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Abstract
The standardization of enterprise operation and management is of great importance to the effective development and scientific management of human resources. Among them, salary management, as the core component of human resource management, is a key element that cannot be ignored. With the increasingly fierce competition among enterprises, the importance of salary management is becoming more and more prominent. A reasonable, fair and incentive compensation management system can effectively stimulate the working motivation of employees, and then improve the performance and competitive advantage of enterprises. Taking Huawei enterprises as an example, this paper mainly studies the innovative strategy of salary management, analyzes the changes brought by Huawei implementation of this strategy and puts forward relevant countermeasures. In order to achieve the strategic goals of the enterprise, it is necessary to add strategic factors to the salary system, promote the strategic salary management system, promote the enthusiasm of employees, help employees realize self-value, and finally achieve a win-win situation with employees. At the same time, combined with the current situation of Huawei salary management, first of all, the method of salary floating should be combined with the corresponding positions. Secondly, focus on the construction of corporate culture, improve the cohesion and cognition of employees, and explore the internal needs of employees to analyze the expected cultural atmosphere of employees. In this process, it is necessary to strengthen the implementation efforts, while paying attention to risk and cost control, to ensure that both employees and enterprises can obtain practical benefits.
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Chapter one : Introduction
1.1：Background of the research
In today's global and competitive business environment, enterprise salary management is an important aspect that cannot be ignored in enterprise management. Salary management not only affects employees' morale and work efficiency, but also directly affects the competitiveness and performance of enterprises (Zhuang,2023).   Huawei always adheres to the employee-centered principle in salary management, and implements a performance-oriented and competency-oriented salary system to encourage employees to give full play to their personal abilities and potentials and realize the common development of individuals and enterprises (Jia,2023). By establishing a rigorous salary evaluation mechanism, Huawei ensures the fairness and justice of salary, realizes a high degree of fit between employee performance and salary, and improves employees' work motivation and sense of belonging (Li,2023). Huawei sets up an employee-centered concept and attaches importance to the value and development of employees. Salary management conforms to the core values of enterprises, and a scientific, fair and flexible salary system is established to motivate employees' work enthusiasm (Zhang,2023). Secondly, Huawei pays attention to the development of employees, provides a good career development path, helps employees realize their personal values and growth, and matches their own corporate goals. Finally, establish a perfect salary assessment mechanism to achieve fairness and justice between employee performance and salary, and encourage employees to improve their abilities (Ma,2019). 

1.2：Huawei's corporate introduction
Founded in 1987 and headquartered in Shenzhen, China, Huawei provides information and communication technology solutions worldwide. As the world's leading provider of ICT solutions, Huawei is committed to providing efficient and reliable communication networks and equipment to customers around the world through innovative technologies and products. Up to now, Huawei has become the leading telecom equipment supplier in China and even in the world (Huang,2021). Huawei's business areas are involved in mobile phones, telecom network equipment, cloud computing, smart home, internet of things and other fields, forming a globally influential product and service system with more than 100,000 employees in more than 170 countries and regions.


























Chapter two : Innovative strategy of Huawei's performance management
2.1：Equity incentive
Equity incentive refers to encouraging employees' enthusiasm, innovation and willingness to embrace change by issuing company stocks or stock options to employees (Ji,2022). Huawei's innovative strategy in equity incentive is mainly reflected in the following aspects. First, Huawei's equity incentive covers a wide range and faces all employees. Unlike other companies that only regard equity incentive as the privilege of senior management, Huawei extends equity incentive to all employees so that everyone can share the company's achievements. This equity incentive strategy has effectively stimulated employees' work motivation and creativity. Secondly, Huawei's equity incentive has long-term sustainability. By dividing the shares into multiple periods, employees must make long-term contributions to get more shares. This long-term incentive mechanism helps Huawei maintain the stability and loyalty of its employees, and encourages employees to continuously create value for the company at every stage of its development (Liu,2023). Huawei implements the "Haisi model", encouraging team members to work together through equity incentives to achieve the overall goals of the organization. In this mode, the excellent performance of the team will bring more fair distribution, promote cooperation among employees and strengthen team cohesion.

