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Evidence Based Practice (AC 1.1)
The concept of Evidence Based Practice sits in the CIPD profession map and contributes to the purpose of our profession. This value helps businesses and organisations to make more informed decisions using a range of evidence and expertise. Evidence Based Practice is widely used and helps organisations and businesses in their most effectiveness by using the most current and reliable evidence from multiple sources to obtain their goals. These sources of Evidence derive from scientific using various literature, organisational with information from HR and customer data. Experiential, using the knowledge and experience from people within the organisation. Then Finally Stakeholders, being either or customers, shareholders, employees and various groups. It assists professionals to improve outcomes and make well informed decisions. Within HR, Evidence based practice helps with decision making on a number of business-related issues during everyday practices. It supports current and future policies, procedures and strategies (Waite et al, 2021). Evidence based practice supports the decision-making process behind all of these including the application of policies and procedures.

All too often in most organisations, Management decisions will have a negative impact. These errors occur when senior management base important decisions on premeditated judgement, confirming existing beliefs when assessing any new information. Through bias, as most managers tend to ‘Cherry pick’ research that backs up certain opinions and ignores various research that does not, even if it gives stronger evidence on cause-and-effect relationships (CIPD, 2024). Often, through lack of research due to time constraints and pressures, either external or internal, decisions made without EBP will become detrimental to the organisation.

It is important to analyse how relevant and trustworthy the information is, being more attentive to trustworthy evidence and less so or ignoring the less trustworthy (Briner, 2022). There are many misconceptions on Evidence Based Practice and its usefulness, causing organisations not to implement or take it up. It is important that these misconceptions are challenged and corrected (Barends et al, 2014). What must always be remembered is that evidence is never perfect. Even if it has been drawn from historical experience or scientific research, and professionals must ensure that they critically appraise the trustworthiness of it. This will take some organisations time and resources which may become expensive, which can have a negative impact on a business. However, its usefulness outweighs this, and it is worth organisations investing in Evidence based practice in going forward.

In previous years, Pembrokeshire County Council were at a crossroads with staff training. The Learning and Development team implemented a new system for staff to undergo inhouse training via an online system which addressed the needs of staff as well as the local authorities’ priorities. In the past, the training courses were only available at limited times and were outdated, managers refused to take time to book onto courses, some believing they didn’t need to and disputed they were too busy, also denying staff due to the same reasons. The Learning and Development team also believed that their knowledge was suffice, refusing to upskill and diverse into new proposals laid out. It was important that a fresh perspective and diagnosis of the current way training was rolled out was to be challenged. The team used various methods including the six steps to evidence-based decision making (CIPD, 2024) to support them in transforming how they deliver the training to all Council staff. They identified the main issue, training, and then collected the evidence by researching a better way to deliver it. They contacted other local authorities and sent out surveys online and carried out consultations with employees. Once they had this information they presented it to senior management, evidencing the reliability of such a new system and how it will benefit staff going forward and more importantly how it would align with the Councils strategy. Once it was agreed, the system started out on a trial basis, to demonstrate how convenient and how it met staff training needs. The online system is now an integral part of the councils ongoing commitment to staff training and is regularly being scrutinised and evaluated to meet the overall training strategy. The roll out of such a system came at a financial cost initially, however since its introduction it has shown why such a need for it was sought after. It continues to move with external and internal influences in tackling how staff learn, being considerate of work and life balance and critical of itself by seeking regular feedback or ideas on how to make online learning better for all employees.


