Enabling Pervasive Intelligence 

 We launched the Arm-based CPU, the Kunpeng 920,and the TaiShan series 

of servers and cloud services powered by the Kunpeng 920. 

 We launched the world’s most powerful AI processor – the Ascend 910 – as 

well as an allscenario AI computing framework, MindSpore. We also 

launched Atlas 900, the world’s fastest AI training cluster, and HUAWEI 

CLOUD Ascend-based cluster services. 2019 also saw the broad adoption 

of Huawei’s mobile data center (MDC) intelligent driving computing 

platform, HUAWEI CLOUD Ascend-based cloud services, and a wide array 

of Atlas series AI accelerator modules, accelerator cards, servers, and 

clusters powered by Ascend series AI processors. We have partnered with 

more than 100 independent AI software vendors to serve over 500 industry 

projects, and we have worked extensively with 18 leading automakers and 

integrators on autonomous driving and applications for other related 

domains. 

 We expanded from mobile device chipsets to allscenario device chipsets. In 

2019, we launched multiple processors for different devices, including the 

world’s first 5G System-on-Chip (SoC) Kirin 990 5G and the industry’s first 

BT 5.1 & BLE 5.1 SoC Kirin A1. 
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3. Delivering a Personalized Experience 

 An open Huawei Mobile Services (HMS) ecosystem: We provided HMS 

Core capabilities like Maps, Machine Learning, Scan, Account, Push, 

In-App Purchases, and Ads to developers based on our open 

chip-device-cloud capabilities. We also launched Quick App and HUAWEI 

Ability worldwide, helping app developers deliver innovative app 

experiences to 600 million Huawei device users around the world. In 

addition, over 55,000 apps have been integrated with HMS Core. 

 Operating systems: We leveraged our breakthroughs in underlying software 

technologies, such as compilers and other distributed technologies, to shift 

from upper-layer user interface (UI) optimization to all-scenario device 

operating system development. This provides strong operating system 

capabilities that can achieve multi-screen collaboration and deliver an 

intelligent experience to consumers across all devices and scenarios. 

 

4. Building a Digital Platform 

 We built the cloud-based Horizon Digital Platform by integrating multiple 

new ICT technologies including IoT, AI, big data, video, converged 

communications, and geographic information system (GIS). This platform 

enables data integration, business collaboration, and agile innovation, 

aiming to lay the foundations for the future digital world.  

 We ramped up our efforts to drive industry digitization, and focused on 

creating customer value. More than 700 cities and 228 Fortune Global 500 

companies – 58 of which are Fortune 100 companies – have chosen Huawei 

as their partner for digital transformation. The scenario-based solutions we 

have developed based on the Horizon Digital Platform have seen large-scale 

commercial use in multiple areas such as cities, campuses, and 

transportation. Prime examples include the adoption of our solutions by 

China’s Lanzhou New District, Soochow University, and Shenzhen Airport. 
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1.2 INDUSTRY OVERVIEW 

  According to the analysis of Huawei's 2019 annual report, on the basis of the 

development of the "Internet" and "mobile Internet" in the past two decades, network 

upgrades and computing capabilities have continued to break through, cloud computing 

scale applications, 5G commercial deployment, and AI are increasingly being used. In the 

third decade when human society is about to enter the 21st century, the industry to which 

Huawei belongs will step into a smart world with all things connected-massive 

connections, real-time all-online, and explosion of various smart terminals/smart devices , 

And under the trend of Evolution 4.0, the digital world "goods and services" and the 

physical world "goods and services" are deeply integrated. Under such a background, our 

lifestyle, work style, business model, industrial ecology, technological development 

direction, etc. will all undergo tremendous changes. 

This trend of change mainly revolves around three aspects: 

 

Smart world, smart life 

Today, there are over 4 billion Internet users worldwide, and it is expected to exceed 

6 billion within five years. The huge user base will generate massive amounts of data to 

help companies provide personalized products and services based on people's interests, 

preferences, and personalities. Based on massive data training, AI is rapidly integrating 

into people’s work and life, especially in terms of human-computer interaction. People are 

becoming accustomed to more natural interaction methods such as voice control and 

gesture control, and they are also beginning to enjoy the variety of "intelligence" 

Convenience, such as: intelligent assistant, smart home, automatic driving, etc., without 

giving instructions, you can get the right assistance at the time and place you need. The 

boundaries of human-computer communication are broken, and various intelligent bodies 

will create a more efficient and convenient "zero search" experience for people. Huawei 

not only participates in all these industries, but also has a leading position in the world. 

This will be a big advantage for Huawei in future industry competition. 
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"Intelligent Infrastructure" opens the era of the intelligent era 

 

The future world is an intelligent world, but to achieve an intelligent world, all the 

infrastructure related to intelligence must be installed first. "Intelligent infrastructure" is 

not only a foundation for building an intelligent world, but also an enabling technology 

for industrial development and upgrading. If we can grasp the transformation and 

construction of this infrastructure, Huawei will enter a new industry stage. 

 

"The intelligent society is coming, and new theories and new technologies will 

explode again. 

 

As mentioned in the previous point, the future will be an intelligent world, and the current 

human society is in a stage where new theories and new technologies are constantly 

erupting. Various industries are not only striving for the necessary foundations, but also 

striving to develop their own potential. Exploring new theoretical breakthroughs. 

Therefore, the various industry fields in which Huawei is in the future will be full of 

unlimited opportunities. 

  



15 
 

1.3 COMPETITIVE ENVIRONMENT ANALYSIS 

The five forces analysis model was proposed by Michael Porter. This theory is used 

for competitive strategy analysis, which can effectively analyze the customer's 

competitive environment. 

The five forces are the bargaining power of the supplier, the bargaining power of the 

buyer, the ability of potential competitors to enter, the ability to substitute substitutes, and 

the current competitiveness of competitors in the industry. 

 
Figure 4 Michael Porter’s Five Forces Framework 

 

 

1.3.1 COMPETITIVENESS GENERATED BY THE STRATEGIC 

CONFRONTATION OF PEER COMPANIES 

This is a very large market for the communications field in which Huawei is located, 

and it contains countless products. At present, the most complete communications product 

line is Huawei. This is something other companies of the same type cannot do. CISCO in 

the communication field, although it excels in the data communication field, it has not 

been involved in the fixed network and wireless. Secondly, Ericsson in the wireless field 

is also a leader in wireless, but there are no products launched on the fixed network and 

data communication. At this point, Huawei has a very strong advantage. Even including 

today's Sino-US trade war, the United States wants to stop supplying Huawei with chips 

and does not allow Huawei to use Google systems anymore, we can see Huawei's 

superior capabilities. 
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The reason why Huawei can do this is not only because of the low labor cost 

advantage that Chinese owners cannot match in other countries, but also the low cost of 

brain workers. And some international giants have their original companies in developed 

countries. Although they transfer their product manufacturing to some developing 

countries (including China) to reduce costs, they are limited to technical secrecy and other 

considerations. The main technology research and development is It can only be done in 

one's own country, and this will not reduce R&D costs. 

However, there are advantages and disadvantages. A comprehensive product line 

also means that there are strong competitors in different products. And these 

The advantage of the opponents is that their headquarters are in developed countries 

without exception. After decades of operation, they have their own status in economically 

developed countries or regions, have a good customer base and customer relationship, and 

brand recognition. With high knowledge and deep technical experience, the product 

design is more reasonable and easier to use, and the R&D and other processes can be well 

controlled, and the product quality can be guaranteed. Therefore, the comprehensive 

product line also means huge competitive pressure. 

 

1.3.2  THREATS FROM SUBSTITUTE MANUFACTURERS 

Relatively speaking, communication equipment belongs to the high-tech industry, 

and it is relatively difficult to replace it, so I will not do a detailed analysis here。 

 

1.3.3 THREAT OF POTENTIAL ENTRANTS  

The initial investment for most products in the communications field where Huawei 

is located is very high. There must be a sufficient number and quality of technical 

personnel. If entering in developed countries, it often means higher costs. What's more, 

the current communications industry the profit rate is close to that of the traditional 

industry. To enter this field, the risks that need to be taken are great. In developing 

countries, the labor cost of entry may be relatively low, but other early requirements such 

as product assembly equipment, lease or construction of workshops all represent high 

investment. It is difficult for developing countries to have sufficient financial resources in 
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the early stage. support. 

