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Evidence-based practice (AC1.1)
Evidence-based practice (EBP) is a concept amongst organisations and people practitioners who are involved in solving complex organisational problems and need to understand what works, to influence key outcomes (CIPD, 2023a).  It is understood that EBP will encourage better decision-making, as the idea is that it’s achieved through critical appraisal of the best available evidence from multiple sources.  The term ‘evidence’ means information, facts or data supporting (or contradicting) a claim, assumption or hypothesis. This evidence may come from scientific research, the local organisation, experienced professionals or relevant stakeholders (CIPD, 2024a).  
The idea establishes the need to explore multiple sources, across four data types. This helps to generate sufficient evidence needed to make effective decisions, whilst removing all possible biases and opinion.  Researched evidence from scientific literature can be effectively considered alongside professional expertise. This internal source can be derived from a range of colleagues and leaders who may provide context to an issue and consider the benefit or relevance of the research. Combining this with evidence, through internal organisation information and stakeholder feedback, can offer wide-ranging perspectives, whilst reviewing all limitations and strengths.  
EBP is based on six principles which outline the main skills required to ‘increase the likelihood of a favourable outcome’ (Barends, Rousseau and Briner, 2014). These are reported as:
1. Asking: Translate an issue into answerable questions. 
2. Acquiring: Search and retrieve the evidence.
3. Appraising: Critically judge the trustworthiness and relevance of the evidence
4. Aggregating: Contrast; evaluate gathered evidence.
5. Applying: Incorporate evidence into a decision-making process
6. Assessing: Evaluate and consider how well has the action worked out.

Adopting the above approach improves confidence in decision-making and steers way from an isolated style formed by opinions, biases or management fads and outdated wisdom.   This can be applied to the early stages when identifying the problem and then making the decision to implement a solution.    There will be limitations for use and, noting the four source types, along with the application of the six principles above, only highlights the robust practice to be followed. Ensuring each step is applied effectively can require appropriate and equitable resource; this will help to reduce any impact of bias. 
 
According to Barends, Rousseau and Briner (2014, P. 18) the most important learning point is that EBP starts with a critical mindset. It means questioning assumptions, particularly where someone (including ourselves) asserts some belief as a fact.  Always ask: ‘What is the evidence for that?’, ‘How trustworthy is it?’ and ‘Is this the best available evidence?’.
Knowing your organisation will be key, along with taking the time to understand the available data from a wider remit that positively impacts this.  For example, when identifying a rise in absence, practitioners cannot rely on recorded absence data alone when considering a remedy to an issue identified.  However, shifting the focus to managing health and wellbeing programmes increases the evidence base available to be able to consider strategies for preventing ill health absences (CIPD, 2024b). 
In summary, EBP is a valuable and consistent approach to making informed decisions when solving problems.  Utilising appropriate challenge against sources available should precede any decision, implementation, and review of interventions, to ensure expectations and needs have been met.     

Analysis tools and methods (AC1.2)
To keep abreast of growth and development, organisations should review their effectiveness appropriately.  Many tools and methods support this approach. One common diagnostic tool is the PESTLE analysis.  This studies the key external factors (Political, Economic, Sociological, Technological, Legal and Environmental) that influence an organisation. It can be used in a range of different scenarios and can guide people professionals and senior managers in strategic decision-making (CIPD, 2024e)
As with any tool, there are both advantages and disadvantages to consider when carrying out a PESTLE analysis.  This model encourages development of external and strategic thinking and facilitates an understanding of the wider business environment.  Whilst it’s a simple framework to apply, users can be at risk of oversimplifying and using insufficient data. It can also enable an organisation to anticipate future business threats and take action to avoid or minimise their impact but needs to be completed on a regular basis to be effective (CIPD, 2024e).
In comparison, a SWOT analysis focus’ on internal factors at a specific moment in time, however, it does also review opportunities and threats which can expand this to a wider, external review.  According to Taylor and Woodhams (2022a, p.46) a criticism of SWOT analyses is that they fail to address uncertainty or dependency. 
However, regularly using a combination of tools, can be more helpful to develop an effective organisational strategy and support a range of business planning situations.  These can range from product development in line with brand positioning, workforce planning to identifying skills gaps and new roles, or to support organisational change to understand workforce capabilities (CIPD,2024e).  
When referring to methods for analysing data, employee engagement surveys can offer an insight into the factors influencing productivity and employee engagement.  There are many stages of the employee cycle to consider including recruitment, retention, development or managing change processes.  Capturing an understanding of employees’ needs from such surveys can provide credible information to help set any strategy direction. They offer a baseline enquiry to help recognise and diagnose patterns, issues, challenges and opportunities for development and improvement.  A people analytics strategy should include the aim to connect people data with business data to inform business leaders and help them make decisions (CIPD, 2024c).  Survey data can highlight a quantitative range of information compiling what factors influence employees and their performance. Whilst this approach can be considered a good source for identifying problems early, it’s also important to note that this is generally reflective using time that has passed and could be too focussed on past events.  Being time sensitive could also influence the feedback provided.  Practitioners, therefore, could consider this alongside other methods such as a more qualitative approach as this will enhance the numbers obtained and seek to provide a supporting explanation.  Employee surveys give a representative view of experiences across the organisation. On the other hand, qualitative methods provide a richer understanding of employee experiences in their own words and can give deeper insight into why people are happy or unhappy (CIPD, 2024f).

