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Part 1

AC1.1
Evidence Based Practice (EBP) ensures that people professionals to have better understanding and knowledge around their role as well as providing the best available evidence whilst evaluating the benefits, risks and financial implications to decision making. To provide the best available evidence people professionals will need to combine multiple sources of evidence, question the ‘Norm’ using a critical mindset to deviate from ‘this is how we have always done it’ as this will in turn allow more sound decision making. This would increase the likelihood of a favourable outcome (CIPD,2025) 
People professionals may consider using different data sets to give you the best source of data from multiple sources through asking what the current issue is, using qualitative data sets or general question and answer probing with employees (Taylor and Woodhams, 2022, p.119).  An example would be acquiring the evidence using staff surveys and feedback from these surveys, considering the trustworthiness of this data and whether this is relevant to the problem identified then bringing the evidence together and assessing the importance of this. People professionals can also consider Quantative data sets. For example, absence or attrition reports that give sound evidence to the volume of employees lost or volume of days lost to absences. These data sets will allow application of the evidence into the decision-making process and allow people professionals to assess the outcome of the decision taken. Taking these steps will increase the likelihood of a favourable outcome. 
CIPD reference the 6 steps to evidence-based practice. (CIPD, 2025) The first step is asking the right question, clearly defining the issue / problem to be addressed, translating to an answerable question. The second step is acquiring evidence, where relevant and reliable data is gathered from multiple sources, followed by searching and retrieving the evidence, then appraising the evidence which requires critically evaluating quality, credibility, and relevance of the evidence. The fourth step is aggregating the evidence, pulling it all together and considering the weighting of each piece of data, using professional judgement to make informed decisions on appropriateness. Once this is done, applying the 1st 4 steps and evidence to the decision-making process before assessing the outcomes and evaluating the outcome of the decision taken. 
CIPD identifies four key sources of evidence that should be considered when applying evidence-based practice. The first source is from people professionals, drawing on the professional’s judgement and experience of people professionals, managers and employees to assess whether issues require action and whether solutions are practical within the organisation. The second source from scientific literature, including peer‑reviewed research, providing robust evidence from the past into what is likely to work in practice. The third source is organisational evidence, such as turnover data, engagement scores, performance metrics and employee perceptions, which helps identify the scale and causes of people issues. The final source is stakeholder evidence, capturing the views of those affected by decisions and highlighting potential risks or consequences.
No single source is sufficient on its own therefore it’s important that people professionals look at combining all four leads to more balanced, credible and defensible decisions.



AC1.2
Evidence based practice requires people professionals to gather relevant and reliable data using appropriate tools and methods to allow sound decisions to be made based on supported evidence. The use of the correct tools and data collection allow organisations to understand both internal and external factors influencing people practice decisions.
Taylor and Woodhams, (Taylor and Woodhams, 2022a) describe PESTLE analysis as a tool for understanding the external environment and in comparison, to a SWOT analysis, PESTLE is an outward looking framework, supporting strategy and decision-making. supporting the use of factual external evidence (CIPD, 2025a) This tool is used to identify the Political, Economic, Social, Technological, Legal & Environmental factors that may have an impact on your organisation enabling you to gather external evidence requiring people professionals to be factual in their approach. A breakdown below gives a summary of a PESTLE analysis: 
· Political: employment policy changes, government priorities and/or political stability 
· Economic: market inflation and/or interest rates, levels of unemployment in the sector, wage pressures as well as economic factors such as interest rates, however this can be informed well by the Office of National Statistics and the bank of England (ONS, 2023)
· Social: Changing workforce expectations, diversity & inclusion, aging population
· Technological: digital HR systems, automation, remote working opportunity’s
· Legal: employment law changes, health and safety regulations, data protection requirements
· Environmental: sustainability polices, environmental, social and governance (ESG) responsibilities 
A key method to getting this data is interviews. Interviews are particularly useful for exploring complex issues, whilst targeting qualitative data (Taylor and Woodhams, 2022, p. 121) allowing people professionals to collect evidence that may not be captured from quantitative data alone. Interviews will give a sense of employee engagement.
When appropriate and robust evidence is gathered through PESTLE & Interviews, it will enable people professionals to make more balanced, evidence-based decision that consider both external factors and internal employee perspectives. This will only aid decision making in a positive way.
PESTLE analysis offers several advantages for evidence‑based practice. (CIPD, 2025c) as it’s a simple framework that helps organisations understand the wider business environment, encouraging external and strategic thinking, supporting anticipation of future threats and opportunities, enabling decision‑making. PESTLE also has limitations, there is a risk of oversimplifying decisions through insufficient data or, collecting excessive information leading to analysis paralysis. The data used may rely on assumptions that later prove inaccurate, and rapid environmental change means the analysis must be reviewed regularly to remain effective.






