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Evidence-based practice 
Evaluate the concept of evidence-based practice - 1.1
Evidence-based practice is where evidence from multiple reliable sources is used to develop knowledge and understanding to inform practice. Effective HR decision making is based on considering the best available evidence combined with critical thinking to solve problems. By using an evidence-based approach, HR professionals can make more informed decisions, improve HR practices and contribute to the overall success of the organisation. Evidence-based practice is a rational model decision-making, it has steps, considers a range of sources as opposed to using intuition; it’s a systematic approach to help ensure the organisation is making the right decision based on all the available evidence. 
HR professionals are often confronted with a range of people and business-related issues during their everyday working practices that require decisions of some kind to be made. The implications of getting it wrong are immense and relying on an individual opinion could be risky. Instead, relevant sources of evidence can be reviewed to inform decision-making. (Waite et al, 2021).  
Briner argues that although we do tend to use evidence to make decisions, EBP is different to the way in which evidence is usually used. The first difference is the approach to the evidence used – it needs to be ‘conscientious, explicit and judicious where the evidence is gathered, the quality is judged to understand it and it’s able to be shared with other people’. The second is using ‘multiple sources of data such as scientific articles and data from the organisation so that the information can be cross-checked’. The third difference is a ‘structured and stepped approach’. (Briner, 2022) 
It is easy to believe that evidence-based practice focuses solely on one area such as data and analytics however there should be a blended approach using a minimum of four sources to make credible and effective decisions (CIPD, 2023). These sources should consist of scientific literature, organisational data, professional expertise and stakeholder views. 
It's important to collate evidence from different sources to ensure the quality of the evidence is considered. The CIPD have outlined a 6-step approach to EBP which encourages this:
Asking, Acquiring, Appraising, Aggregating, Applying and Assessing (CIPD 2023).
These 6 steps are used to increase the likelihood of a favourable outcome. Within this model, the evidence gathered can be critically appraised and applied to understand what the problem is before making an informed decision about what to do next.  An example of when this approach can be used is to assess well-being in the workplace. Identifying issues through a range of sources will give a rounded synopsis and a comprehensive understand of the issue. Evidence from the organisation in the form of sickness levels and attrition rates (quantitative) and evidence gathered from stakeholders such as feedback from exit interviews (qualitative) and feedback from current employees via staff surveys can help leaders identify the scale of the problem, possible causes and potential solutions. By considering the 6 A’s structured approach, leaders and HR professionals can ask questions to translate an issue or a problem, acquire the evidence that may be needed and appraise the evidence presented. Then it is important to pull all the evidence together and apply it to the decision-making process. When gathering evidence, it is important to ensure the data gathered is reliable and valid and this can be done by using a range of different data sources so that similarity can be investigated and using different collection tools such as data and written responses. After the decision is made, it’s important to evaluate the outcome of the decision taken to ensure this is working for example, by sending out a further staff survey to gather feedback from stakeholders in 6 months-time to measure the success of the decision that’s been made.
	It can be difficult to use an evidence-based practice if the quality of the evidence is poor. For example, in cases using artificial intelligence, the lack of sufficient evidence may hinder the decision-making process. If this is the case, critical thinking will need to be used instead to decide what works and what doesn’t. 
Analysis tools and methods -1.2 
Diagnosing organisational issues isn’t always a straightforward process for organisations, but there are lots of tools available to help organisations with this.
PESTLE is a great example of a tool that can be used to diagnose organisational issues, challenges and opportunities. PESTLE provides a more complex analysis into the external factors that influence an organisation. These factors are Political, Economic, Sociological, Technological, Legal and Environmental. Using the PESTLE analysis, businesses can analyse and assess risks specific to their organisation and make informed decisions and action plans. The framework is simple and easy to follow and that ‘it gives a wider lens on understanding the wider business environment’. (CIPD, 2024). 
An example in relation to people practice would be a change in employment law. Businesses need to ensure that their HR policies are compliant with legal requirements and reflective of any new changes and that those practicing in people areas were up to date with these changes as if they were not, this poses a risk. 
There are some limitations to be aware of when using PESTLE. It’s important to take into consideration that sole use of PESTLE only considers external factors and not having view of the ‘full picture’ which poses some risks. To be effective, PESTLE needs to be done regularly as the assessed factors can change quickly, for example a new law can pass overnight with little warning (CIPD, 2024). 