Analysis Tools and Methods (AC 1.2) 
One analysis tool to help businesses and organisations is the PESTLE (Political, Economic, Social, Technological and Legal and Environmental) strategic tool. It is used to evaluate external factors that can impact an organisation. It is known as a valuable tool for understanding external influences and is especially beneficial for strategic planning and anticipating change in the short term and long-term trends. To maximise its impact, it should be used alongside other analysis methods including SWOT and Porters Five Forces or scenario planning (CIPD 2024) and tailored to the organisation. Its main strengths are the coverage of a broad range of external factors, ensuring all relevant influences on an organisation or business are covered. To be most effective, the PESTLE analysis needs to be carried out and updated regularly. By doing this, it can help organisations to spot external and internal trends early and provide a competitive advantage. For strategic business planning, PESTLE provides information about the organisation’s direction and how its brand position is compared to other competitors. The business growth targets, and risks to productivity. PESTLE analysis can also help identify the validity of existing services and products. It helps to identify various context for change. When used alongside a SWOT analysis method, it has been identified as being more effective to understand opportunities and threats around labour changes, such as skills shortages or current workforce capabilities (CIPD, 2024). However, its effectiveness depends on the depth of research, the analysts, and regular updates accounting for the ever-evolving conditions. It can also be time consuming, and does not always provide solutions, but merely highlights external factors for consideration. PESTLE analysis offers invaluable insights to guide the business and organisation strategic decisions. 
People Analytics is vital to understanding the workforce. It helps by analysing the data of employees which is collected from Information systems normally within HR and supports in improving retention and employee wellbeing thus solving business problems within the workforce (CIPD 2024). Sickness reporting systems help to secure absenteeism data along with reasons behind the absence, supporting organisations health and wellbeing departments. For example, the occupational health department can then provide support to those staff whether they are on long term or short-term absence, helping them to stay in work or support through recovery via referrals. The data from these reports can also identify areas such as workplace stress. The strategy can then focus on management training in this area and highlight issues that may not have been brought to their attention originally.

Critical Thinking (AC 1.3)
The principal of critical thinking is essential in business. It objectively analysis and evaluates, quality and validity of sources and content of the best available evidence (CIPD, 2019) It enables individuals to evaluate arguments, information and ideas in a systematic and logical way. It helps in better decision making by critically thinking the pros and cons and making informed decisions. It helps to analyse problems and explore various perspectives. Critical thinking also helps to navigate through misinformation and ‘fake news’. 

As well as this, it has been identified by Howlett (CIPD, 2019) that there are three key elements to critical thinking. Critiquing the ideas, opinions and arguments of others. The second is how individuals construct arguments and opinions they are communicating to others. Then the final one is how to identify when others use critical thinking techniques that will have an impact on others. These are identified as analysing, by breaking down the information into its fundamental parts to understand how they relate and interact. This process involves evaluating arguments, recognising facts from opinions and identifying assumptions. By evaluating, we can assess credibility, validity, and the significance of the information. This includes judging the evidence and reasoning, then considering alternative views and perspectives. Identifying when others use critical thinking techniques, how that has an impact on others, do they use credible evidence to back up claims or conclusions.
These examples have an impact on my HR role dealing with Union representatives particularly in a disciplinary setting with an employee, I will always ensure the evidence used is credible to support any employee relation issue never using my opinion or assume. Also, I will always demonstrate clear reasoning in discussions and use a reflective and logical approach. This ensures that the employees representative knows that what is being discussed is clear, fair and explains any process logically. Cottrell (2019) identifies biases that are picked up by bad habits being a barrier in critical thinking. Examples of this also occur when having discussions with employees and their Unions. It is therefore vital that the principles of critical thinking are followed in these scenarios.


Decision Making (AC 1.4)
Decision making involves selecting the best and most relevant course to follow from various alternatives. Different approaches cater to specific situations and objectives. There are numerous processes for decision making.
A powerful know technique is Edward de Bono’s Six thinking hats. A structured decision-making process that helps to encourage exploring different points of views by wearing different coloured hats. These include, Blue, focusing on organisation and planning. Green, which is creative thinking. The red hat is emotional responses, feelings and instincts. Yellow are the benefits and values, the positives. The Black hat covers the risk, which will be the negatives. Finally, the White hat is the facts and information. This analysis ensures that a comprehensive coverage of all the problems is considered. It is also helpful by encouraging everyone to share views openly. As well as providing a structure for clear decision making, it also is a creative decision-making process exploring different perspectives (Watson, 2014). It also reduces conflict, by separating emotions and criticisms. All in all, De Bono’s Six thinking hats is an effective decision-making process that is used effectively to cover all areas of an organisation to support long term benefits by identifying needs, evaluating risks and making the correct decisions by arriving at a well-rounded solution.
Future pacing is a process whereby a decision or problem is envisioned by a potential future outcome. All outcomes and factors are considered and visualised from various perspectives. This process is normally more common from an individual’s point of view. An example where this may be used would be prior to a disciplinary meeting. The disciplinary panel would consider the effects of any decision towards all parties using this process. 



