EBP Evaluation (1.1)
It has been said (Rousseau and Barends 2011) that: ‘Blind faith has no place in professional Practice ‘.  This tells us that Evidence Based Practice is vital in Human Resource, as it allows factual data from organisations to be analysed and then used appropriately and consistently. Human resource needs to be evidence based, making use of appropriate information derived from the analysis of the messages delivered by the data available in organisations.
In order for any professional to make an informed decision, they must take into consideration credible evidence, however historically this has not always been the case with decisions being influenced by anecdotal evidence, personal experiences and in some cases prejudice.(Professionals need to make data informed decisions and whilst many managers will take account of credible evidence, historically decisions, policies and debating positions are also informed by hunches, limited anecdotal evidence, singular personal experiences, widely believed myths of various kinds, and sometimes by raw prejudice. ) 
Pfeffer and Sutton (2006) stated that evidenced based management ‘features a willingness to put aside belief and conventional wisdom – the dangerous half-truths that many embrace – and replace these with an unrelenting commitment to gather the necessary facts to make more intelligent and informed decisions.’  This tells us that in order to alleviate poor decision making through bias, EBP must be adopted as a support mechanism for existing and future HR practice, and to allow for making better decisions. Evidence Based Practice (EBP) aims to alleviate poor decision making due to bias and errors. EBP allows professionals the opportunity to support current and future HR practice and achieve better decision makingThe process of EPB is where evidence and factual information is obtained from reliable sources and then analysed and utilised in order to inform a practice.  EBP will promote the use of critical thinking by the recipient in order for evidence and information to be critically appraised to establish its relevance for use.   .  EBP is a process where evidence is gathered from reliable sources and used to develop knowledge and understanding in which to inform practice.  Evidenced based practice promotes critical thinking that encourages the reader to appraise and judge sources of information and evidence and establish their relevance.  Barends Rousseau and Briner (2014) stipulates that it involves multiple sources ……., specifically four: scientific evidence, organisational evidence, experimental evidence and stakeholder evidence.  
Once evidence has been gathered, it should be critically appraised by practicing the 6 A’s: Asking, Acquiring. Appraising, Aggregating, Applying and Assessing (CIPD, 2024). This ensures that the quality and the validity of the evidence is high by evaluating its trustworthiness, making it the best available.
By using the 6A’s approach, we can develop a factual understanding on issues within a workplace, and with people.  By having this knowledge the people function of that workplace can better support employees, performance and rewards, along with maintaining engagement and employee satisfaction which can only in turn create a positive perception of a company both internally and externally  Accessing and using a wide variety of data helps us to develop factual knowledge and understanding on a wide range of organisational and people issues.  In turn, this will help the people function of an organisation to support employee performance and rewards, create a positive culture to maintain employee satisfaction and engagement, and create a positive internal and external perception of the company.   By making evidence based decisions, errors should be reduced as unsubstantiated opinions and judgements will be removed, (Evidence Based decision making will help reduce errors that are caused by poorly substantiated or ill-founded judgements this was supported by.  Rousseau (2006) when it was noted that, an objectively derived evidence-based decision will reduce errors in decisions formed on the basis of subjectively held opinion.  Ethically speaking, they will be easier to justify.  
Analysis Evaluation (1.2)
One popular analysis tool used in the workplace  available is SWOT (CIPD 2024), Strengths, Weaknesses, Opportunities and Threats.   Strengths are positive tangible and intangible attributes, internal to an organisation and within its organisational control, Weaknesses are internal factors within organisational control that detract from the ability to attain theachieve a desired goal. Opportunities can be external attractive factors that represent the reason for an organisation to exist and develop allow a company to develop and grow.  Threats are external factors beyond the organisations control that could place any organisation it at risk.
The value of SWOT is a valuable tool as lies in that it offers management the opportunity to self-assess ment for management and generates information that matches an organisation to that aligns to an organisations  its goals, programs, and the environment in which it operates.  (CIPD 2024) outlines the advantages and disadvantages to using SWOT. Advantages include its simple four box framework; it facilitates understanding of strengths and weaknesses and encourages development of strategic thinking.  It allows focus on strengths to build opportunities and can allow anticipation of future threats and to take action to avoid or minimise impact and allows business opportunities to be established.The focus on strengths creates opportunities to grow but also focuses on potential threats and how to minimise any impact of them.  Disadvantages include it can be oversimplified, leading to insufficient data being used, or the opposite, capturing too much irrelevant data.  The data is only as reliable as the source, and capturing quality internal data can be time consuming, and to be effective, the process needs to be repeated on a regular basis.  Another criticism of SWOT analyses is that they fail to address uncertainty or dependency and are simplistic.  
(A common analysis method used is the workplace is the interview, especially when dealing the challenging situation of investigation meetings.  An investigation interview is a fact-finding exercise to collect all the relevant information on a matter. A properly conducted investigation can enable an employer to fully consider the matter and then make an informed decision on it. Making a decision without completing a reasonable investigation can make any subsequent decisions or actions unfair and leave an employer vulnerable to legal action. (Acas 2019)
An investigation interview allows the interviewer to gather relevant facts, probe the interviewee and seek evidence that may substantiate information provided, and allows for a written record of information given.  Vital to a successful interview is the interviewer’s ability to listen, appraise body language, and ask a range of questions, to illicit the most accurate and factual evidence about the matter at hand. (Acas 2019)
