Task One
(AC1.1)
Evidenced based practice is good decision making through critically analysing evidence presented from various sources. According to Waite et al. (2021) it encourages critical thinking, the reader judges and apprises sources of evidence and achieve better decision making. HR professionals identify challenges and determine effective solutions. This approach plays a crucial role in strengthening the HR function and contribution to the business goals.
In a recent podcast Green, (2024) interviewed Rob Briner on his thoughts on evidence-based practice. Briner refers to Evidence based practice as technical, and quite link science. 
The profession map is a used in evidence-based practice which provides knowledge and guidance in relation to problem solving, helping people professionals make the right choices (CIPD, 2023)
According to Young, (2023) evidence-based practice has three benefits and decision making is based on facts rather than fads and natural bias, it improves knowledge from a more trusted source, as well as leads to increased influence on other leaders within the business. Rousseau and Barends, (2011) argues flawed decision-making are quite frequent within HR. 
CIPD (2023) suggests individuals within HR tend to “Cherry Pick” evidence by paying the least attention to evidence we want to focus on less. This is misleading and may result in overlooked risks. Understanding bias is crucial for evidence-based practice because, bias can happen at different stages and might affect the results and can impact on the validity.
When considering a critical business decision, individuals should consider four sources of evidence.  CEBMa, (2014) explains sources of evidence that should be considered. Scientific which relates to findings from published scientific research. Organisational which includes data, facts and figures, expertise and judgement which is the professional experience and judgment of practitioners and stakeholders who may be affected by an organisation’s decisions and their consequences. 
Carmarthenshire County Council’s Q4 23/24 sickness report analysed organisational data on sick days, identifying causes for absences in each area. This gave the Council an in-depth analysis relating to the absences.
In terms of benefits and limitations Briner, (2021) indicated the evidence gathered from each of these four sources may be relevant and trustworthy or it may be irrelevant. The better the quality and relevant evidence from more sources will result in more accurate decision-making outcomes. 
When combining the evidence there are 6 steps to consider (CIPD, 2023). 
Asking critical questions, acquire, appraise & aggravate the evidence, apply the evidence and assess the outcome. The purpose of these steps is to increase a favourable outcome. By applying the 6-step process when gathering evidence, professionals can evidence quality is maintained.
Elder and Nikodem, (2023) refers to evidence-based decision making can be applied in people practice for example recruitment, performance management, training and development and employee wellbeing. 

(AC1.2)
HR analytics tools, such as PESTLE, SWOT, McKinsey 7S Framework, Scenario Planning and Porters 5 Forces Framework are crucial in understanding and improving HR. They help HR professionals to make informed decisions, improve processes, and enhance performance. They identify any issues within the organisations and help identify any risks.
Business analysis models represent valuable tools and techniques that enhance the understanding of the organisational environment. (Nibusinessinfo, 2018)
Battista, (2024) explains the PESTLE tool which is a management framework diagnostic tool. PESTLE has 6 factors which stand for Political, Economic, Social, Technology, Legal and Environmental. 
CIPD PESTLE analysis (n.d) states PESTLE analysis considers external factors that can influence organisations. When using PESTLE, this includes looking at political factors of your country as well as tax implications. Economic factors refer to exchange rates, interest rates and inflation. Social aspects are factors such as lifestyles, career aspirations and population demographics.
For example, technology has a large impact and factors organisations need to consider are AI, social networks and smart phones. Legal factors include health and safety legislations and lastly environment impacts, considerations on carbon emissions and sustainability needs consideration.  
PESTLE analysis, (2017) elaborates on PESTLE and how it works. Its evident from the video that business professionals can effectively use PESTLE in the workplace when there are changes in immigration laws and the effect this will have on diversity in the workplace. Within the HR function PESTLE guides strategic decisions related to talent management, workforce planning, and enhances resilience by identifying risks early. It identifies movements, trends and competitor information.
Hardy, N. (2022) Brougham-Chandler prises PESTLE and states the model’s key strength lies in its straightforward framework for assessing the impact of external factors on a business.
To use PESTLE effectively Battista, (2024) recommends PESTLE needs to be done regularly, to spot trends early and provide a competitive advantage.  
According to Frue, (2016) there are many advantages to using PESTLE including, cost effectiveness, planning, raising alertness to threats, and guarantees compliance. PESTLE Analysis (2019) argues that users oversimplify the information that is used for making decisions. 
Samuel, (2022) critiques PESTLE and states that it may make you lose focus, as well as it is based on assumptions, there is a factor of risk.
There are many analysis methods which organisations will use recognise and diagnose organisational issues such as interviews, surveys, job analysis and work sampling. According to CIPD, (2024) People analytics is about analysing data about people to solve business issues. It is important as it helps you understand your people as well as making evidence-based decisions to improve performance, wellbeing or EDI. 
People Analytics (2017) list many benefits of people analytics such as identify drivers of high performance, streamline recruiting and diversify hiring and benchmarking. 
The use of HR Analytics focuses on obtaining information about the company workforce such as addressing staff turnover problems, improving performance, planning staff development and growth. Deloitte Human Capital Trends Report, (2018) references the importance of people analytics and states in 2018, more than 80 percent of organisations indicated that people analytics was an important or very important priority. 

