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Improving performance starts with itself
——Huawei Group Human Resources Department Skills Upgrading Program

In assignment 1, with the theme of "Performance Management for Continuous Improvement", I conducted a systematic study on the performance management system of Huawei Group, confirmed that the advantage area of human resource management of Huawei Group is performance management, and put forward five suggestions for optimizing the performance management system of Huawei Group. These recommendations are as follows: 1. Weaken the influence of founders on business operations and performance management; 2. Explore long-term incentives for organizations and individuals. 3. Further highlight the result orientation of performance management. 4. Prudently adopt the last-place elimination system. 5. Reduce excessive internal competition.
As Huawei's performance management function, the Human Resources Department plays an important role in the allocation and performance appraisal of the entire Group. How to improve the work skills of the human resources department of Huawei Group to better improve Huawei's organizational performance is an important content to be discussed in this session. Therefore, I have formulated the Huawei's Human Resources Department Skills Improvement Plan, which will help optimize the strategic positioning of the Human Resources Department, and implement five key skills improvement actions for the performance management system.
[bookmark: _Toc32486]1. Overall arrangement of Huawei's Human Resources Department's skills improvement plan
Huawei's Human Resources Department Skills Enhancement Program is an overall arrangement to help Huawei achieve its strategic development goals, as well as the following plans:
	serial number
	Action Plan
	Timing

	1
	Optimize the work positioning of the human resources management department
	May 2023


	2
	Human Resources Skills Enhancement Initiative
	June-October 2023

	2.1
	Improve strategy-based human capital management capabilities
	June 2023


	2.2
	Improve the ability to design advanced incentive mechanisms
	July 2023

	2.3
	Improve data analysis and interpretation capabilities
	August 2023

	2.4
	Improve HR compliance management capabilities
	September 2023

	2.5
	Improve workflow optimization management
	October 2023


[bookmark: _Toc30870]2. Optimize the work orientation of the Human Resources Management Department
Human resources are the first resource of an enterprise and the first resource of innovation and development. Traditional human resource management has many limitations, often focusing on basic work such as talent development, training, salary management and assessment, while ignoring the full integration with the business. Therefore, based on the Huawei Group's business development strategy, I used IBM's Business Leadership Model(IGI Global,2021) to optimize the positioning of Huawei's Human Resources Management Department and clarify that human resources are business-driven partners. Business-driven human resource management means that business first, the direction of work is business strategy, human resource management is a tool to support better business landing, human resources work should create value for the company, to avoid human resources work from the main business development needs.
[bookmark: _Toc3886]3. Skills upgrading actions of the Human Resources Department
[bookmark: _Toc17313]3.1 Improve strategy-based human capital management capabilities and reduce the influence of founders on business operations and performance management. 
Strategic thinking is the basic quality that human resource practitioners should have, excellent human resource managers should not only have solid human resources professional knowledge, but also should cultivate their own strategic thinking, human capital conforms to the strategic development of enterprises, so that the organization's resource allocation is more efficient, and has a positive effect on improving the ability of enterprises to adapt to market changes. For example, Bain & Company, McKinsey & Company, world-renowned consulting companies, human capital is the core asset of an enterprise, and enhancing enterprise value by enhancing the value of people is an important inspiration for Huawei Group. The human resources department plans to systematically learn personal behavior, organizational behavior and cutting-edge human resources methodology through one year, and conduct systematic research on authorization management, management differentiation, execution, etc. that affect enterprise operations, and the main backbone personnel will become human resources experts, so that through human resources optimization and mechanism design, not only let human resources meet the needs of business development, but also drive the optimization and transformation of business development direction and improve the efficiency of enterprise development（Kareem, M.A. and Mijbas, H.A.,2019).
[bookmark: _Toc29702]3.2 Improve the design ability of advanced incentive mechanisms and strengthen long-term incentives for organizations and individuals. 
According to Maslow's hierarchy of needs, self-actualization and self-transcendence are at the top of the pyramid of the hierarchy of needs, which are the high-level needs of people in society and the universal goals pursued by individuals in organizations(Pichère,P., Cadiat, A.-C. and Probert, C. ,2015). Human resource managers should not only become the watchmen of talents, but also become boosters to help individuals grow and succeed. At Huawei, stock options serve as a core long-term incentive, but they do not inspire cultural recognition among employees. Therefore, the human resources department should reflect on the effectiveness and adequacy of incentive measures, skillfully use incentive measures such as target incentives, establishing benchmarks, two-way respect, awarding honors, cultural care, material rewards, stock options, and becoming partners, constantly enrich the toolbox of performance management, and actively try the optimal combination of various management tools. From the second half of 2023, the award of honors will gradually be used as an important incentive tool to help employees achieve a "double harvest" of material and spiritual incentives.
[bookmark: _Toc5706]3.3 Improve data analysis and interpretation capabilities, and further highlight the result orientation of performance management. 
Since entering the digital era, in order to keep up with the pace of the times, enterprises have established multiple information platforms for office, production management or supplier management, but there is a "data gap" between the platforms, and it is often difficult for managers to grasp the full picture of digital operations. Human resource managers should be good at breaking the "digital barrier", establishing the organic correlation of financial, customer or market result data, finding the impact of human resource management on the production and operation data of enterprises, examining the scientificity of human resources work from a macro perspective, and then using advanced information tools for fitting management(Colakoglu, S., Chung, Y. and Ceylan, C.,2022). In addition to the ability in data analysis, it is also necessary to master the platform application ability, such as Oracle, SAP and Workday, large companies provide technology platform services, engineering systems and software applications for business and human resources solutions, and human resource managers should be proficient in the operation of these platforms.
[bookmark: _Toc32535]3.4 Improve human resources compliance management capabilities and create a fairer employment environment. 
Affected by the new crown pneumonia epidemic, the closure of small enterprises around the world, the layoffs of large enterprises have become the norm, and the job market has undergone profound changes. The last-place elimination seems to be a scientific selection, but there are also risks in compliance management. HR teams should avoid becoming "policy police" and maintain some flexibility in order to unleash the vitality of the company to a greater extent. The human resources team cannot ignore policies and regulations, and when there are signs of problems in the fields of gender discrimination, health risks, safe productivity, fair employment, etc., they should promptly and fairly stop the further fermentation and spread of such problems, and establish a long-term and stable relationship between enterprises and employees(Uren, L.,2007) , so as to win a better market image and brand reputation for enterprises.
[bookmark: _Toc22544]3.5 Improve workflow optimization management capabilities and reduce excessive internal competition. 
[bookmark: _GoBack]Scientific internal competition is conducive to improving the overall external competitiveness of the company, but excessive internal competition will bring new problems, and as people get closer to the goal, they often focus on the distance between themselves and other collaborators rather than on the distance between themselves and the intended goal. For example, it affects organizational unity, barriers between departments, trust between colleagues declines, and market resources are not used effectively. As Huawei's human resources management department, it is necessary to keenly perceive the reasonable boundaries of competition, continuously improve process optimization capabilities, and timely eliminate redundant links that hinder service flow through service chain-based operation process combing, establish business processes that are more conducive to cooperation and better play the strengths of employees, and reflect the role of human resources in maximizing external benefits.
[bookmark: _Toc19573]4. Conclusion
Huawei's Human Resources Dept's Skills Enhancement Program will effectively enhance the professional qualities of human resources teams and individuals, help improve Huawei's overall work performance, and achieve common development for employees and enterprises. Of course, these skills do not cover all the competencies required of a great human resource manager, nor may they apply to all organizations. In the practice of enterprise human resource management, there are more effective management methods waiting to be developed and tried.