To gather a more rounded picture, it is recommended to use another analysis tool alongside PESTLE such as SWOT, as together, they complement and inform one another. SWOT ‘incorporates both internal and external factors’ (CIPD, 2024). A SWOT analysis is a planning tool which can help identify the strengths, weaknesses, opportunities and threats involved in an organisation and helps with strategic planning and decision-making. 
There is a range of methods that can be used to diagnose organisational issues, challenges and opportunities. Interviewing is a powerful tool that can be used to learn about the strengths and weaknesses of an organisation. Taylor and Woodhams argue that ‘interviews allow researchers to dig into specific details, opinions and views’ (Taylor and Woodhams Studying Human Resource Management, 3rd edition). Open ended questions that allow employees to provide their opinions may be more useful than closed questions. 
As an example, an exit interview is an opportunity for an organisation to gather qualitative data to understand the main reasons why a colleague is leaving the by asking questions, listening and understanding the reasons given. 
Critical thinking principles - 1.3
Critical thinking is the ability to think clearly and rationally about any situation taking into consideration the available evidence, considering different opinions and viewpoints and using logic to reach a conclusion. Critical thinking is essential for effective decision making. Critical thinking can also help initiate new ideas and will keep the business fresh with continuous learning and development. 
In a Harvard Business Review podcast, Helen Bouygues, founder of the Reboot foundation, argues that critical thinking ‘needs to be learned and practiced’ (Episode 19, HBR On Strategy podcast). It’s more important than ever to be critical in our thinking with the information that is presented in line with the growth of social media, AI and fake news as this information isn’t always from a reliable and trustworthy source. 
The main principles of critical thinking are: 
· Critical Reflection - This involves questioning ideas, opinions and arguments, both your own and others. The purpose of the questioning is to analyse and evaluate what it being presented. (Howlett and Coburn, 2019) 
· Effective Questioning – Critical thinking involves asking questions to help understand the full picture of any issue or situation presented. By asking questions, it allows for full understanding of the issue is based on factual information. (Howlett and Coburn, 2019)
· Constructing Logical and Sound ideas – It is important to communicate a point of view in a logical way to avoid common errors or allowing the information to be taken in the wrong context. (Howlett and Coburn, 2019). 
· Being aware of bias – conscious and unconscious, yours and others. 
In a 2019 podcast published by the CIPD, Howlett and Coburn argue that there are three main principles of critical thinking. The first is the ability for a HR professional to appraise the opinions and arguments of others to assess the quality of what is being presented. Like evidence-based practise, critical thinking also requires asking good questions to avoid common errors such as jumping to conclusions based on prior experience. The second is how a HR professional constructs their own points of view and their ability to communicate this to others to ensure it gives an accurate message and is persuasive by presenting what has been critically evaluated collectively by collaborating. Lastly, the ability to identify when others are using critical thinking techniques impacting their own ability to make a sound decision that is based on facts rather than influence from other factors or the opinions of others. (Howlett & Coburn, 2019)
Using the principles outlined by Howlett and Coburn in the CIPD’s podcast allows for objective and rational debate before concluding. Critical thinking is ensuring that arguments aren’t taken at face value and are questioned to evaluate the positives and negatives. Using fact-based and evidence-supported information allows for the debate to be based on clear and objective issues. Presenting ideas clearly showing what has been taken into consideration ensures that arguments are evaluated on merit. 
An example of using critical thinking in the workplace is in recruitment. To select the best candidate from a pool of people for a specific role, it is important not to give preferential treatment to someone because of their age, gender or origin. It is important for organisations to ensure recruiters think objectively rather than subjectively and therefore having recruitment and selection training in place helps ensure this happens in organisations. 
Decision-making processes - 1.4 
De Bono developed a ‘six thinking hat’ method which is used to ensure a broad range of viewpoints and thinking styles are represented. When in use, this tool is effective for making decisions by focussing on the issue at hand purely from the perspective of that hat allowing all perspectives to be heard.   
Blue hat – Manages the thinking process, the control mechanism that ensures the six hats’ guidelines are observed. 
Green hat – Focuses on creativity, the possibilities, alternatives and new ideas. n opportunity to express new concepts and new perceptions. 
Red hat – Signifies feelings, hunches and intuition, used to express emotions and feelings and share fears, likes, dislikes, loves and hates. 
Yellow hat – Symbolises brightness and optimism, exploring the positives and probing value and benefit. 
Black hat – Thinks about risks, difficulties and problems. Likely to be the most powerful hat however can become a problem if overused.
White hat – Calls for information known or needed. (DeBono, 2016) 
The benefit of using this method is that all points of view are considered before making a decision preventing a single perspective/ person exercising power. (Bitesize learning, 2025).

