TASK 4 – BREIFING PAPER
AC 4.1 – The purpose and components of performance management 
According to (Stanton, 2019) An organisation's performance management system ensures that employees are aware of their responsibilities and the objectives they must pursue for success. As a result of performance management, employees are better able to complete their tasks. Helping employees perform at a higher level is one of performance management's primary objectives. Performance management aids individuals in improving their existing performance by allowing, encouraging, and implementing an operational incentive system. Performance management processes managers use – 
· Plan work and set expectations 
· Monitoring 
· Developing 
· Rating 
· Rewarding 
Key elements of a successful performance management system include clear expectations, frequent feedback, recognition of contributions, coaching to improve performance, and corrective action for unacceptable behaviour. Performance management assists employees in improving their current performance by permitting, promoting, and implementing an operational incentive system. It simplifies the communication of corporate, company, and functional objectives and provides a systematic and unambiguous assessment of employee performance. (Indeed, 2022)
AC 4.2 – The main factors that need to be considered when managing performance
There are many factors that affect employee performance. Our productivity and engagement can be influenced by these. 
These factors include – 
Long commute hours – when commuting for long periods of time this can affect stress levels and anger. Long commute hours can also cause lateness which in affect causes an employee to be worried, stress, and not productive when arriving to work.
Coaching – it is very important to have a good relationship with your employees as this has an impact on productivity and performance. Regular performance coaching sessions allow managers to reward employees and recognize their efforts and achievements. Managers can also provide guidance and feedback so employees can modify courses as needed (Lalwani, 2020)
Setting Goals – setting goals and objectives lets the employee know what we expect from them and what they need to do in order to reach their goals. We must monitor employees to ensure expectations are being met. If someone is underperforming this could be due to needing additional training, or maybe outside factors such as home life having an impact on their productivity. managers must provide regular feedback to employees know if and where they are getting it wrong (Indeed,2021) Motivating employees- This is another important factor as employees who are motivated are more productive, they have a positive attitude which spreads to the people they work with, and is key to having a successful business. (city personal,2022)
AC 4.3 – Different methods of the performance review

There are several different types of appraisals that are used across the board such as, check-ins, competency assessments, stack ranking, Self-appraisals and more. Employee development can benefit greatly from performance evaluations. Evaluations can give direction to workers who are getting along nicely and representatives who might require improvement. Personal development plans are often used as part of a performance review by businesses to set goals for employee’s growth and outline practical ways to improve their work performance over time. By highlighting specific training requirements that require attention, performance evaluations can assist employees who are underperforming. (Fisic, 2022)

360-degree feedback –
A group performance evaluation is essentially the same as this method. Employees and co-workers may be able to provide feedback on their performance in a variety of situations and conditions that the employer may not have noticed. This makes it possible to provide comprehensive, all-encompassing feedback on an individual. Because it eliminates subjectivity, this strategy is beneficial. It also encourages better communication, self-development, and an open culture. In order to make use of this strategy, the organisation needs to create an effective system and procedure. (Beqirim, 2018)

AC 5.1 - key components (financial and non-financial) that are required to achieve an effective total reward system

Bonuses, raises, paid holidays, and other forms of compensation are additional forms of financial reward (CIPD,2022) Employees are more likely to perform at their best when they are given financial incentives to do so. A better working environment and the chance to advance professionally are examples of non-financial rewards (CIPD, 2022) At the end of the year, for instance, a reward might be given to the company's most successful salesperson. Public acclaim is extremely motivating for sellers, but it also spurs them to compete with one another. Non-financial rewards also include employee of the year recognition, birthday celebrations, team lunches and early finishes. These types non-monetary rewards boost morale and create a healthier working environment. (Chilvers, 2022) Financial incentives can help in some way with employee recruitment and retention. New specialists and youthful experts find non-money related rewards tempting, however they additionally can influence the remainder of the business well. It is possible to cultivate strong emotional connections and motivation, as well as financial ones through non-monetary rewards. Employee loyalty rises over the long term as a result of all of this. 




AC 5.2 - the relationship between reward and performance, and the links to motivation. (AC 5.2), and provide
Employees perform at their best when they believe their efforts are fully appreciated and rewarded. Persuading others to behave, think, and act in a certain way is motivation Performance and employee motivation go hand in hand because motivated workers perform significantly better than demoralized workers. Essential human needs, according to Maslow's Motivational Theory, influence one's willingness to work: self-assurance and safety. The financial and personal security and well-being of employees determines their willingness to work hard; Do not expect them to put in a lot of effort if there is no such assurance. Performance, on the other hand, is boosted by personal and financial security. Individual execution is vigorously impacted by self-insight, Self-esteem suffers when employees think their co-workers and bosses don't care about them and this impacts performance. (Helping minds, no date)

Two reasons for treating employees fairly in relation to pay. (AC 5.3)

Wage competition is a major driver for employers to ensure that their employees are paid appropriately. Employers strive to outperform their rivals. However, they also want to ensure that their workers are content and appreciated, which means that workers will be more productive if they feel appreciated and compensated appropriately for their work. They will wonder why they are worth that much money elsewhere and not at their current workplace if they see that their job is elsewhere and pays significantly more. Another reason why paying employees fairly is essential is the (Equal Wages Act of 2010). In order to ensure that no one is treated better or worse than anyone else, the company should treat everyone fairly in every way possible. It makes workers feel better, encourages them to be more productive and dedicated, and ultimately makes a higher percentage of employees stay with the company. 
According to the (Equal Pay Act), men and women must be paid the same amount for the same work, regardless of skill, effort, or responsibility. Although employers can pay employees who put in the same amount of work at different rates, the gender of the employees cannot affect how much they are paid. High-quality talent can be attracted and retained by businesses that pay their employees equally for men and women. One of the most important measures of gender equality in the workplace is the gender pay gap, which shows how women's earnings compare to those of men. 
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