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Overview of Organisation
Healthcare on Hand provides care to patients of all ages with complex healthcare needs in their own home. 
Background
Since it was founded in 2017, Healthcare on Hand has grown rapidly and as a result a new People Team has been implemented to formalise people practices and people management within the company. In order to provide the best practice to our staff, it is important to ensure management teams are kept updated with essential knowledge and have a clear understanding of performance management and reward. This paper will outline the purpose of performance management, factors to be considered when manging performance, methods of performance review, the required key components to achieve an effective total reward system, the relationship between reward and performance, and treating employees equally in relation to pay. 
Main findings
Purpose and components of performance management (AC 4.1)
Performance management is a way of helping to manage and enhance your team’s performance (Cumberland, 2020). Businesses use this method to guarantee that employees are aware of their duties and the goals they must meet to succeed (Stanton, 2019).

According to Waite, et al. (2021, p. 160) when it is done successfully, an organisation may experience some of the following advantages: 
· Mutual understanding of organisational goals with these establishing the basis of a team
· Clear role definitions 
· A dynamic workforce with the skills and knowledge essential to achieve the objectives of the organisation with continuous development undertaken as required

Components of performance management include individual job descriptions which are in line with organisational objectives. Waite, et. al (2021, p. 164) states that job roles should be accurately defined so everyone is aware of their role’s needs and how they impact the whole organisation. If there is any uncertainty within job descriptions, this will cause confusion in the continual reviewing and setting of objectives. (Waite, et. al 2021, p. 164). As well as this, policies and procedures related to work are a component. It is important to link these together as they are often updated separately. Waite, et. al (2021, p. 165) claim that a policy updating procedure will ensure a consistent framework for people management within the organisation. 

Factors to consider when managing performance (AC 4.2)
Factors relating to individuals can be categorised into two subjects: capability and motivation (Waite, et. al 2019, p. 167) 
· Capability: the degree to which a person can complete the tasks that have been assigned to them
· Motivation: the degree to which a person is eager, or even willing, to finish it 

The diagram below is adapted from the Skill-Will matrix created by Max Landsberg (2015). This matrix highlights the different needs between individuals; “skill depends on experience, training, understanding, role perception” and “will depends on desire to achieve, incentives, security, confidence” (Landsburg, 2015, p. 37)
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Effective managers utilise this tool to assess team members’ strengths and weaknesses and how to best use this information to maximise performance (Collins, 2022). According to Gardner (2021) this matrix may be a good tool for new managers to use to assess their teams’ work preferences and learn how to better manage them.

The study of motivation theories aims to identify and comprehend the factors that motivate people to work towards a specific goal. Businesses can make better decisions about how to work towards a goal or a desired outcome by using motivational theories (Indeed Editorial Team, 2022)

According to Waite, et. al (2021) the more commonly known theory is Abraham Maslow’s hierarchy of needs. According to Maslow (1943, p. 370-396), this theory highlights the basic needs of humans in a hierarchical structure. It includes the following moving down:
5. Self-actualisation: achieving full potential, follow passions
4. Esteem needs: status, accomplishments
3. Belongingness and love needs: intimacy, friendship, connection to others
2. Safety needs: security, safe place, physical and financial resources
1. Physiological needs: food, water, sleep, warmth, rest

It is important to note there is criticism around this theory. Even though it is one of the most well-known theories, Wahba and Bradwell (1973) have doubted the scientific evidence behind it. A more recent study highlights age-related differences are not considered within the hierarchy and therefore argued it is not consistent across all age groups (Tay and Denier, 2011). Although there is a lack of evidence to support this theory, Kaufman (BigThink, 2020) adapts the approach to the 21st century outlining the importance of safety, purpose, and individual journeys. Thus, even though it is criticised, the hierarchy of needs has helped us realise people are motivated in different ways and one size does not fit all (Waite, et. al 2021, p. 169)

Supportive leadership refers to a management style where a manager supports an employee until a task is completed rather than merely assigning duties and expecting results (CFI Team, 2022) and employees are 3.4 times more likely to feel engaged at work if they feel well supported by their managers (Urquhart, 2022). If there is poor leadership, this may result in poor management practice when managers fail to engage their workers and when there is no demand for engagement, this can have detrimental effects on enthusiasm to work (MacLeod and Clarke, 2009, p. 36). 

Methods of performance review (AC 4.3)
Performance reviews help to enhance and monitor professional development as well as help decision-making around pay, bonuses, promotions, or redundancy (Gifford, 2022).