The PDCA Cycle (Deming, 1986) is a systematic process for gaining valuable learning and knowledge for the continual improvement of a product, process, or service. The cycle has a 4-step approach that allows measurement of results and opportunities to improve these.
Plan – Involves identifying a goal or purpose, formulating a theory, defining success metrics and putting a plan into action. 
Do – Components of the plan are implemented
Check – Results are analysed, an opportunity to identify problems or failures in the process which can be adjusted later. 
Act – This step closes the cycle, integrating the learning generated by the entire process, which can be used to adjust the goal, change methods reformulate a theory altogether, or broaden the learning-improvement cycle from a small-scale experiment to a larger implementation plan. 
These four steps can be repeated over as part of a never-ending cycle of continual learning and improvement, implementing small steps under close observations avoiding recurring mistakes and enhancing quality assurance. Somes advantage of the process is that it invites constant improvement increases productivity and efficiencies. (Indeed, 2025)
There are some disadvantages to using the cycle in that there does there does need to be sufficient time planned for changes and each step considers everything rarely acting proactively. (IONIS, 2025)
Stakeholder analysis focuses on identifying a group or key individuals assessing their influence or how they are impacted by an organisation, to formulate strategies for managing relationships with them. Employees, shareholders, customers and suppliers are usually considered primary stakeholder groups (CMI, 2022). 
It is important to understand the level of influence and importance each stakeholder has. (CMI, 2022). Upon this understanding, strategies and decisions can be specifically targeted at the most appropriate stakeholders utilising their influence. A power/ interest grid can be used to understand the level of interest different stakeholders have and their power to affect or be affected (CMI, 2022). 
It is important to review stakeholder analysis periodically as the environment in which a company operates can change, as does the power and interests of those stakeholders too.  
Ethical perspectives - 1.5
Ethics is concerned with making decisions and judgement about what is the right course of action. Ethical practice is described as ‘Building trust by role modelling ethical behaviour and applying principles and values consistently in decision-making’ (CIPD, 2024). 
The CIPD have a ‘Code of Conduct’ which sets out ‘standards and of professional and ethical practice’ (CIPD, 2023). This highlights the need to observe high standards of conduct as people professionals. 
Deontological is an ethical theory that states actions can be judged by universal moral standards and that things are right or wrong according to a set of rules. When acting by deontological standards, you are considering your duty above all else. This theory can influence decision making as there is no room for interpretation, what is right for one is right for all meaning no other factors would change the decision. This approach is usually easy for people to follow in that it fits with our ‘natural intuition about what is or isn’t ethical’ (Ethics Unwrapped, 2025). 
Deontology provides clear moral guidelines and can usually be used by all individuals in all situations which results in a consistent approach. An example of deontology in the workplace is when dealing with a grievance or conflicts, HR professionals should adhere to principles of fairness and justice ensuring that all parties are treated with respect and that a fair resolution is offered.  
Utilitarianism is a results-based approach which focuses on creating the best results for most people involved, at the risk of affecting the few. This theory can be achieved by analysing the impact decisions have on stakeholders and choosing the decisions which yield the highest overall benefits while minimising the harm (Velasquez et al., 2021). 
Utilitarianism is a reason-based approach to determining right and wrong but does not account for things like feelings and emotions, culture or justice therefore it does have limitations.
This perspective can influence a decision-making as when directed toward deciding, it aims for the betterment of society as a whole. 
Equity theory refers to the idea that individuals assess the ratio between what they have contributed and what they have received in relation to others (Adams 1965). The basics of this perspective is down to how employees compare themselves with others in terms of 2 things – input and outcomes. This perspective influences decision-making as it’s important to manage the balance between employees’ inputs such as enthusiasm and skills in a particular area and their outcomes such as salary and benefits.
	An example of equity in the workplace is ensuring that regular pay audits are completed in businesses to ensure equal payment to men and women. Making work policies flexible to allow for equal opportunities for parents and carers is also another example of practises of equity in the workplace. (Diversio, 2025) 

