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Briefing paper Part 1

Evidence-based practice (AC 1.1)
People professionals have faced many ideas about what can work or cannot work in the workplace. David Levitin stated facts, pseudo facts and rumour pose as information; trying to figure out what should be known and what should be ignored can be exhausting (CIPD, 2024). Shortcuts to making decisions is easier than dealing with an information overload. This means bias is likely to happen, the most common being authority bias, where a person or organisation in authority has been given more value on their opinion; conformity bias, where the opinion conforms to others in a group; confirmation bias, which is confirming existing opinions by assessing new information. This makes a tendency to choose research which supports an opinion and ignoring research which does not. According to the CIPD (2024), the four main sources of evidence include scientific literature: academic research can be considered the most reliable as it needs to be carefully examined by other academics before publication; organisational data: this can be in the form of human resources or customer research; experiential evidence: the knowledge of the people within the organisation; stakeholder: information provided by affected or interested groups such as employees or shareholders.  Research can also be drawn from other fields such as occupational psychology, sociology of work, behavioural and labour market economics, employment law, business ethics, business history and human geography (Taylor & Woodhams, 2022). By working with different consultants from various fields, their expertise can be applied to making an evidence-based decision.

Analysis tools and methods (AC 1.2)
PESTLE analysis can be used to find and understand long term business trends to support business planning situations. It can provide information on business direction, growth targets and risks. It can determine the soundness of products and assist with new product planning. It can help identify skills gaps, new job roles, job reductions and displacements. It can help a business prioritise projects to accomplish market objectives and understand if a product or service is still needed in the marketplace. It can be used to hypothesise what can happen in the future and ensure factors are not overlooked or ignored when associating strategies to the wider organisation. Where a SWOT analysis is used as an in the moment analysis, PESTLE is a more outward looking analysis which considers external factors in relation to the business. It gives a better understanding of the wider business environment. It encourages external strategic thinking. It can assist in planning for any future risks so action can be taken to minimise the impact and spot opportunities and plan how to use them fully. In contrast, with PESTLE, it is easy to oversimplify the amount of data used. The data used may be based on assumptions that are later ungrounded. The process needs to be repeated regularly to be effective.
It has been pointed out that research projects make use of one or more data collection methods such as surveys, interviews, focus groups and participant observation (Perkins and Woodhams, 2022). Most research will involve some kind of survey which involves a document of specific questions that require respondents to answer. The advantage of surveys is they are cheap and fast to conduct and can be done in the respondent’s own time. The disadvantage of surveys is a possible low response rate, and certain questions can be ignored. It can also be difficult to ask questions which may need more information. To improve these, it is vital for surveys to be clear and to the point. The questions used can be open if they require further details. 


Critical thinking (AC 1.3)
This builds on the premise that a requirement of evidence-based practice is to ask good questions. A critical thinker is able to reflect on ideas instead of accepting them, so they are able to solve problems more effectively. When thinking or reading critically, it is important to ask who has written the evidence and are their sources credible. The relevance of the evidence needs to be considered, whether it is made of fact or opinion, and whether anything has been purposely excluded. A question should be asked as to how the conclusion was reached and if it was a reasonable conclusion. It is important for a critical thinker to collate evidence from various sources (CIPD, 2024). There are six ways to assist this known as the 6As. These are asking – the problem is turned into an answerable question; acquiring – retrieving evidence; appraising – judging the relevance of evidence; aggregating – bringing the evidence together; applying – joining the evidence to the decision making; assessing – weighing up the decision’s outcome. Critical thinking allows the opportunity for further learning and removing misinformation or common errors that may be met in the workplace (Taylor and Woodhams, 2022).

