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What is ‘Evidence-Based Practice’? (AC 1.1)
Evidence-based practice is the process of using the best available evidence and critical thinking to make an informed decision on how best to move forward. Robert Briner (2022) outlined in a YouTube video ‘What is Evidence-Based Practice?!’, that ‘Evidence-based practice has three distinctive features in which we use evidence; the general approach, using multiple sources of data and taking a structured and stepped approach’.  This view is strengthened by the CIPD’s article ‘Why do we need to be evidence-based’ (2023) which outlines that ‘Decisions need to be based on the best information rather than outdated received wisdom, short-term fads or biased thinking’.
There are four main ways to gather evidence when undertaking this approach. You can use evidence that has been gathered from recognised scientific bodies like universities and recognised authors or publishers; By interpreting organisational data from your own organisation and other organisations within the same sector as your own; Experiential evidence from people who have had similar experiences to your own and can therefore suggest improvements or alternative practices to try; Stakeholder evidence which can be determined by the views of those affected by relevant matters. By Reviewing all possible sources of evidence, will allow for more informed and practical decision-making on organisational issues, which can then leading to better and more efficient working practices and organisation cohesiveness.
The CIPD have has created the following infographic which showcases a model for gathering evidence and then reviewing and interpreting the data to then make an informed decision:

[image: A colorful rectangular sign with text

Description automatically generated with medium confidence]
CIPD – Evidence-Based Practice Infographic
This process is also known as ‘The 6 A’s’ which simplifies the evidence gathering process into Asking, Acquiring, Appraising, Aggregating, Applying and Assessing evidence to then make a more informed decision. This process would see an individual first convert an issue into a question which can then be answered, this is the asking stage. Next the individual will then take their question and research possible pathways to resolve this issue whilst keeping the current organisation culture and staff views in mind, this is the acquiring stage. Following the acquiring stage, all evidence gathered is the reviewed and vigorously challenged to prove the validity and relevance of the evidence, this is the appraising stage. Once all evidence has been thoroughly scrutinised, the evidence which remains valid and relevant is then reviewed and sorted and implementation planning will then start. The planning should be around the initial question and should focus on answering this question, this stage is the aggregating stage. Once plans have been drafted, factchecked and approved, the new process is then implemented or applied in order to solve the initial issue or to answer the initial question. Finally, the new process is then reviewed and evaluated to see if the initial question has been answered effectively and if there are any further improvements required. If the initial question has not been successfully addressed, the individual should then go back and review the evidence gathered back in the acquiring stage and the undertake the rest of the process again.

Effective Analysis Tools within the Business Environment (AC 1.2)
During the first stages analysing an organisational issue, there are some common practice tools that can be used to give a comprehensive overall view of an organisational issue. One such tool is the PESTLE analysis. PESTLE is an abbreviated term which consists of factors that effect an organisation from an external standpoint. These factors are outlined as those which are; political, economic, social, technological, legal and environmental (PESTLE). These are all crucial factors which can effect affect any organisation for example; A new or current political party which is in power who that can introduce new policies and laws; The global and local economy and how changes can effect affect prices or income to an organisation; How social matters like the cost of living and the covid crisis can effect public opinion on an organisation; Advances in technology which can provide both barriers and solutions to an organisation; Legal issues which can arise from making important changes to policies or new laws being introduced by the government; And environmental issues, such as the involvement of greenhouse gas emissions being released by an organisations practice. 

[bookmark: _Hlk183015756]The advantages of using a PESTLE, according to Battista (2024) are outlined as follows; The overall framework of a PESTLE is simple at its core; it can give an understanding of the wider environment, not just in a business sense; it can encourage critical and strategic thinking; anticipate future events; and enable a business to identify opportunities within their remit to take advantage of.

Contrary to this, Battista (2024), also outlines the some disadvantages of using a PESTLE analysis such as PESTLE being oversimplified, capturing too much data to review, the data within a PESTLE may include general feelings, rather than fact and can later be disregarded, unable to accurately forecast future events and may need to be regularly repeated.

By using this information, it can be determined that the PESTLE analysis can be further strengthened by the use of using a SWOT analysis alongside it. CIPD (2024) defines SWOT as ‘a planning tool which seeks to identify the Strengths, Weaknesses, Opportunities and Threats involved in a project or organisation’. By undertaking this analysis alongside the PESTLE analysis, the reviewer can gauge how well an organisation would perform if a particular issue were to arise by identifying the organisation's strengths and weaknesses and then find ways to improve delivery by outlining possible opportunities and threats to the organisation because of those strengths and weaknesses.