Apply Critical Thinking (AC1.3)
Howlett (CIPD, 2019) defines critical thinking as the ability to think well and critically reflect on the ideas, opinions, and arguments of others.  Unravelling what this means sees the concept of EBP continuing throughout, as Howlett continues to state that EBP is about asking good questions and that is a key aspect of critical thinking.  Therefore, we continue to outline the need to base decisions on the best available evidence whilst removing all possible bias and opinion.    
Critical thinking encourages healthy sceptism and enhanced communication with a view to overcoming issues.   This context is reviewed by Armstrong (2016), who states that is not to mean disapproval or being negative.  There are many positive uses, for example, testing a hypothesis, proving a proposition or evaluating a concept, theory or argument.   
Having due regard for this method relies upon objectivity and rational thinking to be able to construct a well-reasoned argument whilst navigating through organisational concerns.  Questioning and validating sources of evidence is essential.  Armstrong also states to justify an argument, reasons have to be supported by evidence that should be based on valid research, rigorous observation and verifiable experience, not on hearsay.  In this digitally developing world, the phenomenon of fake news highlights this as an example.  When critically reviewing evidence it is important to establish what is fact over opinion, what could be unreasonable assumptions or are there some omissions not considered.  Understanding the professional/expert’s credentials is useful to understand where any personal bias may lie. 
[bookmark: _Hlk183356114]Coburn (CIPD, 2019) explains how problems can rely on intuitive approaches or even welcome the digital transformation of Artifical Intelligence (AI). However, some issues are much more complex and still require the critical thinking to add value; emotional intelligence being a key factor within this.  Coburn refers to a three step consideration and how HR is able to offer more proactive engagement with leaders.  It’s shown that critical thinking is a collective approach offering a set of quality standards to follow, then a requirement to recognise the common errors. One example would include the biased nature of ‘jumping to conclusions’. Using the ability to manage ambiguity, hold difficult conversations and use persuasive language adds benefit to any organisation. 
Whilst independent thinking is vital, the need to engage and persuade others is key to making a difference.  Coburn continues to state how this reinforces the role of HR and the value of its function.  In practice, this can be seen as many things within the evolving workplace and continues to reinforce the EBP concept and its advantages. Critically appraising evidence available provides credible ways to challenge for relevance, authenticity and validation.  Whilst individual intelligence and contributions hold weight, the collaborative approach offers a balance to reaching sound solutions in organisations. 

