Essentials of people practice 
Task 4- Guidance document (performance management and reward)

Q1
the purpose and typical components of performance management. (AC 4.1) 

Performance management is a continuous and strategic process aimed at improving both individual and organisational performance by ensuring that employees' activities and output are aligned with the Inter Luxe Hotel Group (ILHG) business goals. It serves several key purposes, including aligning individual objectives with broader business aims, enhancing employee performance through regular feedback and coaching, and identifying training and development needs to support career progression. Additionally, it plays a vital role in recognising awards for high performance, which helps to boost motivation under tension, while also addressing underperformance in a constructive and supportive way. Performance management also supports succession planning by identifying high-potential employees who can be developed for future leadership roles. 
The process typically begins with goal setting, where employees and management work together to ensure SMART objectives that reflect both team and organisational priorities. Regular performance reviews, including formal appraisals and informal check-ins, provide opportunities to discuss progress, challenges, and development needs. Ongoing feedback and coaching help employees understand their strengths and areas for improvement, while performance is measured using key performance indicators, competence, and behavioural assessments to ensure objectivity. Development planning is another essential component, focusing on identifying learning opportunities and career pathways tailored to an individual's aspirations. Recognition and reward, whether financial or non-financial, are used to acknowledge achievements and reinforce positive performance. When performance falls short of expectations, structured support such as performance improvement plans (PIP’s) is implemented, offering clear goals and a timeline to help employers improve. 

Q2
two factors that need to be considered when managing performance. (AC 4.2)

Effective performance management is essential in the hospitality industry, where customer satisfaction and service quality add to wrecked influenced by employees' performance. At the ILHG , A multinational hotel chain with a diverse customer base across coastal resorts and city locations, managing performance requires A strategic and people-focused approach. Two key factors must be considered our employees' skills and development, and the work environment. 
Skills and development play a crucial role in determining how well employees perform in their roles. In a service-driven industry like hospitality, employees must possess not only technical competencies but also strong interpersonal and problem-solving skills. According to the CIPD, performance management should include regular feedback, development planning, and support for learning to help employees meet expectations and grow professionally. At ILHG, this might involve tailored training for front desk staff or language support for resort employees. Performance reviews should be used to identify skill gaps and create personal development plans, ensuring employees are continuously growing and contributing to organisational success. 
The work environment significantly influences employees' performance. Even high-skilled individuals may underperform if the environment is unsupportive or poorly managed. ACAS highlights that a positive work environment characterised by clear communication, fair workload distribution, and supportive leadership is essential for maintaining and improving performance. In the context of ILHG, this means fostering inclusive team dynamics, ensuring physical safety, and providing the tools and resources employees need to succeed. A healthy work environment not only enhances individuals performance but also promotes collaboration, reduces turnover, and improves overall service quality. 
In conclusion, management performance effectively at ILHG requires a dual focus on developing employees' capabilities and cultivating a supportive work environment. By investing in skills and creating the right conditions for success, the organisation can ensure consistent services excel across all hotels.
Q3
different methods of performance review. (AC 4.3)

There are several effective ways to review how well someone is doing at work, each offering unique insights into performance and development needs.
One common method is the 1 to 1 review, where a manager and employee sit down to discuss progress, strengths, and areas for improvement. These regular conversations help build trust, clarify expectations, and provide a safe space for open feedback. They also allow managers to offer support and guidance tailored to the employee's goals and challenges. 
Another valuable approach is the 360°- feedback, which covers impact not only from the employee manager but also from their peers. Direct reports, and sometimes even from clients or customers. This method provides a more comprehensive view of how the employees interact with others, contribute to team dynamics, and uphold organisational values. It can uncover blind spots and highlight strengths that may not be visible in a traditional top-down review.
Wild 360 feedback officer broad view performance by including input from peers, subordinates, and even customers, it has drawbacks it can be time-consuming to organise and may lead to bias or unhelpful feedback if participants are not trained. For example, in a hotel setting, a team member might receive unfair criticism from a colleague due to their personal conflict, which could affect morale. Without clear structures and follow-ups, the process may not lead to meaningful improvements, especially in roles with limited interaction. 
Self-assessments are also widely used, encouraging employees to reflect on their own performance, achievements, and areas for growth. This promotes accountability and self-awareness, and it can lead to more meaningful conversations during formal reviews. When employees take ownership of their development, they're more likely to engage and be more productive.
In addition to these, some organisations use performance metrics and KPI's (key performance indicators) to track progress against specific goals. These objective measures can help identify trends over time and ensure alignment with broader business objectives. However, it's important to balance data with qualitative feedback to get a full picture of performance. 
In conclusion, effective performance management benefits from using a theory of methods, each offering unique insights. Structured reviews provide consistency, peer feedback adds perspective, and self-reflection encourages personal accountability. When combined with performance data, these approaches create a more balanced and accurate assessment. A blended approach not only supports fairer evaluation but also promotes continuous development on engagement across the organisation.
Q4
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 the financial and non-financial benefits an employee receives in return for their contribution. In the hospitality industry, where employee engagement and retention are vital, a well-balanced reward system should align with business goals and support diverse employee needs.
Financial rewards are the things that have direct monetary value, like salary, bonuses, overtime pay, on pension contributions. These are important because they help attract and keep employees, and they show that the organisation values their work.
Non-financial rewards are just as important. These include things like flexible working hours, opportunities for learning and development, career progression, recognition, and a positive work environment. These rewards help employees feel valued, motivated, and supported in their personal and professional growth. 
In conclusion, combining financial and non-financial rewards creates a more effective and engaging total reward system. At ILHG , this approach helps attract top talent, improve performance, and build a strong organisational culture. 

