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Abstract

In the increasingly fierce market competition, the performance management system is very
important to improve the enterprise efficiency and employee performance. Taking Ruida Heng
Company as the research object, through in-depth analysis and comparison, it is found that the
company has deficiencies in performance appraisal, communication and incentive mechanism,
which affects the management effect. Therefore, it puts forward an optimization plan with clear
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indicators, strengthening communication, improving incentives and improving technical support
as the core, and sets up a guarantee mechanism to ensure the success of the reform. The results of
this research will not only help Ruida Heng Company to improve its performance management,
but also provide reference for other enterprises, so as to help them improve their management
level in the market competition and achieve sustainable development.
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Figure 1. Main business
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Table 1. Survey form of performance management development
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Table 2. Survey of existing communication mechanism of Ruida Heng Company
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Table 3. Fairness questionnaire of performance appraisal standards
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Table 4. Performance communication opportunities of Ruida Heng Company
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Table 5. Performance award satisfaction questionnaire of Ruida Heng Company
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Figure 2. Regular review and adjustment of performance indicators
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