Decision-making processes (AC1.4)
To outline the importance of decision-making in organisations we revisit the six principles which indicate rational approach required to ‘increase the likelihood of a favourable outcome’ (Barends, Rousseau and Briner, 2014).  
CMI (2015) define decision-making as skills to enable a manager to consider alternatives and use judgement to choose an appropriate and timely course of action.  It is also reported that managers within organisations should apply their skills to select the most appropriate approach for the context they are operating in and the decision they need to make. Understanding the implications, including the effect on departmental and organisational objectives, will help to avoid costly mistakes and consequently make the decisions that add value to the business. 
This can be found in different available models that allow for effective and ethical decision-making, which is an integral part of any organisation’s success. 
De Bono (2018) introduced a technique for lateral thinking named ‘The Six Thinking Hats’ which describes colours for each step.  The blue hat is deemed the controlling hat and will consider setting the agenda. It will feature thoughts on values of the organisation and ensure guidelines are followed.  The green hat is the creative stage that will gather ideas and concepts required. An example could include changes to recruitment processes across an organisation to enhance talent attraction.  The red hat is a function for considering feelings and intuition; likely to require a wider, collaborative information gathering approach to understand the impact on others.  For example, considering the leader of the recruitment team whose primary functions are impacted by a different way of working day-to-day; the IT team who will consider software implications and changes for compatibility; the training team who need to engage and develop new programmes of learning for the organisation.  The yellow hat will review benefits and values against what’s been gathered, whilst the black hat draws out any caution, with a sound record of logical reasons for concerns.  Finally, the white hat relates to best available information; what is already available and what is required further.   
Many individuals may wear multiple hats at different times, but the collaborative approach can be evident throughout and decreases the chances of making common errors during a process of change.  It can be a lengthy process, so choosing the most suitable tool for the scenario should be considered.  This supports Coburn (CIPD, 2019) who suggests the problems that we encounter in today’s world are better addressed in groups using collaborative and conversational intelligence more so than leaving it up to the expert to come up with the answer.
In comparison, another recognised tool is ‘The Force Field Analysis’ as formed by Kurt Lewin.  According to Taylor and Woodhams (2022a, p.67), Lewin’s model insinuates the likelihood of there being winners and losers when there is change applied, hence, there will be pockets of support and resistance.  Lewin’s belief is that leaders will take steps to strengthen the driving forces of change to eventually outweigh the views of the resistors.  That said, this may identify whether it is wise to proceed; to have clarity on the anticipated change and the benefit of such implementation is key.  

Ethical perspectives (AC1.5)
CIPD (2024g) state ethical practice as the application of ethical values to organisational behaviour. It applies in all aspects of organisational conduct, including corporate governance, employment practices, stakeholder relations, accounting practices, and issues of product and corporate responsibility.  Each organisation should create a set of values shaping an ethical climate for its workforce.  
Their research further underpins a wider consideration outlining eight different lenses when undertaking a decision-making process.  Clark (2015) highlights the ethical tensions that can shift the balance dependent upon each situation. These eight ethical lenses and what they represent are: 
· Fairness: everyone should be able to agree 
· Merit: jobs should track talent and hard work 
· Markets: jobs should follow from market exchanges 
· Democracy: providing opportunity for a voice 
· Wellbeing: should feel good at work 
· Rights and duties: basic rights should not be violated 
· Character: being the best ethical version of oneself 
· Handing down: consideration for future generations.
Different frameworks that can be adopted to form judgements in the workplace. Taylor and Woodhams (2022a, p.154), state that deontology means duty and emphasises behaviour not consequences.  It brings an approach focusing on adherence to rules that will guide appropriate behaviours, lead to good intentions and result in moral and ethical outcomes.  This theory can be applied to policy writing where a range of organisational expectations must meet legal and statutory requirements when applied.  
Utilitarianism is an alternative framework which considers the greatest benefits for the greatest number of stakeholders.  This theory could be applied when reviewing reward schemes and maximising the benefits for the greater number of employees, as long as this fits in with supporting the whole organisation.
Using Monmouthshire County Council’s [hereafter MCC], (2022) 6-year corporate plan, it outlines MCC as a ‘values-led’ organisation where they encourage their people to be accountable, innovate and courageous. This is further underpinned by its core values noted as:  Teamwork, openness, fairness, flexibility and kindness.  People professionals lead the way in creating a shared ethical culture and CIPD (2024g) express that building trust by role-modelling ethical behaviour and applying principles and values consistently in decision-making.


