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Part 1

(AC 1.1) Evidence-Based Practice
Evidence-based practice (EBP) refers to a decision-making approach that integrates the best available evidence, practitioner expertise, and stakeholder values to inform and guide practices within organisations (CIPD, 2023). According to Rob Briner (2014), it emerged from other professional fields such as medicine and policing but has since been adapted across various disciplines, including management and human resources. EBP promotes rational, transparent, and effective solutions by systematically gathering and analysing data to address specific challenges or opportunities. 
One of the core principles of EBP is the reliance on multiple sources of evidence. According to Briner, Denyer, and Rousseau (2009), these sources include scientific research, organisational data, professional expertise, and stakeholder perspectives. This multidimensional approach ensures decisions are well-rounded, contextually relevant, and tailored to the organisation’s unique environment. For example, when addressing employee turnover, organisations may use internal metrics such as exit interview data and employee surveys alongside external research or professional advice on effective retention strategies to develop interventions.
The 6 A's mechanism provides a structured framework for applying EBP: Ask, Acquire, Appraise, Aggregate, Apply, and Assess (CIPD, 2023a). First, practitioners ask clear, focused questions to identify the problem. They then acquire relevant evidence from credible sources, followed by appraising the quality and relevance of the evidence. Next, they aggregate insights from various sources, apply the findings to the organisational context, and finally assess the outcomes to ensure continuous improvement. This cyclical process underpins the effectiveness of EBP.
EBP supports sound decision-making in people practices by emphasising the importance of rigor and objectivity, thus reducing bias and reliability of fads and quick fixes (Briner, 2018). By evaluating interventions through a structured process, organisations can avoid reliance on anecdotal evidence, intuition, or untested practices. For instance, during recruitment, utilising predictive analytics and validated selection tools helps ensure that hiring decisions are based on reliable indicators of job performance, thus reducing bias and increasing fairness.
Despite its advantages, implementing EBP can face challenges such as resistance to change, limited access to high-quality evidence, or a lack of skills in data analysis (Briner, 2007). To overcome these barriers, organisations should invest in training, foster a culture of continuous learning, and prioritise collaboration across functions to share insights and expertise.
In conclusion, evidence-based practice serves as a vital tool for improving decision-making in people practices and organisational issues. By integrating diverse sources of evidence and following a systematic approach, EBP enables organisations to develop effective, equitable, and sustainable solutions. Critical thinking is integral to this process, as it allows practitioners to critically evaluate evidence, question assumptions, and avoid cognitive biases. By fostering a questioning mindset, critical thinking ensures that EBP remains objective, promoting well-informed decisions. As Pfeffer and Sutton (2006) argue, embracing EBP not only enhances organisational outcomes but also contributes to more ethical and responsible management practices.




(AC 1.2) Analysis Tools and Methods
Organisations rely on analytical tools and methods to recognise and diagnose issues, challenges, and opportunities in their environment. Two widely used frameworks are PESTLE analysis, a tool for examining external factors, and SWOT analysis, a method for integrating internal and external evaluations to guide decision-making.
PESTLE analysis—which examines Political, Economic, Social, Technological, Legal, and Environmental factors—is particularly valuable for understanding the macro-environmental forces that influence an organisation (CIPD, 2024). By systematically exploring each category, organisations can identify emerging trends and potential threats. This tool enables organisations to proactively adapt to external changes, reducing risks and seizing opportunities. PESTLE fosters strategic thinking by clarifying how external pressures shape organisational performance (Johnson et al., 2020, pp.36–49).
Complementing PESTLE, SWOT analysis integrates internal and external perspectives to provide a holistic view of an organisation’s position. The method evaluates Strengths, Weaknesses, Opportunities, and Threats (Haan, 2024). Strengths and weaknesses focus on internal factors, such as organisational capabilities or resource constraints, while opportunities and threats examine external factors, often informed by tools like PESTLE. By categorising and prioritising these factors, SWOT facilitates informed decision-making and strategic planning.
The combination of these tools can enhance organisational diagnostics. PESTLE identifies broad environmental factors, while SWOT translates these insights into actionable strategies by aligning external opportunities with internal capabilities. For instance, a PESTLE analysis highlighting increased digitalisation trends (Technological) could inform a SWOT opportunity to expand online service offerings, leveraging the organisation’s technological infrastructure (Strength).
While effective, these tools have limitations. PESTLE relies on accurate and up-to-date data, and its breadth may lead to overlooking specific factors. Similarly, SWOT’s subjective nature risks bias if not grounded in rigorous evidence (Taylor and Woodhams, 2022, p.46). To mitigate these challenges, organisations should involve diverse stakeholders and integrate multiple data sources during analysis.
In conclusion, PESTLE and SWOT are complementary frameworks that help organisations diagnose challenges and opportunities effectively. By leveraging these tools, organisations can align their strategies with their internal strengths and external realities, ensuring resilience and growth in dynamic environments.
Employee surveys are a valuable tool in people management for diagnosing organisational issues, challenges, and opportunities. They provide direct insights into employee perceptions, engagement levels, and workplace dynamics, enabling data-driven decisions to improve organisational culture and performance (Albrecht et al., 2015). Surveys are cost-effective, scalable, and customisable, but they rely on honest responses and can be influenced by survey fatigue or poorly designed questions. While PESTLE offers a broader view of external opportunities and threats, it lacks the granular, employee-centered focus of surveys.
Using both tools together allows people professionals to align internal workforce strategies with external market realities, ensuring a holistic approach to managing organisational challenges and opportunities.


