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Introduction
This briefing paper is designed to provide people practice graduates with a critical insight into the concept of evidence-based practice and its relevance to people professionals. The purpose is to explore how EBP supports informed decision-making in HR, enhancing the quality of outcomes while addressing organisational challenges.
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1.1 Evidence-based practice is a concept officially defined as ‘making decisions through the conscientious, explicit and judicious use of the best available evidence’ (Barons, 2019, 0:38-1:14). For HR professionals, this means using a critical mindset to ensure conclusions are reached and decisions are made through the thoughtful evaluation of information from multiple reliable sources. This will allow individuals to make more informed, high-quality decisions with greater validity and reduced bias in their practice (Armstrong and Taylor, 2023, p. 110).
When referring to 'multiple reliable sources', this means drawing upon four main sources of evidence: scientific research, organisational data, professional experience and expertise, stakeholder perspectives. Barons warns that relying on a single source can lead to cognitive biases, as the brain naturally jumps to conclusions when identifying patterns (CIPD, 2017). Literature provides a foundation of reliability, organisational data sheds light on internal trends, professional expertise adds practical understanding and proven practice, and finally, stakeholder perspectives help align decisions with the needs and expectations of employees and the organisation, fostering balanced and well-informed outcomes (Young, 2024).
HR professionals can demonstrate a critical mindset by applying the CIPD’s ‘Six As’: asking, acquiring, appraising, aggregating, applying, and assessing. This systematic process ensures that evidence is thoroughly gathered, critically evaluated, and effectively applied to inform sound decision-making (Young, 2024).
For example, I was tasked by management to investigate a potential correlation between sickness and compassionate leave. I identified that some managers were not granting employees their full entitlement of 5- or 10-days compassionate leave and several employees subsequently took sickness leave citing mental health difficulties. At first glance, the evidence might suggest a need to increase the number of compassionate leave days, as employees appeared to require more time to process grief. However, grief is not a linear process, and further analysis using the Six As provided deeper insights (Cruse, 2024). Therefore, the evidence-based practice could be empowering managers to confidently handle difficult conversations and use discretion effectively. If managers can assess an employee’s needs and grant a few extra days of compassionate leave, when necessary, this could prevent additional mental-health related absence and reduce the likelihood of impacting organisational data. 
In addition to the CIPD’s ‘Six As,’ John Adair (2010) outlines a rational decision-making model, which includes defining objectives, collecting relevant information, generating options, making decisions based on criteria, and evaluating outcomes. While evidence-based practice offers benefits like improved decision quality and reduced bias, challenges such as bounded rationality, where limited time and data restrict analysis, and heuristics, which rely on mental shortcuts, can hinder decision-making (Armstrong and Taylor, 2023). Group dynamics, including groupthink, where consensus suppresses critical reasoning, and group polarization, leading to extreme decisions, further complicate the process. However, even imperfect evidence, when critically appraised, can drive sound and effective decisions (Adair, 2010).
1.2 For organisations to recognise and diagnose issues, challenges, and opportunities, they require effective tools and methods to look at both internal and external factors. A PESTLE analysis is a management framework and diagnostic tool:
Political
Economic
Social
Technology
Legal
Environment
According to the CIPD (2024), PESTLE is particularly useful in "auditing the external environment to detect and understand broad, long-term trends." This tool helps organisations identify external pressures and assess future risks. For instance, when I was a manager for a mental health charity, understanding and responding to political factors is crucial for navigating external challenges. For example, decisions by the Welsh Labour Government to not increase the budget for the Housing Support Grant have significant implications for charities addressing housing insecurity and mental health issues (Community Housing Cymru, 2023).
When combined with other tools, such as SWOT analysis, PESTLE becomes even more effective. For instance, while PESTLE identifies external challenges, SWOT connects these to internal organisational strengths and weaknesses, creating a well-rounded strategic view (Armstrong and Taylor, 2023, p.79). In the context of a mental health charity, a PESTLE analysis might highlight the political challenge of limited government funding for mental health services, while the SWOT analysis identifies the charity’s strength in having a well-established network of partnerships (Investec, 2023).