Decision making process (AC 1.4)
Decision making in organisations can use a variety of models and techniques, which are improved through evaluation. According to Taylor and Woodhams (2022), certain practices and approaches help an organisation in gaining competitive advantage and there is a definitive link between HR activity and business performance. There are differences in opinion as to which practices are universally applicable, despite the market strategy being used. Best practice uses advanced methods, makes a commitment to employee involvement and it makes a substantial investment to training and development. The alternative to this is best fit. This has a link between HR management practice and achieving competitive advantage. A decision can be made as it is the ‘best fit’ for the organisation’s strategy. Best fit does not have a one size fits all solution but is based on the particular circumstances of each organisation. What works for one will not necessarily work for another. 
The quality of a decision can be improved by the method used to make it such as the ‘six hats’ technique, developed by Edward De Bono (Perkins and Woodhams, 2022). This is a simple, effective “parallel thinking” process that helps people to walk outside the limits of small-mindedness, unidirectional thinking and fixed positions (De Bono, 1985). This technique is considered to be one of the most effective and ethical models as it requires the decision makers to regard many ways of thinking about a problem from six different perspectives represented by a different coloured hat, allowing decision makers to compare and evaluate ideas critically. It can be used as an individual or as a team. The thinking elements include the blue hat - acts as a facilitator, opening the discussion and keeping it under control; the white hat – acts as the prober, acting on the facts and information available; the red hat – acts as the partner, focussing on the emotions and feelings of those involved; the yellow hat – acts as the provider, focussing on the benefits of the discussion; the black hat – acts as the preventer, focussing on the possible risks and barriers; and the green hat – acts as the proposer, focussing on possible solutions to address the risks and barriers. If used strategically, this method is a powerful tool in developing workforce decisions for best business results (Smutri, 2016). This is a lateral form of thinking, giving flexibility to exploring innovative ideas. 
Ethics (AC 1.5)
The CIPD suggest that ethical values give the moral compass by which to live buy and make decisions (Mitchell and Smith, 2022). Organisations need to operate in an ethical environment. When actions are taken by people professionals, they refer to the four forces which need to be accounted for. The action might be to benefit the business, be the ethical thing to do, be a legal requirement or be personal values and beliefs.
Actions taken are usually influenced by four forces. It is of benefit to the business, it might be the ethical thing to do, they might be a legal requirement or personal beliefs and values may factor. Theories of business ethics may also influence decision making. An example of this is Deontology. This theory places an emphasis on behaviour rather than consequences, the ends do not justify the means. In comparison, the theory of Utalitarianism places the emphasis on the greatest benefit for the greatest number of stakeholders. In this theory, the end do justify the means as long as there in overall gain.
The CIPD (2015) identifies eight ethical lenses with which to follow. These include fairness, where everyone in an organisation should agree to the decision; merit, where the jobs and their rewards should track talent and hard work; markets, where the jobs and their rewards should follow from voluntary market exchanges; democracy, where no one should be part of a regime in which they do not have a say; well-being, where work should be good for the individual; rights and duties, where everyone has the right to do some things, to be free of some things and everyone has a duty not to violate the rights of others; character, where everyone should work to develop their best ethical character for the role; handing down, where the goal of maintaining the business to hand down to its descendants.
 Ethical conflicts can appear when the behaviours of a business or individual employees can be deemed as unacceptable. Reputations are based on how an organisation values its relationships with staff and stakeholders and how they set up their responsibility to them. Risk can happen when an organisation’s culture goes against its stated ethics. If they are found to not do as they say they will, they harm their credibility and can leave workers feeling disengaged. 
Core values live in most organisations, and these make a framework for its culture and decision making. Communicating these values is a long-term commitment to the upkeep of an ethical culture. Communication of ethical values can develop unity, consistency and common purpose and can rebuild trust if there has been a lapse in upholding the values. This is useful to global companies looking to unite different cultures within one set of values.
Performance management needs a commitment to ethical values and performance reviews should reward employees who support the values. A reward system promoting ethical behaviour can reinforce and encourage expectations. Assessing the application of ethical values can also be used to monitor if the ethics programme is adhered to and apply further training where needed.
Financial and non-financial performance
Researchers have found high-performance work practices can have a significant on staff turnover, productivity and corporate financial performance (Chali and Lakatos, 2024). The role of HR management is vital to the improvement of financial efficiency and profit. A successful HR manager can promote innovative cultures, increase operational efficiency and increase employee involvement. It has also been noted when organisations have high quality HR management, they attract, hire, train and retain the right people. This results in increased productivity, leading to better financial results. When organisations treat their employees well, provide growth opportunities and provide decent pay salaries, employees will act with more positivity.
HR management practices can directly affect financial performance by recruiting and retaining skilled employees which improves efficiency, service delivery and staff loyalty. Investing in staff training makes room for adaptation, enabling organisations to create new ideas to vary income sources, which can adapt to market changes. 
HR management can drive improvements in productivity and financial outcomes through alignment of individual performance with an organisation’s goals (Chali and Lakatos, 2022).
When employees experience work in a positive environment, turnover will decrease and satisfaction will increase, resulting in higher productivity and efficiency. Although HR practices do not directly bring in money, they can improve the overall efficiency.