(AC 1.3) Critical Thinking
Critical thinking is a disciplined process of analysing, evaluating, and synthesising information to guide beliefs and actions. It involves questioning assumptions, recognising biases, and considering alternative perspectives to arrive at well-reasoned conclusions. The main principles of critical thinking, as outlined by Elder and Paul (2020), include clarity, accuracy, precision, relevance, depth, breadth, logic, and fairness.
Applying these principles to one’s own and others’ ideas fosters objective and rational debate. For instance, in evaluating your own ideas, critical thinking encourages self-reflection to identify potential biases or assumptions. For example, when proposing a new workplace policy, you might critically assess whether your proposal is supported by data, aligns with organisational goals, and considers the perspectives of all stakeholders. This self-evaluation ensures that your contributions to discussions are well-founded and defensible.
When engaging with others’ ideas, critical thinking involves active listening and questioning to clarify and assess the validity of their arguments. For instance, during a team debate, you might ask probing questions to ensure that the reasoning behind a colleague’s suggestion is logical and evidence-based. Additionally, considering alternative viewpoints or counterarguments demonstrates breadth and fairness, fostering a more comprehensive understanding of the issue.
Furthermore, Warren Howlett (2019) explains that critical thinking is the ability to critically reflect on your own or others ideas and opinions. According to Howlett, there are three key parts to critical thinking; critiquing the ideas, opinions and arguments of others; constructing arguments and opinions and communicating to others; identifying when other critical thinkers are impacting how people professionals are making a case or building an argument making a business case. By utilising these factors, individuals are better able to create strategic debate. Whilst Howlett suggests that critical thinking is a useful tool to evaluate other peoples ideas, Elder and Paul argue the case that it is better used to evaluate oneself. 
Cottrell’s (2019) principles of critical thinking move beyond questioning your own reasoning or the reasoning of others. Her process; Identifying, Evaluating, Weighing up, Reading between the lines, Recognising, Drawing conclusions and Presenting a point of view allow developing HR professionals to adopt a critical mindset. By critically evaluating and recognising biases, individuals are able to draw more objective conclusions. 
In organisational settings, the principles of critical thinking are particularly valuable for resolving conflicts, making strategic decisions, and innovating solutions to complex problems. By applying these principles, individuals and teams can move beyond subjective opinions or emotional reactions to engage in constructive and informed dialogue. As Facione (2015) suggests, critical thinking cultivates open-mindedness and intellectual rigor, essential for effective collaboration and decision-making.

