Essentials of People Practice (BMPD3003) - James Davies

Task 4
[bookmark: _Int_68bXjwMs]Performance management is the way in which an organisation, and employees, plan, monitor, review, and reward performance. It is valuable to both employer and employee as it develops skills, gives goals and if done well, it will add value to the organisation. 
[bookmark: _Int_gdADCNkI]CIPD (2022) describes performance management as ‘the attempt to maximise the value that employees create. It aims to maintain and improve employees’ performance in line with an organisation's objectives.’ This will benefit both the organisation and its employees as it invests in the employee, making them more skilled and able to perform better at their job, which will mean the organisation will meet its objectives. 
[bookmark: _Int_ixbktLij][bookmark: _Int_hl0O2iSq][bookmark: _Int_RvWMAC5d][bookmark: _Int_n00iz9rY]Waite et al. (2021) Page 155 ‘The term performance management is used in a number of different ways, often depending on peoples experience of it’. This is suggesting that performance management is different in different organisations and even departments within the same organisation. I have experienced both little to no performance management in my previous role. I grew to despise my job and the department I worked for as I had nothing to aspire to, no progression opportunities, felt unmotivated and unappreciated. Therefore, I ended up leaving. My current job role is in a completely different department within the same organisation and is a complete contrast as it is highly focused on performance management. I have been encouraged to develop skills, knowledge and have been given my own personal challenges and goals to meet and I feel extremely appreciated and as what I do matters. I am now highly motivated within my job role, and I aspire to develop further and at potential future opportunities. 
Even though I did not leave the organisation, just switching departments shows a complete contrast in performance management styles.
[bookmark: _Int_9TGlBzsG] [image: ]This image from Valamis.com (2021) What is the Performance Management Cycle?, gives us an idea of the performance management cycle, starting with planning, monitoring, reviewing and finally rewarding. 
[bookmark: _Int_I9hAtYYj][bookmark: _Int_mVZ15HMN][bookmark: _Int_wNJCwUPl][bookmark: _Int_v8vEmv8z]Setting objectives is key to the process and gives an indented goal/outcome for the employee, such as, they would like to be trained in a certain aspect of the job, so they are able to take on other responsibilities within the organisation. Would this be done with formal training, a qualification, on the job, or mentoring. Also planning to have regular feedback on progress with the set objective. What is going well, what not so well, are there any areas that require more work. Monitoring needs to effective, there is no point in monitoring the progress if constructive feedback is not given. Evaluating is key to see if the original goal has been achieved, if not, why not. Rewarding can be recognition, pay rise, premotion, etc. The rewarding is important as it will make the employee feel they have achieved something as well as feeling valued to the organisation. All of this will add value to the organisation as they have invested into an employee’s development. This will mean a better skilled workforce and is likely to help with retention of skilled employees. 

