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Activity 1- Be able to provide information on performance management activity within an
organisation.

Bluestone (Wales) National Park Resort is a family-run private sector business with nearly 800
employees based in Pembrokeshire (Business Wales 2016).

Employees are key to achieving the organisation’s strategic plans and objectives. Continuous and
effective performance management is vital within our organisation to ensure that employees are
performing to the best of their ability and are striving towards achieving both personal and overall
organisational objectives (Natural HR 2019). This also ensures that open communication is
happening between the individual, their line manager and teams as a whole.

To ensure effective performance management occurs we have several policies and processes in
place.

Bluestone transitioned from ‘forced’ six monthly/annual appraisals in 2020 as they were very admin
heavy with the success depending on the department. Feedback stated that this process left
employees feeling demoralized potentially contributing to increased turnover rates. Therefore, at
the start of 2021, Bluestone launched the 121 process. This focuses on five 1:2:1 conversations (EV1)
between an employee and their line manager, one compulsory and four on an if needed, when
needed basis. Each of these conversations should be based on a different subject:

1- How’s it going? (Compulsory). This should focus on progress/feedback. Morale? Any obstacles?
How am | doing as your manager? At this stage line managers should work with the employee to
compose a Personal Development Plan (EV2/3).

2- ‘Spotlight’ Objectives. If one of the ‘three triggers’ exists new objectives will need to be set. These
should be agreed by both the line manager and employee. The three triggers for spotlight objectives
are:

e Concerning Day Job Gap. At this stage objectives need to be set which would help the
employee get to the right standard.

e Day Job Priorities- ‘Not easy for me’. Spotlight objectives would help increase an
employee’s capability by presenting them with opportunities and areas to improve.

e Beyond Day Job. At this stage, objectives would set employees a bigger long-term challenge.

3- Ideas. Has the employee got any ideas, improvements, or better ways of working? How can they
make use of their strengths?

4- Learning. This enables the organisation to begin succession planning. What training and/or up-
skilling opportunities are needed to develop the individual?

5- Career. What is next for the employee? How do they get there?

In each of these conversations, managers are encouraged to use SMART objectives and ensure all
goals set align the individual’s PDP and organisational objectives. As an organisation, we find that
the 121 process gives managers more freedom in how they structure their check-is and review
sessions as well as having more discretion over promotions (Valamis 2020). | have often provided
timely and accurate advice and information to line managers regarding this process (EV4).

According to Bluestone’s Managing Performance: Guidance for Managers (2020)- if performance
fails to meet the required standards, despite all reasonable development activities then the issue
may need to be resolved in a more formal manner (EV5).






However, a key principle which forms the basis of all performance management in Bluestone is that
‘most people respond better to carrots than to sticks.” In other words, measures to motivate, and
encourage employees are far more effective than those which cause insecurity and/or anxiety. Our
Reward and Recognition policy ensures that employees feel valued and are rewarded for their
contribution to the organisation (EV6). In our weekly newsletter ‘Bluestone @Home&Work’, we
publish a section called ‘star of the week’. This can be any employee/s who have been nominated by
a colleague, manager, or guest (EV7). We also have an annual awards ceremony- the ACE Awards
focuses on Attitude, Culture and Excellence- recognising both individuals and teams for exceeding
expectations and bringing our organisation’s Root Beliefs to life (EV8).

What role do HR, Line Managers, Team Members and Employees play in performance
management in Bluestone?

The day-to-day practice of performance management is primarily a job for line managers (CIPD
2020). In our organisation, the role of HR in performance management is to give advice, make
policies and design standardised documentation used in this process.

HR are responsible for designing the standardised documentation used in the 121 process (EV9). My
role within this process is to collate and analyse data (EV10) at allocated times throughout the year
whilst maintaining quality control.

e Are the 121 conversations being carried out?

e Are these conversations being carried out to the correct standard?

e Are employees getting what they need? In terms of their day-to-day work, training, and
progression opportunities.

Line managers are responsible for the day-to-day practice of performance management (CIPD 2020).
Their role in this includes:

e Completing the 121 conversations with their employees.

e Assisting with PDPs (SpriggHR 2019).

e Delivering positive/constructive feedback.

e Monitoring performance.

e Rewarding good performance through incentives and progression opportunities.
e Manging poor performance through formal channels (Juneja 2015).

