1.1 
The term “evidence-based practice” was first used within the field of medicine in the 1990s, but has since been translated to many other fields including HR management, to refer to the approach of using robust and credible evidence to justify views and decisions within the field. When combined with logical reasoning and the application of critical thinking (see 1.3), evidence-based practice is believed to be of moral significance to high quality HR management as making managerial decisions based on poorly sourced evidence, or none at all, can sometimes lead to disappointing or undesirable outcomes that determine the success of business and the livelihoods of those affected (Barends et al., 2014). Taking the best available evidence into consideration is a principle that can be used to support decision-making and heighten the quality of work, however it is not always implemented across the board by HR practitioners, a concept sometimes referred to as the “research-practice gap”. In a 2017 study, it was found that despite having positive attitudes towards evidence based practice, managers were far more likely to use the most readily available information such as personal experience, intuition and knowledge acquired through formal education than they were to use scientific research and peer reviewed academic journals (Barends et al., 2017). Furthermore, the “knowing-doing gap” describes the gap between intention and action when managers fail to implement successful performance strategies despite having attained the relevant information (Pfeffer and Sutton, 1999).
There are frameworks that outline how and where to begin conducting evidence-based practice. The “Six Steps” breaks down evidence-based practice into six steps; Asking, Acquiring, Appraising, Aggregating, Applying and Assessing. Firstly, the issue at hand must be converted into a question, then information and evidence must be gathered, and critically appraised and pulled together before being incorporated into the decision-making process. Finally, the outcome of the decision must be evaluated after the fact and the lessons drawn should highlight what worked and what didn’t. The lesson learned will leave managers better equipped for the next problem they face (Barends et al., 2014).
There are four categories of evidence that should be considered by a practitioner in an evidence-based approach, known as the “four sources”. The first is “scientific evidence”, which refers to the findings of scientific research published in academic journals. Academic literature is an excellent source as it is anonymously scrutinised by specialists in the field and extensively redrafted before publication. There are reports and studies that have been conducted on many relevant topics from employee recruitment, retention and incentivisation to effective communication to name a few, that can help inform decisions (Barends, 2014). Topic areas outside of management that people practitioners may find relevant include neuroscience, occupational psychology, sociology of work, behavioural and labour market economics, employment law, business ethics, business history and human geography (Taylor and Woodhams, 2016). It’s important to bear in mind that new research is constantly being produced therefore it’s imperative to verify that the sources used are credible and up-to-date. 
The second type of evidence is “organisational evidence” which includes quantitative and qualitative research gathered internally, whether it is financial statistics from the database or the results of customer and employee surveys. This evidence is easy to access and is key to identifying the issues within the organisation that are in need of attention (Barends, 2014).
Thirdly, there is “experiential evidence” which is the specialised experience and judgements of other professionals within the field. This can be applied effectively when looking at the actions taken and the critical reflections made by other HR managers and practitioners in similar situations to the current issue (Barends, 2014). 
Finally, “stakeholder evidence” refers to the values and concerns of stakeholders; those who are impacted by the decisions, which can include internal stakeholders such as employees, managers and board members, or external stakeholders such as customers, suppliers, shareholders, the government and the general public. This type of evidence is pertinent to gauging the reaction and reception of HR decisions, and ensuring that they are ethical (Barends, 2014).
In order to achieve the most desirable outcome, research should include a balance of all four sources.
1.2
PESTLE is an acronym that stands for Political, Economic, Social, Technological, Legal and Environmental, and it is an environmental scanning tool that is used when framing a problem. The aim is to encourage managers to think about the organisation within the context of the 6 macroeconomic variables,  identifying their impacts on the evolution of the company. When applied effectively, it can help identify where preventative measures need to be taken in anticipation of future obstacles, and can even be key to spotting what aspects of the organisation could be improved to gain advantage over competitors (Marmol et al., 2015). 
There are endless potential variables, which could lead to analysis paralysis i.e too much to focus on, therefore it’s important to consider the “pivot variables” only, i.e the variables that will have the most impact on the structure of the industry or market, as these are where issues and opportunities arise. When using PESTLE it may be found that particular external factors have overlap and may fall under two or more categories (see figure 2.). 
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Figure 2