[bookmark: _Int_qAl2hACN][bookmark: _Int_XbdfzoRa]Waite et al. (2021) tells us that there are two main headings for the factors that affect performance management. These are capability, which they describe as ‘the extent to which someone is able to complete their allocated work’ and, motivation, which they describe as ‘the extent to which someone is enthusiastic, or even willing, to complete.’ This would suggest that the higher the levels of motivation and capability within the workforce, the greater the chance of achieving higher performance levels.
[bookmark: _Int_2UaSxIxr][bookmark: _Int_NsbDaRF0][bookmark: _Int_j3CiS7dN][bookmark: _Int_iEB21OdA][bookmark: _Int_sY9mZaFm][bookmark: _Int_2M76hyTj][bookmark: _Int_XdowBoDk][bookmark: _Int_pVP8XliC][bookmark: _Int_3A0WMuT3]An employee could have high levels of motivation but not have the capability or resources to complete a task. So, it is important for employers to consider this when setting goals for an employee. Waite et al. (2021) goes on to explain that if a goal is set beyond the capability of an employee, it is ‘unethical and likely to end in failure’. So, it is important to set realistic goals. It is important for all goes to be clear and achievable to succeed. 
[bookmark: _Int_KoIZRVOZ][bookmark: _Int_sLpvCVDw]If an employee has low motivation but has the capability to accomplish a goal, it is still likely to fail. Lack of motivation could be due to lack of reward or recognition but could also be due to other factors such as stress, well-being, lack of equipment, poor management, and other factors. 
[bookmark: _Int_qshU8ni6][bookmark: _Int_EOdp4esr][bookmark: _Int_lgXDbAF3][bookmark: _Int_wa2LrBCT][bookmark: _Int_BuXRQJBv][bookmark: _Int_9914ll1N]Management is a key factor in performance management as it is down to management to direct and use the organisation's resources and employees to achieve its goals. If the management is poor, it will influence achieving to required goal. 
[bookmark: _Int_4uVu1KlG][bookmark: _Int_4zHjwEK5][bookmark: _Int_KdhfRsLv][bookmark: _Int_HsZXDSVk][bookmark: _Int_sYWte4yV][bookmark: _Int_IIC3qGNs]Performance can be reviewed continuously or annually. Annual reviews have come under some scrutiny as not only do people see it as a ‘tick box’ exercise but doing annual appraisals can seem pointless when it comes to performance managements and reviews as there have been no touch base in between. Adams, L (2021) tell us that ‘92% of companies have an annual appraisal but on 8% really believe they’re worth the time’. They are more value to a more continuous method of appraisal, Waite et al. (2021) explains ‘having more regular and informal performance reviews, discussion topics can be more immediate’ and goes to say, ‘so more relevant’. 
[bookmark: _Int_4t9oJ0Xu]Singh, A (2022) gives us several types of performance review. 
· 360 performance review
· [bookmark: _Int_azc01WIm]Self-assessment
· Peer review
· Upward feedback
· Team performance review
· Continuous performance discussions
· Annual performance review
· Mid-Year performance review
To name a few. 
[bookmark: _Int_EoYsoDRo][bookmark: _Int_GhQlOkm9]360 appraisals are an effective way to review feedback from all angles when it comes to the employee. Feedback from managers, external contacts, colleagues, direct reports, customers will be a part of this method. 
[bookmark: _Int_d5hIZOT5]Self-assessment can be regarding a manager, who will receive feedback form an employee on how to become a better mentor or coach and works when it comes to the employee receiving feedback from their manager. This is a good method of self-evaluation to know what areas an individual may need to focus on. 
If a team is strong, then constructive feedback ca be gain through peer reviews. Singh, A (2022) says,
· Peers have a unique vantage point to share insights and ideas
· Recognition means more when it comes from peers
· Peers can often be trusted confidants or mentors
· [bookmark: _Int_ww3unZpI]Peers may know how to identify and share feedback so it’s well-received
Financial and non-financial benefits are important when trying to achieve an effective total reward statement. CIPD, (2022) gives us key components for an effective total reward statement,
· Flexible benefits.
· Access to professional and personal development.
· Meaningful work.
· Freedom and autonomy.
· Opportunity for promotion.
· Being treated fairly.
· Recognition of achievements.
· Reward transparency.
· Able to raise matters of concern.
· Involvement in decisions that affect the way work is done.
· Flexible working options.
· Supportive line managers.
[bookmark: _Int_wf8B8smm]These can be broken up into financial, non-financial or both. 
Peoplevalue.net also gives us some other examples of non-financial rewards.
· Peer to peer recognition
· Employee of the year/month
· Managerial praise
They also provide us with examples of financial rewards.
· Gifts
· Bonuses
· Points-based redemption services

The relationship between reward and performance, and the links to motivation. (AC 5.2), and provide
[bookmark: _Int_4dRA8XZD][bookmark: _Int_ORhOF2BQ][bookmark: _Int_LKubQgy1][bookmark: _Int_1W2LMxXn]Waite et al. (2021) tells us that ‘reward plays a vital role in attracting, retaining, and motivating employees.’ Being recognised for their hard work for an organisation or team will boost morale and increase motivation. They also go on to tell us that ‘one person may feel that their salary is the most important reward, but another my rate development opportunities or flexibility.’ This means it is important for an organisation to have a range of rewards to suite all employees and to understand how different employees are motivated by different rewards. Some employees may be more motivated by feeling that the work they are doing in meaningful, so receiving praise from managers and feeling appreciated may be the best way to motivate them. Others may be motivated by higher pay, so having pay bonuses or the option of promotion or a pay rise would be a great motivator in this case. The ability to work more flexibly, whether it is working from home more or having more flexible working hours to allow for commitments outside of work. Having these rewards for staff will lead to higher motivation and therefore, higher performance levels, thus adding value to the organisation. 
Taken from Blackhawknetwork.com ‘77% of employees report that they would work harder if they felt better recognised and 68% of employees said they would remain loyal to their employer if they were regularly thanked for their efforts.’
[bookmark: _Int_NH0Subzh]Equalityhumanrights.com (2020) gives us reasons organisations should treat employees fairly in relation to pay. 
· [bookmark: _Int_fK2sshD1]It gives a positive message about the organisation's values
· It will attract high skilled employees
· It will increase motivation
· Reduce staff absence and turnover
Failing to treat employees fairly in relation to pay could mean,
· Costs and legal fees
· Loss in productivity 
· Loss in staff motivation
· [bookmark: _Int_ycLgEcR9]Loss of reputation and damaged employee relations  
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