Employee engagement surveys are a widely used method for gathering quantitative data on workplace satisfaction and organisational culture. These surveys enable people professionals to identify patterns, trends, and areas of concern that may affect productivity, retention, or morale. The main advantage of this method is its ability to collect data from a broad employee, providing measurable insights that can inform targeted interventions. However, this method is not without limitations. While surveys provide a clear overview of trends, they often lack the qualitative depth required to understand the reasons behind employee responses. To address this, organisations can complement surveys with exit interviews or task and finish groups to gain a deeper understanding of underlying issues. By integrating quantitative and qualitative approaches, engagement surveys become a powerful tool for diagnosing internal challenges and identifying opportunities for improvement (Caldecott, 2022).
1.3 and 1.4 Critical thinking and effective decision-making are vital skills for people professionals, enabling them to approach complex challenges rationally and objectively. It involves several key principles, one being objective and rational thinking, ensuring that conclusions are based on logic rather than emotion. The CIPD Profession Map emphasises the importance of these by advocating evidence-based practice and encouraging HR professionals to critically evaluate information from multiple sources to support sound decision-making (CIPD, 2024). 
Armstrong and Taylor (2017) describe critical thinking as a process of reflecting on data, interpreting findings, and drawing well-reasoned conclusions. Principles such as objectivity, rational thinking, and questioning the validity of evidence help ensure robust analysis. In today’s era of AI and fake news, the ability to distinguish fact from opinion and recognise personal agendas is increasingly critical. 
A practical application of critical thinking is De Bono’s Six Thinking Hats (1985), which provides a structured framework for analysing problems from diverse perspectives. The white hat focuses on gathering factual data, the red hat considers emotional responses and instincts, the black hat highlights potential risks, while the yellow hat explores benefits. The green hat encourages creativity, and the blue hat organises the process and defines objectives (The De Bono Group, 2024).
For instance, in responding to a flexible working request, the white hat might gather policy data, the black hat evaluates risks (e.g., workload redistribution), and the yellow hat identifies benefits, such as improved employee satisfaction. This comprehensive approach ensures balanced and evidence-based decisions that address organisational and employee needs.
Another decision-making process is Kepner and Tregoe’s Model, in which ‘the “problem” is disconnected from the “decision”’ (Mulder, 2023). For example, if an organisation experiences high turnover in specific departments, this process can isolate causes, such as poor management practices or lack of career development opportunities, leading to targeted interventions like leadership training.
1.5 Two ethical perspectives, Deontological theory and Utilitarianism, offer distinct approaches to navigating ethical dilemmas in the workplace.
Deontological Theory emphasises adherence to rules and principles regardless of the outcomes. According to the CIPD (2015), deontologists focus on actions that are ‘permissible and obligatory’ and adhere to existing policies and standards. For example, if an organisation has a policy requiring six months of service for paid compassionate leave and an employee in their fifth month suffers a family loss, deontological ethics would recommend following the policy. While this ensures consistency and fairness in applying rules, the resulting decision may not align with what feels ethically right to all parties. This perspective provides clarity and avoids subjective interpretations, but it may lack the flexibility required to address individual circumstances, potentially affecting employee morale and trust.
Utilitarianism prioritises actions that produce the greatest good for the greatest number of people (Driver, 2022). For instance, in a local authority setting, applying behavioural standards guidance might involve addressing an employee’s inappropriate conduct through formal action to maintain to ensure a respectful working environment. While this approach benefits the majority by reinforcing standards and fostering a positive workplace culture, it may overlook the individual circumstances of the employee in question, such as underlying personal issues that contribute to their behaviour. Despite this limitation, utilitarianism provides a reasonable framework for ensuring decisions align with organisational values and promote collective well-being.
