Briefing Paper: Performance Management & Reward 
By Ffion Davies

Background of the Organisation
Healthcare on Hand, a rapidly growing organisation that offers home healthcare to adults and children with complex needs, was founded in 2017. The owners took pleasure in being actively involved in all aspects of people management from the beginning, including conducting interviews with every new hire. As the organisation has expanded, they have come to the realisation that they cannot participate in all activities and want to formalise many people's practices. A small people team will oversee all areas of people management in order to achieve this.
Purpose
This briefing paper will be used to inform management team with essential knowledge and understanding of performance management and reward.

Purpose and Components of Performance Management
There are many various ways to use the phrase "performance management," typically dependent on the individual's previous experience to it. As a result, "performance management" is sometimes used as an overarching term to refer to the entire people management spectrum, including hiring, assigning tasks, setting performance goals, reviewing work, determining rewards, controlling poor performance, and praising great performance. Alternatively, "performance management" might simply refer to a yearly evaluation event for individuals at the opposite end of the spectrum (Waite et al., 2021). Performance management refers to activities that set goals for individuals and teams to understand their role in the organisation's mission and strategy, enhance employee, team, and organisational performance, and hold people accountable (Gifford, 2022). 
According to Lauby (2017), there are five components of performance management. These are:
· Managing Involvement. Setting performance goals, giving feedback, and coaching, and praising good work are all tasks that managers oversee. On the sidelines, that doesn't take place. The process of performance management must be actively supported by managers.
· Goal Setting. High performing people and teams are motivated by a large and ambitious objective. Additionally, organisations with goal-oriented cultures link employee performance to the ambitious objective. Employee engagement is boosted by the relationship since they can see how their efforts benefit the business.
· Learning & Development. Employees must have the knowledge and abilities to complete the task after goals have been established. Businesses that seek high performance must invest in the learning and development of their workforce. Employees will be able to achieve their objectives - both today and in the future.
· Feedback & Coaching. Employees are interested about their performance, mainly because they want to succeed. Employees should receive regular feedback from managers on their performance, including what worked well, what needed improvement, and maybe most crucially, how to assess their own work. Employees who can accurately assess their own performance are more capable of setting their own goals and start the process of learning for themselves.
· Ongoing Conversations. The management, goals, learning, and feedback components are united by this one. Organisations should foster environments where talks about coaching, learning, and performance objectives are continuous.

Main Factors that Need to be Considered when Managing Performance
When we think about the variables that are specific to every employee, we can categorise them under two main categories: capability and motivation. Capability refers to how well someone can do the task that has been assigned to them. Motivation is the level of someone's drive, or even their willingness, to finish the task (Waite et al., 2021).

Different Methods of Performance Review
There are different methods on how to review performance. Some of the examples are:
· 360 Review
· Self-Reflection and Self-Assessment
· Manager Assessment of Employee Performance
· Peer Review
360 Review
Employee performance is assessed via a 360-degree performance evaluation. It provides a thorough assessment of an employee's effectiveness, productivity, contributions, and work behaviour using input from around six to twelve individuals, as well as an employee self-evaluation (Indeed, no date). There are numerous responsibilities involved in a good 360 feedback process since employees receive input from all directions inside the organisation, including evaluation administrator (often an HR person), manager who directly supervises the employee, and others. a team of four or five people that collaborate closely with the employee, customers, or clients that the employee interacts with often (Indeed, no date).
Self-Reflection and Self-Assessment
Any performance evaluation should take into account a employee's assessment of their own performance. Most individuals are acutely aware of how well—or poorly—they are performing, even if it is important to balance self-evaluation with other sources and perceptions (Waite et al., 2021). In this evaluation, the worker is asked to evaluate their own performance. Employees are encouraged to highlight their strengths during a self-evaluation to show that they are aware of their weaknesses and actively striving to improve them (Clayton, 2022).
Manager Assessment of Employee Performance
Managers would typically evaluate the employee against targets or provide feedback about the accomplishment of work objectives or tasks, which would generally follow the same process as self-assessment. An employee's performance review by a manager is often based on general day-to-day job results, informal or formal observation, and, if possible, comments about the individual from third parties (Waite et al., 2021). 
Peer Review
The involvement of individuals other than the employee's manager has grown along with the importance of self-evaluation in performance management. Peer evaluation is occasionally used in place of employee-manager appraisal, although it’s more frequently used to contribute towards it (Waite et al., 2021). Input may be obtained by asking an employee's co-workers to anonymously complete their own evaluation of them. This enables the individual to identify their actual strengths and any weaknesses that may need to be strengthened (Gaille, 2015). 
Which approach you choose will rely on the requirements and preferences of the organisation. An evaluation of performance cannot be done in just one "correct" manner.
Key Components (Financial and Non-Financial) that are Required to Achieve an Effective Total Reward System
Total reward is a method of managing incentives that includes the "full package" of financial and non-financial benefits that an organisation offers (Waite et al., 2021). The overall reward includes financial compensation, which can be given in several ways. While some organisations just give base salary, others provide a larger range of financial benefits. There are several financial benefits, including base pay, variable pay, and contingent pay.
Base pay is a guaranteed cash compensation or salary given to employees in exchange for completing their tasks for a predetermined amount of time, such a 37-hour week. The amount of base pay, which is paid regardless of performance and is often established at an hourly rate or an annual salary, is determined by the number of hours worked (Waite et al., 2021).
Variable pay can change, and payment is conditional upon success or completion. The organisation decides what the "something" is, and it may be connected to performance, skill, or competence (Waite et al., 2021). 
Non-financial rewards go hand in hand with financial ones. Types of non-financial rewards are personal and career growth, recognition schemes, autonomy, and responsibility. They tend to be harder to copy, which may help people stay motivated. Rewards are crucial for both recruitment and retention, but they also encourage people and have an impact on how hard they choose to work. (Waite et al., 2021). 

