[bookmark: _GoBack]Report on the New Approach to Performance Management

Introduction 
People are the most valuable resources and the core of enterprise business. Effective management of employee performance appraisal can combine individual, team and enterprise goals, and win the victory for the enterprise. Employees are the best assets of any enterprise, and they are the lifeline of any enterprise. Therefore, only by taking effective methods to manage employee performance appraisal can we meet the current needs of employees and their future growth (Hunter & Nielsen, 2013). The reform of performance management will have a certain impact on the enterprise, so before the implementation of the reform, risk assessment should be carried out on the enterprise's various environments. The various risks and challenges that may be encountered in the reform should be predicted, and plan measures should be designed in advance to prevent bad results (Stilles & Grantton, 2013). It needs to determine which incentive plan is suitable for the development of the enterprise according to the company's business direction, objectives and the way the company encourages and evaluates its employees. This paper talks about the new approach to the performance management of the current corporate. The integration of the theories and the practices of the corporate has been well applied in analysis. 

Main Body 
Performance management and engagement management 
An effective performance management system has three parts. The first is performance planning, establishing objectives and performance evaluation standards. If employees don't know their goals, they cannot find ways to achieve them (Soltani & Meer, 2013). If employees don't have clear goals, they just sit or give up. Although people are at their desks, they don't do their best because they don't know what to do. One of the benefits of defining success is that an enterprise can affirm and praise its success. This creates a successful atmosphere (Vathsala, 2016). The second key point of effective performance management is performance coaching, or execution. This refers to the manager's observation of employees' performance, praise and re guidance when necessary. The last key point of effective performance management is performance evaluation, which is equivalent to review and learning in enterprises. It's time to sit down and review past performance with your employees. Performance management should not be used as a tool for year-end evaluation (Rosete, 2014). To help employees win the job, both enterprises and employees will benefit from it. When employees have clear goals, meaningful work, and daily support, their willingness to work will be encouraged (Williams & Beck, 2015). This means that what employees do at work is valuable to them. They believe that they bring changes to the world every day, and they develop themselves. Finally, employees get a strong sense of belonging (Morrish & Sautson, 2016). Employees come here to work and feel like they belong here. When employees think they can make a difference, they can be well lost with this sense of belonging. 

Current establish process 
Appraisal dimension refers to different angles and aspects of the staff. It includes performance dimension, ability dimension and attitude dimension (Lansbury, 2013). Each evaluation dimension is composed of corresponding evaluation indicators. Different evaluation dimensions and evaluation indicators are used for different evaluation objects (Vickers & Aileen, 2014). Performance refers to the work achievements made by the examinees through their efforts, which are assessed from the following three aspects.

The first one is the task performance. It reflects the result of the completion of the task. Each position has a task performance indicator corresponding to the position responsibilities (Hunter & Nielsen, 2013). The peripheral performance reflects the results of services to relevant departments. Management performance: reflects the results of the management of the Department. Then, it is the ability that refers to the special ability and quality ability required by the examinee to complete all professional activities. The ability dimension assessment is divided into quality ability and professional and technical ability (Aguinis & Pierce, 2013).

Weight indicates the relative importance of a single appraisal indicator in the indicator system, and the relative importance of the indicator when it is evaluated by different appraisers. There are relevant contents of quarterly assessment and annual assessment for specific weighting. Each appraiser shall evaluate and score the staff; the human resources department shall summarize the scores of all the staff, and then feedback the statistical results to the relevant supervisor (Navarro, 2013). The supervisor shall determine the comprehensive evaluation grade of the staff according to the scores and submit it to the human resources department. The human resources department shall report all the comprehensive evaluation results to the Assessment Management Committee for approval and then feed back to the Department, and the Department Supervisor shall finish the final assessment Feedback to the examinee.