AC1.3
As people professionals, there are main principles of critical thinking, there is a need for this to base decisions on the best available evidence whereby people professionals can be objective, evidence based, balanced and logical, this will allow decisions through objective outcomes developing the ability to have a rational debate (CIPD, 2016). The CIPD (CIPD, 2025b) identifies this as a key skill and capability for people professionals. People Professionals may apply critical thinking by being objective in discussion, ensuring there is no assumptions and avoiding ‘gut feeling’ so that all viewpoints are treated fairly. An example of this would be an employee detailing something that would benefit them but instead of a people professional going with ‘their gut’ an evidenced based approach is used to evaluate the evidence ensuring there is accuracy. 
Quantative data, including attrition or employee turnover data from within the organisation may be used, relating to the topic. People professionals would apply a logical reasoning to ensure ideas are evaluated step by step and challenging existing ways of working or gather thoughts from the team to support continual improvement rather than the general ‘this is how we have always done it’ whilst also considering each step to be logical in the thought process. This process would ensure conclusions can be based on reasoning while this allows transparency and accountability in decision making that is also balanced to allow people professionals to balance their judgement, weighing up multiple perspectives that supports fair decision making. CIPD (CIPD, 2025b) recognises that critical thinking requires awareness and control when applying ideas to assist in the objective, rational debate and decision making, improving the quality of people practice decision making.
Further detail by Howlett (Howlett and Coburn, 2019) gives three characteristics for effective critical thinkers. These three include curiosity, scepticism and humility. Curiosity encourages people professionals to delve further into issues to seek evidence rather than accepting assumptions or ‘Jumping to conclusions. Scepticism enables people professionals to question established practices and sense check the reliability of information by evaluating the ‘why’ behind something. Humility allows people professionals to remain open to alternative viewpoints identifying limitations in their own thinking. These support objective and rational debate by reducing bias and improving evidence-based decision making.








AC1.4
There are main principles of critical thinking, whereby people professionals can be objective, evidence based, balanced and logical, this will allow you to come to decisions through objective outcomes developing your ability to have a rational debate. One critical thinking model that may assist you could be De Bono’s 6 thinking hats (The De Bono Group, 2019) an overview of this may be as follows:

	Hat Colour
	Focus Area
	Key principle

	White
	Facts and Data 
	Objectivity neutral, looking at facts, figures and information
· Forces focus on evidence, data and reliable courses
· Assists in avoiding assumptions and strengthens rationality as you are using data, aligning to evidence-based practices

	Red
	Feelings and intuition
	Emotional view using intuition, using ‘gut feeling’ and exploratory thoughts
· Expressive, either at interviews of during Qualitative data collection 
· Reduces the risk of hidden bias through the discussion or the meetings

	Black
	Caution & Risk
	Considers items carefully and is the Judgment hat 
· Key consideration, questioning and evaluating arguments, focusing on the risks, limitations and potential weakness’
· Questioning allows for prevention of poor decision making by stress testing ideas over debate, challenging ideas constructively to eliminate arguments 

	Yellow
	Optimism & Brightness
	Looks at positives, an optimistic way that also considers hope
· Consideration of balanced judgement and have conversation to explore the strengths and potential values
· Positive thinking, whilst supporting rational debates

	Green
	Creativity and new ideas
	High energy allowing growth, ‘thinking outside the box’
· Allowing thinking of multiple solutions, encouraging solutions in a creative setting 
· Great to use in a one -to-one setting where you challenge thought trail.