The CIPD’s Eight Ethical Lenses further support ethical decision-making by offering diverse perspectives. The well-being lens, for instance, emphasises creating sustainable and supportive work environments, aligning with utilitarian principles to promote positivity in the workplace. Meanwhile, the rights and duties lens complement deontological ethics by emphasising the importance of respecting individual rights and fulfilling moral obligations. Applying these lenses allows HR professionals to evaluate decisions from multiple viewpoints, ensuring outcomes are balanced, inclusive, and ethical (CIPD, 2015).
Ultimately, both deontological theory and utilitarianism play critical roles in guiding moral decision-making. While deontological ethics ensures consistency and adherence to principles, utilitarianism focuses on outcomes and collective benefit. By integrating these perspectives with tools like the CIPD's ethical lenses, HR professionals can make well-rounded decisions that address both organisational and employee needs.
3.1 A common way to measure financial performance is through Return on Investment (ROI). This metric assesses the profitability of an investment by comparing the cost with the returns it generates (Fernando, 2023). For example, as a HR professional for a local authority, we might assess the ROI of introducing a digital learning platform for employee development. If £80,000 is invested in the platform and it results in a £120,000 reduction in external training costs due to in-house capabilities, the ROI demonstrates the financial value of the investment while also highlighting long-term benefits like improved staff retention and enhanced skills development. This broader impact emphasises the importance of combining ROI with other performance metrics to capture both financial and non-financial outcomes. 
For non-financial performance, organisations can measure stakeholder feedback using both quantitative and qualitative data collection methods. During my time at a mental health charity, we conducted an annual review that incorporated case studies showcasing the impact of our support on individuals. Additionally, we distributed feedback forms to stakeholders, such as partner agencies and community organisations, to assess their satisfaction with our collaboration and services. This approach provided both measurable insights and in-depth narratives about the effectiveness of our work. By combining numerical data with qualitative accounts, the charity identified opportunities to strengthen partnerships and refine services to better meet the needs of both clients and stakeholders. It resulted in identifying a need for an outreach service.
In conclusion, while financial metrics like ROI provide critical insights into profitability, non-financial metrics such as stakeholder feedback offer valuable perspectives on organisational impact and service quality. Together, these approaches enable organisations to evaluate their overall performance comprehensively and align strategies with both financial goals and stakeholder needs.
3.2 People practices add value in an organisation by enhancing business performance, ensuring compliance, and fostering a supportive and productive work environment. As Armstrong and Taylor (2014) identify, these practices include maintenance activities like contract preparation, crisis prevention through effective policy implementation, continuous improvement by addressing organisational challenges, and change management to facilitate smooth transitions during restructures. Through these contributions, HR ensures business objectives are met, provides exceptional administrative services, and champions effective people management practices, thereby supporting both employees and the organisation.
One-way organisations measure the value of people practices is through employee retention rates. High retention rates typically indicate job satisfaction, effective people management, and positive workplace culture. For example, by analysing trends in retention data over time, organisations can identify specific interventions, such as improved onboarding or flexible working policies, that have reduced turnover. This data-driven approach allows HR practitioners to demonstrate the cost-effectiveness of people-focused initiatives. High retention not only reduces recruitment costs but also ensures continuity of knowledge and team dynamics, contributing to long-term organisational success. This is especially important when working in a multigenerational workforce in terms of transferring knowledge when people reach retirement age (Smith, 2024).
Another method to measure the value of people practices is productivity analysis. Organisations can track team or individual output before and after implementing HR initiatives, such as wellness programmes or improved leadership support (Jay, 2023). For instance, in a mental health charity, tracking productivity following the introduction of peer support training for line managers could show a direct correlation between employee well-being and service delivery outcomes. This analysis can demonstrate the impact of investing in people practices on the organisation's ability to meet service demands and achieve its contractual obligations.
Both approaches highlight the concrete and intangible benefits of HR's role in aligning organisational strategies with people-focused practices. By continuously evaluating their impact, HR professionals can ensure they add value to the organisation while fostering a culture of engagement and well-being.








