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Purpose of  

this Report 

 

 
This report aims to provide actionable insights and support strategic decision-making by outlining 

key findings from an internal audit, focusing on environmental, social, and governance (ESG) 

measurements and sustainable development goals. 

The structured approach promotes effective collaboration across various parts of the organisation, 

aligning collective efforts towards common objectives. The findings are intended to guide senior 

management and compliance teams in addressing key risks and aligning strategies with 

sustainability objectives. 

 

The evidence presented highlights how behaviour directly impacts risk, compliance, and business 

performance. This insight into your business operations enables initiative-taking and informed 

decision-making, fostering overall business improvement. 

 

The report visually demonstrates the alignment between people's behaviour and your strategic 

and operational objectives, identifying areas of emerging or active risk. Additionally, it highlights 

opportunities for proactive risk management and enhanced compliance practices. 

 

The methodology integrates traditional auditing practices with behavioural measurements, 

providing a comprehensive understanding of your business operations. 

 

The results are evaluated against the following compliance requirements and performance 

indicators: 

• ESG Performance Drivers 

• Sustainable Development Goals 

• ISO 9001:2015 

• ISO 14001:2015  

 

The insights gained will serve as a basis for continuous improvement initiatives and future audits.  



 

 

 

Performance Risk  

Maturity Model 

 
The objective evidence provided by participants is systematically evaluated and assigned a score from 
0 to 100, reflecting the degree to which performance requirements are met.  
 
The results are measured against key performance drivers and success factors that influence the 
effectiveness of management systems, processes, or specific subjects. Identifying and managing these 

requirements is essential for optimising compliance, business performance, and continuous 
improvement. 
 
These success factors may include specific clauses within standards, regulatory guidelines, and 
governance requirements to ensure comprehensive compliance. 
 
By applying the maturity risk index outlined below, which categorises findings into levels of risk, the 
report identifies specific areas within the organisation that require attention and improvement. 
 
This approach enables a targeted and strategic plan for enhancement, driving overall performance and 
delivering greater value to stakeholders. Organisations are encouraged to use these insights to 
prioritise actions and drive continuous improvement initiatives. 
 
 
 
 
 
 
 
 
 

  

Exceptionally low level of behavioural and operational 
alignment and maturity, reducing effectiveness and efficiency. 

High levels of risk. 

A level of maturity that is generally compliant throughout the 
organisation, but not necessarily effective or efficient. 

Compliance is at an acceptable level.  

Moderate levels of risk. 

High level of maturity and compliance. Behaviours are 
effectively aligned throughout the organisation to deliver 

business effectiveness and efficiency.  

Reduced levels of risk. 

Exceptionally high level of maturity and compliance. 
Clear demonstration of alignment of people's behaviour, 

enhancing business effectiveness and efficiency.  

Low levels of risk. 

Indicates low behavioural and operational alignment and 
maturity, reducing effectiveness and efficiency.  

Increased levels of risk. 



 

 

Audit Scope 

 
The audit focused on evaluating key aspects of organisational performance, including 

environmental, social, and governance (ESG) measurements, sustainable development goals, and 

compliance with standards such as ISO 9001:2015 and ISO 14001:2015.  

Using a combination of traditional auditing methods and behavioural measurements, the audit aimed 

to provide a comprehensive understanding of both compliance and the impact of organisational 

behaviour on risk and performance. Feedback from participants was analysed to identify gaps 

between stated policies and employee perceptions, highlighting areas that require attention and 

improvement. 

The objective was to deliver actionable insights to senior management, enabling a targeted 

approach to enhance compliance, optimise business performance, and align organisational 

practices with strategic and operational objectives. 

10 participants, approximately 37% of employees, provided 1567 pieces of objective evidence to 

produce this report.  

 

Participating group 
Score 

Lead a customer facing team 22 

Manage the business overall as part of the organisation's 

leadership and decision-making team 
39 

Work within a customer facing team 26 

Provide HR support to the business. 43 

Work within a non-customer facing team. 50 

Working Location  
Score 

Office Based 50 

Hybrid 41 

Home Based  24 

Department 
Score 

Executive  20 

Sales & Marketing  34 

HR, Product & QA 42 

Development  50 

Infrastructure  70 



 

 

Overall Maturity Score 
 

 Overall Scores 

 

 

 

The objective evidence provided by each participant/stakeholder is evaluated and assigned scores, 

these scores collectively form the ‘overall maturity score.’ 
 