The quarterly performance appraisal shall be organized in a unified way, implemented step by step and responsible at different levels (McGregor, 2013). The administration department is responsible for the leading organization and overall implementation of quarterly performance appraisal for ordinary employees (Jakobsen & Mortensen, 2015). It formulates the management system and process of quarterly performance appraisal of employees, improve and perfect the quarterly performance appraisal system of employees (Jagadish & Gonsalves, 2010); The corporate organizes and implements quarterly performance assessment training, and provides performance assessment guidance to the examinees and the examinees; It assists the department head to organize and implement the performance appraisal of ordinary employees; It collects the assessment information data, summarize and count assessment results.

Each department of the company is responsible for the implementation of performance appraisal of its employees. Specifically, it proposes the performance appraisal indicators and evaluation standards of the Department's employees; Then, it organizes and implement the performance appraisal of the Department's employees according to the work arrangement and plan requirements; There is the feedback the assessment results to the employees of the Department and formulate performance improvement measures (Harper & Vilinas, 2013). The performance appraisal of employees shall be carried out four times a year, and the selection of annual excellent employees shall be carried out in combination with the four appraisal results to ensure fairness and justice. The assessment level of the company's employees is divided into five levels: s, a, B, C and D. Its level is defined as follows:

S: Excellence, that is, creatively and completely beyond expectations to achieve goals, and make significant contributions or have great promotion value in work;
A: Excellent, that is to say, to accomplish the task beyond the goal;
B: Good, i.e. finish the task on time with quality and quantity guaranteed, sometimes exceeding the leader's expectation;
C: Meet the requirements, i.e. meet the post requirements and complete the work tasks on time;
D: To be improved, i.e. there is unfinished work or obvious defects in performance results. In principle, the proportion of employees in each assessment level shall meet the following proportion limit. If there is no S-level, 10% of the S-level proportion can be incorporated into A-level, and the proportion of A-level can be adjusted to 30%.

Performance appraisal
1) Self-assessment of employees: employees at all levels submit the self-assessment of the task objective plan of the assessment cycle to their immediate superiors.
2) Scoring and approval of direct superior and indirect superior: the direct superior evaluates the evaluation indicators of the evaluation form submitted by the employee, and the direct superior and indirect superior jointly confirm the performance evaluation results of the employee, and approve the main evaluation indicators, achievement and other project contents.

Contemporary approach to performance appraisal 
In order to fully mobilize the enthusiasm and initiative of employees, apply the actual results of performance management to reality, innovate the performance appraisal mode of employees, build a new, flexible, applicable and hierarchical performance appraisal system based on "key events", change the traditional appraisal method based on subjective scoring. And to a certain extent, it can help solve the difficulty of forming a unified scale scoring party which reflects a high assessment reliability. According to the "key event" assessment method, the assessed employees are required to list five major work or key work events according to the overall work of the whole year. The events listed must be related to their own post or work in this year, and the events must be expressed in concise language, no more than 50 words, highlighting time, data and achievements and other elements. The line supervisor and related personnel will score and evaluate from the two dimensions of the importance and completion of the listed events. From the perspective of importance, it is divided into four evaluation criteria from high to low: "making major contributions to the internal management or performance improvement of the group", "playing an important role in improving the department management or line decision-making of the ownership company", "making significant changes to improve the efficiency and performance of the job", "completing the daily work of the job smoothly" (Fletcher & Williams, 2013). From the perspective of completion, it is from high to low level and is divided into four evaluation criteria: "work independently and with quality and quantity guaranteed within the specified time", "cooperate with colleagues and play a leading role, and complete the work within the specified time with good quality", "work can be completed within the specified time, but the work quality is general", "work is not completed as planned or overtime and the quality is not high" (Manning & Barrette, 2014). The two dimensions can support each other or restrict each other. For example, if an employee is important in his work and has a high degree of completion, he / she will definitely get a high assessment score; if he / she is important in his / her work but has a low degree of completion, he / she will not get a high assessment score; if he / she is engaged in ordinary daily work, he / she can complete the work with quality and quantity guaranteed according to the time node, and the assessment score may not be low.