(AC1.3)
Critical thinking skills play a crucial part in business. It involves analysis of available facts, evidence, reflecting on observations, with a clear and logical manor to make effective decisions. CIPD, (2019) Howlett states critical thinking is the ability to think well and reflect on ideas and arguments of others. HR Magazine, (2015) Frifith states that critical thinking should come from HR, and they must encourage staff to think more critically. 
Lee Bouygues, H. (2022) identified that many issues in business and HR is tracked back to “Bad thinking” Effective organisations establish clear guidelines and structures to ensure productive decision-making.
MindTools, (2023) demonstrates key skills to develop critical thinking such as curiosity, being willing and able to explore different ideas and “What if “scenarios. Logical thinking where people will be skilled at reasoning, think logically over emotions and be cautious with judgements. Self-awareness, many influences are called cognitive biases, practicing self-awareness will allow individuals to reflect on the beliefs they have and the choices they make. 
The Cambridge Assessment, (2006) argues critical thinking should be rational, open minded and is characterised by a rigorous approach. Cebollero, (2024) there are three characteristics to critical thinking include being quick and decisive, being resourceful and creative, being systematic and organized. 
Consultants at Reed Recruitment, use critical thinking when pre-screening candidates. Recruiters who are critical thinkers actively manage biases when screening candidates for example to mitigate gender bias, they will conceal photos of candidates during the initial screening process. For consistency, they will use interview score cards to ensure all candidates are treated fairly.  Effective pre-screening candidate interviews are essential for identifying the most suitable candidates, whilst applying critical thinking, consultants can make informed decisions and ensure a fair evaluation for all applicants. (Recruiting Resources: How to Recruit and Hire Better, 2017)