Employees must:

e Work towards achieving their goals.
e Take responsibility for their own professional development.
e Accept constructive feedback.

Colleagues have an important role in performance management too by giving feedback and
recognition to each other (Pote 2016).

What sources of information underpin performance management activities?

The Equality Act 2010 prevents individuals from unfair treatment, promoting a fair and equal
society. This applies in employment too- all employees should have opportunity to participate in
training and be encouraged to develop to their full potential.






98 (2) (a) of the ERA 1996 makes capability/lack of qualifications a potentially fair reason to dismiss
an employee. However, the employer must show they have taken all necessary steps before this
including PDPs and performance review meetings.

ACAS detail best practice towards performance management. Organisations should have a:

e Performance appraisal/review system.

e Formal framework for feedback/recognising performance.

e Build a performance-aligned culture.

e Keep it professional, not personal.

e Recognise and reward performance publicly and frequently.
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Activity 2- Be able to support line managers to deliver performance management activities within
the organisation.

The introduction of policies and procedures are a vital part of HR ‘s role in the organisation. They
detail the satisfactory level of performance and the procedure which will be followed if performance
is considered unsatisfactory. This is vital within an organisation as policies detail the threshold for
unsatisfactory performance and how line managers should deal with this in a fair and consistent
manner.

HR are responsible for providing technical advice regarding legislation and regulation within the field
of employment law. HR can support line managers in this process, by:

e Gathering evidence helping to get to the root of the issue. Is poor performance due to
unrealistic expectations? Has the employee been made aware of the concerns? What steps
have been taken to address the problem? Is this documented?

e Encouraging managers to try informal approaches first (Lucas 2018).

e Build manager competence. In Bluestone, each department has a representee who deals
with people issues. This individual and HR meet once a month to discuss managing people
effectively, goal setting, delegating effectively and having challenging conversations. This
supports the line manager and builds on their confidence when dealing with difficult
situations.

e If the informal process doesn’t result in the desired performance improvement, the formal
performance management process (EV11) needs to begin. HR must support the line
manager to carry this out (Dale 2021).

In Bluestone, Human Resources are also responsible for Learning and Development. HR
professionals must support line managers to offer the correct, relevant, and needed training and
development opportunities in a timely manner. To do this, Bluestone utilise a training platform
called Flow (EV12). Training is unique to each individual, their job title and long-term development,
with the line manager and HR working collaboratively to decide their training needs and subsequent
training modules.

To do this, line managers require support and guidance from HR as they can recommend best
practice, discuss specific issues, and provide technical advice regarding laws and legislations
(Armstrong and Taylor 2016).

What is my role in supporting line managers’ capability to deliver performance management
activities?

My role in supporting line managers to deliver performance management activities involves
providing timely and accurate information and advice (EV13). Whether this be directing managers to
our performance management policy which can be found on the intranet or recommending a course
of action to manage performance.

Additionally, as a HR profession, one of my main roles in performance management is to provide
admin support for the 121 process. At allocated times throughout the year, | collate and analyse
data gained through our performance conversations (EV14). This is then submitted to the Head of
Department who conducts a sampling exercise to ensure these conversations are being conducted in
a fair and consistent manner. | am also responsible for maintaining quality control:

e Are the 121 conversations being carried out?
e Are these conversations being carried out to the correct standard?






¢ Are employees getting what they need? In terms of their day-to-day work, training, and
progression opportunities.

Setting and reviewing objectives falls to the line manager and employee. When we implemented this
process at the start of the year, we decided three triggers. Line managers are encouraged to use
these, and base objectives based off them:

e Concerning Day Job Gap. At this stage objectives need to be set which would help the
employee get to the right standard. At this stage, we encourage line managers to carry out a
Performance Improvement Plan (EV2), HR play a role in advising, overseeing, and reviewing
this plan and the employee’s progress.

e Day Job Priorities- ‘Not easy for me’. Spotlight objectives would help increase an
employee’s capability by presenting them with opportunities and areas to improve.

e Beyond Day Job. At this stage, objectives would set employees a bigger long-term challenge.

HR conduct random spot-check on both the 121 process and objectives set. It is important that these
objectives align the employee, team, and organisational goals. This is what makes a company, a
High-Performance Workplace. LSA Global found that aligned organisations are 72% more profitable
than those that aren’t, along with improved employee engagement, retention, and customer
satisfaction (Ryba 2021).

