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TASK 4

The purpose and components of performance management. (AC 4.1) –
Performance management differs from organisation to organisation, ultimately, it’s the process of setting goals and measuring progress, providing feedback, and taking corrective action when necessary. Most arrangements involve a manager meeting with a staff member to discuss their current performance and set future objectives. ACAS explain that good performance management is essential to get the best outcome for organisations and the workforce. Staff are unlikely to perform at their best if performance is not managed well, therefore, underperforming staff results in decreased profits. A 2018 research report from Acas suggested that 84 per cent of organisations don’t use any performance management system. Performance management allows managers to take corrective action and address any performance concerns in the early stages of employment and to ensure that they are documented. It’s important that a company decides what performance management systems suit them better, for example in 2020 the British Broadcasting Corporation (BBC) moved away from appraisals as it “just wasn't right for a contemporary modern creative organisation”. They moved to a 6 monthly two-way meeting between the employee and team leader to discuss job goals, feedback and future opportunities/career development, a survey found that employees had a much more positive attitude towards performance reviews since this change. People managers need the correct training and tools to carry out performance reviews correctly. They must have an effective goal-setting system in place, be able to communicate feedback and address concerns appropriately. When giving constructive feedback it’s important to conclude with a positive point, you wouldn’t want the employee to leave the meeting feeling deflated and unappreciated resulting in low morale.


The main factors that need to be considered when managing performance. (AC 4.2) –
Managing performance isn’t always straightforward, there are many factors that can impact an employee’s overall performance, does the employee attend work when ill? 90% of British workers come into work while unwell this can have a detrimental effect on the employees performance, as mistakes are a lot more likely. A people professional would need to look at the reasons why staff still choose to attend while sick, is it that there are no sickness benefits so they ultimately have no choice but to show up even though they are unfit for work? Another factor to consider is whether the technology is user-friendly, over-complicated systems only cause confusion and frustration for the user. Good communication between an employee and their line manager is an important factor, without this, it would be difficult to provide coaching and set clear achievable objectives. Another important factor to consider is if the company offers suitable training and development opportunities, it’s difficult to manage an employee’s performance if they haven’t been given adequate training to perform in their role, especially if an employee has recently moved to a new role in the company that may require new skills. 



Different methods of performance review. (AC 4.3) –
Annual reviews are one method of reviewing an employee’s performance, this usually takes place at the end of the year, and the purpose of it is to discuss the employee’s performance over the last year and set goals and objectives for the coming year. An annual appraisal is usually a formal approach, although this method seems to be fizzling out, a 2016 CIPD report found “that traditional practices – in particular, the dreaded annual appraisal – are outdated, if indeed they ever worked.”  Annual reviews are slowly being replaced by ongoing feedback, these are also sometimes called ‘check-ins’ and tend to be less formal. In more recent years there’s less of a focus on ranking and scoring, that’s been replaced by coaching and more high-quality conversations. A study by Clear Company found that 94% of employees want real-time feedback, instead of waiting for the time when an annual appraisal comes around. Other organizations such as Dell, Microsoft and IBM have completely abandoned performance reviews, but recent research showed that completely eliminating reviews saw a 10% drop in performance, this is according to a Gartner study. The 360 review method is when feedback is collected from a range of people and not just the immediate line manager. This method gives a broader range of feedback from other senior managers and staff the employee would communicate within their day-to-day role, a downside to this method although it can be more time-consuming to gather feedback from different sources. Companies are increasingly using the self-assessment method, this is where the employee will evaluate their own work and decide on any areas of improvement. There are pros and cons of this appraisal method, an employee will have the chance to reflect on their own work, and enhance their confidence. Some disadvantages of self-assessments are that employees and managers will have different perspectives on what an employee has or has not achieved, and the employee may be hard on themselves and underestimate their performance resulting in an inaccurate rating.


Key components (financial and non-financial) that are required to achieve an effective total reward system. (AC 5.1) 
A total reward system is made up of 5 key elements, pay, benefits, well-being, recognition and development. All 5 are important elements in attracting, retaining, and engaging employees. an effective total rewards strategy enables organizations to improve overall business performance. A company can evaluate the compensation package they already have in place, ask staff for feedback on what they think is missing from the current reward scheme and build off that.
Tangible rewards are provided to recognise good employee performance this is usually a financial reward, which could be in the form of a pay rise, bonus schemes and vouchers. Some companies may offer paid breaks which would also count as a tangible reward. Although recent studies have found that "No candidate makes decisions based solely on pay,” (Grimes, 2022) candidates will take into account cultural elements such as benefits, flexible working/hybrid working.
Non-tangible rewards are another way of recognising good performance, this method does not have inherent financial value. A manager may offer an extra day of annual leave, or through recognition, such as through an ‘employee of the month’ award or team-based events (CIPD 2023). Providing the employee with potential career development opportunities and work-life balance is as attractive as a tangible reward such as pay increases. 



The relationship between reward and performance, and the links to motivation. (AC  5.2), and provide

Maslow’s motivational theory consists of a 5-tiered pyramid. Psychological/survival needs sit at the bottom and self-actualisation sits at the top of the pyramid. Maslow argued that survival needs must be satisfied before the individual can satisfy the higher part of the table. This theory can relate to an employee’s work-life, there may be interpersonal and environmental barriers stopping an employee from reaching the top of the pyramid. When employees are well rewarded at work, they are motivated to put in more effort, resulting in increased performance. As mentioned in ac 5.1 Incentives aim to influence future employee behaviour or performance, usually using targets, if a specific target is met, the employee will receive a payment (CIPD 2022)

at least two reasons for treating employees fairly in relation to pay. (AC 5.3)
unfairness in the workplace resulted in the Equal Pay Act of 1970, this act gave women the right to be paid the same as a man (and vice versa) if carrying out the same role or a role that requires similar skills and ability. Employees have the right to submit an equal pay claim if they feel they are being treated unfairly, this can cost companies thousands of pounds in legal fees and tribunal claims. The Centre for Survey Research’s (CSR) study estimated that unfairness in the workplace costs US employers an estimated $64 billion each year, this issue isn’t limited to American companies, similar figures can be compared in Europe. not only can there be a massive financial determent if legislation isn’t followed, but also a loss of reputation and low staff morale, the company will no longer be an attractive place of work. If a company is found guilty of pay discrimination, they must carry out pay audits, which are then posted on the company’s website and must stay there for a minimum of 3 years.
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