To bring the SWOT method into practice, as part of an interview process or staff meetings, you can collaborate with staff to evaluate the organisation's possible strengths and weaknesses, possible opportunities and threats to an organisation. This can be used over a range of issues, for example, changes in legislation due to a change in government and by using the SWOT analysis to evaluate possible changes, an organisation can then be ready to act on their identified weaknesses to prepare the organisation for change.

Why Critical Thinking in Business is Important (AC 1.3)
Coleman (2022), Critical Thinking is About Asking Better Questions’ through Harvard Business Review, summarises critical thinking as ‘the ability to analyse and break down an issue in order to make a decision or find a solution and is the ability to formulate questions’. This idea is further strengthened by Howlett (2019) through ‘The CIPD Podcast’ notes that there are three main parts to critical thinking ‘Critiquing the ideas, how they construct arguments and identify when others are using these techniques’.
By utilising critical thinking when reviewing data, the reviewer should compare their data sets against similar data sets from organisations from similar backgrounds and previous studies from their own organisation, be clear on terminology, be aware of personal agendas, manage the overall complexity of the information provided and create conclusions using the source material gathered when reviewing evidence. The resolutions that have been identified when undertaking critical thinking can then be put into practice and reviewed regularly to ensure that the resolution has been successful.

The Practice of Effective Decision Making with Human Resource Management (AC 1.4) 

[bookmark: _Hlk183015843]When undertaking a decision-making exercise, it is important to first gather and consider evidence of the issue in which you are trying to solve.  The following model was created by De Bono (1985), ‘The 6 Thinking Hats’. I have sourced this information from The de Bono Group (2024). This is the idea that each thought process is a different hat to be worn by the individual who is making a decision. Each hat is a different colour and represents the different aspects of the thought process. The de Bono Group highlights that a group or an individual can ‘separate thinking into six clear functions and roles. Each thinking role is identified with a coloured symbolic “thinking hat.” By mentally wearing and switching “hats,” you can easily focus or redirect thoughts, the conversation, or the meeting.’ The de Bono Group have also created the following infographic that depicts each hats role when undertaking this process:
[image: De Bono's 6 Hats as outlined by The de Bono Group]
De Bono’s 6 Hats, outlined by The de Bono Group

As you can see within the graphic, each hat represents a different thought process. The white hat symbolises information gathering, the yellow hat symbolises the benefits, the back hat symbolises the risks involved, the red hat focuses on feelings, the green had signifies creativity and the blue hat is the thoughts on process control. Each hat should be ‘worn’ when undertaking a decision making exercise to ensure that an overall view of a decision can be assessed by the individual or group and any benefits or shortfalls can then be identified. An example for the use of the 6 hats can be as simple as a flexible working request. You can review this request as such:



	Hat
	Comments

	White – Information Gathering
	What is the current state of the individuals team, are there any other colleagues working flexibly and how would this effect workloads?

Discuss with team manager to find out more and review KPI’s.

	Yellow – Benefits
	Employee would feel valued and work output may increase as a result of better work life balance. Other colleagues may be happy at the prospect of different work streams as a result and money could be diverted or saved as a result of this request.

	Black - Risks
	Some colleagues may complain if requests have been denied in the past or if workload increases as a result. Further requests for flexible working may come in if this initial one is approved.

	Red - Feelings
	The employee would feel valued and listened to if an adjustment to flexible working is made. 

If previous requests have been denied in the past this could lead to these colleagues feeling underappreciated. 

	Green – Creative Thinking
	Part time colleagues could pick up extra hours if budget allows. This could also help decrease workloads and create a more efficient service.

If flexible hours are not approved, then a review into the individuals work pattern may also assist with solving their issue.

	Blue – Process Control
	This organisation does include flexible working and therefore should make adjustments where required.

Create a draft action plan and consult with the team manager to see if the request is feasible.