Impact and value of people practice (AC 3.2)
Human Resource Management (HRM) was first named as such in the 1960s, signifying a new way of managing people by being more strategic, less reactive and focusing more on the achievement of organisational objectives. The 1980s onwards provided HRM with the opportunity to design and develop their own policies and practices and develop distinct strategies which could meet the needs of an organisation. Flexible working became more common along with performance management systems aimed at increasing competitiveness. At the start of the twenty-first century, HRM were compelled to focus on recruitment and retainment due to skills shortages in industries.
HRM work with line managers on day-to-day people management from recruitment and induction of staff to ensuring dismissals are carried out legally. Other HR objectives of interest are the promotion of improved diversity, inclusion, and employee well-being. HR managers should always be seeking ways for their organisation to stay ahead of challenges of an increasingly competitive business environment.












Briefing paper Part 2
Quantitative and Qualitative analysis review (AC 2.1, 2.2 and 2.3)

KPI Result Analysis

Chart one shows the total percentage results of the performance reviews for each department. It depicts the sales department as having the highest number of employees meeting their set KPI targets at 100%. It shows the Research and Development department have the highest number of employees reaching outstanding but also the highest number of employees who are under performing, both at 30%. These can highlight disengagement and lack of motivation. The organisation would benefit from conducting employee surveys to gain an understanding of any workplace issues.

Chart 2 Outstanding performance analysis


Chart 3 Bonus Payment analysis



The second chart shows the percentage of outstanding performance results for each department. This shows the Research and Development department have the highest performance at 44% but the Sales department did not achieve any outstanding performances. The third chart shows the bonus payment results for two quarters in relation to the outstanding performances. This shows the logistics department have the highest performance related bonus payments at 45% and the Sales department have not achieved any payments.













Chart 4 Feedback responses from line managers and employees

	Feedback responses from line managers (50 responses)
	Strongly agree
	Agree
	Disagree
	Strongly disagree

	I'm given time to prepare to for employee appraisals 
	3
	29
	11
	7

	 
	6%
	58%
	22%
	14%

	I feel confident in carrying out a performance appraisal
	4
	22
	23
	1

	 
	8%
	44%
	46%
	2%

	I have no concerns when applying ratings when conducting appraisals 
	7
	34
	9
	0

	 
	14%
	68%
	18%
	0%

	I'm confident that I'm able to assess employees performance fairly
	3
	26
	11
	10

	 
	6%
	52%
	22%
	20%

	I have had training to enable me to undertake appraisals
	0
	0
	44
	6

	 
	0%
	0%
	88%
	12%

	I have no issue in challenging underperforming employees
	0
	9
	37
	4

	 
	0%
	18%
	74%
	8%

	I'm good at providing feedback and agree set performance targets
	12
	4
	15
	19

	 
	24%
	8%
	30%
	38%

	Feedback responses from employees (235 responses)
	Strongly agree
	Agree
	Disagree
	Strongly disagree

