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Abstract
Motivation is mainly to stimulate the inner potential of human beings,
triggering human intelligence, mobilize human enthusiasm and creativity.
While our private enterprises have been developing over the years in China,
they have been accumulating experience and lessons to make their businesses
take shape. However, with the continuous development of the economy and
society, the competition among enterprises has become increasingly fierce,
and the survival of private enterprises are facing huge challenges. Increasingly
fierce competition in the market is ultimately the competition of talent, the
core of enterprise development is the talent pool, the good management in
human resources mainly rely on the incentive mechanism and methods, only
through an effective and perfect incentive mechanism can play the potential
of talent, reserve better resources for the enterprise. This paper mainly discusses
the importance of incentive mechanisms in enterprise human resource management
and the related countermeasure analysis.
The managers of private enterprises in China should learn to effectively
draw on research methods, target to solve their practical problems and strive
to make breakthroughs on the theoretical side. On the way of studying and
constructing the incentive mechanism of private enterprises in China, we
should constantly innovate and divergent thinking, and deeply analyze the
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success cases of different enterprises from the surface to the inside, to
achieve the research objectives. And sum up a set of an effective mechanisms
for employee incentives, which suitable for China’s private enterprises, to
promote the vigorous development of private enterprises in China.
This paper also discusses the construction of the incentive mechanism for
employees in Chinese private enterprises. Attempt to motivate the employees
in the company from different ideas and different perspectives. Employee
incentive mechanism is a way to reflect the interaction between incentive
subject and incentive object through the systematic and rational system, it is
the connection that will transfer enterprise’s ideas into reality.
<Key Words> Incentive mechanism, Human resource management, Model innovation

Ⅰ. Purpose of the study and analysis of the current situation
1. Purpose of the study
“Motivation” is a psychological vocabulary, psychologists point out that
all human behaviors are caused by the motivation associated with it, this
motivation is one of the human mental state, it has invigorating, promoting
and trigger effects for human behavior, people call it motivation.
Motivation is mainly to stimulate the inner potential of human beings,
triggering human intelligence, arouse the enthusiasm and creativity of
human. Although Chinese private companies have been developing over
the years, they have accumulated experience and lessons that have enabled
them to take shape. However, with the continuous development of the
economy and society, the competition among enterprises has become
increasingly fierce, and the survival and development of private enterprises
are facing great challenges, on the one hand, due to the short history of
their development, therefore, there are still many factors that restrict the
sustainable development of enterprises, such as backward management
level, weak technical force, lack of capital and talent, market competitiveness
is not strong, the social service system is not perfect and other issues, at
the same time, in the process of development, it also gradually appeared
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the blind pursuit of diversification and inconcentration of investment and
other problems. On the other hand, due to the lack of external demand in
China, there are certain restrictions on the development of private
enterprises, and the pressure on enterprise’s business development is
increasing. In this paper, through the analysis of the current situation and
the role of the employee incentive mechanism in China’s private enterprises,
combined the analysis between the development status of private enterprises
and the factors that constraints the enterprise incentive mechanism construction,
through the design questionnaires, conduct the empirical research, deeply
analyze the general situation of private enterprises development in China
and the development status of the employee incentive mechanism, and put
forward the countermeasures and suggestions to build employee incentive
mechanism in a targeted way.
This paper also discusses the construction of the incentive mechanism
for employees in Chinese private enterprises. Attempt to motivate the
employees in the company from different ideas and different perspectives.
Employee incentive mechanism is a way to reflect the interaction between
incentive subject and incentive object through systematic and rational
system, it is the connection that will transfer enterprise’s ideas into reality.

2. Analysis of the current situation
Reasonable incentive measures are an important means to mobilize the
enthusiasm of employees, it is an important measure of human resource
management in many enterprises, but some enterprises have some problems
in the effective motivation of employees, takes Huawei Company as an
example. Huawei Technologies Co., Ltd. founded in 1987 and from Longgang
District, Shenzhen, it is a leading global ICT solutions provider. Focusing
on the communication technology field, insist on a steady operation,
continuous innovation, openness and cooperation, and end-to-end solution
advantages in the fields of telecom operators, enterprises, terminals, and
cloud computing, providing competitive communication technology solutions,
products and services for operators, business customers, and consumers,
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and committing to realize the information society and build a better fully
connected world in the future.
In 2020, Huawei ranks 10th on the Global 500 for the most valuable
brands. With the vision of enriching people’s communications and lives,
Huawei’s mission is to focus on the challenges and pressures of customer
concerns, provide competitive communications solutions and services, and
continue to create the greatest value for customers, always maintaining the
strategic, agility, the efficiency of information transfer, and reaction speed
of excellent start-up companies.
In terms of incentive mechanism, Huawei has both material and spiritual
incentives. Material incentives mainly include salary and equity incentives.
Develop a specific value allocation system, motivate employees and stimulate
their creativity by allowing them to hold stock equity in the company for a
fixed period of time to gain incremental benefits. Spiritual motivation
mainly contains honor and cultural motivation. Huawei has created a
dedicated Honors Department to create the channel for employees’ commend
and post promotion. However, in the process of development, Huawei still
has some problems with incentives.