In general, the initial investment in certain small products of communication English, 

such as mobile phones, is actually very low, but the production license of mobile phones 

is currently difficult to obtain, which is why there are so many copycats in China. the 

reason. Because of the low investment, mobile phones are easy to produce, but in foreign 

countries, the supervision of the market is relatively tough, and China still needs to 

strengthen this aspect. 

Or it may be auxiliary facilities for large products, such as GPS for base stations, 

lightning protection switches, etc. These small products pose a threat to potential entrants. 

But the sales of these small products are generally not too big (even if there is a flood of 

copycats), so it has little effect on Huawei and international giants in the communications 

field. 

 

1.3.4 BARGAINING POWER OF SUPPLIERS 

For Huawei, the suppliers are mainly hardware chip providers and integrated circuit 

board processing manufacturers. The R&D and production of hardware chips have a 

characteristic. The cost of chip tape-out is very high, so each chip has a critical point of 

shipment. Below this critical point, the cost of the chip is quite high, and the cost of the 

chip is equivalent. High, and above this critical point, the cost of the chip is greatly 

reduced. Therefore, the supplier is willing to sell at a lower price, and when the shipment 

volume is below the critical point, the supplier is often tough because there is no room for 

price reduction. 

In the early days of Huawei, due to its low market position and small shipments, the 

number of chips purchased from suppliers was also low, resulting in high prices. With the 

development of enterprises and the increase in shipments, Huawei has become the largest 

customer of certain suppliers, and its bargaining power has been greatly enhanced. At the 

same time, the increase in chip shipments will reduce the cost of its own products, and 

chip manufacturers will also have There is room for price reduction. This is the advantage 

of international giants. Because of their high sales and larger product shipments than 

Huawei, they can often get lower prices from chip suppliers. 
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  However, to further reduce costs, Huawei has expanded its product line to the 

downstream of the industry chain and participated in the development and production of 

chips. In 2004, Huawei spun off the company’s integrated circuit design center and 

established HI Silicon. HI Silicon’s products cover chips and solutions in the fields of 

wireless networks and fixed networks and have successfully developed a number of 

independent knowledges. With the establishment of HI Silicon’s chips with property 

rights, the supplier’s bargaining power for Huawei has been effectively reduced. 

 

1.3.5 BARGAINING POWER OF THE BUYER 

  The buyer is the operator, and Huawei has established its market position in China. 

In addition to wireless, Huawei accounts for a large share of the equipment used by other 

product operators. In this way, when investing in subsequent equipment, consider the 

advantages of Huawei equipment. Compatibility, and the long-established good 

cooperative relationship, Huawei can have a certain degree of initiative when negotiating 

prices. But for foreign operators, because Huawei does not have large-scale applications 

in many countries and regions, and the time to enter the market is not as long as other 

companies, Huawei’s regional brand awareness in China cannot affect other countries 

(other countries will always It is believed that China’s local protectionism will enable 

Huawei to hold a relatively high market share, and because China’s international 

influence is still limited and regional radiation is not strong enough, in foreign countries, 

China is still a mysterious and relatively closed country.  

 

  This point of view is almost ingrained), therefore, the brand recognition is not 

enough. To enter foreign markets, in the game with international operators, it is 

completely passive and has no bargaining power. What is more, international operators 

often pull Huawei into bidding vendors when bidding. The purpose is by no means pure, 

but to lower the prices of other vendors. They themselves have no sincerity in using 

Huawei equipment. 
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1.3.6 SUMMARY 

  In general, Huawei is still a follower in the market, but the conditions for catching 

up are now ripe. Huawei should strive to expand its advantages. The first is to expand its 

low-cost advantage, because other companies have also begun to take cost-cutting 

measures. Therefore, expanding advantages is a difficult goal, and investing in the 

downstream of the industrial chain is a means to achieve this goal. Secondly, respond to 

customer needs more quickly and deal with customer problems, so that operators can feel 

the high quality of Huawei's services. Further highlight the shortcomings of competitors. 

In addition, you should try to make up for your own disadvantages and strive to improve 

the quality of your products. Finally, continue to deepen research on technology, 

strengthen the rewards for R&D patents, and improve the ability to transform patents into 

products. 

 

1.4 SWOT ANALYSIS 

Based on data and input collected from interviews, in-depth observations and own 

understanding, SWOT analysis tools are used to identify, organize, and strategically 

display Huawei's corporate advantages, weaknesses, opportunities, and threats. 

 

Figure 5 SWOT Analysis 

 

1.4.1  THE "STRENGTHS" ANALYSIS OF HUAWEI MOBILE PHONE 

 Advantages of technological innovation. Huawei attaches great importance to 

technological innovation. Annual technology investment accounts for more than 10% 

of sales revenue. The company's R&D personnel account for more than 30% of the 
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company's total number. There are already dozens of scientific research institutions 

established and operated. According to incomplete statistics, as of December 31, 

2016, Huawei has obtained 57,632 Chinese patents and 39,613 foreign patents; a 

total of 62,519 patents have been granted, of which more than 90% are invention 

patents; the number of R&D personnel is about 80,000. 

 

 Excellent corporate culture. Ren Zhengfei advocates a "wolf culture" in the 

enterprise based on his own charm, personality characteristics and values. In 

addition, Ren Zhengfei's theory of corporate "crisis management" and numerous 

practical experiences are well-known worldwide. Huawei has adhered to a series of 

organizational cultures such as Ren Zhengfei's "militarized management". These 

ideas have also been integrated into Huawei's corporate culture and have become a 

key force in pushing Huawei to move forward. 

 

 Professional service system. Huawei has further optimized the quality of after-sales 

service. Based on this, Huawei has optimized human and technical resources and 

created a high-quality service system. In addition, Huawei attaches great 

importance to manual customer service, and transfers Huawei’s core values of 

“customer-centric” to the hearts of every service staff.  

1.4.2  "WEAKNESSES" ANALYSIS OF HUAWEI MOBILE PHONES 

 The price is higher. Due to the high cost of technology development and other reasons, 

Huawei mobile phones have high prices, and most mobile phones cost more than 

RM1,500. Compared with high cost-effective mobile phones such as Xiaomi, this is not 

conducive to being recognized by the public and will hinder the sales of mobile phones 

in developing countries such as Africa and India in the later stage. 

 

 Lack of unique marketing methods. Compared with VIVO, OPPO and other mobile 

phones that invite celebrity endorsements and use the fan economy for social interaction 

and other high-penetration marketing methods, Huawei's marketing methods are single 
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and low in popularity. There is a shortage of copywriting talents, lack of advertising 

slogans with word-of-mouth effect, poor public relations response, no timely and 

effective solutions to crisis events, and a single content format for the press conference. 

 

 The mobile phone has poor performance and low aesthetics. The built-in virtual buttons 

on the ID frame are used to shrink the screen. The performance of the Kirin processor is 

lower than that of the Snapdragon, the technology is backward, and the CPU is poor. The 

rear fingerprint is relatively low-end under the screen fingerprints of many brand mobile 

phones. Mate10 is also lacking in fashion design such as water drop screen and bangs 

screen. 

 

 

1.4.3 "OPPORTUNITIES " ANALYSIS OF HUAWEI MOBILE PHONES  

 

 National development strategy and subsidy policy for high-tech enterprises. The "One 

Belt, One Road" development strategy spans multiple countries and brings more market 

demand. Huawei is rapidly occupying new markets with low- and medium-end market 

prices. Based on the country’s policy of subsidizing smart phone operators, Huawei has 

developed technology Deepening the transformation, coupled with domestic policies that 

encourage companies to "go global," have received generous subsidies, allowing Huawei 

to achieve rapid and reasonable adjustment of domestic and foreign resources. 

 

 The popularization of Internet technology and communication technology and the 

expansion of demand for mobile smart terminals. The infrastructure of the Internet is 

further improved. As a kind of daily necessities that can be carried, mobile smart 

terminals occupy an increasing proportion in people's life, work and study, and the 

requirements for their functions are becoming stricter. With the continuous progress of 

the times, the demand for smart products from the elderly and young population is also 

expanding, creating new market demands. 