The CIPD have 8 ethical lenses which is a useful framework for helping us make the right decisions:
· The Fairness – Everyone in an organisation should be able to agree to it, whatever their place in it. 
· The Merit – Jobs and their rewards should track talent and hard work. 
· The Markets – Jobs and their rewards should follow from voluntary market exchanges.
· The Democracy – No one should be subject to regime in which they have no say. 
· The Well-being – Work should be good for us. 
· The Rights and Duties – Everyone has rights to do some things and to be free of some things, and everyone has duties not to violate others’ rights. 
· The Character – Each of us should work to develop the best ethical character for our roles. 
· The Handing Down – We can’t reinvent or master the world and are instead responsible for conserving and maintaining the small part of it over which we currently have stewardship, and for passing it on undamaged to our descendants. (CIPD, 2015) 
Financial and non-financial performance - 3.1
Financial Performance Measurement: 
Return on Investment (ROI)
Return on Investment is a performance measure used to evaluate the efficiency or profitability of an investment. To calculate ROI, the benefit of an investment is divided by the cost of the investment. The result is then expressed as a percentage. (Fernando, 2024). 

An example of a financial performance measurement is Return on Investment (ROI). ROI is a financial ratio used to calculate the income an investor will receive in relation to their investment cost which is usually measured by dividing the net income by the original capital cost of the investment. (CFI, 2025).  
The benefits of calculating ROI include assessing the profitability and efficiency of investments, assisting in decision-making, measuring performance and identifying areas for improvement. ROI is a universally understood term which means people are likely to know it.  
In a Havard Business Review, John Deardon argued that using ROI as 	a device to in evaluating profit performance has limitations which result from the inability to use ROI to make correct evaluations. (HBR, 2024). Another disadvantage of using ROI is that it disregards time. For example, two investments could have the same ROI amount however one could take significantly longer than the other to produce the same yield. 
Working Capital
Working capital is the difference between a company’s current assets (such as cash and accounts) and it’s current liabilities (such as accounts payable and debts). It measures a company’s short-term financial heath indicating the ability to fund operations and respond to financial stress or opportunities. 
Working capital is important for organisations as it ensures the possibility of smooth day-to-day operations, enhances lender and stakeholder confidence and allows organisations to adapt to changes (PIPE, 2024). 
There are some disadvantages of excessive working capital – excessive amounts can lead to reduced profits due to higher costs and missed investment opportunities. 

Non-Financial Measurement:
Customer Satisfaction Surveys
Customer satisfaction surveys are used to measure the quality of products, services and overall experiences with an organisation. It can be key in finding out what is doing well and what isn’t. Customer surveys are important as they improve customer experience and they help analyse and predict customer behaviour (CPA, 2024). 
A non-financial example measurement is a Customer Satisfaction Survey (CCS). CCS are used to understand customer’s satisfaction levels with an organisation’s products, surveys or experiences. There are several benefits to businesses by offering CCS. CCS can help identify areas for improvement and gain insight into customer’s needs. Customer surveys are important as they improve customer experience, and they help analyse and predict customer behaviour (CPA, 2024). These surveys can also help measure performance against other businesses within the same sector highlighting where a business is performing well and where improvements are required. High satisfaction leads to greater customer retention boosting a business’s performance. 
There are some disadvantages of CCS. Customers don’t always respond to survey requests which may result in low response rates. Surveys don’t always capture context or emotion as they are often limited by set predefined questions. (Linkedin, 2025). 
In a 2017 Havard Business Review, Kristen DeTienne, a professor at Brigham Young University’s Marriott School of Management argues that ‘pushing too hard for positive feedback might be seen as over the top’ and that more research is required ‘to know whether asking for a compliment after an extremely bad service experience is likely to backfire’. 
Employee Turnover
Employee Turnover allows an organisation to monitor the number of employees as well as investigating the reasons why employees leave. Organisations may track their turnover rates on a month by month or year by year basis and this is then expressed as a percentage (CIPD, 2024). 
There are turnover costs involved with resignations which include administration of the resignation, recruitment and selection costs and induction training for new employees. (CIPD, 2024). 
Employee turnover is useful for developing retention strategies but does not distinguish between short-term causes for concern and long-term leavers, possibly as a result of natural career progression. 
Each measurement has limitations, however used together offer a comprehensive insight into how an organisation is performing. 

Impact and value of people practice - 3.2
People practice adds value to organisations by focussing on employee-worker relationships and enhancing this where possible. Value has a wide variety of meanings, both tangible and intangible. 
Training and Development
Learning and development can be a great tool for bridging skill gaps, increasing engagement and retention rates and this can be done by offering training courses, mentorship and development activities. Ensuring staff are trained in the basic values of the organisations and developing training programmes ensures all employees can perform to a satisfactory standard. 
Employee Engagement 
Employee engagement is important to all organisations to ensure strategies are in place to foster a better work culture, reduced staff turnover and increased productivity. The CIPD highlight the importance of gathering employee views by giving employees ‘effective channels for voice and listen carefully to their concerns and aspirations’ (CIPD, 2024). 
The value of people practices can be measured by Employee Satisfaction Surveys and Key Performance Indicators. 

