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Purpose and components of performance management (AC 4.1)
A vital factor to be considered in performance management is the role itself and how the job description can provide a framework for performance management in the following areas as Armstrong (1999, p.44) discusses, the purpose of the role, the key results or principal accountabilities and the key competencies. These can set out a structure to measure an employee’s performance throughout their employment. 
Informal and formal reviews are both vital components in performance management for various reasons. We can see from Kressler (2003, p. 58) work that “evaluation goes on at all times.” It is vital that as a managerial team, that we are monitoring individuals in their natural workplace as a form of informal review. We can also carry out informal reviews with regular check ins with our employees to ensure their work is aligning with our company framework. We would then deliver an annual review which would be formally recorded on the workplace database but as Tom Neil (2018) has noted the use of “informal and regular performance feedback, rather than the more formal system based upon an annual appraisal.” Which for us would be the monitoring from a distance and regular 1-1 meetings with employees to ensure their performance aligns with our framework, policies, and procedures.
We will be able to use data collected from performance management to analyse the performance of whole teams and can highlight any issues that may be arising within certain teams if the performance is not up to as high of a standard or that they are not reaching the goals set out. 

The main factors that need to be considered when managing performance. (AC 4.2)
When we as a company are managing performance, there are various factors that we must be considering ensuring that we are doing our upmost to provide the workforce has all the relevant tools to succeed in their careers. If we consider learning and development opportunities, as Waite et al. (2021, p. 165) notes in their work “without relevant learning and development options, performance management is just about recognising or criticising performance with no real action to maintain or improve it.” If we highlight in an employee’s performance management report a factor that they need to be developing, we must therefore be providing opportunities for that employee to be undergoing training to ensure this is possible. 
We must also manage performance during the recruitment stage. This is our opportunity as a company to be monitoring if the skills of the candidate and soon to be employee align with what is required to perform successfully within the role under question. As Waite et al. (2021, p. 172) notes in their further discussion on this matter,
	
Setting work goals that are mostly beyond an employee’s capability without support for any arrangement to    develop the required skills is both unethical and likely to end in failure.

The responsibility to manage this lies upon us as a managerial team to ensure we are allowing our employees to perform to the best of their ability. 
Interestingly, Marr (2023) notes in their discussions on this matter how team performance depends heavily upon a healthy workplace boundary, as it’s “imperative to have a clear vision of what healthy boundaries in the workplace look like.” This will in turn lead to more motivated and better performing teams when we carry out our work to managing performance of teams and individuals within out workplace.


Different methods of performance review (AC 4.3)
When we consider performance reviews and the various methods that can be used, the affects that can be seen from these methods are varied, and it is vital that we are considering the use of various methods as “multi-source feedback methods are the new wave in human resources appraisal.” (Liviu, et al,. 2009)
The use of rating scales with five or more levels and the negative affect that these can have on employee dissatisfaction as it “inevitably narrows the definition of who is considered a ‘winner’ under the system.” (Kennedy, Dresser., 2001). This is discussed as opposed to using a three-point scale that “tend to deliver a clearer and more positive message to the majority of employees whose work fully meets organizations’ expectations.” They proceed to suggest how a two-point system could be the most beneficial with work being considered superior or that the work could be improved. These discussions highlight that it is vital as we manage performance, the effect on the employee is considered. 
Another method we must be considering is 360-degree feedback, as its “the only option for identifying team and individual members’ effectiveness is 360-degree feedback.” (Liviu, et al,. 2009) When considering 360-degree reviews, the purpose is to obtain feedback from a variety of levels rather than the one levelled supervisor appraisal, which can be considered the standard and traditional method of appraisal. This method can often be flawed as it gains only one [image: A picture containing background pattern
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Key components required to achieve an effective total reward system. (AC 5.1)
There are various components that can be used to achieve an effective reward system. This can include financial benefits and rewards. CIPD (2022) discusses that bonuses for employees can be “incentives aim to influence future employee behaviour or performance.” They continue to discuss how bonuses can be presented if targets, for example, are met within the workplace. This would be considered a financial reward and is vital in a reward system.
As another factor of financial reward, we must consider performance related pay. This is defined as “a way of managing pay by linking salary progression to an assessment of individual performance.” (CIPD, 2022) The effect of this would be beneficial to the business as we would hope to see performance levels improve as employees strive to achieve a higher rate of pay.
We can also look at non-financial rewards as a key component within a reward system. Armstrong and Brown (2019, p.9) discusses using this as opposed to financial benefits as the satisfaction of these can be short-lived. Aspects such as opportunities to grow and develop within the workplace, well-being services provided for employees and programmes such as learning and development and talent management. All these factors can be considered as collective extrinsic rewards, as Armstrong and Brown (2019, p.94) discusses in their work.
Interestingly, Eliatamby (2023) discusses in her work how vital appreciation is within a workplace, despite “80 per cent of leaders don’t see it as a strategic priority.” As a company we must consider appreciation either verbal or public as Interestingly, Eliatamby (2023) continues to discuss in their work that “there will be multiple benefits, including improvements in staff wellbeing, productivity, trust and the overall workplace culture.” 

The relationship between reward and performance, and the links to motivation (AC 5.2)
Many researchers have discussed the relationship between reward and performance and how this can often lead to the motivation of employees. Kressler (2003, p. 19) in their work note that “the extent of commitment and devotion to the task depends on the rewards that can be expected for achieving the objective or fulfilling the task.” This is an interesting factor to consider when placing out goals and targets for teams, that may require a large amount of motivation to complete. We must consider that the performances of our teams may increase due to the reward to be seen at the end of the task. 
When discussing reward therefore, it is vital that we are not only considering financial gains. Although financial is the most known reward, it is vital that we are also considering rewards such as public displays of recognition, free company items and additional time off work, all as Indeed discusses in their materials (Indeed, 2023). They also discuss how these can be beneficial to a company to “create a good company culture” and “reduce staff turnover”. Rewards, or benefits, which are offered to staff based on performance can often lead to a high retention within the company as “longer-serving employees are more likely to develop in their roles and can contribute to more satisfactory customer care.” Likewise, we can also use these factors when carrying out recruitment campaigns to attract new talent into the teams. In a climate when the recruitment market is competitive, we as a company must have reward strategies to drive the talent to apply and develop their careers within our company.

Reasons for treating employees fairly in relation to pay. (AC 5.3)
Treating employees fairly in relation to pay is vital to ensure the effective running of a business. In recent years, we have seen the frequency of industrial strikes become more apparent within our sector, with employees striking in relation to unfair pay. Reports have highlighted that in total between June and December 2022, 2.472million working days were lost due to sticking (Office for National Statistics, 2023). This can have a detrimental effect on a business as employees working to provide the service, we are expected to provide is the core of our business. Financially also this [image: A picture containing background pattern
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This can then also lead towards legal issues with companies facing legal issues and battles arising. Discrimination regarding pay is protected by the Equality Act 2010 and “if you don’t provide equal pay for work then an employee may make a clam, which is usually dealt with by an employment tribunal.” As noted, this can be delt with by procedures within the company, but it can reach this severity if not dealt with appropriately. (Equality and Human Rights Commission, 2020)
This in the longer term would influence recruitment and retention. Legal issues can often be very public, damaging a company’s reputation for being a valued employer. Companies with this issue would find recruitment and retention a challenge, therefore.  
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