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Task 4 – Briefing Paper
Q4.1 
According to Hutchinson (2013), performance management is about improving performance, and usually refers to a range of management initiatives which seek to make performance more ‘manageable.’ These initiatives can include setting and establishing clear objectives for an employee. Also, holding people to account for their performance, by linking it to reward, career progression, and termination of contract. (CIPD, 2024) 

Development plans can be used by the employer to enhance employees’ skills and career development. Performance Reviews evaluate employee’s performance against their goals. Both Development plans and Performance reviews are key to performance management as it allows employers to address any performance issues through coaching or training which can improve the employees experience in the workplace and allow them to achieve higher standards and develop their own unique skills.  

Performance management is important for both the employer and the employee to feed into, as it allows rewarding of employees who are performing to high standards, meeting deadlines and furthering the organisations objectives, whilst allowing the employer insight into why an employee may be struggling on a task/deadline which has been set, and allow the employer to provide further support if necessary or to review objectives to make sure they are fair and measurable. 

Q4.2 
When managing performance, it’s important to consider several factors. Two of these factors include:

· Clear objectives – Clear objectives are key for both the employee and line manager in relation performance management. To make the target fair, a manager may opt to use a goal setting model such as SMART. The SMART model. Specific, measurable, achievable, realistic and time bounded (Cornier, 2017). By using SMART objectives effectively, clear and achievable goals can be displayed and met by employees, and managers can use these targets to measure performance effectively.
· Motivation – It’s important to ensure that staff feel motivated in their work, and when measuring staff’s performance, it should be taken into consideration why someone is performing, or not performing. Deci and Ryan (Waite, et al, 2021) say that ‘humans are primarily motivated by a desire for psychological growth and fulfilment, and that achieving these depends on fulfilling three key areas of need’ Autonomy, Competence, and Relatedness. 
Autonomy is the need to feel ownership or control over our behaviour. Competence is the need to be able to achieve what we need to achieve to experience challenge but also to experience progression and eventual mastery over a particular skill or activity. Relatedness refers to the need to be part of something beyond us, or the feeling of ‘belonging’. 

It is important for any member of staff to feel like they are in control of their own work, they feel sufficiently challenged, although not overworked in their roll, and to feel like they belong in their place of work. All three of these factors contribute towards staff motivation and wellbeing. 
Q4.3 
There are a number of different of performance appraisal methods. A 360 degree appraisal is a process in which an employee in an organisation is appraised by every other related member in the organisation, which includes manager’s, peers and potentially subordinates. (Kressler, H 2003). 

Kressler says that when a 360-degree appraisal is undertaken, it is the primary responsibility of the individual who is being appraised to form their own conclusions based on the results of the appraisal. The 360-degree appraisal should be private, and the only person who should be able to access the results of the appraisal is the appraisee themselves. The positives of a 360 degree appraisal is that it allows everybody the opportunity to give feedback on someone’s performance, and can allow an individual to be able to assess their own performance as whole based on the feedback provided, however some of the feedback they may receive may be biased, and therefore it has to be taken into consideration how much of the appraisal is an accurate representation of the employees performance. 

Waite et (2021) suggests that self-reflection and self-assessment is an effective way for an employee to be able to provide feedback on their own experiences within the workplace. Waite says that most people are very aware of how well, or not, they are performing. The positive of a self-reflection is that an employee will be able to commentate on any problems that they are experiencing in work and provide context, as well as be able to write about any wins they may have had which their manager’s may not be aware of. In contrast, the employee will only be able to provide honest feedback about their performance if they trust in their manager, as they may not input everything which may be relevant into their self-assessment if they do not trust in their manager.



Q5.1
According to Armstrong, M (2010), reward management is the strategy, policy and processes that ensures the value that people contribute towards their organisation is recognised. Reward management is not just about financial rewards, pay and employee benefit. But it is also important for an employee to receive recognition, CPD opportunities, and increased responsibilities.

Examples of financial benefits which relate to reward management are increases in salary, which could either be a one-time payment or bonus, or an increase in rank/responsibilities which would class as a promotion, which would increase the employees net pay. As well as this, various reward schemes such as dental or health insurance could be used to allow employees to save money. Additionally, CPD opportunities, such as paying for an employee to attend a course could be classed as a financial incentive when discussing reward management.

Non-Financial benefits which relate to reward management could be allowing an employee who is working well the option to work from home or remotely, which could potentially improve their work-life balance as well as their wellbeing. Rewards such as ‘Employee of the month’ can help to motivate some individuals who are performing at an exceptional level. Allowing employees more autonomy, such as giving them the freedom to make decisions in their own work is a great way to help motivate staff as it relates back to Q4.2’s motivation theory, where if you allow autonomy, as humans we feel more fulfilled rather than when we feel controlled. 

Q5.2 
According to Shields, J (2006) ‘Intrinsic rewards arise from the content of the job itself, including the interest and challenge that it provides. Extrinsic rewards arise from the factors associated with, but physically external to, the job that the employee does; that is from the job context.’ 

Shields says there are three main types of extrinsic reward, which are financial rewards, developmental rewards, and social rewards. 

Rewards can be used as motivator to staff at all levels of an organisation, however certain rewards may not motivate certain staff. For example, a staff member may not want more responsibility, so an ‘intrinsic reward’ such as increasing a member of staff’s responsibility levels may have a detrimental effect on their performance. 

The same staff member may prefer to have an extrinsic reward, such as performance related pay (bonus), the ability to work remotely, or to have a developmental opportunity given to them, which may improve career opportunities and allow an increase to their pay in the long term.


It is important to understand what motivates staff when deciding on an appropriate reward.
Q 5.3
In general, there several reasons why it is imperative that employers treat all employees fairly when it comes to pay. In the UK, we have the Equality act 2010 which provides. Guidance on fair pay practices and provides guidance to prevent pay discrimination based on any of the protect characteristics within the act, such as age, disability, and sex.

If the guidance of the equality act isn’t followed, this can lead to prosecution and financial penalties to the organisation, as well as compensation to any party which has been treated unfairly. 

Torrington, D. et al. (2017) suggests that it has been establish that inequity in payment matters can be highly damaging to an organisation. ‘Classic studies under-taken by Adams found that a key determinant of satisfaction at work is the extern to which employees judge pay levels and pay increases to be distributed fairly.’ It is important for staff to feel that they are all being treated fairly and equitably within the workplace, especially when it comes to pay, as this can have a significant impact on employee motivation. If most of your workforce feels that people who should not be receiving salary increases are being promoted and rewarded when it is unjust, this can have a serious negative impact on staff morale and may actually affect staff retention.
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