Employee Satisfaction Surveys can play a big role in shaping a positive company culture, attracting and retaining talent and driving better business outcomes (GPTW, 2023). 
Employee surveys are structured questions designed to gather feedback and insights and usually cover a wide range of topics however they are only ‘as effective as the actions that take place as a result of the feedback’. People practise can be measured as a result of these surveys and results could potentially be better as more strategies are implemented. 
Key Performance Indicators measure the targets set out for both individuals and organisations. An example of a KPI is customer satisfaction. Upon contact being made to a business, the organisation can send the customer a survey via a text message, email or post asking for comments regarding the service they have received. This feedback highlights those performing well and those individuals who require further support. In this example, people practice can be measured by how well it deals with underperformers. 


References  
Aguilera, S. (2023) Are employee surveys effective? Unlock the power of feedback for a thriving workplace, Great Place To Work. Available at: http://www.greatplacetowork.com/resources/blog/are-employee-surveys-effective (Accessed: 15th November 2024) 
Bone, S.A. (2020) Start your customer surveys by asking what went right, Harvard Business Review. Available at: https://hbr.org/2017/01/the-power-of-positive-surveying (Accessed: 10th November 2024). 
Barends, E., Rousseau, D.M., Briner, R.B. (2014). Evidence-Based Management: The Basic Principles. Amsterdam: Center for Evidence-Based Management. (Accessed 10th October 2024)
CIPD (2024a) Evidence-based practice for effective decision-making. Available at: http://cipd.org/uk/knowledge/factsheets/evidence-based-practice-factsheet/ (Accessed: 10th October 2024) 
CIPD (2024b) SWOT analysis: Factsheet. Available at: http://www.cipd.org/uk/knowledge/factsheet/swot-analysis-factsheet/ (Accessed: 20th October 2024). 
CIPD Podcast 154: Critical Thinking 
Howlett, W. and Coburn, T. (2019) Critical Thinking. [Podcast], CIPD. Available at:
http://www.cipd.org/uk/knowledge/podcasts/critical-thinking/
(Accessed: 20th October 2024) 
CIPD (2023) Evidence-based HR: Make better decisions and step up your influence: Guide. Available at: http://cipd.org/uk/knowledge/guides/evidence-based-profession (Accessed: 20th October 2024)
CIPD (2024c) PESTLE analysis: Factsheet. Available at http://www.cipd.org/uk/knowledge/factsheet/pestle-analysis-factsheet/ (Accessed: 20th October 2024) 
CIPD (2024d) Building an evidence-based people profession: Article. Available at: http://www.cipd.org/uk/views-and-insights/thought-leadership/insight/evidence-based-profession/ (Accessed 25th October 2024). 
CIPD (2024e) Make better decisions and step up your influence: Factsheet. Available at:  http://www.cipd.org/uk/knowledge/guides/evidence-based-profession/ (Accessed: 25th October 2024) 