An investigation interview in the workplace is not normally carried out by the overall decision maker, it needs to be someone senior to the interviewee, such as a line manager or a supervisor who is detached from the situation at hand and is purely a method for collecting facts for onward consideration, for example potential outcome such as warnings or whether disciplinary action is required.   CIPD (2024) outlines the key legal principles to any grievance practice, including the interview itself, which covers fair and practical elements for both the employer and employee , for example holding the meeting promptly while allowing the employee reasonable time to prepare their case, ensure that where possible a different manager conducts the meeting to the person conducting the investigation and allowing the employee to be accompanied at the meeting by a trade union official or colleague when requested.) 
Interviews are a qualitative research method commonly used in the workplace where data is gathered, and an in-depth knowledge of a topic is needed to be gained.  Interviews are direct interactions between the participant and researcher where open-ended questions can be asked, with the researcher listening and digesting what the interviewee is saying. Interviews are a useful research method when a broad amount of information is required, as they allow the interviewer to explore detail and specifics and are commonly used in the HR environment when looking to gain insights into organisational culture for example. 
Bryman et al (2018) share that interviews can be structured differently depending on the subject matter, structured interviews would have set questions and be more ‘question and answer’, whilst unstructured would be more ‘conversational’ and flow between both parties.  This tells us that it is important to understand the topic or subject matter in order to decide which form of interview would be more beneficial.
There are several advantages to interviewing, they are flexible and can be tailored to the interviewee’s initial responses and experience, allowing for further probing questions to get to a greater depth of knowledge.  Disadvantages however include that they can be time consuming to undertake, and the analyse the outcome, plus as in any form of interview, the technique of the interviewer, such as tone, body language etc can lead to bias in the responses gained.
Critical Thinking (1.3)
Critical thinking is a way in which to achieve actions, and analyse conclusions, through clarifying clarifies goals, examines analysing assumptions, discerns hidden values, evaluates) and evaluating evidence, accomplishes actions and assesses conclusions.
Briner et al (2009) recommended a five-step approach to Evidence-Based Practice, which includes understanding of the problem, gathering internal evidence, reviewing public research, collecting stakeholder views, and appraising sources critically.
Critically thinking and appraising, is the process of analysing and evaluating the quality of ideas, theories and concepts to establish the degree to which they are valid and supported by the evidence and not biased. It involves reflecting on and interpreting data, drawing warranted conclusions and recognising ill-defined assumptions.  Ideas and concepts in any workplace need to be supported by evidence and not biased.  When implementing a critical thinking approach to tasks, ideas and data are evaluated and analysed to confirm their validity.  By reflecting on and interpreting data, it allows us to form accurate and justified conclusions. Critical evaluation does not mean negative criticism, it means reaching a judgement based on analysis and evidence, and the judgement can be both positive and negative. (Armstrong 2017)
Howlett (CIPD, 2019) states that there are 3 simple steps to critical thinking, critiquing ideas, opinions and arguments of others, constructing argument and opinion then communicating it to others, and identifying when others are using critical thinking techniques that impact how the professional is making a case or building an argument.  According to Howlett,If these 3 steps are followed it will allow people professionals to make better decisions through provoking the ability to reflect objectively on opinions, ideas and arguments of others.  It would promote strategic debate in meetings, which in turn should mean increasing the ability to succeed when we are looking for answers or solutions  by using these three factors, an individual is equipped to create strategic debate in meetings, most specifically cross functionally when there may be gaps in knowledge between attendees.   
In organisations critical thinking is an invaluable tool that allows people professionals to overcome a more complex problem or a task, for example developing a new strategy or evaluating an existing one.  Employers, globally, want employees who have developed critical thinking abilities, they need people who can bring an open mind, be self-reflective, able to assess issues fairly from multiple perspectives and challenge conventional ways of thinking about the business (Diamond et al.,2011).  This theory was supported in a podcast Tim Coburn (CIPD 2019) when hewhen he reflects on how Critical thinking has a more important role and relevance in today’ world and the workplace.  He shows us that with digital transformation, as one example, there are so many tools available to do the simple thinking for us, simple tasks can be solved by AI or applications, so individuals can now use their brains to address more complex issues, he summarises that critical thinking can help a workplace thrive,  if individuals can think well, take into consideration diversity and engage with others in order to reach conclusions.
Decision Making (1.4)
In HR, decision-making frameworks like best practice, best fit, and Six Thinking Hats support effective strategic planning. (Best fit in HRM refers to the approach of aligning human resource policies and practices with the organization's strategic goals and objectives. The best fit model in HR strategy recognizes that there is no one-size-fits-all approach to HR management, and emphasizes the importance of understanding the unique needs and goals of the organization, and tailoring HR policies and practices to support these objectives.) In HR practice Best fit is a way of ensuring the objectives or goals of an organisation fall in line with HR policies and procedures.  There is no ‘one size fits all ‘ scenario when it comes to HR strategy and therefore it’s important to ensure that HR policies are adapted in order to support specific goals or objectives of an organisation.    The “best-fit” approach emphasizes (contingency) alignment between HR policies and procedures (activities) and (the organization’s) a company’s (stage of )development, (an organization’s internal) structure(s) and (its) external factors such as its (environment like clients) customers , (suppliers), competition and labour markets. (By taking a best fit approach, organisations get flexible, relevant solutions that are designed by balancing business and HR goals, current best practice and the unique company culture and processes.) The Best fit approach benefits organisations due to its flexibility and connectivity between HR and the business and delivers a unique tailored set of practises.  This is supported by (Gifford 2021) who stated that  ‘such solutions are more likely to be readily accepted by employees and will enable organisations to gain a competitive advantage by meeting specific business needs, which can in turn lead to enhanced business results’. (Gifford 2021)