Part of my role within performance management involves training and coaching line managers. |
have organised training sessions based on the 121 process (EV15). Additionally, if an employee
identifies a development need in their PDP, | work to source training or coaching opportunities
which may assist them in achieving this aim.

When performance fails to meet the required standards, despite all reasonable development
activities then the issue may need to be resolved in a more formal manner such as through the
capability and performance policy/procedure (EV16). My role within this is to work with the line
manager to advise, decide on a course of action and support them during this process to ensure a
fair and reasonable decision is made. | also act as a note taker during formal performance meetings,
these are made available to the parties presenting following the meeting. A letter detailing the
outcome of the meeting (EV17) will then be sent to the individual which is also stored on their
employee file (University of York 2011).

How do we manage/store performance & development review information?

The Data Protection Act 2108, GDPR and other legislation governs data protection in the UK. This
impacts everything HR does, including performance management (CIPD 2021). In Bluestone, we have
a Data Protection Policy (2011) which details the way be keep personal data about our employees
(EV18). As an organisation, we only obtain, keep, use, access, disclose or destroy information about
our employees which is necessary to manage or administer the relationship between employee and
organisation. Employee records are stored within a restricted area on the company’s IT system, only
available to the HR team as they have a legitimate reason to see it. Some examples of information
maintained about employees to comply with both legal obligations as an employer and Data
Protection laws include but aren’t limited to:

e Important dates and records created during employment.
e Details of specific skills, qualifications, and training record.
o Application form, appraisals, and disciplinary and grievance records.

Our employees are entitled to request to see the information we maintain about them.
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Activity 3- Be able to assess the impact of performance management activities on organisational
performance and make recommendations for enhancement.

A performance review is a formal feedback mechanism in which line managers assess an employee’s
performance (Qualtrics). The purpose of this is to:

e |dentify an employee’s strengths and weaknesses.

e Offer constructive feedback.

e Assist with goal setting for future performance (Qualtrics).
o Help employees understand what is expected of them.

e Recognize high performing employees.

¢ Encourage growth and development.

e Correct issues before they become insurmountable.

e Communicate expectations (BambooHR 2019).

Part of a performance review includes implementing Personal Development Plans (PDP) for
employees to help improve their performance (EV2). This is a structured framework helping
employees achieve everything identified in their performance review.

In Bluestone we use the 121 process (EV1) as our framework to complete performance reviews. This
method uses five conversation starters to assist line managers in analysing an employee’s
performance. These are:

1- How’s it going? (Compulsory). This should focus on progress/feedback. At this stage, line
managers must work with the employee to create and implement a PDP.

2- ‘Spotlight’ Objectives. The line manager and employee should work together to create objectives
using SMART.

3- Ideas. Has the employee got any ideas, improvements, or better ways of working?

4- Learning. What training and/or up-skilling opportunities are needed to develop the individual?

5- Career. What is next for the employee? How do they get there?

This is based off Baker's Five Conversations Framework (2013). This framework suggests five
separate conversations, each focused on a different aspect of performance at work. These could all
form part of a formal performance appraisal, so what is different? Baker suggests that the Five
Conversations Framework is more flexible, focused, and frequent requiring a more informal
approach.

In practice, does this serve any useful purpose in our organisation? According to Taylor (2016) strong
performers will do well and a weak performer poorly regardless of how often/formally they are
appraised. It is difficult to analyse the effectiveness of the 121 process and the impact it has on
performance as it has only been implemented in Bluestone since the start of 2021, One thing, we do
know is that the extent that 121 conversations occur depend massively on department and their
manager/s (EV19). This is something that needs to change otherwise, Bluestone is missing the
opportunity to develop and support their employees.

To performance manage line managers and HODs, Bluestone could in the future use 360 Degree
Feedback. This process involves obtaining anonymous feedback from both colleagues and
supervisors using online questionnaires. 360 Degree Feedback would build on our company culture
which is to be ‘open and honest’ with each other (Qualtrics).






How do organisations collect and analyse performance data?

The quality of gathering, monitoring, and evaluating data relies on the organisation’s ability to
collect and analyse quantitative and qualitative data. Gathering data on employee’s performance is
important because:

e |dentifies, provides evidence, and confirms an employee’s weakness.
e Establishes baseline measurements.

e Increases motivation.

e |dentify performance strengths.

s Measure success of improvements made by employee.

e Plan targets.

e Setshort/long term goals.

e Monitor progress (BBC Bitesize).

