


The purpose and components of performance management 
Performance management is generally a term to describe attempts to maximise the overall value which is created by employees throughout an organisation. Performance management aims to improve and maintain the performance of the employees by ensuring that this is in line with the objectives of the business (Gifford, 2022). 
Fundamentally, performance management has three defined purposes which are administrative, aiming to provide information which is required to administer talent management system as well as performance pay. The second purpose is developmental, which aims to set out the basis to ensure that learning and development needs are met. Finally, a managerial purpose to allow managers to appropriately manage employee performance throughout the workplace (Armstrong, 2017).
There are various benefits of performance management being used for an employer. These management systems aim to assist managers in developing job descriptions as well as expectations of the company, aligning with the organisations goals (Indeed Editorial Team, 2023). However, there can also be negatives that occur when a performance management system is in place. According to Younis (2018), performance management can cause managers to spend a large amount of time pulling together performance appraisals. As well as this, if the appraisal process is not a pleasant expereince for the employee, this has the potential to ultimaltey discourage staff.
The main factors that need to be considered when managing performance. 
It is important to consider important factors when managing performance within the workplace. This can assist managers in creating realistic performance expectations which employees understand so that they are committed to working towards what their role requires of them. These factors need to be managed to ensure they that the employees have the resources, skills as well as support that they need to achieve these goals (Gifford, 2022).  
Firstly, organisations need to ensure that there is open communication between the employees and employers. When managers actively tackle issues that have arisen promptly, manage conflict as well as lead by example there can be an evident shift in employee performance, overall increasing employee input. Engaging and empowering with employees is also a very important factor when managing performance. By engaging with employees regularly, managers can ensure that each member of staff feels appreciated and that any issues and concerns they may have are addressed and tackled appropriately (Prescott, 2020). 
As well as the above, employers need to consider availability of resources for members of staff through the organisation. Resource availability refers to the amount as well as the type of resources which are accessible for a specific project and/or task. It is important that staff ensure availability of resources in case there is a risk in staff lacking skills to accomplish the set tasks (Saviom , 2023). 
Different methods of performance review 
A performance review is an important aspect of employee development and growth. This is normally set out to support employees with development and learning purposes as well as informing the employee of important administrative decisions that are taking place. For example, these could include promotion, pay or redundancies (Gifford, 2022). 
There are various methods that companies can conduct performance reviews. Firstly, employers could use the traditional method which involves a manager giving their opinion and providing feedback on an employee’s performance, managers can also put improvements and recommendations in place to assist the employee’s overall growth. As well as this, companies could provide peer review methods. This can involve an employee’s colleague evaluating their peer’s performance. This can be effective due to the employee’s working closely together and already being aware of their colleagues’ strengths and weaknesses (Indeed Editorial Team, 2022).                                                              As well as the above methods, organisations can sometimes also use a process called “360-degree feedback”. This can involve feedback from the manager as well as the team members, ensuring that it provides a bigger image of the employee’s overall performance. Lastly, management by objectives is also a well-known method. This generally includes the employee and manager negotiating achievable performance goals which the employee is happy to achieve over a certain amount of time (Andreev, 2023).  
Key components (financial and non-financial) that are required to achieve an effective total reward system. 
An effective reward system is generally made up of financial and non-financial rewards which can be offered to employees. By implementing this, employers can benefit from valuable business outcomes involving an increase in employee loyalty as well as advantages throughout the recruitment process, ensuring that the organisation stands out from its competitors (Chron Contributor, 2020). Many companies generally present a total reward to employees during performance reviews which can help employees to understand their professional as well as personal benefits that they can receive by working for the organisation (Indeed Editorial Team, 2022). The main and most important goal behind introducing a reward system is to ensure that employers are providing employees with encouragement to improve their performance, this can help the organisation to achieve its set goals (Morris, 2021).     
There are various characteristics that businesses have in place to ensure that an effective total reward system is in place. These can include financial rewards which range from bonus systems and salary increases and non-financial rewards which include promotion, added responsibility, appreciate and appraisals and feedback (Fatima, 2021). 
The relationship between reward and performance, and the links to motivation 
Rewarding employees as a result of strong performance is key to retaining and motivation talent throughout an organisation. By aligning performance with rewards, employers can demonstrate to members of staff how their productivity matters and establishes the organisation (Indeed Editorial Team, 2022). 
By ensuring that rewards are included as a result of overall performance, employers can also reap the benefits throughout recruitment and retention. Organisations tend to examine their pay structures and put in place specific salary scales which ensures that pay is always awarded at a consistent and competitive level for the employee (Kellett, 2019). The way in which a company recruits, retains and attracts its employees is a very crucial component to the overall success of a business. Creating opportunities to develop and progress throughout the organisation is a vital piece of retaining employees. By offering members of staff a career path, will retain key talent throughout the organisation (Barton, 2015).  
In order to employees to achieve performance goals and gain rewards, employees will need to feel motivated within the workplace. Workplace motivators are key to having a productive and successful team of employees. Physiologically, workplace motivators will fit into either the category of intrinsic or extrinsic (Indeed Editorial Team, 2023). Extrinsic motivators are known to be financial or tangible. These types of motivators are usually motivated by bonuses, increased salaries or promotions within the workplace. Extrinsic motivators are generally motivated by receiving rewards (Hearn, 2018). On the other hand, intrinsic motivators are fuelled by completing a task simply because the individual finds this enjoyable (Falk, 2023). Intrinsic motivation in an organisation is an important aspect of gaining the maximum productivity from employees. Organisations will usually look for potential employees who have this motivation for conducting the work in which they would generally be responsible for (CFI Team, 2019). 
At least two reasons for treating employees fairly in relation to pay. 
There are three main types of viewpoints regarding fairness at work. Regarding pay, as well as a business’s point of view, the three types involve the fairness of pay outcomes and how the overall pay budget should be carried out. As well as this, the fairness of the ultimate process which has been used in making decisions and the quality of treatment that employees receive when specific procedures and put in place (Cotton, 2022). When an organisation implements pay equity, the benefits are demonstrated. By ensuring that this is carried out throughout a business, employers can see an increase in overall efficiency, productivity, and creativity. Pay equity can also increase the employee’s commitment to the organisation (Nagele-Piazza, 2020).  
Internal equity is also key in advocating for equal pay. Internal equity generally refers to employees with similar roles or skill sets within an organisation are compensated in the same way, this could be demonstrated in their salary or other benefits which come with the role. Internal equity portrays equal pay for equal work (Boogaard, 2023). 
There is also a link to motivation, openness, and inclusivity in relation to treating employees fairly regarding fair pay. Diverse teams tend to benefit from employee engagement and overall productivity. Organisations who have a diverse team also visibly have improved problem solving abilities. Diversity and inclusion are known to benefit employees as well as organisations. By having an increased number of diverse organisations, these companies will benefit from higher levels of overall innovation (McClendon, 2022). For example, organisations can benefit from new perspectives and innovation, strong organisation profits and results as well as increased talent pools when diversity and inclusion is involved (Wong, 2020). 
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