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[bookmark: _Toc29200125]Executive summary
Based on the theory of big data and the theory of human resource performance management, this paper deeply analyzes the influence of big data on human resource performance management and the application of big data in human resource performance management. The innovation and application of human resource performance management under the background of big data are discussed in detail.

At present, the company is facing many problems in the practice of human resource performance management, and the HR department still uses the traditional human resource management idea and lacks the innovation is the crux of the problem. Therefore, the author expects that the research results of this paper can promote the company to make full use of big data technology to better implement human resource performance management and create favorable conditions for the management and sustainable development of the company.

The article is divided into four parts in total, the first part generally introduces the purpose of the whole article, the second part is the main part, which is divided into five parts to elaborate, to provide readers with strong evidence to prove the author's point of view, and also the third part is the general section, which makes a concise summary for the whole article. The last part is the proposal section, which proposes a new approach to performance evaluation.
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[bookmark: _Toc29200126]1.0Introduction 
Performance management begins with performance evaluation. Performance evaluation has a long history, according to Deris et al., the Chinese have begun to apply formal performance evaluation at least in the third century AD. In western industry, Robert Owens first introduced performance appraisal to Scotland in the early 19th century. The U.S. military began using performance reviews in 1813, and the U.S. federal government began evaluating government civil servants in 1842.
With the development of economy and management level, more and more managers and researchers are aware of the limitations and shortcomings of performance evaluation. Performance management is gradually formed and developed on the basis of improving and developing the traditional performance evaluation. （Spangengerg，1992) argues that traditional performance evaluation is a relatively independent system that is often divorced from other contextual factors in the organization, such as organizational goals and strategies, organizational culture, commitment and support from managers, etc. and these background factors play a very important role in the successful implementation of performance evaluation. It is precisely because the traditional performance evaluation has a very limited role in improving employee satisfaction and performance, and the effect on the achievement of organizational goals, so it promotes the development of performance management.

（Pamenter, 2000) pointed out that the purpose of traditional performance evaluation should be shifted to employee development. The article points out that there are serious deficiencies in traditional performance evaluation: due to the subjectivity of the evaluation, the evaluation is not well implemented, many managers' evaluations of their employees are inconsistent on the surface, and may be high on the surface, but they secretly want to fire them. Pay attention to the process and form of evaluation, do not pay attention to the value of evaluation, to the organization and employees of the role. more seriously, according to Maslow’s hierarchy of needs theory, traditional performance evaluation violates people's physiological needs, safety needs and respect needs. Therefore, the paper advocates that the focus of performance evaluation should be shifted from evaluation to employee development. Paying attention to the development of employees can meet the needs of safety and respect of employees, and let employee better self-realization.

Human resource performance management is a set of complete process, it set organizational goals first, and then leads the staff in their personal and organizational goal, and then make staff spontaneously in a personal pursuit as well as organization target service, dig their potential, encourage employees to improve its performance, eventually achieve the employee and enterprise win-win. (Chamberlin, 2011)


















[bookmark: _Toc29200127]2.0 Main body
[bookmark: _Toc29200128]2.1 Performance management
Performance management is a continuous od identifying, measuring and developing the performance of individuals and teams and aligning performance with the strategic goals of the organization. (Aguinis, 2005) its five elements are agreement, measurement, feedback, positive reinforcement and dialogue. And also, according to Cappelli wrote that when employees fail in their jobs, part of the organization also fails. (Cappelli,2008) Performance management aims to eliminate or at least significantly reduce this possibility. And the Pulakos emphasized that performance management is the key process through which work get done. It’s how organizations communicate drive behavior to achieve important goals, it’s also about how organization identify ineffective performers for development programmers or other personnel actions. (Pulakos, 2009)

Today, the term performance management as an overall description of a process of performance planning and review conducted by mangers and individuals has largely replaced the term performance appraisal. The latter has often been relegated to a description of the performance assessment and rating aspect of performance management. (Joseph,2009)

[bookmark: _Toc29200129]2.2 Employee engagement
Emotional connection an employee feels toward his or her employment organization, which tends to influence his or her behaviors and level of effort in work related activities. The more engagement an employee has with his or her company, the more effort they put forth. Employee engagement also involves the nature of the job itself - if the employee feels mentally stimulated; the trust and communication between employees and management; ability of an employee to see how their own work contributes to the overall company performance; the opportunity of growth within the organization; and the level of pride an employee has about working or being associated with the company （Alvesson, 2009)

[bookmark: _Toc29200130]2.3problemb with performance management
For enterprises, the smooth implementation of performance management requires a set of sound performance management system and standardized operation process, as a CEO of the company, so as to timely find out the problems existing in the work process of employees, promote their performance level to continuously improve, and finally achieve the continuous improvement of enterprise income. However, based on the current situation of enterprise performance management, after years of development, although some achievements have been made, there are still some outstanding problems. Then, the author makes a detailed summary of some outstanding problems existing in enterprise performance management.

