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Purpose
The purpose of this document is to support the management team in being able to manage their team and their performance. Here we will give guidance on how to do this and the benefits of doing this.

Background
Healthcare on Hand was founded in 2017 and has since grown significantly where the owners now need support to manage certain aspects of the business. As in-house healthcare providers to adults and children with complex needs, providing first-class care is essential, and getting the right people to do the job is key. Managing the performance of that team is crucial in being able to provide our clients with the best care possible.

The purpose and components of performance management. (AC 4.1) 
Performance management is key in ensuring the organisation is meeting its goals and objectives. How this is done varies from business to business and will be reviewed later. Most employees have different reasons for performance management and that can be to manage and supervise performance or it can be to expand knowledge and increase performance. More often than not, organisations will require both (Waite et al). The main purpose of performance management is to ensure that the performance expected from employees matches the goals the organisation is trying to achieve. Therefore, we must ensure that we address both tasks given and contextual performance and what this means is that the way in which a task is done is just as significant as the result. By recognising the how, this improves chances of the performance being continuous and manageable (Torrington et al, 2017). Performance management doesn’t only have a positive impact on the organization, it can also positively impact the individual too. 
The main factors that need to be considered when managing performance. (AC 4.2)
One of the main factors we need to consider when managing an employee is the motivation to increase performance and there are lots of things that can affect a person’s motivation be it external factors or internal factors. But what do we mean by this? External factors refer to things surrounding the individual that have an impact on the employee’s motivation for example salary. Whereas internal factors are based on the persons individual desire to succeed for self-satisfaction. Motivation is very difficult to manage as it’s not a visible object, it’s a state of mind and therefore can only be judged on the outcome of a task (Hutchinson, 2013). Performance management cannot be based solely on motivation, the most motivated person in the organisation cannot meet organisational goals if they don’t have the capability to do so therefore this must also be an important factor to consider. We must look at the individuals’ skills and knowledge in order to carry out the task given to them. So, we must first consider, was this employee hired for this specific role that requires certain skills and knowledge, or have they grown within the business and been offered the chance to gain more skills and knowledge in order to help them achieve their own goals, and the organisations goals. 
Different methods of performance review. (AC 4.3)
Performance reviews can be done in a number of ways and each organisation has to decide what’s best for them. One of the most traditional methods is to do annual appraisals which is generally a standard document produced by the HR department and used to lead discussions. Generally, these forms will include discussion points around the previous year’s targets, objectives, standard of performance, and how these were achieved, what was successful and what wasn’t successful. The form will discuss the next years targets and where improvements may be needed, training needs, and any further comments. Appraisals should be an open discussion and should benefit both the employee and employer. The key step for any employer, is to decide what they want from the appraisal, and this can vary from business to business. Some may use it to make reward decisions whilst others will use it to motivate staff. For the employee, the benefits of an appraisal can also vary. Some may see it as an opportunity to develop and further their career, where others will use it to increase their salary following a positive appraisal (Fletcher, 2018). Some people think that formal appraisal systems are outdated and are used as a tick box exercise that are filed away and not reviewed until 12 months later. Therefore, some employers prefer to use a more informal, regular approach as they find these to be more effective. 
Another method that has been found to be effective is the 360-degree evaluation. This method seeks feedback from different sources, generally a form is produced with a set criteria and questions and the sources are asked to rate the employee using a scoring matrix. 360-degree feedback’s main purposes is to increase self-awareness which in turn helps develop leaders (Armstrong, 2006). 
Key components (financial and non-financial) that are required to achieve an effective total reward system (AC 5.1)
