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Abstract 

The Internet has the characteristics of openness, sharing, and real-time. On the basis of 
the increasingly sound Internet system, the data and information filled in it continue to 
gather, becoming an important resource for industry development, corporate 
transformation, and field innovation, and objectively boosting social progress. Among 
them, enterprise human resource management is a key part of the steady development 
of the enterprise, and a complete set of measures is taken to achieve the strategic 
objectives of enterprise operations. It is a means to control all employees of the 
enterprise. Through performance management, employees can be motivated to work 
and improve departmental and personal performance. Provide support for enterprises 
to improve their efficiency. 
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1. Introduction 

Gartner believes that big data is a high-growth, massive, and diverse information asset that has 
stronger insight, decision-making power, and process optimization capabilities through 
processing. The strategic value of big data does not lie in whether the data information is huge, 
but in the effectiveness of data professional processing. In other words, the data processing 
capability of the big data industry is the key to its profit, and the value of data information is 
guaranteed through processing. From a technical perspective, cloud computing and big data are 
inseparable from the positive and negative sides of a coin. The main reason is that big data 
needs to be processed efficiently based on a distributed architecture. Its advantage lies in the 
ability to dig in-depth for massive data and the use of virtualization technology. Cloud storage, 
distributed database, distributed processing and other technical means. In the context of 
increasing data and information, people are ushering in the era of big data and playing a role in 
various fields of social development. Corporate human resource performance management is 
divided into four parts: feedback, evaluation, execution and planning. It is a cyclical 
management process. It is not implemented in accordance with established models and 
systems. Its management objectives not only rely on the implementation of the human 
resources department, but also require the enterprise Full participation, on the other hand, 
constantly improve management measures based on the company's operating dynamics to 
achieve the goal of enhancing the competitiveness of the company. In 2014, China included big 
data in the government work report for the first time. In 2015, it promulgated the "Several 
Opinions on Using Big Data to Strengthen Service and Supervision of Market Entities", using big 
data in the field of market service and supervision, and promulgating "Promoting the 
Development of Big Data" in the same year. The Action Plan has elevated big data to a national 
development strategy. In 2017, the "Big Data Industry Development Plan (2016-2020)" was 
issued. The goal is to basically form a big data industry system with strong guarantees, 



Volume 1 Issue 12, 2020 

DOI: 10.6981/FEM.202012_1(12).0046 

290 

Frontiers in Economics and Management 

ISSN: 2692-7608 

application prosperity, and advanced technology by 2020. The revenue of big data-related 
services and products exceeds 1 trillion yuan, and the average annual growth rate is maintained 
at about 30%, so that big data can support the construction and development of various fields. 
In 2018, the "Implementation Guidelines for Promoting Enterprise Clouds (2018-2020)" was 
issued, It aims to optimize the cloud environment for enterprises, so that cloud computing can 
be popularized in the process of enterprise management, operation, and production. The scale 
of the big data industry in 2018 was approximately 438.454 billion yuan, an increase of 24% 
compared with 2017. The development of the big data industry empowers corporate human 
resource performance management[1]. 

Regarding big data, enterprise, and human resource performance management as keywords, 
enter it into Wanfang Data Knowledge Service Platform to search for 2,643 dissertations, 352 
journal papers, and 43 scientific and technological achievements, of which the number of 
documents in 2018-2020 is 126. Articles, 110 articles, and 20 articles, which show that the 
enthusiasm of enterprise human resource management research in the era of big data is 
unabated. "Innovative Research on Enterprise Human Resource Performance Management in 
the Era of Big Data" (2020, Wu Hedan) pointed out that big data technology has brought great 
changes to all areas of society, and enterprises will follow the technological trend and base on 
comprehensive human resource management and tap the potential of staff , A targeted 
optimization management system; "Analysis of Enterprise Human Resource Performance 
Management Innovation in the Era of Big Data" (2020, Wenwen Sun) pointed out that modern 
enterprise operation human resource performance management has a greater role, and in 
order to ensure management, employees themselves need to innovate performance 
management Model, flexible use of big data resources and technology; "Explore the innovation 
of enterprise human resource performance management in the era of big data" (2019, Bian 
Yaping) pointed out that the number and scale of employees continue to expand, and the 
difficulty of staff management increases, and the optimization of its management system 
requires Organically integrate with the background of the times to ensure that economic and 
social development and corporate management changes are kept in sync, and then use big data 
technology to empower corporate human resource performance management innovation[2]. 

