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[bookmark: _Toc960543029]Executive summary
With the profound changes in the financial industry, commercial banks are facing unprecedented challenges. To meet such challenges, commercial banks must transform their development. Performance management can have a direct impact on the level of human resource management of an enterprise, and is the focus and key to the internal management activities of an enterprise. As early as its establishment, Hebei Bank emphasized the importance of performance management, however, the lack of scientific and effective management methods has not only caused a waste of resources, but also hindered the improvement of performance management level. How to give full play to the role and advantages of performance management to mobilise staff motivation and initiative is an important issue that the bank urgently needs to address at present This report investigates and studies the current performance management of Hebei Bank, addresses the problems of unreasonable indicator setting, lack of communication in the implementation process, a single way of assessment and evaluation and feedback, and unreasonable assessment and incentive mechanisms, and combines the actual operation of Hebei Bank with performance management process, with a view to improving the bank's internal performance management and enhancing its comprehensive competitiveness in the industry. At the same time, it also hopes to provide reference for similar banks to carry out performance management activities.
[bookmark: _Toc2121453008][bookmark: _Toc839289358][bookmark: _Toc1813321483][bookmark: _Toc462105641][bookmark: _Toc1212113904]1.Introduction
Established in 1996, Hebei Bank has grown into a modern joint-stock commercial bank with a developed economy, rigorous management, excellent results and a large commercial market share in Hebei Province, China and even in the Bohai Sea region (Hebei Bank, 2021). The performance management of Hebei Bank's employees is under the overall responsibility of the head office (Hebei Bank, 2021). A Performance Management Committee has been established and headed by the President of the Bank. The Human Resources Department is the office of the Performance Management Committee and is responsible for the day-to-day work of the Committee to achieve performance management at three levels: overall bank performance, branch (work department) performance and individual employee performance(Fu, 2022).

[bookmark: _Toc968509086]2.Existing problems and impacts of performance management in Hebei Bank
Performance management is a management method to achieve organisational goals by motivating and helping employees to achieve excellent performance on the basis of a consensus between managers and employees on goals and how to achieve them (Martins et al., 2021), and performance management has a crucial impact on company performance. This section will analyse the problems in the current performance management of Hebei Bank from the four aspects of performance management, namely performance planning, performance implementation and coaching, performance evaluation and application of performance results. (Moisan et al., 2021).
[bookmark: _Toc1953647789]2.1 Planning：Unreasonable indicator setting
Performance management indicators are an important basis for evaluating and measuring the performance level of employees (Dong, 2021). Specifically, firstly, the performance indicators of Hebei Bank focus too much on short-term targets and neglect long-term indicators, failing to reflect the importance of long-term business development. Secondly, the indicators are not comprehensive, mainly financial and performance indicators, and there is a relative lack of indicators for customer service, staff growth and other aspects. Once again the appraisal indicators are too detailed and the pressure of appraisal on grassroots staff is too great.
The unreasonable setting of performance appraisal indicators will directly affect the effect of performance appraisal. Although the current performance appraisal indicators of Hebei Bank can, to a certain extent, reflect the work performance of employees, they do not fit well with the long-term development strategy of the enterprise from a macro level (Wang, 2022), and do not play a full and comprehensive role in motivating employees from a micro level.
[bookmark: _Toc2080910740]2.2 Implementation：Lack of communication 
Performance communication is the soul and core of performance management, and good performance communication can remove obstacles and maximise performance in a timely manner (Wang, 2011). In the implementation of performance management in Hebei Bank, there is the problem of inadequate communication; there are no institutional regulations on the frequency, content and channels of communication, which are mostly communicated by superiors to subordinates and lack a comprehensive communication mechanism. (Stone, 2021)
The lack of attention to timely and effective performance communication with employees will not only make it difficult for employees to identify with the currently implemented performance management system, but may also lead to cognitive biases and possibly even resistance to work as a result. This is not only detrimental to the implementation of performance management, but also to the long-term development of employees and the company.