A total reward system are the benefits an employee has that contributes to an individual’s overall work experience, and this doesn’t only refer to remuneration. It will also mean something different to everybody and the rewards offered to an individual at the beginning of the employee lifecycle, might not be what they look for in 5 years’ time. The list of potential benefits is extensive, we will look at some examples of these and their effectiveness. An effective total reward system has many benefits for the company, but the overall aim is for the organisation to reach its objectives through high performance, increase the organizations culture and to have a better understanding of the employee’s thoughts and behaviours (Armstrong, 2010). A strong total reward system will also help attract and retain employees; it will also help the organisation in being able to display its employee value proposition (CIPD, 2023). Of course, pay is a significant part of an effective total reward system and this can be done in different ways. A person’s basic pay rate is one of the first components that attract an employee to an organisation. Basic pay rate is a person’s annual salary. Other financial rewards include bonuses and commission for example. A bonus is a lump sum of money that is paid for achieving set targets where commission is a payment made based on the number of sales achieved (Waite et al). But cash is not everything and as mentioned previously, the non-financial rewards that can be provided is endless and seen as a more contemporary total reward system (Chen et al, 2006). For example, one non-financial component is training. Some employees, the offer to develop and train within an organisation will mean significant reward should it align with their long-term goals. For others, job flexibility whether that means hybrid working or flexible hours will be one of the most attractive rewards available and this will largely depend on their personal arrangements, for example somebody with a young family may find having flexible hours will help them care for their family. 
The relationship between reward and performance, and the links to motivation. (AC 5.2)
Reward and performance often go hand in hand, employees want to be recognised for their hard work, their performance, and to have some reward for their work. We often hear the term ‘nobody does anything for free’ and this sits well within reward and performance. There are many ways to view performance-related rewards but typically, people consider what is being measured, who is being measured, what timescale is being monitored and what type of reward will be received (Shields, 2007). As well as reward and performance being linked, motivation will also play a part and there are many theories explaining the reasons why employees perform or behave in a certain way, their motives for doing so. One motivation theory to consider if Maslow’s Hierarchy of Needs which ties in well with what we discussed in the previous point that the reward somebody might expect at the start of the employee lifecycle, may change over time. Maslow describes the Hierarchy of Needs a pyramid with five levels. At the bottom of the pyramid there’s physiological needs which is the basic need for food, water, sleep etc. Then we have safety needs, the need to feel safe. The third level is love or belonging, the need for love and friendship, next we have esteem needs which describes the need to achieve and to be recognised. And lastly, at the top of the pyramid, we have self-actualisation, this is the need to meet our full potential and to do what we want in life and achieve all our own personal goals (Kressler, 2003). Maslow says that people work their way up the pyramid, that they cannot get to the top unless all levels have been achieved. This is linked to reward and performance as people will only ever get to each level if their performance meets the needs of the organisation and they are rewarded for this. Each time they are rewarded, they climb the pyramid.
At least two reasons for treating employees fairly in relation to pay. (AC 5.3)
Employers are expected by law to pay employees fairly, and the main reason for doing this, is to ensure the company is not subject to any equal pay claims. There are other reasons to consider such as retention, fairness, maintain motivation etc. We will examine two reasons in detail for ensuring we treat all employees fairly in relation to pay. Firstly, we will look at equal pay. Within the Equality Act 2010 (GOV, 2010), there is an equality clause that says men and women must be paid, and receive the same benefits, for the doing the same work; if they are not, this could be considered sex discrimination (CIPD, 2023). There are hundreds of case law examples where women are not being treated equally to men in relation to pay, one example is Long v British Gas Trading Ltd, which saw Ms Long return from a period of maternity leave and was not paid the same amount as her male colleague for doing the same role (along with other points regarding sex discrimination and working part-time), Ms Long won her case (HR Inform, 2022). Another piece of legislation to consider is The National Minimum Wage Act 1998 (GOV, 1998), which states that workers must be paid a minimum amount per hour and this rate would depend on age, there’s a separate rate for apprentices. Organisations must be compliant as the HMRC can take employers to court if they are found not be paying the minimum wage. So for this reason, it’s important employers pay fairly.

Conclusion/ Recommendations 
To conclude, we have reviewed some of the main components to effective performance management and have seen that the positives affect the employer and employee. Managing a person’s performance will largely depend on their motivation and there are several ways to hold performance management systems which will depend on what the business is trying to achieve. With performance management, employees will expect some type of reward be it financial or non-financial and again, this is all linked to what and how a person is motivated. It’s also extremely important to consider when using financial reward, that we treat all employees equally and fairly. 
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