(AC1.4)
According to CMI, (2020) effective decision making for managers is a significant challenge. Managers apply skills whilst having limited information or context. Excellent decision making will enable managers to understand what information they require, how to use it to reach their decision and to avoid bias assumptions and recognising risks and weather these are acceptable. 
Many processes can be used in people practice, such as De Bono’s six thinking hats, Problem-outcome frame, Future pacing approach, best fit approach and Action learning approaches.
Edward De Bonos 6 thinking hats is a brainstorming method. It encourages productive and collaborative thinking. The process involves a group of individuals being given a different coloured hat which symbolises a different thinking style. (Blog, 2023)
The white hat looks at data and facts, the red hat concentrates on feelings and emotions, the green hat thinks of alternatives and creativity. The black hat considers threats and risks, the yellow hat is optimistic concentrates in positives and benefits and the blue hat manages the process and summarises on next steps. 
According to Sheppard, (2008), in a recent case study, the British Council introduced the 6-hat method. Wendy Jordan wanted to look at how they could make meetings more effective, the outcome was positive as the way people are encouraged to think in parallel with each other. 
Tata Steel uses this method when the talent team discuss the recruitment process when implementing changes to improve time to hire. With everyone having a different prospective to consider when potentially making any changes to the process. 
The benefits of the 6-hat method in people practice- Smith mentions the method allows emotion and doubt within decision making. Decisions are more reasonable and stronger. The benefits include the quality of the decision being made, the decisions are being made more quicker, less stressful, it encourages more buying due to collaborative working due to better discussions. (How can Debono’s 6 thinking hats be used in people practice - Search Videos, Sept 2019)
The CIPD | The Profession Map (2023) References situational decision making is making effective decisions based on a situation or context rather than applying a one size fits all approach. D’Souza advises there is a judgement involved when you use data to understand things and eliminate bias and make the best judgment you can to make the best decision. D’Souza argues it’s about likely hood not certainty. To reflect situational decision making in the workplace, a manager when faced with staffing problems may explore different solutions, such as re hiring new employees, redistributing tasks internally, or outsourcing to agencies. 
Action learning methods involves creatively solving workplace challenges while reflecting on results. For example, this can include gathering a small group of people (4-8) working on a challenging problem, sharing views and asking questions facilitated by a coach and identifying what they have learned. (www.linkedin.com, n.d.)
Raelin, (2021) Raelin wrote an article on his experience and describes the method to generate learning from human interaction and participants in a form of work-based learning. Pedler et al. (2005) sets out the practices of action learning. These include problems in the workplace as well as personal development, the learning must be in the mist of action dedicated to the task. It suggests learners work in team to challenge each other and that learners “demonstrate a learning-to-learn” attitude. 
(AC1.5) 
Ethical perspectives offer distinct viewpoints that can guide our choices in shaping moral decision making. Bosley, (2023) research discusses eight different perspectives or “lenses” to consider when making decisions. These lenses give alternative ways of seeing a situation for ethical decision making. 
CIPD (2015), describes ethical decision making by identifying the 8 lenses or perspectives which represent the “right or wrong” ways of making decisions in the workplace but offer organisations different perspectives to solving work-based problems. 
CIPD, (2024) Professional Map, mentions the core behaviours and describes ethics as role modelling ethical behaviour, building trusts to provide consistency when decision making.  Epley and Kumar agree and suggest managers need to set the tone and must role model ethical behaviour. (CIPD | Ethics by design, (2019). 
There are 3 ethical perspectives. Virtue ethics, utilitarianism, and deontology. 
Virtue ethics look at character traits and moral virtues which focuses on trustworthiness, respect and compassion. Helpful Professor Explains! (2023) mentions individual’s ethical behaviour should be measured by trait characteristics rather than by consequence of their actions. Duignan, (2011) argues virtue ethics can be seen as “teleological ethical system” where the goal is to develop desirable traits which will lead to the good of society. 
 Virtue ethics are often displayed in the workplace such as a trusted employee is seen as someone in the workplace who others will look up to as they display honesty and compassion and seeing this example is a great asset for the organisation. 
Utilitarianism is an ethical theory that evaluates actions based on their consequences. It provides a rational approach to decision-making by emphasising outcomes and overall well-being. Quiambao, Jan Enviro. (2022) argues moral objections are the most frequent opposition to utilitarianism. He further praises this ethic and states “Utilitarianism gives a straightforward method for finding the ethically proper course of action in any given situation”.
Utilitarianism suggests the most ethical choice is the one that produces the greatest good for the greatest number of people. Managers may follow this principle when evaluating the potential outcomes of their decisions. 
Utilitarianism accounts for costs and benefits, however, there are limitations such as justice on individual rights. People often prioritise self-interest over the greater good.
According to Britannica, (2024) Deontology is considered morally good because of some characteristic of the action itself, not because the product of the action is good. Deontology provides a clear set of moral principles that guide decision-making, emphasising duty and fairness. 
Deontology ethics, helps eliminate bias in decision-making. It holds decisions to standards or principles that have universal acceptance as right and good. 
Rueter, (2023) explains, honesty, fairness, and respect are fundamental principles in deontological ethics. In the workplace, this framework is evident in recruitment, where consultants review CVs fairly, treating all applications equally regardless of background, demonstrating moral duties such as equality and fairness
LinkedIn Ethics in the Workplace, (2019) Halliday quotes during his lectures “The strength of our abilities to use and understand ethical reasoning to resolve complex ethical dilemmas should lead to better ethical business decisions.”
Connecting the 3 methods in the workplace enables workplace decisions to be based on character, consequence and principle, the blend of approach creates an ethical framework. 
(AC3.1) 
Private sector organisations measure performances such as cash flow via the cash flow statement, income and expenditure, assets with the balance score sheets, and tracking KPI such as profits and losses, and return on investments. (Stobierski, 2020).
These measures are important within organisations as it allows the business manager to track and monitor how the business is performing towards its goals. 
Performance indicators for analysing financial data include gross profit margins, working capital for liquidity, and return on investments. Using financial measures has many advantages. According to FasterCapital, (n.d.) the importance of comparing factual results against predetermined targets, businesses can identify areas of financial improvement and take appropriate actions to ensure profitability.  It boosts investor confidence for future funding.
Reed recruitment use financial measures to manage consultant performance This data is managed through a reporting tool (Power BI). By analysing data, the consultants can track their performances against their financial targets and management can ensure the business is on track to meet their annual financial goals. These measurements are a key to success within the recruitment industry. (REED ONLINE LIMITED 2 STRATEGIC REPORTS, n.d.)
Carmarthenshire County Council’s Annual Report (2022/2023 P153states 75% of its income comes from Welsh government, It recovered  97.33% of council tax ,however the shortfall is due to cost-of-living crisis effecting  low-income families .The importance of the data in the report demonstrates where the taxpayer’s money is going and what it is being spent on. 
Public sector organisations assess non-financial performance through benchmarking, surveys, and stakeholder engagement, alongside financial indicators such as targets to enhance accountability. Benefits of benchmarking include comparing against other organisations which will improve the quality of the service and save taxpayers money. (Gunasekaran, A. 2005)
Carmarthenshire County Council’s target set by Welsh government is to become a net zero carbon local authority by 2030. CARMARTHENSHIRE COUNTY COUNCIL - NET ZERO CARBON PLAN (2020) outlines non-financial measures how they will monitor their progress. (P17) states “Performance on progress towards becoming a net zero carbon local authority by 2030 will be reported annually, together with annual reviews of the action plan” Staff in the authority were asked to complete a survey on Net Zero , and the benefit of undertaking staff surveys to identify how individuals can contribute to the Council’s commitment to become a net. Zero carbon local authority. 