	My line manager provides clear and direct guidance 
	2
	111
	121
	1

	 
	1%
	47%
	51%
	0%

	During my reviews, my line manager listens to the ideas I put forward 
	5
	39
	187
	4

	 
	2%
	17%
	80%
	2%

	My line manager provides positive feedback 
	6
	141
	82
	6

	 
	3%
	60%
	35%
	3%

	My line manager possesses good people management skills
	15
	99
	89
	32

	 
	6%
	42%
	38%
	14%

	My line manager has time to listen to me 
	84
	79
	15
	57

	 
	36%
	34%
	6%
	24%

	My line manager provides a balanced response when conducting my reviews 
	0
	143
	92
	0

	 
	0%
	61%
	39%
	0%

	My line manager provides me with constructive feedback 
	69
	65
	56
	45

	 
	29%
	28%
	24%
	19%

	My line manager provides me with learning and development opportunities so I can do my job better
	54
	101
	70
	10

	 
	23%
	43%
	30%
	4%



Chart 4 shows managers are not confident in carrying out performance appraisals with 8% who strongly agree they are. Only 24% strongly agree they are able to provide feedback and set performance targets. None of the managers surveyed agree they have had training to enable them to undertake performance appraisals. 
The chart shows only 17% of employees strongly agree their line manager listens to their ideas and only 3% strongly agree their manager is able to provide positive feedback. There is a link between the surveys where no manager surveyed felt able to challenge underperforming employees and only 29% of employees strongly agreed their line manager was able to provide constructive feedback.


Recommendations
According to the CIPD (2024), bonus payments are linked to a mixture of work quantity and quality, which are both linked to a combination of individual and company performance. Bonus schemes can be composed of different categories including but not limited to individual based, business result based, and team based. To be effective, they need to coincide with the business’ objectives, corporate governance, ethical standards, as well as the views of their stakeholders. The success of a bonus payment relies on how performance is defined, managed, developed, and assigned and requires effective communication.
Based on the results shown, a recommendation would be for correct training to be provided to line managers to effectively conduct performance appraisals with confidence. Employees need to feel they can approach their line managers and the managers need to feel confident in giving constructive feedback. This can be aided through confidence and team building exercises. Holding monthly team meetings can also help with this as it will give employees a better understanding of how the business operates and what targets are set. This gives line managers a chance to ensure employees understand the bonus scheme available if targets are met. The meetings are an opportunity to celebrate successes but to also brainstorm ideas for improvement, giving employees the chance to put their ideas forward. The meetings can be used by managers to gauge the engagement of employees, so they are able to set personal targets based on their capability. Managers are also able to introduce other incentives on a weekly or monthly basis to improve employee engagement.
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Sum of Outstanding %	




Administration	Logistics Dept	Research 	&	 Development	Sales Dept	0.18181818181818182	0.2	0.3	0	Sum of Meets set Individual KPI's %	




Administration	Logistics Dept	Research 	&	 Development	Sales Dept	0.18181818181818182	0.4	0.3	1	Sum of Not quite there yet%	




Administration	Logistics Dept	Research 	&	 Development	Sales Dept	0.27272727272727271	0.3	0.1	0	Sum of Under performing %	




Administration	Logistics Dept	Research 	&	 Development	Sales Dept	0.27272727272727271	0.1	0.3	0	

Bonus Payment	Administration	Sales Dept	Research 	&	 Development	Logistics	3180	0	9800	10730	


Total KPI results by department

Sum of Outstanding %	Administration	Logistics Dept	Research 	&	 Development	Sales Dept	0.18181818181818182	0.2	0.3	0	Sum of Meets set Individual KPI's %	Administration	Logistics Dept	Research 	&	 Development	Sales Dept	0.18181818181818182	0.4	0.3	1	Sum of Not quite there yet%	Administration	Logistics Dept	Research 	&	 Development	Sales Dept	0.27272727272727271	0.3	0.1	0	Sum of Under performing %	Administration	Logistics Dept	Research 	&	 Development	Sales Dept	0.27272727272727271	0.1	0.3	0	