Firstly, Staff not involved in setting performance goals in the practice of performance management of enterprise, the formulation of performance goals is not involved by the grass-roots staff, all of them are directly assigned by the management to the grass-roots staff, In the process of setting performance goals, there is a serious lack of necessary communication between superiors and subordinates, and the leaders simply follow their own subjective consciousness without considering the post characteristics and department indicators of employees. Therefore, the designated performance goal system cannot be recognized by all employees. employees will also have a lot of doubts about the goals set, and then they cannot devote themselves to the later work. If the employee does not pass the appraisal, does not achieve the established performance goal, also will always find each kind of reason to deal with. （Ericksen, 2007)
For employees, a clear understanding of their performance is more conducive to achieving their goals; For appraiser, since they did not participate in specific work, therefore also cannot learned that employees are the specific reason for the unfinished work target, so in setting performance goals, try to avoid specific task completion time, but need to encourage to urge its complete, ensure that subordinates can actively participate in to in the process of establishing its own performance goals, to identify a set of perfect and feasible and can meet the demand of corporate interests of the target system. （Appelbaum, 2000）

Secondly，the performance appraisal goal design is unreasonable, in the current  enterprise performance appraisal system, almost all departments ‘appraisal structure is the same, and the inspection content is also much the same. this highly unified performance appraisal system also directly causes the lack of pertinence of enterprise performance management, which makes its performance management work tend to be formal, unable to play its due role and significance.（Becker, 1998)

[bookmark: _Toc29200131]2.4New approach to performance management
At present, the human resource performance management of company still stays on the traditional human resource performance management level, which cannot meet the challenge brought by the current business development to the enterprise management. Using big data technology to construct a complete human resource performance management platform and apply the new human resource performance management system under big data technology to the human resource management of company, is the main optimization direction of human resource performance management of company under the background of big data. （Combs, 2006）

Through the establishment of human resources performance management information system and the construction of an effective communication platform, on the one hand, the leadership of different fields can reach a consensus on the decomposition of strategic objectives under the matrix management mode, and unify the performance index system. on the one hand, employees can communicate directly with HR performance team on performance issues, without using business department manager as a medium to improve the efficiency of performance feedback. (Warren, 1972)

Through the establishment of human resource performance management information system, optimize the performance appraisal index system. Human resources performance management information system through the use of big data technology, employees of vast amounts of data collection, analysis and processing, can accurately evaluate the employee's competence and behavior model, the result of assessment more reference, to solve company original performance indicators is not comprehensive, attitude index become mere formality. At the same time, the assessment results have enough accuracy, objectivity and fairness to make personnel decisions. （Bowen, 2004)

[bookmark: _Toc29200132]2.5Advtanges & disadvantages of new performance management
The advantage of new performance management is by applying the human resource performance management information system with big data processing technology, it will help company to establish a scientific and sound human resource performance management system, and thus improve the economic benefit of company 's human resources. （Guest, 1997）
In terms of performance plan, by applying the human resources performance management information system, establish the effective communication mechanism, make the matrix management model, the strategic target can also be among the layers of decomposition to each department, improved the chaos of the performance appraisal system for a long time, enriches the dimension of assessment index, and a more scientific to deal with the weight of the performance indicators. make the performance appraisal process more scientific and objective, and the recognition of employees is higher. （Ramsay, 2000）
In the implementation of performance, improve the efficiency of the company's feedback, solve the human resource management department and business department for a long time the problem of asymmetric information, set up the performance warning mechanism, the realization of the function of warning and make the timely processing of anomalies were found in time, which can effectively help the smooth implementation of human resource performance management company. （Storey, 2009）

When trend to disadvantage is that as for the cost of constructing the performance management information system based on big data technology, it is divorced from the actual situation of the enterprise to some extent. Further research is needed on the cost and future benefit of the performance management information system. The performance management information system still needs to face the problem of information security, the big data technology is not yet fully mature, after the completion of the human resource performance management information system, whether it meets the relevant information security standards remains to be investigated. In addition, the performance management information system is also faced with privacy and infringement issues. The human resource performance management information system records employees' operations and access records, which involve employees' privacy issues. The practicality of the performance management information system needs to be further studied. (Chamberlin, 2011)

[bookmark: _Toc29200133]3.0conclusion
With the development of telecommunication technology and the research and development of office intelligent automation, people work more through the network or based on the network. As the carrier of information resources, as well as the creators and users of information resources, talents, especially high-quality talents, have become the most important factor affecting economic growth. In this context, the level of human resource management plays a decisive role in the development of enterprises. Therefore, human resource performance management is no longer a pure performance appraisal plan, but starts to plan the future development of the enterprise, adjust and implement the strategic direction of the enterprise. (Gheorghe, 2007)

In this paper, we refer to a lot of literature to study and analyze the human resource performance management model of company. It will help by applying a human resource performance management information system with big data processing technology of the company has established a scientific and sound human resources performance management system, and thus improve the economic benefits of human resources of Company.

[bookmark: _Toc29200134]4.0Recommendation
Generally speaking, the performance evaluation of enterprises should do the following: first, establish the index system of performance evaluation. The core of establishing the performance evaluation index system is the reasonable determination of the appraisal content.

Second, qualitative and quantitative combination. Any assessment system cannot be perfect, some assessment standards cannot be quantified, difficult to grasp, especially quality assessment and work quality assessment with a certain subjective component. Because there are all kinds of limitations in the morality, ability and knowledge of the rater, and the assessment system itself requires people to judge the evaluated person according to the unified standard, there will be some defects in this way, which will ultimately affect the objectivity and impartiality of the assessment results. （Nishii, 2008）

Third, the process assessment and year-end assessment. Assessment is to motivate and improve the enthusiasm of the staff, so the assessment conclusions should be timely feedback to the assessed. Good performance to give timely positive praise, bad performance should be timely reminding. By the end of the year, all assessments are based on the usual performance, which is not only persuasive, but also the work of the human resources department will not be complicated. （Pfeffer, 998）

Moreover, the correct use of 360-degree assessment. 
In human resources assessment,360-degree assessment is a good assessment method. （Thompson,2002）,The 360-degree assessment is used by leaders and staff for self-development and self-improvement. The assessor is a superior, subordinate, or colleague, and is to let a worker be familiar with the surrounding colleagues to evaluate it. The premise is that the examiner should be familiar with the person being assessed. 360 degrees is the surrounding people to understand the center of the center - the daily work responsibilities of the subject, to understand their daily work situation. ( Sung, 2005)
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