(AC3.2)
There are many ways people practices add value to organisations. 
Effective recruitment processes attract top talent and reduce hiring time, adding value to organisations. CIPD, (2023) Young outlines by having a poor recruitment process this damage employer brand whilst Acas, (2021) advises employers to recruit fairly throughout the process.
Businesses that prioritise employee well-being and career growth enhance retention rates and create value. Dewar, (2023) in a recent survey references employees who have growth opportunities are 3.5 times more likely believes that their company can help them reach their career goals. 
CIPD, (2018) Findlay argues ‘Single HR measures are unlikely to be illuminating, while relating multiple HR measures to value indicators creates immense challenges of interpretation.’
Cost benefit analysis, turnover rates, return on investment, and employee engagement surveys are examples of measuring the impact of people practice.  
CIPD, (2021) Hill outlines many organisations heavily invest in workforce development and stakeholders need to understand if these investments have paid off. Hill explains ROI is a measure the benefits achieved from investing in a people programmes and mainly used in L&D to assess the effects. 
Return on investment within HR is useful as it allows managers to track spend on recruitment and training, by assessing the impact against the costs and whether they are worth investing.
Gallo, (2017) illustrates benefits associated to return on investment within marketing such as justifying spend and comparing efficiency with competitors. 
According to mindtools, (n.d.) Cost benefit analysis is a useful tool, it’s a quick and simple technique for non-critical financial decisions. The benefits of using cost benefit analysis withing the workplace, helps allocate resources effectively, whether it’s evaluating a new hire, developing business strategy, or making purchase decisions. Cost benefit analysis is critical as it enhances decision making and determines the greatest return on investment.
(Stobierski, 2019) Explains cost benefit analysis has limitations, including changes within market, material costs and inaccurate long-term forecasting due to variables in inflation. 