Part two

The clustered column chart was used to compare performance metrics across all departments side by side for Q1 and Q2. This visual format effectively highlights changes and trends within each category, allowing for a clear analysis of departmental performance. For instance, the chart shows that the Logistics Department demonstrated improvement across multiple categories, reflecting positive progress. Meanwhile, the Sales Department maintained consistent achievement, with 100% of employees meeting KPIs in both quarters.

The horizontal bar chart was used to highlight clear performance comparisons across all departments and categories over Q1 and Q2. This layout makes it easy to identify differences in performance metrics across departments. For example, the chart reveals that the Administration Department consistently recorded high underperformance rates, emphasising the need for targeted interventions. On the other hand, the Research and Development Department showed significant improvement in Q2, particularly in "Outstanding" performance, indicating positive progress in this area. This visual representation effectively supports identifying trends and prioritising areas for improvement.

The line chart was used to illustrate performance trends over time, providing a clear visual representation of changes between Q1 and Q2. This approach is particularly effective for tracking progression and identifying patterns across departments. For instance, the chart highlights that the Research and Development Department experienced the most significant improvement, especially in "Outstanding" performance ratings. Meanwhile, the Sales Department maintained steady performance, consistently achieving 100% in "Meets KPI." This visualisation helps to pinpoint areas of growth and stability, supporting data-driven decision-making.
After evaluating the data, my recommendations are as follows:
1. Address Underperformance Systematically
To tackle underperformance effectively, organisations should implement tailored Performance Improvement Plans (PIPs) for employees in departments with high ‘Underperforming’ or ‘Not Quite There Yet’ ratings, such as Administration and Logistics. Actions include conducting one-to-one meetings to identify barriers to performance, such as training gaps or workload issues. Ongoing support through coaching, mentoring, and regular progress reviews should be provided. These efforts not only improve individual performance but also align with a supportive workplace culture, ultimately enhancing overall productivity (Armstrong and Taylor, 2023). However, there are potential risks, including resistance from employees who may perceive PIPs as punitive and managers who may lack the confidence or skills to implement them effectively. The financial implications are approximately £500 per employee annually for resources, time, and training, resulting in an estimated £10,000 investment for 20 employees. Despite this, organisations can expect a significant return, as a 10% increase in productivity could lead to cost savings of up to £20,000 annually (Fernando, 2023).

2. Foster a High-Performance Culture
Recognition is key to motivating employees and fostering a culture of high performance. Organisations should introduce team and individual recognition programs to reward achievements. Actions could include publicly acknowledging outstanding performers through newsletters or awards, offering additional leave days or career development opportunities as non-monetary rewards, and creating peer-nominated awards to encourage camaraderie. Recognising achievements boosts morale, strengthens collaboration, and promotes a positive work environment (Brun and Dugas, 2008). However, recognition programs must be carefully managed to avoid potential risks, such as perceptions of favoritism or the unintended undermining of team dynamics if criteria are unclear or inconsistent (SHRM, 2023). In the UK, organisations typically allocate between 1% and 2% of total payroll for reward and recognition programs, equating to an annual budget of approximately £300 to £600 per employee. For a team of 20 employees, this translates to a total investment of £6,000 to £12,000 annually (Employee Benefits, 2023). Despite these costs, research highlights the significant financial and cultural benefits of recognition programs, with increased engagement leading to better retention and productivity gains (Quantum Workplace, 2023).
3. Leverage Best Practices
Sharing best practices across departments can drive consistency and success. For instance, the consistently high performance of the Sales Department should be analysed and shared with other teams. Workshops and knowledge-sharing sessions can be led by Sales to demonstrate strategies for maintaining consistent KPI achievements. Interdepartmental mentoring, where high-performing employees from Sales coach those in Administration, Logistics, or Research and Development, could also be introduced. These efforts ensure that successful practices are replicated across the organisation. These initiatives not only encourage skill-sharing but also help to build stronger cross-departmental relationships, which are key to organisational resilience and adaptability (Collins and Smith, 2006). However, the success of such programs depends on careful implementation to avoid resistance from employees who may feel their existing practices are being criticised (SHRM, 2023). The financial implications are relatively modest, with workshops and mentoring programs costing approximately £5,000 annually. Despite this, the potential productivity improvements and increased consistency across teams can provide a return far exceeding the initial investment (Serrat, 2017).
4. Support Learning and Development
Investing in training and development programs is essential to address skill gaps and foster employee growth. Specific actions include management and leadership training for supervisors in underperforming departments and role-specific upskilling workshops for employees rated as ‘Not Quite There Yet.’ Mentoring or coaching initiatives can further provide personalized guidance. These measures not only build a sustainable talent pipeline but also enhance employee engagement and capabilities, ensuring the workforce is equipped to meet future challenges (Garavan et al., 2016). However, there are risks, such as low participation rates or poor application of the skills learned, which could limit the effectiveness of these programs (Noe et al., 2021). Financially, UK businesses invest on average £1,500 per employee annually in training and development, which equates to approximately £30,000 for 20 employees (CubeHR, 2023). Despite these costs, research highlights that organizations investing in employee development see significant improvements in employee performance and retention rates, offering long-term financial and cultural benefits (Bersin, 2023).
The table below shows the employees who are set to receive a 4% bonus based on them gaining an ‘outstanding’. The total cost to the organisation is £20,770.
	 
