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AC 4.1
The purpose of performance management can be split into two functions: evaluative and developmental (Boswell and Boudreau, 2000). Performance appraisals and reviews are seen by many organisations as an administrative process that decides salary increases, reward bonuses, promotions, and terminations (Boswell and Boudreau, 2000; Gifford, 2022a). However, performance management, first and foremost, should be a continuous process of development, feedback and recognition between manager and employee, in line with the strategic objectives and goals of the organisation (Armstrong and Baron, 2004; Aguinis, 2009). By aligning individual employees’ goals with the organisation’s strategic goals, every component of the business is aligned in its objectives (Carpi et al, 2017). Furthermore, performance management acts as an early detection system, identifying future problems or issues that can be addressed through feedback and development strategies (White, 2023; Pulakos and Mueller-Hanson, 2015). 
The performance management cycle can be broken down into four stages: planning, monitoring, developing and rating and rewarding (van Vulpen, 2019). Initially, a set of objectives are set by the manager in agreement with the employee and a plan is formulated to achieve the objectives (Armstrong and Baron, 2005). Progress towards these objectives is checked at regular intervals and, finally, a review takes place to assess the achievement, or not, of the objectives and identifying potential areas of development and training (Armstrong and Baron, 2005). Assessment of performance in the latter stages of the cycle can incorporate both qualitative and quantitative data such including self-ratings, manager ratings, KPI measurement tools and narrative assessments (Chamorro-Premuzic and Waber, 2022).

AC 4.2
Setting clear expectations from the onset of an employee’s employment and continually emphasising this throughout their employment lifecycle is a key influencing factor in their performance management (Gifford, 2022b). A lack of understanding of their role or the organisation’s expectations of them can de-motivate and disengage employees, thus, negatively impacting their performance (Atkins, 2023). Clear, accurate job descriptions that outline an employee’s duties and responsibilities and, additionally, the competencies required to successfully perform their role is fundamental to setting organisational expectations of performance and can be utilised in performance reviews/appraisals (UC Berkeley, 2023). In a similar vein, the goals set for the employee should align with the overall organisational goals; ambiguous, non-specific organisational goals prevent employees and teams from coordinating their performance goals with what the organisation is trying to achieve (Leighton, 2022; Chubb et al, 2011).
In order for performance management to be conducted effectively, not only must the employee be committed to the process but also the manager in charge of the performance management process.  The manager is an integral component in the performance management process, connecting the employee’s goals to the organisation’s overall goals, providing feedback, motivating the employee and addressing areas of development (Gifford, 2022b). Management buy-in to the performance management process sets the tone for the employees’ level of engagement and commitment, legitimising and formalising the process (Mansor et al, 2012). Senior management would need to be understand the importance of an effective performance management system in the overall organisational culture and success of the organisation’s goals (Pulakos, 2004). Furthermore, any managers conducting performance reviews should be trained in the skills required to conduct effective performance reviews and educated by their HR team on the processes to be followed (Gifford, 2022b). 

AC 4.3
Methods and timings of conducting performance reviews vary from organisation to organisation, with some conducting appraisals quarterly, bi-annually or annually, and collating data for the appraisals from a multitude of sources including HRM systems, task performance, ratings and written feedback (Gifford, 2022b; Brumberg, 2021). Unfortunately, a significant portion of employees do not find their reviews inspiring or motivating, resulting in a shift from the traditionally formal and structured annual review to a process of regular feedback that provides an opportunity for real-time reviews of challenges or praise of accomplishments (Kurter, 2021; Weber, 2018). Organisations implementing solely objective or subjective performance measurements in their performance reviews miss out on a more accurate reflection of performance that they could achieve by incorporating both (Gifford and Wietrak, 2022). 
Managers are typically the conduit for appraisal and feedback for employees, however, this opens the performance review up to a host of biases such as contrast, halo, horn, leniency and recency bias (Lauby, 2020). A potential solution to this is 360 feedback; a method of peer appraisal that involves multiple perspectives to give a more well-rounded picture of an employee’s performance (Menzies, 2021). Self-assessments are beneficial as the employee feels actively involved in their development and can facilitate conversations about their performance with the manager or appraiser, however, similarly to manager-only reviews, self-assessments are subjective and employees can perceive their contribution to work differently to those around them (Pentek, 2020). 