Task Two
In analysing Table 1, we review workforce data on equality, diversity, inclusion, and salary. Both qualitative and quantitative data help businesses understand their organization better and make informed decisions.
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The pie chart above represents 260 employees were captured on the data. 118, (49%) female, 140 male (54%) and 2 employees (1%) represented a nonbinary. According to People Management, (2021) gender diversity within organisations is essential as it increases staff retention, provides a comprehensive talent pool and encourages varied perspectives.  
Facilities, Income Team, Lettings, Marketing and Regeneration have 100% White British ethnicity. The property team with a total of 98 out of 99 employees as White British. 
Most staff are white British. It’s important that equal ethnicity is represented in the workplace and ensuring all employees feel valued regardless of their race. (CIPD,2023) 
Community Engagement Team has a diverse spilt of ethnicity, with 57% white British, 15% white and black Caribbean, 14% Indian and 14% mixed other. 



Ethnicity percentage per team:
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239 (92%) employees are non-disabled whilst 21 (8%) employees are disabled. 
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Business Services, Director, Facilities, Governance, Marketing, Regeneration, and Supported Housing do not have disabled employees within their teams. Customer Services has a quarter of its workforce as disabled. 

[image: A screenshot of a data

Description automatically generated]

Salary spilt across the genders are, female £3,764,235, male £4,453,705, and nonbinary £39,000. Total is £8,256,940.
The graph below highlights the salary spilt per gender. 
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The average salary per gender is, female £31,900.30, male £31,812.18, and nonbinary £19,500 which totals £31,757.
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The organisation should aim for a more diverse workforce as only 8% are represented as disabled. (www.scope.org.uk, n.d.) Scope’s mission believes everyone should have a fair chance. Its importance in the workplace is good ethical practice. CIPD (2021) The factsheet illustrates that businesses by being more diverse will widen talent pools and enhances creativity, production and reputation. 
In the IT department a male IT Analyst earns more than the female Data Analyst, and in Business Services, the female Performance Officer earns more than the male Performance Officer. Among the top 10 highest earners in the organisation 4 are female (2 Male), with 4 female employees at director level. CIPD, (2024) The gender pay gap compares men and women’s average salaries and looks at what women earn compared with men. Further analysis shows the Procurement Manager who is female, the salary is £43,000, however Cips.org, (2024) suggests the national average is £49,200.
The average salary is higher for males; ratios suggest there were more males to females surveyed.
A high proportion of male employees in the property team (68 out of 140) are in operational, or skilled operative roles (Field et al., 2023) Field argues that women’s representation is not keeping at pace compared to men. According to Office for National Statistics, (2023) the pay gap for skilled trade operatives is 19%, with males being paid £2.83ph more than females. This can impact the businesses reputation. 