Six Thinking Hats is a creative (method used in ) decision making method that allows an individual to think outside the box.  Six Thinking hats (de Bono, in Watson, 2014) explores the use of different perspectives when decision making.  De Bono states that thinking is the ultimate human resourcing tool, (however the main difficulty to thinking is confusion, we try and do too much all at once.  Emotions, information, logic, hope and creativity all crowd in on us, like juggling too many balls. ) however we are predisposed to try and do too much at once which causes confusion and muddles the thinking process rather than thinking about one aspect in isolation.
[bookmark: _Hlk188886552]Each coloured hat symbolises a different approach: white focuses on data and facts, red on emotional perspectives, black on caution and risk, yellow on optimism, green on creativity, blue on organisation and process control.  Six Thinking Hats works well (where multiple stakeholders are involved, multiple personality types may cause conflict, and this method allows the thinker to do one thing at a time, to separate out emotion from logic, creativity from information etc, rather than multiple stakeholders each trying to wear all hats at the same time.) in larger group scenarios where there are numerous stakeholders, or mixed personality types, as it allows the thinker to concentrate on one thing at a time, dividing logic from emotion for example, or information from creativity.
Ethics (1.5)
[bookmark: _Hlk188886660](Ethics are foundational to) HR practices are underpinned by ethics, (offering a framework for) that support workplaces in acting in an equitable and fair way( to act equitable treatment and just workplace practices). CIPD (2015) identifies eight ethical lenses, none of which represent the ‘right’ or ‘wrong’ ways of making decisions in the workplace, but offer different perspectives on work dilemmas, these are fairness, merits, markets, democracy, well-being, rights and duties, character and handing down.  What this shows us is that from a people practice perspective, organisational reputations are no longer based (not only on) purely on its delivery of its products and services, (but on how it values its relationships with its staff and stakeholders, and how it establishes responsibility and accountability towards them.) but also on its reputation for how they are viewed as an employer, and how much they look after their staff.
There are 4 concepts to Ethical frameworks in HRM, Deontological theory, Utilitarianism, Stakeholder theory and Discourse ethics. As Boxall et al (2007) stated: ‘While HRM does need to support commercial outcomes (the business case), it also exists to serve the organisational needs for social legitimacy’.  Which demonstrates to us that the needs of the people within any business should be handled ethically and with social responsibility. (This means exercising social responsibility, being concerned for the interests of employees and acting ethically to the needs of the people in the organisation.)
Utilitarianism is the belief that an action is right as long as it promotes happiness, and when that happiness is given to the greatest number of people. (the highest principle of morality is to maximize happiness, the overall balance of pleasure against pain. Actions are justified when they result in the greatest good to the greatest number.)This can be criticised, as supports the dubious principle that the end justifies the means.  One example of utilitarianism in business is the practice of having tiered pricing to different types of customers for a service or a (for a product or service to different types of customers.  For example, an airline offers first, business and economy class seats on their airplanes.  Customers who fly first or business class pay a higher rate than those in economy, but they also get more amenities. However, the higher prices paid for business or first-class seats help to ease the airline’s financial burden created by making room for economy class seats.) for example, Banks such as HSBC offer tiered Current account packages based on the amount of wealth a customer has with the bank, the more wealth (savings or borrowing ) they hold with the provider, the better rates they get in return, as a ‘reward’ for helping the bank survive by placing large amounts of savings with them or earning them interest on large borrowing.
The main limitation however to utilitarian ethics is that it can be (is) difficult to achieve in the workplace. People are taught to focus on self before others, making it difficult to practice utilitarianism. 
Stakeholder theory states that an organisation should be managed on behalf of its stakeholders: its owners, employers, customers, suppliers and local communities.  (As Legge (1998) described it, management must act in the interests of the stakeholders as their agent, and also act in the interests of the organisation to ensure the survival of the firm, safeguarding the long-term stakes of each group.)  What this demonstrates is that organisations need to act in the best interests of their stakeholders as without them, the business will not survive.  Stakeholder theory emphasises a much broader set of social responsibilities for business.  Charles Handy (2006) maintains that the proper responsibility of a business community is to create wealth for the whole society.  
As an example, a Bank, such as HSBC might think about ‘offshoring’ part of its operation to a lower cost country. A stakeholder centred company would place emphasis on the impacts of the decision on the various stakeholder groups, (notably) for example its UK employees.  )Although the decision to offshore might still be seen as competitively necessary, the company might feel impelled to make more generous arrangements for those whose jobs are being replaced, both out of a sense of long-term obligation and also to preserve its image in the UK labour market. ) Essentially the decision to offshore part of the business may still be deemed the right outcome for the business, but in order to maintain a good reputation in the UK both internally and externally, it would ensure that any employees at risk of redundancy or job losses were well compensated financially or offered alternative roles.