Monitoring performance is a crucial element in all organisations to identify how effective employees,
teams and departments are and how this can be improved. To monitor performance, organisations
could:

e Observe their employees and/or team/s.

e Create work/induction plans.

¢ Provide feedback.

e Encourage and provide training opportunities (Lang 2021).

How does Bluestone collect and analyse data?

When managers have completed the 121 conversation/s with their employees, they must submit
this information in an Excel Spreadsheet to Human Resources. This is then collated and analysed
(EV14) at allocated times throughout the year, whilst ensuring quality control:

e Are the 121 conversations being carried out?

e Are these conversations being carried out to the correct standard?

e Are employees getting what they need? In terms of their day-to-day work, training, and
progression opportunities.

This gives us the opportunity to identify trends, themes, and patterns- including any workforce gaps
which may require additional support from HR. This can include advice, training and/or coaching
opportunities. Analysing evidence also allows us to ensure that the 121 process and objectives set in
this procedure align with organisational aims. Ensuring we are all striving to the same goal, makes
our company a High-Performance Workplace.

How do performance management processes support high performance working (HPW) and
contribute to sustained organisational performance?

Seeking to improve and maximise employee performance in the workplace is a central objective of
HRM. High Performance Working (HPW) can be defined as a ‘bundle of distinct human resource
management policies and practices introduced in an organisation at the same time and are mutually
reinforcing’ (Saridakis, Lai and Cooper 2016) The precise combinations of the bundle have never
been agreed but it is recommended that they should include practices that promote employee
commitment and involvement creating superior organisational performance.






High performance work practices involve a huge investment in human capital to empower
employees through developing their skills, motivation, and knowledge. In return, employees expect
that their employer will provide them with the opportunity to deliver input in the workplace (Van
Buren & Werner 1996). This empowers employees, encouraging them to adapt quickly in turn
improving efficiency and performance (Becker & Huselid 1998).
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Evidence

Evidence 1- Employee briefing for the 1:2:1 process.
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Areas to achieve this? support will I need? success criteria | for review and
be 2 completion
Evidence 3- Email sent to a line manager regarding Personal Development Plans
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: 3 :“rd\“::::m P Sl A ¥ ®  When thinking about your role, make a note of the elements that you really enjoy doing and feel that you are able to perform | |

3 S Malltra - Human Resources ~“ at your best.
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Kind regards.

Conversely, make @ note of the elements of the rofe that you do not particular enjoy, or that you find challenging and what

Make o note of your key strengths ond how you are oble to utiiise these in your role and where you hove hod success.
Make o note of development necds or gaps in aubject matter expertise that you have identified for yourself, together with any
" rmeasures or octions you have token or could take to meet those development needs.
What feedback would you have for me so that | can better support your development.
Think obout areas that other Leaders could support you and your development.

Laoking forward to supperting you all with your POP and enward development ©

Evidence 4- Email showing reminders given to line managers regarding the 1:2:1 process.
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Wl
4 Please could you aim ta return this to me by Friday 6 August 2021
e Thank you in advance for your lime and we look lorward Lo your responses
Any queries - please gel in touch.
W8T % -

3899 Nems
n L Type here 1o search




Evidence 5- Bluestone’s Managing Performance Policy.
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Evidence 7- Star of the Week

s mimmiamernia [ bluestene

We wre et and by i
a0d are
‘commously impraYing our understanding and Fapertne
Teamwork

W achire thrgugh chear and pastive communiation in 2 gur
relationships.

Award Categories

True Ownershig {Osivering Encellente Award] - Tha s about Laking ownership 10 improve ourselves,
, 0w ey

Geruing Care (WOW The Guest Award] « Tha & 3boul demonsiraling gesuine tare by Pulting owr

guests a1 tha heart we do

Grow a1 3 team (Leadersiip Award) - The goal of The Bluestone Way i 10 develop our peogle in a

wiry that reflects owr company culture and values.

Can du {Attitude Award) - Thes is aboul turming & challeagmg Stustion into & posilive outcome,
31 3 PoFtive 3pG Bach T B ing

The Bluesions Wy {Employes of the Yea Award] = An sndmdual who 15 tlearly a role model Lor ol
of The Bheestone Way valies #nd who consntently dekvers to 3 high level of performance for the
brawh of guests andfor mternal customen.