Ethics (AC 1.5)
Ethical Practice sits as a core behaviour within the CIPD profession map. Ethics are a set of principles that act as a code to guide conduct. HR professionals have led within the workplace to support the Ethical dimension, by supporting and looking after the interests of staff. Ensuring making the correct decisions on the right course to act ethically, be judicial and fair. Different ethical principles influence decision making by how we evaluate moral dilemmas and what action we choose. CIPD ethical decision-making research (CIPD, 2015) highlights eight perspectives that we need to consider when making important decisions within the organisation. These eight ‘lenses’ expand on ‘right’ or ‘wrong’ judgements, highlighting ways of different scenarios or situations. The first Lens covered is Fairness, which highlights that ‘Everyone in an organisation should be able to agree to it, whatever their place in it’ this considers that everyone within that business should be able to agree to a decision regardless of where they sit in that organisation (CIPD, 2024).
One ethical framework is the Deontological theory. The key idea around this theory is that the actions are morally right or wrong based on rules. It emphasises major principles such as honesty, fairness and respect. This theory helps to lead to decision making based on duty-based ethics, no matter the circumstances. Many policies within the Code of Conduct follow this theory and one example of this is when following the absence policy/procedure, employees can get dismissed. However, when making difficult decisions, it also makes good practice to consider other Ethical theory’s, one may be The Utilitarianism theory. The decisions around Utilitarianism should focus on overall happiness or well-being for employees. The decisions based on this theory normally prioritises the collective good rather than individual rights. One example of this is an organisation may justify some redundancies to ensure the survival of the business and save the employment for the majority of its staff.

