SCO02 Evidence-Based Practice
Part one – Knowledge and understanding

AC 1.1 Evidence-based practice.
Evidence-based practice (EBP) is a concept with firmly established roots.  It utilises critical thinking and a variety of credible sources to justify reliable decision making, with a foundation dating back to ancient Greece (Wang, 2016).  It’s been successfully adopted in a number of fields, including medicine and Human Resources (HR).  There’s an increasing demand on organisational departments to justify their spending and deliver measurable value (CIPD, 2021). EBP and the delivery of sound data is a solution. 
HR is increasingly becoming a strategic partner in driving organisational success, the call for EBP is louder than ever (Briner, 2024).  Evidence ensures decision-making is based on fact, rather than outdated insights, short term fads and natural bias (CIPD,2024).  EPB professionals’ advocate using a number of evidence sources in order to arrive at the most viable solution to a problem.  For example Rob Briner refers to the use of four sources of evidence: organisational data, scientific evidence, professional expertise and relevant stakeholders (Briner, 2018).  Each should be considered in order to identify a problem and evaluate the most effective solution.  Another approach would be to utilise the six A’s process to make decisions, make sense of data and consider the best available evidence.  These are: Asking, Acquiring, Appraising, Aggregating, Applying and Assessing (CIPD, 2024). This guarantees the quality and accuracy of the evidence, based on the source and ensures a trustworthy outcome is reached.
HR professionals must have awareness of evidence bias and neutrality.  Evidence presented could be driven by a personal or political agenda (Taylor and Woodhams, 2022).  The risk of ‘cherry-picking’ certain evidence which backs a particular perspective (CIPD, 2024). Critical thinkers question data to justify making organisational decisions. In a world of technological advancements and AI, effective decision making is definitely being impacted.  Data analysis will always require human touch to tell the story behind the data.  It will assist HR professionals in making more informed decisions.  Once you verify the data you need to interrogate it – that is, investigating to understand what the data is saying…it just sits there, waiting for you to figure out what it means (Englehardt, 2020).
Effective use of EBP in an organisation supports quality decision making across many HR practices.  These include recruitment (historic data of successful candidates), wellbeing (track trends with initiatives and whether they meet employee needs), performance management (drive results and evidence improvement), diversity, equality and inclusion (DEI) (evidence inclusivity).  It reassures stakeholders, reduces errors and promotes confidence in change.  Outcomes are more likely to have an effective long-term impact when evidence has been relied on.

AC 1.2 Analysis tools and methods.
Organisations require a people analytics strategy, with three key aims: to connect people data with business data, to inform leaders and help them make decisions.  To enable HR leaders to use insights from analytics to design and implement HR activities.  To measure HR’s effectiveness in delivering against its objectives (CIPD, 2023).  Integral to this strategy is the use of analysis tools and methods to recognise and diagnose challenges and opportunities.  These help an organisation stay competitive and adaptable.
Analysis tools like Porters Five Forces, PESTLE (Political, Economic, Technological, Legal and Environmental) and SWOT (Strengths, Weaknesses, Opportunities and Threats) are utilised to gain valuable insight.  They account for both internal and external factors impacting an organisation. 
The popular SWOT analysis tool is a flexible and easily applied framework, which considers both internal and external aspects. It’s a useful change management tool and of advantage when considering new initiatives.  Strengths and weaknesses tend to focus on internal factors, whilst threats and opportunities consider external aspects.  Its balanced approach accounts for both pros and cons.  SWOT analysis can be used in many ways, like to assist with supporting wellbeing at work initiatives. It can consider the attitude of senior leaders towards wellbeing. Patterns in data like attrition and absence, also data from exit interviews (Taylor and Woodhams, 2022).  Disadvantages of the SWOT analysis method include users can oversimplify the amount of data used for decisions and it lacks detailed structure, so key elements may get missed.  Also to be effective, the process needs to be repeated on a regular basis (CIPD, 2024).
Analysis methods include focus groups, surveys and interviews, for example, as a means of capturing relevant evidence.  Focus groups are another beneficial change management tool, simple but very effective. Focus groups are relevant where researchers are investigating tightly defined issues and concepts, can promote dialogue and discussion and allow researchers to find out about a range of attitudes and opinion (Taylor and Woodhams, 2022).  They are great for canvassing thoughts when considering changing pay or gaining opinion on staff survey results. Problems can be simplified and responses quick. The negatives of their use include difficulty in getting participants together and there is always a risk some individuals may dominate the discussion.  Also, focus group participants need to be representative of the group that is the focus of study (Taylor and Woodhams, 2022). 
In summary, utilising effective analysis tools like SWOT and analysis methods like focus groups enable organisations to attain enough data to reach a logical and compelling decision of issues, challenges and opportunities. Enabling HR professionals to produce the golden thread that all can agree is an accurate diagnosis of the problem faced (Templeman, 2022).