CIPD (2024f) The Profession Map. How to use. Available at: http://www.cipd.org/uk/the-people-profession-map/how-it-works/ (Accessed: 2nd November 2024)
CIPD (2024g) Ethics at work: An employer’s guide: Guide. Available at: http://cipd.org/uk/knowledge/guides/ethics-work-guide/ (Accessed: 2nd November 2024) 
CIPD (2024h) Ethical decision-making: Eight perspectives on workplace dilemmas. Report. Available at: http://cipd.org/globalassets/media/knowledge/knowledge-hub/reports (Accessed: 2nd November 2024) 
CIPD (2024i) Code of Conduct and Ethics. Media. Available at:  http://www.cipd.org/globalassets/media/comms/code-of-conduct/2023/ (Accessed: 2nd November 2024) 
CIPD (2024j) Employee turnover and retention: Factsheets. Available at: http://cipd.org/uk/knowledge/factsheet/turnover-retention-factsheet (Accessed: 5th November 2024)
CIPD (2024k) Employee engagement and motivation: Factsheet. Available at: http://www.cipd.org/uk/knowledge/factsheet/engaegement-factsheet (Accessed: 5th November 2024) 
CMI (2022) Stakeholder analysis and management. Available at: http://www.managers.org.uk/knowledge-and-insights/resource/stakeholder-analysis-and-management/ (Accessed: 18th November 2024)
Deardon, J. (2014) The case against Roi Control, Harvard Business Review. Available at: https://hbr.org/1969/05/the-case-against-roi-control (Accessed: 18th November 2024)
Fernando, J. (2024) What is return on investment (ROI) and how to calculate it, Investopedia. Available at: https://www.investopedia.com/terms/r/returnoninvestment.asp (Accessed: 18th  November 2024)
Pipe Technologies Inc. (2024) Unlocking the benefits of Working Capital Management, Unlocking the benefits of working capital management. Available at: https://pipe.com/blog/a-guide-to-understanding-working-capital (Accessed: 15th November 2024)
Plan, do, check, act (PDCA) - A resource guide (2022) Lean Enterprise Institute. Available at: https://www.lean.org/lexicon-terms/pdca/ (Accessed: 10th November 2024)
Six thinking hats (no date) De Bono Group. Available at: http://www.debonogroup.com/services/core-programs/six-thinking-hats/ (Accessed: 8th November 2024) 
Stakeholder analysis and management. (2024) STAKEHOLDER ANALYSIS AND MANAGEMENT. Available at: https://www.managers.org.uk/wp-content/uploads/2020/03/CHK-234-Stakeholder-analysis-and-management-1.pdf (Accessed: 18th November 2024)
Valasquez, M et al. (2014) Justice and fairness, Markkula Centre for Applied Ethics. Available at: 
http://www.scu.edu/ethics/ethics-resources/a-framework-for-ethical-decision-making/ (Accessed 7th November 2024)
Waite, K, et al, (2021) People Practice: A Complete Guide. London: Kogan Page. Chapter 2).
What is EVIDENCE Based Practice?! (2022) Rob Briner. Available at http://www.youtube.com/@FlourishDx/search. (Accessed 10th October 2024)
3 ways to build critical-thinking skills (2023) Harvard Business Review. Available at: https://hbr.org/podcast/2023/08/3-ways-to-build-critical-thinking-skills (Accessed: 10 November 2024) 
6 reasons why consumer surveys are incredibly effective (2022) The CPA. Available at: https://www.thecpa.co.uk/news/6-reasons-why-consumer-surveys-are-incredibly-effective/ (Accessed: 18th November 2024)











Interperat analytical data – 2.1 
Admin: 











Sales Dept: 











Logistics 












Research and Development 













2.2










Key findings for stakeholders – 2.2 
There is some disparity between the way the Sales department are reviewing performance in comparison to the other departments within the business. All staff in Sales have been reviewed as ‘meets individual KPI’s’ in both quarters which may indicate a full and thorough review hasn’t been done. The data could indicate managers need training on how to conduct performance reviews and how to identify underperformers. The data may also conclude that there is a lack of developmental opportunities in the department if all staff are meeting individual KPI’s but not excelling these, potentially hindering development. Not having a thorough performance review and therefore not achieving any bonus is likely to be affecting motivation and could result in lack of engagement and increasing staff turnover. Conducting monthly 121’s to discuss performance and review KPI’s, setting clear objectives and providing examples of what ‘outstanding’ looks like could improve the likelihood of some employees reaching the ‘outstanding’ review. Clear communication on expectations and regular training in this department could also improve overall performance within the department. 
In the case of Sally Starling in the Administration department, there hasn’t been a review put through for her in Q2 upon her return from absence in Q1. This could indicate that there have been no objectives put in place for Sally which may impact her development and performance. Setting key SMART objectives is key to improving performance and ensuring reviews are done regularly to ensure feedback is given. 
It is positive that in Logistics and Research and Development, the underperforming employees in Q1 moved into ‘outstanding’ or ‘meets individual KPI’s’ which could highlight feedback had been given on any performance issues identified and clear objectives were put in place in Q1 improving performance in Q2. It would be encouraged for these areas to share best practice with the Admin dept as their underperformers in Q1 are still ‘not quite there yet’ or ‘underperforming’ in Q2. Developing improvement plans that are relevant and specific to each employee’s role would also help improve performance.
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It is concerning that all manager’s responses conclude that they have had no training on conducting an appraisal. There is a clear need for line manager training to enable managers to confidently complete appraisals to help with employees learning and development which could positively impact employee turnover and employee satisfaction. An appraisal is an opportunity for employees to give open and honest feedback, and it’s the best time to recognise good work. Frequent performance appraisals keep employees engaged and on-task. Checking in with employees makes it easier to communicate strategy and goals and give feedback on their work. Line manager confidence in carrying out appraisals is vital – managers lead by example and the team will often follow their lead. Performance reviews can be used for admin decisions such as pay, promotion and redundancies and to support learning and development (CIPD, 2024).  
Although many managers’ report that they agree they have no concerns applying ratings when conducting appraisals, 74% of managers aren’t confident in challenging underperforming employees. This highlights a need for training and analysis to identify what constitutes an underperformer, what support plans will be put in place to help employees perform at a satisfactory level and ensuring there is a plan to follow up and measure performance to ensure this is improving. Underperforming staff can represent a significant management problem for any business. Identifying performance issues early on and acting on those issues in a structured and positive way is key to maintaining a motivated and productive team. This issue is also supported by the employee’s response to the question regarding managers providing positive feedback where 62.5% of staff agree or strongly agree that their manager provides them with positive feedback. It is of course important to give positive feedback as employees are more likely to feel emotionally at ease and less pressured which in-turn impacts morale however it is equally important to give constructive feedback where necessary. The survey response to ‘my line manager provides me with constructive feedback’ is inconsistent by the employees and this could be because most of the management team aren’t confident in challenging underperformers and are therefore not giving constructive feedback for employees to work on. 