 Development strategy of domestic and foreign markets in the process of globalization. In 
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the domestic market, due to Samsung’s “explosive door” and Apple’s “leak door”, the 

public has lost confidence in the two brands and brought business opportunities to 

Huawei. Huawei took the opportunity to capture the domestic market. After the domestic 

market is saturated, Huawei will the development strategy moves to foreign markets. The 

success of China's diplomacy has created a good international trading environment. The 

demands of developing countries continue to increase, and the market potential is huge. 

Huawei will also use Germany as its base to enter the markets of developed countries and 

carry out high-tech development to meet the needs of developed countries. 

 

 The international market share is significant. Huawei's main communications business, 

relying on the continuous expansion of 4G communications equipment in the global 

market share, in 2017 Huawei has become a world leader. 

 

 Promote the research and development of new technologies. Huawei has always given a 

large amount of funding for the research and development of new technologies. For now, 

Huawei has surpassed Qualcomm of the United States in 5G technology, ranking first in 

the world, and will continue to deepen research, and will have 5G in 2020. Be ready for 

commercial use. In 2016, Huawei's extremely code solution finally defeated its 

competitors and became the final solution for 5G control channel e MBB scene coding, 

leading the US Qualcomm to release the world's first 5G mobile phone in June 2020. 

 

1.4.5 "THREATS" ANALYSIS OF HUAWEI MOBILE PHONES 

 Threats from existing competitors. From the perspective of China's domestic 

telecommunications industry, Datang and ZTE are in leading positions in the industry 

and pose a threat to Huawei. In contrast, the entry of foreign companies with a highly 

competitive position is more likely to pose a greater threat to Huawei. In addition, the 

subsidiaries that were spun off from Huawei also have a strong influence. Due to the 

rapid growth and large profits of the telecommunications product market, new entrants 
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will be encouraged to enter, and synergistic effects will be generated, which will also 

pose a great threat to Huawei. 

 China's domestic friendly business strategy changes. Many mobile phone brands take 

innovation as their foothold. However, there is still room for improvement in innovative 

marketing of Huawei mobile phones in the future. In addition to innovation efficiency, 

there is still a gap between the strategy, method and value of real innovation compared 

with its rival Apple. 

 

 The impact of the Sino-US trade war. China’s exports to the United States are far greater 

than imports from the United States. In 2018, exports reached 429.7 billion U.S. dollars 

and imports were 153.9 billion U.S. dollars. The trade surplus with the United States 

reached 275.8 billion U.S. dollars, a record high. The United States is now implementing 

quotas and other import restrictions on many types of export products from China, and 

conducting double-reverse investigations on China, which will have a serious impact on 

Chinese export companies. China also depends on the United States for technology 

imports and financing. 
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1.5 SPECIFIC AREAS OF INTEREST 

In the context of increasingly globalized economy and fierce market 

competition, any company needs a supporting salary management policy to attract, 

motivate and retain talents to ensure the company's long-term smooth development. 

As far as China and Malaysia are concerned, human resource policies and systems 

are still in the stage of exploration and development, and a slight negligence will 

lead to a divergent path, which indirectly has an important and adverse effect on the 

company's interests. The old salary management method not only fails to fully 

mobilize employees’ work initiative, but also becomes an ideological burden that 

hinders employees from moving forward. Its core functions have been gradually 

degraded under the increasingly updated economic situation. Enterprises must have 

an economic global presence. To obtain a long-term development opportunity for 

the background of globalization, there must be a reasonable, scientific, and 

standardized new salary management model to escort and stabilize the backbone. 

 

The reference and imitation of good cases will undoubtedly set a beacon for 

the way forward. As the world’s leading provider of telecommunications network 

solutions and telecommunications base station equipment, Huawei Technologies 

Co., Ltd. has achieved extraordinary rapid development by virtue of its competitive 

salary management strategy and has become a leader in the communications 

equipment industry. It has won a very good reputation internationally and has 

occupied an important position in just a few years. Huawei’s salary structure system 

effectively ensures the rationality and orderliness of the company’s dynamic 

development, and promotes the maintenance of the company’s core competitiveness 

 

And the steady improvement has strengthened the cohesion and centripetal 

force of employees, thereby promoting the development and growth of the company, 

and forming Huawei's "Huawei Human Resources Building". This article intends to 

take the distinctive features of China Shenzhen Huawei Technologies Co.Ltd. in 

salary management as an example to conduct in-depth discussions and research. 
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This classic case of Huawei will be used as a specific research object. Through 

searching relevant literature and information and interviews, it will be Various 

aspects of salary management are analyzed in depth, and several ideas and methods 

can be used for reference by other similar companies. 

Based on the above discussion, the theoretical and practical significance of this 

article are: 

 Further discuss how to carry out effective management of salary. 

 Clarify the tools and methods of salary management. 

 How to combine salary management with the company’s actual strategic 

development to maximize capital utilization. 

 Provide reference opinions on the salary management of similar high-tech 

enterprises of the same nature or the same industry as Huawei. 

 

 

1.6 CONCLUSION 

Through interviews and data review, we found that from 1998 to 2005, 

Huawei’s salary policy and salary structure were relatively rudimentary. The 

original salary scale was also very simple and there was no job matching principle. 

In many cases, subjective decision-making was used. Define the salary grade for a 

certain position. From 2005 to 2009, the scale of the company has gradually 

expanded, and the organizational structure has undergone major changes. The salary 

policy and salary levels have been optimized, but the original habits are still 

followed, and the salary level has not even been changed. It is just based on the 

average social salary level. , Adjusted and changed the salary amount in the salary 

grade. After 2009, the company entered the capital market, with frequent 

organizational structure adjustments and continuous capital mergers and 

acquisitions. However, the company has a lag in the construction of the entire 

human resource management system, and the operation of related salary 

management is basically in the "old bull". Under state. 
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Since 2015, the company has paid great attention to extensional mergers and 

acquisitions and has neglected endogenous management. The company is not 

motivated enough to optimize the salary management system. Even if it is adjusted 

and optimized, it has not completely deviated from the original structure. Although 

the board of directors has a sense of reform on the issue of compensation, they acted 

hastily several times, and even ended in fruitless. Judging from the 2015 salary 

scale, the simple job classification corresponding to the salary scale still has unclear 

boundaries, weak standardization, and unfairness. 

 

There are many problems such as sufficient, lack of flexibility, and poor 

employee satisfaction. It can be said that Huawei's existing salary policy and salary 

structure level are not considered from the overall situation, lack of scientific and 

systematic planning and design, and its salary management system is still in the 

stage of preparation. 

 

There are also many compensation management problems, such as internal 

unfairness, external unfairness, such as lack of strategic orientation, lack of 

incentives, and even lack of legitimacy. Therefore, from the overall goal of salary 

management, it is necessary to pay attention to the basic design of salary level and 

salary structure, but also to grasp the main points of salary budget, salary payment, 

and salary adjustment in order to achieve fairness, effectiveness and legality to the 

greatest extent.  

 

 Therefore, this article will use this as a starting point to find the problems and 

causes in Huawei's salary management and seek reasonable solutions and 

suggestions. 
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PART 2: CASE ANALYSIS 

2.1  CASE SYNOPSIS 

Huawei's salary management strategy changes with the development and changes of the 

internal development stage of the organization and changes in the external market 

environment, which has won the company a stable, high-quality, high-competitive, and 

high-performance human resource. The author summarized the three development stages of 

Huawei's salary management through online data research. 

 

In the first stage, the first eight years after its establishment, Huawei was in its infancy, 

and the compensation management strategy adopted was non-financial compensation. At that 

time, various external resources were lacking, and the equipment was incomplete. For the 

communications field that belongs to the high-tech industry, the ability to provide high-tech 

talents is the key to the development of the business, but at that time Huawei was unable to 

provide competitive salaries to attract talents, so Huawei decided to adopt a non-cash that is 

most suitable for the current stage. Employee incentive policy. In other words, regardless of 

the age and seniority of the employees, as long as you make a great contribution to the 

company, even a college student who has just graduated a few years can manage a team of 

dozens of people. It is said that in Huawei, the record of the youngest senior engineer is 19 

years old.  