	Blue 
	Process and control 
	Organising and planning thought trail, allowing control of the other hats
· Required to be worn when managing the discussion
· Keeping the discussion moving forward, focused and works well in a group setting



Another model may include the Kepner‑Tregoe Decision‑Making Framework, (Sridharan, 2024) states that this is a structured and rational approach designed to support objective, evidence‑based decision‑making. Guiding people service professionals, responsible for decisions through a logical process including situation assessment, problem analysis, solution analysis, decision‑making, and potential problem analysis. This method supports critical thinking by encouraging people services professionals to identify problems clearly, evaluating evidence while assessing risks before selecting the most effective option. The inclusion of this strengthens the decision making by anticipating risks and planning preventative measures.
Compared to De Bono’s Six Thinking Hats, which encourages exploration of ideas from multiple thinking perspectives. While De Bono supports creativity and balanced debate, Kepner‑Tregoe is particularly effective for complex, high‑risk organisational decisions where clarity, consistency, and evidence are essential.



AC1.5
Ethical decision making is a key requirement of people professionals as decisions often involve competing stakeholders judgement. The CIPD Ethical Framework as well as the code of conduct (CIPD, 2023), supporting people professionals in evaluating decisions from different ethical perspectives to ensure they are fair, responsible, and professionally justified. Within this there are eight perspectives to help people professionals evaluate decisions from multiple moral perspectives. Applying these lenses supports balanced, transparent, and defensible ethical decision‑making in people practice (Clark, 2015)
Fairness requires decisions to be acceptable to everyone regardless of their position. This can be tested by considering how a process would affect someone in the most disadvantaged position. If a decision would be unacceptable in that situation, it cannot be considered fair. Merit looks at jobs and rewards, and how this should reflect talent and effort. Workplaces should ensure equal opportunity by removing bias linked to irrelevant characteristics such as gender or race. Fair processes through recruitment, allow individuals to be assessed on their skills contribution and performance. 
From a market perspective employees pay is a good example, where it is largely influenced by supply and demand. If organisations ensure they follow agreed principles, differences in pay can be justified where certain skills are in short supply or highly valued, a good example of this is currently in my team where we have incentive-based pay increases for Spa therapist roles as they are in short supply and high demand.
People affected by workplace decisions should have a meaningful voice, ensuring policies are shaped through participation rather than imposed without consultation this may be done through an employee consultative group. Wellbeing considers that work should promote peoples physical and mental health, treating wellbeing as a priority, not just a driver of performance or efficiency. 
The rights and duties lens requires businesses to respect fundamental human rights, for example the equality act 2010, ensuring decisions protect equality and dignity regardless of outcome and ensure that individuals are treated fairly. Character is about how people behave in their roles, encouraging people to have integrity and good judgement by promoting positive behaviours and promoting learning from trusted role models rather than relying solely on rules. The handing down perspective looks at longer term responsibility, requiring organisations to protect certain items such like communities and natural resources so they are passed on responsibly to future generations.
Another ethical perspective that informs decision making is deontological ethics. This is based on duties, rules, and principles rather than outcomes, (Taylor and Woodhams, 2022b, p. 154) this gives an understanding that decisions are considered ethical if they remain consistent, fair, and respect individual rights. aligning with the CIPD ethical lenses. In a workplace setting, as people professionals this would be seen as following organisational policies and legal obligations in a consistent manner. An example would be whereby the asset stripping from a business is seen as wrong in principle as powerless people lose their livelihoods. 
In contrast, utilitarianism is an outcomes‑based ethical perspective that focuses on achieving the greatest good for the greatest number. Decisions are judged by their consequences rather than strict adherence to rules. This perspective aligns with the CIPD ethical lenses of outcomes, social responsibility, and sustainability, encouraging consideration of wider organisational impact. Using the same example, whilst asset stripping is wrong in principle as people are losing their jobs, it may well be that this decision secures the long‑term financial sustainability of the organisation and protects many roles. This would be ethically challenging however the perspective helps leaders weigh up the short-term harm against long term business survival
By applying both deontological and utilitarian perspectives through the CIPD ethical lenses, people professionals can balance duty with outcomes. This combined approach enables more considered, transparent, and morally defensible decision making, strengthening ethical judgement and professionalism in people practice.


