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Briefing paper
Healthcare on Hand is a rapidly growing home healthcare company.  Founded in 2017 Healthcare on Hand continues to provide care to adults and children with complex needs in their own home.  

The purpose of this briefing paper is to provide the management team with essential knowledge and understanding of performance management and reward.

AC4.1 The purpose and components of performance management.
The purpose of performance management is for organisations to effectively manage their employees and their performance, engaging its employees to support the organisational goals, mission, and values. The components can include goal setting, reviewing, and rewarding. Performance management begins with setting clear, achievable goals for employees to follow based on the organisation’s objectives. Once set they need to be effectively managed by regular reviews and feedback, supported by learning and development.  If unrealistic goals are set and insufficient or no support is given to the employee, it can cause low morale and lack of motivation leading to poor performance, which in turn will affect the overall performance of the organisation.  Performance management is also a way of enhancing employees’ skills and confidence, by encouraging, nurturing, and providing the correct tools employees will become empowered, morale and motivation will be high, and the organisations objectives will be met.  Performance management can also be used if an employee is not performing, if all processes have been followed and the employee is not performing then it can be used to end an employee’s contract (CIPD | Performance Management | Factsheets, no date).  Measuring performance needs to be managed and regular reviews need to be set, for example monthly, to ensure that good performance is maintained, feedback shared and any issues that may arise can also be discussed with support or training given if required.  If an employee is not performing, maybe having more frequent reviews to provide the opportunity to support. These reviews can include competencies with levels set, for example 1-5 and reviewed regularly, this will help the organisation measure how well an employee is performing, and can help measure bonuses or rewards (Microsoft, 2022). (283 words)

AC4.2 The main factors that need to be considered when managing performance.
When reviewing and managing performance there are many factors to consider, and can include motivation, competence, and capability. Motivation needs to be considered to ensure that employees remain engaged and focused.  To build and maintain motivation employees need to have clarity as to what is expected of them, clear goals set, and to have training available and opportunities for them to develop within the organisation.  Managers need to be available to support and develop their employees both as individuals and as a team. If an employee is not motivated and engaged it can affect the morale of the whole team, leading to poor productivity and performance, sickness absences will increase, and staff retention will be low. An employee can be motivated by the desire to succeed or to be the best, or they could be motivated by financial gain, such as bonuses or pay increases (Waite et al., 2021). Capability and competency are also factors which need to be considered and are based on the employee’s level of skills and knowledge.  Capability is based on the skillset and how capable they are in fulfilling their role, if a skill issue is identified, it can be supported with coaching and training whereas a will issue could be lack of motivation. Max Landsberg wrote about the skill/will matrix, the skills matrix can be used as a tool to support Managers in motivating employees to improve, develop and engage (MindTools | Home, no date). (241 words)

AC4.3 Difference methods of performance review.
There are various methods of performance reviews and can include appraisals, annual appraisals, 360° appraisals, self-evaluation, and peer assessments. Appraisals can be completed annually or more frequently such as monthly or even continuously.  Annual reviews can prove be too infrequent and does not give the employee the opportunity to discuss how they are performing or for them to have regular feedback, they can also be formal occasions.  By completing more frequently or continuous appraisals it allows discussions around what is happening at that time, as apposed to waiting for a year to discuss, this can also take away the formality and possible stress of an annual review and a more relaxed informal appraisal (Waite et al., 2021). Another method that can be used is 360° appraisal, which is based on input and feedback from anyone surrounding and has contact with the employee who is having the appraisal, this could be from a colleague, Line Manger or customer and can be in the form of feedback or scoring, for example questions could be how do you rate the customer service of the employee, 1 being poor or 5 being exceeds expectations.  The benefits of this method to the employee could be that they have a more comprehensive evaluation of their performance as it comes from many sources, both internally and externally, however there can be disadvantages too, there could be an instance where a colleague does not give a fair evaluation if issues have occurred between them (CIPD, 2022). (248 words)