1) Ignoring the differences between employees
When Huawei makes incentive policies, sometimes will ignore the staff
differentiated management, no targeted analysis of employee needs, just
stay at the surface stage, no deep research, it is difficult to take into account
each employee’s individual differences, but this difference is common. Staff
personality, knowledge, and skills, work style, the future development needs
differ from one another, such as some employees focus on salary level,
some employees focus on professional training and further training opportunities,
some focus on their own career planning and the realization of the value
of life in the enterprise. Therefore, an incentive of ignoring differences will
inevitably lead to the waste of human and material resources.

2) Ignorance of spiritual motivation
When makes incentive policies, Huawei focuses on material rewards,
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ignoring the spiritual demands of its employees. Emotions are one of the
most direct factors that influencing people’s behavior, and anyone has a
need for recognition. The single material incentive will not only increase
the cost of production but also make the incentive less effective. If
managers fail to meet the spiritual needs of their employees, they will lose
their loyalty, and the material rewards that are given to them will not get
the maximum effort. Spiritual rewards and material rewards are dialectical
unified, and none is dispensable in the reward system, and the lack of
either part will make the reward system ineffective.

3) Ignore the systematic management of incentives
When Huawei was established in the preliminary stage, the company was
able to develop rapidly by adopting many radial incentive strategies in
order to keep a foothold in the market. In the later period, however,
Huawei has continued to apply this rude form for incentive methods, which
has become an obstacle to the company’s development. If the company wants
to develop, it must establish a systematic management policy. In terms of
human resource management, Huawei has an excellent team of managers
who are able to handle employee motivation methods appropriately, and at
the same time can effectively avoid the negative effect by non-systematic
incentive mechanisms, as well as successfully use various incentive methods
in the employee management process. But this management style focuses
on skills, ignoring systemic management, and laying a hidden danger for
enterprise development.

4) Ignorance of long-term incentives
When Huawei was established in the preliminary stage, in order to save
costs, the company only focused on the current use value of employees
and neglected long-term ability training, resulting in that the employees
unable to update their knowledge and skills with the development of the
times. Huawei’s incentive policies were mostly short-term incentives, thus
ignoring the development vitality brought by a long-term incentives for
enterprises. This can cause employees to feel confused about the future
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and prevent them from being immersed in their work. If things go on like
this, employee motivation and innovation will decline, job satisfaction will
decline, and even dismission will occur.

Ⅱ. Relevant theoretical studies
1. The concept of incentive mechanisms and correlation theories
1) The concept of incentive mechanism
Incentive mechanism is the process of maximizing employee commitment
to the organization and their work through specific methods and management
systems. In an organizational system, the sum of structures, modes, relationships,
and evolvement rules of interaction and constraint with the motivating
object, in which the motivating subject system uses a variety of incentives
methods, normalization, and relative immobilization of incentive mechanism.