(AC 1.4) Decision-Making Processes
Effective decision-making in Human Resource Management (HRM) is crucial for achieving organisational goals and fostering employee satisfaction. Two structured decision-making processes that support effective outcomes are De Bono’s Six Thinking Hats and the Kepner-Tregoe Method.
De Bono’s Six Thinking Hats is a creative decision-making framework that encourages parallel thinking by considering different perspectives systematically (De Bono, 1985). Each “hat” represents a specific mode of thinking: White (facts and information), Red (emotions and intuition), Black (caution and risks), Yellow (positivity and benefits), Green (creativity and alternatives), and Blue (process control) (BBC, n.d.). This method is particularly useful in HRM for fostering balanced and inclusive decision-making. For instance, when designing a new employee wellness program, the team might use the White Hat to gather data on employee needs, the Red Hat to understand emotional reactions, and the Black Hat to anticipate potential challenges. The Yellow Hat can highlight the benefits of improved morale, while the Green Hat can explore innovative program designs. Finally, the Blue Hat ensures the discussion remains organised and goal-oriented. By integrating diverse viewpoints, the Six Thinking Hats approach reduces bias, improves collaboration, and leads to well-rounded HR strategies (Patre, 2016).
The Kepner-Tregoe Method is a rational decision-making process that emphasises identifying and prioritising problems, evaluating alternatives, and implementing solutions (Markopoulos et al., 2022). It follows four key steps: situation analysis, problem analysis, decision analysis, and potential problem analysis (Kepner & Tregoe, 1991). In HRM, this method is particularly effective for addressing complex issues such as high turnover rates. For example, during the situation analysis, HR might gather data on turnover trends and identify key pain points. Problem analysis would involve identifying root causes, such as inadequate training or poor management practices. Decision analysis entails evaluating possible interventions, such as introducing mentorship programs or revising training modules, by weighing their costs and benefits. Finally, potential problem analysis helps anticipate implementation challenges, like resistance to change, and develop mitigation strategies.
Both methods offer valuable tools for HRM decision-making. De Bono’s Six Thinking Hats enhances creativity and inclusivity, while the Kepner-Tregoe Method provides a structured approach to tackling complex problems. By applying these frameworks, HR professionals can make informed, objective, and strategic decisions, ultimately contributing to effective outcomes and organizational success. Integrating these methods fosters a culture of critical thinking and proactive problem-solving within the HR function.

(AC 1.5) Ethics
Human Resource managers are expected to evaluate decisions through 8 different ethical lenses – Fairness, Merit, Markets, Democracy, Well-being, Rights and Duties, Character and Handing Down (Clark, 2015). Together, these lenses ensure ethical practices across diverse HR scenarios.
Ethical perspectives play a crucial role in shaping moral decision-making in Human Resource Management (HRM). Two prominent ethical frameworks—Deontological Theory and Utilitarianism—offer distinct approaches to evaluating and guiding decisions in HR practices. Additionally, Equity Theory complements these perspectives by emphasising fairness and justice in the workplace.
Deontological Theory focuses on duties and principles rather than outcomes. Decisions are considered ethical if they align with moral rules or obligations. In HRM, this perspective emphasises treating employees with respect and upholding their rights, regardless of potential consequences. For example, during downsizing, a deontological approach would prioritise transparency and fairness in communicating layoffs and ensuring that affected employees receive adequate severance packages. According to Kantian ethics, adhering to universal moral principles such as honesty and respect ensures ethical integrity in decision-making (Kant, 1785). By focusing on the means rather than the ends, Deontological Theory helps HR practitioners maintain trust and uphold organisational values.
Utilitarianism, proposed by philosophers Jeremy Bentham and John Stuart Mill, evaluates decisions based on their consequences, aiming to maximise overall happiness or minimise harm. In HRM, this perspective is applied when assessing policies or practices that affect large groups of employees. For instance, when deciding on flexible working arrangements, a utilitarian approach would weigh the potential benefits, such as improved work-life balance and increased productivity, against possible drawbacks like coordination challenges. By prioritising the greatest good for the greatest number, utilitarianism provides a pragmatic framework for addressing collective employee welfare (Mill, 1863). However, this approach requires careful consideration of whose interests are prioritised to avoid marginalising minority groups.
Equity Theory, developed by John Stacey Adams, complements these ethical perspectives by emphasising the importance of fairness and balance in workplace relationships. It positions that employees perceive fairness when their input-to-output ratio is comparable to that of their peers. HR practitioners can use this theory to guide decisions on compensation, promotions, and workload distribution, ensuring that employees feel valued and treated equitably. Integrating Equity Theory with deontological and utilitarian approaches helps create policies that are both principled and pragmatic.
In conclusion, Deontological Theory and Utilitarianism offer distinct yet complementary frameworks for ethical decision-making in HRM. When combined with Equity Theory, these perspectives ensure that HR practices are fair, principled, and aligned with the well-being of employees and the organisation.