The PESTLE tool prompts a look at the political, economic and socio-cultural trends of the state that the organisation operates within, the technological advancements that could advance the business, and the applicable legal and environmental regulations that the business must comply with. Due to the limitations it is recommended to use PESTLE alongside other analysis tools such as SWOT analysis, Porter’s five forces etc (Marmol et al., 2015).
Surveys are a method of diagnosing problems and issues internally. Surveys give employees a voice to express their views on the company anonymously and reflect what is going on in the company including issues that need to be addressed that managers may have been unaware of. Surveys can be ‘open’, allowing respondents to write their own response, or ‘closed’ with multiple choice or ‘yes/no’ questions. They are cost-effective, and can be implemented quickly as respondents can complete them in their own time, rather than having allocated time slots as needed for interviews. However, surveys lack the benefit of enabling managers to prompt respondents for more information and it is difficult to ask complex questions. Too many surveys or poorly designed questions can lead to ‘survey fatigue’, leading to fewer respondents overall. Despite its limitations, the anonymous nature of the survey allows employees the freedom to express their views and so long as the right questions are being asked, surveys can cast light on issues, problems and opportunities within the organisation (Taylor and Woodhams, 2016; CIPD, 2023)

1.3 
Critical thinking (CT) is a skill that is becoming an essential today’s job economy and across many fields in academia (Shaw et al., 2019; Lai, 2011) and can be defined as “actively exploring alternatives, seeking understanding and testing out assumptions” (Rosseau and Barends, 2011). At its core, it is the questioning mind-set that drives a thorough and well-reasoned argument. CT is comprised of an assortment of skills and competencies, including but not limited to analysis, reasoning, judgement, evaluation, interpretation and decision making coming together to produce an objective and rational exploration of a subject (Lai, 2011; Shaw et al., 2019).
In order to apply CT to research, it is important to apply the questioning mind-set by analysing arguments, and actively searching for claims that contradict this in order to get a full scope of the varying viewpoints and evidence available and avoid cognitive bias. This is also useful for identifying gaps in research. Critical thinkers must be able to identify what is an assumption or an opinion, what is uncertain and what is a proven fact. Thus, CT involves an ability to digest information and understand terminology (Lai, 2011).
Additionally, the validity of the source of evidence must be brought into question. Sources that are biased, agenda driven, or “fake news” will not provide a credible base of information. Tools such as the RURU framework (is it Reliable? Is it Up-to-date? Is it Relevant? Is it Useful?) may be useful in critically identifying what sources are applicable to your research, and gauging how trustworthy they are (BBC; Lai, 2011). 
In order to think critically, it’s essential to have an open and inquisitive mind, and a desire to be well informed. CT is not about confirming personal beliefs and bias, but rather taking on board a range of viewpoints and perspectives and forming a fair and unbiased evaluation (Lai, 2011).
1.4
Decision making processes assist people practitioners executing effective decisions. The “Six Thinking Hats” coined by Edward DeBono represents six different approaches to guide thinking and discussion when faced with a problem. Each hat can be used singly when a specific type of thinking is required, or in sequence to explore a subject or solve a problem, and could be an effective framework for structuring a meeting or group discussion within a business (DeBono, 1985; Kivunja, 2015).
The white hat represents information; hard facts and figures as well as the opinions and feelings of others. It is used to collect information and highlight the information that is missing. The red hat allows space to express emotions, feelings and intuition. Emotionality can be seen as the opposite of rationality, and intuition is not always right, but under the red hat there is space to express and explore the feelings of those involved. The black hat is where risks, difficulties and problems that may come up are identified; it is used to think critically and point out any potential obstacles in the proposed courses of action. The yellow hat signifies optimism, opportunity and value-seeking. It is used to explore benefits and positive speculation, but should be justified and logical to avoid being unrealistic. The green hat represents new ideas and creativity, used to put forward possibilities and can be used to generate solutions for any problems outlined under the black hat. Finally, the blue hat represents metacognition or “thinking about thinking” and the management of the thinking process. It is used to set an agenda and ensures that the decision-making procedure is disciplined and strategic. It monitors the remaining hats to ensure that their use is balanced and proportionate, and points out which areas require more thinking (DeBono, 1985; Kivunja, 2015).