2）Content of incentive mechanism
(1) Material incentives
The material incentive is to use material means to get the materialistic
satisfaction of the stimulated person. Thus further mobilize their enthusiasm,
initiative, and creativity. Material incentives are including money, prizes,
etc. arouse their motivation for trying to produce and work. Its starting
point is to care for the immediate interests of the masses and constantly
meet the growing needs of people’s material and cultural life.
(2) Spiritual incentives
Spiritual incentives refer to the intangible incentive in the spiritual aspect,
including the empowerment of employees, recognition of their performance,
a fair and open promotion system, opportunities for learning and development
and further improve oneself, flexible and diverse working time systems, and
formulate professional career development road according to individual’s
characteristics. The spiritual incentive is a meticulous and deep-going,
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complicated and changeable, widely used, affect profoundly work, it is a
means of ideological education for managers to advocate the spirit of
enterprise, also an effective way to mobilize staff enthusiasm, initiative,
and creativity.
(3) Public Opinion Incentives
Public opinion incentive refers to the use of the general norms of social
morality and professional ethics to create a certain atmosphere of public
opinion so that the incentive object has a sense of honor and shame. This
is mainly through documentary bulletins, newspapers, conferences, and
publicity media such as wall posters and broadcasts, which praise advanced
deeds and criticize bad behavior. To achieve the purpose of promoting
righteousness and resisting evil winds, forming a good atmosphere of striving
to make progress and chasing each other.
(4) Democratic incentives
The democratic incentive is to let the staff fully participate in the operating
management of the enterprise, the incentive methods to enhance their
sense of ownership. By involving employees in the company’s goals and
decision making, employees will feel a sense of identity with the company’s
goals and decisions, regard the company’s success or failure as their own,
and therefore, they will work harder.

2. The importance of incentive in human resource management in
private enterprises
Incentive mechanisms can create a reasonable working atmosphere, mobilize
the enthusiasm, improve quality and stimulate the potential of employees.
At the same time, it will improve the level of human resource management,
enhance the core competitiveness of the enterprise and promote better
and faster development of the enterprise.
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1) Mobilize the enthusiasm and creativity of employees, improve
performance
Employees can only be immersed in their work when they are in a
positive state and can implement the company’s culture into their daily
work to improve performance.
As an organization manager of the enterprise, you need to study the art
of human resource management and moreover, need to gain a deeper
understanding of what determines employee performance and use it to
create incentives mechanism. Therefore, on the basis of the implementation
of the incentive mechanism, so that every employee can be immersed in
work, and constantly innovate, significantly improve the production efficiency
of enterprises and rapidly reduce the operating costs. Through the incentive
mechanism, it is possible to give full play to the ability of employees or
even supernormal performance, which is the value and meaning of the
incentive.
To improve performance, is one of the goals of the performance assessment,
refers to the assessment of the subject contrasts the work goals and performance
standards, after using the scientific assessment methods to assess the completion
of employees’ work tasks, the performance degree of their responsibilities
and development situation, then giving certain rewards, and according to
the feedback, reflect on the production or if the management process is
practicable and effective, it is not only one of the important indicators to
evaluate the contribution of employees, but also one of the important means
to enhance the labor productivity. Therefore, according to the performance
of the staff, we can give certain material and spiritual rewards, so that the
staff can be more actively involved in their work, and this incentive measure
also helps to encourage employees to participate In the production process
improvement, and improve enterprise performance.

2) Helps to improve the quality of employees and enhance cohesive
force in enterprise
The perfect incentive mechanism can make the staff actively study and
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thus continuously improve their professional skills and professional practical
abilities, and play a vital role in enhancing the cohesive force in enterprise.
The establishment of a reasonable incentive mechanism can enhance the
level of human resource management in the enterprise, thus bringing more
benefits. It can also create a harmonious and positive humanistic working
atmosphere, establish the corporate culture, which is conducive to the
realization of the core values of the company and bring higher economic
profits to the company.
The establishment of an effective incentive mechanism can improve the
internal morale and cohesion of the enterprise, active the group atmosphere,
enhance cohesive force in enterprise, and stimulate the enthusiasm of
employees. The overall process benefits both parties, while keeping a
competitive atmosphere in the enterprise at all times, thus promoting a
thriving enterprise.

3) Improve human resource management and appeal the talents
Human resource management is the effective use of human resources for
inside and outside organization through recruitment, selection, training,
compensation and other forms, meet the current and future development
needs of the organization, to ensure that the organization’s goals realization
and a series of activities that maximize the development of members. It is
the whole process of anticipating and organizing the human resource needs
and planning for them, recruiting and selecting personnel and organizing
them effectively, performance assessment, paying the remuneration and
motivating them effectively, and developing them effectively by combining
organization and individual needs, to achieve optimal organizational performance.
Its ultimate goal is to absorb more, better and useful talents for the enterprise,
through scientific and effective management methods, to lead the staff to
do their jobs well, to stimulate the potential of employees to better serve
the enterprise. Enterprise managers often use a variety of effective incentive
mechanisms to attract and retain talents, from the perspective of the staff,
consider the immediate interests of employees, to solve the fear of attacks
from behind of employees, always reflect the management concept of
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people-oriented.
From the view of China’s current market environment, the competition
between enterprises has been very fierce, many enterprises are not attractive
to talents, resulting in their defeat in the market competition, thus if the
enterprises want to be remain invincible in the competitive process, must
have excellent talents. To develop rapidly, the company must bring in
excellent and stable human resources, and to come true, it is necessary to
make reasonable planning for employees’careers and with rational characteristics
of the incentive mechanism.