Another record is that the shortest time for promotion to senior engineer is one week 

after joining the company. At the same time, the company uses long-term equity incentive 

rights for all employees to ease the cash pressure caused by giving employees floating 

income or bonuses. Through this salary management design, as well as the impulse and 

yearning for success in the early stages of the business, Huawei has attracted a group of 

outstanding and energetic talents, because here, their dreams can be realized. Two years after 

starting the business, Huawei has established and improved an equity incentive system for all 

employees. At the time, this was an extremely rare and successful actual case. 
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In the second stage, that is, in the next five years, the enterprise transitions from the 

initial entrepreneurial stage to the rapid and vigorous development stage. The internal and 

external resources of the enterprise are in a very "strong" state and possess a lot of intensity. 

Then, the corresponding salary strategy should also change with the development stage of the 

enterprise, and the market-leading salary strategy has been implemented. After 1997, Huawei 

shifted its initial single-field operation focus to diversified expansion in multiple fields, that is, 

expanding from the initial telephone exchange to data services, wireless communications, 

GSM, and other leading products. Accordingly, in many fields, the initial demand for 

telephone exchange personnel has expanded to the demand for high-tech personnel, and the 

number has undergone qualitative changes. It is reported that Huawei added no less than 

3,000 new talents every year. In order to ensure that it attracts and retains sufficient 

high-quality scientific and technological talents in a timely manner, Huawei's compensation 

strategy has changed from the original non-economic compensation model to a model of high 

salary + high pressure + subsidies + overtime. At that time, "competitive salary" became 

synonymous with Huawei's salary. The salary growth rate of fresh graduates and general 

social recruitment is about 20% higher than that of ordinary Shenzhen companies. Huawei's 

long-term compensation incentive mechanism is applicable to all employees of the company. 

Since all employees began to allocate fixed dividends, it has developed into the current 

virtual restricted stock. This is a virtual stock issued by Huawei to employees. The company’s 

stock can be purchased for 1 yuan. However, when employees leave the company, they must 

sell the purchased shares to the company. Huawei uses this system to attract outstanding 

talents, and immediately issue stocks and dividends to reward employees after making quick 

profits, without affecting the total capital and cash flow operations. This method is the most 

effective and effective long-term incentive policy for employees. It encourages Huawei 

employees to move forward in a wolf spirit. 

 

In the third stage, from 2005 to present, Huawei has gradually entered a mature 

development stage. Its business has expanded overseas, and its foreign business sales have 

exceeded domestic sales. Correspondingly, the demand for international talents has begun to 

increase, especially for senior positions that play a key role in the company, such as senior 
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legal counsel, sales director, financial director, etc. At present, Huawei's compensation 

strategy is to maintain the fairness of internal compensation while considering external 

competitiveness. It implements a functional salary distribution system based on ability. The 

distribution of bonuses is directly related to team and individual performance. Based on the 

usual work attitude and performance, medical insurance differentiates senior key positions 

and ordinary employees based on personal contributions to the company, so that the 

company's compensation strategy matches the development stage of the business strategy and 

achieves an optimized combination. 

 

Through the above three development stages, we can explain that the development of 

Huawei's compensation strategy will change with the company's development stage. Every 

company will go through the necessary stages of startup, growth, maturity, stagnation, and 

decline. Each stage will show huge differences in business model, process management, 

financial management and personnel management. The matching salary management model 

should be adjusted in time to adapt to the different development stages of the company. At the 

same time, when designing the compensation system, Huawei also considered the changes in 

the external market environment, from non-economic incentives in the early stage of 

entrepreneurship to competitive economic incentives in the mature development stage, using 

market-leading methods. The salary strategy to attract talents has become the first driving 

force to guide the development of the company. Huawei's clever salary design is regarded as 

a case study by many researchers. Huawei itself also regards salary design as an art. In 

addition to some common businesses in the design market (such as training and dividends), 

some monetization benefits can also be obtained. For example, the issued welfare card can be 

used to buy train tickets and shopping, and employees can also enjoy a pension of 15% of the 

basic salary. Benefit distribution does not consider identity, qualifications, and background, 

but uses ability and contribution as the evaluation criteria for distribution, which fully 

mobilizes the enthusiasm and initiative of employees. 
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2.2 PROBLEM RECOGNITION AND DEFINITION 

Based on the interview input comprehensively written in Part 1: Case Description, 

including the weakness and threat matrix of SWOT analysis, the following two (2) main 

issues can be identified, categorized, and listed: 

 

(1) The job level is not clear 

Although Huawei’s salary levels correspond to categories (management, expert, technical, 

marketing, professional, and operation) (see Table 1), each category is further classified 

(senior, senior, Intermediate, beginner). However, for specific different positions, there is no 

overall classification and level division. For example, the human resources specialist of the 

group control center and the human resource specialist of the subsidiary, although they are in 

the same position, although there is a relationship of management, control and supervision, 

there is a salary; 
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Job Category Job level Pay 

grade 

Basic salary Merit pay subtotal 

Management, 

External Experts 

senior T1 3437.5 3875 7312.5 

T2 3437.5 3687.5 7125 

T3 3437.5 3500 6937.5 

advanced T4 3437.5 3312.5 6750 

T5 3437.5 3125 6562.5 

T6 3437.5 2937.5 6375 

intermediate A1 3125 3125 6250 

A2 3125 3000 6125 

A3 3125 2875 6000 

primary A4 3125 2750 5875 

A5 3125 2625 5750 

A6 3125 2500 5625 

Management，

Technology 

Class 

senior A1 3125 3125 6250 

A2 3125 3000 6125 

A3 3125 2875 6000 

advanced A4 3125 2750 5875 

A5 3125 2625 5750 

A6 3125 2500 5625 

intermediate B1 2812.5 2712.5 5525 

B2 2812.5 2587.5 5400 

B3 2812.5 2462.5 5275 

primary B4 2812.5 2337.5 5150 

B5 2812.5 2212.5 5025 

B6 2812.5 2087.5 4900 

Technology 

Class 

senior B1 2812.5 2712.5 5525 

B2 2812.5 2587.5 5400 

B3 2812.5 2462.5 5275 

advanced B4 2812.5 2337.5 5150 

B5 2812.5 2212.5 5025 

B6 2812.5 2087.5 4900 

intermediate C1 2500 2337.5 4837.5 

C2 2500 2275 4775 

C3 2500 2212.5 4712.5 

primary C4 2500 2150 4650 

C5 2500 2087.5 4587.5 

C6 2500 2025 4525 

Technology. 

The market, 

Professional 

class 

senior C1 2500 2337.5 4837.5 

C2 2500 2275 4775 

C3 2500 2212.5 4712.5 

advanced C4 2500 2150 4650 

C5 2500 2087.5 4587.5 

C6 2500 2025 4525 

intermediate D1 2187.5 2300 4487.5 

D2 2187.5 2237.5 4425 

D3 2187.5 2175 4362.5 
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Table 1 The salary scale of Huawei company Unit：RM 

 

 

The grade is inverted, and there is no level definition based on position factors (control 

relationship, scope of rights and responsibilities, job conditions, etc.), and then the 

corresponding salary grade is matched. 

 

The reality is that the salary of the HR specialist of the subsidiary company may be equal 

to or even higher than that of the HR specialist of the group management and control center, 

which has caused internal unfairness among the relevant employees. For another example, the 

deputy general manager of the control center should assume greater powers and 

responsibilities, and the post level should be higher than the deputy general manager of the 

primary D4 2187.5 2112.5 4300 

D5 2187.5 2050 4237.5 

D6 2187.5 1987.5 4175 

Technology. 