	 
	 
	 
	 

	Team
	Employee Name
	Salary 
	Bonus payment Q1
	Bonus payment Q2

	Administration Department 
	Harry Hunter
	£40,500.00 
	£0.00 
	£0.00 

	
	Sumira Kiiki
	£25,690.00 
	£0.00 
	£0.00 

	
	Lexi Masterson 
	£25,690.00 
	£0.00 
	£0.00 

	
	Robin Bird
	£31,500.00 
	£1,260.00 
	£0.00 

	
	Becky Heron 
	£31,500.00 
	£0.00 
	£0.00 

	
	Wade Duck
	£35,000.00 
	£0.00 
	£0.00 

	
	Saffron Finch 
	£24,000.00 
	£960.00 
	£960.00 

	
	Steve Swift
	£24,000.00 
	£0.00 
	£0.00 

	
	Myna Wren 
	£24,000.00 
	£0.00 
	£0.00 

	
	Sally Starling
	£20,000.00 
	£0.00 
	£0.00 

	
	Petra Gull
	£20,000.00 
	£0.00 
	£0.00 

	 
	 
	 
	£0.00 
	£0.00 

	 
	 
	 
	£0.00 
	£0.00 

	Sales Department 
	Bill Heraclitus
	£48,500.00 
	£0.00 
	£0.00 

	
	Richard Descartes
	£32,000.00 
	£0.00 
	£0.00 

	
	Craig Berkely
	£19,500.00 
	£0.00 
	£0.00 

	
	Gordon Nietzsche 
	£19,500.00 
	£0.00 
	£0.00 

	
	Nicola Bergson
	£19,500.00 
	£0.00 
	£0.00 

	
	Karen Dewey
	£22,500.00 
	£0.00 
	£0.00 

	
	Toni Luther
	£22,500.00 
	£0.00 
	£0.00 

	
	Lee Foxton
	£22,500.00 
	£0.00 
	£0.00 

	
	Steve Platt
	£22,500.00 
	£0.00 
	£0.00 

	
	Liz Hickson
	£24,500.00 
	£0.00 
	£0.00 

	
	Dave Nicholas
	£24,500.00 
	£0.00 
	£0.00 

	
	Jamie Smith
	£20,000.00 
	£0.00 
	£0.00 

	
	Joanne Mansworth
	£20,000.00 
	£0.00 
	£0.00 

	 
	 
	 
	£0.00 
	£0.00 

	 
	 
	 
	£0.00 
	£0.00 

	Logistics Department 
	Izzy Granger
	£41,000.00 
	£0.00 
	£0.00 

	
	Ruth Sixsmith
	£23,750.00 
	£0.00 
	£950.00 

	
	Wendy Boot
	£23,750.00 
	£0.00 
	£950.00 

	
	Sally Rigbye
	£23,750.00 
	£950.00 
	£0.00 

	
	Ian Charnock
	£24,000.00 
	£0.00 
	£0.00 

	
	Chris Walley
	£24,000.00 
	£0.00 
	£0.00 

	
	Liz Parry
	£26,000.00 
	£0.00 
	£0.00 

	
	Suzanne Wells
	£26,000.00 
	£0.00 
	£0.00 

	
	Neil Mansley
	£26,000.00 
	£0.00 
	£0.00 

	
	Jean Livesey
	£26,000.00 
	£0.00 
	£1,040.00 

	
	Lucy Abercrombie
	£26,000.00 
	£0.00 
	£0.00 

	
	Siobhan Wilson
	£19,500.00 
	£0.00 
	£0.00 

	
	Julie Chisnall
	£19,500.00 
	£780.00 
	£780.00 

	
	Rick Lovall
	£19,500.00 
	£780.00 
	£0.00 

	
	Pam Harrison
	£19,500.00 
	£0.00 
	£0.00 

	
	Max Eagle
	£19,500.00 
	£0.00 
	£0.00 

	
	Gill Jamieson
	£19,500.00 
	£780.00 
	£780.00 

	
	Rowina Draper
	£19,500.00 
	£0.00 
	£0.00 

	
	Will Draper
	£19,500.00 
	£0.00 
	£0.00 

	
	Jamie Penny
	£19,500.00 
	£0.00 
	£0.00 

	 
	 
	 
	£0.00 
	£0.00 

	 
	 