4) Promote the progress of enterprise management level and improve
the core competitiveness
People are the core of production factors, human resources is the core
of enterprise development, how to maximize the advantage of human resources
in enterprises, is the implementation of effective incentive mechanism.
Each employee’s performance has its advantages and disadvantages, and the
right incentive is chosen for the employee’s different performance in the
work so that he/she can have continuous improvement. Through the incentive
mechanism, the employees with good performance will continue to maintain
the enthusiasm of work; the average performance of the staff will obtain
the motivation to change, and continue to work towards excellence; poor
performance of the staff, through the negative incentive methods, that is,
with the incentive behavior that has the nature of punishment, pin their
hopes on “be brave after feeling ashamed”, and actively change the work
attitude, improve the working method, and enhance the work performance.
This requires managers to develop a reasonable, scientific and effective
incentive system.
The focus of enterprise human resource management is the incentive
mechanism, reasonably create, implement and improve the incentive mechanism
can enhance the core competitiveness of enterprises and promote the
sustainable development of enterprises. In the fiercely competitive market
environment, the development of many enterprises should pay special attention
to human resources management issues, through the incentive mechanism
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to play the role of talent and enhance the core competitiveness of enterprises.

Ⅲ. Research method and research system
1. Research method
This paper uses the document analysis method, case analysis method,
and quantitative analysis method to conduct the study.

1) Document analysis method
Using various databases on the Internet, such as the CNKI database,
Wanfang database, and a large number of books and magazines, looked up
the literature on human resource management and incentive mechanisms,
organized and analyzed them, and established the research system and
structure of this paper. At the same time combined with the knowledge of
management and the relevant experience in management, selectively absorb
some theoretical knowledge.

2) Case analysis method
In the article, a discussion of Huawei’s internal incentive mechanism is
used to analyze some of its problems in human resource management, and
some ideas are put forward for solving the corresponding problems.

3) Quantitative Analysis method
By designing a questionnaire to collect the research subjects’ views on
incentives mechanism, analyze and synthesize them together, and finally
come to the conclusion of this paper.

2. Research system
Incentive mechanism belongs to the intersection of organizational behavior
and human resource management, the selection of motivational factors and
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the establishment of incentive mechanism belongs to the two-factor theory
in organizational behavior, and the implementation of incentive mechanism,
based on the realization of performance appraisal behavior in human resource
management.
In this paper, from the perspective of organizational behavior, through
the extraction of motivational factors and the necessity of establishing the
incentive mechanism, implement the performance appraisal behavior in
human resource management, take Huawei Company as an example,
realizing the effects of incentive mechanism.
Details are shown in Figure 2-1 of the study architecture diagram.
<표 1> Study architecture diagram

organizational
behavior

Extracting incentives
Creating incentive
mechanism

Human resources
management

Implementation of
incentive mechanisms

performance
appraisal

Feedback
improvement

Implementation results of
incentive mechanisms
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Ⅳ. Results of empirical analysis
1. Questionnaire scale design
This study mainly discusses the causal relationship between The state of
employees’ working enthusiasm being stimulated and the intensive factors
of enterprise. According to the theoretical analysis of motivation theory
and the aforementioned human resources situation in Chinese enterprises.
Design scientific and reasonable scales to assess the factors that motivate
employees’ work behavior. Use the questionnaire method to collect the
primary information. Mainly in the form of closed options. It is up to the
respondent to select the possible answers from the questions. The content
of the questionnaire is mainly including the actual perceptions of the
respondents’ personal situation and the associated incentives. A total of 260
questionnaires were distributed and respondents filled in the questionnaire
by themselves,257 valid questionnaires were returned, a valid return rate of
98.8%.

2. Sample selection and data collection
The 257 valid questionnaires were mainly from 14 provinces and cities in
China, distributed in different cities, such as Beijing, Fujian, Guangdong,
Hebei, Henan, Hubei, Hunan, Shandong, Shanxi, Shanghai, Sichuan, Zhejiang,
Anhui, and Yunnan. In terms of gender, 53.6% were men and 46.4% were
women. In terms of age, 27.8% were between 25 and 30 years old, 60.9%
between 31 and 40 years old, 10.6% between 40 and 50 years old, and 0.7%
between 50 and 60 years old. In terms of years of working, 7.3% had
worked for less than one year, 9.9% for 1~3 years, 11.9% for 4~6 years,
12.6% for 7~9 years, and 58.3% for more than 10 years.