AC5.1 Key components (financial and non-financial) that are required to achieve an effective total reward system.
There are many key components both financial and non-financial that are required to achieve an effective reward system.  Financial rewards can come as bonuses, pay increases, pension, and commission.  Bonus’s can be awarded to employees as a cash payment for reaching a sales target, or by meeting deadlines on a project.  Organisations may have a pay scale and each spine point can be an incentive to perform and to reach the next pay level.  Key components for non-financial rewards can include free tea and coffee, staff awards, recognition as a simple thank you can go a long way in making employees feel valued. Flexible working is also a key non-financial component, it can allow the employee to create a healthy work life balance.  (Peoplevalue, 2021). Performance related pay follows financial reward, competencies can be set for the employee to achieve with ratings, for example 1 being poor and 5 being exceeds expectations and pay rises or bonuses can depend on which level is achieved.  This reward can motivate some employees to excel, but if the targets are not set fairly by Managers, they can have the opposite effect and can demotivate employees (Waite et al., 2021).
To achieve an effective total reward scheme, organisations need to look at the package as a whole and to include a both financial and non-financial awards, the nature of the organisation will need to be considered, for example a sales environment would look at commission based on total sales or bonuses paid to employees who achieve goals and objectives. (255 words)

AC5.2 The relationship between reward and performance, and the links to motivation
An effective reward package takes into consideration both intrinsic and extrinsic rewards.  Intrinsic motivation comes from within the employee’s own achievements, for example an employee’s motivation can be job satisfaction and knowing that they have done a task well, or it could be that they are motivated by progression within the organisation, intrinsic rewards are non-financial. Employees who are motivated by extrinsic rewards are seeking financial rewards and are motivated by bonus’s, pay increases or commission.  By motivating employees using rewards, either intrinsic or extrinsic motivation you will have an engaged, productive workforce with lower sickness absences and the performance of each individual employee will increase. Reward and performance go hand in hand, with good rewards performance levels will increase (Waite et al., 2021).
Having a wide range of rewards in organisations totally reward system is key, the current financial crisis is affecting many and it is becoming more frequent for organisations to include free food for its employee’s.  Maslow’s Hierarchy of Needs theory suggests that basic needs must be met before employees are motivated to achieve.  By providing breakfast for its employees ensures that basic needs are met motivating staff, starting each day feeling positive and cared for (Cherry, 2022). Good employee performance drives the business and promotes the organisation as an employer of choice.  Goal setting is an essential motivator, and needs to be structured, clear, and challenging with constructive feedback to the employee ensuing the employee is kept focused and positive (Locke and Latham’s Goal Setting Theory – The World of Work Project, no date). (257 words)  


AC5.3 Provide at least two reasons for treating employees fairly in relation to pay.
All employees need to be treated fairly in relation to pay regardless of sex, age, or job role.  Paying employees fairly does not limit to salary, it also applies to all benefits for example, bonus’s, pensions, and overtime.  The National Minimum wage was introduced in 1998 and was brought in to recognise vulnerable workers over the age of 16, and to ensure that they were paid fairly, this was followed by the National Living Wage which applies to workers over the age of 23.  It is against the law to pay employees less than the National Minimum wage however the National Living Wage is an advisory not law.  If employees are paid less than the minimum wage and their employer refuses to comply, they can be fined or taken to an employment tribunal (Government Digital Service, 2012). The Equal Pay Act was brought in in 1970 followed by the Equality Act in 2010 to ensure fairness in relation to pay and to make sure that all employees, whether male or female who were engaged for like for like roles were paid equally.  However, this is not always adhered to and in recent years the Gender Pay Gap has highlighted the difference in pay between men and women and although improving some organisations continue to pay male employees a higher salary, the Guardian reports that women in the UK women still fall behind and are being paid 90p for every £1 earned by a male (Duncan, 2022).  (246 words)
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