Setting performance goals and objectives should clearly align with organisational aspirations (Waite, et. al 2021, p. 178). To ensure goal setting is effective and clear, the SMART (specific, measurable, achievable, realistic, time-bound) technique is often used by professionals as it is proven to achieve greater contribution to performance (CIPD, 2016, p. 16)

According to Waite, et. al (2021) ways to manage performance are:
· Appraisals
· Performance review
· Performance conversations (also known as 1:1)

CIPD’s report (2016) explores what could be done better in performance management and highlights the many criticisms of performance reviews, claiming they are “time consuming and energy snapping.” They are also described as not an “effective driver of performance” which poses the question whether they work for everyone (CIPD, 2016, p. 8). There are many contrasting arguments for and against the formal and informal way of managing performance. Woolston (2019) found formal employee reviews don’t appear to significantly increase employee performance neither offer businesses a competitive advantage however Waite, et. al (2021, p. 176) highlight the danger informal discussions becoming too focused on daily tasks rather than long term career goals and support. 

It could be argued that best way to carry out the reviews is to implement the two by having regular check-ins and yearly reviews (Waite, et. al 2021, p. 176) as this will ensure opportunities to discuss immediate concerns as well as long term plans. 

Methods of performance include (Waite, et. al 2021, p. 177):
· 360-degree feedback 
· Self-reflections / assessment
· Peer assessment
· Management assessment 

As stated by Herrity (2021), 360-degree appraisals focus on collating information and assessing employee performance from numerous sources. This type of approach enables employers to provide “well-rounded” review (Herrity, 2021). On the other hand, Gifford (2022) does highlight the potential bias around this method especially if they deliberately want to show other colleagues in favourable circumstances. To try and avoid this, Gifford (2022) suggests clearly explaining to employees and reviewers the goal and purpose, as well as the purpose and delivery of the feedback and describing the procedure, including how reviewers are chosen, how feedback is compiled and given.

Netflix have implemented a real-time 360 review with no effect on pay. This has enabled employees to welcome constructive feedback which in turn improves their work (Jain, no date)

Key components required to achieve an effective total reward system (AC 5.1)
Total reward incorporates both financial and non-financial rewards as a full package (Waite, et. al 2021, p. 188) and as a result, total rewards go far beyond wages and benefits. According to Cotton (2022a), a total reward system encompasses all elements of work that employees value including flexible working arrangements, fair reward and pay. Cotton (2022a) states total rewards should include but are not limited to:
· Work/life balance
· CPD
· Recognition of accomplishments 
· Supportive line managers 

Total reward packages can help to “attract, retain and motivate” workers, meet individual and organisational priorities and boost employer reputation (Cotton, 2022a).

Organisations should establish a reward strategy that outlines the purpose of the different reward components and how they interact (Cotton, 2022b). Cotton (2022b) also adds employee’s education may be required to ensure they are aware of the benefits available and to assess the impact, employers should also have measures in place. 

Relationship between reward and performance, and links to motivation (AC 5.2)
Waite, et. al (2021, p. 197) states understanding motivation theories will help the development of a reward strategy. There are many advantages to having motivated employees; Gifford and Young’s report (2021) highlights the number of recurring themes that appear to drive motivation including recognition, non-monetary rewards as well as monetary rewards and psychological safety. Additionally, a report by CIPD (2022) discovered that 28% of workers felt financial concerns affected their performance. 

Waite, et. al (2021, p. 197) explain that intrinsic motivation comes from within the employee when they are motivated by their work and extrinsic motivation is led by a reward or punishment. For intrinsic motivators, non-financial rewards are important whereas monetary rewards like incentives or commission are examples of extrinsic (Waite, et. al 2021, p. 197)

Reasons for treating employees fairly in relation to pay (AC 5.3)
Employees must receive all benefits that are highlighted explicitly within their contracts (Waite, et. al 2021, p. 199). It is also a legal obligation to pay employees the National Minimum Wage (GOV.uk, no date) for their age. If they refuse payment, they will receive a fine as well as arrears from HMRC (GOV.uk, no date).

Supermarket Tesco breached EU and UK laws as they were not paying their staff equally for the same role (Simpson, 2021). The Equality Act (2010) ensures equal pay for men and women where the same work is performed. Within six months of leaving or at any time whilst they are employed by the company, a claim can be filed at an employment tribunal (Waite, et. al 2021, p. 201). 

Conclusion
It is important to treat staff fairly and equally and the best way to do this is to recognise their differences, their needs, and their motivators. It is also clear to see from the information provided people are keen to do well when they are recognised for doing what they do, and employers play a key role in enabling employees to work to the best of their ability. 

Recommendations
· Set clear goals and objectives for the organisation and employees using the SMART model 
· Carry out regular one-to-ones with staff to be able to discuss everyday problems and a 12-month review to review performance
· Understand your employees and what motivates them to maximise their performance
· Ensure the reward strategy meets the needs of the organisation and employees
· Actively recognise and appreciate staff contributions to ensure they feel valued at work which will contribute to retention
· Obtain feedback on all approaches to understand what is working and what could improve
· Be clear when asking for feedback and what is it being collated for
· Contact HR for advice on any of the above items for additional support and advice  
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