Measure financial and non-financial performance (AC3.1)
Measuring performance will always be important to succeed, sustain and grow as an organisation.   Gibson (2023) outlines that by assessing its operations, you can make informed decisions, find ways to improve, and establish accountability in the workplace.
Gross profit margin provides a quick, baseline financial measure of an organisation’s profitability and efficiency.  Essentially, it deducts costs from revenue to reveal the surplus generated.  
Gross Profit Margin = (Gross Profit / Revenue) x 100.
The success of income revenue will be represented in a higher gross profit margin.  This value can be used to benchmark against previous accounting periods or against industry drivers.  However, whilst a factual measure, there are limitations, and these relate to other costs not accounted for. Therefore, the gross profit margin, used in isolation, may not provide the overall picture and other methods may complement the data to understand context.
Measuring a private and public sectors will differ as the latter are controlled by the government and, generally, are not-for-profit organisations. Nevertheless, both qualitative and quantitative data prove worthwhile sources.  As a public sector organisation, MCC (2024) have captured a review of performance in their most recent self-assessment report.  Varying data sources have been utilised demonstrating a cycle of review for effectiveness, whilst incorporating ethical practices.   Many non-financial measures exist and one utilised frequently is the use of stakeholders in the form of feedback, surveys and focus groups.   Data can be compiled whilst meeting legal, political and environmental factors and its compliance provides a regard for changes, risk and opportunities when setting the overall strategic plan.         

Impact of people practices (AC3.2)
Taylor and Woodhams (2022a, p.135), state the primary objective of the people management function is to add value to the organisation and its stakeholders.  HR plays an integral role within an organisation’s strategy delivery; the function is not just concerned with the nuts and bolts of day-to-day people practices.   Whilst not an exhaustive list, what HR can add to an organisation will be a bespoke application ranging from crisis prevention activities through review of policies and procedures, to continuous improvement activities where support, guidance and training maybe required.  A cost-benefit analysis will weigh up the resources against meeting set objectives.  
Induction processes are well-recognised for onboarding new employees.  CIPD (2023b) report that an effective induction may affect employee turnover, absenteeism and employer brand.  Its implementation and application will be critical in providing new employees with a welcoming overview of the organisation’s operations, culture and values.  New employees should feel equipped with information they need to fulfil their role.   A consistent and corporate approach can develop unity across the workforce at a very early stage. This encourages a platform for the same, positive messaging and could utilise group working at the outset.  CIPD (2023b) continue to outline some pitfalls to avoid, and any induction developed should not overload new recruits with too much information, in a short space of time.  
There are many ways to measure such people practices and the value added to an organisation whilst also being able to review the return on investment (ROI).  One method to consider is employee performance appraisals.  Evidence can be captured via timely appraisals, supervision meetings and assessments of any agreed KPIs.  It could also be captured through employee engagement surveys, as referenced early in this paper.  This feedback may provide insight into what they found useful, or any omissions they feel may have benefitted them.  
Another method for measuring impact would be via people metrics, for example, absence and turnover data.  Whilst a quantitative form of data, this can highlight any areas of concern and may be pinpointed to departmental level.  Whilst turnover can sometimes be a natural process, high figures can indicate an area for change management processes.  
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Data Analysis (AC2.1,2.2)
Figure 1. below displays tables and charts presenting the percentage values of each teams’ outcomes.  Converting the raw data provided in ‘table 1’ helps to simplify information, ready to compare and present findings.  
There is a mixed picture showing a rise in those achieving KPIs and above, and a decrease in those underperforming or not quite making the mark.  An anomaly amongst this data is the Sales Teams record.  Every member of the team has received the same judgement, across both quarter periods.  This does raise more questions, indicating further sources are necessary.  Questions could include: is there a need to review the KPIs and the criteria set for the team? Are they consistent with the organisation, or are they SMART targets?  
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Figure 2 below, considers the bonus payments issued across the organisation. The total bonus’ paid across the two quarters equals £6,923.33 £20,770.   This is a small proportion in comparison to the total of salaries paid which equals £1,391,630. The total amount of bonus’ paid for this bi-annual period is just under 0.5 1.5% of that value as the total of salaries paid = £1,391,630. The data also demonstrates a lack of consistency across the outcomes achieved.  Of the 20 14 employees receiving a bonus payment, across both quarters, less than 50% of these were able to sustain the outstanding outcome across the whole period which questions the appropriateness of the judgement criteria. 
Returning to the raw data within ‘table 1’ there are questionable areas within the Research and Development Team.  Firstly, the Product Design Team Leader is receiving a higher salary than the Product Design Manager.  Both employees were underperforming in quarter one, whilst in quarter two, the Manager is subsequently absent, and the Team Leader improved to meet their KPIs.  Alongside that there is a Product Design colleague who was underperforming in quarter one yet reached outstanding in quarter two.  This indicates some unrest or certainly disparity within this area of the organisation and would need further source evidence to critically appraise.  
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Figure 3. below shows 26% of the workforce have received a bonus payment and the whole bi-annual period. This represents a low result for quality output.  
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*Data is based on all staff members, including absentees.
Figure 4 pie chart displays the performance of each team proportionately showing the % value of employees receiving a bonus within their team.  
With 50% achieving ‘outstanding’, the Logistics Team could be perceived as highest performing team, yet, with 0% of the Sales Team achieving ‘outstanding’ and not making the chart, they could be deemed as the lowest performing team. However, upon reviewing the raw data, the Sales Team all achieved their KPIs; not considered underperforming.  This highlights the deep dive required as the data show all Sales employees are meeting the same outcome for two consecutive quarters, and no-one has reached ‘outstanding’ to receive the bonus.  This presents a line of enquiry and questions effects on whole team, or individual, morale.   ACAS (2024), state bonus schemes can help employers to keep employees engaged and motivated, recognise and reward employee performance, attract the best applicants for a role and retain experienced staff. However, this example demonstrates a risk when compromising these factors. 
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*Data is based on all staff members, including absentees



