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[bookmark: _Toc18458]Introduction
[bookmark: _Toc7785]Performance is used to assess a company’s level of development, taking source allocation, staff punishment and rewards. Aguinis (2019) mention the endless research about performance management since the concept was founded. In the current internet technology and fierce market competition, gaining a competitive advantage is widely emphasized. Regardless, the rivalry among the organization is highly emphasized for all companies (Vainieri et al., 2020). Companies constantly face competition over human resource issues, especially their contributions towards performance in organizations. A well-functioning company has excellent HR management approaches, which explains why the human function is vital. As a result, performance management a key element of accomplishing business success. This paper explains the performance management of Huawei Company and explains the underlying issues for Huawei as it seeks to achieve sustainability and high-profit margins.
Huawei’s Performance Management Model
A company's performance is reflected in its employees' actions. If workers feel motivated, their input increases threefold. The modern-day business environment is volatile and requires companies to ensure greater customer satisfaction. According to Camilleri (2021), organizations with the best business strategies, competencies and skills can achieve effective business operations. Companies are judged based on their performances, including financial and community performances (Helmold & Samara, 2019). This explains why performance evaluation models are in place, to develop a framework that helps workers to understand ways of improving their actions. Performance appraisal and management are integral for organizational growth, success, and sustainability. 

Performance management is a key tool for realizing organizational strategy and represents a vital element in supporting organizational strategy. Thus, performance management must comply with a company's development strategy. Al-Jedaia & Mehrez (2020) mention that the performance management system is regarded as an all-round system that covers the performance coaching, plan, performance assessment, receiving feedback and using the obtained results well. However, the incomplete connection leads to low-performance management levels. Many private enterprise performance management systems still need to be completed, found in two key elements (Maley et al., 2021). Performance management system is affected when workers lack performance communication.
Huawei Technologies Corporation (Huawei) is a private organization specializing in research and development (R&D), manufacturing equipment, and providing customized services. The company was formed in 1988 in Shenzhen, China. Huawei is an industry leader and a learning model for the business world. The accomplishments of Huawei must stay in the performance management process, and developing the process is mostly grouped into three phases: personnel appraisal, performance evaluation, and sublimation. These phases of the lifecycle of Huawei are complementary to one another.  
[bookmark: _Toc16868]Huawei’s Performance Management Process
Performance management is integral both at the individual and organizational value. It is used to identify the key issues affecting a company. Without identifying and highlighting the key performance issues and indicators, an organization cannot understand areas it falls short in and those it excels highly in. Huawei's CEO Ren Zhengfei has constantly emphasized the desire for having a unique organizational culture that nurtures and fosters performances. A company’s performance is seen as necessary for survival, growth and development (Zhang et al., 2020). In this case, a performance management method is a sure way of efficiency and fairness and also useful whenever encouraging worker commitment. According to Liu & Prompanyo (2021), these are key in major segments, including the performance result, rating, coaching, and goal. The performance management circle begins with establishing performance according to an organization's strategic goal. These goals include a company's core business, the departments' core businesses, and the core business's position and key performance indicators (KPI). In the performance appraisal process, organizations prioritize features including special performances and ensuring effectiveness. The most considered aspects include the middle and top managers and general workers are accountable for improving the performance management system. 
[bookmark: _Toc17775]a.Performance Goal
At the start of every year, all Huawei workers make detailed work plans based on the strategic goals signed through the Personal Business Commitment. Li et al. (2023) believe that Huawei also relies on its half-year cycle in creating each employees’ Personal Business Commitment for the coming year. On the same note, workers and executives reach agreements regarding performance appraisal targets. Huawei employs the SMART (Specific, Measurable, Attainable, Realistic, Time-Based) objectives framework in setting up appraisal targets for employees. Further, these appraisal targets also include a combination of performance measures, improvements and objectives. 
[bookmark: _Toc3402]b.Performance Coaching