2.2：PBC performance management
PBC(Personal Business Commitment) performance management is a unique performance management method of Huawei. The plan sets clear personal performance goals through "communication from top to bottom" to ensure that each employee's work goals are consistent with the company's goals (Tan,2020). PBC performance management refers to the management mode of salary reward and promotion according to employees' performance. Huawei's innovative strategy in PBC performance management is mainly reflected in the following aspects. First, Huawei's PBC performance management pays attention to the objective evaluation of performance. In Huawei, employees' performance is evaluated through systematic PBC assessment, so that the standards and processes of performance evaluation are more transparent and fair. Huawei helps employees to define their work objectives and expected performance by establishing performance index system, classified assessment and data analysis, and analyzes the actual performance through data. This objective performance evaluation method can effectively avoid the interference of subjective factors and ensure the fairness and accuracy of performance evaluation. Secondly, Huawei's PBC performance management emphasizes the reward and chronic performance. Huawei implements the system of "performance reward+promotion", according to the performance level of employees, corresponding bonuses and promotion opportunities are given. Such a reward system can not only motivate employees to work actively and innovate, but also stimulate their career development motivation and enhance their sense of belonging and loyalty in the company. Huawei's PBC performance management focuses on the training and growth of employees. Huawei provides abundant training and development opportunities to help employees continuously learn and improve their skills and abilities. Through training and development, employees can better adapt to the development needs of the company and realize the common growth of individuals and organizations. This emphasis on employee training and growth can not only improve the performance level of employees, but also enhance the competitiveness of employees' career development (Wu,2022). 

2.3：Salary strategy
Huawei's salary management strategy is widely recognized in the industry and regarded as an innovative strategy (Wu,2022). Huawei takes high salary as the main means to attract and retain talents, and the innovation of this strategy is reflected in the following aspects. First, Huawei's salary strategy focuses on performance incentives. Huawei has established a performance-based salary system, which links salary with personal performance and contribution. Secondly, Huawei's salary strategy is extremely flexible. Huawei adopts the "youth percentage system" salary system, that is, the salary of employees consists of two parts: basic salary and performance salary. The basic salary is relatively low, accounting for about 20% of the total salary, and the performance salary is adjusted according to the employee's personal performance. This strategy can be flexibly adjusted according to employees' performance, so as to encourage employees to be proactive and strive to improve their personal ability and performance, so as to obtain higher salary returns. The company encourages employees to actively participate in projects and innovation activities, and has set up an innovation bonus system to reward employees for their outstanding performance in technological innovation and business innovation. This strategy can stimulate the enthusiasm and creativity of employees and bring a steady stream of innovation power for the company's sustainable development (Wang,2022). 

2.4：Salary return cycle
Traditionally, most enterprises' salary return cycle is carried out on a monthly or quarterly basis, but Huawei has adopted a more innovative salary return cycle. Huawei's salary return cycle is based on the completion of the project. Employees' salary return depends not only on time, but also on their contribution and performance in the project (Liu,Yin and Liu,2019). The salary return cycle can encourage employees to pay more attention to the progress of the project. Because the salary return is related to the progress of the project, employees will be more motivated to work to ensure that the project can be completed with high quality. Secondly, the salary return cycle can help Huawei to manage its performance more effectively. Huawei rewards employees according to the completion of the project, evaluates their work performance more accurately, ensures fair and reasonable salary distribution, and encourages employees to continuously improve their personal abilities.

2.5：Salary payment
Huawei implements the salary policy of "people with ability can get more", emphasizing performance evaluation and reward system. Reward and pay employees according to their personal contributions and performance appraisal results. Huawei introduced the employee stock ownership plan, by distributing a certain number of shares to employees, and sharing the development achievements of the enterprise with employees. This way of salary payment gives employees the opportunity to participate in the decision-making of enterprises and enjoy the dividends brought by the development of enterprises, which enhances their sense of belonging and motivation (Tang,2023). This way of salary payment can better stimulate the innovative potential of employees and promote their all-round development. 























Chapter three : The deficiency of Huawei's performance management
3.1：Lack of integrity and strategic thinking
According to the value-oriented management model proposed by Jack Welch, it is emphasized that the organization's salary management should be consistent with the overall strategy (Lu and Cai,2020). The model holds that salary and reward should be set according to employees' contribution to organizational goals and behaviors that reflect organizational values. Value-oriented management emphasizes performance-based payment mode to motivate employees to act in line with organizational values and strategic goals. The deficiency of Huawei's salary management is that it does not match the salary strategy with the company's strategy, which leads to the poor connection between the employee's salary plan and performance evaluation and the company's overall goal. Huawei tends to directly link salary with individual performance in salary management, ignoring the development needs of the whole organization. This practice may lead to the weakening of teamwork, the intensification of competition among employees, and affect the synergy of the whole organization (Staessens et al., 2018). In addition, Huawei overemphasizes performance-oriented salary incentives and ignores the comprehensive development and long-term incentives of employees. In the long run, this may have a negative impact on employees' work motivation. Therefore, when making performance policies, Huawei can pay more attention to the overall interests and long-term development of the organization, and combine salary with the strategic objectives of the organization to promote the all-round development of employees.