AC 1.3 Critical thinking.
Critical thinking is an essential skill for HR professionals.  It helps determine what’s fact or assumption, avoiding emotional or ‘knee jerk’ responses. It’s the ability to think well, listen and be present in the moment.  There are three key aspects to critical thinking: firstly, critiquing the ideas, opinions and arguments of others. Then, how HR professions construct their arguments and opinions themselves, that they are communicating to others. Finally, to identify when others are using critical thinking techniques, that impact how the HR professional is making a case (Howlett and Coburn, 2019).  
CIPD highlights a number of critical thinking principles. These lend to structure and credibility.    Clarity means ideas are understandable, accuracy ensures information is correct.  Precision focuses on the detail of information, whilst relevance considers the salient points. Depth involves exploring more complex issues and breadth accounts for differing perspectives to avoid restricted thinking.  Logic guarantees the structure of discussions, then significance is a particular idea on which to focus. Ultimately ensuring impartial fairness is achieved (CIPD, 2024).
A key blocker to critical thinking can be the mind of organisation leaders (Lancaster, 2021) and a reliance on how things were done in the past.  It hinders the principles of relevance and significance, as thoughts are rooted in assumption and not merit.   When dealing with a complex salary change meeting for example, referring to a previous practice may no longer be relevant as staff change and external factors, like cost of living, need considering. There are a number of common errors or ‘red herrings’ when referring to history or being selective with evidence used (Howlett and Coburn, 2019).    The role of HR professionals is offering impartiality through listening and consideration of critical thinking principles.  In the given scenario with salary, reacting to historic approaches and applying the principle of depth ensures a considered review of the current state of play, guaranteeing fairness for today’s employees. Credibility can be earned through demonstrating understanding and using an analysis tool like PESTLE to evidence consideration of external salary trends and competition. 
HR professionals go out into a business they don’t contribute to directly and advise within specialist fields they know nothing about. Sitting in meetings with people who are experts. Listening enables critical thinking and to construct answers to difficult problems.  Being a generous listener is a tool that unlocks a deeper understanding (Templeman, 2022).  
The use of critical thinking to compliment EBP is a powerful skill.  It guarantees objective and rational debate.  Different people have varied ideas and assumptions.  It is often the case neither side in a debate is right or wrong.  Both hold positions that are easily defended and credible (Taylor and Woodhams, 2022).  Adding structured principles, and impartiality, results in a well-reasoned and respectful outcome. 

AC 1.4 Decision-making approaches.
HR professionals support organisations to problem solve and make decisions.  One lends to the other and the resolution of a problem may then require decision making skills (CMI, 2020).  The reliability of the decision being made is crucial, so decision-making processes are commonly applied in order to achieve an effective outcome.  They assist in addressing challenges, to take advantage of opportunities and guarantee outcomes are in line with business goals.  They help to offer clarity and more effective results. 
A number of processes exist outlining ways decisions are made and can be improved through a strategic approach.  Some decisions are based on best fit and can be decided independently, whist others are more collaborative (Taylor and Woodhams, 2022).  Decision making involves choosing the most valuable option from a set of alternatives, grounded in EBP. Examples include Future Pacing, Best Fit and De Bono’s Six Thinking Hats.
De Bono’s Six Thinking Hats is an ethical decision-making process.  An individual can apply this method and take on a number of hats. It’s also effective with teams and encourages consideration of a number of perspectives.  Each hat colour reflects a different way of thinking. Blue is the project manager and oversees the thinking process, red focusses emotion-based decisions, white relies on facts, black considers risks, yellow on benefits and green on creative solutions.  This approach encourages deeper consideration using a number of perspectives to consider judgment (Taylor and Woodhams, 2022).  The benefit of this process is all options are explored, but from different perspectives.  The Six Thinking Hats approach is beneficial when reviewing attrition data and accounts for varied perspectives. The individual (a new job), the line manager (shift cover), the HR consideration (recruitment) or the organisation (loss of a skilled worker) (Taylor and Woodhams, 2022).  However, multiple stakeholders with different approaches can mean it’s a timely process. 
Another process is Best Fit.  Focussing on organisations internal practices and aligns with values, culture and environment.  Recognising decisions need to ‘fit’ individual employees.  What is a best fit for one may not be appropriate for another and a more tailored approach considered. Also, accounting for the of the size of an organisation, the strategy its following, and the nature of the labour market it’s competing in (Taylor and Woodhams, 2022).  An example of the application of Best Fit would be designing a new performance management framework.  All employees learn and develop independently and consideration needs to be given to neurodiversity and reasonable adjustments.  This is a benefit as it not a one design fits all approach and is agile. A challenge is it requires consideration of a broad range of employees and will be timely.