As you can see, by ‘wearing’ each hat, an overall view of the initial request can be made which can then lead to a more informed decision once all information and alternatives have been understood and reviewed. 
[bookmark: _Hlk183015886]Alternatively to de Bono’s ‘6 Thinking Hats’, another medium which can encourage non-biased debate is undertaking Action Learning Sets. Action Learning is the process of one individual putting forward an organisational issue or an issue within their individual team across to a group of individuals. The group then ask the individual non-leading questions which assists the issuer with thinking of their own solution without another’s experience or opinion shadowing their thought process. The website Universities Human Resources (2024) summarises Action Learning as follows ‘An Action Learning Set is a small, confidential forum where each participant brings to the meeting an organisational task, problem, challenge or opportunity on which they intend to act. Having presented the issue to the group, other participants pose questions and raise discussions which help the presenter create insight and options for action. It is through the experience of taking action on return to the workplace that promotes reflection, learning and personal development’

Ethics within Human Resource Management (AC 1.5)

[bookmark: _Hlk183016059]The website Investopedia (2024), defines ethics in business as ‘the moral principles, policies, and values that govern the way companies and individuals engage in business activity. It goes beyond legal requirements to establish a code of conduct that drives employee behaviour at all levels and helps build trust between a business and its customers.’ The CIPD outlines ethical practice as ‘the application of ethical values to organisational behaviour. It applies in all aspects of organisational conduct, including corporate governance, employment practices, sales techniques, stakeholder relations, accounting practices, and issues of product and corporate responsibility.’ 
Human Resource professionals have a duty to always uphold organisational ethical standards. These organisational standards and perspectives should be outlined within the organisation’s code of conduct. The code of conduct outlines how an employee of the organisation should uphold themselves within their workplace and in turn outlines how to maintain public relations by conducting business ethically. The CIPD code of conduct states that there are 5 key virtues that all members must uphold:
1. Positive and active impact on people’s lives
2. Civic virtue and stewardship
3. Good Character
4. Professional service and competence
5. Personally responsible
By each member actively working within this code will help ensure that ethical practice is being undertaken and that Human Resource Managers are role models for the rest of their organisation.
[bookmark: _Hlk183016146]BBC Bitesize (2024), provides an argument for a businesses to practice ethically and states that ‘Businesses that behave in an unethical way are more likely to receive bad publicity and get a poor reputation’ which can lead to other businesses not procuring services from an organisation that behaves unethically. An organisation can act unethically through several ways such as by underpaying employees compared to competitors, working outside of the accepted social norms, by practicing illegally or by not following their own code of practice.

Two different ethical perspectives to note are Deontology and Utilitarianism. Deontology according to the BBC is the duty-based belief centred around doing the right thing because it is the right thing to do and avoid doing the wrong things because they are wrong. People who follow this style of ethics usually have very strong principles and will relay this into their working practices by ensuring they are doing the right thing. Within an organisation, this style of ethics can take the form of policies and procedures that are right and fair and hold people accountable for their actions. Alternatively, within a team, one's view of the right thing to do may differ from others which can then cause unnecessary friction within the team unless a middle ground can be met.

Utilitarianism, outlined by Ethics Unwrapped is an ‘ethical theory that determines right from wrong by focusing on outcomes’. This ethical perspective sees a good outcome for a business as the right thing to do and a bad outcome as the wrong thing to do. In business, this view will help the business grow by focusing on the good outcome for the organisation, however, the best outcome for the organisation may not be the best outcome for their customers for example a rise in prices due to extra costs the organisation incurs which is the best outcome for the business due to levelling the losses could lead to a drop in sales due to customers looking for the best deals.

Measuring Financial and Non-Financial Performance within an Organisation (AC 3.1)

Organisations can measure their non-financial performance of staff by introducing Key Performance Indicators (KPIs). Twin (2024), via Investopedia, highlights that KPIs are ‘used in business to judge performance and progress toward specific, measurable goals and can be compared to a predetermined benchmark, other competitors and the performance of a business over time’. KPIs are individual statistics that outline staff or team performance and how these can affect an organisation. KPIs can highlight areas that require attention and areas that an organisation that are performing well in.

Financial performance can be measured in different ways depending on which sector you are reviewing. The public sector for example is usually funded directly by the central government and therefore assesses its finances by budget expenditure and employee costs. This is supported by an article by ACCA Global which I have paraphrased and states that ‘performance indicators used tend to focus on cost and efficiency and might include items such as labour efficiency, or total costs for a particular function as a percentage of income.’ This measurement completely differs from a private sector organisation which according to the Corporate Financial Institute, would measure financial performance through four statements; The balance sheet, income statement, cashflow statement and annual report. 