Financial and Non-Financial Performance (AC 3.1)
Organisations measure financial performance to assess their profitability, efficiency and overall financial health. The appraisal of these various measurement approaches involves evaluating their effectiveness and limitations. They are useful as a means in providing organisation shareholders and stakeholders with the financial health information of the business. A good example of this is within the public sector and in particular a local government authority where financial information is pushed out to the residents and people of that county or counties. Targets and efficiency savings are published for all to see and where cuts are being made etc. Where profit is made, and funding is increased, stakeholders and communities are informed of what projects this funding will pay for.
Non-financial performance measures are more common in the public sector. They are measured long term and are used to evaluate the overall performance of the organisation, these include staff turnover, staff performance and absenteeism, customer satisfaction and complaints as well as social issues. An example of this within a local authority is the operation of the Environmental and recycling department, where standards and quotas are to be met quarterly. This includes the collection of recycling from kerbside residents. Recycling is outsourced and collected daily. This is calculated by weight and the local authority must meet certain targets to keep its recycling permit. The key performance of the front-line workers and management teams is measured by productivity and monitoring of overall absence levels. By measuring the later in particular, we as HR professionals can use internal policies and procedures to help the productivity levels by supporting staff and management teams.
Strobierski (2020) highlights that the two should be used together to successfully monitor overall performance within the organisation.
Gifford (2020) states that good performance management is critical to an organisation or businesses success. Monitoring, maintaining and improving employee performance and aligning them to organisational objectives is all part of performance management. However, there are different ways through which organisations can measure their performance. Performance in an organisation is mostly measured using financial and non-financial indicators.
Organisations do this through a variety of approaches to evaluate their success and ensure long term sustainability. The appraisal of these various measurement approaches involves evaluating their effectiveness and limitations. They are useful as a means in providing organisation shareholders and stakeholders with the financial health information of the business. A good example of this is within the public sector and in particular a local government authority where financial information is pushed out to the residents and people of that county or counties. Targets and efficiency savings are published for all to see and where cuts are being made etc. Where profit is made, and funding is increased, stakeholders and communities are informed of what projects this funding will pay for.
Non-financial performance measures are more common in the public sector. They are measured long term and are used to evaluate the overall performance of the organisation, these include staff turnover, staff performance and absenteeism, customer satisfaction and complaints as well as social issues. An example of this within a local authority is the operation of the Environmental and recycling department, where standards and quotas are to be met quarterly. This includes the collection of recycling from kerbside residents. Recycling is outsourced and collected daily. This is calculated by weight and the local authority must meet certain targets to keep its recycling permit. The key performance of the front-line workers and management teams is measured by productivity and monitoring of overall absence levels. By measuring the later in particular, we as HR professionals can use internal policies and procedures to help the productivity levels by supporting staff and management teams.
Strobierski (2020) highlights that the two should be used together to successfully monitor overall performance within the organisation.
Organisations measure performance in different ways because their goals, priorities, operational needs, industry type and stakeholders vary. The way they measure performance will be unique to this. Some will prioritise financial results, while others will focus more on innovation or sustainability. Tailoring a specific performance measurement must align with the organisation’s overall goals and strategy.
Value and Impact (AC 3.2)
The role of people practice within an organisation is to add value by providing the correct support and guidance via strategies and policies to senior management. 
Ensuring effective recruitment within the organisation, aligning with core values and strategies of the business is essential. Local government authority for example, is continually under scrutiny, due to taxpayers having a voice on mainly, front line services, and in particular, departments such as Social services, Leisure, Libraries and Environmental and recycling services to name a few. These front line employees are vital for the running of these services. Therefore, recruitment and ongoing learning and development for these employees is key. This means having a clear strategy and guidance for managers and senior managers is a big part of the HR function and corporate strategy. Getting this detail wrong will no doubt incur costs to the authority. Efficient recruitment strategy is important to ensure that organisations have the right talent to hire. Having specialist staff who understand what it takes to create skilled job descriptions, understand job roles and what factors are at play with the local job market is vital. These individuals must also avoid discrimination, understand skills required for all roles, be able to create bi-lingual adverts and job descriptions as well as vetting correctly and avoid bias. Its also imperative that they have good interview communication skills and be able to plan relevant training and induction programmes. It is also important that these employees are continually measuring the success of said recruitment policy. Using the relevant decision making and research to keep up with competing employers. 
Staff absenteeism and welfare is linked to overall motivation within departments. Low staff numbers and staff wellbeing can affect productivity in an organisation and reputation (CIPD, 2024). The introduction of ROI software can analyse information pulled from staff attendance data as well as surveys and comparative historical data and trends to help monitor effectiveness of policies in place, such as Staff wellbeing strategies, where Occupational Health teams can support staff through wellbeing initiatives and through management referrals. Health and safety departments can ensure the workplace is a safe environment, training needs are identified and referrals to outside support networks like counselling or physio is made available.  
The role of people practice within an organisation is to add value by providing the correct support and guidance via strategies and policies to senior management. 
Ensuring effective recruitment within the organisation, aligning with core values and strategies of the business is essential. Local government authority for example, is continually under scrutiny, due to taxpayers having a voice on mainly, front line services, and in particular, departments such as social services, Leisure, Libraries and Environmental and recycling services to name a few. 

These front-line employees are vital for the running of these services. One specific method that aligns with the organisations goal and HR objectives are Key Performance indicators (KPIs).  This method supports, recruitment, ongoing learning and development for employees. Chanana and Sangeeta (2020) highlight the importance of HR specialists raising employee engagement levels, resulting in higher productivity and employee retention. Having a clear strategy and guidance for managers and senior managers is a big part of the HR function and corporate strategy. Getting this detail wrong will no doubt incur costs to the authority. Efficient recruitment strategy is important to ensure that organisations have the right talent to hire. Having specialist staff who understand what it takes to create skilled job descriptions, understand job roles and what factors are at play with the local job market is vital. These individuals must also avoid discrimination, understand skills required for all roles, be able to create bi-lingual adverts and job descriptions as well as vetting correctly and avoid bias. Its also imperative that they have good interview communication skills and be able to plan relevant training and induction programmes. It is also important that these employees are continually measuring the success of said recruitment policy. Using the relevant decision making and research to keep up with competing employers. By developing specific metrics, the local authority can monitor absenteeism levels, retention rates, learning and development outcomes, when to recruit and utilise employee engagement survey outcomes (which are carried out on a quarterly period) and continuous employee personal development plans are carried out by line managers.