AC 1.5 Ethical perspectives. 
Consistency when reviewing information obtained, or decisions made, through EBP is vital for legal and reputational purposes, as well as forming a foundation for ethical practice (Waite, Beevers, Small, Tomlinson, Hussain, 2021).  HR professionals have to look the organisation, and its employees, in the eye.  They are the arbiter on ‘doing the right thing’ in people practice, which impacts on how consistently people policy is applied. This then results in fairness (Templeman, 2022).  Having ethical policies that reflect an organisation’s vision and core values helps to create positive mindset and working environment.  Decisions made by HR professionals impact an organisation and its employees.  It’s about developing trust by role-modelling ethical behaviour (Waite, Beevers, Small, Tomlinson, Hussain, 2021). 
Ethics are collective codes of right or wrong.  There are a number of ethical perspectives an organisation can apply, like Utilitarianism, Deontology, Communitarianism and Altruism and rather than a situation being right or wrong, the judgement may vary depending on the perspective applied (Taylor and Woodhams, 2022).
Utilitarianism considers the greatest good for the greatest number of stakeholders.  It’s a moral theory, focussing on outcomes, where decisions made result in happiness and wellbeing, as the ‘right thing’ has been done.  This framework means the ends do not justify the means, as long as there’s an overall gain to the organisation (Taylor and Woodhams, 2022).  This can be applied in practical terms when considering redundancy in a non-profitable department, for example.  All employees in the department are impacted, but the decision benefits the organisation. Therefore a weakness is that it can ignore the rights of the minority.
Deontology involves doing the ‘right thing’ based fairness and equality, following the assumption there are fundamental ‘rights’ and ‘wrongs’, or a duty of care. (Waite, Beevers, Small, Tomlinson, Hussain, 2021).  It’s an individualistic approach and applies duties and rights, with emphasis on behaviour rather than outcome, unlike Utilitarianism.  The ends do not justify the means (Taylor and Woodhams, 2022).  An example of this would a fixed pay day for all employees, because it’s the correct thing to do and money impacts lives.  However, a weakness is it may not suit how some live and could prefer weekly over monthly pay.  It can be rigid in its application.
Utilitarianism is beneficial for decisions involving large groups, whilst it can negatively impact some individuals. It’s flexible and focuses on an end goal that’s organisation based.  Deontology follows rules, fairness, but can be inflexible, not considering consequences. Both are valid perspectives and offer valuable support to make ethical decisions.
Having awareness of ethical perspectives, and an understanding of how employees are feeling, offers valuable insight into organisational culture and wellbeing.  HR professionals lead by example and are custodians of ethical practice.  Playing a vital role in an organisation, to help inform and influence morale, evidence-based, decision-making (Waite, Beevers, Small, Tomlinson, Hussain, 2021).  

