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Briefing paper – Performance Management
This briefing paper has been created for our management team here at Healthcare on Hand’s management, the paper aims to build our knowledge and understanding of performance management and reward. It will cover the purpose of performance management, factors we need to consider when managing and performance reviews. We will also look at the relationship between rewards and motivation for our staff. This paper should give our managers a good insight on performance management and will ensure the methodologies are implemented into the organisation and all our employees are aligned and contributing to the objectives of the organisation.

The purpose and components of performance management. (AC 4.1) 
Gifford (2022) describes performance management as an attempt to maximise the value an employee makes in an organisation by using a group of practices that aims to improve an employee’s performance and align with an organisation’s objectives. CIPD (2021) highlights the importance of performance management and describes it as a key aspect in the relationship of employees and their staff, performance management should help create a culture within the organisation that encourages a continuous improvement of employee’s skills and their contributions to the organisation. Waite et al (2021) explained performance management is used in different ways depending on experience, some see it as an ‘overreaching’ term for the employee cycle from induction to work tasks, appraisal management while other see it as a term for just annual appraisals.  Gifford (2022) also suggests there is no standard definition but described performance management should establish objectives to individuals, improve per and hold people accountable, Waite et all (2021) highlights 3 ways in which this can be discussed, being appraisals, performance reviews and performance conversations. 

The main factors that need to be considered when managing performance. (AC 4.2)

There are several factors that need to be considered when managing performance to ensure effective, fair and successful management process. Waite et al (2022) outlines the importance of considering these factors weather that be related to the individual employee or the organisational context, when looking at the individual we look at the capability, this being the extent they can complete their work. Employee motivation is a key factor to be considered when managing performance, we need to look at their motivation which is how willing and enthusiastic the individual is to complete their allocated tasks. Waite et al (2022) suggests if we can ensure high levels of both capability and motivation the more likely it is to achieve high levels of performance in our workforce. Motivation is a well explored behaviour and there are many theories that look at how motivation is driven such as Maslow's (1943) hierarchy of needs where Maslow found people can move between the 5 different levels as their life changes. Waite et al (2022) explains extrinsic factors are important and it is widely known that offering rewards to employees such as pay raises and bonuses for good performance can be motivating to help maintain high levels of productivity however intrinsic factors are equally important such as feel appreciated and job satisfaction is just as important when motivating employees, and it is important to note that people are motivated in different ways depending on their life stage and induvial needs. While an employee may well be motivated in completing their tasks, the quality will depend on the individual's capability, capability being their knowledge and skills, so this development is crucial in performance management. 

Different methods of performance review. (AC 4.3)
Performance reviews are essential for evaluating our employee's performance at work and for setting goals and offering feedback for improvement. There are various methods organisations can use for performance reviews. Firstly, the annual review often known as the main performance review, Gifford (2022) highlights this is as an important element as performance management and its main purpose being to ‘administrative decisions’ for example discussing promotions and pay, professional growth whereby learning and development can be discussed, and looking back at employees performance over the last year and goal setting for the upcoming year. Another common method used is the 360 appraisal, Waite et al (2021) explains organisations use this to ensure a wide-angle view of employee's performance seeking information from many sources, the 360 obtains feedback from peers, supervisors, managers and external contacts. The 360 approach gets a well-rounded perspective on the employees' performance but can be costly in both time and resources for the organisation. Another performance review is the self-reflection and self-assessment, where employees are asked to evaluate their performance, Thompson (2021) describes this method as the ability to examine your performance and to identify successes and any areas that need improvement, this method puts employees largely in charge of their own development. Finally, another method used is peer review, Fiore and Souza (2021) found this has become an increasingly favourable method in organisations and explains the feedback captures the performance and behavioural attitude of an employee from people who have been working closely with the individuals regularly, they also found that peer feedback is less subjected to the biased view from one person.

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

An essential total rewards system is vital for an organisation to motivate and retain employees as well as attracting new talent. An effective reward system goes beyond financial compensation for employees and should incorporate non-financial components such as recognition, career development, employee wellbeing and many more which we will explore, Cotton (2023) states a total reward has implications for cultural change as it can focus in part on employee empowerment. Waite et al (2021) highlights financial rewards is a key component and this can be provided in several ways such as base pay, variable pay, bonuses, pensions and other financial benefits such as car allowances, employee discounts and health screening to name a few. Although financial rewards are important, Armstrong (2019) found they can be easily imitated by competitors in labour market. The CIPD (2022) outlined that modern day employees are now looking for more than just the salary benefit while looking for employment and are seeking other benefits. We have identified that pay isn't the only motivator for employees and understand the importance of both tangible and non-tangible rewards. In addition to pay and benefits Cotton (2023) highlighted the following 6 non-financial components across the wider work experience, Performance and recognition, Work/life balance, Organisational culture, Employee development and career opportunities, Business strategy, Human resource strategy. As an example, employees are now actively seeking employers that offer personal and career growth, Waite et al (2021) states that this not only benefits the individual by developing their skills but will also benefit the organisation by the employee then applying their new skills and behaviours into their job role. 

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

Hajduk (2017) found reward encompasses everything an employee derives from their work and highlights the relationship between performance and reward is fundamental in performance and organisational behaviour. Reward plays a key role in motivating employees, and it is found that both intrinsic and extrinsic rewards help organisations retain talent.  Indeed (2023) states that the importance of understanding these rewards as critical because they have a huge impact of productivity in the organisation. Hajduk (2017) explains that intrinsic reward is more phycological for example having a purpose and job satisfaction whereas extrinsic is the salary and bonus, highlighting the relationship between this is not straightforward and one should not favour the other. Employees performance may be enhanced by receiving these rewards, Waite et al (2021) found that individuals tend to work harder what the reward may be at stake. However, this relationship is not always linear and found that over emphasis on rewards can also decrease an individual's focus and motivation. We can analyse an employee's performance can via many theories, for example take Maslow's Hierarchy of needs. Waite et al (2021) found that Maslow suggests that basic needs must be met before people are motivated to achieve higher and that people need a to achieve a set goal before they can go on to achieve the next. 

And provide at least two reasons for treating employees fairly in relation to pay. (AC 5.3)

Treating people fairly in relation to pay is important to maintain an equitable work environment, there are many studies such as Bingham (2016) that have found employees who know they are being treated fairly in relation to pay are more productive and engaged in the workplace and tend to stay with the organisation for longer periods, which is great for staff retention and will entail save on recruitment expenses. The Equality Act 2010 gives women the right to receive the same benefits and payment to men in roles where work is equal. Waite et al (2021) highlighted that a worker can bring claim to an employment tribunal regarding pay any time in their employment and within 6 months of leaving, it is vital equal pay is implemented as it will protect the organisation from any equal pay claims, this will not only save the organisations time and money in a tribunal but also protects the organisations reputation, reputation is important to our organisation as it directly impacts our success. Another example of fair treatment to pay is compliance with the minimum wages level, firstly is it a legal requirement set out by the government for organisations. Failing to comply with this law can lead to significant legal consequences such as fines and other legal actions, this is essential again for the organisation's reputation. Also, we have social responsibility to pay out employees a fair wage, the wage is set by the government to ensure worker pay is a decent living standard. Paying employees is also good for employee morale and productivity as they feel well compensated, and their productivity will be increases. To conclude, treating employees fairly in terms of pay helps the organisation foster a positive workplace culture and encourages employee loyalty and job satisfaction.
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