3. Reliability and validity analysis
Through the SPSS24.0 software analyzes the questionnaire results statistically
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and finally determines the importance of the incentive mechanism to Chinese
enterprises’ human resource management.

1) Reliability analysis
Reliability means dependability, it refers to the degree that the results
are consistent when the same method is repeatedly measured on the same
object. Reliability, on the other hand, is the degree of reliability of the
measured data.
Cronbach α coefficients can be obtained from SPSS statistical software. It
is the most commonly used reliability coefficient, the computational
formula is:
<표 2>

Usually, the value of the Cronbach α coefficient is between 0 and 1. If
the α coefficient does not exceed 0.6, generally considered that the internally
consistent reliability is insufficient; 0.7~0.8 means that the scale has considerable
reliability, 0.8~0.9 means that the scale reliability is very good. The more
items in the questionnaire, the Cronbach α will close be to 1. An important
property of the α coefficients is that their values increase with the number
of items on the scale.
<표 3> Reliability test results
Scales：all variables
Summary of case processing
Number of cases
Case effective
Exclude
Total

α

%

257

100.0

0

.0

257

100.0

α. Based on the deletion of all variables in the process as a column.
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Reliability statistics
Cronbach Alpha

Cronbach based on standardization Alpha

number of items

.792

.813

40

The Cronbach α of the study = 0.792, the questionnaire results have considerable
reliability.

2) Validity analysis
Validity means availability, it is the degree that a measuring tool or
instrument is able to accurately measure the thing to be measured. In
other words, the measured results reflect the degree of the content that
you want to investigate, the more consistent with the measurement results
and the content to be investigated, the higher validity has; otherwise, with
the lower validity.
For the validity analysis, The product-moment correlation coefficient is
mostly used to calculate the validity coefficient and the hypothesis testing
method to test the significance of the validity coefficient.
Statistically, validity through the proportion of total variation that related
to the purpose of the measurement, that is
<표 4>

Confirmatory factor analysis (CFA) is usually used to check the measurement
model of the set model. The fit level of the model is indicated by the fit
index of the model. The factor analysis of this study extracts principal
component factors. An eigenvalue greater than 1 is the standard for
intercepting data. And rotating them by the method of varimax for factor
analysis.
First of all, compare the differences of samples by Bartlett’s Test of
Sphericity. And then get the results of the factor analysis. The KMO value
for this study is 0.727. It has prominent statistical significance and suitable
for factor analysis.
- 61 -

｢경영사연구｣ 제36집 제1호(통권 97호)

2021. 2. 28, pp. 47~72.

<표 5> KMO and Bartlett’s Test
The number of KMO sample tangibility measurements.
Bartlett’s test of sphericity Approximate chi-square.

.727
2593.037

degree of freedom

780

significance

.000

Factor analysis through the 40 items of the Incentive Factors Questionnaire.
The results show that the principal component factors have a high rate of
explaining the total variation, which is 61.19%. The scale designed in this
study has good structural discrimination validity.
<표 6> Total variance explanation
Initial eigenvalue
Component

