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Briefing Paper 

Introduction
This briefing paper is designed for Healthcare on Hand’s management team. Its purpose is to provide insightful explanations on performance management and rewarding employees. 

AC 4.1 
The purpose of performance management is to help organisations reach their objectives, and this is done by closely “monitoring employees’ performance, their departments and the organisation as a whole” (CIM,2020). 

Feedback should be delivered to the employee continuously, by having frequent conversations about work performance and development opportunities. 
Monitoring performance management closely allows HRM teams to evaluate if there are any changes that can be done to prevent certain issues from arising in the business (Carpi et al.,2017). 

Continuous engagement with employees throughout the performance year should allow the business to better recognise, support and fuel high standards of performance, and enhance the overall career experience.
For employees, the purpose of performance management is to develop their understanding of what they personally bring to the organisation and how their performance and learning can be improved to reach strategic goals (Waite et al.,2021,p.160).

The first component to a performance management system is planning. During this stage, the organisation sets SMART (specific, measurable, attainable, realistic, timebound) goals and clear objectives for each of its employees to aim to accomplish within a time-frame. (Ranjan,R., 2021)
SMART goals that have been set in the planning stage are then monitored to ensure that the organisation is on track to achieve them. This can be done by sharing information regularly with the team and analysing if there are key areas to improve on, or if there are clear issues that need solutions (JPMorgan Chase & Co).

Rewarding employees for their efforts is an essential component of performance management as it helps to retain talent, and will increase their motivation to continue meeting the organisation’s goals in future. Rewards can be monetary, for example a bonus to their pay, or they can be non-monetary such as receiving written feedback (Valamis, 2023).




AC 4.2 
There are a number of factors to consider when managing performance:

The individuals' goals & objectives
The individuals' ability to perform their role to the required standard, and the feedback received from their responsible tasks
The individuals' personal circumstance (i.e. wellbeing, flexible working, dependents)
The individuals' access to support, learning channels and coaching / mentorship

When managing performance, it is crucial that management ensure that company goals are clearly understood by each member of the team, and that they are required to meet these targets through their own individual job roles (Waite et al.,2021,p.164). 
Goals and objectives should be SMART, and relative to the job role and career aspirations of the individual.

As a manager, giving consistent feedback aids employees’ performance and provides them with the necessary resources and support that they may need, for their personal growth and development (Adobe, 2019). Training the performance managers on providing feedback is also beneficial, particularly when delivering constructive or developmental feedback. This is to ensure matters are handled respectfully and correctly, and that a recovery action plan is agreed upon where there are cases of low performance.

Management should ensure that each member of their team has access to support for advice or escalations, and access to learning channels where they have the opportunity to up-skill within their job role to ensure performance KPIs are met. An additional measure that management can provide is coaching or mentoring, which can allow employees to view their careers holistically and develop accordingly.

AC 4.3 

Self-assessments are a constructive method of assessing performance in the workplace, as employees are required to evaluate their own performance and determine where there is room for improvement. Asking the individuals to complete a self-assessment on their performance throughout the year can aid performance managers in identifying strengths, development points, and quickly address any areas of concern.

360-degree feedback is a common method used to review employee performance and evaluate areas in which to improve. Feedback is gathered from the employee’s co-workers, managers and leaders of the organisation in order to determine their strengths, weaknesses and general competency in the role (van Vulpen,E., date unknown).

Formal performance reviews or panels should be held at consistent intervals (i.e. yearly, or quarterly) to discuss the growth and development of employees in the business. The performance reviews can be used to drive reward decisions, i.e salary increases, bonuses etc, and to inform resourcing decisions within the business by identifying any skill gaps. Additionally, performance reviews or panels can help to identify the highest and lowest performers against the benchmark, allow managers to identify key themes and trends that emerge relating to performance, and finally, put measures in place for those employees in need of support.