Financial/non-financial performance (3.1)
One way a company manages financial performance is cash flow, or cash flow statement. Cash flow statements outline cash sources and uses, providing insights into a company’s financial health, and gives a view of whether a company can meet their debts, pay wages and buy goods and services, a key consideration for investors or for companies wishing to sell.  All large companies prepare cash flow statements in line with financial reporting regulations, but smaller businesses also provide them, often at a request from their bank. 
The balanced scorecard, created by Professor Robert Kaplan and David Norton combines both financial and non-financial metrics to assess the goals and performance of an organisation (al performance) from (multiple) numerous  perspectivesnumerous perspectives. (including financial health,) example, HSBC’s scorecard contains Customer Satisfaction, Quality control, learning completion rates and key performance indicators relating to sales, so as the name states, it is a balance across both financial metrics for the business but also how well it treats its customers, and whether they are getting it right first time   (such as customer satisfaction, internal business processes, and learning and development.) Bourne and Bourne (2007) suggest most people think about the balanced scorecard in terms of key performance indicators (KPI’s) and target-setting, but it is about aligning actions to strategy and showing people what is important.  What this demonstrates is that a well-constructed score card will clearly show all employees within an organisation, what are the important outcomes to that business, and allow employees to focus on achieving those outcomes. (A well-constructed scorecard tells everyone in the organisation where it is going and what they are trying to achieve. Referring to Kaplan and Norton (1996), in order to reach a more balanced view of overall business performance, attention must also be given not only to financial measures but also ongoing investments in areas such as organisational capacity, customer/stakeholder objectives and internal processes.)
Benefits of the balanced scorecard include consolidated data reporting which enhances management’s ability to make informed decisions and allocate resources effectively. It provides valuable insight into a firm's service and quality in addition to its financial track record, which allows executives to communicate goals and priorities. 
(In an extract from When misuse leads to failure, David Norton states that there are two main reasons why a balanced scorecard may fail to take root within an organisation.  ‘The number one cause of failure is that you don’t have leadership at the executive levels of the organisation’ says Norton. ‘They don’t embrace it and use it for managing strategy’.
The second is that some companies treat it purely as a measurement tool, a problem he admits stems from its name.  The latest Kaplan-Norton thinking is the companies need a unit at corporate level – they call it an ‘office of strategy management’ – dedicated to ensuring that strategy is communicated to every employee and translated into plans, targets and incentives in each business unit a department.
Norton continues that incentives are crucial.  Managers who have achieved breakthroughs in performance with the scorecard say they would tie it to compensation sooner if they were doing it again.  ‘There’s so much change in organisations that managers don’t always believe you mean what you say.  The balanced scorecard may just be “flavour of the month”.  Tying it to compensation shows that you mean it’.) 
Disadvantages to a balanced scorecard start with choosing the performance indicators to include.  If wrong indicators are chosen, then a business can be seeking the wrong priorities.  This is the same for buy in from employees.  If the performance indicators don’t fully reflect what the day to role or objectives are, then buy in to perform in those indicators is going to be impossible to achieve.  A further disadvantage is picking too many KPI’s in the first place. If a scorecard is overloaded then nothing will stand out as a priority, and the key strategy of the business becomes very diluted.
Impact and Value (3.2)
(Human Resource Management adds value to organisations by aligning people-focused strategies with business objectives, fostering engagement, and enhancing performance. 
The approach to human resources should be based on the principle laid down by Schneider (1987: 450) that ‘Organizations are the people in them; that people make the place’.  He goes on to explain that ‘Positive job attitudes for workers in an organisation can be expected when the natural inclinations of the persons there are allowed to be reflected in their behaviours by the kinds of processes and structures that have evolved there’.
HRM adds value to employer, employee and the overall performance of an organisation. The value added by HRM lie within its goals which are to support the organisation in achieving its objectives by developing and implementing human resource strategies which are integrated with the business.  HRM contributes to the development of a high-performance culture, it ensures that the organisation has the talented skilled and engaged people that it needs and creates a positive relationship between management and employees.