AC 3.1 Financial and non-financial performance.
Performance is key to an organisations success and effectively measuring it is vital.  This is a cornerstone of EBP and helps with decision making.  The organisation collects and analyses performance data to enable it to identify where improvements can be made (Taylor and Woodhams, 2022). Performance management could be said to be about ‘doing the right things as well as doing things right’ (Waite, Beevers, Small, Tomlinson and Hussain, 2012) and this balance reflects in both financial and non-financial measures, as a source of understanding an organisations health when making decisions.
Financial metrics illustrate success.  They help an organisation to thrive and survive.  Measures like revenue, net profit, ROI and cash flow are examples.  Focussing specifically on net profit, this indicates how much money an organisation has made when expenses have been deducted.  It compares revenue to outgoings. It’s a raw figure showing how well a company is performing and helps increase stakeholder value.  An organisation introducing a new product to market will review its net profit in order to determine viability and future success.  Net profit helps decide if the product should be continued or removed from trading.  It allows organisations to plan, make decisions and consider its cash flow.  
Cash flow in itself is another valuable measure.  A cash flow statement provides financial information summarising the amount of cash entering and leaving organisation (Waite, Beevers, Small, Tomlinson and Hussain, 2021).  They are reliable sources of data illustrating whether a company has enough capital to meet its debts.  In turn this inspires confidence with investors.  For example, when considering whether to purchase shares in a public company, cash flow statements are a reference of assets and whether the business is a sound investment. 
Non-financial measures are also essential in demonstrating an organisations health, value and performance to stakeholders.  Measures like benchmarking, customer satisfaction, attrition and feedback.  Benchmarking is valuable, because it allows stakeholders to consider a business’ success compared to the industry and make informed decisions.  For example, regulatory complaint data as a source of how a business handles its unhappy customers can be used to inspire confidence. 
Customer satisfaction is a non-financial measure and feedback is actively encouraged as a source of EBP.  Understanding both the good and bad is vital when assessing whether a customer’s needs are met. It results in loyalty and free marketing. Understanding the customer is key and many companies invest time and money in surveys to obtain this powerful insight.  Feedback is not only beneficial to the organisation, but also to those receiving it. People who feel appreciated are more likely to engage in the workplace. Positive feedback is therefore one of the most helpful techniques (Waite, Beevers, Small, Tomlinson and Hussain, 2022).
Both measures help highlight evidence of the performance.  They work hand-in-hand to demonstrate success. Financial measures like benchmarking are a source if immediate insight, while non-financial measures like customer satisfaction help foster legacy and value.

AC. 3.2 Adding Value and Measuring Impact.
A crucial part of any HR professional’s role is the requirement to add value to the organisation through people practices.  We should consider adding value as a perpetual state of being, always aiming to add value to the business we serve (Templeman, 2022). Employee learning and development, talent management, recruitment and selection are examples. Having strategies help structure day to day and long-term projects or initiatives and add value.  This inspires confidence in stakeholders and aligns with morale, productivity, culture and contributes to the success of an organisation.
Measuring the success of practices is also a requirement of HR professionals.  Considering training, it’s always been a difficult practice to measure.  As are wellbeing initiatives.  ROI can be applied to support outcomes with both and has been met with mixed responses when considering the value of training delivered, for example.  Through data we can Identify development with skill gaps, analysing KPI’s from before and after delivery.  Also, evaluating confidence levels before and after to support outcomes and confidence. With wellbeing, looking at improved overall health and happiness we can attribute certain outcomes (such as a reduction in absence levels) to specific wellbeing activities and apply ROI to support this (Taylor and Woodhams, 2022). ROI looks at cost benefits and enhances the value and impact of training through providing quantitative data. In turn, it inspires trust for stakeholders.
Data in itself is another obvious measure of people practices.  As a corner stone of EBP, it helps to validate the success and contribution of HR projects and initiatives.  Data like attrition rates, outcomes from staff satisfaction and end of training surveys. Data can be subjective and depends on effective interpretation, so it’s important the value for each practice is measured differently depending on the stakeholder (Taylor and Woodhams, 2022) and when measuring data we need to be agile and utilise human dynamics.
HR practices are used to foster value in organisations. Supporting the careful selection and hiring of employees; ensuring that a systematic induction process is provided for new employees; gathering employees’ opinions on work matters, rewarding performance and developing employees (Waite, Beevers, Small, Tomlinson, Hussain, 2022).  Measurement is essential and the overreaching purpose of this is to provide HR professionals with tools and techniques to make justified management decisions.  This relies on being able to identify good quality data (Taylor and Woodhams, 2022) and is the basis of impactful and trustworthy EBP. 



Part two – Quantitative and qualitative analysis review 
AC 2.1, AC 2.2 and AC 2.3
Part one – Performance data
The tables below evidence performance review judgements as a percentage for quarter one and two in the Administration, Sales, Research and Development and Logistics departments.  Both indicate the percentage of employees who were rated outstanding, meets set individual KPI’s, scored not quite there yet or underperforming.  Numbers are also included for those employees absent when the survey was completed.  It’s worth noting missing data for employee Sally Starling in quarter two, this been included in the absent figure.  
Table 1:

Table 2:



The table below shows employees who were rated outstanding in either or both quarter one and two.  Employees earn a four percent bonus for each quarter they achieved outstanding.  