(AC 3.1) Financial and Non-financial Performance
Measuring the financial and non-financial performance of Human Resource Management (HRM)  an organisation is essential for assessing the effectiveness of HR people practices and their contribution to organisational goals.
Two common methods for evaluating performance are Return on Investment (ROI) and employee engagement surveys, which focus on financial and non-financial outcomes, respectively.
Return on Investment (ROI): ROI is a financial metric used to evaluate the profitability of HR initiatives by comparing the benefits gained to the costs incurred. It provides a quantitative measure of the value generated from investments in areas such as training programs, recruitment strategies, or employee wellness initiatives. For example, an organisation implementing a leadership development program can calculate ROI by analysing metrics such as increased productivity, reduced turnover of key leadership positions, and cost savings resulting from fewer recruitment needs. According to Cascio, Boudreau and Fink (2011), ROI in HRM allows organisations to link HR initiatives to financial performance, demonstrating their strategic value. However, accurately calculating ROI requires comprehensive data collection and consideration of long-term impacts, which can be challenging.
Employee Engagement Surveys: Employee engagement surveys are a non-financial performance measurement tool that assesses employees’ emotional commitment to their work and the organisation. High engagement levels are associated with increased productivity, lower absenteeism, and higher retention rates. Organisations use surveys to gather insights on areas such as job satisfaction, workplace culture, and management effectiveness. For instance, a company may conduct annual surveys to measure engagement and identify factors influencing employee morale. Based on survey findings, HR can implement targeted interventions, such as recognition programs or enhanced communication channels. CIPD (CIPD, 2024a) highlights that organisations with high employee engagement experience significantly better business outcomes compared to their less engaged counterparts. While engagement surveys provide valuable insights, they rely on employees’ honesty and can be influenced by response biases.
Both ROI and employee engagement surveys offer distinct advantages and limitations. ROI provides a clear link between HR initiatives and financial outcomes, aiding in resource allocation decisions. However, its focus on monetary returns may overlook intangible benefits, such as improved workplace relationships. Conversely, engagement surveys capture employees’ perceptions and motivations, offering a broader view of organisational health. Yet, their subjective nature requires careful interpretation and follow-up actions to ensure meaningful impact.
In conclusion, organisations benefit from combining financial and non-financial performance measures to gain a holistic understanding of HRM effectiveness. By leveraging tools like ROI and employee engagement surveys, HR professionals can align practices with organisational goals, fostering both economic and cultural success.
Organisations use various quantitative methods to measure financial profit, providing critical insights into performance and strategic decision-making. Common approaches include gross profit margin and net profit margin, which evaluate profitability by subtracting direct costs or total expenses, respectively, from revenue. These measures allow organisations to assess operational efficiency and overall profitability (CIPD, 2021).
Return on Investment (ROI) is another key metric, calculated by dividing net profit by the total investment cost. ROI enables organisations to evaluate the profitability of specific initiatives, such as training programs or technology investments (Armstrong & Taylor, 2020). 
While gross profit margin, net profit margin, and ROI are valuable tools for measuring organisational performance, they have notable limitations. Gross profit margin focuses solely on revenue and direct costs, ignoring operational expenses, taxes, and interest. This narrow scope may overestimate profitability, particularly in cost-intensive industries, and fails to provide a complete picture of financial health (CIPD, 2021). Although more comprehensive, net profit margin can be influenced by non-operational factors, such as one-time expenses or tax changes, potentially distorting the measure of ongoing business performance (Armstrong & Taylor, 2020) and ROI simplifies performance evaluation but overlooks intangible benefits. It is also time-specific, which can result in an incomplete understanding of an investment’s long-term impact (CIPD, 2021).
Relying solely on quantitative financial measures overlooks qualitative factors like employee engagement, innovation, and customer satisfaction, which drive long-term success. This narrow focus can lead to short-termism and neglect of organisational culture and human capital development (CIPD, 2021). Integrating qualitative insights ensures a holistic performance assessment.
Employee surveys offer insights into workplace morale, leadership effectiveness, and cultural alignment, identifying potential risks or opportunities that quantitative metrics overlook. For example, high engagement levels correlate with improved productivity and reduced turnover, indirectly influencing financial results (Armstrong & Taylor, 2020).
Using both approaches ensures balanced decision-making, addressing short-term financial goals while fostering long-term sustainability. It enables people managers and leadership teams to align workforce strategies with organisational objectives, fostering innovation, resilience, and a competitive edge.