It is really positive to see that just over 69% of staff feel that their managers has time to listen to them. Listening to employees and actively involving them in decision-making fosters productivity and initiative. Is it however disappointing that almost 80% of staff disagreed that their manager listens to the ideas they put forward. This poses a risk of disengagement and high employee turnover. Listening to employees is needed to make better business decisions, mitigate risks and improve employee experience (Forbes, 2023). 
It is positive that almost 66% of staff feel that their manager provides them learning and development opportunities so they can do their job better. Learning and development is vital for organisations to address skill gaps and future proof the organisation, enhance employee performance and increase employee retention (Linkedin, 2024). The risks of not having adequate development opportunities include high turnover, knowledge and skill decline and unsatisfied employees. 
Over half of the employees surveyed disagreed or disagreed strongly that their manager provides clear and direct guidance. Without clear direction, employees may find it challenging to understand and complete their tasks. Some of the benefits that direction can improve include increased productivity, motivation and a better company culture (Indeed, 2024). 
Just over half of the employees surveyed disagreed or disagreed strongly that their manager possessed good people management skills. A leader that lacks soft skills can lower morale, undermines company culture and can show that promotion does not align with skillset. (Forbes, 2024).
· Upskill managers to ensure good people management. 
Just over half of the employees surveyed disagreed or disagreed strongly that their manager possessed good people management skills. A leader that lacks soft skills can lower morale, undermines company culture and can show that promotion does not align with skillset. (Forbes, 2024).
74% of managers aren’t confident in challenging underperforming employees. This highlights a need for training and analysis to identify what constitutes an underperformer, what support plans will be put in place to help employees perform at a satisfactory level and ensuring there is a plan to follow up and measure performance to ensure this is improving. Underperforming staff can represent a significant management problem and risk for any business and identifying performance issues early on and acting on those issues in a structured and positive way is key to maintaining a motivated and productive team. This issue is also supported by the employee’s response to the question regarding managers providing positive feedback where 62.5% of staff agree or strongly agreed with this. Whilst it’s important to give positive feedback to ensure employees feel emotionally at ease and less pressured it is equally important to give constructive feedback where necessary for employees to be able to improve their performance. 
There are a variety of benefits in organisations having good people managers. CIPD argue that good people managers are vital to ‘improving organisational outcomes’. (CIPD, 2025). 
With the right people management, staff feel engaged and understand their own goals as well as that of the wider organisation. A good manager provides stability, can communicate and collaborate well with others. Good people managers improve employee confidence in the company and boost employee motivation. 
Although there is a financial cost to businesses in training managers, the benefits to businesses outweigh this. Almost all businesses have growth at the forefront of their priorities, without good people managers managing performers, spotting talent and developing people, this is only likely to hinder a business’s growth rather than enhance it. 
· Set clear objectives for each role and introduce learning and development plans for all members of staff. 
It is positive that almost 66% of staff feel that their manager provides them learning and development opportunities so they can do their job better. Learning and development (L&D) is vital for organisations to address skill gaps and future proof the organisation, enhance employee performance and increase employee retention (Linkedin, 2024). 
L&D is a strategic approach to enhancing employee skills and knowledge aligning these with an organisation’s goals. L&D provides a variety of activities from classroom-based learning to mentorship programmes/ partnerships. Effective L&D initiatives boost individual performance which in turn drive organisational efficiencies and competitive advantage. Providing learning and development plans for all members of staff evidence that businesses are serious about the development of their staff, growing organically and recruiting internally for opportunities where possible which benefits the business financially as onboarding is often easier, there’s lower recruitment costs and it helps businesses keep their best people. L&D has a direct impact on employee morale and making people valued which can result in businesses retaining top talent. 
The risks of not having adequate development opportunities include high turnover, knowledge and skill decline and unsatisfied employees with limited development opportunities. There is also a risk of reduced productivity if employees are making continuous mistakes without relevant training and feedback. 
Putting learning and development plans in place comes at a financial cost for businesses however it serves as a significant investment as it enhances employees’ skills, boosts morale and very often reduces turnover. Companies that prioritise training often see ‘improved productivity and a competitive edge in the market’. (Human in progress, 2025).
· Improve communication
It is positive to see that just over 69% of staff feel that their managers have time to listen to them. Listening to employees and actively involving them in decision-making fosters productivity and initiative. Is it however disappointing that almost 80% of staff disagreed that their manager listens to the ideas they put forward. This poses a risk of disengagement and high employee turnover. Listening to employees is needed to make better business decisions, mitigate risks and improve employee experience (Forbes, 2023). 
Over half of the employees surveyed disagreed or disagreed strongly that their manager provides clear and direct guidance. Without clear direction, employees may find it challenging to understand and complete their tasks. Some of the benefits that direction can improve include increased productivity, motivation and a better company culture (Indeed, 2024). 
Good communication is vital for businesses to ensure the team are engaged which results in better productivity. Communication is vital to ensure a healthy workplace culture, building stronger teams and preventing misunderstandings and conflicts. Communication is vital for strong business performance – both long and short-term goals must be clear for teams to be able to work towards achieving these. 
There are costs for businesses to ensure good communication happens within an organisation however poor communication hinders businesses, wastes time for all and has a negative impact on a company’s bottom line. 
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Admin Dept Performance Review - Q2


