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AC4.1
Performance management is essential to an organisation as it ensure the success and quality of service it is providing. It also contributes to the culture within the organisation, as it can monitor and identity development needs and requirements within the workforce. Other benefits to the organisation and individual include an understanding of organisational goals, clear definitions of job roles, motivating workforce by giving them a sense of ownership, progression and development. 
A performance management can consists of informal performance conversations and formal reviews usually every quarter, however, they can also be around the organisations needs. 
Within Clean Quarter Ltd, it would be most relevant for the performance reviews to be conducted by the line manager of the employee.
A review template should be developed with performance measurements relevant to the organisation. The organisation should also  develop performance related outcomes e.g. good performance may lead to pay reviews and progression and poor performance lead to more regular reviews, training and development. 

AC4.2
The main factors that should be considered when conducting performance reviews:
· The organisation’s goals, visions and strategies. The review should ensure the employee understands, supports and is working towards the same goals as the business.
· The culture within the organisation can be influenced or understood through the reviews. If employees feel like they are being heard/seen and their work is apricated they will feel more dedicated and empowered. If the employee is underperforming, the review will allow them to understand what the organisation requires and if they feel they are supported by the organisation through development and training they will so feel empowered and dedicated. 
· Performance Tracking. Regular reviews can allow the organisation to track employee performance, if this data is shared back with the employee it can provide them goals and targets. 

AC4.3
Different methods can include:
· Self-Assessments- Through a proper discussion between the employee and management, the employee is given criteria  in which the employee self-scores, the manager will also score and then a comparisons between the two scores can then be analysed and discussed. 
· 360 degree feedback- This is acquiring thorough feedback and input from customers, managers, external contacts, colleagues and suppliers. It is a costly and time consuming method but can be hugely insightful. 
· Manager Assessment- This is similar to the self-assessment except it is solely the manager assessing the employee through informal and formal observations, feedback and day-to-day work outcomes. 
AC5.1
Key Components of effective reward systems:
Financial:
· Pay rates. Some organisations may reward high preforming employees with  increased wages.
· Bonus schemes. Rewarding employees financially for hitting sales targets or completing projects in a timely manner, however this only focuses on short term targets.
· Commission. The higher the sales, the higher the commission paid to the employee. Commission can improve sales, however, it can encourage salespersons to sell without consideration for the organisation or product.
Non-Financial:
· Enhanced statutory rights. Many organisation will offer increase benefits including additional sick leave, annual leave, enhanced sick, maternity and paternity pay.
· Financial security. Life insurance and death in service payments are also attractive to employees  as well as discounts on restaurants and travel.
· Career progression, some employees will be motivated by the reward of progression and development.
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