Total

Extraction of loading quadratic sum

Percentage of Accumulation
variance
%

Total

Percentage of Accumulation
variance
%

1

5.862

14.656

14.656

5.862

14.656

14.656

2

3.115

7.787

22.443

3.115

7.787

22.443

3

2.192

5.480

27.923

2.192

5.480

27.923

4

1.829

4.571

32.494

1.829

4.571

32.494

5

1.710

4.274

36.769

1.710

4.274

36.769

6

1.595

3.986

40.755

1.595

3.986

40.755

7

1.383

3.457

44.212

1.383

3.457

44.212

8

1.292

3.229

47.441

1.292

3.229

47.441

9

1.211

3.027

50.468

1.211

3.027

50.468

10

1.182

2.954

53.422

1.182

2.954

53.422

11

1.062

2.654

56.077

1.062

2.654

56.077

12

1.034

2.586

58.663

1.034

2.586

58.663

13

1.012

2.529

61.192

1.012

2.529

61.192
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Extraction method: a principal component analysis.
On the basis of theoretical analysis. The results of the questionnaire
survey and analysis showed that the 12 incentive factors were all related to
employees’ working enthusiasm with varying degrees. According to the set
research objectives. Setting incentives as business-related factors, that is
raise wages, improve the welfare system, high stability and security of the
job, good working and living environment, work is recognized, trusted and
praised, promotion prospect, sufficient space for personal development
(e.g. learning new skills, developing personal abilities), participation in
company’s decisions, etc., all incentive factors are significantly related to
employees’ working enthusiasm by check analysis. However, employees’
working enthusiasm is the scope of the human’s spiritual world. In addition
to being motivated by business-related factors. It is also directly related to
the interviewees themselves and their environment. In view of this, using
the large samples, they can release 61.19% (factor analysis)deviation level
of the variables. It is already a better reflection of the characteristics of
the variables.
Through the reliability test of the questionnaire, a high degree of internal
consistency reliability is found among the variables. Cronbach α coefficients
reach the high levels. It means that the questionnaire scale is compiled
scientifically and reasonably; the results of factor analysis show that the
principal component factors have a high rate of explaining the total
variation. Higher reliability of the questionnaire. The measurements of the
questionnaire in this study can better show the real characteristics of the
subjects to be measured.
In the questionnaire, 14.5% of the people think that the biggest concern
in the work is the sense of recognition, 7.3% of the people think that it is
the sense of respect, 37.1% of the people think that it is the salary, 41.1%
think that it is the realization of self-worth, another 68.9% of the people
think that personal development prospect is more important than welfare
treatment, which shows that in the implementation of employee motivation
process should pay attention to the spiritual motivation.
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Ⅴ. Conclusion
In the era of economic globalization and a knowledge-based economy,
more and more private enterprises in China are recognizing that talent is
the most valuable of all resources. The sustainable development of China’s
private enterprises fundamentally depends on the competitive advantage of
their human resources. Only by paying attention to talent and the development
of human resource management can we enhance the core competitiveness
of enterprises and enable them to occupy an advantage in the increasingly
fierce competition. However, the construction of the incentive mechanism
is the core of enterprise human resource management, and has a close
connection between each link of enterprise operation and employees.
Establish an employee incentive mechanism, which is scientific, effective,
reasonable, and in line with the “people-oriented” intrinsic requirements, a
variety of incentive means to stimulate the enthusiasm for work, promote
the employees for continuous improvement, achieve the transformation
from excellent to outstanding, improve the effectiveness of China’s private
enterprises, inject lasting vitality into the development of private enterprises
so that enterprises are stronger, and ultimately it can remain invincible in
the fierce competition.

1. Introducing differentiated incentives
In order to get the best motivational effect, it is necessary to understand
the employees according to their differences and give targeted incentives
in order to stimulate the creativity and enthusiasm of employees.
Incentive methods should vary with each individual. For example, for
innovative talents in scientific research, we should give them enough space
and freedom, and at the same time increase the investment of project
funds, establish the scientific evaluation and competition mechanisms, and
carry out evaluation incentive; for innovative talents in management, we
should adopt the share option or stock equity incentive system, perfect the
salary system, implement distribution incentives, and the realization of
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personal value is closely linked with the development of enterprises; for
innovative talents in entrepreneurship, we should take the market as the
guide, relax the constraints of the system and mechanism, build an incubation
platform for entrepreneurship, and encourage and promote the application
and transformation of scientific and technological achievements.
Incentives should adjust measures to local conditions. For example, talents
in developed areas should focus on providing a relaxed and harmonious
working environment, helping them to realize their personal values by
increasing investment in training, improving the quality of training, and
providing development opportunities; while in less developed areas, the
focus of incentives should be on providing material rewards, ensuring their
quality of life, and fear of attacks from behind.
The differentiated incentives can make full use of the complementary
value-added effect brought by individual differences, in the organization,
according to the individual differences in the characteristics of the members
and implement “the right person for the right job” selection procedure, better
adjust the matching work in the work practice. Huawei should provide
employees with different career development ladders through differentiated
incentives, so as to achieve the optimal configuration of human resources
and build an efficient organization.