AC3.1
There are several ways that businesses may measure financial and non-financial performance, Financial measures may include several items, a key guide from Harvard business school (Stobierski, 2020) includes 13 key financial performance measures, namely Gross profit margin is a profitability ratio that measures the percentage of revenue remaining after the costs of goods sold are deducted.
An alternative may be use of Net profit margin which is a profitability ratio also, this measures what percentage of revenue & other income is remaining after all business costs are deducted, including operating expenses, interest and tax, are deducted. It indicates overall organisational profitability rather than product‑level performance.
Examples of this may be: Gross profit margin. A leisure centre sells memberships for £1 million and has £600,000 in direct delivery costs, giving a gross profit margin of 40%, showing service‑level efficiency. As Net profit margin includes all other costs, therefore after paying staff costs, utilities, rent, interest and tax, the same centre makes £50,000 profit, giving a net profit margin of 5%, showing overall business sustainability. Net profit margin provides a more accurate indicator of overall organisational performance as it reflects all operating costs including workforce expenses, gross profit margin is more appropriate for assessing product or service efficiency (Taylor and Woodhams, 2022).
Non-financial measures often include employee surveys, which help assess levels of commitment, motivation and advocacy within the organisation. These can be strong indicators of overall company health, particularly when both quantitative data (such as scores) and qualitative data (such as written feedback) are collected. For example, surveys may include a Net Promoter Score alongside employee comments to provide a more complete picture (CIPD, 2021).
Data gathered from annual engagement surveys (Blackburn and Harvey, 2024) is often used by people professionals to inform wellbeing initiatives. This type of data can highlight trends that link to improved employee retention and longer-term workforce stability, particularly where engagement is high. In practice, this means people professionals can use survey results to better understand what is working well and where improvements are needed within their business.
However, while survey data can give useful insight into workforce wellbeing and future performance, it is not without limitations. Results can be subjective and may be influenced by timing, for example if there has recently been organisational change. For this reason, survey findings are most effective when used alongside financial and operational data to give a more balanced and reliable overall view.












AC3.2
Measuring the impact and value of people practices enables people professionals to make well informed decisions and evaluate whether interventions deliver meaningful organisational outcomes. Two key methods used for this purpose are people analytics and benchmarking against external research.
People analytics involves analysing organisational data such as employee turnover, absence levels, productivity, return on investment and retention. This type of data helps organisations understand trends and make more informed decisions about their workforce. For example, research by Aarstad and Kvitastein (Aarstad and Kvitastein, 2023) on Norwegian organisations found that long-term absence has a clear negative impact on productivity, revenue and employment levels. As absence increases, performance declines more sharply, showing how important it is to manage and reduce absence effectively to support both financial performance and long-term sustainability. There may also be a desire to use business indicators (KPIS) to make an ultimate judgement on return on investment (Taylor and Woodhams, 2022c, p. 135)
Return on investment (ROI) is another important aspect of people analytics. Allowing organisations to evaluate whether people related initiatives are delivering value by comparing the cost of an intervention against the benefits it generates, such as reduced absence or improved retention. This helps demonstrate whether people practices are effective and ensures that decisions are supported by measurable evidence.
Benchmarking, on the other hand, involves comparing internal performance against external data and industry standards. Benchmarking helps organisations understand how they are performing in a wider context. For example, research by the Institute for Public Policy Research found that employee sickness cost UK organisations around £103 billion in 2023, mainly due to lost productivity rather than increased absence levels (Jackson, 2024). This highlights the financial impact of poor health and wellbeing at work. 
The CIPD Health and Wellbeing at Work report (CIPD, 2023b) shows that sickness absence has risen, with employees taking an average of 9.4 days off per year—the highest level recorded in over 15 years. The report also identifies mental health and stress as the main causes of both short and long-term absence, continuing to affect productivity and overall organisational performance. Although many organisations are investing in wellbeing initiatives, fewer believe they are making a real difference, suggesting that there is a need for better evaluation and measurement of their impact.





Part 2
AC 2.1
Below details each manager response into a percentage format allowing ease of reference. This is broken out into the regular user vs the infrequent user, Effective vs not effective & High value vs Little value.
Table 1




AC 2.2 
Below shows the people practice areas broken out into regular users, vs infrequent users in a clustered bar chart. This shows data in an easy-to-use visual comparison across the people practice areas, supporting visual analysis, however this can become difficult to understand if this becomes too clustered














The below Line graph shows how effective vs not effective the managers feel each people practice area is for their role, with clear visual ability to show trends, especially if used over a period of time, it can become more confusing when comparing multiple categories that are non-related as several data lines would confuse the over lapping data














Below shows a stacked bar chart, of how the managers feel each people practice area has high or little value for them. This shows the total per people practice area and the composition of what makes up that total, these can be difficult to use if using date over a period of time but are ideal for this use when comparing categories in a visual way.