HR can positively influence an organisations financial performance by providing strategies to improve employee welfare and by introducing talent management systems that can reward employees who are actively seeking to improve. Quilliam (2024) via CIPD notes that Talent management ‘means implementing processes to attract, identify, develop, engage, and retain individuals valuable to an organisation whilst being aligned to the organisations objectives’. Quilliam (2024) also notes that a benefit of introducing talent management is ‘increasing productivity and building a high performance workplace’. This shows that HR can add value by introducing a talent management strategy which focuses on encouraging employee growth whilst improving productivity, which can positively impact the financial performance of an organisation. 

How Effective Human Resource Management Adds Value to an Organisation (AC 3.2)

Human Resources (HR) add value to an organisation in many ways. Employee maintenance and crisis prevention activities such as the creation of contracts and policies, sickness management, recruitment and new starter induction, and payment of staff are all provided by the HR function. HR also strives to continuously improve the function of an organisation by constantly reviewing working practices against best practice guidance and implementing changes using evidence-based practice. Hults (2011) notes that the Human Resources adds value to an organisation by ‘payroll, benefits administration, staffing, and recruiting.’ But also notes that HR can be ‘strategic in nature’. HR as a function can introduce changes across an organisation such as movements in hierarchy, policy and job roles. Hults (2011), Harvard Business Review outlines in their experience ‘By utilizing basic HR tools like business process redesign, organizational redesign, job redesign and competency model development, we were able to more effectively align our selling and support processes’. When undertaking the evaluation process, this would typically include a review of KPI targets and if they are being met, alongside conducting staff engagement surveys at both management and staff levels to determine if the introduced changes are having a positive impact or if other considerations need to be made, therefore, returning to the evidence gathered before the change was introduced.

Changes an A HR function could introduce are not limited to working practices and can include overall hierarchy changes such as directorate movements and changes to the management structure. All changes that are introduced are then monitored and regularly evaluated to ensure an organisation is performing optimally and therefore a return on investment can be measured. Hults (2011), Harvard Business Review outlines in their experience ‘By utilizing basic HR tools like business process redesign, organizational redesign, job redesign and competency model development, we were able to more effectively align our selling and support processes’. When undertaking the evaluation process, this would typically include a review of KPI targets and if they are being met, alongside conducting staff engagement surveys at both management and staff levels to determine if the introduced changes are having a positive impact or if other considerations need to be made, therefore, returning to the evidence gathered before the change was introduced. If the survey data shows that the introduced changes are not having the desired impact, the survey if administered comprehensively can provide the HR function with an effective overview of what is going wrong which can then lead to reviewing best practices on how to resolve the issue. Sometimes this can lead to the HR function completely reviewing the whole change and reverting back to assessing working practices alongside the evidence that was gathered within the initial introduction of the change and may highlight that further evidence is required. 

HR can also have a positive financial impact, Aon (2024) notes that HR can assist in the ‘improvement of operational efficiency and cost-saving’ and by reviewing the ‘Alignment of people strategy to financial strategy’. HR implementing changes based on evidence can assist an organisation in amending current procedures and policies to be more cost-effective and provide clearer guidance to employees which can enable employees to be more productive. HR can also positively influence an organisation's financial performance by providing strategies to improve employee welfare and by introducing talent management systems that can reward employees who are actively seeking to improve. Quilliam (2024) via CIPD notes that Talent management ‘means implementing processes to attract, identify, develop, engage, and retain individuals valuable to an organisation whilst being aligned to the organisation's objectives’. Quilliam (2024) also notes that a benefit of introducing talent management is ‘increasing productivity and building a high-performance workplace’. This shows that HR can add value by introducing a talent management strategy which focuses on encouraging employee growth whilst improving productivity, which can positively impact the financial performance of an organisation. 