Huawei's managers at every level must direct and guide employees with formal interviews and a comprehensive written record. Coaching performance mainly covers three primary elements. Li et al. (2023) argue that the first element is performance diagnosis, which helps workers improve their work skills and methods. The process monitoring method is about the director in a department establishing and implementing the two-way communication system (Zuo, 2022). Helmold & Samara (2019) believe that this is to help correct worker behavior and ensure the target deviation is feasible. The data collection step covers collecting and recording worker behaviours or the outcomes of the key data or events. On the one hand, it assists Huawei's managers to understand the status of work employees are executing. On the other hand, it reduces the distance between workers, making it a conducive environment for both the management and the employees.
[bookmark: _Toc10488]c.Performance Appraisal
A performance evaluation method of Huawei typically covers three vital elements. The first element focuses on individual issues and result-oriented aspects (Cheng, 2022). The second aspect focuses on hierarchical classification that reports activities according to organizational plan. Li et al. (2023) argue that these include the desired result and the commitment to PBC. The third aspect involves position qualification standards at every level to assess whether actual worker ability meets the office requirements. The assessment levels vary among different Huawei employees (Dauda & Luki, 2021). The organization’s long term goals are the responsibility of high level workers. The key appraisal method is reporting, and the key performance indicators combine annual and quarterly reporting on activities. Low level workers focus their attention on completing menial tasks and self-improvement activities through the company’s IPBC evaluation system. These low level employees have monthly reviews to keep an update on their performance.According to the equality and fairness concept, the evaluation team system is fully implemented within the evaluation team. It emphasizes evaluating responsibility and mission sense. 
[bookmark: _Toc31775]d.Performance Result
The company utilizes the performance results from its assessments as the key point of reference when it comes to how they promote employees and deploy them to the various departments and subsidiaries as well. Further, these are the same results that are used to let go of employees that are not meeting the company’s expectations. According to Dauda & Luki (2021), the evaluation outcomes consider the salary and promotion basis. It is also used for performance improvement, considering the gap between reality performance and expected goals. The main objective of performance appraisal is not for layoffs (Shi and Jiang, 2017). Rather, it is used for giving workers relevant posts using the examination. It is also used to ensure everyone accomplishes the ability of performance goals. Various reasons result in poor performance in achieving an organization's strategic goals (Anwar & Indasah, 2021). If it fails to eliminate, there are work issues. Performance result marks the beginning of the next phase, and supervisors must focus on communicating with staff regarding performance result. 
[bookmark: _Toc20547]Conclusion
As a leader in China's private industry, Huawei's advanced performance management model gives much information about what it takes to have a highly functional business. For instance, this discussion reveals that all workers must be included in the performance planning process and ensure all workers ensure their goals are aligned with organizational goals. Besides, the scientific performance appraisal indicator system ensures a company's efficiency and fairness. It also gives managers the basis for promoting, punishing and rewarding employees. Effective and timely performance feedback and interviews else workers to understand the goals of the performance assessment and know ways of improving their performance for the rest of the work. Other elements, including unique management techniques with a military culture system, help to improve a performance assessment and management model. The effectiveness also depends on time. In the long term, other organizations must use an effective performance management system that helps them to achieve their organizational culture and management system. Other organizations must learn from Huawei's model and focus on an innovation culture. While this analysis explains the urgent challenges in China's business environment, it also provides some recommendations for improvement. Various elements must be deeply studied in future regarding performance management. When these suggestions are implemented, they will guarantee an efficient business environment where everything runs smoothly.
[bookmark: _Toc27259]Improvement Suggestions for Huawei’s Performance Management Models
Huawei is an industry leader due to its performance management process and other elements associated with human resource management. Performance management is closely connected to a company's position and qualification system, training system, personnel selection and salary management system. Other Chinese private organizations can identify suggestions from related aspects.
I. [bookmark: _Toc6549]Clear Performance Management Goals
Based on this analysis, it is evident that a company's performance management is a system engineer process that includes various activities based on the target. A performance goal should be coordinated with a company's development and provide full and accurate judgments of a company's development goals (Murphy, 2020). This aspect is necessary as it helps Huawei eliminate barriers and not clear workers' uncertainty and purpose for late execution of the performance management model. Huawei's managers should depend on these methods to understand the company's performance management goals. 