	 
	£0.00 
	£0.00 

	Research and Development  
	Ethan Brar
	£32,500.00 
	£1,300.00 
	£1,300.00 

	
	Harrison Briggs
	£32,500.00 
	£0.00 
	£1,300.00 

	
	Steve Owens
	£29,500.00 
	£0.00 
	£1,180.00 

	
	Karen Hancock
	£29,500.00 
	£0.00 
	£0.00 

	
	Annabelle Hayes
	£29,500.00 
	£0.00 
	£0.00 

	
	Ruby Gardner
	£29,500.00 
	£0.00 
	£0.00 

	
	Ellie Riding
	£34,500.00 
	£0.00 
	£0.00 

	
	Laura Jones
	£29,500.00 
	£0.00 
	£0.00 

	
	Tasha Graham
	£29,500.00 
	£1,180.00 
	£1,180.00 

	
	Jennifer Frost
	£29,500.00 
	£1,180.00 
	£1,180.00 

	 
	 
	 
	£9,170.00 
	£11,600.00 



Based on this, I would also add an additional recommendation of reassessing the bonus structure to ensure it drives desired behaviours. Actions include linking bonus payments to performance improvements, introducing team-based bonuses to encourage collective effort, and offering non-monetary rewards for consistent KPI achievers. This approach motivates employees while fostering a performance-driven culture. For example, expanding bonus eligibility to include employees achieving "Meets KPI" ratings in departments like Sales could incentivize continued excellence.
These actions prioritise addressing systemic challenges and fostering employee development rather than focusing solely on outcomes. By emphasising engagement, learning, and goal alignment, HR professionals can drive sustained improvement, cultivate a thriving organisational culture, and strengthen performance across departments.
Performance review survey responses from line managers and employees
Feedback from Line Managers:
Positive trends from the feedback reveal that 49 out of 50 line managers feel confident in applying performance ratings, and 32 out of 50 managers agree they have adequate preparation time for appraisals. However, significant negative trends were identified. A lack of training emerged as a critical issue, with all 50 managers reporting they had not received adequate training for conducting appraisals. Additionally, only 9 out of 50 managers stated they feel comfortable challenging underperformance, while 41 managers disagreed, indicating a widespread lack of confidence in managing underperformance effectively and providing constructive feedback.
Feedback from Employees:
Employees highlighted some positive aspects, with 163 out of 235 employees agreeing that their managers take time to listen to them during reviews. However, significant concerns were raised regarding the lack of clear and direct guidance, with 122 employees disagreeing that their managers provide this. Furthermore, while 147 employees reported receiving positive feedback, 88 employees disagreed, and constructive feedback remains a concern, with 101 employees expressing dissatisfaction. 
These findings suggest inconsistencies in how managers communicate and engage during reviews and my recommendations are as follows:


1. Manager Training
To address skill gaps, organisations should provide structured training programs focusing on conducting appraisals, giving feedback, and managing underperformance. Role-playing exercises and workshops can help managers build the confidence needed to handle sensitive discussions. Training costs are estimated at £1,500 per manager annually, which could be recouped through improved employee engagement and retention rates (Noe et al., 2021).
2. Consistent Feedback Practice
Implementing a standardised feedback framework can ensure consistency and quality across the organisation. Training managers to deliver balanced and actionable feedback will promote fairness and encourage employee development. Implementing a structured feedback framework across the organisation could cost between £500 and £2,000 annually, depending on whether templates and training materials are developed in-house or outsourced (CIPD, 2024).
3. Employee Involvement in Reviews
Encouraging collaborative reviews by actively involving employees in setting their goals and discussing their development needs can increase engagement. Using structured review templates and preparing managers to facilitate these conversations effectively will help align employee aspirations with organisational objectives. Collaborative reviews promote transparency and accountability, increasing job satisfaction and performance (Bersin, 2023).
4. Monitor and Measure Progress
Conduct regular surveys to measure progress in employee satisfaction and manager effectiveness. Use performance trend analysis to track improvements and identify ongoing challenges, ensuring the continuous refinement of processes. Regular employee satisfaction surveys and performance trend analyses should be conducted to track improvements and identify challenges. Leveraging existing survey tools would cost approximately £500 annually, but this investment supports continuous process refinement and enhanced manager effectiveness (CIPD, 2024).
5. Recognise Manager Accessibility
With 163 employees indicating that managers listen to them, organisations should reward and promote managers who excel in accessibility and people management. This not only reinforces positive behaviours but also sets a benchmark for others. Recognition programs could be integrated into existing initiatives, requiring minimal additional investment, while fostering a culture of managerial excellence (Employee Benefits, 2023).
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