Briefing Paper
Why Performance Management? (AC 4.1)
All managers want their organisation to be successful, however that is measured. For an organisation to be successful all the separate parts of the organisation need to be performing at their best. Performance management is a collection of methods to help all parts, or employees, to perform at their full potential. There may be various factors that are barriers to an employee’s performance or productivity. There needs to be an open and regular channel of dialogue between employee and manager to find solutions to these barriers. Without this a solution will not be found and the employee may find the situation stressful, and the organisation will not be getting the best out of their assets.
A benefit of performance management is increased employee retention (BMC Public Health, 2020). If an employee continues to find a situation stressful and is frustrated by a lack of solutions, they are more likely to leave the company. On the other hand, if they find their problems are discussed openly and with understanding by their managers, they may be more able to work though any difficulties without a stressful situation developing. Due to its positive effect on performance and productivity, employee wellbeing is high on the agenda of organisations in recent months (Wholley, 2023). This is likely to continue. 
A criticism of performance management is that it is often not an open and regular discussion. Rather it has too often been conducted in an annual or bi-annual performance review which feels staged, unnatural and is not conducive to problem solving as a specific problem is no longer relevant by the time the meeting takes place (Sutton and Wigert, 2019).

Main Factors of Performance Management (AC 4.2)
An important factor to consider is the level of skill and competency an employee possesses. This can be determined in several ways. Firstly, the person specification in the job description should outline some key skills expected of an individual in the said role. An employee can also demonstrate their experience of similar roles previous to the one in question. These can both be proven through the recruitment process. Further to recruitment, the employee and their line manager may discuss appropriate training available to increase competency, skills and to allow the employee to stay up to date with developments in the field or changes in legislation.
Another factor to consider is the leadership given to the employee, together with the targets or key performance indicators. The first of these can be used to measure whether an employee is given purposeful leadership which gives meaning to the role (Gamba Quilliam, 2023). Appropriate leadership can make sure that an employee’s work feeds into the strategic aims of the company by keeping an overview of the department’s collective output of work. Targets and KPIs can give focus to a role and make an employee feel valued and worthwhile to the company’s overall work (Bright HR, 2023). There has been a movement in recent years to try to give employees more say in shaping their targets. Targets give a benchmark to measure whether an employee is performing well or below expectations. If the latter is true, measures can be put in place to improve performance where it is falling short or can help managers demonstrate evidence of where failings are evident. This evidence may prove vital if steps are taken to dismiss as it would help the company defend their actions. A weakness of targets is when too many are set, and they are not relevant to the role. It is better to have a couple of quality targets that many that are poorly linked to strategic aims (Rees and French, 1, 2016, p. 262-263).

Performance Review Methods (AC 4.3)
Self-appraisals are a way for an employee to reflect on their own work and is a good practice to conduct regularly throughout the year, whether that is monthly, quarterly, or bi-annually. It gives an opportunity to align their role and values with that of the organisation, identify strengths and areas of improvement, and acknowledge any achievements they may have had (Herrity, 2023). A self-appraisal can also help shape the way ahead by identifying any training that might help performance and assess career progression.
A top-down appraisal is most practiced, where a manager discusses directly with an employee. Although this is common, it might not be the best approach as this method can be cold and detrimental to openness and not conducive to improvement. A manager needs to have good understanding the employee’s skills and what motivates them. With these in mind they can provide stimulating direction to guide an employee (Lambert, 2022). A better approach than the top-down appraisal could be the 360-degree appraisal, where input is gathered from a range of people with a range of perspectives on the employee’s work e.g., manager, colleagues, customers etc. This can help reduce any appraiser bias which might be evident when relying on just one person’s opinion. One example of an appraiser bias is the Status Effect, where a manager gives a more favourable appraisal to higher-level staff (Rees and French, 2, 2016, p 267).
A review method used specifically in customer-based roles is client reviews (Indeed, 2022, 1). This can help the company see whether an employee meets customer expectations and how the company is perceived based on the service delivered.

Total Reward System (AC 5.1)
Total Reward is a system which employers use to develop a complete package of pay, benefits and rewards for employees. It looks at all aspects of what employees’ value as part of the package they receive for the work that they do (Gartner, 2022). 
An emphasis has long been placed on the renumeration employees for their work and any other element has been taken for granted. In more recent years, more focus has been placed by employers on offering workers a more complete package of rewards for their work, made up of financial and non-financial elements. 
Non-financial rewards have come to be highly valued by workers and are a draw towards some sectors for workers who are seeking those specific rewards. These rewards include a greater work-life balance, greater flexibility in terms of when hours are worked, free childcare and hybrid-working practices which allows people to work from home. The move towards this last one was accelerated by the Covid-19 pandemic where people were forced to work from home in many instances. The benefits of this were soon felt by workers with less travelling times a major boost for some. Although workers were keen to keep this practice after the end of the pandemic, many employers still had reward practices that were not fit for remote working conditions with only 45% in a 2020 survey stating that their structure was suitable for managing flexible working (Churchill, 2020). 
With people living longer and preparing for life after work some are keenly aware of the need to prepare financially for retirement. A good retirement plan is a major benefit for employees with employer contributions also adding value to the final payout. (The Pensions Regulator, 2023).
Reward and Performance (AC 5.2)
Rewarding good performance is used widely in the private sector as a way of increasing productivity and turnover. This is a good motivator for workers who are driven by rewards or financial bonuses in return for success. A negative of this method is that it creates an unhealthy competition between colleagues and can lead to a stressful workplace with individuals who have no incentive to work as a team. A positive side to this system is that generous rewards can prove an attractive proposition that can attract top talent in the field and encourage employee retention. It also ties the company’s success to the success of employees, therefore, if the employees perform well, the company also performs well. By contrast, if a company is performing poorly, it pays fewer rewards to staff (Indeed, 2022, 2).
Other ways of rewarding performance other that through commission-based pay are one-off bonuses, options to hold stocks in the company, perks such as time off or material rewards like a car or television or a holiday.
Financial rewards are something some organisations in the public and charitable sector are unable to offer employees due to the nature of their finances being limited by grants or public funding. Other options for rewarding performance can be to recognise achievement by giving awards for employee of the month, nominating staff members for external awards, acknowledging long service by staff or outstanding achievement (Nugent, 2023).
Whatever the nature of the reward, Victor Harold Vroom, in his expectancy theory of motivation 1964, stated that people will choose to maximise pleasure and minimise pain. By this theory, if workers are rewarded for their performance, they will be motivated to keep performing at a high standard to maximise the reward for themselves. This also works in favour of the employer, which is one reason why reward is so often linked to performance. 

Fair pay for employees (AC 5.3)
When it comes to fair pay for work there are several factors to consider. There are legal implications to consider regarding equal pay, stating that a worker must not be paid less than a worker of the opposite sex for an equal role. This applies to pay and employment terms and conditions and is there to protect workers from discrimination (ACAS, 2022). Fair pay the right of the worker and is essential for a healthy employment relationship. If a worker is paid unfairly, it would undermine the employment relationship and would negatively impact the worker’s well-being and motivation. The UK Government sets the National Minimum Wage for workers of at least school leaving age and a National Living Wage for workers aged 23 and over. All employers must adhere to this minimum level, which is reviewed annually.
It is in the employer’s best interest to pay a fair wage to staff. This will ensure a duty of care to the organisation’s staff, will help retain staff, will motivate staff to work well and promote an openness regarding pay structures within the organisation. If organisations want to compete, they must be aware of changes to pay structures and levels within their sector and be aware of the competitiveness of their pay packages within the sector in which they operate (Kim-Brunetti, 2022)
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