Volunteer/fundtaner of the Year Award. This is about supporting the Blusstone Foundation snd

CEO's Inrwation Award. THS award recognises whive an ndwidual o Lesm has demoniteated
striving towards ‘being the best by looking for better ways of domg things, though creatvity,
forward thnking and learning.

Nominations
Not everyone will be able to win, 50 we're looking for those who are exceptional, here are 3 few
posters 1o help

We are Tooking for evidence of
+ outstandng leadership
o estenent guest lotws
v divng commercal beneht

Aaoual Awards Event

AN nominations will be hully 31rssed Defore 2 shortint i rieased.

A shortbsted nominees wil be swited 1o 3 eachubve awards ceremony at Plas Hyliyd Hotel in
Narberth on the evenng of Wednesday, 29th September bar 3 prestigious teremony, énner, and
dance! Winmers wil v retenve 3 generows £1,000 prce, 3 iphy, and 3 Certificate of Achievement.
E3ch Rurner-uup wib aho receive £250 and a Certificate.

173 P0T3) Creste SUDHITIE Lo bt QDR 0L st v G358/ 101) Owrgr, G2mobonn 3

blucstone |

Arwane can nominate an indrdusi o7 team for the sward at sy bme. 3 are not, howeer
allowed o rominate themsetves. Thank you letters and Cal HOM EUESES 31ve ather servece Users,
suppliors, #1c may form the Basis for 2 norrnation.
o kmits are placed oa-

®  The number of nominations a peron may make

«  The rumber of occations an employer is nominated o 3 sweard
The numbee of swaeds recved by a0 indhvidud! ephayee wil be Hited 10 60 s award.
To ensore that we are able o propady ecognise 3 SCEVETWALY XIORS Why. bysginsy, propie

i 3ame activty o achi Wt the year,

Employees can norminate any othes smployee. Extept for thew BArLAET 01 8 Meerriter of the fpmiy

Eonplorees b rernded that they imust Gy nominete peope they have direcy
work for which the RombAsbon i big made. 5

A H e
Tt forvens i s
Employes Recognition Panel
* Contribute tn and wpport the deveiopment ard IMBEMENIINGA of the g
Recognition Scheme i
+ Understand the cri et o gy
* Recene eng n 'orua.gml

* B4 transparent in thei decisions

Monitaring of the Scheme
UknﬂtuKmmlhmmmmwwuﬂmmmdmmmmum
Management Team
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Evidence 9- Standard 1:2:1 Documentation
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Evidence 10- 1:2:1 data collated via Excel Spreadsheet
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Evidence 11- Bluestone’s Performance Management Process
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STEP L

1
2

3

STEP2
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Evidence 12- FLOW- Bluestone’s training platform

Bt memn

L S -

Performance Capabiity: guidance for managers.

Manager 1o raise the issue with the HR Officer

HR Offites 10 meet with the manager and Mmanage process, MR OFicer 1o hase with L&D
team d traung interventions ar requeed, f ssue iy related 10 perlormance. ¥ e 1
condust refated, refer to the drsciphnary process

H performance capabehty reated, Manager 1o dotument an improvement plan with
objectrves wheth must be S MART.

Manager 1o meet with employee To Jgree plan 3nd ensure employes LnoersTands what i
eapected of them, and isswe an wmprovement notice for an approprate Lme frame,
depending upon the nsue

Manager to mondor plan with employee 2 regular infervals 1 ¢, weetly/b weekly, AL the
end 0f the improvement notice, Managed 1o notfy MR f the plan s been successful

I there 3re insuffic:ent imprevements, Managef to imnte employes 10 a formal capabrity
Hrrew meeting in which & member of Human Resources wil attend No deciion is made 35
10 the cutcome of the meeting unti the meeting s beld.

Has every avenue been eshausted? I not, review peassibility of extending the glan. Il yes, g
tosTir

Time frame made clear and lefter 1o con neeting, imncluging i
mprovenents not made.

A warning may be nsued in wiiting and will be e for 3 period of 12 menths, If sufficent
Imprevements have ol deen made, or  there s & relapss in performance in this time, the
employee shouid be aware 3 further Tormal capabiity review may be uadertaken, and there
could be 3 possibility of dimussal.