AC 5.1 

In order to retain and hire staff, organisations must present their employees with an attractive rewards system, comprising of financial and non-financial rewards. 
Non-financial rewards, such as career development opportunities, are valuable incentives for employees. Offering training, education, and growth prospects not only benefit the individual's personal and professional development but also enhance the organisation's talent pool and knowledge base. Employees who see opportunities for advancement and skill-building are more likely to stay committed to their roles and contribute to the organisation's success (Chron, 2020).
Another non-financial reward that is critical to the growth of an organisation, is recognising the efforts of employees. Regular praise, constructive feedback, and recognition awards can boost employee morale and create a positive work culture. When employees feel appreciated for their efforts, they are more likely to be engaged and perform at their best (CIPD, 2023). 
Financial rewards, such as bonuses, can be effective in motivating employees to achieve their targets and collaborate with their colleagues. Offering performance-based bonuses provides employees with tangible incentives for their hard work and dedication.
Benefits packages are crucial in attracting and retaining talent. Providing healthcare, mental health and wellbeing care, and pension/holiday leave, demonstrate an organisation's commitment to the overall well-being of its employees. Offering desirable benefits can set an organisation apart from its competitors and make it more appealing to prospective and current employees. Allowing individuals to choose benefits that suit their specific needs and preferences can increase job satisfaction and create a sense of value and autonomy within the organisation (Deloitte, date unknown). 






AC 5.2 

Rewarding employees for their hard work and dedication can indeed motivate them to perform better and contribute to the growth of the organisation. Recognising and incentivising exceptional contributions can create a positive and productive work culture, fostering higher levels of commitment and job satisfaction (Jansen,T., 2022).

Herzberg's two-factor theory, is an influential framework for understanding employee motivation. According to this theory, there are ‘hygiene factors' and ‘motivational factors’. 
Hygiene factors refer to the context or environment in which employees work, and if these factors are not managed efficiently, they can lead to dissatisfaction. Examples include salaries, work policies, colleague relationships, and the overall working conditions (CIPD,2021).

On the other hand, motivational factors, as noted by Herzberg, are those that contribute to employee satisfaction and motivation. These factors include recognition for exceptional contributions, level of responsibility, and opportunities for personal and professional growth. When these factors are present, they can positively impact employee motivation and performance (British Library, date unknown).

To create a high-performance culture, organisations must address both hygiene factors and motivational factors. Adequate salaries, fair work policies, and a supportive operating environment are necessary to prevent dissatisfaction. At the same time, offering opportunities for recognition, growth, and increased responsibility can fuel employee satisfaction and commitment (British Library, date unknown).

In conclusion, recognising and rewarding employees for their excellent performance can be a powerful tool to motivate them, increase their job satisfaction, and cultivate a high-performance culture within the organisation. By balancing both hygiene and motivational factors, employers can create an environment where employees feel valued and are more inclined to dedicate themselves to the organisation's success.


AC 5.3
When employers pay their staff fairly, it fosters a positive work environment and demonstrates that the organisation values its employees' contributions. This can lead to increased productivity, lower turnover rates, and improved workforce morale, as supported by this survey conducted by Indeed, where “81% of workers are more productive and engaged when they perceive themselves as paid fairly”(Brunetti,J.,2022). 

Fair pay also plays a significant role in attracting top talent to the organisation. Highly skilled individuals are more likely to be drawn to companies that acknowledge and reward their valuable work appropriately.

Adhering to equal pay laws, such as the Equality Act 2010 and the Equal Pay Act 1970 in the UK, is not only a legal requirement but also an ethical one (Acas). 
These laws ensure that employees are protected from gender-based pay discrimination and entitled to equal pay (includes holiday, pension, sick and benefits pay) for equal work (CIPD,2022). Failure to comply with these laws may lead to legal consequences, and employees who experience pay disparities could claim loss of earnings for up to six years.

By providing fair pay, organisations can create a more equitable and inclusive work environment, fostering loyalty, engagement, and higher levels of job satisfaction among their employees. This, in turn, can lead to improved organisational performance and sustained success in the long run.


Conclusion
In conclusion, a well-executed performance management process, led by Human Resources Management, creates a positive employee experience and fosters a successful and engaged workforce. 
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