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The Purpose and Components of performance management
Line managers and HR play a crucial role in assisting employees in doing successfully. Since people are the main source of organisational value, success depends on having effective performance management. Employees must be managed in such a way that they are accountable for their work, motivated, and equipped with the knowledge, tools, and resources necessary to succeed. Performance management works best when there is two-way communication and frequent, honest, and encouraging feedback on how goals are being met. It combines a number of elements, such as organisational development, learning and development and performance measurement that support effective people management practises. Setting and revising targets is a key component of performance management, in addition to assisting individuals in improving their performance (Gifford, 2020). 
All performance evaluations must include job descriptions as a core component. Without them, the review might not accurately reflect the performance of the employee. When job descriptions are used, it is possible to use them as a checklist to check off if an employee has completed all of the requirements for the position. If not, the performance review offers a chance to voice issues and seek out solutions (Gethppy, 2019). 

The benefits of Performance management when correctly monitored are Increased employee motivation & morale, Increased retention and fairness and consistency among departments when everyone is aligned and working towards a certain goal. However, when managed incorrectly performance management has been known to cause employee’s to feel disengaged. This could be because they feel that the direction and vision for the company hasn’t been correctly set out so they are unsure about their contribution towards company goals.
Factors that need to be considered when managing performance
At an organisational level, objectives and key performance indicators (KPIs) are typically clear, but it is frequently unclear what defines successful performance for people or teams. It's critical to understand how organisational KPIs cascade and what is expected of teams and individuals. It's useful to consider the following three categories of performance:

· Task performance refers to how well a person performs the essential duties of their position. This may include the quantity of products produced in accordance with specifications, the calibre of the services provided or (for people managers) their effect on the team members.

· Contextual performance, sometimes known as "organisational citizenship behaviour," is any voluntary work done for the organisation but outside of one's main responsibilities. Examples include assisting other teams in achieving their goals or participating in ad hoc projects.

· Performance that adapts to changing circumstances, such as how well workers foster innovation. This encompasses both how responsive people are to shifting goals and how they support the organisation in enhancing its responsiveness to market demands. (CIPD, 2020)
The organisation needs to make the organisations vision, goals and objectives clear so that all employees know what to strive and work towards. Management need to be clearly guiding these individuals, giving them the support and resources that they need to make a fair process and prevent any disgruntled employees. 
Different Methods of Performance Reviews

Management by Objectives (MBO) is an appraisal technique in which managers and staff jointly decide what goals should be prioritised during a certain appraisal period then plan, organise, and communicate those goals. Following the establishment of specific goals, managers and subordinates often examine the steps taken to maintain control and debate whether it is possible to accomplish the goals. 
The SMART approach is used to validate objectives to determine whether they are specific, measurable, attainable, realistic, and time-sensitive. This performance appraisal method is intended to efficiently connect organisational overarching goals with employee objectives. Employees are evaluated based on their performance at the conclusion of the review period (quarterly, half-yearly, or annual). (KissFlow, 2022).  
Businesses can increase employee engagement, increase the likelihood that goals will be achieved, and empower employees to think strategically by integrating MBO into the performance management process however MBO frequently overlooks other aspects of a business, such as the conduct culture, a positive work ethos, and opportunities for involvement and contribution since it is so goal- and target-focused (Hayes, 2022).  
360-degree feedback or multi-rate feedback, is when employers evaluate employee performance from as many sources as possible. Once all the input has been gathered, it is used to evaluate an employee's skills, shortcomings, and strengths in order to produce a comprehensive performance assessment. A well-designed 360-degree performance appraisal can improve team performance, encourage self-awareness, and foster open communication. However, the disadvantages are that It can take significant time for sources to participate thoughtfully and for analysis to happen afterward with insight, it can also cause a bias as Coworkers may just say what they think people want to hear, which means feedback is neither honest or accurate (Herrity, 2021)
Total Rewards System