. 
 

  

40 
ESG Performance drivers 
 
 

35 
Sustainability Development Goals 
 

38 
ISO9001 
 
 

29 
ISO14001 
 
 

37 



 

 

Overall Maturity Score 
 

 

 ESG  

 Performance Drivers 
 

 

 

The objective evidence provided by each participant/stakeholder is evaluated and assigned scores, 

these scores collectively form the ‘overall maturity score.’ 

 

Core Performance Driver Scores 
. 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

49 
Diversity and Inclusion 
SDG Alignment: SDG 5 (Gender Equality) and SDG 10 (Reduced Inequalities) 
Foster a diverse and inclusive workplace by promoting equal opportunities and reducing inequalities 
 

36 

38 
Employee Well-being and Health 
SDG Alignment: SDG 3 (Good Health and Well-being) 
Invest in employee health and well-being initiatives to improve physical, mental, and emotional health. 
 

53 
Access to Quality Education and Development 
SDG Alignment: SDG 4 (Quality Education) 
Provide employees with ongoing learning opportunities, professional development, and skills training. 

 

43 
Fair and Equitable Compensation 
SDG Alignment: SDG 8 (Decent Work and Economic Growth) 
Ensure fair pay practices and equitable compensation across roles, levels, and demographics. 
 

37 
Employee Engagement and Empowerment 
SDG Alignment: SDG 16 (Peace, Justice, and Strong Institutions) 
Employees engage in decision-making processes and provide feedback on policies and practices. 

 

35 
Ethical Leadership and Governance 
SDG Alignment: SDG 16 (Peace, Justice, and Strong Institutions) 
Promote ethical behaviour and integrity, and foster a transparent, accountable leadership culture. 

 



 

 

ESG Performance Drivers Continued 

The graph below illustrates the scores for each performance driver specified within the audit scope, 

by the participating groups involved. 
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The graph below illustrates the scores for each performance driver specified within the audit 

scope, by the participating job functions involved. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

Overall Maturity Score  

  

 Sustainability  

 Development Goals 
 

 

 

The objective evidence provided by each participant/stakeholder is evaluated and assigned scores, 

these scores collectively form the ‘overall maturity score.’ 

 

Sustainability Development Goals 
. 

 

30 
Good Health and Well-Being 
Good Health and Well-Being aims to ensure healthy lives and promote well-being for all people of all 
ages through improved healthcare access, disease prevention, and addressing health risks. 

55 
Quality Education 
Quality Education aims to ensure inclusive and equitable quality education and promote lifelong 
learning opportunities for all people worldwide. 
 

32 
Gender Equality 
Gender Equality aims to achieve gender equality and empower all women and girls by ending 
discrimination, violence, and harmful practices while ensuring equal rights and opportunities. 

43 
Decent Work and Economic Growth 
Decent Work and Economic Growth aims to promote sustained, inclusive economic growth, full 
productive employment, and decent work for all people globally. 

42 
Reduced Inequalities 
Reduced Inequalities aims to reduce inequality within and among countries by promoting social, 
economic, and political inclusion of all people. 

26 
Environmental Responsibility and Awareness 
SDGs 12-15 collectively address environmental sustainability by promoting responsible resource use 
and production (SDG 12), urgent climate action (SDG 13), protection of marine ecosystems (SDG 14), 
and conservation of terrestrial ecosystems and biodiversity (SDG 15). 

40 
Pease, Justice and Strong Institutions 
Peace, Justice and Strong Institutions aims to promote peaceful and inclusive societies, provide 
access to justice for all, and build effective, accountable, and inclusive institutions at all levels. 

 

37 



 

 

Sustainability Development Goals Continued 

The graph below illustrates the scope for each SDG specified within the audit scope, by the 

participating groups involved. 

 

0 20 40 60 80 100 120

Good Health and Well-Being

Quality Education

Gender Equality

Decent work and Economic Growth

Reduced Inequalities

Environmental Responsibility and Awareness

Pease Justice and Strong Institutions

Infrastructure Sales & Marketing Executive HR Product and QA Development Office Based Hybrid Home Based



 

 

The graph below illustrates the scores for each performance driver specified within the audit scope, by the 
participating job functions involved. 
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Overall Maturity Score 
 

 
  

  ISO9001 
 

 

 

The objective evidence provided by each participant/stakeholder is evaluated and assigned scores, 

these scores collectively form the ‘overall maturity score.’ 