(AC 3.2) Adding value and measuring impact
People practices, encompassing HR strategies and interventions, play a pivotal role in driving organisational success by aligning workforce capabilities with business goals. These practices add value by fostering employee engagement, enhancing productivity, and creating a positive organisational culture, all of which contribute to achieving strategic objectives.

One way people practices add value is through talent management. By attracting, developing, and retaining skilled employees, organisations ensure they have the right talent to meet current and future demands. Effective recruitment, onboarding, and training programs enhance employee performance and job satisfaction, reducing turnover and associated costs (Armstrong & Taylor, 2014). For example, continuous learning initiatives not only upskill employees but also promote innovation, giving organisations a competitive edge.

Another significant contribution of people practices is improving employee engagement. Engaged employees are more committed, motivated, and productive, directly impacting organisational performance. Practices such as recognition programs, flexible working arrangements, and career development opportunities foster a sense of belonging and purpose, leading to higher morale and reduced absenteeism (Sorenson and Garman, 2013).

To measure the impact of people practices, organisations can use methods such as Key Performance Indicators (KPIs) and employee feedback mechanisms.KPIs provide measurable data on the effectiveness of HR practices. For instance, metrics like employee turnover rates, time-to-hire, and training ROI help evaluate the efficiency and impact of recruitment and development initiatives. Analysing trends in these KPIs allows organisations to identify areas for improvement and align HR practices with business outcomes (Ulrich et al., 2017).

Surveys, focus groups, and exit interviews offer qualitative insights into the effectiveness of people practices. For example, engagement surveys can reveal how employees perceive workplace culture, management support, and career opportunities. High engagement scores often correlate with improved organisational performance, making these tools valuable for assessing the success of HR strategies (CIPD, 2024).

Combining quantitative and qualitative measurement methods ensures a comprehensive understanding of the impact of people practices. KPIs provide hard data to demonstrate ROI, while feedback mechanisms capture employee sentiment, highlighting areas that require attention. By continuously assessing and refining people practices, organisations can create an environment where employees thrive, ultimately driving long-term success.
In conclusion, people practices add significant value by aligning human capital with organisational goals. Through systematic measurement and evaluation, organisations can maximise the benefits of these practices, ensuring they remain agile and competitive in an ever-changing business landscape.















Part 2

(AC 2.1, 2.2 and 2.3) Analysis of data and graphical representation
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Graph 1 depicts an anonymous organisations Q1 and Q2 employee performance results by department. By comparing the results from both quarters, it is clear that the number of employees receiving an ‘outstanding’ result is much higher in Q2 than in Q1, with the logistics department achieving an 8% increase, and the Research and Development department achieving a 26% increase. It is known that the employees who received an outstanding result in either quarter received a 4% bonus payment (for each quarter). These results might suggest that colleagues who did not receive a bonus payment in Q1 were motivated to achieve an outstanding result in Q2 to receive a bonus payment. However, the number of outstanding results achieved by the administration department halved in Q2 in comparison to Q1, which could also suggest that bonus payments are not an appropriate motivational tool to achieve long-term colleague engagement. One anomaly to note is that sales is the only department to receive consistent results across all employees. This could indicate a lack of clear performance metrics to monitor colleague performance. 

The main issue with monitoring employee performance without clear and consistent metrics is the potential for subjectivity and bias, which undermines fairness and accuracy in evaluations. Without predefined standards, managers may rely on personal judgment, leading to inconsistent assessments influenced by favouritism, recency effects, or implicit biases. This can result in employee dissatisfaction, disengagement, and a lack of trust in the performance management process (Armstrong & Taylor, 2020). 










Graph 2



Graph 2 depicts the bonus payments amount paid to all individuals that achieved an outstanding result in either Q1 or Q2. When analysing these results in isolation, it can be perceived that the performance monitoring methods in place within the organisation are positive, with 9 employees achieving an outstanding result in Q1, and an additional 2 employees achieving an outstanding result in Q2. Whilst it could be argued that Rick, Robin and Sally all achieved bonuses in Q1 but did not achieve bonuses in Q2, suggesting lower motivation and thus an ineffective incentive scheme, the majority of those who received a bonus in Q1 also received a bonus in Q2, suggesting good engagement from employees. This is reinforced by the fact that 5 individuals who were previously rated ‘meets set individual KPIs’ achieved an outstanding result in Q2, suggesting that they were incentivised to output better performances. 