“Total reward is the term adopted to describe a reward strategy bringing together all the investments an organisation makes in its workforce (e.g. pay, pensions and learning and development), with everything employees value in working for an organisation, such as flexible working and career opportunities.” (LGE, 2021) 

In the end, both monetary and non-monetary awards have a place in a workplace with a recognition-rich culture. According to a survey from Eurofound, the European Foundation for the Improvement of Living and Working Conditions offering financial rewards and bonuses (31% of respondents) and demonstrating appreciation (20.7% of respondents) are the two most important factors influencing employee motivation. It is so evident that the greatest method to express gratitude and thanks in the workplace is to combine the two and be inventive in how you honour effort (PeopleValue, 2021). 
Examples of non-financial rewards could be simply recognition for a job well done, managerial praise and feedback or offering incentives like flexible working and increased holiday entitlement, which can sometimes be more beneficial to an employee than money. Examples of financial awards are things like bonus’, increased salary & gifts. Money isn't the only thing that motivates people in the workplace for a large number of people, especially millennials. They seek an experience, daily fulfilment and challenge, possibilities for advancement, and a sense of value and belonging, all of which come from a society where appreciation and acknowledgment are deeply established. (PeopleValue, 2021), which is why it is important to find a suitable ‘thank you’ for an employee as an individual.
The relationship between reward and performance, and the links to motivation
Performance and conduct are two types of employee activity that a successful system recognises and rewards. Due to the clear connection between the original objectives a firm sets for its employees and the final results, performance is the easiest to manage. While rewarding particular actions that had an impact on the business is more difficult than rewarding performance. The 'path-goal model' accurately describes the connection between the rewards system and worker performance. According to this model, a worker will more likely be a high producer if he views high productivity as a means of achieving one or more of his personal goals. In contrast, he will tend to be a low producer if he views low productivity as a means of achieving his objectives (Dario, 2022). 

To determine the motivational and de-motivational factors at the workplace that cause satisfaction and dissatisfaction for the employees, Fredrick Herzberg carried out studies. Herzberg found that the elements that contributed to job satisfaction were different from those that contributed to job frustration. To interpret the findings, he created the "motivation-hygiene theory." Herzberg claims that two distinct human needs are represented. First, money can be used to satisfy physical needs like buying food and a place to live. Second, engaging in things that help one grow satisfies the psychological urge to achieve and develop. Herzberg's theory of motivation in the workplace can be applied using a two-stage method. First, one must eradicate the dissatisfactions that employees experience, and then he must assist the employees in locating their own sense of satisfaction. Success in completing these will ensure good performance (Fatima, 2021).
Treating employees fairly in relation to pay

Equal pay refers to the right to receive the same salary as someone performing work that is deemed to be "of equivalent worth" by a job evaluation study, the same or substantially similar work as you, or both. This is frequently a gender issue, but it's not always. Sometimes, for doing the same job, men and women are compensated differently (UNISON, 2019) This is covered by the Equality Act, 2010. Pay systems that are transparent and reward the entire workforce fairly are important for the reputation of the business, by sending a positive message about the organisation’s value, increasing efficiency and productivity by attracting the best employees and reducing staff absence and turnover, and they form a key part of the organisation's corporate social responsibility which is increasingly important for many stakeholders (EHR, 2019). If an employer is found guilty of pay discrimination, it must carry out an equal pay audit unless an exception applies. The audit must be published on the employer’s website and be left there for three years. If an employer fails to comply, a tribunal can impose a financial penalty (Cotton, 2021) Employers also have a duty to protect the most vulnerable, and to comply with the law which requires them to pay the National Minimum Wage. This is to reduce poverty and worker exploitation. An example of a high profile equal pay claim was that of the BBC vs Samira Ahmed. She claimed she was paid differently to co-presenter Jeremy Vine for presenting the show ‘News Watch’. Jeremy was paid over six times more than Samira. Samira won the case and was awarded the same pay backdated for up to 6 years, this had a significant impact on the BBC, tarnishing it’s reputation as well as causing a financial backlog (Critchon, 2020)
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