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ABSTRACT
The role of performance management in enterprises has always been an important issue that people pay close attention to. This is not only a relatively important responsibility and work of the personnel department, but also an important component of enterprise human resource management. In recent years, company executives have gradually faced up to the problems of performance management and made some explorations. However, due to the impact of traditional state-owned enterprise management models, current performance management cannot fully play its due role.
Through understanding, CJ Company has major problems in performance management, such as a weak foundation for performance management, insufficient relevance to corporate strategy, unreasonable setting of specific indicators and performance appraisal cycles for performance appraisal, incomplete collection of performance information, and limited application of performance appraisal results. By clarifying the preliminary preparation for performance management optimization, targeted optimization has been carried out in terms of performance planning, performance implementation, performance feedback, and results utilization. Finally, the guarantee measures for performance management are improved and supplemented.
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The positive promotion of performance management for enterprises has always been an important issue that people pay close attention to. This is not only a relatively important responsibility and work of the personnel department, but also an important component of enterprise human resource management.
CJ Company was established in the 1980s. As a state-owned enterprise with a glorious history of 40 years, its performance management model has not matched the current development strategy of the enterprise, while the personnel department has become a tool for issuing and retrieving various assessment forms, which has little impact on performance management. In the specific aspects of performance management, although corresponding systems have been formulated for performance appraisal, they are not perfect. Relevant indicators have been quantified, and evaluation forms have been developed. However, the relationship between enterprise development strategy, business development direction, human resource development strategy, and performance appraisal is not high, and the system is not sufficient. For the assessment of companies, departments, and individuals at these levels, the template of superiors is generally applied, and the assessment indicators are too simple, lacking personalization and pertinence. In the assessment of individuals, the company suffers from a serious shortage of analysis and evaluation, a lack of scientificity in the setting of assessment weights and indicators, and a significant subjective impact and lack of objectivity in the assessment process and methods. The implementation of the evaluation results is not enough, and the results are often linked to salary and performance. However, in terms of job training, promotion, and other aspects, the evaluation results are rarely referred to, resulting in a bad practice of "emphasizing results but neglecting processes", making performance management more difficult.
Based on the above situation, on the basis of completing the theoretical analysis of performance management, carefully analyze the shortcomings of the company in performance management, propose optimization measures, help CJ Company explore and improve enterprise performance management, and help the company achieve its goals and vision.

[bookmark: _Toc130396221]2. Organization Overview
CJ Company was established in the 1980s, specializing in import and export trade. CJ Company currently has 56 employees, including 11 senior executives, 10 middle management personnel, and 35 general employees. The management level of CJ Company directly manages various functional departments, including the human resources department, which not only ensures the service guarantee role of each functional department based on the centralized management of the enterprise, but also promotes coordination and consistency among departments.
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After investigation and analysis, it is determined that there are four aspects of performance management problems in CJ Company, namely, planning, implementation, feedback, and application.
01. Performance Plan
(1) The foundation of performance management is relatively weak. The first is that job analysis for positions has not been done enough, and systematic analysis of the goals, responsibilities, and key indicators of all positions in the company has not been conducted, resulting in insufficient understanding of their own job characteristics and work priorities. The second reason is that the performance management organization has not properly divided its authority, which has led to a one-sided understanding among employees that "assessment pressure mainly focuses on the person in charge", resulting in insufficient actual participation of employees in performance management.
(2) Insufficient relevance to corporate strategy. When formulating performance plans, the template is basically applied, and the internal and external environment of the enterprise's own development is not fully considered, and various evaluation indicators are not segmented based on the enterprise's development strategy.
(3) Department and individual responsibilities are unclear. Clarifying department and post responsibilities is an important foundation for achieving good department and post performance. In terms of institutional setup, there are many and comprehensive departments, resulting in overstaffed institutions; Unclear responsibilities often lead to the phenomenon of department responsibilities following people; The work focuses on management and is insufficient in service. The second is that the management process design is unreasonable, and the decision-making authority design is not clear and accurate enough, with overlapping and overlapping areas; In practical work, the design of the approval process is relatively complex, resulting in lower work efficiency.
(4) The setting of assessment indicators is unreasonable. The company's evaluation indicators are set unreasonably, and there is no full participation in the formulation of evaluation indicators, especially for job performance evaluation indicators, which only seek the opinions of department heads and leaders in charge. They are relatively perfunctory about individual performance plans, and the interpretation of performance indicators is only through the convening of employee meetings to go through the process. Most grassroots employees have insufficient awareness of evaluation indicators.
(5) The training on performance management is not enough. For example, when preparing job descriptions, the human resources department did not conduct effective reviews and checks, relying too much on the personal experience of employees. During the implementation of performance appraisal, the appraisers are temporarily transferred from department to department without training related to performance appraisal. There is a lack of understanding of performance management, and a perfunctory attitude is often encountered during the implementation of the appraisal process. Performance appraisal is not strict and in place.
02. Performance implementation
(1) No performance communication was conducted. There is insufficient and effective communication in the formulation of performance appraisal plans. During the performance implementation stage, annual formal communication is mainly used, which is similar to notification and mainly focuses on personnel with poor performance appraisal results; The main content of communication is to point out its shortcomings. The effectiveness of communication is difficult to measure, and the positive promotion effect on the person being communicated is unknown.
(2) The performance appraisal cycle setting is unreasonable. When setting the evaluation cycle, the company took into account the need to minimize interference with the company's production, operation, and management, and adopted an annual cycle of performance evaluation. Longer periods of performance evaluation have to some extent caused employees to pay less attention to performance evaluation. When encountering evaluation, there is often a phenomenon of temporary cramming, which to some extent caused employees to work lazily, Performance management is weakened in its usual implementation.