The beliefs of HRM as defined by Storey (2001: 7) include ‘the assumptions that it is the human resource which give competitive edge, that the aim should be to enhance employee commitment, that HR decisions are of strategic importance and that therefore HR policies should be integrated into business strategy’. 
In order to know if HR policies are adding value to any organisation, various research methods are used to measure impact of practices.   One commonly used method is an Employee Engagement survey, which provide the basis for development and implementation of engagement strategies.  A review by Vance (2006) of a number of such surveys identified common themes, including pride and satisfaction in employer, job satisfaction, opportunity to perform well at challenging work and recognition and positive feedback for one’s contributions. 
Its key with any form of employee survey, especially engagement, that proper use of its results are made through the triple A approach: Analysis, Assessment and Action.  It is also key to inform employees of the survey results and involve them in assessing results and agreeing actions.
People practice value can also be measured through analysing absence data.  Absence management is the development and application of policies and procedures designed to reduce absence levels at work.  To do something about absence means understanding the causes for it, adopting comprehensive absence management policies, measuring absence and implementing procedures for the management of short and long-term absence.
The causes for absence have been analysed by Huczynski and Fitzpatrick (1989) under 3 headings.  Job situation factors, such as stress, physical working conditions, and management style of immediate supervisors.  Personal factors such as a company’s employee values and how they effect the employee, age, and personality ( being prone to absence ), and lastly Attendance factors, such as rewards systems and sick pay scheme’s.  
Effective HRM policies and procedures, should allow for correct absence management and should help control the level of absence.  Short-term absence can be controlled by return-to-work interviews, monitoring of volume and patterns in absence can also assist, such as using The Bradford Factor, and invoking disciplinary proceedings for unacceptable absence levels.  Long-term absence is best managed by keeping in regular contact with the employee, by letter, telephone or visits to discuss the situation and, where possible, plan the return to work.)
Human resource management adds value to an organisation by aligning people focused policies and procedures to the objectives and goals of the business, which in turn engages the workforce and enhances the overall performance of the business.  Its function directly encourages and supports many strategies within a business from recruiting the right people, having a strong and consistent training programme to developing its employees, and promoting reward and recognition.  HR is also the support function for a positive relationship between employees and employers.  Essentially it ensures an organisation has talented, skilled, engaged and rewarded employees.
In order to know if HR policies are adding value to any organisation, various research methods are used to measure the impact of practices.   One commonly used method is an Employee Engagement survey, which provide the basis for development and implementation of engagement strategies.  These surveys identify a number of common themes, such as job satisfaction, opportunities to perform and progress, satisfaction in employer and feedback of performance. Its key with any form of employee survey, especially engagement, that proper use of its results is made through the triple A approach: Analysis, Assessment and Action.  It is also key to inform employees of the survey results and involve them in assessing results and agreeing actions.  It’s worth noting (CIPD 2024) that whilst surveys give an insight into engagement in the workplace, a mixed method approach to assessing engagement may give a more well-rounded view across the business, such as a survey coupled with a focus group.
People practice value can also be measured through analysing absence data.  Absence management is the implementation of policies and procedures that both support the employee but help the business reduce absence levels in the workplace.  In order to manage absence, the cause for it must first be understood and having effective a robust policies and procedures can assist this. Short-term absence can be controlled by return-to-work interviews, monitoring of volume and patterns in absence can also assist, such as using The Bradford Factor, and invoking disciplinary proceedings for unacceptable absence levels.  Long-term absence is best managed by keeping in regular contact with the employee, by letter, telephone or visits to discuss the situation and, where possible, plan the return to work. (CIPD 2024)
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	Dept
	Salary
	Q1 Bonus
	Q2 Bonus
	H1 Bonus