[bookmark: _Toc2674][bookmark: _Toc21245]

[bookmark: _Toc1283]References：
 Kareem, M.A. and Mijbas, H.A. (2019) ‘Mediating Role of Dynamic Capabilities on the Relationship between Human Resource Development and Organizational Effectiveness’, Organizacija, 52(3), pp. 187–203. Available at: https://doi.org/10.2478/orga-2019-0012.
Hargis, M.B. and Bradley, D.B. (2011) ‘Strategic human resource management in small and growing firms: aligning valuable resources’, Academy of strategic management journal, 10(2), p. 105–.
  Pichère, P., Cadiat, A.-C. and Probert, C. (2015) Maslow’s hierarchy of needs. Translated by C. Probert. Namur: Lemaitre Publishing.
‘HRM Practices in Human Capital-Intensive Firms: An Empirical Study of IBM Corporation’ (2021) in Research Anthology on Human Resource Practices for the Modern Workforce. IGI Global, pp. 921–938. Available at: https://doi.org/10.4018/978-1-6684-3873-2.ch048.
Colakoglu, S., Chung, Y. and Ceylan, C. (2022) ‘Collaboration-based HR systems and innovative work behaviors: The role of information exchange and HR system strength’, European management journal, 40(4), pp. 518–531. Available at: https://doi.org/10.1016/j.emj.2021.07.011.
Uren, L. (2007) ‘From talent compliance to talent commitment: Moving beyond the hype of talent management to realizing the benefits’, Strategic HR review, 6(3), pp. 32–35. Available at: https://doi.org/10.1108/14754390780000970.
1

image1.png
Include the title of the Report here

December 2022

MODULE NAME: INCLUDE MODULE NAME AND CODE HERE
NAME: INCLUDE YOUR NAME HERE
STUDENT NUMBER: INCLUDE YOUR STUDENT NUMBER HERE




