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Introduction

Healthcare on Hand is a home healthcare company which provides care to children and adults with complex needs.  Since Healthcare on Hand was first founded in 2017 our service has grown post-haste as has the demand for health care being provided in the comfort of our service user’s homes.  Although the owners have taken great pride in being involved in all aspects of people management, the time has now come to expand our team further to meet the demands of the business.  Therefore, a People Practice Team has been formulated to undertake all future aspects of people management.  This briefing paper will act as a guide to you, to provide you with essential knowledge and a comprehensive understanding of Performance Management and Rewards within the organisation.   

Main findings 

The purpose and components of performance management. (AC 4.1) 
According to Armstrong (2009), our reputation and success as an organisation is based upon the quality of service provided to service users.  Performance management and reward is a vital process to enable organisations to develop employees as individuals and as part of a team to provide the best service possible (Armstrong, 2009).  This process involves continual review on the behaviours and performance of employees ensuring they understand what is expected of them and producing KPI’s (key performance indicators) which their performance can be measured against (Mullins, 2007).  

Waite et al (2021 p.163 - 165) defines the components of performance management as: 

· A specific procedure that details an organisation’s approach to performance management
· A system for gathering and collating performance data and outcomes 
· Individual job descriptions including continued performance objectives that are aligned with company goals
· Learning and development opportunities for employees
· Policies and procedures that are related to or interlinked within the organisation 

By developing a pertinent performance plan for our employees, we can ensure employees receive the appropriate support from their managers and are provided with the appropriate toolkits and training they require to be able to fulfil their job role competently and confidently (Valamis, 2021).  

When performance management is done properly and all components are considered the benefits to our organisation can include but is not limited to; a greater understanding of organisational goals paving the way for efficient work planning, a motivated workforce and a clearer picture of the work via discussions (Waite et al, 2021 p.160).  

Factors that need to be considered when managing performance. (AC 4.2)
There are a variety of factors that need to be considered when managing performance to enhance employee engagement and growth, retention of employees and operating a successful and efficient organisation (SutiSoft, 2019).
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Effective and clear communication is vital and when communicating with others as the focus is usually on what we are going to say next, however, to communicate effectively it is important we demonstrate engaged listening to help build a deeper connection with the employees and ensuring they don’t feel like it’s just another tick box exercise (Robin, Segal and Smith, 2019).    

It is important to set realistic and achievable goals and this can be done using the SMART acronym (specific, measurable, achievable, realistic, time bound) to help make objectives clear and concise ensuring they align with the organisations goals, visions and values (BBC, no date).

When we have a good rapport with employees built on the foundations of effective communication this does more than ensuring the information being passed on is received correctly but can also increase productivity, creates a more positive workplace culture and environment and also gives us the opportunity as employers to recognise and reward employee’s individuals’ skills and achievements (Indeed Editorial Team, 2022).

Methods of performance review. (AC 4.3)
There are several common methods of performance review to choose from and a popular method is self-evaluation.  According to Indeed Editorial Team, (2021) in this process, objective standards are developed that can be used to gauge progress towards the employee’s performance goals.  Evaluations can be done using surveys, questionnaires, or tests and these should aim to provide a clear picture of the situation so that plans can be made to reach the desired target and develop an effective performance management strategy identifying any skill gaps (Indeed Editorial Team, 2021).   

However, with self-evaluation comes bias and Bourne (2021) explains this using The Dunning-Kruger effect whereby the incompetent are far more confident in their abilities than the competent. This is not to say that they believe they are better than those who are more competent but is simply an overestimation of their own abilities so may not always give a reliable evaluation of their work (Bourne 2021).  Whereas Waite et al (2021, p. 177) argues that self-evaluation may not always be the best form of performance review as people don’t always like to highlight their own weaknesses so may not always give an honest well-rounded review of their own performance.  However, they also go on to say if done truthfully ongoing support or development needs can be identified more accurately.  

A similar method to self-evaluation is manager assessment where the manager would make a rating based on specific objectives and providing feedback on general day-to-day duties and tasks which can be undertaken either informally or formally (Waite et al, 2021 p.177).  This again can be met with bias from managers if for example they like or hired an employee personally (Gifford 2022).  


Key components (financial and non-financial) that are required to achieve an effective total reward system. (AC 5.1)  
Deloitte’s Human Capital Trends survey (2019) revealed that only 33% of employees felt their organisation was in a position to tackle the issue of rewards even though 69% of employees felt that having an effective reward system in place was important. 

Financial rewards such as salary was traditionally used to entice individuals to an organisation, benefits served to keep them, and bonus and incentive programmes inspired them to work harder (Cotton, 2022).  