2. Status and problems 

2.1. Current situation 

The current situation of human resources in my country can be analyzed from the macro and 
micro perspectives. From a macro point of view, through the analysis of the development status 
and data of my country's human resources industry in 2018, it can be seen that the talent 
dividend gradually replaced the demographic dividend, mainly due to the continuous decrease 
in the labor force after 2014. The labor force in 2018 was about 994 million people , A decrease 
of about 3.3% compared with 2010, coupled with the continuous increase in the number of 
people over the age of 65, the demographic dividend continues to fade, and the educational 
level of my country's labor force has improved in the context of the steady development of the 
education industry. Affected by urbanization development decision-making factors, the 
number of newly-increased urban employment population in the past nine years has a 
compound growth rate of approximately 2.4%. 13.61 million people are urban employment 
additions in 2018, an increase of 100,000 compared with 2017. In the context of industrial 
structure reform and upgrading, the number of professional talents has decreased, and there is 
a shortage of high-end professional and technical talents. In 2018, more than 52% of the human 
resources market put forward clear requirements for talents and professional skills. The 
recruitment rate of professional and technical talents is about 1.7. Reserve management costs 
have risen accordingly, and at the same time it has brought opportunities for corporate human 
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resource management innovation. From a micro point of view, the educational level of 
corporate employees needs to be improved, the proportion of new and old employees is 
unbalanced, and some employees do not understand corporate management concepts, culture, 
systems, and development strategies, which brings resistance to corporate team building[3]. 

2.2. Problem 

First, the main points cannot be grasped. Most corporate human resource management has the 
problem of uniformity and rigid model. Although this can ensure that corporate human 
resource management is consistent, standardized and authoritative, it has not been adjusted in 
time according to the development of the times and the needs of corporate operations, which 
hinders corporate human resources The management system develops soundly; second, the 
system is not sound. The human resource management system is an important carrier to help 
enterprises optimize the allocation of related resources. Once the management system has 
omissions, it will directly affect the effectiveness of the scientific allocation of human resources. 
At present, some companies have lagging human resource management systems and fail to 
keep pace with the actual operation of the company. The relevant systems are in vain, which is 
not conducive to the scientific management of companies. Third, the goal is not clear. 
Companies at different stages of development have different requirements for human 
resources, which requires companies to take the lead in clarifying management goals, and use 
this as a reason to introduce new technologies, new resources, and new models to achieve 
management innovation goals. However, because some companies do not pay attention to 
human resource management, they fail to realize the impact of demographic dividend and other 
macro-environments and micro-conditions such as the proportion of new and old employees 
on their own comprehensive development. Human resource management goals are unscientific 
and are not conducive to improving human resources. Quality of resource management. 

3. The necessity of enterprise human resource performance management 
based on the era of big data 

3.1. Coordinating massive data information related to enterprise human 
resources 

Lay an information network in the human resource management system to provide convenient 
conditions for enterprises to understand internal, external and human resource management-
related data information, and to find breakthroughs in performance management by mining 
data resources to improve the quality of corporate human resource performance management. 
For example, by analyzing employee entry time data, companies clarify that the proportion of 
new employees is relatively large, and the turnover rate of old employees is relatively high, and 
use this as a reason to analyze human resource performance management strategies that can 
stimulate new employees' work enthusiasm and ensure the stability of the work team. 

3.2. Endow human resource performance management with humanity and 
comprehensiveness 

Big data is embodied in all aspects of business operations and is a mirror for managers to look 
at employees' daily work performance. Using big data to make enterprise human resource 
performance management more comprehensive and meticulous, performance evaluation can 
be based on evidence, and corporate management cares about people themselves. For example, 
when an enterprise conducts performance management with the goal of reducing office 
consumption, it relies on various departments to coordinate the data and information of office 
consumables, pays attention to the actual situation of office consumption reduction of each 
department and even staff, and sets out from the perspectives of individuals and departments. 
Performance management rules, while appropriately adjusting management content based on 
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the office consumption reduction space, aim to mobilize the enthusiasm of individuals and 
departments to reduce consumption in the office, and then complete the task of green and low 
consumption operation management in the new era of enterprise through performance 
management. 

3.3. Support the company to listen to the voice of employees and improve the 
human resource performance management system 

In the past, corporate human resource management and control presented a top-down state, 
with over-rigid management and insufficient flexible management. Corporate management 
based on big data pays more attention to people and can attract more front-line employees to 
make suggestions on performance management and ensure that performance evaluation 
standards are posted. Practical, not only can improve the efficiency of the company, but also 
ignite the enthusiasm of employees and create a humanized management atmosphere. For 
example, after adjusting the performance appraisal indicators, companies can issue 
questionnaires to front-line employees to understand how employees feel about performance 
management, explore the foothold of performance management through survey data mining, 
and pour new ideas and new standards into the corporate human resource performance 
management system , New requirements lay the foundation to make the enterprise's 
comprehensive management effect better. 

3.4. Apply big data technology to establish a talent management model 

Enter the age, gender, educational background, entry time, specialty, position and other 
information related to the employees of the company into the computer system, establish a 
digital analysis model for talent management, and constantly update relevant information 
based on the actual development of employees to ensure that the data in the digital analysis 
model is real-time , Accurate, and effective. Through analysis, employees and positions, 
performance management and talent development are linked together, to clarify the weak links 
of corporate talent management, such as training (further training), career planning, 
supervision, etc., to help companies continue to look at performance management results 
Optimize the talent management model, so that the company can continue to release talent 
dividends, and use big data technology and resources to empower the company's human 
resource performance management. 