The first aspect for Huawei is to popularize the knowledge about performance management to its employees. The second goal is introducing and cultivating performance management talents that assist the company in understanding and actualizing its own performance management goals (Audenaert et al. 2019). This approach involves promoting Huawei's strategic targets and encouraging workers to establish their goals based on the company's goals. The third concept focuses on having a comprehensive process of performance management and improving the evaluation process to aid employees in setting clearly defined goals.
II. [bookmark: _Toc3571]Setting up Perfect Performance Management System
This is a dynamic process covering key issues such as coaching, assessment, and applying the performance results in real-time. Whysall et al. (2019) argue that these are closely interlinked, and any disconnection results in failed performance management efforts. A major issue in China's private organizations is the need for more scientific performance management systems. It is important to note the differences between performance management and appraisal, where the appraisal acts as only a connection within the organizational system (DeNisi and Murphy, 2017). At the same time, organizations must ensure a performance management model is established in setting strategic and realistic goals to ensure effectiveness (Whysall et al., 2019). Huawei should undertake some suggestions for improving its performance. 

Undertaking an enterprise strategy would be what Huawei needs to guide its strategy and ensure its performance is linked to how its workers perform on their evaluations. Another plan is for Huawei to undertake flexible, rigid examination and high-frequency management. This should be combined with low frequency whenever conducting performance evaluations. The third approach is that Huawei should combine the qualitative and quantitative indexes, which helps with organizational performance assessment. The final approach is for Huawei to use timely feedback for reviewed evaluation results using interviews.
III. [bookmark: _Toc31499]Establishing a Reasonable and Scientific Performance Appraisal System
In order to create a scientific performance appraisal system, private organizations such as Huawei can improve in different elements. The first step is for Huaweis' management to select the most relevant performance appraisal. Claus (2019) mentions that these include self-assessment, peer assessment, assessment of the special, and external assessment. It also includes a lower-level evaluation that is of different types and includes different advantages and disadvantages. Huawei should combine its fundamental and new performance appraisal techniques to select the most relevant ones.

The second aspect includes having a reasonable performance appraisal interval and regular waste resources, which helps Huawei to attain major business goals. The interval for performance appraisal must be based on the positions of different workers and job nature of the job in the company (Helmold & Samara, 2019). Similarly, Huawei should establish reasonable and scientific performance evaluation indicators. Huawei should highlight and make convenient operations while making the content real, scientific and reasonable. Huawei must adopt quantitative data and reduce or completely avoid the index of those prone to deviations. The final recommendation for Huawei to adopt is to use a training performance rater. Özçelİk & Uyargİl (2019) argue that this is evident in the company's performance appraisal system, to cover a wide scope. The company should appraise everyone equally to ensure workers feel invaluable and are not being sidelined. That is why it is an important step to ensure that those involved in conducting appraisals are well trained. They need to be in sync with the company’s goals and targets as well as understand what the different aspects of the appraisal mean.
IV. [bookmark: _Toc10140]Establishing an Efficient Performance Management Communication Method
During process management, inadequate or insufficient communication method results in the abuse of employee rights. The outcome is disputes and controversies. More specifically, private organizations must focus on building performance management communication techniques (Eaidgah, 2016). Since the organizational leaders often are the organizational founders, the family members are prone to abusing their rights (Cui, 2021). Huawei must establish efficient communication techniques to prevent managers abusing frontline staff employee rights. A key approach is to have open communication lines. Communication is key for companies to succeed in the volatile business environment. Many companies fail terribly because they need to consider the implications of unapproachable leaders. 

According to Cui (2021), a company with an open communication channel and zero-tolerance policy against misinformation will encourage workers to contribute to organizational goals. Hauwei's leaders should understand the issues surrounding communication and its effects on employee motivation. Mousa et al. (2020) argue that if workers understand they are part of a bigger process, they will contribute positively to the organization. However, when they feel they are not part of the solution, they start digressing and exhibiting signs of go-slows that affect their ability to execute business goals. Huawei should create open communication lines that foster excellent employer-employee relationships. These aspects encourage a company to become reliable and accurate in its operations. 

Besides, Huawei should ensure that its employees are involved in the process of formulating their own appraisals. Lantara (2019) also concurs by mentioning that performance appraisal systems must always include workers' input to ensure they do not feel left out. Many companies and senior business leaders have failed considerably because of fear of including workers. This isolation process has made it very difficult for organizations to bring together a committed and dedicated workforce to Huawei's business goals and objectives. At the same time, it is commendable for managers to regularly, communicate with their workers in order to figure out any issues that may arise with the assessment process and get timely feedback on the same. The relevance of active feedback should be considered. When workers identify areas in a performance appraisal that do not work for them, they highlight them and communicate to the company leaders, who take the necessary measures to rectify them. This will help Huawei to have better employer-employee relationships.
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