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Executive summary
Performance management is an important part of human resource management. It is usually divided into four stages: the setting of performance goals, the stage of performance coaching, the stage of performance appraisal and the stage of feedback. Enterprises need to take different performance management measures at different stages. Below I will analyze the performance management mechanism of Huawei.
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1. [bookmark: _Toc99051052]Introduction
For large enterprises such as those large multinational companies, or small enterprises with only dozens of employees, human resource management is an important part of enterprise management. A sound human resource management mechanism will help the enterprise develop better and faster, while poor human resource management will lead to chaos in the internal management of the enterprise and low operating efficiency, thus making the enterprise eventually go bankrupt. 
There are many branches in human resource management, of which performance management is undoubtedly the most critical, especially for those enterprises whose purpose is profit. Enterprises usually designate their own performance management mechanism according to their own strategic goals, so as to promote the enterprise to move forward quickly on the predetermined track. However, there is no perfect performance management mechanism in this world. Below, I will take a Chinese company as an example to analyze the performance management mechanism of the company and put forward relevant improvement suggestions.
2. [bookmark: _Toc99051053]Organizational overview
In this report, I will choose Huawei Technologies Co., Ltd. as my analysis object. Huawei is a well-known Chinese company, its headquarters is in a southern Chinese city: Shenzhen, a city dedicated to cultivating many high-tech enterprises. Founded in 1987, Huawei is a leading global provider of information and communications technology (ICT) infrastructure and smart devices (Huawei, 2020). Just like Apple, Huawei always try to bring digital to every person, home and organization for a fully connected, intelligent world. The number of its employees is about 194,000, and you can see Huawei in more than 170 countries and regions. 
Huawei attaches great importance to human resource management and elevates human resource management to the corporate strategic level. Huawei has set up a human resources management committee internally, and a total of 5 layers of management organizations have been set up under the committee. This system runs through the entire enterprise and controls the effective operation of the human resource management mechanism within the enterprise. The most distinctive feature of Huawei's human resources management is that it has built a set of effective management methods for intellectuals, so that intellectuals can become brave and wolf-like warriors, not slaves. From the early days of its establishment, Huawei has established a clear human resource management system to motivate employees to create value. One of the most important means is equity incentives. The internal financing stock ownership plan for Huawei employees began in 1990, and now it adds up to tens of billions. Through the method of equity incentives, not only the financial problem is solved, but also the enthusiasm of Huawei employees to work is greatly stimulated, which is an important reason for the rapid development of Huawei in the later period.
3. [bookmark: _Toc99051054]Main discussion
a) [bookmark: _Toc99051055]The Performance Management of Huawei
In this report, what I want to analyze is Huawei's performance management, which I think is an important aspect that Huawei should improve. Performance management is an important part of human resource management. It motivates each member of the team to keep moving forward to achieve certain goals. Performance management is a common enterprise management model. Every employee works hard to obtain higher income or not be eliminated, thereby creating greater value for the enterprise. In Huawei's view, performance management is a process that helps managers and employees achieve a win-win situation. In this system, managers should help employees to achieve the goals of performance appraisal, and employees can also create greater value for the team in the process. Huawei's management believes that performance appraisal should not only focus on the results but should pay more attention to the process and pay more attention to the changes of employees in the process. Huawei's performance management is divided into four stages: 
The first stage is to set performance goals. At this stage, Huawei's management will designate a general performance target based on the overall strategic goals of the enterprise, and then subdivide the general performance target layer by layer to set various performance targets for each department and each team. 
The second stage is the performance coaching stage. For a large enterprise, different employees have different abilities. Some employees have strong working ability after years of work accumulation, and they can usually achieve the performance appraisal goals specified by the company well and quickly. However, there are also some less capable employees, especially those young people who are just entering the workplace. They often face the risk of being fired for failing to meet performance appraisal targets. Therefore, at this stage, the company usually trains these employees to improve their working ability. 
The third stage is the performance evaluation stage. At this stage, the company will evaluate the completion of employee performance goals over the past period. The results of the evaluation will also directly affect the compensation of employees and their future development in the company. 
The fourth stage is the performance feedback stage. At this stage, the company will provide feedback to employees and the company's senior management on the completion of the performance of the previous period. The purpose of feedback to management is to help managers adjust and optimize the formulation of performance goals for the next stage. 
b) [bookmark: _Toc99051056]The reason why Huawei need to improve Performance Management
At different stages, the management strategies of enterprises are different. In the early stage of enterprise development, the primary goal of the enterprise is to expand the scale and increase the operating income, because only in this way can the enterprise survive in the fierce market competition. At this stage, the performance management strategy developed by the enterprise is usually very rough and direct, and its purpose is to quickly bring a large amount of revenue to the enterprise. Huawei has adopted such a performance management strategy for a long time, which undoubtedly has provided huge help for Huawei's rapid development(Huawei, 2019). However, when the enterprise developed to a certain scale, the development speed slowed down. At this stage, companies usually avoid adopting some overly aggressive development strategies, and instead adopt some more stable and long-term development strategies. This can help enterprises to achieve better sustainable development, because all enterprise managers do not want to lose the wealth obtained in the previous development. Therefore, the performance management strategy of this stage will also be different from that of the previous stage. However, for many companies, it is not easy to adjust performance management strategies in a timely and accurate manner (Hui Zhou, 2021). And sometimes even if management realizes the importance of performance management strategy adjustment, it is not easy to make each department effectively implement the new strategy. Therefore, in many enterprises in or just going through the transition period, you can easily find that there are many problems in the performance management strategy of this enterprise. Huawei is exactly that. Below I will list a few problems with Huawei's performance management: 
(1) In order to achieve the goal of performance appraisal, different departments compete for resources, thus affecting the overall efficiency of the company. The existing performance management mechanism lacks the coordinated management between different departments within the company. Therefore, it often happens that different departments compete for resources in order to achieve their own assessment goals, which will cause resources to mainly accumulate in several major strong departments. Other departments will be unable to complete their assessment goals due to lack of resources, and will be punished accordingly, seriously affecting the development of the department. Therefore, the lack of coordination between departments is a major shortcoming of Huawei's existing performance management mechanism.