AC 2.3 
Based on the table presented from the pulse survey of 15 section leaders, there is clear evidence to suggest polarising views of the people practice team.  Whilst 86.7% of the focus group agrees or strongly agrees the people practice team have key strengths of providing supportive advice on employee matters as well as resourcing and onboarding new employees, 86.7% of the focus group detail they are not sure of the role and purpose of the people practice team. Views are balanced around the administrative support as well as the confidence around the handling people related issues without help. The majority of the focus group feel that are better at handling people related issues because of people practice guidance and that they feel they are legal experts. 73.3% of people feel the people practice team support development of the employees, but do not understand the business as the pulse survey supports this by 60%. When looking for resources such as policies or procedures on the system, 66.7% of the leaders carrying out the survey didn’t know where to access these. 
Based on these findings it would be beneficial for the people practice team to carry out the following recommendations:
· Communication – Improving communication about the role and the purpose the people practice team holds. This could be done in multiple ways, The CIPD (CIPD, 2023b) references this as Internal Communication with key principles around an effective employee communication strategy having multiple layers, Modern communication is multi directional to ensure employees feel that can feel valued and contribute to decisions. Effective strategies are clear, transparent and inclusive using multiple channels across the organisation, this may be done through the intranet page with a simple ‘who to contact’ guide or event better with pictures of the people practice team. This would be a financially low implication but may be bolstered with a full team meeting to inform them of who the people practice team are, this would come at a higher cost but can be valuable to allow more collaborative face to face dialogue, and supports the 66.7% of the team who couldn’t find the resources.
· Intranet Use – Whilst the introduction of a ‘Who to contact Guide’ is a positive measure, it would be a good time to consider the overall accessibility and usability of the internal information across the business. Ease of access to the intranet as well as all policies and procedures. Creating a central hub with easy to view tiles that allow the users to click and access with ease would significantly improve ease of use and speed up decision making as the information is accessible quickly. This benefit could transform the business as it would allow for the team to have better understanding of information and therefore make a more evidence based decisions. This cost would be small as the implementing of this across Microsoft SharePoint would allow visual aid of the documents and systems as well as allowing visual document presentation & structured content management whilst enhancing employee experience. 
· Business Understanding – consideration to allow the team to be seen more around the business by attending the operational meetings more frequently, should the people practice team have a direct link into each department through engagement officers this would allow them to understand that area better and allow an increase in engagement. This key strategic recommendation may come in the form of business partnering, and would allow a strategic approach to put the resource where it is needed to enable the business to work proactively, whilst being cost effective, and connect the people services team to the required areas, this would in turn allow the team feel more confident and also allow for the key results to be shaped more positively over time (Coogan, 2024)
· Planned Pulse Survey – Re visiting this survey in 6-12 months as a strategic approach to detail if the above recommendations have had a positive effect would allow measuring of the recommendations as well as have a little to small cost to implement and reflect the 2 scores, additional surveys provided structured insight into employee views and will help performance drives and areas for improvement and hopefully show a positive step change in the outcome. (Gallup, 2025)
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HR Policy Guidance  29% 71%

100%

Resourcing  94% 6%

100%

Performance  42% 58%

100%

Employee Development  99% 1%

100%

ER related issues  70% 30%

100%

Pay and Reward 100% 0%

100%

Workforce Planning  1% 99%

100%

General Administration  78% 22%

100%

EDI 52% 48%

100%

Wellbeing advice 96% 4%

100%


image12.png
Aokl




image1.emf
People Practice Area  Regular user Infrequent user Total 

HR Policy Guidance  72% 28%

100%

Resourcing  18% 82%

100%

Performance  66% 34%

100%

Employee Development  63% 37%

100%

ER related issues  26% 74%

100%

Pay and Reward 73% 27%

100%

Workforce Planning  6% 94%

100%

General Administration  97% 3%

100%

EDI 11% 89%

100%

Wellbeing advice 63% 37%

100%


image2.emf
People Practice Area  Effective  Not Effective  Total 

HR Policy Guidance  44% 56%

100%

Resourcing  88% 12%

100%

Performance  46% 54%

100%

Employee Development  94% 6%

100%

ER related issues  75% 25%

100%

Pay and Reward 97% 3%

100%

Workforce Planning  4% 96%

100%

General Administration  84% 16%

100%

EDI 50% 50%

100%

Wellbeing advice 86% 14%

100%