AC 5.1

A total reward system not only incorporates financial incentives and benefits, such as a
pension package and bonuses, but encapsulates all elements of work that can be rewarded
and valued (Cotton, 2023a). An all-encompassing reward system can be broken down
further into three reward practices: extrinsic, intrinsic and social (Alhmoud and Rjoub,
2019). Extrinsic rewards are a visible, tangible form of compensation or recognition such as
pay rises, bonuses, promotions and awards, whereas, intrinsic rewards are a psychological
experience of reward such as feelings of accomplishment, work meaningfulness and
autonomy (Morgan et al, 2013). Social rewards are experienced through positive 
interactions in the workplace such as receiving appreciation or praise from a colleague
(Jessen, 2010). 

The pay-and-benefits model has long been the benchmark for an organisation’s reward system; monetary recognition continues to be the principal tool for attracting and retaining employees (Tornikoski, 2011). Base pay is often accompanied with a comprehensive benefits package that can include a plethora of provisions such as flexible working, paid leave, pension schemes and healthcare cover, to name a few (Cotton, 2023b). Expanding upon just pay and benefits, a total reward system recognises the importance of non-financial reward for employee performance including acknowledging and appreciating employee efforts, career development, training and study opportunities (Armstrong and Murlis, 2007). Furthermore, a total reward system takes a holistic, organisation-wide approach to benefits that includes elements of organisational culture such as involvement in decision making, supportive managers, fairness and justice in the workplace and the ability to raise concerns (Cotton, 2023a). 

AC 5.2
The performance and reward relationship is predicated on the notion that employees, ultimately, require a level of motivation to continue being engaged in work every day and performance optimally for organisations to achieve their objectives (Manzoor et al, 2021).  Numerous studies have linked employee motivation and engagement to performance, in that, low levels of employee engagement results in a decrease in work quality and innovation and increased absenteeism; all factors that can impact employee performance (Engage for Success, 2012; Bailey et al, 2015; Engidaw, 2021). Motivation can be divided into two categories: intrinsic and extrinsic. Extrinsic motivation is driven from external forces, several of which are components of performance management, such as goal-setting, feedback, recognition and financial incentives and rewards (Wietrak et al, 2021). On the other hand, intrinsic motivation is subjectively generated from within through satisfaction, meaningful work, accomplishment of goals, autonomy and ownership of work (Thomas, 2009). Consequently, motivation is a complex factor of employee performance that is both difficult and vital for organisations to track and monitor (Sharma, 2023). 
Maslow, the most recognised motivation theorist, posited that people are motivated by needs that they satisfy in a certain order which he structured in a hierarchy of importance (Schultz, 1982). Once the lower-level, physical needs are met, such as hunger, thirst and safety, they can move on to higher-level, more conceptual needs such as belonging, acceptance and self-actualisation (Baron, 1983). Although a simplistic theory, Maslow’s hierarchy of needs shows what basic employee needs that managers can fulfil in the workplace in order for them to be motivated to achieve their full potential (Sharma, 2021). 

AC 5.3
Employers in the United Kingdom are required by law to pay their employees equally, enshrined into law initially by the Equal Pay Act 1970 to end unfavourable treatment of female workers, and later brought under the umbrella of the Equality Act 2010 (Cotton, 2022). In the case of an employee feeling they are being unfairly paid, they can make an equal pay or discrimination claim against the organisation, potentially resulting in expensive an employment tribunal (Acas, 2022). Equal pay claims can be long, arduous processes with significant costs attached, from both legal costs and the potential damages an employer could be forced to pay (Margolis and Parekh, 2019). Furthermore, an employer that loses an equal pay claim will then have to complete a equal pay audit; another time-consuming process that, if not complied with, can also result in financial penalty (Lewis Silkin, 2022). 
Failing to treat employees fairly in relation to pay can not only impact an organisation’s bottom line but also their reputation and ability to attract the best talent (Schell, 2018). Negative publicity (Margolis and Parekh, 2019). Several polls in recent years have found that candidates would consider a company’s gender pay gap before applying for a job and are increasingly asking about the gender pay gap in interviews (Equality and Human Rights Commission, 2018; Schell, 2018). Transparency of pay levels, assessing pay structures and communicating with employees the organisation’s aim and efforts to narrow pay gaps results in a productive, engaged workforce (Yildirmaz, 2018; Burney, 2023). 
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