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What is big data?
It refers to a large amount of information. When the amount of data is so large that the database system cannot store, calculate, process, and analyze into information that can be interpreted in a reasonable time, it is called big data

4Vs
There are four key components of big data. Volume refers to the amount of data, variety refers to the range of data types and sources, velocity refers to the speed of data in out and veracity refers to the quality of data.

Why is important? 
The importance of big data does not mean how much data you have, but what and how you do with it. Big Data can further benefit organizations in few areas 
· Cost and time saving: there might be some cost for applying big data tools, but in long run the benefits will outweigh the cost because big data technology will make the data storage easier and more accurate.
· Comprehend market condition: organizations can predict what future customer behavior or purchasing pattern will be, their choices and product preferences etc., in order to enhance its competitiveness. 
· Control online reputation: company can easily check out what is being said by whom online through big data so that can manage their online image efficiently and effectively.
· Availability of data: Through Big Data tools, relevant data can be available, in an accurate and structured format but also in real time.

1st article –How Google Uses Data to Build a Better Worker?

Google is one such multinational company that has been at the forefront of implementing big data analytics to bring improvement to its top-level management.
The Google People Analytics team, as part of the company’s HR function was created in 2006 and managed by Vice President of People Operations, Mr. Prasad Setty.
The aim of setting up this team is to capture the profound difference in how Google addresses all matters related to people. They believe that insights from data can systematically improve performance and leadership within the company. 
In 2008, the team’s researchers launched “Project Oxygen” in order to find out what makes a manager great at Google. This research included 2 parts of analysis by asking different designed questions to every project staffs. And ultimately eight behaviors that are common among the highest performing managers have been found. 
Winners who are named great managers can share a weeklong trip with Google senior leaders rather than award cash or prizes, and this is employees what they want most – time and exposure to other leaders. This analysis helped the HR team to identify management qualities that make managers successful at Google, and retain staff. 

2nd article - The Future Of Performance Management: How AI And Big Data Combat Workplace Bias
One of the research mentioned that only 6% of organizations think their performance management system are useful. Many of them have already given up traditional, metric-based performance processes now. The efficiency or inefficiency of staff is difficult to evaluate by using a traditional, metric-based assessments.
Most of the difficulties in assessing staff performance have been considered to difficulties caused by workplace biases
· Race and gender are may be two of the main sources of workplace bias but usually quite easy to spot.
· Contrast bias occurs when an interviewer inappropriately compares candidates to a single candidate
· Recency bias refers to the tendency to weigh recent events more heavily than earlier events. 
It is painful when doing the process of annual performance reviews because it takes a lot of effort and time. Many human managers do not do the appraisal until last minute and tell you “I’ll do it when I have time”. But for data system, you may just simply choose and click then you’ll get what you want. It definitely increases efficiency and effectiveness. 
To do an ongoing feedback process is also part of the solution. By collecting feedback much more frequent and agile, and more lightweight, it can really do drive performance.
Big data happen in real time. Incentives can be distributed immediately by monitoring teams or individual targets and quotas in system. If their targets or performance cannot be met, then management can step in before the problem grows and becomes unmanageable.

3rd article - The Role of Analytics in Predicting Employee Performance

In fact, it is proven that employee performance has a significant impact on company profit. A research showed that a 5% increase in employee engagement is linked to a 3% growth in revenues in the subsequent year. 
Traditional performance appraisal is low effectiveness and consumes time. If the outcome is not being satisfied, their morale and productivity of staffs may probably decline then consequently lead to high turnover rate.
Most organizations have realized that traditional performance processes should be eliminated due to its failure of providing timely feedback and improvement. A PwC report titled ‘Performance Management in India – A Change Beckons’ highlights that 52% of companies have already made or are planning to change their performance process in the future.
Predictive analysis can be used to identify bad or good performance on staffs. There is an article published in “The Times of India”, mentioning a case study on how big data analysis helped a company to predict what happen with their employee performance. Finally this company discovered that morale of ten employees was down due to their issues with manager through data analysis. The management quickly stepped in then resolved the situation.
HR can also identify activities which have the maximum and minimum impact on employee performance through analytics. There are two-fold advantages which are, first, organization can directly invest the proposal which generate the highest interest in the engagement levels. Second, an organization can define measurable metrics that co-relate engagement and performance.
Companies usually do performance review once a year. It gives very little time for HR to work and prepare before possible risks happened. However, performance analysis can provide real-time information then take timely decisions. HR can easily spot the problems and predict the possible issue of employee performance. 
It is no doubt about big data analysis can be a very powerful data tool for companies to forecast the performance outcomes and prepare pro-active strategies accordingly. By using big data on performance management, there are both advantages and disadvantages. Here are some examples

Advantages
1. To make better HR decision
It is not only improve the HR performance but also provides a better understanding of what and how to motivate employees, enhance their productiveity, and how do the organizational culture affects employee performance

2. Identify best performing talent
By using employee data, company can recognize a pattern of high performing employees and then modify their employee retention strategy to improve its turnover.

3. Predict needs of an organization
It can help to predict the changes that may be in the organization’s future but also can predict the skills and positions which are needed to improve business performance.

Disadvantages
1. Data quality
Data quality is very important. Companies need to identify the information they are using is accurate, relevant and in the proper format for analysis, otherwise it can be harmful. Meanwhile to provide suitable staff training. 

2. Cost to invest
Many big data tools rely on open source technology. It can obviously reduce software costs, but there will be other significant expenses such as staffing, hardware, maintenance and related services. Also the technology is changing so fast, there is a real possibility that they need to further invest in the big data system maybe just a few months later.

3. Privacy
The biggest concern about real-time analysis of big data until now.


Conclusion and Recommendation

Information security is the biggest problem of big data. Data must be well preserved or it may threat to people’s safety and property. However, we need to make the data public and aggregate into a whole database so that I can form a real big data. Nevertheless, the consequence can be very serious if losing of data. Therefore, it is necessary to take a reasonable approach to the management of data. 
Firstly, to standardize how data is acquired and managed. It can prevent data from being used by illegal organizations. Second, constantly improves the level of network security. Lastly, to strengthen staff awareness of data security as to avoid data security issues from a personnel perspective. 
In conclusion, an ongoing development of best practices for real-time analysis of big data should continue to be a priority for business. In fact, big data is probably a new revolution in performance measurement system. But each company is needed to carefully assess whether advantages of such big data outweigh its disadvantages. 
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