Recommendations:
To encourage diversity, during marketing and recruitment campaigns engage with third party organisations. This will increase talent diversity and corporate reputation. (Ali, 2022)
Forbes also suggests that by hiring diverse recruiters this will encourage a diverse talent pool (Council, 2019).
Update software systems to encourage candidates with disabilities to apply.
Promote gender diversity on company website, e.g. “day in the life “video of a role. 
Provide unconscious bias training to help the recruitment team understand biases and how to avoid them. (Farid, 2021)
To help minimise the gender pay gap ensure transparency making it clear how salaries are set, and review pay policies. (Closing your gender pay gap, no date) 
Risks 
Risks of promoting “stereotypes” on company websites. Maybe conceived as discrimination leaving staff feeling undervalued.
If men are paid higher than women, the result can have legal implications and equal pay claims.  (Francis-Devine and Brione, 2024)
Benefits 
Enhancing and encouraging EDI is good people management. (Ali, 2022) 
It inspires creativity by having a more diverse workforce.  According to Stahl, ( n.d.) It creates greater opportunities for professional growth. 
By closing the gender pay gap it will improve staff morale and improve business performance as well as promoting good practice. (CIPD 2017)

Financial implications 
There will be an initial outline cost for additional software required, also a cost implication purchasing marketing materials and resources to promote diversity via videos on company website. 
There will be costs for additional training for the recruitment team. 

Table 2 
Analysing Table two, it’s evident from the qualitive data that 82% strongly agree or agree to hybrid working supporting work life balance. 
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80% of the employees feel unsupported whilst working from home. 
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97% disagreed and strongly disagreed they feel less stressed when they are away from the workplace whilst, 3% agreed they feel less stressed. 
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Staff engagement ,83% disagree and strongly disagree that they miss engagement with their colleagues. 
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The data revels trends in relation to stress and lack of support. 80% feel unsupported whilst working from home. 97% disagreed and strongly disagreed they feel less stressed when they are away from the workplace. 
59% disagreed and strongly disagreed that working from home did not affect communication within their team. 
COVID had an impact on homeworking. Work intensification is common and shows an increase on employees working more hours, taking less breaks resulting in stress. CIPD, (2020) evidence this and states employers who implement homeworking will need to manage the long-term effects and wellbeing on employees. 

Recommendations 
Conduct regular risk assessments and schedule catch-up calls to assess employee well-being. According to ACAS, (2022) keep staff engaged and motivated and encourage work life balance. Discuss workloads, demands, and training needs regularly to enable employees to feel more supported. 
Invest in training workshops for managers on how to identify when an employee is stressed. This will prevent staff burnout and reduce the risk of sickness absence. (HR, 2023) 
Investing in the workshops, the impact will improve employee morale and create a positive working culture. 
HYBRID WORKING Practical Guidance, (2021) encouraging social connections between the team, enhances effective relationships and team dynamics.  According to Circles, (2023) research suggests investing in social connections will reduce turnover rates and improve overall performance. 
Benefits
Hybrid working creates a culture that promotes a healthy work-life balance and focus on fewer distractions. The impact creates less travel costs and higher levels of motivation.  (CIPD, 2022)
CITMA, (2023) argues by conducting regular risk assessments it mitigates any risks and offers earlier prevention. 
Well-trained managers who are educated employee health and wellbeing & stress can identify signs and issues early and can put support in place for the employees. 
Risks 
The impact of hybrid working, and the stress associated can impact the health and safety of employee. White indicates risks such as back pain, eye strain (August 2023, n.d.) 
Hybrid working effects employee wellbeing and mental health deteriorating and risk of staff burn out, by working longer hours at home. (Bishop, 2022)
Losing exceptional talent due to lack of support will create problems for organisations who do not have succession plans in place. (The HRD, 2021)

Financial implications
There would be an initial cost to the business by providing additional training to managers, the return on investment will outweigh the costs in the long term. 
When covering long term sickness absence, creates more sickness pay, and potentially paying agency staff and fees to cover sickness period. 
Recruitment costs associated if replacing employee who finds an alternative role. This will impact managers time, having to be involved in the recruitment process. 
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