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Overview 
Healthcare on Hand is a rapidly expanding healthcare company which focuses on providing care to children and adults with complex needs in the comfort of their own home.
Introduction
Founded in 2017, Healthcare on hand has rapidly grown and demand for our services continues to increase year upon year. Due to the rise in demand and service needs, this briefing paper has been prepared to help us formalise our people practices and help our management teams understand their role in the performance management and reward process, including the purpose of performance management, the main factors that need to be taken into consideration, the differing methods of performance review, understanding the key components required to achieve a total reward system and the relationship between reward and performance and how that motivates our employees. 
The purpose and components of performance management. (AC 4.1) 
What is the purpose of Performance Management?  
Performance management is described as a process that employers use to maintain and enhance the performance of its workforce to accomplish organisational goals. (ACAS, No Date).  
What are the components of good performance management?  
According to Waite, et al. (2021, p163) the approach to performance management needs to be tailored to the workplace for it to be effective. The organization's framework should provide specific guidance on;  
· Frequency of review 
· Who is involved and what their role is? 
· How performance will be measured 
· How outcomes link to rewards, development needs, poor performance procedures or rates of pay (Waite, et al. 2021, p164). 
Waite et al (2021, p164) outlines key components of performance management, including the accuracy of job descriptions. This is to ensure employees have a clear understanding of their role and responsibilities and how this contributes to the wider organisation. The specification of the role also forms the foundation of agreeing work strategies and performance objectives (Waite et al.  2021, p164). 
According to Gifford (2022a) Objectives and goals are strong motivators that enhance performance. They might be presented as KPIs or activities that must be finished by a certain deadline. In either case, they should be founded on a full understanding of what defines performance (Gifford, 2022a). 
Sahoo, C.K. and Mishra, S (2012) state that good performance management includes a variety of elements and includes activities like goal setting, ongoing progress reviews, frequent communication, feedback and coaching for improved performance, the implementation of employee development programmes, and rewarding achievements (HR NEWS, 2019). 
According to Natural HR (2019) An effective performance management strategy has lots of benefits for both employee and organisation, including   
· Highlighting training needs/ gaps in knowledge 
· Boosting employee morale, productivity and performance  
· Improves workforce planning 
· Boosts retention/ reduces turnover 
(Natural HR, 2019). 
When learning possibilities are tailored to individual performance, it becomes personalised and relevant to the employee, this is the best method for balancing the requirements of employees with those of the company (HR News, 2019).   
The main factors to be considered when managing performance (AC4.2) 
According to CMOE (2022) ‘A workplace factor is anything that positively or negatively affects an employee’s ability to: (a) do their job well (b) feel engaged in and fulfilled by their work’. 
These are also commonly known as motivation and capability (Waite, et al. 2019, p. 167). 
Motivation and Theories  
Motivation affects how much interest and effort is put into a task, and it is crucial for sustaining a person's performance. A key component of setting and achieving objectives is motivation. (Reference, 2020). 
Motivation Theory aims to determine and understand the motivating factors as to why people strive to achieve a particular objective (Indeed, 2021). It has been explored by several theorists, although one of the more popular theories is Abraham Maslow’s. According to Maslow, the Hierarchy of Needs Theory (1943) involves five requirements, that depict the differing of needs of an individual that could impact motivation or willingness (Waite, et al. 2019, p. 168). The theory is portrayed as a pyramid to represent the 
[image: ]
Hierarchies or varying levels of needs.   (Wikipedia, 2022). 
Maslow claims that before advancing to the next level of needs, each of us must first satisfy our basic needs (Waite, et. al 2019, p. 168). 
Whilst there are several theories relating to motivation, Including. 
· Expectancy Theory (Vroom, 1964) 
· Motivation Hygiene Theory (Herzberg, 1968) 
Goals are a common element in all these concepts. The kind of objective depends on the individual, their values, personality, and their present and future goals. (Mapes, 2014). 
By applying motivation theories correctly helps managers support their staff more effectively, Organisations gain from enhanced productivity as a result, which can boost employee morale and increase earnings (Indeed Editorial Team, 2021). 
Leadership and Management  
According to Waite et al (2021. p.174), The quality of relationship an employee has with its superiors directly affects how they feel about their experience at work. 
The success and retention rate of a business can be significantly influenced by workplace motivation. A manager who encourages and motivates can make the workplace more positive and rewarding experience (Indeed Editorial Team, 2022a). 
According to Indeed (2022) by combining good communication, learning your team, knowing their needs, leading by example and creating a positive working environment, managers are effectively motivating staff and ultimately improving the success of the organisation (Indeed Editorial Team, 2022a). 
Different Methods of Performance Review (AC 4.3) 
According to CIPD (Giffford, 2022b) Performance reviews or appraisals, are a component of a comprehensive performance management strategy. The value of annual reviews has been questioned more frequently in recent years in favour of more regular conversations. However,  performance appraisal still plays a crucial role in the performance management cycle. (Waite et al. 2021 p.176).  
Their main objective is to assist professional development or to provide information for administrative decisions such as pay, bonuses or redundancies (Gifford, 2022b). 
There are several appraisal methods but here are two of the more common approaches, 
Setting and Measuring Performance Objectives – According to Waite et al (2021 p.178) performance objectives should always be directly related to organisational goals. They aim to be written in a way that is SMART (specific, measurable, achievable, relevant and timebound). (Gifford, 2022a)  
Continuous vs annual appraisal – In the last few years annual appraisals have received a lot of criticism (Waite et al. 2021, p.176). A CIPD research report found that employees felt annual appraisals were unsatisfactory and demotivating; and time consuming (CIPD, 2016, p.8) There is now less focus on annual appraisal and much greater focus on more regular, meaningful conversations. Discussion can be based on current needs, and therefore more relevant. Being more frequent suggests less formality and more of a partnership between manager and employee (Waite et al. 2021, p.176). Annual reviews are both problematic and ineffective since they divide workers, often exhibit bias, and don't produce improvement in performance (Evans – Reber, 2020). 
Research by Gallup (2019) shows that Performance Reviews in most organisations do more harm than good.  One of the biggest reasons for this is because managers don’t provide regular feedback to staff. Therefore, by the time the employee is receiving praise or criticism, the problems have either been fixed or are long-gone (Sutton, R & Wigert, B. 2019). 
 Key Components (Financial and Non-financial) that are required to achieve an effective total reward system (AC 5.1) 
A total reward system includes all aspects of work that employees value, such as flexible working conditions, staff benefits and pay claims Cotton (2022). According to Waite et al. (2021, p187) Reward is essential for attracting, engaging, and retaining employees.  
Along with the standard components of compensation and benefits like salary and bonuses, total reward may also include some of the following components (Cotton, 2022), 
· Being treated Fairly 
· Recognition 
· Meaningful Work 
· Good Organisational Culture 
· Learning and Development pathways 
· Feeling psychologically safe (Cotton, 2022)
To be considered inclusive, a benefits package with diverse options is fair and appealing to both current employees and potential new hires (Campagno, B. No date) A wide range of potential employees will be drawn to a total incentives plan that meet all or most of their needs. This speeds up the hiring process for new employees and helps an organisation draw in a diversified candidate pool (Gardner, 2022). 