Non-financial rewards which are non-cash benefits can include opportunities for career progression, flexible / hybrid working or financial wellbeing support and these can all aid to help employees during the current cost of living crisis (people insight, 2022)

As an organisation we need to develop a reward strategy that clearly articulates the goals of the various reward elements and how they fit together. An effective reward strategy reflects the organisation's purpose and values, so appropriate communications must explain to employees what behaviours and performances 
the organisation is rewarding, how, why, and when (Cotton, 2022b) and because everyone has different needs and motivations, a one-size-fits-all approach to rewarding employees will not suffice, by ensuring our employees are praised through a combination of financial and non-financial rewards, we can boost morale while assisting with financial needs (Chilvers, 2022)

Reward and performance and the links to motivation. (AC 5.2)
Performance and reward can often be seen as interlinked as reward is the driving force of motivation behind an employee’s performance (Waite et al, 2021 p.196) and according to Jahan (no date) a motivated workforce plays a huge role in an organisation’s success as motivated employees are proven to be more productive resulting in increased work efficiency, which in turns helps us in reaching our organisational goals.  Furthermore, according to a CIPD (2022) study 28% of workers admitted that financial concerns had an impact on their performance.  

By offering a reward scheme to our employees that aligns with our organisational goals this provides positive reinforcement to our employees and we can ensure they feel valued and remain motivated which in turn increases productivity and can benefit our retention and absence rates (Centric HR, no date).

According to Cherry, (2022) there are however 2 types of motivation to consider, which are extrinsic and intrinsic motivation.  Extrinsic motivation can be defined as what motivates an individual by external rewards for example, bonuses or pay incentives and people who are extrinsically motivated will complete a task because they will be rewarded at the end even if the task isn’t of interest to them (Cherry, 2022).  Intrinsic motivation can be defined as what motivates an individual for enjoyment and to satisfy their psychological needs or aid in them reaching personal goals (Santos-Longhurst, 2019).  

Although pay incentives and bonuses may drive a lot of employees to work harder and remain motivated Geropp (2019) argues that rewards such as these may demotivate intrinsically motivated employees as pressure kills creativity leading to a decrease in productivity.  Geropp (2019) then goes on to say how this will have an impact on the organisation and claims it is sometimes more beneficial to inform the employee of the goal the organisation requires them to work towards but provide them with the autonomy on how they reach it.  It is therefore vital that we consider the type of rewards we offer to ensure we have an effective reward system in place that will not only benefit each employee but also us as an organisation.  


Why we should treat employees fairly in relation to pay (AC 5.3)
Unfair treatment of female workers led to the Equal Pay Act of 1970, which prohibited any disparity in pay and working conditions between men and women. This is now a provision of the 2010 Equality Act, which applies in England, Scotland, and Wales (GOV.UK, 1970).  

In 2021 the Supreme Court upheld a previous ruling concerning the large chain Asda in that lower paid ‘shop floor’ staff who are predominantly women, are able to compare their duties of work with higher paid warehouse staff who are predominately men (BBC, 2021) and although the Judge reiterated the ruling did not mean they had won the right to equal pay they were in the position to take the claim forward.  This has been described as a “watershed moment for the retail industry” and could result in a total of £8bn in compensation having to be paid to employees (BBC, 2021).  The outcome of the landmark case, which is thought to be the largest-ever equal pay claim in the UK private sector, will also affect approximately 8,000 workers at other leading supermarkets (Butler, 2021).  

By offering equal pay we can create a positive and competitive workforce that can increase the motivation of our employees and increase our talent pool and additionally it aids us to avoid any expensive employment tribunal claims (HR Search & Rescue, 2021). Which research undertaken by TfL (Transport for London) had proven by claiming  offering fair pay proactively brought significant benefits to the organisation and employees who felt more valued, had more trust in the organisation, and are thus more engaged with their work (Equality and Human Rights Commission, 2020).  

Conclusion 
To summarise, it is important to treat all employees fairly ensuring they are provided with equal opportunities by recognising that there isn’t a “one size fits all” when it comes to performance management.  However, research shows that people do well and feel more motivated when they receive recognition and reward for their efforts which in turn will benefit the organisation by improving retention and widening our talent pool.  

Recommendations 
· Set clear goals and objectives using the SMART acronym in line with organisational goals and values
· Choose a method of performance review suitable to the employee and their needs
· Understand employees and what drives them to do better 
· Ensure our reward strategy is beneficial to both the organisation and employees

Further information can be found by visiting our Intranet at:  http://healthcareonhand.com/hr.co.uk or by ringing 01554 783780
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