2. Focus on Guidance of Spiritual Motivation
Spiritual motivation or intrinsic motivation, including the empowerment
of employees, recognition of their performance, a fair and open promotion
system, opportunities for learning and development and further improve
oneself, flexible and diverse working time systems, and formulate professional
career development road according to individual’s characteristics. The
spiritual incentive is a meticulous and deep-going, complicated and changeable,
widely used, affect profoundly work, it is a mean of ideological education
for managers to advocate the spirit of enterprise, also an effective way to
mobilize staff enthusiasm, initiative, and creativity.
The essence of life is to find a sense of satisfaction, and if you can guide
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the satisfaction into your work, you’ll get amazing results. Therefore, Huawei
should focus on the construction of corporate culture and adhere to the
“people-oriented” management philosophy. If you want your employees to
perform at their best, you must be guided to find and feel job satisfaction.
1) You can give employees psychological satisfaction by giving awards,
verbal praises, and praise for good performance.
2) It can stimulate the creative potential of employees. For example, take
employees to the outdoors, trying to walk at high altitude, shooting,
climbing columns and other difficult activities, in order to improve
the flexibility of employees to adopt to the changes in the outside
world, develop their qualities of being willing to take challenges, liberate
the internal potential of employees, to maximize their creativity.
3) Employees can be given the opportunity to innovate and have the
right to choose their ideas, take risks, plan for the future, and obtain
benefits. This satisfies innovators’ pursuit of success and allows them
to get effective rewards; it is also the most economical and innovative
investment means and keeps employees’ unfailing passion for work.
Spiritual motivation enables employees to gradually identify with the
company culture and values, and integrate their personal goals with the
company’s development goals. Even if employees face a more lucrative
salary from other companies, they can continue to remain loyal to our
company and work together for enterprise development. For the enterprise,
the spirit of motivation can not only better achieve the motivational effect
but also harvest more loyal employees, so as to obtain stronger market
competitiveness.

3. Set up a perfect incentive system
An incentive system is a process of maximizing employee commitment to
the organization and work by a specific method and management system.
The perfect incentive system can play a long-term role in enterprise incentive
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activities.
The company is an organization, with different departments and teams,
the development of the company, in addition to some other factors, it can
be well grafted and matched with personal development goals, department
development goals, corporate development goals, also can provide continuous
and motive force for the development of enterprises. We used to say that
trains run fast because of the head, and this is true at the beginning of the
enterprise development, but when the enterprise develops to a certain point,
the head of the train is not enough to provide the power that it needs. At
this time, the enterprise must either redirect the enterprise operations with
a new management philosophy or accept the current situation and let it
remains a workshop-style operation, considering the continuation of the
enterprise life, maintenance rather than development, you have to choose
one of them.
Huawei Company, company should set up a perfect incentive system to
let employees enjoy their rights and fulfill their obligations within a reasonable
range. To make the incentive policy and appraisal system, personnel training
systems are closely linked, so as to regulate and guide employee behavior.
To make the incentive system become an important means of mobilizing
staff motivation and regulating the operation of the organization. In the
implementation process, it is important to pay attention to the reasonableness
of the incentive policy, maintain objectivity, fairness, and flexibility, so as
to keep pace with the times. Since it is an incentive system, management
methods are also important, such as: choosing the right people to make
work decisions;
Only by creating a perfect incentive system, can we pro making full use
of office equipment; sharing work achievements; letting employees know
all about their work; encouraging work achievements rather than work
processes; giving employees time to think, etc., to increase employee
engagement and encourage employees to work with their brains rather
than their arms and legs. Only by truly implement the employee incentive
methods into the company’s system, can we ensure long-term, standardized
and efficient implementation of employee incentive policies. mote employees
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to continuously improve efficiency, bring higher efficiency for the enterprise,
labor relations between the two sides can realize the sharing of benefits,
and there can be true harmony.

4. Improving long-term incentives
For Huawei, it’s important to treat motivation as a long-term development
business with a developmental perspective. Companies should develop
targeted career plans for their employees, and provide policy support and
arrange training programs for them. Companies need to invest in their
employees as long-term assets. On the one hand, when appointing employees,
the enterprise should consider employee career planning, integrate employee
development goals with those of the enterprise, and provide employees
with training that is consistent with their positions or future goals. Make
the employees feel that the company is thinking about their own development,
they will be willing to make contributions and develop with the company.
On the other hand, the training results can be used as a reference indicator
for employees’ promotions in the future. Linking training results to the
employee’s career and forms organic integrity.
In short, management is a science, but also an art, human resource management
is the art of managing people, establish a scientific concept of human
resource management, but human resource management into the strategy
of enterprise development. Enterprises have to change the traditional
personnel management model, change from the “work-oriented” management
to “people-oriented” human resources management mode, using the most
scientific means, more flexible system to mobilize people’s emotions and
enthusiasm. No matter what kinds of enterprises are, the development can
not continue without human creativity and motivation, so the company
must pay attention to the incentives of employees. The incentives process,
not only focus on the way of incentives but also the effect, because there
is no universal way to motivate in management. Enterprises should be
based on their own development status and the composition of the talents,
then develop the different incentive mechanisms, so that employees in
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every position can get incentives that suit them, really play the role of the
incentive mechanism. Combine the means and purpose of the incentive,
change the mode of thinking, and really establish an effective incentive
mechanism that adapts to the characteristics of the enterprise, the
characteristics of the times, and the needs of the staff, in order to make
the enterprise remain invincible of the fierce competition in the international
market.