(3) Incomplete and untimely collection of performance information. Collecting, collating, and improving performance information is a prerequisite for performance coaching. Timely and effective collation and summarization are of great significance for performance appraisal and improvement. However, when collecting and sorting out performance information, the company is limited by factors such as the form and content of performance communication, as well as the excessively long performance evaluation cycle. The human resources department is also relatively single in the form of performance information collection, and does not pay enough attention to aspects such as employees' daily work performance and ideological status. The collection of performance information is not ideal, and it is also unable to provide timely feedback on the performance of the evaluated person.
03. Performance feedback
(1) The performance feedback system is not yet sound. Feedback on evaluation results lacks effective communication, and follow-up work on evaluation results fails to keep pace. In particular, there is a lack of dedicated personnel to assist the evaluated person in analyzing problems and proposing improvement measures to achieve continuous improvement of organizational and personal performance.
(2) The performance appeal system is not sound enough. For example, there is no clear understanding of the circumstances under which employees can make complaints, how their departments and human resources departments should respond after receiving their complaints, and how to handle objections from both parties.
04. Application of results
(1) Emphasis is placed on bonus performance payment in implementation. The results of performance appraisal should play an important role in the application of bonus performance payment, employee career planning, talent reserve, and human resource planning. However, in actual management, companies often only serve as the basis for performance payment, and the application of performance appraisal in other aspects is not in place. On the other hand, the implementation is not too strict, which is also an important reason why employees have a low understanding of performance appraisal.
(2) Fairness in the use of results is not enough. As one of the basic management systems of an enterprise, the performance management system must reflect fairness, impartiality, and openness in the implementation process, to achieve the satisfaction of the majority of people. Due to the phenomenon of taking turns in individual assessment items, which seems fair, in essence, seriously harms the enthusiasm of individual units and individuals, and reduces employee satisfaction with the enterprise.
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Performance planning is the first step in performance management, which can reflect to a certain extent the effectiveness of communication and the rigor of commitment between the evaluation subject and the evaluated subject. The optimization of performance plans mainly focuses on determining practical evaluation indicators based on the actual situation of CJ Company, and abandoning the traditional qualitative evaluation model by specifying specific weights. The determination of evaluation indicators should follow the following principles.
(1) Grasp the key points. Extract company level evaluation indicators based on the company's strategic objectives, and extract performance evaluation indicators for departments and positions based on department and position responsibilities.
(2) Challenging. In order to achieve the support and efforts of superiors, the setting of these key performance indicators can not only effectively stimulate personal growth, but also promote the long-term goals of the enterprise through the continuous growth of employees.
(3) Two-way communication. During the formulation of performance plans, both parties must maintain adequate communication, focusing on evaluation indicators, work objectives, work standards, as well as specific difficulties and issues that need to be coordinated and resolved.
In terms of performance implementation, CJ Company needs to improve the basic system of performance communication, collect, sort out, and improve performance information, and then optimize the performance evaluation cycle, such as establishing a monthly evaluation system, which can effectively prevent small issues from becoming major issues, and can also collect and sort out performance information in a timely manner under this evaluation method to effectively avoid differences in formal evaluations. In addition, it is also necessary to improve the annual assessment system.
CJ Company's system for performance feedback is not yet complete. For the performance feedback link, the specific idea for optimizing it is to establish a performance feedback interview system and a performance statement system.
In terms of the application of performance appraisal results, CJ Company has a bias towards the payment of bonus performance, while ignoring the consideration of employee training, enterprise human resource planning, and other aspects. In terms of optimizing the application of performance appraisal results, it is necessary to not only ensure that a bowl of water is level, but also reflect the importance and concern for employees.
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Performance management is only an important part of enterprise management, and it has a strong linkage with other management processes. To achieve the necessary results, performance management requires the necessary foundation and system to match performance management.
01. Improving the foundation of enterprise performance management
Strengthen job analysis, systematically analyze and summarize the goals, responsibilities, and key indicators of all positions in the company, master the characteristics of different positions, and refine the basic conditions required for the positions. Strengthen human resource planning, clarify long-term and short-term work goals, align work with organizational development and personal status goals in training, and clarify job value in salary design.
Obtain the support of the majority of cadres and workers. The object of performance management is people, and being able to obtain the support of the overwhelming majority of people is the most important foundation of performance management; During the implementation process, employees should truly understand the significance of performance management and attach great importance to it.
02. Strengthen organizational and institutional guarantees
At the organizational level, expand the power of the compensation and evaluation committee, and strive for leadership support for performance management. At the corporate system level, based on the specific situation of enterprise development, combined with the actual situation of enterprise performance management, improve the management system that adapts to it.
We should strengthen the construction of information technology. Introducing a human resource management system that meets the development of today's enterprises, establishing more accurate performance appraisal indicators, setting scientific management processes, conducting assessments at all levels online, and conducting statistics and analysis of relevant assessment results, as well as providing timely feedback, can improve the efficiency of performance management, reduce human errors, and improve the accuracy of assessment results.
03. Creating a good corporate performance management culture
Performance management is not omnipotent in solving corporate problems, but a performance oriented corporate culture can affect the effective implementation of performance management. Establishing a good performance management culture can provide the greatest impetus for the development of an enterprise.
The performance plan should be scientific and reasonable, and the evaluation results should be fair and open. It is necessary to guide employees in establishing career plans to diversify their career development, reduce personnel turnover, and fully tap the potential of talent. Actively carry out various types of training, strengthen employees' recognition of the corporate culture, continuously improve their work ability, and cultivate team spirit.
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