Assessment of Department Performance (AC 2.1, 2.2)
Following a performance appraisal exercise which has been undertaken by the organisation's team managers for the past two quarters, I have first summarised their team’s performance into percentages per team. I have done this to give the organisation a quick overview of team performance and to highlight areas of potential concern. Each team overview for both quarters is as follows:
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Using this data, we can identify areas that may require further investigation and areas that are performing rather well. Additionally, using the information provided within the spreadsheet, the following graph also gives a quick insight into the performance of the organisation's teams over these two quarters:
Quarter 1: 
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Quarter 2:
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Overview of both Quarters:
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By reviewing these bar charts, a few areas of interest can be highlighted, such as the consistency within the Sales Department, the Administration Team mostly not quite performing or underperforming, the absence within the Logistics Department’s ‘ Warehouse and Storage’ team and the Research and Development Department’s overall improvement with a query on an underperformers absence in quarter two. 
I will investigate each of these further below and give some recommendations to help identify potential areas of improvement and recognise where management strategies seem to be doing well.
Administration Department
Over the two quarters it can be noted that within the Administration Team, there has been an increase in the performance over the first two quarters with an increase of employees which ‘Meets Set Individual Needs’ by 9%, however the percentage of employees that are still ‘Not Quite There’ has increased by 9% also. Using this information, there may be a slight training gap within the team, which is causing some employees to be not quite meeting  meet the manager's expectations. I would recommend first engaging with the team manager to clarify their decision-making during the appraisal process to see if anything can be offered to these employees. As highlighted, there may be potential training gaps within the team which may warrant the facilitation of a team coach to ‘upskill’ these employees.
Sales Department
On review of the submission from the Sales Department, I have noted that all staff members are meeting their set KPIs. This could be a result of potential sales targets being met rather than overall performance which may not give an accurate insight into the individual team member's performance. This may cause unnecessary friction within the team due to potential ‘Outstanding’ performers not being recognised compared to those who are just meeting sales targets. This potential non-recognition may lead to arguments within the team and those who are performing well feeling feel underappreciated, which may lead them to look for employment elsewhere. I recommend undertaking a team engagement survey with anonymous results to see if there are any areas of further concern and to engage with the team manager to see if they require any training on undertaking performance appraisals as they may not be aware of the organisation's standards which may also be affecting their performance review processes. Once all employees have completed the engagement survey, I recommend reviewing each response to get a gauge of team dynamics and management style.
Logistics Department
The first note within the Logistics Department is the increase in the absence of both staff members within the Warehousing and Storage section over quarter two. I recommend engaging with these employees to determine what has happened and if their leave of absence is work-related or a coincidence. One of these employees was highlighted as ‘Not Quite There’ in quarter one which may be the cause of their absence within quarter two. Overall, the other team member's performance appears to have improved with more team members achieving ‘Outstanding’ performance and no underperformers within the team.
Research & Development
Within this department, I have noted the improved performance of three employees, one of whom was underperforming in quarter one, which may warrant investigation due to the considerable increase in performance of this individual to see why they have improved. The most important highlight within this section however is the employee who was noted as ‘Underperforming’ in quarter one and who is now absent in quarter two. I recommend reaching out to this employee to see what has happened and if they require any support for from the organisation to bring them back to work and improve their performance.
Overall Recommendations
In summary, I recommend engaging with team managers to see if there are any training gaps which can be shortened within all teams to help improve staff performance. If this does not happen, the organisation risks underperformance from their staff and the likely hood of performance improving is minimal, which can also possibly effect the organisation’s financial performance. 
I recommend undertaking a staff satisfaction survey to identify if there are any potential rifts occurring within teams. This can help give employees a platform to have a voice and put their points of view across to the whole organisation and help staff feel valued and listened to.
Finally, I recommend contacting the employees who are absent within quarter two to see if there is anything the organisation can do to help bring them back into work. If this is not done, the organisation may face higher staff turnover in these departments and depending on the reason why these employees are absent, this may cause legal implications for the organisation if these employees reach sickness thresholds.

Performance Appraisal (PA) Staff Survey Results (AC2.3)
I have summarised the feedback collected from the staff engagement survey which has been responded to by 50 managers and 235 employees. The overall summary is:
1. 36% of managers feel they do not have enough time to conduct PAs
2. 48% of managers feel they are not confident to undertake PAs
3. 41/50 managers have concerns when applying a rating on a PA 7 of those have strong concerns
4. 42% of managers feel they are not able to fairly assess performance
5. All managers feel they have not received training on how to undertake PAs
6. 82% of managers feel they have issues when challenging underperforming employees
7. 68% of managers feel they are not good at providing feedback.
8. 51% of employees feel their manager does not provide clear and direct guidance
9. 81% of employees feel their manager does not listen to their ideas
10. 30% of employees feel they are not listened to
11. 42% of employees feel their manager does not provide constructive feedback
Using the above overview of the survey results, I can identify that there may have been a either a lack of training supplied to managers on the performance process or miscommunication on the organisation’s standards for undertaking performance appraisals. I first recommend inviting managers to undertake training on how to effectively appraise the performance of their staff which gives an in-depth overview of the performance appraisal process and how it is conducted. An article on Indeed has supported this by noting that ‘Employee training programs help improve the knowledge and skills of employees to match the various changes in the industry’ and that training can improve the ‘productivity of workers and increase the profits and efficiency of an organization.’