Relationship between Reward and Performance, and the Links to Motivation
Reward plays a critical role in encouraging both individuals and teams to perform in the manner desired by the organisation that employs them, in addition to recruiting and keeping talent (Waite et al., 2021). An effective management of the reward system may improve performance in several ways, including by fostering a sense of ownership among the staff, facilitating long-term focus and continuous improvement, lowering service operating costs, encouraging teamwork, reducing employee dissatisfaction, and increasing employee interest in the organisation's financial performance. Some organisations provide their staff members incentives for learning new skills that might improve organisational performance and support job rotation, cross-training, and self-managed work teams. Some organisations also give lump-sum merit rewards and recognition prizes to employees who do very well to gain their loyalty and produce long-term beneficial consequences (Management Study Guide, no date). 
Organisations can use rewards to help improve relationships. Rewards should be utilised to help develop and establish an environment that is favourable to what people want, not only to recognise outstanding performance. Instead of just implementing a programme that is one-size-fits-all or is there to recognise service and effort, the employer builds a relationship with employees through incentive by creating a reward proposition in this manner. Employers, for instance, could reframe incentives as a means of reinforcing accomplishment and inspiring high performance instead of viewing wages and perks exclusively as rewards for service and effort (Employee Benefits, 2019).

Treating Employees Fairly in Relation to Pay
The legal obligations for equal pay, the National Minimum Wage, and reporting on the organisation's gender pay gap and chief executive pay ratio must all be adhered to by UK employers in all pay and reward systems (Cotton, 2022).
All UK workers now have the legal right to receive the National Minimum Wage, a set minimum hourly wage, according to the National Minimum Wage Act of 1998. (NMW). The tariffs are age-based, with younger workers paying lower rates. At first, distinct tariffs were established for people under 18, people between 18 and 20, and people above 21. The National Living Wage (NLW), which created a new category and higher rate of compensation for employees who were 25 years of age or older, was adopted in 2016. The higher rate of the NLW was most recently made accessible to people who were 23 or older beginning in April 2021 (Waite et al., 2021). If HMRC discovers that the employer has not been paying the minimum wage, they have several options for taking action against the employer, including issuing a notice to pay money owed, going back a maximum of six years, issuing a fine of up to £20,000 and a minimum of £100 for each affected employee, taking legal action, and providing the names of businesses and employers to the Department for Business, Energy and Industrial (Acas, 2022).
The Equality Act of 2010 has an equality provision that guarantees that, in cases when equal labour is done, men and women are entitled to the same compensation and benefits. Consequently, it is a comparison procedure. According to the Act, there are three different types of equal work: like work, which is the same or broadly similar; work rated as equivalent under an analytical job evaluation scheme; and work of equal value, which is different work but has equally valuable components like effort, skill, and decision-making (Waite et al., 2021). Having an equal pay policy, current job descriptions that accurately describe the work that employees do, being consistent when deciding people's pay and contractual terms and conditions—for example, having one pay structure for the business—are all good practises to reduce the risk of unequal pay (Acas, 2022).
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