The hats are useful in decision-making as they simplify the process of assessing the full scope of a problem by breaking it down into six manageable areas of thinking, allowing thinkers to tackle one thing at a time. It also ensured that discussions aren’t dominated by one form of thinking, and prompts switches in approach (DeBono, 1985; Kivunja, 2015). 
In Adair's 2016 book “Decision Making and Problem Solving”, he defines decision-making as “deciding which action to take”, usually involving a choice between two options. He outlines a 5 step decision making model that he describes as a “fairly natural sequence of thought” that one might subconsciously follow even in the absence of the formal framework. Those steps are as follows:
 “1. Define the objective
2. Collect relevant information
3. Generate feasible options
4. Make the decision
5. Implement and evaluate”
To assist with step 3, the lobster pot theory illustrates how a few feasible options are ruled out to two alternatives and eventually a chosen course of action; this is done by weighing up the relevant information or the evidence collected in step 2 (see figure 3).
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Figure 3
When making the decision, Adair recommends establishing a selection criteria and grouping them into categories based on the level of priority, or “must”, “should” and “might”. “Must” represents the non-negotiables, and a course of action should not be taken if it does not meet this criteria. “Should” and “might” represent highly desirable and pleasant additions respectively. At this point an organisation might benefit from weighing the pros and cons, consequences, risks and expected gains (Adair, 2016). 
Finally, the implementation and evaluation stage mirrors the six steps and many other models by incorporating reflection as part of the process. This is where lessons can be identified, refining the process for future use (Adair, 2016)
1.5 
As human resource managers (HRMs), understanding ethical perspectives is important as decision-making guidelines based on theoretical foundations and a strict code of ethics are more robust, consistent and ethically sound than guidelines without. Ethical behaviour is important to maintaining good relations with the workforce, and is a part of what determines the reputation of the organisation at large (Taylor and Woodhams, 2016; Waite et al., 2010). This report will focus on utilitarian and deontological ethics. 
Utilitarian ethics proposes that the main focus should be generating the greatest good for the greatest number of people and maximising well-being and happiness amongst all stakeholders, or as many as possible. The Deontological approach is an ethical theory that uses rules to distinguish right or wrong. The formation of guidelines under the deontological approach determine which actions are moral and which are not regardless of their consequences, however, under a utilitarian approach, it is the outcome itself that is judged for its morality rather than the actions which led to the outcome (Waite et al., 2010; CIPD, 2015; Alder et al., 2007). 
Utilitarian ethics may be applied strategically when allocating resources under budget constraints; managers may prioritise funding projects and departments that provide the most profit and long-term growth for the organisation, while cutting costs in other departments in order to maximise the benefits for all stakeholders. This ethical approach can sometimes be unpopular as a small minority will be unrepresented (Akinyele, 2024).
A deontological approach to decision-making promotes compliance with rules and legal regulations, a focus on the principles of honesty and fairness, and the rights of employees, regardless of whether or not the outcome could be improved by breaking any of these codes of conduct. This can sometimes lead to financial losses or operational inefficiencies, however, the strict and consistent adherence to this form of morality instills a reputation of integrity, trust and credibility within the organisation (Akinyele, 2024; CIPD, 2015)
Each perspective has its own advantages and limitations, therefore a balanced and integrated approach utilising both perspectives is recommended.
3.1
Financial performance in an organisation can be measured through profit margins. Profit margins are key indicators of performance; a high margin indicates effective management of expenditure and good revenue generation. These margins can be benchmarked with industry peers to assess competitive placement and identify areas for improvement. This report will focus on gross profit margin and net profit margin. Gross Profit Margin identifies the percentage of revenue leftover after taking away the cost of production. This indicates the profitability of the product solely. Net profit on the other hand refers to the revenue leftover after taking away all costs for the business, including production costs, operating expenses, interest and taxes. This gives an all encompassing indication of the health of the business as it includes all costs (Stobierski, 2020; Majka, 2024).