	Team
	Employee Name
	Q1 Bonus
	Q2 Bonus
	Total Bonus Payment

	Administration Department 
	Robin Bird
	£1,260
	£0
	£1,260

	
	Saffron Finch 
	£960
	£960
	£1,920

	Logistics Department 
	Ruth Sixsmith
	£950
	£0
	£950

	
	Wendy Boot
	£0
	£950
	£950

	
	Sally Rigbye
	£950
	£0
	£950

	
	Jean Livesey
	£0
	£1,040
	£1,040

	
	Julie Chisnall
	£780
	£780
	£1,560

	
	Rick Lovall
	£780
	£0
	£780

	
	Gill Jamieson
	£780
	£780
	£1,560

	Research and Development  
	Ethan Brar
	£1,300
	£1,300
	£2,600

	
	Harrison Briggs
	£0
	£1,300
	£1,300

	
	Steve Owens
	£0
	£1,180
	£1,180

	
	Tasha Graham
	£1,180
	£1,180
	£2,360

	
	Jennifer Frost
	£1,180
	£1,180
	£2,360

	
	
	£10,120
	£10,650
	£20,770



The total cost of bonus payments for the organisation was £20,770 (based on the data provided).  It would be recommended to obtain the missing information and to update this accordingly.  This is required to draw accurate conclusions, identify patterns and trends (Taylor, 2022).
It’s evident from the table the Logistics department had the highest number of employees earning a bonus.  However the Research and Development department earned the highest amount of the total bonus payment cost, because the staff who achieved the bonus are on higher salaries. The sales team had no employees earning the bonus. For both quarter one and two all sales department employees were rated meets set individual KPIs. Whilst this outcome may be positive, it’s worth deeper analysis, managers should analyse this further and initiate a root cause investigation of KPI’s to identify why results are not driving performance (CIPD, 2023).