	
	Admin
	£301,880.00
	£2,220.00
	£960.00
	£3,180.00

	
	Sales
	£318,000.00
	£0.00
	£0.00
	£0.00

	
	Logistics
	£465,750.00
	£3,290.00
	£4,500.00
	£7,790.00

	
	R&D
	£306,000.00
	£3,660.00
	£6,140.00
	£9,800.00

	
	Company
	£1,391,630.00
	£9,170.00
	£11,600.00
	£20,770.00

	
	
	
	0.66%
	0.83%
	1.49%

	
	
	
	4%
	4%
	8%

	
	
	
	
	
	

	Team
	Employee Name
	Salary 
	Q1 Bonus
	Q2 Bonus
	H1 Bonus

	Admin
	Harry Hunter
	£40,500.00
	£0.00
	£0.00
	£0.00

	 
	Sumira Kiiki
	£25,690.00
	£0.00
	£0.00
	£0.00

	 
	Lexi Masterson 
	£25,690.00
	£0.00
	£0.00
	£0.00

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

	 
	Becky Heron 
	£31,500.00
	£0.00
	£0.00
	£0.00

	 
	Wade Duck
	£35,000.00
	£0.00
	£0.00
	£0.00

	 
	Saffron Finch 
	£24,000.00
	£960.00
	£960.00
	£1,920.00

	 
	Steve Swift
	£24,000.00
	£0.00
	£0.00
	£0.00

	 
	Myna Wren 
	£24,000.00
	£0.00
	£0.00
	£0.00

	 
	Sally Starling
	£20,000.00
	£0.00
	£0.00
	£0.00

	 
	Petra Gull
	£20,000.00
	£0.00
	£0.00
	£0.00

	 
	 
	£301,880.00
	£2,220.00
	£960.00
	£3,180.00

	 
	 
	 
	0.74%
	0.32%
	1.05%

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

	 
	Richard Descartes
	£32,000.00
	£0.00
	£0.00
	£0.00

	 
	Craig Berkely
	£19,500.00
	£0.00
	£0.00
	£0.00

	 
	Gordon Nietzsche 
	£19,500.00
	£0.00
	£0.00
	£0.00

	 
	Nicola Bergson
	£19,500.00
	£0.00
	£0.00
	£0.00

	 
	Karen Dewey
	£22,500.00
	£0.00
	£0.00
	£0.00

	 
	Toni Luther
	£22,500.00
	£0.00
	£0.00
	£0.00

	 
	Lee Foxton
	£22,500.00
	£0.00
	£0.00
	£0.00

	 
	Steve Platt
	£22,500.00
	£0.00
	£0.00
	£0.00

	 
	Liz Hickson
	£24,500.00
	£0.00
	£0.00
	£0.00

	 
	Dave Nicholas
	£24,500.00
	£0.00
	£0.00
	£0.00

	 
	Jamie Smith
	£20,000.00
	£0.00
	£0.00
	£0.00

	 
	Joanne Mansworth
	£20,000.00
	£0.00
	£0.00
	£0.00

	 
	 
	£318,000.00
	£0.00
	£0.00
	£0.00

	 
	 
	 
	0%
	0%
	0%

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

	 
	Ruth Sixsmith
	£23,750.00
	£0.00
	£950.00
	£950.00

	 
	Wendy Boot
	£23,750.00
	£0.00
	£950.00
	£950.00

	 
	Sally Rigbye
	£23,750.00
	£950.00
	£0.00
	£950.00

	 
	Ian Charnock
	£24,000.00
	£0.00
	£0.00
	£0.00

	 
	Chris Walley
	£24,000.00
	£0.00
	£0.00
	£0.00

	 
	Liz Parry
	£26,000.00
	£0.00
	£0.00
	£0.00

	 
	Suzanne Wells
	£26,000.00
	£0.00
	£0.00
	£0.00

	 
	Neil Mansley
	£26,000.00
	£0.00
	£0.00
	£0.00

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

	 
	Lucy Abercrombie
	£26,000.00
	£0.00
	£0.00
	£0.00

	 
	Siobhan Wilson
	£19,500.00
	£0.00
	£0.00
	£0.00

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

	 
	Rick Lovall
	£19,500.00
	£780.00
	£0.00
	£780.00

	 
	Pam Harrison
	£19,500.00
	£0.00
	£0.00
	£0.00

	 
	Max Eagle
	£19,500.00
	£0.00
	£0.00
	£0.00

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

	 
	Rowina Draper
	£19,500.00
	£0.00
	£0.00
	£0.00

	 
	Will Draper
	£19,500.00
	£0.00
	£0.00
	£0.00

	 
	Jamie Penny
	£19,500.00
	£0.00
	£0.00
	£0.00

	 
	 
	£465,750.00
	£3,290.00
	£4,500.00
	£7,790.00

	 
	 
	 
	0.71%
	0.97%
	1.67%

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

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

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

	 
	Karen Hancock
	£29,500.00
	£0.00
	£0.00
	£0.00

	 
	Annabelle Hayes
	£29,500.00
	£0.00
	£0.00
	£0.00

	 
	Ruby Gardner
	£29,500.00
	£0.00
	£0.00
	£0.00

	 
	Ellie Riding
	£34,500.00
	£0.00
	£0.00
	£0.00

	 
	Laura Jones
	£29,500.00
	£0.00
	£0.00
	£0.00

	 
	Tasha Graham
	£29,500.00
	£1,180.00
	£1,180.00
	£2,360.00

	 
	Jennifer Frost
	£29,500.00
	£1,180.00
	£1,180.00
	£2,360.00

	 
	 
	£306,000.00
	£3,660.00
	£6,140.00
	£9,800.00

	 
	 