Outstanding 	Meets 	Not quite 	Underperforming	Missing	1	4	4	1	1	

Admin Performance Review - Q1


Outstanding 	Meets 	Not quite 	Underperforming	Absent 	2	2	3	3	1	

Admin Dept - Performance Review 
Q1 & Q2 

Q1 %	
Outstanding 	Meets 	Not quite 	Underperforming	Absent 	Missing 	0.18181818181818182	0.18181818181818182	0.27272727272727271	0.27272727272727271	9.0909090909090912E-2	0	Q2 % 	
Outstanding 	Meets 	Not quite 	Underperforming	Absent 	Missing 	9.0909090909090912E-2	0.36363636363636365	0.36363636363636365	9.0909090909090912E-2	0	9.0909090909090912E-2	



Sales Dept - Performance Review Q2


Outstanding 	Meets 	Not quite 	Underperforming	0	13	0	0	

Sales Dept - Performance Review Q1


Outstanding 	Meets 	Not quite 	Underperforming	0	13	0	0	

Sales Dept - Performance Review 
Q1 & Q2

Q1 	
Outstanding 	Meets 	Not quite 	Underperforming	0	1	0	0	Q2	
Outstanding 	Meets 	Not quite 	Underperforming	0	1	0	0	



Logistics Dept Performance
Review - Q2


Outstanding 	Meets 	Not quite 	Absent 	5	9	4	2	

Logistics Dept - Performance Review Q1 & Q2

Q1	
Outstanding 	Meets 	Not quite 	Underperforming	Absent 	0.2	0.4	0.3	0.1	0	Q2	
Outstanding 	Meets 	Not quite 	Underperforming	Absent 	0.25	0.45	0.2	0	0.1	



Logistics Dept Performance Review - Q1


Outstanding 	Meets 	Not quite 	Underperforming	4	8	6	2	

Research and Development Performance Review - Q1


Outstanding 	Meets 	Not quite 	Underperforming	3	3	1	3	

Research and Development
Performance Review - Q2


Outstanding 	Meets 	Not quite 	Absent	5	3	1	1	

Research and Development - Performance Review Q1 & Q2

Q1	
Outstanding 	Meets 	Not quite 	Underperforming	Absent 	0.3	0.3	0.1	0.3	0	Q2	
Outstanding 	Meets 	Not quite 	Underperforming	Absent 	0.5	0.3	0.1	0	0.1	



Performance Review Bonus Payment

Total Bonus	
Robin Bird 	Saffron Finch	Ruth Sixsmith	Wendy Boot 	Sally Rigbye 	Jean Livesey 	Julie Chisnall	Rick Lovall 	Gill Jamieson	Ethan Brar	Harrison Briggs	Steve Owens	Tasha Graham	Jennifer Frost	Total 	1260	1920	950	950	950	1040	1560	780	1560	2600	1300	1180	2360	2360	20770	


Employees response to 'managers listening to their ideas'


Strongly agree	Agree 	Disagree 	Strongly disagree 	2.1276595744680851E-2	0.16595744680851063	0.79574468085106387	1.7021276595744681E-2	
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