The introduction of ROI software is another method used to measure impact and value. Return on investment is a popular metric due to its versatility and simplicity. It requires regular monitoring to measure outcomes at multiple points to assess sustainability. Staff absenteeism and welfare is linked to overall motivation within departments. Low staff numbers and staff wellbeing can affect productivity in an organisation and reputation (CIPD, 2024).   ROI software can analyse information pulled from staff attendance data as well as surveys and comparative historical data and trends to help monitor effectiveness of policies in place, such as Staff wellbeing strategies, where Occupational Health teams can support staff through wellbeing initiatives and through management referrals. Health and safety departments can ensure the workplace is a safe environment, training needs are identified and referrals to outside support networks like counselling or physio is made available.  By using ROI, organisations can also measure financial impact of HR interventions like training programmes and well-being initiatives. By combining methods (CIPD 2024) both qualitive and quantitative, HR professionals can deliver more accurate and credible evaluations of their people practices.
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Quarterly Performance by Department




	Department by Performance
	Quarter 1
	Quarter 2
	Overall

	Administration Department 
	
	
	

	Outstanding 
	18.18%
	9.09%
	13.64%

	Meets set Individual KPI's 
	18.18%
	36.36%
	27.27%

	Not quite there yet
	27.27%
	36.36%
	31.82%

	Under performing 
	27.27%
	9.09%
	18.18%

	Absent 
	9.09%
	0.00%
	4.55%

	No Performance Review Data
	0.00%
	9.09%
	4.55%

	Logistics Department 
	
	
	

	Outstanding 
	20.00%
	25.00%
	22.50%

	Meets set Individual KPI's 
	40.00%
	45.00%
	42.50%

	Not quite there yet
	30.00%
	20.00%
	25.00%

	Under performing 
	10.00%
	0.00%
	5.00%

	Absent 
	0.00%
	10.00%
	5.00%

	Research and Development  
	
	
	

	Outstanding 
	30.00%
	50.00%
	40.00%

	Meets set Individual KPI's 
	30.00%
	30.00%
	30.00%

	Not quite there yet
	10.00%
	10.00%
	10.00%

	Under performing 
	30.00%
	0.00%
	15.00%

	Absent 
	0.00%
	10.00%
	5.00%

	Sales Department 
	
	
	