 

ISO9001 Clauses  
. 

 
  

39 
5.1.1 Leadership and commitment - General 
Top management takes responsibility for the organisation’s quality management system, fosters a 
culture of continuous improvement, and aligns quality objectives with the organisation’s overall 
strategic direction. 

41 

41 
5.3 Organisational roles, responsibilities and authorities 
Organisational Roles, Responsibilities, and Authorities aims to ensure that responsibilities are clearly 
defined, properly assigned, and effectively communicated. 
 

29 
6.2.1 Quality objectives 
Quality Objectives aims to ensure that measurable goals are established and maintained across the 
organisation, driving performance improvements and supporting the company’s strategic direction. 

 

37 
7.1.2 Support - People 
This area aims to ensure the organisation identifies and provides the necessary personnel, fosters a 
supportive work environment, and addresses competence and training needs to effectively maintain a 
robust quality management system. 

57 
7.2 Competence 
Competence aims to ensure the organisation determines, provides, and maintains the necessary skills, 
knowledge, and experience so that personnel effectively perform their roles, fulfil quality requirements, 
and drive continual improvement. 



 

 

ISO9001 Clauses Continued 
 

  

33 
7.3 Awareness 
Awareness aims to ensure that personnel at all levels understand the organisation’s quality policy, 
objectives, and their roles in meeting requirements, fostering accountability and supporting ongoing 
improvement. 

57 
7.4 Communication 
Communication aims to ensure that relevant information on the quality management system is 
effectively exchanged across all levels of the organisation and with external stakeholders, supporting 
alignment, collaboration, and customer satisfaction. 

 

43 
7.5.1 Documented information - General 
Documented Information aims to ensure that the organisation establishes and controls the necessary 
documentation to support the planning, operation, and management of its quality system effectively. 

 



 

 

ISO9001 Clauses Continued 

The graph below illustrates the scope for each ISO9001 clause specified within the audit scope, by 

the participating groups involved. 
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The graph below illustrates the scope for each ISO9001 clause specified within the audit scope, by the 
participating job functions involved. 
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Overall Maturity Score  

  
 

  ISO14001 
 

 

 

The objective evidence provided by each participant/stakeholder is evaluated and assigned scores, 

these scores collectively form the ‘overall maturity score.’ 

 

ISO14001 Clauses  
. 

 
  

45 

48 

5.1 Leadership and commitment - General 
Leadership and Commitment aims to ensure that top management takes responsibility for the 
environmental management system, demonstrates commitment to environmental protection, and 
aligns environmental objectives with the organisation’s overall strategy. 
 

31 

16 

 

5.3 Organisational roles, responsibilities and authorities 
This aims to ensure that clear duties and accountabilities are assigned, communicated, and upheld 
across all levels of the organisation, supporting its environmental commitments. 
 

30 
6.2.1 Environmental Objectives 
Environmental Objectives aims to ensure that the organisation establishes measurable, relevant goals 
aligned with its environmental policy to drive improvement and address environmental impacts. 

53 

 

7.2 Competence 
Competence aims to ensure the organisation determines, acquires, and maintains the necessary 
knowledge and skill. 
 

15 

 

7.3 Awareness 
Awareness aims to ensure that personnel at all levels understand the organisation’s environmental 
policy, objectives, compliance obligations, and their roles. 

15 
7.4.2 Communication 
Communication aims to ensure that the organisation effectively exchanges environmental information 
both internally and externally, fostering transparency, stakeholder engagement, and improvement. 

49 
7.5.1 Documented Information - General 
Documented Information aims to ensure that the organisation establishes, maintains, and controls the 
necessary documentation to support its environmental management system, demonstrate compliance, 
and drive continual improvement. 

 



 

 

ISO14001 Clauses Continued 

The graph below illustrates the scope for each ISO14001 clause specified within the audit scope, by 

the participating groups involved. 
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The graph below illustrates the scope for each ISO14001 clause specified within the audit scope, by the 
participating job functions involved. 
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Conclusion 

 

 

 
Areas of Strength 

 
1. Non-Customer Facing Teams: Scored 52 in Access to Education and Diversity & 

Inclusion, reflecting strong support for personal development and alignment with company 
values. This indicates high maturity and reduced risk. This strong alignment contributes 
to a more engaged workforce, improving retention and employee satisfaction, which 
directly enhances organisational performance by fostering a positive work culture. 
 

