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between assessment and actual business operations, insufficient incentive effectiveness, and ineffi-
cient human resource allocation in oil and gas enterprises, this paper takes the precise implementation
of the all-staff performance management system as the core objective. Through specific measures such
as clarifying assessment level standards, designing differentiated assessment models, establishing a
dynamic performance adjustment mechanism, and building a digital support platform for implemen-
tation, a complete implementation path of “design-implementation-optimization” has been formed. By
creating benefits through salary incentives, it promotes the continuous improvement of unit efficiency
and the efficiency of human resource management. Salary distribution is linked to job value, perfor-
mance contribution, and individual ability, establishing a distribution orientation of “rewarding those
who strive”, and effectively using performance management as a support for strategic implementa-
tion, accelerating production, value creation, and talent attraction. A mechanism and system that is
compatible with high-quality development is gradually formed.
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Figure 1. Top-level design of performance management system
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Figure 2. Assessment system of “objective decomposition + process control”
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Figure 3. Precision incentive mechanism
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Figure 4. Technology empowerment system of “data support + intelligent analysis”
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