	Meets set Individual KPI's 
	100.00%
	100.00%
	100.00%






Bonus Payments for Outstanding Performance



Bonus Payments by Department


Table 1
The evidence shown suggests a number of underperforming employees in the first quarter. Even into the next quarter, there is a consistency, with some employees continuing to work below meeting KPI. This could mean a possible lack of support and guidance from line managers or even capability issues. However, the majority of staff seem to be on track to meet KPIs as well as a few individuals who are outstanding.
During the first quarter, employees within the sales Team are meeting their KPI’s, and consistently achieving their targets. The Administration Team have 18% meeting KPIs and Outstanding criteria, the highest portion of employees are underperforming. The Admin team are the only department with staff absenteeism. The logistics department performance overall is the highest in meeting KPI’s at 40%. 20% are outstanding however, 30% of the team are not quite there yet, and 10% are underperforming. The Research and Development department have the highest percentage of underperforming employees at 30%. With 60% of the team performing well either meeting KPIs or Outstanding. 
It's not always clear whether an employee's poor performance is due to capability or conduct. But the employer should always carry out a full and fair procedure before deciding on any action (ACAS 2022). Recommendations would be to set those underperformers targets. Managers should arrange a 1:1 meeting to discuss any issues and to work towards a goal using SMART targets, these must be specific, measurable, achievable, relevant and time bound. They must be clear, attainable and meaningful. Most organisations call this an improvement support plan. This document can be used to outline expected performance improvement targets. It includes actions taken to get performance back on track, timescales and consequences.
By setting these objectives for the Sales department, it will help increase the performance to outstanding, as the department has been consistently performing. The sales department could be utilised to support other departments with peer mentoring, specific focus on new team members. To help with the overall performance, the organisation implemented performance-related pay (PRP), however research shows that this type of tool can demotivate teams if targets don’t reflect good performance. It is essential to set achievable targets and ensure fairness, considering distributive and procedural justice. If the overall objectives are realistic and achievable, the department will be motivated and targets will be achieved. Unachievable targets can lead to disengagement. Also demotivating employees, and high staff turnover. PRP schemes can also increase overall costs. So it is important that management use the correct tools to improve performance, meet targets and reduce the organisations costs.
Table 2
The data in Table 2 strongly identifies that from a manager’s perspective, there has not been any training for them to carry out appraisals. Because of this, managers do not have the confidence to correctly assess staff performances, which in turn means that they don’t feel confident in challenging employee under performance and setting performance targets. This has therefore been reflected in the Employee feedback, where a high percentage of the 250 staff responses have agreed that Line Managers neither provide clear guidance nor listen to employee’s ideas during their reviews. This is also identified consistently throughout the data with many staff feeling that their line manager does not possess good people management skills and an unbalanced response when line managers are conducting reviews.
Recommendations in going forward would be first, it is important that the business identifies the training needs of the Line managers and puts in place relevant performance review training. This training needs to give managers the tools to be able to tackle underperforming staff, give kudus when needed and be empathetic as well as being a good listener. Alongside this, implementing a Learning and Development Strategy. There is good evidence (CIPD 2024) that frequent and immediate feedback helps give focus on strengths and development within the organisation. 
A robust Learning and Development strategy is key in the development of all staff. Management performance review training should be tailored around the strategy, The Learning and Development strategy must also reflect the overall business or organisation strategy and drive progress. It is also stipulated (CIPD 2024) that the Core of a Learning and Development strategy will show how the organisations performance needs are met through the development of its staff.
Using performance management and reviews, regularly and effectively can be integral to line managers achieving targets and making sure that their staff have the right level of capability and skill to deliver performance. A Learning and Development strategy will help deliver this along with training needs, development plans and any gaps in learning.
Once a Learning and Development strategy and aligning policies are in place, it is important that it is kept up to date as the business environment changes with current times and fads and as data is gathered on the effectiveness of learning activities (this will be part of the strategy on monitoring success). Budgets and resource planning are critical to this, training courses that are sourced externally can be very costly, but certain learning strategies can be harnessed through knowledge and experience that already exists within the current business or organisation. In house training can save costs for the business.
Performance reviews are a vital process for managers to assess staff performance and targets and discuss this with them. Assessing and feeding back on performance is critical in making targets effective. Regular feedback can also help to motivate staff and inform them of further development and training opportunities. Recent reviews are also a good time to discuss challenges staff may have faced as well as career development for the future. Feedback skills are important when carrying out reviews, these include asking good questions and expanding on them and prompting. Active listening, to take in what is being said and having the correct body language. Giving constructive feedback, where the focus is on examples and evidence, reinforcing positives and strengths rather than being subjective. Working alongside the Learning and Development strategy, once Line managers are trained and competent enough to deliver performance reviews, gaining confidence and the ability to challenge and set targets, then employee engagement will align with that. It is important that Line managers invest time to prepare for performance reviews, making sure that feedback is fair and seen to be fair for all employees. Line managers must also understand key factors for effective feedback, and negative feedback is framed constructively. Traditionally, an employee’s performance has been carried out annually, however this is not the case. Performance reviews should be held regularly and in a timely manner; for example, happening at the end of a piece of work or every few months, depending on the nature of a person’s job. Most organisations hold quarterly reviews. Some organisations use Personal Development Plans/reviews. This is a review of when employees’ potential and development needs are grouped with a performance appraisal. A strength-based approach could also be useful to help people learn and to improve their performance. SMART (Specific, Measurable, Achievable, Relevant, and Time-bound) targets are also used during the process, depending on the nature of an individual’s role.
The cost of the training for managers would be minor if delivered in house, however the time taken may have a slight impact on the business with 50 managers having to undergo the training (average cost of performance management training is £550 + VAT per person a direct cost). This would need to be staggered over time. However, the long-term costs would see the business benefiting through employee engagement and productivity. Clear targets during performance reviews will support staff retention identifying training needs and if relevant, performance related pay approach. Regular reviews will help to identify ideas and feedback from employees also.  If the business or Organisation decide not to make any changes, then they will lose touch with their employees. Retention of staff will become an issue, with employees moving jobs for better careers and training opportunities. Chanana and Sangeeta (2020) highlight the importance of employee engagement levels, resulting in higher productivity and employee retention. If these methods are not instigated, then employee performance will drop, with possible consequences leading to capability issues and absence levels increasing over time which will have cost implications to the business or Organisation. 