4. The strategy of constructing enterprise human resource performance 
management system in the era of big data 

4.1. Firmly grasp the key points of constructing enterprise human resource 
performance management system 

First, raw data. The company’s original data records the basic information of employees, which 
is the basic evidence for companies to analyze the original capabilities of employees. When 
companies formulate humanized performance management regulations, they need to pay 
attention to the original data to ensure that the management system is built on the people and 
provide references for companies to select talents. data. After employees enter the company, 
the company will organize training after the preliminary evaluation is completed. The pre-job 
training data reflects the employee's ability. The relevant data is used in the company to 
formulate job performance management rules and analyze the training time, content, cycle, 
evaluation, method and other factors and the process of employee ability development. Play a 
role in the middle; third, efficiency data. Employees in 

The efficiency of completing various tasks within the specified time, that is, efficiency data, 
usually reflects the relationship between work quality, work duration, work income, work 
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intensity and work efficiency. It is an enterprise adjusting performance management system, 
tapping human resource potential, and expanding work. An important basis for profitability. 

In addition to the key points of big data mentioned above, it is also necessary to focus on the 
key points of system construction: First, grassroots data collection. As a prerequisite for 
coordinating massive data resources, companies need to penetrate the information network in 
all areas of operation, such as procurement, production, sales, after-sales, research and 
development, etc., to lay the foundation for constantly understanding the development of 
employees of the company and launching performance management activities; second, data 
Analysis and processing. Through big data cleaning, screening, mining and other processing, 
the data information that can be used for human resource performance management is finally 
obtained, which supports the formulation of scientific, reasonable, real-time and efficient 
performance management countermeasures; third, data transmission and sharing. In order to 
improve the utilization rate of human resource performance management data information, 
and to provide a basis for human resource management such as training, recruitment, job 
promotion, and job supervision, enterprises need to establish big data sharing based on the 
network, and build a harmonious and unified human resource performance through data 
transmission and sharing Management system. 

4.2. Improving the establishment of corporate human resource performance 
management system 

First, formulate an assessment plan system. Coordinate the periodic operation of massive 
amounts of data and information, clarify the assessment objects, purposes, content, methods, 
and time to ensure a comprehensive performance assessment plan system; second, 
performance management technical systems. Performance management based on big data is 
inseparable from perception technology, distributed processing technology, cloud computing 
and other technologies. It needs to pay attention to the whole process of data collection, storage, 
processing, mining and utilization. This requires strengthening management of big data 
technology and formulating supporting facilities. The system enables managers to effectively 
control related technologies, laying a foundation for reflecting the value of big data; third, 
analysis and evaluation system. Follow the principles of people-oriented, fairness and justice, 
and formulate an analysis and evaluation system based on the proper use of technical means to 
analyze massive amounts of data and information, provide qualitative and quantitative 
feedback on the personal value of employees in their posts and projects, provide a basis for the 
implementation of rewards and punishments regulations, and ensure that the evaluation 
results are scientifically available , Comprehensive system, truthfulness and objectiveness, help 
companies implement targeted human resource management measures based on employee 
value. 

4.3. Clarify the goal of constructing the corporate human resource 
performance management system 

First, management goals. Enter the relevant elements of the employees' daily work into the 
computer system, and use technical means to analyze them as part of the data information, 
aiming to analyze the influence of factors such as process flow, working time, equipment and 
facilities, market environment, policies, and corporate strategies on employees’ personal 
performance The impact of the coming impact, while completing performance management 
tasks, helps companies optimize their integrated management mechanism. Based on data 
resource sharing, through methods such as technological innovation, time adjustment, 
equipment upgrade, market development, policy interpretation, strategy improvement, etc., a 
high-quality working atmosphere is built for employees. Improve its performance appraisal 
results, tap the potential of employees, and build a closed loop of benign business operations; 
second, motivation goals. Collect employees' expectations and target valence data for human 
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resource performance management of the enterprise. At the same time, use big data technology 
to collect and analyze performance management questionnaire information and describe 
employee portraits, and then find a foothold that can motivate employees to work hard, and 
formulate rewards and punishments based on this System to give full play to the incentive role 
of human resource performance management; third, stage goals. From the perspectives of job 
classification, implementation of task indicators, process inspection and supervision, result 
feedback and implementation, targeted use of big data technology and collection of data 
information, through the phased refinement of macro goals, and focus on building a 
management system based on big data On this basis, we will formulate supporting rules and 
regulations, build a grid management system, and improve the effectiveness of target 
performance management. 

5. Conclusion 

To sum up, the establishment of a human resource performance management system based on 
the big data era has the positive significance of coordinating massive data information, giving 
management humanity and comprehensiveness, improving the management system, and 
establishing a talent training model. This requires companies to grasp the key points of the 
system construction, flexibly use data resources, improve the system construction system, 
strengthen management from the perspective of theoretical foundation, technology, and results, 
clarify construction goals, find the direction of big data technology and resource application, 
and then promote The human resource performance management system of enterprises in the 
new era is developing steadily in the direction of digitalization, informatization and intelligence. 
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