The market, 

Professional 

class 

senior D1 2187.5 2300 4487.5 

D2 2187.5 2237.5 4425 

D3 2187.5 2175 4362.5 

advanced D4 2187.5 2112.5 4300 

D5 2187.5 2050 4237.5 

D6 2187.5 1987.5 4175 

intermediate E1 1875 1875 3750 

E2 1875 1843.75 3718.75 

E3 1875 1812.5 3687.5 

primary E4 1875 1781.25 3656.25 

E5 1875 1750 3625 

E6 1875 1718.75 3593.75 

Action class senior E4 1875 1781.25 3656.25 

E5 1875 1750 3625 

E6 1875 1718.75 3593.75 

advanced F1 1562.5 1375 2937.5 

F2 1562.5 1337.5 2900 

F3 1562.5 1312.5 2875 

intermediate F4 1562.5 1262.5 2825 

F5 1562.5 1218.75 2781.25 

F6 1562.5 1187.5 2750 

primary   Piecework examination 

system 

2000 
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subsidiary. However, the reality is just the opposite. The salary level is still upside down, 

causing psychological conflicts and frustrating some employees Work enthusiasm. 

 

(2) The salary standard is not uniform 

Table 1 shows that each salary grade of Huawei has a fixed and clear salary standard. But 

in the actual salary management process, this is not the case. 

 Problem 1: Random rating. When a new employee enters a job, he will usually only 

determine his salary standard based on different job categories and combined with 

subjective ranks, without considering the overall situation of the department and the 

situation of similar positions in the company. When approving, the review opinions 

of the human resources department are also difficult to be respected and 

implemented. 

 Problem 2: Random adjustments. First, when a new employee becomes a regular 

employee, it is often necessary to adjust the salary, because there are very few cases 

in which the standard of regularization is determined in advance. Second, changes in 

departments and positions are often involved in the operation of the organization, 

and employee wage adjustments will occur. Under these circumstances, under the 

business process of the human resources department, the implementation is often 

carried out by the department manager and the deputy general manager. However, 

the subjective standards of different department managers and vice presidents in 

charge are not uniform, and they often lead to differences in salary levels.The actual 

difference caused dissatisfaction among employees. 

 

In addition, each year's comprehensive salary adjustment work has also become a battle 

with each other. On the one hand, departments have tried every means to appeal to their 

superiors to obtain more room for salary adjustments. On the other hand, employees were not 

clear about their salary growth expectations in advance and did not understand their salary 

levels afterwards. The result was half the effort and the lively salary adjustment work, which 

in turn hurt the enthusiasm of employees. As a result, employees lack work motivation. 
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(3) Insufficient salary bandwidth 

The country has a minimum wage guidance system, and each province has different 

minimum wage limits depending on the situation. However, due to the insufficient dynamics 

of Huawei's salary policy and salary grades, there is no large-scale revision, resulting in the 

existing salary bandwidth has been restricted, Partial salary, etc. 

Class failure (because the actual income of some employees may be lower than the 

minimum wage level). In this way, the bandwidth of Huawei's salary grades is insufficient 

(see Figure 2), which affects the actual salary management work and even leaves the 

impression of “backward” to employees. At the same time, if employees in the same job 

sequence do not have the appropriate salary band bandwidth due to their superior ability and 

quality, it may even affect the recruitment of new employees and the optimization of job 

adjustments. It seems that to effectively build an employee compensation system, salary 

bandwidth is a basic obstacle. Of course, the design of broadband compensation needs to be 

coordinated with key links such as corporate compensation strategy, job evaluation and 

analysis, job classification management, and market compensation surveys. 

 

Figure 6 The salary bandwidth structure of Huawei company 

 

(4) Insufficient salary elements 

Among Huawei's existing basic salary elements (see Table 1), basic salary, skill salary, 

seniority salary, and job subsidy are the main structure. In fact, according to salary 

management practices at home and abroad, items such as salary for professional titles and 

academic qualifications can also be increased. 

Among the existing incentive compensation elements of Huawei, full attendance bonus, 
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performance pay, commission, sales bonus, project bonus, and dividend/equity are the main 

structure. However, according to the development of the times and the change of 

management paradigm, it is also possible to increase the profit-sharing part and enhance the 

incentive of salary management. 

Among Huawei’s existing welfare compensation elements, food subsidies, experimental 

subsidies, social insurance (five insurances and one housing fund), commercial insurance 

(personal accident insurance), holiday benefits, laptop subsidies, and communication 

subsidies are the main structure. But objectively speaking, such welfare remuneration is not 

perfect, such as house purchase subsidies, fuel subsidies, such as wedding red envelopes, 

birthday gifts, family benefits and other personalized benefits. 

 

 

(5) Subsidiary remuneration policy is not controlled 

As the main body and parent body of a listed company, Huawei's function should be the 

headquarters of the group company. Although it has a control department and a control 

authority interface, its subsidiaries often perform improperly, leading to agglomeration and 

management and control. In the actual work process, chaotic approvals and adjustments are 

out of control to varying degrees. To cite an obvious example, in the salary management 

system of a subsidiary, the job classification and salary grade reflected on the surface are 

similar to the company's parent body, but the actual salary level is different and it is difficult 

to be compatible, leading to increased internal unfairness. There is a big difference in the 

basic salary grades established by the subsidiaries. To say that it is serious, it is a combination 

of superficiality and divorce. 

 

2.3 PROBLEM DIAGNOSIS AND ANALYSIS 

 Huawei has a history of nearly two decades of growth and development, and the 

problems in its compensation management do not exist in isolation. Based on the current 

actual situation, I think the main reasons are related to job design, job evaluation, 
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performance correlation, strategic orientation, group management and control, etc. The 

specific analysis is as follows. 

 

(1) Incomplete job design 

 Position design is to combine several tasks to form a complete position. Job design is the 

basic premise of salary management. The job design in the organization needs to be clear and 

specific. What is the job category? What is the sequence of positions assigned? What are the 

corresponding ranks and ranks? It is not difficult to see that the corresponding design of job 

categories and ranks of HUAWEI Company is relatively simple, and should be divided into 

more complete job families, such as management, R&D, functional, marketing, operation, 

etc., and then clearly define the job level and position. Etc., and a specific description of the 

corresponding post. 

 

(2) Missing job evaluation 

 According to the above, the composition of positions and the positioning and 

responsibilities of the positions are also the basis of salary management. Although HUAWEI 

has the basic documents of the "Department Function Specification" and "Job Responsibility 

Specification", the rapid development over the years cannot reflect the dynamics of the 

organizational structure in a timely manner, nor can it reflect the scientific nature of job 

setting and adjustment. In particular, the consecutive years of lack of job evaluation can no 

longer guarantee whether the salary level of the job reflects the relative job value. Over the 

long term, more and more new positions are added, and old positions are adjusted, which is 

very easy to cause the general problem of unreasonable and unbalanced salary distribution, 

which becomes a major obstacle to salary management. Therefore, the role of job evaluation 

is obvious: 

a. Measure the relative value between positions. Through quantitative and qualitative 

analysis, job evaluation can get the relative value of a job. For example, there is a 

difference in comprehensive value between quality inspectors and administrative 

assistants. 

b. Establish a fair and reasonable salary system. There are many complaints from 
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employees, either from different positions in the same department or from similar 

positions in different departments, but the salary income cannot make employees 

satisfied and fair. The salary structure can be optimized through job evaluation and the 

internal salary can be improved. Fairness. 

c. Form a sequence of salary levels. Whether it is a traditional hierarchical salary system or 

a modern broadband salary design, it is necessary to form a salary rank sequence. It is 

necessary to change the company's original salary management system of fragmentation, 

no standard, no distinction between high and low, no matter how much subjective salary 

is fixed. Make salary management orderly, standardized, and systematic. 

d. Optimize the job management system. Through job analysis and job evaluation, you can 

conduct in-depth analysis and understanding of the job and provide support for the 

formation of a relatively complete job management system. 

 

(3) Performance correlation dislocation 

 Objective management is often associated with performance management, and 

performance management is often associated with salary management. The effectiveness of 

the salary management system needs to reflect the rigor of target management and the 

incentive of performance management. After all, we must fully consider the relationship 

between employees and the organization, the relationship between goals and incentives, and 

the relationship between behavior and performance. The greater the misalignment, the more 

difficult it is to achieve the organization's overall performance goals. 

