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Task four – briefing paper (performance management and reward)
[bookmark: _Hlk171153716]Q1- AC 4.1: 
The purpose of performance management and reward within organisations is to keep employees motivated; by providing them with the resources they need to enable them to perform to the best of their ability and in turn to reduce the turnover of skilled and valuable staff. 
Performance Management
According to CIPD, Performance Management is about maximising the value that employees create, and the purpose of it is to ‘to maintain and improve employees' performance in line with an organisation's objectives’ (2024). The term has different meanings to different people, for some it is an overarching term relating to the whole process of managing people from induction to allocating work, monitoring behaviour and performance, and setting work objectives and targets. For others the term relates specifically to developing employees, improving their performance and recognising high performance. 
Manging performance effectively is important as employees need to understand what is expected of them, have the essentials skills and training required for the role and feel supported and it also ensures that people are accountable for their work. All these things are imperative to have a successful business. 
The approach taken to manage performance should be customised to the organisation but in most organisations, it involves the following key components: 
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· Planning work in advance that align with the companies’ vision and so employees know what is expected of them and by when. 
· Monitoring progress and performance continually; to enable the manager to see the employees progress and help them overcome any challenges they may face. 
· Developing the employee's ability to perform through training and work assignments; by identifying training gaps and providing further training and introducing new skills this encourages the employee’s motivation to perform. 
· Rating periodically to summarise performance; this enables managers to identify the top performers in the organisation. 
· Rewarding good performance; this is about recognising employees for their performance and contribution towards the company goal which in turn encourages and motivates the employee further. 
(OPM, 2024). 
[bookmark: _Hlk171157285]
Q2- AC 4.2: 

To achieve success in managing an employee’s performance, ‘employees need to understand what’s expected of them, and must be managed so that they are motivated, have the skills, resources and support they need to succeed, and are accountable for their work’ (CIPD, 2024). This involves establishing a customized approach appropriate to the organisation, after all the effectiveness will largely depend on user buy in and acceptance of the system. 
Factors for consideration include:
· Establishing the frequency and formality of performance reviews. It is important to be realistic with timeframes so that managers and employees can adhere to these and are able to attend them when they are scheduled. Afterall, if a manager is unable to attend these and it becomes routine that they get pushed back due to it being a busy period, the validity of the process comes under question and the employee won’t recognise them as important or take them seriously. It is also necessary to decide whether these will be formal or informal to set the tone and for employees to know what to expect.
· It is also crucial to establish who is having the review and who is doing the review. For example, some employees may report to more than one manager. You may also want to consider whether HR should be present during these reviews to prevent any bias from occurring. 
· Finally, its important to establish how the performance reviews link in with reward decision, training opportunities and procedures which relate to performance. Employees should be aware of what these the reviews look to address/establish and what the potential outcome could be. 
(Waite et al. 2021, p.163-164).

Q3- AC 4.3: 

Performance review
Performance reviews, also known as appraisals, are an important part of the performance management cycle. They are used to assess an employee’s work performance, inform employees of changes to things such as pay, promotion or redundancies and they are also used for learning and development purposes. 
There are a few different methods for undertaking a review which include:
360-degree feedback- the process of obtaining the anonymous views and opinions of colleagues, managers, and direct reports to get well rounded feedback. 
Management By Objectives- the process whereby a manager and an employee agree on specific performance goals and then develop a plan to reach them
Assessment centre- This generally takes place over a day and is usually face to face and includes activities such as ice breakers, group or individual tasks, individual interviews and or personality or psychometric tests.  
[bookmark: _Hlk171158392](Fisic, 2023)
Q4- AC 5.1: 
Total reward system
The total reward system relates to the monetary and non-monetary benefits which an employee can receive whilst working at an organisation. Total reward is a long-term approach which promotes employee engagement and in turn aims to improves organisational performance. The system is made up of different components which include:
Compensation- salary, bonuses
Benefits- flexible benefits, and incentives 
Wellbeing-being treated fairly, flexible working, able to raise matters of concern
Recognition- being recognised for their achievements, feeling valued, reward transparency 
Development- having access to professional and personal development through promotion and training opportunities 
The total reward approach ensures that all aspects of the work experience are recognised and not taken for granted or viewed in isolation. This is important as evidence has shown that when employees are deciding where they want to work, they place great emphasis on intangible rewards such as ‘career development, organisation climate and work/life balance’ as these ‘all have a greater perceived impact on employee engagement than financial rewards’ (Mayer, 2023) and this directly effects the level of commitment employees will give to their job. 
Q5- AC 5.2: 
Reward, performance and motivation 
Rewards, whether they are monetary or non-monetary can boost employee performance and engagement as the prospect for employees of being rewarded and recognised for their performance will drive them to put their maximum effort in and they are more likely to be loyal to the company and in turn be more productive. 
According to Reward Gateway, almost ‘three in five of employees would rather work for a company with a culture of employee performance recognition, than for a company that paid 10% more but offered no acknowledgement, praise or thanks’ (2019). 
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There is also a direct link between reward and performance and employee motivation, whether that be extrinsic or intrinsic, according to Glassdoor, ‘81% of employees would work harder if they felt more appreciated’ (2013). Research has highlighted that when employees feel recognised and are rewarded for their hard work, their sense of job satisfaction increases, and they are more likely to be productive and engage in their work. By giving employees recognition and reward, organisations create a happier more enthusiastic work environment which encourages employees to do more.
Q5- AC 5.3: 
Fair pay
The law requires employers to treat their employees fairly in many ways and one of those is with reward. Larger organisations now must disclose their pay data, particularly in relation to gender pay. Aside from the legal requirements and the fact that not paying staff fairly could lead to tribunal, having a fair and transparent pay system in the workplace is very important for two further reasons:
1. Helps build trust
Paying fairly and being transparent about pay and how pay decisions are calculated shows the employee that the organisation respects and values its staff which helps boost the employee’s wellbeing, sense of security and morale. Employees feel they have a voice, and it helps foster a positive and inclusive working environment with a mutual sense of respect between the employer and employee which boosts their desire to perform well for the organisation. 
2. Minimises turnover and increases retention 
Fair pay demonstrates to the employee that their efforts and hard work are recognised and valued by the company which makes the employee feel they are being treated fairly and means they are less likely to look for alternative employment. Statistics have shown that turnover increases when employees feel they are being paid unfairly. According to Mayer, ‘Improving fair pay perception can reduce intent to leave by 27 percent’ (2023). This highlights the importance of communicating with employees how pay decisions are made as employees pay can be calculated fairly but the employee may still believe their pay is unfair if they are not informed how their pay was decided leading to a feeling of not being valued and disengagement. 
In conclusion, this briefing paper has highlighted the importance of treating and rewarding employees fairly and shown how performance management highlights to employers where there are training gaps and further training is needed, boosts employee moral and performance, helps reduce turnover and gives employees self determination to manage and be accountable for their work and makes the work environment a happier, more positive and more productive place for everyone. 
People are at the heart of any organisation and the greatest creators of organisational value, so managing their performance effectively is imperative for success. 
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