High gross profit indicates a good product and production process, and net profit margin indicates a well-functioning business. High profit margins are what attracts investors, as a stable and successful organisation makes for a better investment. Declining profit margins signal that there is an issue such as operational inefficiencies, or inability to adapt to external factors like rising expenditures. Profit margin is crucial to guiding strategic decisions and diagnosing financial issues within the organisation (Majka, 2024).
Adherence to environmental regulation is a nonfinancial performance measure that is integral to organisations. Due to global warming, climate change and other environmental issues there is an ever-increasing call for sustainable development, resulting in environmental regulations and standards being written into legislation, such as the Environmental Protection Act 1990 and the Hazardous Waste Regulations 2005 that businesses must adhere to in order to ensure the continuation of legal operation (Wilson et al., 2008). 
Following a lack of standardisation for measuring corporate environmental performance, a project funded by the European Commission called Measuring Environmental Performance of Industry (MEPI) was the first attempt to set a standard for measuring environmental performance. It did this by devising a list of key indicators, that included environmental variables such as CO2 emissions, energy use and water consumption, and benchmarking organisations within the same sector by conducting quantitative analyses based on publicly available information (Tyteca, 2002; Olsthoorn et al., 2001). 
Aside from this approach, another method of auditing environmental compliance would be to take a “regulation-specific” approach, which involves devising a list of indicators based on the prescriptive details of the relevant legislation and all of its amendments, as well as considering the intent behind the regulations, then applying them when conducting site observations, paperwork checks and staff discussions (Wilson et al., 2008). 
3.2
“Adding value” refers to the efforts HRMs make in order to maximise commercial value beyond the expected basic administrative tasks, focusing on improving the performance and efficiency of the business. When focusing on maintenance and crisis prevention activities, HRMs can contribute to the attainment of a competitive advantage if the organisation manages to perform more efficiently, but this only adds short term value. Long term value can be added through focusing on the implementation of continuous improvement activities and change management; implementing newer, better, innovative or cost-effective strategies that energise employees and appeal to customers (Taylor and Woodhams, 2016). Employee development through firm-specific training is one example of how people practitioners can maximise the potential of human capital, in order to ascend from competitive parity to competitive advantage, and can help with employee retention which is beneficial in the long run. (Samudhram et al., 2008; Barney and Wright, 1998)
Measuring the value of HR can be difficult as it often comprises intangible assets such as human and intellectual capital, which is difficult to quantify. However, models such as human resource accounting (HRA) and balanced scorecards can provide measurements of the value of HR.
HRA is a means of attempting to quantify human resources value through analysing human resource costs, investments and outcomes, allowing managers to justify costs and requests for further expenditure in this department. However, predicting future outcomes can sometimes be difficult, and there is the ethical dilemma of putting a price on people which leaves many individuals against the use of HR accounting (Johanson, Eklöv and Holmgren, 1998; Samudhram et al., 2008).
A balanced scorecard is a document that is used by HR professionals to illustrate the firm's overall strategic objectives, by setting out performance measures focusing on four “perspectives”; customer, financial, internal business process and learning and growth. Each department has its own scorecard with individual specific functional activities, that all tie in to the organisations common goal. This can be used to track and compare the progress of each department across the organisation (Taylor and Woodhams, 2016). Some organisations that use a balanced scorecard method include Sears, AT&T, and Eastman Kodak (Yeung and Berman, 1997), however, they can be costly to implement and top management support is required for a successful implementation of this method (Johanson, Eklöv and Holmgren, 1998).
