This quantitative data holds relevant information for reviewing practice, however, it takes us back to the evidence-based principles and how this approach, in isolation, would not be considered sufficient.  Supporting with further qualitative data would enhance the information this provides to allow for more insightful discussion and a deep dive into the challenges the performance management process presents - what else is available before drawing conclusions. 
	[image: A graph with numbers and a number on it

Description automatically generated]5.




















Using the performance data provided in ‘table 2’, the managers’ responses are reviewed via this horizontal bar graph shown at figure 5 above.  Main issue noted is that no managers have received performance appraisal training. This is a significant concern, especially where further data confirms that 41 of the 50 managers’ report having an issue addressing poor performance.  That said, over half of managers state they are confident in assessing performance fairly but this feels contradictory to the earlier point.  Time doesn’t seem to be an issue in terms of preparation; the lack of training appears to be having the biggest impact.  This correlates with the data in ‘table 1’ that shows there were no managers in receipt of a bonus payment.  
	6.
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In figure 6, the responses of the employees are reviewed.  Over 50% of employees feel they are not given clear and direct guidance, whilst over 80% of the employees feel their ideas are not valued. This provides an initial correlation between the two sets of data, suggestsing managers are not equipped to lead appraisal processes.  The responses linked to a balanced response and constructive feedback provide very mixed views and further supports the lack of guidance managers maybe providing at such reviews.  
Recommendations (AC2.3)
Using observations above, both ‘table 1’ and ‘table 2’ present data that indicate areas to be addressed quite urgently.  One recommendation is the organisation’s pay rates and reward framework.  It appears pay decisions have been devolved to managers, even though there appears to be a skills shortage or training need.  Taylor and Woodhams (2022b, p.70) outline that pay determination may appear to be a complex term, but it can be relatively simple.  The survey reports how employees don’t feel they have their ideas listened to, so a process of consultation into any pay developments could help them feel valued and boost morale so that they feel adequately and fairly remunerated for their work.  The application of the bonus scheme can be equally addressed in the same way.  Employee participation is also referenced by Taylor and Woodhams (2022b, p.17) as something employees feel can contribute to good work and job quality and be beneficial for job satisfaction.   
[bookmark: _Hlk188448895]Risk to the organisation is cost and budget implications as well as the divisive consequences this may have on morale.  That said, if no action is taken the risk could also see absence and retention rates severely impacted.   Data in ‘table 1’ suggests the Sales Team are at risk of feeling undervalued, which may impact productivity.  The purpose of the team is to generate new business and where there is lack of recognition for this work, the supply and demand chain is at risk with productivity rates likely to drop. The effectiveness of any bonus or incentive scheme depends on an awareness of the factors needed for success and an understanding that individuals may respond differently to the same stimulus (Cotton, 2024). 
[bookmark: _Hlk188450133]With the identification of no formal training taking place for managers, this would be the second, more urgent recommendation, as it signifies a high number of managers not being comfortable with appraising performance.   Taylor and Woodhams (2022b, p.163) suggest that a badly done appraisal is worse than no appraisal at all, so therein lies the risk if the training need is not addressed.  Addressing this could see the ability to offer in-house progression routes, where skills may be utilised internally and may increase desire for professional development.  However, as there was no correlation to see between departments in ‘table 1’, this could prove more costly, as each department may need to be reviewed independently which may impact on resources and any additional cost associated with identified external training.   When reviewing team performances, CIPD report that performance measures must be carefully chosen to be necessary and relevant. They should align with organisational strategy and suit the types of job in question (2024d).