It is interesting to consider the fact that Rick and Sally received some of the lowest bonus payments. The main issue with basing bonus payments on annual salary is that it can create inequities and misalignments with actual performance outcomes. Tying bonuses to salary can disproportionately benefit higher-paid employees, regardless of their individual contributions, while overlooking the exceptional efforts of lower-paid employees. This can lead to feelings of unfairness, potentially demotivating employees and diminishing their willingness to go above and beyond in their work (Kuvaas, 2018).
















Graph 3




Graph 3 depicts a clear pay disparity between both genders, with 66% of those receiving a bonus payment being female, compared to only 34% male. A key issue with bonus payments not being equally distributed across genders is that it can lead to perceptions of inequity and disrupt workplace harmony, especially when women receive more bonus pay than their male counterparts. While this might seem like a positive outcome in terms of gender equity, it can cause resentment and frustration among male employees who may feel that their contributions are undervalued or that they are being unfairly treated. This imbalance could create a divisive environment, lowering morale and potentially harming collaboration and motivation across teams (Baker & Forsythe, 2020).


Table 2

Results from table 2 suggest that line managers from the organisation have experienced a lack of training with regards to employee appraisals. A significant portion (88%) of line managers disagree that they have had appropriate training to undertake appraisals, and 74% of managers disagree that they are capable of challenging underperforming employees. Additionally, 68% of line managers disagree or strongly disagree that they are good at providing feedback and setting performance targets. Whilst the feedback from employees regarding appraisals does differ slightly in terms of trends, it is clear that despite line managers having enough time to listen to their employees, employees feel that their managers do not give consideration to the ideas they put forward during their appraisals. When employees feel their ideas are not considered, it can lead to decreased motivation, lower engagement, and higher turnover rates. According to Armstrong and Taylor (2020), employee voice is a critical factor in workplace satisfaction and performance. When employees believe their contributions are ignored, they may feel undervalued, reducing their commitment to organisational goals.


Recommendation 1

Awarding bonus payments linked to employee performance requires a well-structured and equitable monitoring system to ensure fairness, motivation, and alignment with organisational goals. A combination of approaches that include both quantitative metrics and qualitative insights is essential to evaluate employee contributions effectively while addressing potential risks and financial implications.

One of the most effective ways to monitor performance is by establishing clear and measurable performance metrics. These can include Key Performance Indicators (KPIs) and Objectives and Key Results (OKRs), which allow organisations to set tangible goals. KPIs focus on specific metrics, such as sales targets or project completion rates, while OKRs encompass broader objectives tied to organisational priorities. By providing clarity and transparency, these metrics ensure employees understand what is expected of them. Moreover, they align individual efforts with the company’s overall strategy, driving collective success (Armstrong & Taylor, 2020). However, an overemphasis on numerical targets can lead to the neglect of softer contributions, such as teamwork or innovation. Additionally, poorly designed metrics that fail to account for achievable goals may demotivate employees. Financially, implementing this approach requires investment in performance management tools and training but often yields a high return on investment through improved focus and productivity.


A more holistic evaluation can be achieved through 360-degree feedback systems, which collect input from peers, managers, and subordinates. This comprehensive approach provides a broader perspective on employee performance, reducing the risk of bias that might arise from relying solely on managerial evaluations (as depicted by the sales department – graph 1). Additionally, it encourages collaboration and highlights areas for development that might otherwise be overlooked (Armstrong & Taylor, 2020). Despite its benefits, this method is not without challenges. Feedback can sometimes be influenced by interpersonal relationships, and employees may resist participation due to discomfort with peer evaluations. Implementing such a system involves costs for training and administration, but the long-term benefits include improved team dynamics and a more accurate assessment of individual contributions.

A fair and equal distribution of bonus payments across all employees, regardless of gender, is critical for fostering an inclusive and equitable workplace. Implementing equal bonus payments helps reduce perceptions of inequality, motivating employees and enhancing their sense of belonging and job satisfaction. This approach can also increase employee retention, as individuals are more likely to stay in organisations where they feel fairly compensated for their contributions (Shore et al., 2011).