2. Infrastructure Department: Scored 71 in Ethical Leadership and Compensation, showing 
very high alignment with ethical standards and employee satisfaction, with low risk in these 
areas. A high score here suggests that the infrastructure department is a model of 
internal governance and employee well-being, which is likely to drive improved 
performance, reduced turnover, and a stronger company reputation in the industry. 
 

3. Commitment to Education: Development and Infrastructure departments scored 52, 
demonstrating solid commitment to Quality Education and Environmental Responsibility, 
lowering risk in sustainability. This commitment to development not only strengthens 
the company’s sustainability efforts but also plays a key role in attracting talent who 
value continuous learning and corporate responsibility. 
 

 
Areas for Improvement 
 

1. Executives: Scored 19 in Access to Education and Employee Well-being, indicating 
significant gaps in leadership alignment with employee needs, placing the company at high 
risk for governance and operational effectiveness. Addressing these gaps could lead to 
improved decision-making, a more cohesive leadership team, and increased trust 
from employees, which in turn boosts morale and retention. 
 

2. Customer-Facing Teams: Scored 20 in Ethical Leadership, Employee Well-being, and 
Environmental Responsibility, highlighting areas of increased risk, particularly in leadership, 
well-being, and governance. Addressing these issues will not only improve 
compliance and governance but also enhance employee engagement and customer 
satisfaction, ultimately impacting business performance positively. 
 

3. Home-Based Workers: Scored 23 in Employee Well-being and Ethical Leadership, 
revealing high risk related to remote work conditions. A focus on improving these areas 
will not only mitigate potential compliance risks but also improve the experience of 
remote workers, reducing turnover and increasing overall productivity in these 
teams. 

 
 
 
 
 



 

 

Comparison by Working Location 
 
• Office-Based Teams: Scored 47 overall, indicating moderate maturity and compliance but 
with moderate risk in areas like Diversity & Inclusion and Ethical Leadership. While generally 
aligned, these teams could benefit from more focused leadership development and 
strategic communication, leading to stronger team cohesion, improved leadership 
performance, and a reduction in employee turnover. 
 
• Hybrid Teams: Scored 40, with moderate risks in Compensation, indicating some 
misalignment in fairness and support across locations. This highlights the need for more 
consistent compensation strategies to ensure fairness, which will help improve employee 
satisfaction and retention across hybrid teams. 
 
• Home-Based Teams: Scored 23, suggesting high risk in areas like Employee Well-being 
and Ethical Leadership. Strengthening these areas will likely lead to improved morale, better 
performance, and a reduction in turnover among remote workers, which can enhance 
overall business productivity. 
 
Comparison by Department 
 
• Development Department: Scored 52 in Diversity & Inclusion, showing strong 
commitment to personal development but 28 in Gender Equality, indicating opportunities for 
improvement in gender parity. Addressing these disparities will not only ensure a more 
inclusive culture but also position the company as an attractive employer, thereby 
improving talent acquisition and retention. 
 
• Executives: With a 19 score overall, and in critical areas such as Access to Education, 
Employee Well-being, and Ethical Leadership, executives are at high risk of governance and 
leadership misalignment. Addressing these issues is essential for strengthening leadership 
effectiveness, improving operational performance, and ultimately ensuring long-term 
business success. 
 
• Sales and Marketing Department: Scored 31 overall, indicating moderate risk. 
Addressing leadership gaps and employee well-being in this department will improve 
alignment, resulting in stronger performance and reduced turnover, contributing to 
business growth. 
 
• HR, Product, and QA: Scored 43 overall, showing moderate maturity, but a need to focus 
on improving leadership practices and employee engagement. Improved leadership here will 
strengthen team cohesion, reduce risk, and ensure more effective organisational 
communication. 
 
• Infrastructure: Scored 71 overall, reflecting a high level of maturity and compliance, with 
low risk. This department’s high performance and alignment contribute to overall 
organisational stability and serve as a model for others, reinforcing the company’s 
commitment to governance, ethics, and employee satisfaction. 
 