Ultimately, when deciding upon people practices, benefits must outweigh the costs, and an EBP approach would need to be carefully implemented to engage with the best available data, apply critical thinking and decision-making principles. 
Reviewing the reward package, its strategy and impact on performance, is recommended.  There must be further considerations to justify any changes.  Widening the original data capture, in line with EBP principles, encourages a collaborative approach to gather sufficient evidence and allows for an understanding to the link between additional processes, such as performance management.  A whole organisation approach supports a positive culture, including aligning to organisational goals.  
Employees reported how they don’t feel their ideas are listened to, so a process of consultation could help them feel valued and boost morale so that they feel recognised and remunerated appropriately, potentially offering an instant benefit to the organisation. This is acknowledged by Taylor and Woodhams (2022b, p.17) as something that will benefit job satisfaction, thus impacting productivity, through achieved objectives.   The list of longer-term benefits could include improved customer engagement and contributing to an improved culture.   
Risks and financial implications should be measured, these range from failure to meet employment law requirements, if not engaging with appropriate experts, to the dependency on managers’ knowledge and behaviours to ensure fairness and consistency in any application.  Data in ‘table 1’ is questionable for the Sales Team. It seems a team-based approach was applied, presenting risk of feeling undervalued.  Effectiveness of any bonus scheme depends on an awareness of the factors needed for success and an understanding that individuals may respond differently to the same stimulus (Cotton, 2024). 
Brown (2019, cited Taylor and Woodhams, 2022b. p.82) acknowledges Becker’s findings that using only monetary incentives is almost always a double-edged sword and alludes to unethical practices to gain financial rewards and the impact this can have on the employment relationship.  Direct costs could see an increase for bonus payments which needs to be carefully factored into the planning.  Consideration of a total reward package, that thinks about both extrinsic and intrinsic rewards, could help to reduce the affordability risk.
Secondly, the survey data depicts a training need for managers undertaking appraisals.  Taylor and Woodhams (2022b, p.163) suggest that an appraisal done badly is worse than not at all, so therein lies the risk if the training need isn’t addressed. When reviewing performances, CIPD report that measures must be carefully chosen to be necessary and relevant. They should align with organisational strategy and suit the types of job (2024d).  Managers should have a clear understanding of the correlation between employee performance, intrinsic motivations and commitment to meeting organisational goals.  In trying to achieve best practice in this area, benefits could be seen through an improving employment relationship, whilst creating an effective system for capturing excellence in practice and identifying suitable support for improvement, thus encouraging optimum results for productivity.  
Process for change should be noted, as the dependency on managers to engage is essential to its success.  Any resistance presents risk and should be managed carefully. Evoking other processes is also possible i.e. capability.   
Training presents direct and indirect costs, including providing resources for managers to be away from their role i.e. cover required or impact on timescales for outcomes. Delivery costs would need to be considered, so exploring both internal and external options should be reviewed for effectiveness, based on the fees, availability and quality, in order to meet expectations. 
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Bonus Payments Within Departments



Admin Dept
[PERCENTAGE]

Logistics Dept 50%

R & D Dept
[PERCENTAGE]


Admin Dept
[PERCENTAGE]

Logistics Dept 50%

R & D Dept
[PERCENTAGE]