The relationship between reward and performance, and the links to motivation (AC 5.2) 
To create a workforce that is willing to accomplish strategic goals, organisations need motivated employees (Van Eerde, 2015). Everything an employee enjoys or gains motivation from because of their work is classed as a reward (Hajduk, 2017).  
Everyone will have differing motivations and perceptions of awards, so reward packages should be developed with this in mind, they need to be equitable as ‘not one size fits all’ (Waite et al, 2021, p. 203). With reward and recognition serving an important role in employee motivation, it’s imperative that employers get it right. Rewards only work when they are meaningful and address the needs of the recipient (Hamlin, 2019). 
Intrinsic and Extrinsic motivators 
By utilising the theory of motivation, we can understand the psychology behind what motivates our staff, and how to create a reward system to fuel that motivation (Waite et al, 2021. P. 197). Studies have claimed that incentives other than money also encourage workers to improve their performance (Manzoor, F. Wei, L. Asif, M. 2021). 
Pay incentives, bonuses, and promotion are examples of extrinsic rewards that are used as motivators for staff to help boost performance and productivity or to avoid repercussions (Hajduk, 2017.) 
Intrinsic rewards are the psychological advantages each employee experiences because of having meaningful work and performing well (Bravo, 2019). 
In a recent article Hamlin (2019) suggests that rewards and employee happiness are linked, with 86 percent of employees reporting that receiving recognition makes them feel better and proud, and 85 percent reporting that it increases their level of job satisfaction. Companies with engaged employees generate revenues that are two to three times more than those with disengaged personnel (Hamlin, 2019). 
 At least two reasons for treating employees fairly in relation to pay (AC 5.3)  
Employees are entitled to all rewards or benefits that are included within the terms of their contract (Waite et al, 2021, p. 199), failure to adhere to the terms could result in breach of contract and subsequently a claim being made against the organisation (Waite et al, 2021, p. 199). 
According to ACAS (2022) Employers are prohibited by law from underpaying employees or imposing terms and conditions that penalise them because of a ‘protected characteristic’ that is governed under the Equality Act 2010 (Gov.uk, no date).  
As stipulated by the Equality Act of 2010, unless a wage disparity can be explained, men and women performing equal labour in the same job should be paid equally (Equality and Human rights commission, no date), Because it is the law, employers must abide by it. If you don't offer equal pay, you run the danger of an expensive employment tribunal case and reputational harm (Equality and Human rights commission, no date). 
According to Cotton (2022b) People might not want to join or stay an organisation if they feel that their approach to pay equality and compensation is unfair, and they may lack commitment to their employer (Cotton, 2022b).  
Conclusion 
Our approach to performance management needs to be tailored to the workplace and employees for it to be effective and for it to motivate our staff.  It's crucial to treat employees equally and fairly, and the best way to achieve this is to acknowledge their individual needs, differences, and motivators. By providing regular feedback and recognition we can enable our employees to reach their full potential. 
 