Ⅵ. Limitations and Prospects
The incentive mechanism of employees in private enterprises is a
complicated reality, and many factors worthy of analysis can be found
when studying it. However, due to the limitations of time, funds, personal
ability, knowledge, etc., some deficiencies and areas that need in-depth
research have appeared in the research, mainly:

1. Research limitations
1) Time is limited. This study only took Huawei as the survey object, and
the scope of the questionnaire was small, which could not fully reflect
the current incentive status of Chinese private enterprises, indicating
that the comparability of the study was low.
2) Due to the limited professional theoretical knowledge and research
level, it is impossible to conduct in-depth research on all the content
related to incentives.
3) Insufficient consideration was given to the incentive factors of private
enterprises, as well as the economic basis, family structure, and lifestyle,
etc. The questions and suggestions proposed at the same time were
only summaries of Huawei. In fact, there were differences among
different enterprises.
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2. Research Prospects
1) Extend the study time. In further research, the research objects will be
expanded as much as possible and the time of the research will be
extended, with the focus on extending the time of the questionnaire
survey.
2) Strengthen the study and research of theoretical knowledge. An in-depth
exploration of all content related to incentives, and continue to strengthen
the study and research of theoretical knowledge.
3) Introduction of variables. In future studies, more variables should be
taken into consideration, which makes the research results convincing
and credible.

“This paper has not been published or is published in any other journal or publication”
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중국의 개방정책이후 민영기업의 인적자원관리에 있어서
인센티브 메커니즘의 영향에 관한 연구
1)

최방*ㆍ송재훈**

요 약
기업에 있어서 인센티브제도는 주로 종업원의 내재된 잠재력을 자극하고, 지적 능력을
유발하며, 적극성 창조성 등을 유발한다. 중국은 지난 1978년 경제개방 이후 비록 민간
기업 분야에서 다년간의 발전 과정을 통해 끊임없이 경험과 교훈을 축적하여 기업의 경쟁
력과 규모를 갖추게 되었지만 글로벌화에 따른 경제사회 발전으로 기업 간 경쟁이 치열해
지면서 일부 민영기업의 생존이 큰 도전에 직면해 있다. 갈수록 치열해지는 시장 경쟁은
결국 인재들의 경쟁이고, 기업 발전의 핵심은 얼마나 많은 인재를 확보하느냐가 관건이
다. 그런 의미에서 본 연구는 1978년 이래 중국의 민영기업의 인적자원 관리측면에서 인
센티브의 중요성과 관련 대책 및 분석을 주로 다루었다.
본 연구에 의하면 중국 민영기업의 경영자는 반드시 효율적인 인센티브제도의 도입을
통해 기업의 현존하는 문제를 해결할 수 있도록 해야 한다는 점이다. 특히 민간기업 분야
에서 동기부여 메커니즘을 보다 많이 연구하고 끊임없이 혁신하며, 유연한 사고틀의 견지
를 통해 외부로부터 성공 사례를 깊이 있게 분석하여 목표를 실현해야 한다는 점이다. 이
러한 차원에서 본 연구에서는 중국의 민영기업들이 종업원들의 동기부여를 위한 보다 적
합하고 효과적인 메커니즘을 수립해 보았으며 민영기업의 발전을 위한 방안을 제시해 보
았다.
특히 중국 민영기업의 종업원 인센티브 시스템 구축에 있어서 다양한 아이디어를 활용
하고, 체계적이고 이성적인 제도를 통해 격려주체가 객체와 상호작용하는 방식으로 기업
이 이상을 현실로 바꾸는 방안이 필요하다고 보여진다.
<주제어> 인센티브 메커니즘, 인적자원관리, 모델혁신
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