2.1 
Performance Review 
Below are the results for the performance review presented in percentages within charts. Employees who were absent have been taken into consideration when calculating these percentages. 

 

These are the percentage results for the administration department. It is important to note that there is some data missing here; the first quarter contains results from a total of 11 employees, whereas the second quarter only measures the result of 10 employees.






The sales department produced no “outstanding” employees, however every single employee met their individual KPI. The consistency of the results raises the question if employees are being genuinely assessed, or if the same indicator has been given to each employee without review. 









These are the percentage results for the logistics department. The logistics department produced the most outstanding results of all departments.







These are the percentage results for the research and development department. In the second quarter, there were more outstanding results than any other KPI.








2.2
	Employee Name
	Salary
	Department
	First Quarter Bonus
	Second Quarter Bonus
	Total Bonus

	Robin Bird
	£31,500.00
	Administration
	£1,260.00
	N/A
	£1,260.00

	Saffron Finch
	£24,000.00
	Administration
	£960.00
	£960.00
	£1920.00

	Ruth Sixsmith
	£23,750.00
	Logistics
	N/A
	£950.00
	£950.00

	Wendy Boot
	£23,750.00 
	Logistics
	N/A
	£950.00
	£950.00

	Sally Rigbye
	£23,750.00 
	Logistics
	£950.00
	N/A
	£950.00

	Jean Livesey
	£26,000.00
	Logistics
	N/A
	£1,040.00
	£1,040.00

	Julie Chisnall
	£19,500.00
	Logistics
	£780.00
	£780.00
	£1,560.00

	Rick Lovall
	£19,500.00
	Logistics
	£780.00
	N/A
	£780.00

	Gill Jamieson
	£19,500.00
	Logistics
	£780.00
	£780.00
	£1,560.00

	Ethan Brar
	£32,500.00 
	R&D
	£1,300.00
	£1,300.00
	£2,600.00

	Harrison Briggs
	£32,500.00 
	R&D
	N/A
	£1,300.00
	£1,300.00

	Steve Owens
	£29,500.00
	R&D
	N/A
	£1,180.00
	£1,180.00

	Tasha Graham
	£29,500.00
	R&D
	£1,180.00
	£1,180.00
	£2,360.00

	Jennifer Frost
	£29,500.00
	R&D
	£1,180.00
	£1,180.00
	£2,360.00



In the table above are the compiled names and salaries of all eligible employees, the individual bonus for each quarter and the total/combined bonus from both quarters per individual. Altogether 5 employees performed outstandingly and were eligible for bonuses for both quarters. 

The Logistics department contained the most outstanding performances, with 7 employees receiving a bonus, followed by Research and Development (5), then Administration (2). The Sales department produced no outstanding employees. 
	
	First Quarter
	Second Quarter
	Overall

	Total bonus cost for company
	£9,170.00
	£11,600.00
	£20,770.00



The overall total bonus cost for the company would be £20,770.00.

















2.3 
Survey Data
Feedback from Managers (50)

When asked whether they are given enough time to prepare for employee appraisals, a majority of managers (64%) fell into the strongly agree-agree range. However, this is not a strong majority as around a third (34%) fall into the disagree-strongly disagree range.

The results for this question are spread almost equally, with 52% of managers feeling confident in carrying out appraisals and 48% lacking the confidence. 

With 82% falling into the strongly agree-agree range, there is a strong majority of managers who have no concerns when applying ratings. Just under a fifth (18%) of managers disagree.
There is a slight majority of managers who are confident in their ability to assess performance fairly (58%), however 42% still disagree with this statement.

100% of managers fell into the disagree-strongly disagree range, indicating a clear lack of training. 

Only a minority of managers (18%) felt that they had no issue challenging underperforming employees, with none strongly agreeing at all. There is a distinct difficulty addressing underperformance, with 82% stating they face issues in doing this.

While just under a third (32%) of managers feel they are good at providing feedback, over two thirds (68%) disagree. Amongst both ranges, the extreme option (strongly agree and strongly disagree) is the most popular, indicating that this is something that is felt strongly about.
Feedback from Employees (235)

Over half of the employees (51.92%) don’t feel like their manager provides clear and direct guidance. 

Only 12.73% of employees agree that their line manager listens to their ideas they put forward during their reviews, with an overwhelming majority of employees (81.27%) feeling as though their voice is unheard.

A majority of employees (62.55%) felt as though their managerial feedback was positive, however over a third (37.45%) fell within the disagree-strongly disagree range. 

There is a fairly even split between those who do and do not think their line manager possesses good people management skills, and those who don’t, with slightly more disagreeing (51.49%) than not (48.51%).

Although a majority of employees (69.36%) feel as though their manager has time to listen to them, the remaining 30.64% fall in the disagree-strongly disagree range, with over three times as many strongly disagreeing (24.26%) than disagreeing (6.38%). 

Around three fifths (60.85%) thought that managers did provide a balanced response, with the remaining two fifths (38.15%) disagreeing. There were no strongly agree or strongly disagree results.

Results for each option are spread somewhat reasonably, with an overall advantage to the strongly agree-agree range (57.02%). Just over two fifths (42.98%) did not think their manager provided them with constructive feedback. 