Admin Dept
[PERCENTAGE]

Logistics Dept 50%

R & D Dept
[PERCENTAGE]

Total	Admin Dept
[PERCENTAGE]

Logistics Dept 50%

R & D Dept
[PERCENTAGE] Bonus Payment 


Administration Department 	Logistics Department 	Research and Development  	2	7	5	
			
image4.png
QuarterTwo

Team Meetsset | Notauite Under

Outstanding | ypyg thereyet | perorming | AP*™
Adminstration Dept | 9.09% 36.36% 36.36% 9.09% 9.09%
L s Dept 25.00% 45.00% 20.00% 0.00% 10.00%
Research Dept 50.00% 30.00% 10.00% 0.00% 10.00%
Sales Dept 0.00% 100.00% 0.00% 0.00% 0.00%




image5.png
Dept./Employee| o Q1 Q2 Total

Reference 4% Award 4% Award Qs182
AL £31,500.00 £420.00 £0.00 £420.00
A2 £24,000.00 £320.00 £320.00 £640.00

L1 £23,750.00 £0.00 £316.67 £316.67
L2 £23,750.00 £0.00 £316.67 £316.67
13 £23,750.00 £316.67 £0.00 £316.67

7 £26,000.00 £0.00 £346.67 £346.67

L5 £19,500.00 £260.00 £260.00 £520.00

L6 £19,500.00 £260.00 £0.00 £260.00

7 £19,500.00 £260.00 £260.00 £520.00

R1 £32,500.00 £433.33 £433.33 £866.67
R2 £32,500.00 £0.00 £433.33 £433.33
R3 £29,500.00 £0.00 £393.33 £393.33
R4 £29,500.00 £393.33 £393.33 £786.67
RS £29,500.00 £393.33 £393.33 £786.67
£3,056.67 £3,866.67 £6,923.33
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Dept. / Employee

S Q1 Q2 Total

Reference 4% Award 4% Award Qs1&2
AL £31,500.00 | £1,260.00 £0.00 £1,260.00
A2 £24,000.00 | £960.00 £960.00 £1,920.00

1 £23,750.00 £0.00 £950.00 £950.00

2 £23,750.00 £0.00 £950.00 £950.00

13 £23,750.00 | £950.00 £0.00 £950.00
7 £26,000.00 £0.00 £1,040.00 £1,040.00
[ £19,500.00 | £780.00 £780.00 £1,560.00

[ £19,500.00 | £780.00 £0.00 £780.00
7 £19,500.00 | £780.00 £780.00 £1,560.00
R1 £32,500.00 | £1,300.00 £1,300.00 £2,600.00
R2 £32,500.00 £0.00 £1,300.00 £1,300.00
R3 £29,500.00 £0.00 £1,180.00 £1,180.00
R4 £29,500.00 | £1,180.00 £1,180.00 £2,360.00
RS £29,500.00 | £1,180.00 £1,180.00 £2,360.00
£9,170.00 £11,600.00 £20,770.00





image7.png
Total Performance Bonus Allocation

Bonus

W No Bonus





image8.png
MANAGER RESPONSES

'm good at providing feedback and agee set performance targets.

Ihave no ssuein challenging underperforming employees

1 have had aining to enble me o undertake sppraials

| have 10 concerns when appiying ratings when conductig appraisals

| feel confidentin carying out pstormace appraisal

‘m gien time to prepare to for employee apprasials
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Employee Responses

My line manager provides me with learming and development opportunities so | can do my job better
My line manager provides me with constructive feedback

My line manager provides a balanced response when conducting my reviews.

My line manager has time o lsten to me.

My line manager possesses good people management skills

My line manager provides postive feedback.

During my reviews my line manager listens to the ideas | put forward
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image1.png
QuarterOne

Team Meetsset | Notauite Under

Outstanding | ypy thereyet | perorming | AP*™
Adminstration Dept | _18.18% 18.18% 27.27% 27.27% 9.09%
Logistics Dept 20.00% 40.00% 30.00% 10.00% 0.00%
Research Dept 30.00% 30.00% 10.00% 30.00% 0.00%
Sales Dept 0.00% 100.00% 0.00% 0.00% 0.00%
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