 Written By Sarah Russell 
 Wordcount - 1592





















 
 References 
 ACAS (No Date) Performance Management, Available at: https://webarchive.nationalarchives.gov.uk/ukgwa/20210104113253/https://archive.acas.org.uk/index.aspx?articleid=6608 (Accessed: 5th December 2022).  
ACAS (2022) Equal Pay and the Law, Available at: https://www.acas.org.uk/equal-pay/equal-pay-law (Accessed: 12th December 2022).  
Bravo (2019) Intrinsic vs. Extrinsic Rewards to Improve Employee Engagement, Available at: https://www.bravowell.com/resources/intrinsic-vs.-extrinsic-rewards-to-improve-employee-engagement (Accessed:11th December 2022). 
CIPD (2016), Could do better? Available at: https://www.cipd.co.uk/Images/could-do-better_2016-assessing-what-works-in-performance-management_tcm18-16874.pdf (Accessed: 6th December 2022). 
CIPD (2022) Resourcing and talent planning report, Available at: https://www.cipd.co.uk/knowledge/strategy/resourcing/surveys (Accessed: 8th December 2022).  
Cotton, C (2022) Strategic reward and total reward, Available at: https://www.cipd.co.uk/knowledge/strategy/reward/strategic-total-factsheet (Accessed: 8th December 2022).  
Cotton, C (2022b) Pay fairness and pay reporting, Available at: https://www.cipd.co.uk/knowledge/strategy/reward/pay-fairness-reporting-factsheet (Accessed: 15th December 2022).  
Equality Act (2010) Available at: https://www.legislation.gov.uk/ukpga/2010/15/contents (Accessed: 3rd December 2022) 
 Equality and Human Rights Commission (No Date) What is Equal Pay? Available at: https://www.equalityhumanrights.com/en/advice-and-guidance/what-equal-pay (Accessed: 12th December 2022).  
 Evans-Reber, K (2020) Here's What Can Happen When Companies Get Rid Of Performance Reviews, Available at: https://www.forbes.com/sites/forbeshumanresourcescouncil/2020/02/19/heres-what-can-happen-when-companies-get-rid-of-performance-reviews/?sh=4681aa325451 (Accessed: 15th December 2022).  
 