  

 The performance salary in the salary structure of Huawei company does have 

corresponding performance appraisal rules to be associated and redeemed. But the fact is that 

performance pay is derived from the overall performance coefficient of the department and 

cannot reflect the actual performance results of employees. Performance pay cannot achieve 

the desired incentive effect. Employees’ complaints are more embodied in: Is performance 

pay an additional salary or is it the salary that should be taken? Over time, employees will 

feel, why are my wages deducted every month? Why is the department’s performance 

coefficient let employees bear? This point exposes the rationality of the correlation between 



38 
 

salary and performance. How to make employees think that performance appraisal is not for 

punishment but for reward and promotion, which is a salary management proposition. At the 

same time, this misplaced remuneration performance correlation has formed negative 

management entropy, reflecting the synergy of the remuneration management system and 

performance management system. 

 

(4) Ambiguous strategic orientation 

 In fact, corporate strategy, human resource strategy, salary strategy and salary 

management are fully related. Corporate strategy drives human resource strategy, which in 

turn affects compensation strategy. Based on the salary strategy, design the salary system, 

carry out salary management, and form management practices. 

 But for many years, HUAWEI's compensation strategy has been vague. In other words, it 

ignores the matching between salary and corporate strategy. Therefore, there is no clear salary 

strategy, no rigorous total budget and management, and even the salary increase basically 

depends on the personal will of the decision-makers. The salary adjustments of employees 

each year are only determined by the decision-makers in consultation with the human 

resources department based on the specific conditions and historical experience at the time. 

 The arbitrariness is large, and it is difficult to maintain consistency before and after. This 

leads to confusion in the salary standards of the employees and the randomness of salary 

decisions. Strong. At the same time, the ambiguity of the remuneration strategy makes 

management at all levels unable to grasp operating data, understand development strategies, 

and create management efficiency. It even breeds textualism and bureaucracy, and different 

organizational units run on each other to dismantle each other. 

 

(5) Group control is not in place 

 The development of Huawei has the characteristics of the times: rapid growth, great 

changes, and extensive expansion. When the company's turnover was less than 2 billion yuan, 

it has become a group enterprise with nearly 152 subsidiaries. The unclear group 

management and control model, the simplification of management and control methods, 

coupled with inherent management habits and organizational culture, are affected by the 
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bureaucratic and standard teamwork style, making the company's group management and 

control work difficult, unable to effectively implement, and difficult to form a whole As far as 

Huawei’s salary management is concerned, “islands” appear among different departments, 

different positions, and different subsidiaries, forming obstacles that affect employee 

satisfaction and hinder the improvement of corporate efficiency. In other words, the three 

basic aspects of Huawei's compensation management improvement have not been optimized 

yet. As shown in Figure 6. 

 

 

 

 

 

 

 

Figure 6 The salary management and control level of Huawei group 

 

2.4  ALTERNATIVE SOLUTIONS 

 Based on the analysis of the identified, defined and diagnosed clustering problems, as 

well as the in-depth analysis of the previous parts, feasible alternative methods are proposed 

to solve each problem separately. To recap, to make it easier for readers to understand, the 

following lists of questions are gathered: 

 Imperfect job design 

 Missing job evaluation 

 Performance correlation misalignment 

 Ambiguous strategic orientation 

 Group control is not in place 

 In today’s changing business environment, Huawei Company needs a set of salary 

management system that can not only integrate the company’s business strategy itself, make 

the business strategy and organizational goals more effective and controllable, but also fully 

Salary strategy positioning of Huawei 

Subsidiary Company 

"1+N" salary model for functional personnel of Huawei Parent and subsidiary companies 

Long - term incentive for management staff of Huawei parent company 
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coordinate the company’s human resource management system to achieve The internal 

consistency of the salary, the realization of the external competitiveness of the salary, the 

recognition of the contribution of the employees, and the reflection of the value of the 

employees. In other words, to realize the internal balance, external balance, and individual 

balance of compensation. In short, the improvement and perfection of Huawei's salary 

management needs to be subordinated to the company's overall business strategy and human 

resource management policies, and to be compatible with the corporate culture to create a 

competitive advantage for the sustainable development of an enterprise. 

2.4.1 THE OVERALL GOAL OF SALARY MANAGEMENT IMPROVEMENT AND 

PERFECTION 

 Salary reform often has three main goals: to support the realization of strategic and 

business goals, attract and retain key talents, and improve employee satisfaction. Huawei also 

has mixed characteristics of high-tech enterprises, listed companies, group companies, and 

traditional manufacturing industries. The salary issue is indeed complex and changeable. 

However, the overall goal of Huawei's salary management improvement and improvement 

studied in this article is to establish a scientific and reasonable benefit distribution mechanism, 

optimize salary policies, salary structures, salary standards, etc., and make the salary 

management system an important engine of the human resource management system. To 

maximize the enthusiasm of employees, stimulate team collaboration, coordinate corporate 

strategies, and improve organizational performance. 

 

2.4.2 PRINCIPLES AND IDEAS FOR IMPROVEMENT AND PERFECTION OF 

SALARY MANAGEMENT 

 Fundamentally speaking, the improvement and perfection of Huawei's salary 

management must adhere to the following principles and ideas based on scientific and 

reasonable basic methods. Based on total salary budget management, there are two principles 

that need to be adhered to: 
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First, the increase in employee wages should not exceed the increase in the company's 

economic benefits. Second, the increase in average real income of employees should not 

exceed the increase in the company's overall labor productivity. At the same time, to establish 

compensation management mechanism that matches the company's management strategy, 

three basic starting points must be reflected. 

 

 

1) Reflect the strategic value of salary management.  

This article emphasized that salary management is a strategic proposition. Salary 

management and human resource management system are intertwined, and human 

resource management system and corporate strategy system are also intertwined. 

Therefore, the adjustment and optimization of compensation management, to reflect 

the strategic value of compensation management, must be combined with the 

company's management reality, and reflect the company's corresponding competition 

strategy and development strategy in terms of design concepts, value orientation, and 

performance culture. For example, if you want to achieve a rapid integration strategy 

for the Internet of Things industry, you need to introduce leading IOT industry talents, 

and you must match competitive salary levels. 

 

2) Reflect the efficiency and fairness of salary management.  

If an enterprise wants to develop well and quickly, it must consider efficiency and 

fairness, make the cake bigger and divide the cake well. First, in salary management, 

it must be reflected in the value of the post to pay. Each employee has a 

corresponding position and has a corresponding value, such as the difference between 

financial director and quality inspector. If a person serves as a deputy general manager, 

he should not enjoy the salary level of department managers in the same organization 

system, which is determined by the relative value of his position in the organization. 

If not, you can change, but you must pay the corresponding salary for the value of the 

position. 
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Second, in salary management, it is necessary to reflect personal ability to pay. There 

may be different candidates for the same position, so different people have different 

levels of ability, such as two sales managers, one with three years of experience and 

one with ten years of experience. At this time, it is necessary to combine the job 

competency model to "model" individual abilities, consider factors such as 

professional level, experience, education, etc., and set a reasonable salary scale in the 

salary bandwidth of the job. Different abilities can be given different salaries. Achieve 

salary for personal ability. 

Third, in salary management, it is necessary to reflect the results and performance of 

salary. For the same position, different people will do different results and 

performance. In this way, different people doing the same thing, or the same person 

doing different things, produce different results, which means different values. Then, 

salaries should be paid based on results, and remuneration based on performance. 

 

3) Reflect the incentive of salary management.  

Individuals in the organization have job value, ability value, and more importantly, 

performance value. Therefore, to achieve real salary incentives, it is necessary to 

clarify incentive compensation strategies oriented by performance rewards and 

value-added sharing, such as performance bonuses, project commissions, special 

incentives, and profit sharing. In addition, there is no perfect individual, only a perfect 

team. A good mechanism must be a mechanism that meets the needs of the team. 

Salary management also needs to be tested 

Considering this problem, based on realizing the personal salary level, while realizing 

the profit sharing of the team, this is based on the current era characteristics, 

organizational ecology, and management paradigm facing realistic problems. More 

and more studies have shown that in the era of sharing economy, the basic 

management proposition is to turn "I" into "us" and "individual value" into "whole 

value". 
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2.4.3 BASIC SALARY DESIGN 

 Basic salary is also called basic salary, which is a basic salary. In the salary system, the 

basic salary is the most basic part of the salary. The basic salary reflects the relationship 

between salary and organization and job design and determines the reference basis for 

variable salary or indirect salary items. It also includes the people's livelihood will of the 

country and society, that is, the social minimum wage level. 