The core of "key event" assessment method is "one kind of work, two dimensions and three points of thinking". That is to say, through the annual highlight work of employees, combined with the importance and completion of the work, the company leaders can clearly understand the work performance of grass-roots employees, and think about the direction of appointment in the next step (Arnaboldi & Lapsley, 2015). It can let the department head recall the work status and effectiveness of employees, and think about whether the work of the department is reasonably distributed, and whether the work capacity and workload of employees match. Then, the results can be used to weigh the work division of the department and provide basis for the next step. It can let the employees sort out and summarize the work of the whole year again, summarize the work plan of next year in time, think about how to carry out the work in the future based on their own situation (Nankervis & Compton, 2012). Then the corporate can consciously take the initiative to approach the important work and core work of the Department. Good mechanism lies in good management. It comes from active innovation. The corporate in this case complies with the development trend of this industry and solves the internal problems restricting the development of performance through management innovation. It lays a solid foundation for effectively improving the level of business management and achieving strategic objectives. 

Recommendations on the way to approach the implementation of the new process for change management 
As the core of human resources, performance appraisal system has become an important part of enterprise management. The design of a reasonable and effective performance appraisal system is very important for enterprises, but also put in a lot of energy and cost (Beer & Jack, 2014). However, due to the lack of sufficient work in the theoretical basis and practical research when designing the performance appraisal system, the performance appraisal system of many enterprises cannot bring due effect for enterprises. The performance appraisal system usually needs to match with the enterprise's incentive system (Srinivas, 2011). But in some enterprises, the evaluation system is paid too much attention and the establishment of incentive mechanism is ignored, which leads to the failure of the evaluation system. According to Z theory, American enterprises put forward a series of new ideas and new ideas to improve management methods and career cycle (Pulakos & oleary, 2011.). Among them, "target management" method is more successful. Many leading companies in this industry have adopted this management method to varying degrees. Many management scholars put forward a new comprehensive performance appraisal management concept for the traditional performance appraisal. The concept of this performance appraisal system focuses on the employees, and proposes new performance appraisal models such as key performance indicator (KPI) evaluation and balanced scorecard (BSC) combined with the strategic development of the enterprise (West & Deborah, 2015).

With the continuous development of economy, the domestic and foreign performance appraisal system also shows some new characteristics, such as performance appraisal, performance management, theoretical research and practical application, humanized performance evaluation, the application of information technology in performance management, etc. There are two main problems in the domestic performance appraisal system. On the one hand, the management effect of performance appraisal system is not perfect (Cheah & Ho, 2019). Because managers often confuse performance management with performance appraisal, they cannot combine performance management with management. In the design of performance evaluation system, the impact of environment on employee performance is often ignored. On the other hand, the performance appraisal system lacks pertinence and effectiveness.

A strategic model of government performance management is developed, which is composed of environmental analysis, mission and vision, objective system, action plan integrating various resources, evaluation and measurement results, implementation tracking and monitoring step by step (Gerrish, 2015). Domestic scholars discussed the mechanism of government performance evaluation based on strategic management framework. The company changes the previous systems with updates of the motivation, mode and characteristics of strategic oriented government performance management. It puts forward that strategic performance management is to integrate strategic management with performance appraisal, organizational performance with individual performance, and all aspects of performance management in a systematic way. Thus, all components can play an overall synergistic effect together. Only by combining performance strategy with public value theory can the corporate evaluate the overall and collaborative performance of strategy and implementation accurately.

Conclusion 
Performance management should establish a collaborative performance management system of service mission management, organically combine the assessment of department business work with the assessment of changing functions, organically combine the assessment of each department separated with the assessment of overall planning between departments. It explores and consolidates the comprehensive performance management indicators of management. Data is the basic resource of performance management. With the development of information technology, words, numbers and even Incomputable, unstructured, non-quantitative images, audio, video and other information can be realized scientifically and accurately by means of "Internet plus" and big data. Therefore, it can promote the data-based government performance management method is the inevitable trend of the implementation of comprehensive performance management, and also the inevitable requirement of the implementation of innovative development concept. It has an important function for deepening the simplification of administration, decentralization, combination of decentralization and optimization of services. Through real-time sampling, storage, transmission and processing of each data point in process performance, a public affairs information database is constructed to expand the fault tolerance of massive data and realize performance data informatization. 
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