 (2) There is a lack of communication between management and employees about the performance management mechanism. In Huawei's existing performance management mechanism, the formulation of annual performance goals is usually completed by the management or the human resources department alone. During this process, management did not communicate effectively with employees. 
 (3) The company pays too much attention to the results of performance appraisal. For an enterprise like Huawei that has entered a mature stage, the personal growth that employees gain in the process of achieving performance appraisal indicators is the most important. Because, in this process, on the one hand, the company helps employees grow rapidly through effective performance management strategies, and on the other hand, the enhancement of employee capabilities can also help enterprises create greater value. However, Huawei currently places too much emphasis on the achievement of performance appraisal targets. In order to achieve the performance appraisal indicators set by the company, employees work overtime and stay up late, which not only seriously affects the physical health of employees, but also has a huge impact on their mental health. In the long term, even If you pay a higher salary, employees will all leave.
c) [bookmark: _Toc99051057]The Impact of the ineffective Performance Management Mechanism on Huawei
There is no doubt that Huawei's existing performance management mechanism will have a great negative impact on the enterprise. Although it played an important role in Huawei's infancy, this mechanism is obviously not applicable to today's Huawei (Chenxing Liang, 2021). If this performance management mechanism is not improved in time, Huawei will be in a passive position in the fierce market competition. In my opinion, the existing performance management mechanism will have the following negative impacts on Huawei: 
(1) Affect the overall efficiency of the enterprise. As analyzed above, the existing performance management mechanism will cause the unreasonable allocation of resources within the enterprise. This will make a lot of resources wasted or cannot be used effectively. As we all know, the United States has imposed many sanctions on China in recent years, especially in the field of science and technology. Huawei happens to be the leader in China's technology industry and has undoubtedly become the biggest victim of U.S. sanctions. In this case, it is particularly important to make full use of resources. 
(2) causing many staff turnover. Under the current strict performance appraisal mechanism, many employees can't bear the huge pressure and choose to leave. This will result in the loss of enterprise talents, thereby affecting the long-term development of enterprises. What's more serious is that a Huawei employee died suddenly due to exhaustion some time ago. This has aroused the attention of the whole society, and many social organizations and even government departments have flickered and boycotted this "996 work system". This caused huge public pressure on the company.
d) [bookmark: _Toc99051058]The benefit of the improvement of Performance Management
In fact, Huawei's management also realized this very early. They set up a special human resources management committee, the purpose is to create a better and more suitable performance management mechanism for the current Huawei, and to implement it effectively. In my opinion, this measure will bring huge benefits to Huawei. 
For the company, this will promote the rational allocation of resources within the company, create greater value for the company, bring more operating income and market size, which is extremely important for Huawei, which is currently in fierce market competition. important. At the same time, a more reasonable performance management mechanism will improve the corporate image, help the company to attract more professional talents, and promote the sustainable development of the company. 
For employees, a more reasonable performance management mechanism will reduce the work pressure of employees to a certain extent. Employees will have more time to improve their professional ability, instead of blindly rushing to complete performance appraisal goals. This will help employees gain a greater sense of accomplishment and thus be more willing to make more contributions to the company. 
4. [bookmark: _Toc99051059]Conclusion
In general, I think performance management is an aspect that Huawei managers should attach great importance to. Huawei's management should formulate a performance management mechanism that is more suitable for today's Huawei, which will bring huge benefits to the enterprise, help the enterprise to gain an advantage in the fierce market competition and achieve sustainable development. Huawei's performance management mechanism should be improved in the following aspects: 
(1) Pay more attention to the growth of employees during the performance appraisal process, rather than the completion of performance goals. 
(2) Better coordination of performance management between different departments within the company, to promote cooperation between departments rather than internal competition. 
(3) During the performance target setting stage, the management should increase communication with employees and formulate performance appraisal targets that are more suitable for employee development.
5. [bookmark: _Toc99051060]Recommendations
Huawei, which has been around for decades, is now somewhat of a Chinese icon in the tech world. Different from the stage of rapid development in the early days of its establishment, today's Huawei pursues sustainable development and continuous breakthroughs in key core technology areas. This often requires a more refined performance management mechanism. In addition to its own development needs, Huawei is also currently facing huge domestic and foreign competition. The technology industry is a special industry that not only attracts a lot of resources, but also attracts a lot of market competitors, such as Apple, Xiaomi, OPPO, Vivo and other great companies. In the process of competing with these technology giants, a sound human resource management mechanism is essential. In addition, Huawei has been subject to sanctions from the United States for many years. The United States wants to limit the rise of this Chinese technology company through measures such as technology export restrictions and market access restrictions to safeguard its own interests. Therefore, I think Huawei should adjust and improve its performance management mechanism as soon as possible and increase its emphasis on human resource management and capital investment. While learning from international advanced management models, we need to combine our own actual characteristics to create a performance management model that is more suitable for Huawei.
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