 

 First of all, according to Huawei’s organizational structure and actual management and 

control, under the guidance of the "Departmental Functions/Job Responsibilities Statement" 

of each organizational unit, the responsibilities and rights assigned to each position will be 

implemented, and the position, organizational level, rank, and position will be implemented. 

Classify by level and rank so that everyone can clearly understand their salary level. As 

shown in Table 2. 

 

Table 2 The salary structure of Huawei company 

 

 Secondly, based on the principle of total budget management and based on Huawei’s 

original basic salary system (Table 1), optimize the design of the basic salary system. In this 

study, the overall element combination of HUAWEI's salary system is 

 basic salary + performance salary + seniority salary + meal allowance + regional 

 allowance + commission + quarterly bonus + year-end bonus + benefit sharing.  

In this way, a comprehensive salary system based on basic salary is formed. 

 

A
Management

decision level
40% 60% √ √ √ √ √

B
Senior

management
40% 60% √ √ √ √ √

C
Middle

management
50% 50% √ √ √ √ √

D
Basic

management
50% 50% √ √ √ √ √

E
Employees

layer
60% 40% √ √ √ √ √ √

Merit

pay

Basic

salary
Job level

Job

grad

e

Others

Annual

bonus

Benefit

sharing

Seniority

pay

Meal

allowance

Regional

subsidies
commission

Quarterly

award
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 Thirdly, the annual salary system of the basic salary is designed with broadband. The 

design of the annual salary system facilitates the calculation of the overall labor cost. The 

broadband design allows sufficient adjustment space for each post. Therefore, this article is 

designed to consider optimization and adjustment on the original basis, and identify the 

annual salary bandwidth as F(1-6), E(7-12), D(13-18), C(19-24), B(25- 30), A (31-36), T 

(37-42), a total of 7 salary bands and 42 salary levels. Among them, 40% (A-B), 50% (C-D), 

and 60% (E) of the annual salary standard are the basic salary, which is paid in an average of 

12 months. 

 

2.4.4 PERSONNEL CLASSIFICATION 

 According to Huawei’s position management principles for positions, organizational 

levels, ranks, ranks, and ranks, five positions are formed: management, R&D, functional, 

marketing, and operations, forming a two-dimensional matrix that can be An employee can 

carry out effective job classification. At the same time, the applicable scope of each job name 

and the job sequence corresponding to each job shall be defined uniformly. The 

corresponding situation of Huawei's job sequence is shown in Table 3. 

Job 

grade 
Job level Rank 

Level of 

organization 

Post sequence or post name 

management 

R

&

D 

The 

function 
marketing operation 

 

A 
Management 

decision level 
1 

Board of 

directors, 

board of 

supervisors, 

top 

management 

          
 

B 
Senior 

management 

2 
Group Control 

Center 
          

 

3 subsidiary           
 

4 division           
 

C 
Middle 

management 

5 
Group Control 

Center 
          

 

6 subsidiary           
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7 division           
 

D 
Basic 

management 

8 
Group Control 

Center 
          

 

9 subsidiary           
 

10 division           
 

E 
Employees 

layer 

11 
Group Control 

Center 
          

 

12 subsidiary           
 

13 division           
 

Table 3 The job sequence correspondence of Huawei company 

 

 

 The name of each position is managed internally. If the above rules are broken due to the 

needs of external work, or a new name is created, an application can be submitted and the 

human resources person in charge can review and report to the superior for approval before 

implementation. Table 4 shows the job title and application scope of Huawei. 

 

Position Title Scope of application 

Chairman of the 

board of directors 

Group chairman elected by the board of directors 

President Group leader appointed by the board of directors 

Vice President, The headquarter of the United Group oversees 2 or above first-level 

departments, or the person in charge of a certain business area of the 

group 

General 

manager 

The head of the business segment group; the head of the united group 

headquarters or business segment (the business unit is BU, which refers 

to an organization covering multiple functions such as sales, marketing, 

products, and design); the head of the subsidiary 

Deputy General 

Manager 

Head of the business segment group; deputy position of the head of the 

united group headquarters or business segment (business unit is BU, 

which refers to an organization covering multiple functions such as 

sales, marketing, products, design, etc.); deputy head of the subsidiary 
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Director Head of the first-level department of the United Group headquarters; 

head of the first-level department of the business segment group; 

Minister/Deputy 

Minister 

Head of the first-level department of the subsidiary 

Manager/Deputy 

Manager 

The managers of the agencies under the first-level departments of the 

United Group headquarters; the managers of the agencies under the 

first-level departments of the business sector; the managers of the 

agencies under the first-level departments of the subsidiary; 

Supervisor Grassroots managers of various institutions, and direct subordinates 

report to them 

Table 4 The Job title and scope of application of Huawei company 

 

 In principle, each job category corresponds to a different job level, and is defined from 1 

to 13 levels according to ability requirements, contribution level, leadership, and business 

field influence. Table 5 shows the correspondence between HUAWEI's job sequence and job 

level. 

 

Rank management R&D The function marketing operation 

1 Chairman of the 

board of directors 

    

2 President     

3 Vice President, Chief 

Expert 

 

   

4 General manager     

5 Deputy General 

Manager 

Senior 

expert 

   

6 Director expert  Sales expert Chief Technician 

7 Minister/Deputy Chief Expert  Senior technician 
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Minister Engineer 

8 Manager/Deputy 

Manager 

Deputy 

Chief 

Engineer 

 Senior sales 

engineer 

Senior Technician 

9 Supervisor Chief 

Engineer  

Senior 

Commissioner 

Senior sales 

engineer 

technician 

10  Engineer The High 

Commissioner  

Sales 

Engineer 

Senior Technician 

11  Assistant 

engineer 

Commissioner Assistant 

Sales 

Engineer 

Intermediate 

mechanic 

12  Senior 

expert 

  Assistant 

Commissioner 

 Junior 

mechanic/general 

worker 

Table 5 The post and rank sequence of Huawei company 

 

 In this way, through the clarification, standardization, and standardization of the position 

management of HUAWEI Company, the position level structure has been formed, which has 

the basic conditions for the salary level structure and the basic conditions for job evaluation. 

 

2.4.5 JOB EVALUATION 

 Job evaluation is based on job analysis, through structured evaluation elements and 

systematic evaluation methods, to determine the position and role of each position in the 

enterprise, determine the impact of each position on the company’s production and operation 

activities and the relative position Value and contribution size. 

 The direct result of the job evaluation is to improve the salary structure, design the salary 

system and formulate the salary management system to better match the job level. In other 

words, the external fairness of salary levels can be weighed and optimized based on the salary 
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survey report, while the internal fairness of salary levels can only be designed and adjusted 

based on job evaluation. In enterprise practice, it is difficult to evaluate the actual value of a 

post, but it is always possible to study its relative value through post evaluation to achieve 

relative internal equity. Here can be defined by an equation:  

 A post salary / A post value ≈ B post salary / B post value ≈ C post salary / C post value. 

The commonly used elements of job evaluation include responsibilities, skills required by the 

job, effort required, working conditions, etc. According to the actual situation, for Huawei, 

one of the core tasks of designing the salary management system is to evaluate the value of 

the post itself and its contribution to the organization. Through certain methods, evaluate the 

responsibility, authority, intensity, difficulty, and condition elements of the post to determine 

the relative value of the post, so as to provide a basis for the establishment of a scientific and 

effective salary management system. 

 It should be noted that another output of job evaluation is the preparation of job 

descriptions. The job description describes the position and function of the job in the 

organizational structure of the company, as well as the work goals and performance standards 

to be achieved through the basic information, job functions, and job conditions of the job. 

Combined with the situation of Huawei, the job description can be further optimized to 

highlight the core key elements and serve as an important foundation for performance 

management. 

2.4.6 INCENTIVE SALARY DESIGN 

 In the compensation system, variable compensation is a very important component, such 

as performance wages, project bonuses, commissions, year-end bonuses, profit sharing and 

other wage items belong to the category of variable compensation. Variable compensation is 

often closely integrated with business performance and management results. It reflects not 

only personal value, but also team goals, but fundamentally reflects organizational 

performance. 

 Therefore, variable compensation is a compensation element based on performance. 