3.2：Ignore the role of non-economic remuneration
[bookmark: _GoBack]Huawei tends to regard salary as the main factor of employees' motivation, while ignoring the importance of other non-economic factors to employees' motivation. In fact, non-economic compensation can greatly affect employees' work motivation and satisfaction. Non-economic remuneration can include recognition, praise and promotion. These forms of rewards can stimulate employees' work enthusiasm and teamwork. However, Huawei often places too much emphasis on individual performance in salary management, while ignoring the substantive recognition and encouragement of employee performance. Secondly, non-economic remuneration can also include personal development opportunities, training and working environment. These factors are very important for employees' personal growth and career development. However, while ignoring the comprehensive development and long-term incentives of employees. According to the labor market theory (Zhang and Huang,2015), salary includes not only economic remuneration, but also non-economic remuneration. Huawei pays too much attention to economic compensation in salary management, ignoring employees' needs for non-material incentives. A better management model should comprehensively consider the economic and non-economic needs of employees, and improve employees' performance and satisfaction by providing better working environment, training opportunities and promotion paths and other non-economic incentives.

3.3：Insufficient internal salary incentives
Maslow's hierarchy of needs theory emphasizes (Du,2019) that the internal needs of employees are an important part of salary incentives. Huawei's salary management ignores employees' internal incentive needs for recognition and responsibility. A better management mode should be to give employees more autonomy and challenging work, provide more development opportunities and recognition mechanisms, motivate employees' internal incentives, and improve their participation and performance level. However, Huawei puts too much emphasis on performance and goal completion, and ignores employees' intrinsic motivation. In this case, employees rely too much on external rewards and incentives and ignore the sense of accomplishment brought by the work itself. 





Chapter four : Conclusion
Based on the research of Huawei's performance management, this paper summarizes the following inspirations:(1) Huawei pays attention to linking performance incentives with performance. Huawei has adopted a performance-oriented performance system, and the change of employee salary is directly related to the performance of individuals and teams. This practice can effectively stimulate employees' work motivation and improve their performance level. (2) Huawei pays attention to performance fairness and transparency. Huawei has established a fair performance system, and the salary of each employee is jointly determined by performance appraisal and market value, avoiding artificial subjective factors. (3) Huawei pays attention to the combination of salary and personal development. Huawei provides employees with a broad development platform and opportunities by combining performance management with human resources management such as training and promotion. Huawei attaches great importance to employees' career planning and development, and encourages employees to continuously improve their abilities and professional level through performance adjustment and promotion opportunities. Enterprises can organically combine performance management with employee development by establishing a perfect training system and promotion mechanism to realize the common growth of enterprises and employees. (4) Huawei pays attention to the diversity and personalization of incentives. Huawei's salary system not only considers employees' performance level, but also considers employees' contribution, professional ability and work attitude. This personalized salary design can better meet the needs and expectations of employees and improve their satisfaction and engagement.






Chapter five : Suggestions on Huawei's salary management
5.1：Implement the performance pay system
Huawei can implement a performance-based pay system. This system can give corresponding salary rewards according to employees' performance and performance, and encourage employees to work actively and improve their performance (Zheng,2021). Huawei can set clear performance appraisal indicators, such as the difficulty, progress and quality of completing the project, and give corresponding bonuses according to the achievement of the indicators. At the same time, Huawei can set up a performance evaluation mechanism to regularly evaluate employees' work performance and performance, and timely feedback and adjust salary grades. This system can stimulate the enthusiasm of employees and improve work efficiency. 

5.2：Establish a fair and transparent salary system
Huawei can establish a fair and transparent salary system. The distribution of salary should be fair and reasonable, avoiding unfair phenomena caused by personal factors and interpersonal relationships. Huawei can formulate a clear salary system, and openly and transparently explain the salary policy and payment process to employees, so that employees can understand the source and calculation method of their salary (He,2019). In addition, Huawei can correct and improve the unreasonable and unfair places in the process of system implementation through internal investigation and analysis of employees' satisfaction with the salary system, and improve employees' recognition and support for the salary system (Blanche, Hatchuel and Starkey, 2021).

5.3：Implement a flexible salary system
Huawei can implement a flexible salary system. The salary system should fully reflect employees' personal abilities and skills, and give employees space and opportunities for development. Huawei can establish a salary classification system, and define different salary grades and grades according to employees' departments, job levels, work experience and skill levels. In addition, Huawei can also implement an incentive mechanism, provide training and development opportunities, and encourage employees to continuously improve their abilities and qualities in order to obtain higher salary returns (Li,2023).

5.4：Pay attention to employee benefits
Huawei can pay attention to employee benefits. Salary management is not only limited to basic salary, but also includes the distribution of welfare benefits. Huawei can consider providing comprehensive benefits including health insurance, paid annual leave, training allowance and housing allowance to improve employees' job satisfaction and loyalty (Zhao,2023). 
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