	 
	1.20%
	2.01%
	3.20%




2.2
From the data we can see that the entire sales team achieved the same rating, which for 13 people within the department is unlikely, especially as this was the same result over 2 quarters.  If an effective performance calibration exercise had been completed, where managers complete performance appraisals and provide ratings, comparing against peers, it is likely we would see a bell curve within that one team. Whilst a bell curve method is questionable in current working environments, there is fact in that throughout a department you are likely to see peaks and troughs of performance. There is also suggestion (Armstrong, 2017) that sales staff are more likely to be eligible for bonuses on the grounds that generating sales are key contributors to the performance of the company. The experience and understanding of the process of assigning ratings by the Sales Team manager would be called into question.
Bonus schemes are wildly used within organisations as a means to motivate and increase performance (CIPD 2019), to only be receiving a bonus for outstanding performance over meets is highly demotivating, and the bonus structure of this company is in question, with a recommendation that a tiered approach to bonus is considered such as a lower percentage bonus being given to employees who meet objectives and a higher to those who exceed.
There are several questions that have arisen from the data provided which would be up for debate. There are 2 agents who were underperforming in Q1 and moved to exceeding performance in Q2. Whilst effective performance management would have a positive impact on ratings, it would be expected that it would take more than 3 months to turn performance around to that extent and it would be expected that there would be sufficient written evidence to support how a turnaround of this extent had been achieved, for example monthly 1:1’s, personal development plans etc.  
Accurate data is key when trying to analyse performance MI and there are some inaccurate recordings that would need to be corrected in order to give accurate analysis, for example, there is an employee within the administration department that is absent in Q1, however neither recorded as absent or rated within Q2.  There is also a job role within the organisation that would benefit from a review of absence, as the only 2 staff doing that role are both recorded as absent for Q2 (Warehousing and Storage within Logistics ), and there could be a pattern or trend as to why both these individuals are absent.
2.3
There are several key stand out results from the Managers survey. 88% of those who completed the survey had not received training in order to undertake appraisals, and whilst 52% of managers agreed that they felt strongly or agreed that they were confident in completing appraisals, 48% on them disagreed or strongly disagreed.  37% of managers did not feel they were good at challenging underperformance and 62% of managers disagreed that they were good at providing feedback and setting performance targets.
The only areas where significantly more managers agreed than disagreed, was allowing staff time to prepare, applying ratings to appraisals, and being able to assess performance fairly. The data suggests that the administration side of conducting reviews is a strength, whereas the communicating or having challenging conversations was not. The data also raises questions as to how managers could be confident in any area of question, when only 12%, 6 managers out of 50, had received any form of training.
A report published by CIPD (2023) stated the single largest improvement in employee outcomes would result from better people management. The observations from the managers’ survey support that the organisation has let down both the managers by not providing adequate training, but also has a knock-on effect to its employees. Whilst the organisation has opened itself up to risk of allowing its managers to be leading employees whilst not suitably trained, it is also a failure of the managers for potentially not asking for suitable training. Furthermore, there is a direct link to appraisal and feedback to productivity with the same CIPD (2023) report stating: Appraisal training and manager training were all associated with a more positive productivity rating, as were all five of the employee health and wellbeing practices covered. Broader aspects of managing productivity – talking about it, measuring it – also had a positive effect on the productivity rating.
The staff survey results find the strongest negative opinion to be around providing clear and direct guidance and having ideas listened to when presented by employees, which is in direct correlation to managers not having had training, and not being confident at providing feedback and setting performance targets. It is also worth noting that the staff survey had more passive responses, with few staff either strongly agreeing or disagreeing to questions asked, with the exception of providing constructive feedback where all responses were similar.
Based on the above findings, there are 2 suggested training aspects that need to be considered.  Initially all managers need to be trained on how to prepare for and conduct an appraisal, including setting performance targets. Further training to managers on having challenging conversations and providing feedback would also be beneficial, including soft skills, use of SMART for setting goals etc, however this should be tailored to the level of current confidence and expertise. There are several styles of learning that could be considered. Coaching by either an experienced colleague or line manager, to develop skills and levels of confidence, action learning, where role plays of real life appraisals could be ‘walked’ through, or observations or actual appraisals taking place, and training by means of courses and e-learnings, both internal to the organisation or external through websites such as CIPD and Indeed.
The majority of this training can be encompassed in the day to day role, through practice, 1:1’s, coaching slots and mandatory learning time, with very little time or financial cost to the organisation, however investing in the 2 suggested areas of training would result in a more engaged and productive workforce.
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Q1 Dept Distribution


O	M	N	U	0.22222222222222221	7.6923076923076927E-2	0.3	0.375	
O	M	N	U	0	0.5	0	0	
O	M	N	U	0.44444444444444442	0.30769230769230771	0.6	0.25	
O	M	N	U	0.33333333333333331	0.11538461538461539	0.1	0.375	


Q2 Dept Distribution


O	M	N	U	9.0909090909090912E-2	0.13793103448275862	0.44444444444444442	1	
O	M	N	U	0	0.44827586206896552	0	0	
O	M	N	U	0.45454545454545453	0.31034482758620691	0.44444444444444442	0	
O	M	N	U	0.45454545454545453	0.10344827586206896	0.1111111111111111	0	