Part two – Performance review survey responses
Data Analysis:
50 Managers and 235 employees were asked their opinion on the organisations approach to monitoring performance, considering how appraisals, reviews and feedback are conducted and their outcomes.   Below are patterns, themes and trends from the feedback and recommendations on how improve outcomes. based on the benefits, risks and financial implications of potential solutions. 
There’s a pattern with managers feeling confident in the appraisal process itself, but not in the training received to deliver them effectively effectively.  48% of managers lack in confidence carrying out an appraisals. Employees are comfortable with how managers constructively and positively feedback to them and, its generally answering it’s positive and constructive, scoring 63% and 57% respectively.  However, they would prefer a more balanced approach and are open to more focussed direct feedback to support their development and utilise the skills. they already have.  61% of employees agreed with this point.
Themes included just over half of managers lacking confidence when it comes to in getting the best out of an appraisals (52% agree with this).  This was echoed when it comes to setting performance targets or providing feedback, collectively scoring a low 32%.  Managers are comfortable interpreting performance and rating employees based on this.  This was their highest scoring outcome, with 82% agreeing. The majority are happy with time to prepare appraisals they have time to prepare for appraisals, with 64% agreeing here.  This suggests they are more reflective and less confident driving performance and future thinking.  Employees are happy to receive a more balanced approach to appraisals and none feel there’s strong balance with the feedback delivered to them. The fact 61% agreed implies managers are being too positive with feedback and reflects in their own lack of confidence when providing feedback. They are happy with time to prepare appraisals.
Trends with the data are include the majority of managers and employees responded with agree or disagree, so neither felt strongly in agreeance nor disagree with the particular questions presented to them.  Managers have time to listen, but employee feedback indicates they are not listening and taking ideas on board. Only 19% of employees agreed their manager listens to them.  Whilst managers lack confidence with providing feedback, employee responses would actually provide them with reassurance they are approaching it both positively and constructively.
Recommendations based on the survey data would be arranging the delivery of appraisal training for all line managers, to include setting constructive objectives/targets and how to provide balanced constructive feedback.   This will incur financial implications and cost analysis (ROI) is prudent.  However, it will in turn enhance the performance management skills of the group and also build their confidence. Another source of possible improvement with confidence for managers would be through the sharing of the employee survey data on positive and constructive feedback with them, whilst reviewing the whole survey outcome data, possibly using the SWOT analysis tool.  Managers would also benefit from listening skills training, to understand the difference between looking like their listening and acting upon ideas, though actually listening and understanding.  Again, this would need a cost benefit analysis.  Any training costs incurred could potentially also outweigh any risks of not upskilling managers.  Risks such as poor performance management effecting the quality of work, the impact on employee morale and engagement and the value and confidence of managers.  A final recommendation would be to consider whether this survey has achieved the desired outcome.  Given the majority of managers and employees were neutral when it came to their responses, consideration needs to be given as to whether a survey was the best analysis method to utilise for feedback.  More concentrated focus groups would result in improved honesty and improve the credibility of outcome data, as a means of successful evidence-based practice.
Recommendations: 
A recommendation would be to arrange training for all managers. to include delivery of appraisals, objective writing, active listening skills and confidence in the delivery of negative feedback. It would be prudent and more cost effective to deliver this as complete course over one or two days and the same internal trainer delivering the material.  Effective training for managers should be a business priority because of their influence over a range of organisational outcomes (CIPD, 2023).  Based on the survey outcomes to Include delivery of appraisals, objective writing, active listening skills and confidence in the delivery of negative feedback. It would be cost effective to deliver this as an in-house development programme (CIPD, 2024), over one or two days, with the same internal trainer delivering the material. The cost of utilising a single internal Trainer would already be factored in company budget and the overall training cost quantified based on the salary of the trainer delivering headcount and justified.  It This approach would also eliminate the risk of miscommunication and an inconsistent message. Evidence shows learning strategies can benefit from utilising knowledge that already exists in the organisation (CIPD, 2024).  Given there are 50 managers to consider and cover needed for daily duties, the training can be divided into 2 large groups of managers, meaning within a maximum of 4 days, all managers will have received training. Factoring in indirect costs, like management time away from the business, these are again justified over a shorter time and the return on investment will be worthwhile.  Evidence indicates there’s been a shift towards in-house training driven partly by reduced costs and less time away from the workplace (Waite, 2021). The training will enable measurable productivity outcomes, through gap-analysis to track improvements. Development with morale and employee/manager relations can be determined through 360-degree feedback (CIPD, 2024). (through focussed objectives), improved morale and employee/manager relations.  The benefits would clearly outweigh potential costs.
Another recommendation is to include survey result SWOT analysis in the annual department strategy.  This would encourage two-way communication, improve manager/employee relations and highlight strengths and opportunities.  It could be completed in already assigned team meeting time, incurring no additional cost or time away from the business.  It will also support management confidence in delivering negative outcomes and encourage accountability and more credible feedback from employees.  It’s noted the majority of managers and employees were neutral when it came to their responses and consideration should be given to whether the survey was the best analysis tool for the particular feedback requested.  SWOT analysis would eliminate the risk of incorrect data. 
The majority of managers and employees were neutral when it came to their overall survey responses and consideration should be given to whether the survey was the best individual analysis tool for the particular feedback requested.  The CIPD advocates the use of SWOT analysis as a method of gaining honest, fast and comprehensive data (CIPD, 2024) A recommendation is to complement staff survey results with SWOT analysis sessions in the annual department strategy.  This will encourage continual communication and collaboration.  When completed in already assigned team meeting time, it incurs no additional cost or time away from the business.  It will support management confidence in delivering negative outcomes and encourage accountability and more credible feedback from employees.  
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Q1 Performance Review Judgements %

Administration Department 	Outstanding	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent 	0.182	0.182	0.27300000000000002	0.27300000000000002	9.0999999999999998E-2	Sales Department 	Outstanding	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent 	0	1	0	0	0	Logistics Department 	Outstanding	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent 	0.2	0.4	0.3	0.1	0	Research and Development  	Outstanding	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent 	0.3	0.3	0.1	0.3	0	



Q2 Performance Review Judgements %

Administration Department 	Outstanding	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent 	9.0999999999999998E-2	0.36399999999999999	0.36399999999999999	9.0999999999999998E-2	9.0999999999999998E-2	Sales Department 	Outstanding	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent 	0	1	0	0	0	Logistics Department 	Outstanding	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent 	0.25	0.45	0.2	0	0.1	Research and Development  	Outstanding	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent 	0.5	0.3	0.1	0	0.1	