Gardner, R (2022) What is a Total Rewards Strategy? A Practical Guide, Available at: https://www.aihr.com/blog/total-rewards-strategy/ (Accessed: 15th December 2022).  
 Gifford, J (2022a) Performance Management: an introduction, Available at:  https://www.cipd.co.uk/knowledge/fundamentals/people/performance/factsheet#:~:text=There%E2%80%99s%20no%20standard%20definition%20of%20performance%20management%20but,to%20reward%2C%20career%20progression%20and%20termination%20of%20contracts. (Accessed: 4th December 2022).  
Gifford, J (2022b) Performance Reviews, Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/performance/appraisals-factsheet#gref (Accessed: 6th December 2022).  
Hajduk, P (2017) What’s the real value of reward? Available at: https://www.peoplemanagement.co.uk/article/1743866/real-value-reward (Accessed: 11th December 2022).  
Hamlin, K (2019) The role of reward in employee motivation, Available at: https://smallbusiness.chron.com/role-reward-employee-motivation-18814.html (Accessed: 12th December 2022).  
Indeed (2021) 5 Motivational Theories to use in the workplace (with tips) Available at: https://www.indeed.com/career-advice/career-development/motivation-theories (Accessed: 6th December 2022).  
Indeed (2022a) What is motivation in management? (Examples and Benefits) Available at: https://au.indeed.com/career-advice/career-development/motivation-in-management (Accessed: 6th December 2022). 
Indeed (2022b) What is Total Reward? (with benefits and components) Available at: https://ca.indeed.com/career-advice/career-development/what-is-total-reward (Accessed: 8th December 2022).  
Manzoor, F. Wei, L. Asif, M. (2021) Intrinsic Rewards and Employee's Performance with the Mediating Mechanism of Employee's Motivation, Available at: https://www.frontiersin.org/articles/10.3389/fpsyg.2021.563070/full#:~:text=Intrinsic%20rewards%20refer%20to%20those,and%20abilities%20of%20a%20person. (Accessed: 12th December 2022).  
Pichere, P (2015) Maslow’s Hierarchy of Needs, Primento Publishing. Available at : https://www-vlebooks-com.ezproxy.uwtsd.ac.uk/Product/Index/744508?page=0 (Accessed: 13th December 2022).  
Natural HR (2019) Employee Performance Management: What Is It & What Are Its Benefits? Available at: https://www.naturalhr.com/2019/12/12/6-benefits-of-performance-management/#:~:text=The%20benefits%20of%20an%20effective%20performance%20management%20strategy,Gives%20employees%20more%20autonomy%20to%20manage%20their%20responsibilities. (Accessed: 6th December 2022).  
Reference, (2020) How does motivation affect performance, Available at: https://www.reference.com/world-view/motivation-affect-performance-db1fc604e18f1da9 (Accessed: 6th December 2022).  
Sahoo, C.K and Mishra, S. (2012), ‘Performance management benefits organizations and their employees’, Human Resource Management International Digest, Vol. 20 No. 6, pp. 3-5. Available at: https://doi.org/10.1108/09670731211260771 (Accessed: 5th December 2022). 
Sutton, R & Wigert, B (2019) More Harm Than Good: The Truth About Performance Reviews, Available at: https://www.gallup.com/workplace/249332/harm-good-truth-performance-reviews.aspx (Accessed: 15th December 2022).  
Van Eerde, W. (2015) Motivation and Reward Systems, Wiley Encyclopedia of Management. Available at: https://www.researchgate.net/publication/313993584_Motivation_and_Reward_Systems (Accessed: 11th December 2022). 
Waite, K et al (2021) People Practice A complete guide, London: Kogan Page. 
Wikipedia (2022) Maslows Hierarchy of Needs. Available at: https://en.wikipedia.org/wiki/Maslow%27s_hierarchy_of_needs (Accessed: 6th December 2022). 

	
	
	



image1.png




image2.png
) Self-fulfillment
/actualisation needs
/achieving one's full

potential, including
/. creative activities

N

Psychological
needs

Safety needs
security, safety

Physiological needs
food, water, warmth, rest