[bookmark: _Toc2095615785]2.3 Evaluation：Lack of feedback
The process of performance appraisal, which is the process of comparing an employee's actual performance with the performance standards required of them, is a key part of performance management, but it should not stop there and ignore the particularly important feedback on performance appraisal results (Samimi, 2023). HBOS currently suffers from serious deficiencies in the feedback of performance assessment results. On the one hand, performance feedback is more often conducted through centralised departmental meetings, which are not relevant to individual employees. On the other hand, the current performance feedback is merely a briefing on the results of the performance appraisal without further analysis of performance gaps, improvement measures and targets for the next stage of work.
Inadequate performance feedback greatly diminishes the value of performance management and makes it difficult for employees to identify their own problems and shortcomings and to position their own capabilities. For companies, the lack of in-depth analysis of employees' work competencies can affect the division of functions and makes it difficult to achieve an optimal division of jobs.
[bookmark: _Toc135204048]2.4 Application：Single way of application
The final aspect of performance management is the application of performance evaluation results. By rewarding those who perform well and punishing those who do not, it encourages the right behaviours within the company and motivates employees to work together to achieve company goals (Yu et al., 2022). The current application of performance appraisal results in HBOS is mainly limited to employee remuneration and is not linked to personnel adjustment and human resource development, failing to achieve full utilisation of performance appraisal results.
Linking performance appraisal results to employee benefits is indeed the simplest and most direct way to motivate employees. However, the lack of influence on employees' career development makes it difficult to maximise their motivation, which is not conducive to the long-term development of employees and the company, and thus affects the achievement of the company's strategic goals (Jing and Yan, 2022).
[bookmark: _Toc336736210]3.The significance of performance management for Hebei Bank
[bookmark: _Toc906071625]3.1 Organisation: optimising business management
3.1.1 Streamlining bank management and improving efficiency
For Hebei Bank, reasonable performance management, linking staff income and performance, is the main means to improve staff motivation, improve the efficiency of work and services, and thus improve the bank's services and performance; at the same time, effective performance management can make the bank management process, and thus ensure the scientific and rational operation of the bank.
3.1.2 Effectively promoting the implementation of Hebei Bank's strategic objectives
For Hebei Bank, it has a clear positioning and development objectives at the beginning of its corporate development, and then makes annual operation and investment plans based on external market changes and internal conditions of the commercial bank. Proper performance management helps to ensure that these plans are accurate and provide reliable guidance for Hebei Bank's next steps, thus ensuring that the bank's strategic objectives are met.
[bookmark: _Toc539260498]3.2 Managers: improving management
Performance management is a process of continuous communication between managers and those being managed. Managers need to make work plans and evaluate the work of their subordinates according to the direction of HBOS, discuss their performance fully with them, and help them improve their performance. The behaviour of each manager is regulated through an institutionalised approach, thus effectively enhancing the manager's management skills and continuously improving management standards.
[bookmark: _Toc970199546]3.3 Employees: Improving work competencies 
Employees can achieve the bank's recognition of the value of their work through performance management, and also have a clear understanding of their personal strengths and weaknesses, check for gaps, make up for deficiencies in a timely manner, develop their strengths, improve their professional quality and business quality, and contribute to the improvement of work efficiency and work ability.
[bookmark: _Toc300437951][bookmark: _GoBack]4.Conclusions
This report analyses the current performance management of Hebei Bank. Overall, it is clear that the performance management approach currently used by Hebei Bank could be improved. The most important issue is that the current performance management approach is not fully aligned with Hebei Bank's own strategic objectives, which means that it does not truly reflect the value of human resource management in achieving strategic objectives. Specifically, the following problems exist in the current performance management system of HBOS. Firstly, in the performance planning process, the performance appraisal indicators are unreasonably set, which does not fully motivate employees and is not conducive to the achievement of the bank's strategic objectives. Secondly, in the performance implementation process, performance communication is not in place, which may lead to cognitive bias or even resistance among employees. Thirdly, in the performance evaluation process, the lack of in-depth feedback on performance evaluation results not only leads to employees' inability to clearly and deeply understand their own work capabilities, but also makes it difficult for Hebei Ban to achieve the best human resources layout. Fourthly, the application of performance evaluation results is mainly limited to staff remuneration, and fails to integrate with the overall development of human resources, thus failing to bring the maximum value of performance management into play.