Tre employee will have 3 right of sppeal, which should be made in writing within S working
dars of recesving an outcome

1 H thert are insufficent impravements. Manager la wweile employee to 2 foimal
Capabitly rewew meeting n which 3 member of Human Resources will atiend. No
decisian s made 24 10 the oulcome of the meetng unzi the meeting i held. 1t may be
necessary ta appoint an independent manager 1o hear the capabiiity review H this 1y the
case, This will be eapiained 10 The employee toncemed,

2 Has every avenue been exhausted? 1 not, revew possibilty of extending the gl Time.

trame made clear and letter to contem outcome of meeting, mctuding what happens 4

IMprovements not made.

H 3 s of support hime been erhausted and there s insulfcient impravement, the

employee may be dismitied

4 The employee will have 2 right of appeal, which Shou'd be matde 10 witing with 5
working Gays ol recemng 30 sutcome
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Evidence 13- Email showing advice given to line managers regarding performance management.

This is an email following a phone call with a line manager regarding the best way to proceed with
some employees. The below is the course of action we agreed:

Disciplinary
EM- Absences
CP- Performance

Probation
SL- Final meeting W/C 20/09/2021



AD- Performance- probation extended until 21/09
TG- Performance review
AP- monitor performance

It is difficult to publish the full content of this email, due to confidentiality.

Evidence 14- 1:2:1 data collated via Excel Spreadsheet
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Evidence 15- Screenshot showing 1:2:1/Performance Management training- booked by Carys
Ratcliffe in the Village Hall (our Training Room).

The Village Hall - The Bluestone Way - Training

Custam Commands
: } 4 Version History & Alerl Me
X S Mansge Peanssions
£dit
Hern X Delete ltem
Manage Actions

Title The Rluestone Wiy - Training
Location Village Hall
Starl Time 2R/09/2021 09:00

End Time 268/09/2021 14:00

Description
Category Meeting
All Doy Event

Recurrence

Workspace

Content Type: Lvent

Crewted it 31/08/2021 12 1.>!;y1
Last modifed 2t 31/U8/2041 12:12 by

Evidence 16- Extract from Bluestone’s Capability and Performance Policy/Procedure



1.1.1- Bluestone maintains a capability and performance policy designed to be used instead of the
Disciplinary procedure where you are believed to be genuinely unabfe for whatever reason to
perform your duties to the required standard. In such circumstance Bluestone acknowledges:

e That warnings although important, may alone fail to bring about the required
changes in performance of behavior.

e [t has a responsibility to provide training, support and assistance to help you meet
the standards required.

e The need to distinguish between conduct related performance issues and ability
related performance issues.

1.1.2- Performance problems and the operation of this policy will vary from individual case to case.
Although the response to a particular situation may be different on each occasion, Bluestone
will deal with all performance matters in a fair and reasonable manner.

Evidence 17- Performance Outcome letter. This is sent following a performance management
meeting.

20 September 2021

Private & Confidential

NAME

WORK ADDRESS / LOCATION IF IN WORK

(ONLY HOME ADDRESS IF UNABLE TO DELIVER AT WORK)

Dear NAME,

Outcome of Disciplinary Meeting: MISCONDUCT / PERFORMANCE

Following the disciplinary meeting on DATE at PLACE, | write to confirm you were issued with AN
IMPROVEMENT NOTICE / A FIRST WRITTEN WARNING/ A FINAL WRITTEN WARNING. The warning
will remain on your file for 12 months.

To summarise, the reasons for the warning being given relate to your misconduct/performance, in
particular:

e BULLET POINT REASONS CLEARLY

An immediate and sustained improvement is required. Should there be any more relating issues for
the duration of the warning, further disciplinary action will be taken. (INCLUDE THE FOLLOWING
SENTENCE IF ISSUING A FINAL WW ONLY>>>) As you are at the final stage of the disciplinary
process, this means the next step would be a dismissal.

Please refer to the Employment Handbook and the Disciplinary, Appeals-afi@&rievance Policy for
further information.

You have the right to appeal this decision. Your appeal should be put in writing to the People
Services Manager within 7 days of the decision being made.

Yours sincerely,



NAME
DISCIPLINING MANAGER’S TITLE

DEPARTMENT

Evidence 18- Bluestone’s Data Protection Policy
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Evidence 19- Screenshots of Excel Spreadsheet and how this varies by department and/or

manager.
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These are poor examples as no data or dates have
been inputted. We are therefore missing the
opportunity to converse with these employees.
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