A majority of respondents thought their manager provides them with learning and development opportunities to improve their job performance (65.96%) with 34.04%, or just over a third disagreeing. 
Recommendations
The results of the KPI appraisals and surveys of 50 line managers and 235 employees on the subject of conducting appraisals and manager perceptions respectively suggest issues within this function of the organisation. With managers, there was a very obvious indication of a lack of training in conducting appraisals., and 82% experienced difficulties with this. For the employees, although there were some majority positive feedbacks about their line managers, there were still large percentages with negative perceptions. Notably, 81.27% felt that their employee voice was ignored by managers. As there seems to be dissatisfaction with the appraisal procedure, the previous appraisal should be appraised in order to identify areas for improvement. Before the next appraisal, training should be provided so that managers can better execute the appraisal and reduce uncertainty around this (Lawler et al., 2012). Managers might consider using a personal development plan to improve guidance and communication with employees (Improving performance appraisal, 2017). Finally, There may be a few costs, including supplementary work pay for unproductive hours, or potential fees to an external training provider. Training is sometimes viewed as an investment rather than a cost, as the financial gains caused by the benefits of training outweigh the initial costs. Such benefits include employee retention, and competency enhancements resulting in a competitive advantage (Sihombing et al., 2024; Samudhram et al., 2008; Barney and Wright, 1998). Additionally, to improve perceptions amongst employees, as well as and to boosting morale and employee engagement, managers might consider introducing more opportunities for employees to express their voice (Rees et al., 2013). Such opportunities include interviews, focus groups and surveys. Surveys will be the most cost-effective option, however, interviews and focus groups are more flexible, allowing for more in-depth expression (Taylor and Woodhams, 2016; CIPD, 2023).
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Percentage 	Outstanding	Meets set Individual KPI's 	Not quite there	Under performing	Absent	0.25	0.45	0.2	0	0.1	First Quarter	Outstanding	Meets set Individual KPI's 	Not quite there	Under performing	Absent	3	3	1	3	0	Second Quarter	Outstanding	Meets set Individual KPI's 	Not quite there	Under performing	Absent	5	3	1	0	1	I'm given time to prepare for employee appraisals 	Strongly agree	Agree	Disagree 	Strongly disagree 	0.06	0.57999999999999996	0.22	0.14000000000000001	I feel confident in carrying out a performance appraisal	Strongly agree	Agree	Disagree 	Strongly disagree 	0.08	0.44	0.46	0.02	I have no concerns when applying ratings when conducting appraisals 	Strongly agree	Agree	Disagree 	Strongly disagree 	0.14000000000000001	0.68	0.18	0	I'm confident that I'm able to assess employees performance fairly	Strongly agree	Agree	Disagree 	Strongly disagree 	0.06	0.52	0.22	0.2	I have had training to enable me to undertake appraisals	Strongly agree	Agree	Disagree 	Strongly disagree 	0	0	0.88	0.12	I have no issue in challenging underperforming employees	Strongly agree	Agree	Disagree 	Strongly disagree 	0	0.18	0.74	0.08	I'm good at providing feedback and agree set performance targets	Strongly agree	Agree	Disagree 	Strongly disagree 	0.24	0.08	0.3	0.38	My line manager provides clear and direct guidance 	Strongly agree	Agree	Disagree 	Strongly disagree 	8.5000000000000006E-3	0.4723	0.51490000000000002	4.3E-3	During my reviews my line manager listens to the ideas I put forward 	Strongly agree	Agree	Disagree 	Strongly disagree 	2.1299999999999999E-2	0.16600000000000001	0.79569999999999996	1.7000000000000001E-2	My line manager provides positive feedback 	60.00%
34.90%
Strongly agree	Agree	Disagree 	Strongly disagree 	2.5499999999999998E-2	0.6	0.34889999999999999	2.5499999999999998E-2	My line manager possesses good people management skills	Strongly agree	Agree	Disagree 	Strongly disagree 	6.3799999999999996E-2	0.42130000000000001	0.37869999999999998	0.13619999999999999	My line manager has time to listen to me 	Strongly agree	Agree	Disagree 	Strongly disagree 	0.3574	0.3362	6.3799999999999996E-2	0.24260000000000001	My line manager provides a balanced response when conducting my reviews 	Strongly agree	Agree	Disagree 	Strongly disagree 	0	0.60850000000000004	0.39150000000000001	0	My line manager provides me with constructive feedback 	Strongly agree	Agree	Disagree 	Strongly disagree 	0.29360000000000003	0.27660000000000001	0.23830000000000001	0.1915	My line manager provides me with learning and development opportunities so I can do my job better	29.78%
4.26%
Strongly agree	Agree	Disagree 	Strongly disagree 	0.2298	0.42980000000000002	0.2979	4.2599999999999999E-2	First Quarter	Outstanding	Meets set Individual KPI's 	Not quite there	Under performing	Absent	2	2	3	3	1	Second Quarter	Outstanding	Meets set Individual KPI's 	Not quite there	Under performing	Absent	1	4	4	1	0	First Quarter
Percentage	Outstanding	Meets set Individual KPI's 	Not quite there	Under performing	Absent	0	1	0	0	0	image1.png
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