What These Results May Indicate 
 
• Leadership Gaps: The lower scores among Executives and customer-facing teams 
suggest leadership alignment issues. These gaps could lead to increased risks in decision-
making, compliance, and employee engagement. Addressing these leadership gaps will 
enhance business performance by improving operational effectiveness, driving employee 
engagement, and reducing turnover. 
 
• Remote Work Challenges: The significant difference between Home-Based and Office-



 

 

Based workers highlights the challenges that remote teams face in terms of Employee Well-being, 
Ethical Leadership, and Governance. Investing in stronger support for remote teams will not 
only reduce these risks but also increase remote worker engagement and retention, 
contributing to business growth. 
 
• Departmental Disparities: Significant differences between departments point to areas 
where targeted initiatives could drive improvement and address gaps. Tailored interventions will 
improve overall company performance by driving efficiency and alignment across 
departments. 
 
Action Plan for Corrective Measures 
 
Based on the insights gathered from the recent audit and the data provided, the following action 
plan outlines suggested corrective measures. These recommendations are designed to address 
identified areas of strength and improvement across various departments and teams. While these 
are proposed actions, the intent is to guide decision-making and help prioritise areas for 
development. 
 
1. Strengthen Leadership Alignment Across Executives and Customer-Facing Teams 

• Identify Gaps: Conduct leadership assessments and surveys to identify specific 
gaps in access to education, employee well-being, and ethical leadership. 
• Leadership Development Programs: Implement targeted training and mentorship 
for executives and customer-facing teams to align leadership practices with company 
values and employee needs. 
• Regular Feedback Mechanisms: Establish regular check-ins with employees to 
assess leadership effectiveness and employee satisfaction, ensuring ongoing alignment. 

 
2. Improve Employee Well-being and Ethical Leadership in Remote Teams 

• Remote Work Policy Overhaul: Review and update remote work policies to ensure 
equitable support for home-based workers, focusing on mental health, well-being, and 
ethical leadership. 
• Well-being Programs: Develop dedicated initiatives that focus on the specific 
challenges of remote work, such as virtual team-building activities, flexible work hours, and 
access to wellness resources. 
• Leadership Training for Remote Managers: Offer specialised training for 
managers of remote teams to better support their employees, address ethical concerns, 
and enhance communication and trust. 

 
3. Enhance Diversity, Inclusion, and Gender Equality in the Development Department 

• Gender Equality Initiatives: Launch targeted programs aimed at reducing gender 
disparity, including mentorship opportunities and a review of compensation practices for 
equity. 
• Inclusion Training: Increase training on diversity and inclusion practices to ensure 
a more inclusive culture across all teams. 
• Track Progress: Implement regular tracking and reporting on diversity and gender 
equality metrics, ensuring accountability and continuous improvement. 

 
4. Standardise Compensation and Governance Across Hybrid Teams 

• Compensation Equity Review: Conduct a comprehensive review of compensation 
structures to ensure fair and consistent practices across all working locations. 
• Governance Standards: Establish clear and standardised governance practices to 
ensure ethical leadership and employee satisfaction are consistently met. 
• Communication Strategy: Improve communication around compensation policies 
and governance to foster trust and transparency among employees. 

 
5. Develop Tailored Departmental Interventions 



 

 

• Department-Specific Action Plans: Create bespoke action plans for departments 
with lower scores, such as Sales & Marketing and HR, Product, and QA, focusing on 
leadership practices, employee engagement, and leadership. 
• Regular Assessments: Perform regular department-specific assessments to 
monitor improvements and adjust action plans based on evolving needs. 
 

 
           
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 

  



 

 

Disclaimer 
 
This independent audit was conducted on a sampling basis and, therefore, non-conformities and 

risks may exist outside the evidenced witnessed, viewed, and analysed during this audit. 

 

The data has been collected from the responses from the Client’s participants and is consequently 

a reflection of the auditee not the opinion DeepFathom Ltd. 

 

The descriptive analytics are for guidance only and internal audit review and does not substitute 

as an external third-party audit. 

 

Use the information provided by DeepFathom Ltd solely at your own risk. 

  

DeepFathom Ltd make no warranties or representations as to the accuracy of information 

provided herein. 

 

If you have any concerns about your organisation’s compliance and remedial actions, please 

consult a qualified professional. 