Because it is closely related to performance goals, it can stimulate employees' enthusiasm and 
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achieve a win-win situation for multiple parties. Therefore, it is also the development trend of 

modern compensation management. In this article, to echo the concept of basic salary, 

variable salary is defined as incentive salary. Therefore, Huawei’s incentive compensation 

design includes performance pay, project bonuses, sales commissions, quarterly bonuses, 

year-end bonuses, profit sharing, and equity incentives. The following are mainly classified 

into two categories: performance pay and profit sharing, which are explained separately. 

 

(1) Performance wages are variable wages and incentive wages. However, performance pay 

is ultimately the salary paid for performance. Salary is mainly based on the overall 

performance of the company, the overall performance of the department, and the 

performance of the team or individual. Employees’ wages and income are directly linked 

to the achievement of their goals, and there are differences in how much work is done, 

and what is done is different. The design of performance wages for employees at all 

levels must be combined with the salary structure and position management, and must be 

implemented with a performance evaluation system, and be systematically integrated to 

maximize scientific management, fair evaluation, and comprehensive incentives. 

 

(2) Many management experts mentioned that the traditional management model is about to 

be overturned by the times, and the employment system will also be replaced by the 

partnership system. Chen Chunhua, a well-known expert on organizational behavior and 

corporate strategy, also pointed out in his book "Activating Individuals" that in the 

Internet age, management in the industrial age is becoming more and more powerless, 

and the management paradigm based on value sharing will become a new paradigm. 

 

(3) According to the classification of HUAWEI company personnel, profit sharing can be 

designed into several types, such as market goal achievement sharing, R&D project 

revenue sharing, and operating profit value-added sharing. 

 

a. Profit sharing design for R&D personnel 

Product research and development is the core competitiveness of high-tech 
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companies, but many companies just verbally say that they don't really value the 

importance of technical research and development personnel, and they even 

generally face the problem of lack and loss of research and development personnel. 

Huawei's salary management improvement must be the first to solve this problem. 

Take the R&D project income as an example. The total amount of project bonuses 

is based on the total profit of the project. Each project team multiplies the total 

profit by the distribution ratio and the amount obtained by related assessments, 

and then subtracts the cost of exceeding the plan during the development process. 

The actual bonus amounts. 

 

b. Profit sharing design for marketing personnel 

For market goal achievement sharing, it is generally realized according to the 

award coefficient corresponding to the target profit completion rate, profit sharing 

= bonus standard × award coefficient 

 

c. Profit sharing design for middle and senior managers 

The value-added sharing of operating profits of middle and senior managers is 

generally linked to net profit indicators and cashed at the end of the year. Net 

profit appreciation sharing = (net profit actual completion value R/net profit target 

value G) × benchmark coefficient S × year-end bonus. The benchmark coefficient 

is related to the net profit appreciation interval, and the weights of the profit 

indicators linked to different job categories are also different, which can be 

directly reflected in the year-end bonus standard. It should be noted that the 

value-added sharing of operating profits more reflects the reasonable and legal 

sharing of excess profits. 

 

2.4.7 SALARY CHANGES AND ADJUSTMENTS 

 Generally speaking, for HUAWEI company's salary changes and adjustments, the system 
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level must achieve total management, budget control, hierarchical coordination, and 

orderly approval; the operational level must reflect scientific, artistic, value, difference, and 

compliance; concepts; At the level, we must adhere to the principles of fairness, incentives, 

competition, individuality, structure, and coordination. 

2.5  EVALUATION AND COMPARATIVE ANALYSIS 

  A comprehensive salary management system is one of the most effective measures to 

motivate employees, but its foundation is scientific, structural, and human. Although there 

is no perfect company, there is no perfect management, but the company can always go 

from ordinary to extraordinary, from excellent to outstanding. Management can always go 

from single to multiple, from disorder to order. For Huawei Company's salary management 

improvement and perfection, many attempts and efforts have been made to explore. This 

article has basically formed a relatively scientific and reasonable structured salary 

management system, but it will still face management practice tests. However, in terms of 

top-level design, this article starts from the overall human resource management system of 

the enterprise, so that Huawei has taken an extraordinary step. To sum up, I think there are 

obvious differences before and after the improvement of salary management. As shown in 

Table 6 below. 

 

Salary level Before improvement After improvement 

Salary standard Six categories, three classifications 5 ranks/levels, 13 

ranks/organization levels 

Salary elements Random rating, random adjustment, 

etc. 

Based on job evaluation, 

supporting systems are 

implemented 

Pay Broadband Basic salary, skill salary, seniority 

salary, job subsidy, full attendance 

bonus, performance salary, 

commission, sales bonus, project 

bonus, etc. 

Increased incentive profit 

sharing 

Salary and 

benefits 

Insufficient broadband and lagging 

management 

Increase broadband based on 

market research, updated in 
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3-5 years 

Salary form Social security, meal supplement, 

communication subsidy, holiday 

benefits, etc. 

Added personalized benefits 

Salary control Monthly salary system is the main, 

annual salary system is 

supplemented 

Annual salary system 

Salary level Self-determined structure and 

independent adjustment of 

subsidiaries 

Subsidiaries are adjusted in an 

orderly manner according to 

the group level 

Table 6The Comparison and improvement of compensation management in Huawei company 

 

2.6  RECOMMENDATIONS 

 However, everything is not perfect, and there are too many hidden dangers behind 

Huawei's excellent salary management practices. , Combined with the analysis of Huawei’s 

salary management, Huawei, in order to minimize employee turnover, adopts to strengthen 

the awareness of human resources risk prevention, and must have rational predictions and 

solutions for various risks. 

 

1. In terms of salary management, Huawei should appropriately reduce the pressure 

caused by the basic fixed salary. 

Huawei has over-emphasized fixed salary in the management of salary fluctuations. 

It uses large, fixed income to recruit fresh graduates and talents in key positions, 

causing the company's long-term financial burden. Floating salary should be used to 

effectively adjust the financial pressure faced by the company. Shift to the 

proportion of performance bonus, variable compensation, and indirect 

compensation in the compensation structure, and appropriately reduce the pressure 

caused by basic fixed compensation. 

 

2. Pay attention to the role of corporate culture in incentives. 

An excellent corporate culture has a powerful role in promoting mutual feelings 
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between employees, enhancing corporate honor, employee centripetal force, and 

stimulating team awareness, so that employees can work harder for the 

development of the company and achieve their personal goals. 

 

 

3. To boldly try the broadband salary system. 

Broadband salary system management, as an advanced salary design scheme, has 

the following advantages. 

  ① Can guide employees to pay attention to the growth of personal skills and the  

   improvement of abilities 

  ② Facilitate the rotation of positions 

  ③ Able to closely cooperate with changes in supply and demand in the labor market 

  ④ It is conducive to the change of the roles of managers and human resource  

   professionals 

  ⑤ Conducive to promoting good work performance 
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2.10 CONCLUSION 

 Therefore, in general, the fundamental of salary reform is the redistribution of benefits. 

Management is a kind of practice. Based on my limited management practice, learning 

experience, exchange of experience, coupled with the mentor's careful guidance and 

literature reference, it is possible to form a structural improvement on Huawei's salary 

management. I believe that through gradual practice and continuous improvement, a 

scientific and effective salary management system can be formed. In the process of 

Huawei's sustainable development, it can better attract talents, retain talents, motivate 

teams, gather teams, and give full play to human resource management applications. Some 

strategic value and capital significance. 

(1) Analyze the salary management issues of Huawei Company. Subsidiary 

compensation policy does not prevent etc. 

(2) Analyzed the reasons for the existence of Huawei company salary management 

problems.  

(3) Use scientific methods to reflect the efficiency and fairness of salary management. 

Etc., to the greatest extent reflect the strategic purpose of compensation 

management and reflect the efficiency and fairness of compensation management. 

(4) Use comprehensive budget elements to enhance the incentive of compensation. It 

also strengthens the fairness of the group management and control system and level 

fairness, and proposes performance rewards and profit sharing, which reflect the 

incentives of compensation management to the greatest extent. 

(5) Use safeguard measures to enhance the practicability of budget management 

improvement plans. To a certain extent, the practice of the new plan is guaranteed. 
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