Once all managers have been trained on the process, I recommend re-conducting this part of the employee engagement survey after 3 months to see if there has been any improvement on the process at management at all levels. This is to ensure that the training programme has had a positive impact, and that both managers and staff are seeing the improvement. As outlined by Ashton's HR Consulting, ‘An employee engagement survey is a highly effective way of gauging employee views’.

I also recommend supplying either conflict management training or training on having difficult conversations and supplying constructive feedback to enable those managers who struggle with supplying feedback to their staff members, to have more confidence. Gallup.com highlights that employees are ‘hungry for performance feedback from their peers’ and a study conducted at Gallup showed that ‘80% of employees who recently received effective feedback are fully engaged’. By Supplying staff with meaningful feedback rather than inadequate feedback would improve an organisation's efficiency and encourage employees to align with the organisation's goals.
If these training sessions are not implemented, the organisation risks a high financial impact due to employee turnover which may be caused by a lack of engagement from managers to their staff.
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‘The White Hat calls for information known or needed. “The facts, just the facts.”

The Yellow Hat symbolizes brightness and optimism. Under this hat you explore the
positives and probe for value and benefit.

Risks, difficulties, Problems — The risk management Hat, probably the most powerful Hat; a
problem however if overused; spot difficulties where things might go wrong, why something
may not work, inherently an action hat with the intent to point out issues of risk with intent to
overcome them.

The Red Hat signifies feelings, hunches and intuition. When using this hat you can express
emotions and feelings and share fears, likes, dislikes, loves, and hates.

The Green Hat focuses on creativity; the possibilities, alternatives, and new ideas. It's an
opportunity to express new concepts and new perceptions.

The Blue Hat is used to manage the thinking process. It's the control mechanism that
ensures the Six Thinking Hats® guidelines are observed.
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Team Absent (%) Outstanding (%) Meets Set Individual Needs (%) Not Quite There (%)

Underperforming (%)

Administration Department 9% 18% 18% 27% 27%

Sales Department 0% 0% 100% 0% 0%

Logistics Department 0% 20% 40% 30% 10%

Research and Development 0% 30% 30% 10% 30%

Quarter 1
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Team Absent (%) Outstanding (%) Meets Set Individual Needs (%) Not Quite There (%)

Underperforming (%)

Administration Department 0% 9% 36% 36% 9%

Sales Department 0% 0% 100% 0% 0%

Logistics Department 10% 25% 45% 20% 0%

Research and Development 10% 50% 30% 10% 0%

Quarter 2


image5.png
Percentage of Team Performance Q1

120%
100%
80%
60%
40%

20%
R B .|I| 1L 1.1

Absent (%)  Outstanding (%) Meets Set Not Quite There Underperforming
Individual Needs (%) (%)
(%)

W Administration Department M Sales Department

W Logistics Department W Research and Development




image6.png
Percentage of Team Performance Q2
120%
100%
80%
60%

40%
L [
0% EE = s =

Absent (%)  Outstanding (%) Meets Set Not Quite There Underperforming
Individual Needs (%) (%)
(%)

W Administration Department M Sales Department

W Logistics Department W Research and Development




image7.png
Outstan... Outsta... Meets set... Meets set... Not quite...  Not quite... ~ Under... Under...

14
12 Values
10 mOutstanding Q1
W Outstanding Q2
8 W Meets set Individual KPI's Q1
6 W Meets set Individual KPI's Q2
’ m Not quite there yet Q1
mNot quite there yet Q2
2 I I I II I W Under performing Q1
o IlI 1 I 1 W Under performing Q2
Administration  Logistics  Researchand Sales
Department Department  Development Department

Team ~