Quarterly Performance Comparison by Department







Quarter 1	
Administration Department  Absent 	Administration Department  Meets set Individual KPI's 	Administration Department  No Performance Review Data	Administration Department  Not quite there yet	Administration Department  Outstanding 	Administration Department  Under performing 	Logistics Department  Absent 	Logistics Department  Meets set Individual KPI's 	Logistics Department  Not quite there yet	Logistics Department  Outstanding 	Logistics Department  Under performing 	Research and Development   Absent 	Research and Development   Meets set Individual KPI's 	Research and Development   Not quite there yet	Research and Development   Outstanding 	Research and Development   Under performing 	Sales Department  Meets set Individual KPI's 	1	2	0	3	2	3	0	8	6	4	2	0	3	1	3	3	13	Quarter 2	
Administration Department  Absent 	Administration Department  Meets set Individual KPI's 	Administration Department  No Performance Review Data	Administration Department  Not quite there yet	Administration Department  Outstanding 	Administration Department  Under performing 	Logistics Department  Absent 	Logistics Department  Meets set Individual KPI's 	Logistics Department  Not quite there yet	Logistics Department  Outstanding 	Logistics Department  Under performing 	Research and Development   Absent 	Research and Development   Meets set Individual KPI's 	Research and Development   Not quite there yet	Research and Development   Outstanding 	Research and Development   Under performing 	Sales Department  Meets set Individual KPI's 	0	4	1	4	1	1	2	9	4	5	0	1	3	1	5	0	13	


Percentage of Bonus Payments by Quarter




[CATEGORY NAME], £11,600.00, [PERCENTAGE]

[CATEGORY NAME], £9,170.00, [PERCENTAGE]


[CATEGORY NAME], £9,170.00, [PERCENTAGE]

[CATEGORY NAME], £11,600.00, [PERCENTAGE]


[CATEGORY NAME], £9,170.00, [PERCENTAGE]

[CATEGORY NAME], £11,600.00, [PERCENTAGE]

Total	[CATEGORY NAME], £9,170.00, [PERCENTAGE]

[CATEGORY NAME], £11,600.00, [PERCENTAGE]


Quarter 1	Quarter 2	3209.4999999999995	4059.9999999999995	
Bonus Payments by Department




£6,140.00

£3,660.00

£4,500.00

£3,290.00

£960.00

£2,220.00


£2,220.00

£3,290.00

£3,660.00


£960.00

£4,500.00

£6,140.00


£2,220.00

£3,290.00

£3,660.00


£960.00

£4,500.00

£6,140.00

Quarter 1	£2,220.00
£3,290.00
£3,660.00

Administration Department 	Logistics Department 	Research and Development  	Sales Department 	776.99999999999989	1151.5	1280.9999999999998	Quarter 2	£960.00
£4,500.00
£6,140.00


Administration Department 	Logistics Department 	Research and Development  	Sales Department 	335.99999999999994	1574.9999999999998	2148.9999999999995	