H1 Company Distribution

O	M	N	U	0.1941747572815534	0.53398058252427183	0.18446601941747573	8.7378640776699032E-2	


Company Bonus

Q1	Admin	Sales	Logistics	R	&	D	Company	2220	0	3290	3660	9170	Q2	Admin	Sales	Logistics	R	&	D	Company	960	0	4500	6140	11600	H1	Admin	Sales	Logistics	R	&	D	Company	3180	0	7790	9800	20770	



Admin Bonus

Q1 Bonus	Harry Hunter	Sumira Kiiki	Lexi Masterson 	Robin Bird	Becky Heron 	Wade Duck	Saffron Finch 	Steve Swift	Myna Wren 	Sally Starling	Petra Gull	0	0	0	1260	0	0	960	0	0	0	0	Q2 Bonus	Harry Hunter	Sumira Kiiki	Lexi Masterson 	Robin Bird	Becky Heron 	Wade Duck	Saffron Finch 	Steve Swift	Myna Wren 	Sally Starling	Petra Gull	0	0	0	0	0	0	960	0	0	0	0	H1 Bonus	Harry Hunter	Sumira Kiiki	Lexi Masterson 	Robin Bird	Becky Heron 	Wade Duck	Saffron Finch 	Steve Swift	Myna Wren 	Sally Starling	Petra Gull	0	0	0	1260	0	0	1920	0	0	0	0	



Sales Bonus

Q1 Bonus	Bill Heraclitus	Richard Descartes	Craig Berkely	Gordon Nietzsche 	Nicola Bergson	Karen Dewey	Toni Luther	Lee Foxton	Steve Platt	Liz Hickson	Dave Nicholas	Jamie Smith	Joanne Mansworth	0	0	0	0	0	0	0	0	0	0	0	0	0	Q2 Bonus	Bill Heraclitus	Richard Descartes	Craig Berkely	Gordon Nietzsche 	Nicola Bergson	Karen Dewey	Toni Luther	Lee Foxton	Steve Platt	Liz Hickson	Dave Nicholas	Jamie Smith	Joanne Mansworth	0	0	0	0	0	0	0	0	0	0	0	0	0	H1 Bonus	Bill Heraclitus	Richard Descartes	Craig Berkely	Gordon Nietzsche 	Nicola Bergson	Karen Dewey	Toni Luther	Lee Foxton	Steve Platt	Liz Hickson	Dave Nicholas	Jamie Smith	Joanne Mansworth	0	0	0	0	0	0	0	0	0	0	0	0	0	



Logistics Bonus

Q1 Bonus	Izzy Granger	Ruth Sixsmith	Wendy Boot	Sally Rigbye	Ian Charnock	Chris Walley	Liz Parry	Suzanne Wells	Neil Mansley	Jean Livesey	Lucy Abercrombie	Siobhan Wilson	Julie Chisnall	Rick Lovall	Pam Harrison	Max Eagle	Gill Jamieson	Rowina Draper	Will Draper	Jamie Penny	0	0	0	950	0	0	0	0	0	0	0	0	780	780	0	0	780	0	0	0	Q2 Bonus	Izzy Granger	Ruth Sixsmith	Wendy Boot	Sally Rigbye	Ian Charnock	Chris Walley	Liz Parry	Suzanne Wells	Neil Mansley	Jean Livesey	Lucy Abercrombie	Siobhan Wilson	Julie Chisnall	Rick Lovall	Pam Harrison	Max Eagle	Gill Jamieson	Rowina Draper	Will Draper	Jamie Penny	0	950	950	0	0	0	0	0	0	1040	0	0	780	0	0	0	780	0	0	0	H1 Bonus	Izzy Granger	Ruth Sixsmith	Wendy Boot	Sally Rigbye	Ian Charnock	Chris Walley	Liz Parry	Suzanne Wells	Neil Mansley	Jean Livesey	Lucy Abercrombie	Siobhan Wilson	Julie Chisnall	Rick Lovall	Pam Harrison	Max Eagle	Gill Jamieson	Rowina Draper	Will Draper	Jamie Penny	0	950	950	950	0	0	0	0	0	1040	0	0	1560	780	0	0	1560	0	0	0	



R&D Bonus

Q1 Bonus	Ethan Brar	Harrison Briggs	Steve Owens	Karen Hancock	Annabelle Hayes	Ruby Gardner	Ellie Riding	Laura Jones	Tasha Graham	Jennifer Frost	1300	0	0	0	0	0	0	0	1180	1180	Q2 Bonus	Ethan Brar	Harrison Briggs	Steve Owens	Karen Hancock	Annabelle Hayes	Ruby Gardner	Ellie Riding	Laura Jones	Tasha Graham	Jennifer Frost	1300	1300	1180	0	0	0	0	0	1180	1180	H1 Bonus	Ethan Brar	Harrison Briggs	Steve Owens	Karen Hancock	Annabelle Hayes	Ruby Gardner	Ellie Riding	Laura Jones	Tasha Graham	Jennifer Frost	2600	1300	1180	0	0	0	0	0	2360	2360	
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