However, there are risks associated with equalising bonus payments, such as potential resistance from higher performers who may feel that their extra effort is not being sufficiently rewarded. Financially, the organisation must consider the impact on budgets, as equalising bonuses may require an increase in overall compensation costs. Nonetheless, the long-term benefits, including improved morale, reduced turnover, and enhanced productivity, can outweigh the initial financial implications.

Awarding bonuses based on employee performance requires a structured monitoring system that ensures fairness, motivation, and alignment with organisational objectives. The Balanced Scorecard (BSC) is a multi-dimensional framework that evaluates employee performance using four perspectives: financial performance, customer satisfaction, internal processes, and learning and growth (Kaplan & Norton, 1996). This method ensures that performance monitoring is not solely focused on financial targets but incorporates a broader set of metrics that contribute to long-term organisational success. One of the main benefits of the Balanced Scorecard approach is that it ensures a comprehensive evaluation by incorporating both quantitative and qualitative measures. Employees are assessed on how well their contributions align with the overall strategy of the organisation, which improves business outcomes (Armstrong & Taylor, 2020). Additionally, this approach reduces bias by balancing different aspects of performance rather than focusing solely on revenue or sales targets. However, implementing the Balanced Scorecard requires significant training for both managers and employees to understand and apply the framework effectively. This would improve the lack of training that is evident from the results in Table 2. 
From a financial perspective, there is an initial investment in training and software to track performance across multiple areas, but the long-term benefits, including improved strategic alignment, increased productivity, and better employee engagement, justify the cost.


Recommendation 2

Awarding equal bonus payments to all employees, regardless of salary, can enhance fairness, motivation, and inclusivity within an organisation, improving the results as seen in graph 2, which demonstrated a lack of motivation in those colleagues whose bonus payments were less. This approach ensures that all employees, regardless of their pay grade or seniority, feel equally valued for their contributions. According to Armstrong and Taylor (2020), equitable reward systems foster a sense of belonging and commitment, improving overall employee engagement and reducing workplace inequality.

One of the key benefits of equal bonus payments is that they promote teamwork and collaboration rather than competition. Additionally, lower-paid employees, who may rely more on bonuses as financial incentives, benefit significantly, potentially improving retention and job satisfaction. However, a major risk is that high-performing employees may feel undervalued, reducing their motivation if they perceive that their efforts are not adequately recognised. Employers must therefore implement non-monetary incentives, such as career development opportunities, to supplement financial rewards.
Financially, this approach simplifies bonus distribution and budgeting. Organisations can set a fixed bonus pool, ensuring predictability in financial planning. However, for companies with large pay disparities, higher-paid employees may view equal bonuses as less meaningful, potentially affecting morale among senior staff. Careful communication is essential to ensure transparency and alignment with organisational values.
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Performance Review Judgements by Department (%)

Outstanding	Administration	Logistics	Research 	&	 Development	Sales	Administration	Logistics	Research 	&	 Development	Sales	20	20	30	0	10	28	56	Meets set Individual KPI's	Administration	Logistics	Research 	&	 Development	Sales	Administration	Logistics	Research 	&	 Development	Sales	20	40	30	100	40	50	33	100	Not quite there yet	Administration	Logistics	Research 	&	 Development	Sales	Administration	Logistics	Research 	&	 Development	Sales	30	30	10	0	40	22	11	Under performing 	Administration	Logistics	Research 	&	 Development	Sales	Administration	Logistics	Research 	&	 Development	Sales	30	10	30	0	10	0	0	



Q1 and Q2 Bonuses Awarded

Q1	Ethan	Gill	Harrison	Jean	Jennifer	Julie	Rick	Robin	Ruth	Saffron	Sally	Steve	Tasha	Wendy	1300	780	0	0	1180	780	780	1260	0	960	950	0	1180	0	Q2	Ethan	Gill	Harrison	Jean	Jennifer	Julie	Rick	Robin	Ruth	Saffron	Sally	Steve	Tasha	Wendy	1300	780	1300	1040	1180	780	0	0	950	960	0	1180	1180	950	




Bonus % by Gender	
Male	Female	34	66	