Q5
how reward can motivate employees to perform. (AC 5.2)

Reward plays a crucial role in motivating employees to perform at their best. When individuals feel that their efforts are acknowledged and appreciated, they are more likely to remain focused, work diligently, and strive for excellence. Financial reward, such as bonuses or salary increases, or overtime, are examples of extrinsic motivators, these can be a strong incentive by offering a clear and immediate benefit for achieving goals or taking on additional responsibilities. 
However, motivation doesn't rely solely on financial gain. Intrinsic motivators, such as recognition that goes beyond monetary compensation, can be just as powerful. When employees receive genuine praise, opportunities to grow in their careers, and the flexibility to manage their work-life balance, they often feel more valued and respected. These gestures show that the organisation sees them as an individual, not just as workers.  Feeling appreciated in this way can deepen an employee’s sense of loyalty and engagement, making them more committed to their role on the wider goals of the organisation. This aligns with Herzberg’s two-factor theory, which distinguishes between hygiene factors like working conditions and salary that prevent dissatisfaction, and motivators, for example, responsibility, achievements, and recognition, that actively drive satisfaction and engagement. 
Similarly, Maslow’s Hierarchy of Needs provides a useful framework for understanding how different types of rewards meet different human needs. Financial Rd addresses basic psychology and safety needs, while non-financial rewards such as belonging and esteem are fulfilled through development opportunities, recognition unmindful work.
A thoughtful approach to the rewards, one that considers both tangible and intangible Forms of recognition, can create a more motivated, satisfied, and high-performing workforce. When people know their contribution matters and that their well-being is supported, they're far more likely to go the extra mile. 

Q6
at least two reasons for treating employees fairly in relation to pay. (AC 5.3)

Treating employees fairly when it comes to pay is essential not only for legal compliance but also for maintaining a strong ethical foundation within the organisation. Fair pay is a cornerstone of trust and mutual respect between employees and their employers. When individuals believe they are being compensated appropriately for their skills, responsibilities, and contributions, they are more likely to feel valued and motivated. The sense of fairness can lead to greater job satisfaction, increased loyalty, and a strong commitment to the organisation’s goals. 
Beyond individual motivation, fair pay practices also play a crucial role and promoting equality on preventing discrimination in the workplace. Ensuring that compensation is based on objective factors such as experience, qualifications, and performance rather than personal characteristics like gender, ethnicity, age, or background helps create a more inclusive and equitable environment. This not only supports legal obligations under the equality pay and anti-discrimination laws but also strengthens the organisational reputation as a fair and responsible employer. Employees must pay workers at least the minimum wage or the national living wage, depending on their age and employment status. These rates are reviewed annually and applied to all eligible workers. Some more examples of this would be statutory sick pay, statutory maternity, paternity, adoption, and shared parental pay, a newly introduced in 2025, statutory national care leave and pay, and holiday pay. 
A transparent and consistent pay structure can produce misunderstandings and conflict, fostering a culture of openness and accountability. When employees understand how pay decisions are made and see that those decisions are applied consistently, they are more likely to trust leadership and feel secure in their roles. 
A Landmark example, Asda v Brierly in 2021 over 35,000 predominantly female retail workers claimed they were paid less than their male colleagues working in distribution centres, despite doing work of equal value. The Supreme Court ruled in favour of the claimants, confirming their roles were compatible for equal pay claims. This reinforced that employees must ensure pay structures are free from gender bias, even across different locations and departments. 
In the long term, fair pay contributes to a better employee relationship, improving morale, and a more positive organisational culture. It signals that the organisation values fairness and integrity, which can enhance its ability to attract top talent and maintain a motivated, high-performing workforce. 
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