[bookmark: _Toc726588360]5.Recommendations
[bookmark: _Toc1178549678]5.1 Performance planning link
Performance plans provide a clear direction for performance management and should be based on factors such as the company's strategic goals and plans, corporate values and the company's existing self (Mahmood and Arslan, 2020). The reasonable setting of performance appraisal indicators is a prerequisite and key to ensuring the effectiveness of the appraisal. When formulating performance plans, Hebei Bank should follow the principle of "try to quantify what can be quantified, refine what cannot be quantified, and process what cannot be refined" and insist on combining quantitative and qualitative indicators, balancing economic and non-economic indicators, long-term and short-term indicators, and balancing lagging and leading indicators. We also insist on combining quantitative and qualitative indicators, balancing economic and non-economic indicators, balancing long-term and short-term indicators, balancing lagging and leading indicators, balancing internal and external indicators, and taking into account the company's objectives and tasks, job responsibilities and work processes to extract performance appraisal indicators, while taking into account commonality and individuality, and reflecting the differentiated appraisal of different departments and positions (Sun, 2022).
[bookmark: _Toc1642761865]5.2 Performance communication link
Performance coaching and communication is the intermediate link between performance planning and performance appraisal, and is the main link that reflects the manager's management and leadership skills (Liu, 2020).Hebei Bank should establish a performance communication system that is mandatory for implementation (HR Classroom, 2022). As far as leaders are concerned, those involved in performance management should clarify the entire content of performance appraisals and enhance communication and coaching with employees so that they truly understand the performance appraisal objectives set by the bank. As far as the management is concerned, the performance management function of HBOS can provide training to employees on performance appraisal in the process of conducting performance appraisals, so that employees can truly understand the meaning of performance objectives and thus improve their own performance appraisal performance (International Business Machines Corporation, 2020).
[bookmark: _Toc1848899223]5.3 Performance evaluation link
Effective and comprehensive performance feedback not only allows employees to clearly understand their own work results, but also their own strengths and weaknesses, so that they can continuously optimise their own capabilities (Xiao, Liu and Dai, 2021). It also allows managers to identify possible weaknesses in employees or the organisation, and to carry out targeted improvements to facilitate long-term business development (Li, 2021). Hebei Bank managers must evaluate staff performance appraisals from an objective and fair perspective, praising staff for good performance but also identifying problems in their work, actively communicating with staff to solve problems and taking timely measures to prevent and control possible risks and hazards. It allows employees to truly accept feedback from managers on performance appraisal results (Zhang, 2022).
[bookmark: _Toc360868871]5.4 Application of performance results link
The application of performance appraisal results includes two levels of content: first, value evaluation, as an important basis for enterprise personnel decisions, for relevant rewards and punishments, salary adjustments and personnel transfers; second, performance improvement, analysis of performance appraisal results, to provide a basis for enterprises to arrange staff training, employee career planning and other aspects (Xiong, 2021).Performance appraisal results are not easy to obtain, and HBOS managers should pay attention to the comprehensive application of appraisal results.
5.4.1 Annual evaluation of excellence
The annual selection of advanced individuals should be closely combined with the results of the annual performance appraisal. On the one hand, for employees who have performed well during their work, the enterprise needs to give them certain rewards in spirit; on the other hand, by setting an example, not only can the employees be given corresponding spiritual rewards, but also can have an inspiring and guiding effect on other employees, encouraging more employees to continuously improve their own work (Wu, Gong and Liu, 2022).
5.4.2 Training and learning
Training and learning opportunities can be given to outstanding class of employees based on performance appraisal results to help employees further improve their business level and working ability (Su et al., 2023). At the same time, the departmental and individual performance appraisal results are integrated to understand the needs of employees in terms of career development planning, and targeted skills training courses are arranged to improve the match between employees and positions, thus achieving a win-win situation for both personal improvement and corporate development (New Words on Finance, 2022).
5.4.3 Job Promotion and Reserve Cultivation
After completing the performance appraisal, Hebei Bank should collate the final employee performance appraisal results and develop a more scientific reserve cadre training programme accordingly. If the employee is able to excel in the performance appraisal for a number of consecutive years, he/she can be given priority in job promotion (yjbys, 2023).
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