Briefing Paper
Evidence-based Practice (AC 1.1)
Evidence-based practice is making decisions based on best available evidence (People Management (2023). It helps better decisions to be made by choosing reliable solutions and being less reliant on outdated knowledge, fads or quick fixes (Cipd (2025). It helps policies to be based on what works and it improves the credibility of people practice. It also allows people practice to support the goals of organisations (Ciphr (2016). Limitations are the lack of access to data and information, the time needed to carry out research and lack of knowledge and understanding (Oxford Review (2023)  
One strategy of evidence-based practice is critical thinking, which is the ability to think clearly and rationally about a situation. It involves evaluating evidence, considering different viewpoints, and using evidence to reach conclusions. (HRM Handbook (2021)

One decision-making model used in evidence-based practice is the rational model, which is a set of steps that increase the chances of achieving the desired outcome (Buchanan.D and Huczynski.A (2023) Pg 938). The model gives clear steps to make sure decisions are made objectively, reducing biases and increasing the chances of success. The model helps informed choices to be made by focusing on facts and data (Creately (2026). The limitations are unavailable or incomplete data, cost of obtaining data and future outcomes cannot be predicted accurately.  Other limitations are deadlines on decisions, competing interests of stakeholders and organisational culture deciding solutions (People Study Pro (2026) 
The six steps of obtaining evidence in evidence based practice is shown in Figure 2[image: Diagram illustrating 6 steps. Step 1 is asking, Step 2 is acquiring, Step 3 is appraisaing, Step 4 is aggregating, Step 5 is applying and Step 6 is assessing. These steps increase the likelihood of a favourable outcome.]
Label: Figure 2: The six steps to evidence-based practice. (cipd (2025)

The four sources of data used in evidence-based practice are people professionals, scientific literature, organisation and stakeholders (cipd (2025). The more sources used, the better the decisions will be (cipd (2025). Reviewing data sources involves asking where and how the data is gathered? Is it the best data available? Is it enough to reach a conclusion? Is it biased in a particular direction? (Cipd (2025)

Barod used evidence-based practice to improve its Induction programme after identifying new starters were not receiving the same organisation information through feedback in supervisions. HR produced an Induction Checklist for managers to complete with new starters and set up online Induction sessions. HR send welcome surveys to new starters 4 weeks after start date, which includes asking for feedback on their induction and HR review the feedback in the survey.

Analysis tools and methods (AC 1.2)
One analysis tool used in People Practice is PESTLE, which looks at the external factors affecting organisation’s decisions (cipd (2026). PESTLE stands for Political, Economic, Socio-Cultural, Technological, Legal and Environmental (Waite et al. (2021) Pg 8). Political factors are affected by government policies, for example tax rules. Economic factors are affected by national and international economic conditions, for example Brexit (HR Tech (2023). Sociological factors are affected by lifestyle, for example work-life balance. Technological factors are affected by technological advancements, for example AI. Legal factors are affected by laws, for example employment laws. Environmental factors are affected by polices, for example recycling (CIPD (2026). PESTLE is a simple framework and it helps organisations understand the external business environment. It also helps organisations predict future threats and take action to reduce them and it can help organisations spot business opportunities. The disadvantages of PESTLE are insufficient data can be used, it can be difficult to predict future developments and it needs to be done on a regular basis to be effective (cipd (2026). PESTLE can be used in People Practive for workforce planning, strategic business planning, organisational change and people strategies (cipd (2026)

One analysis method used in People Practice is people analytics, which is reviewing data to solve problems and the three types are descriptive, predictive and prescriptive. Descriptive analytics is shown in tables or graphs, for example employee turnover. Predictive analytics uses historical data with external environmental factors to predict future information, for example using historical employee data with external labour market trends and financial forecasts to predict future workforce needs. Prescriptive analytics works with stakeholders to produce plans that will reduce risk or increase opportunities and ways to measure the success of these plans, for example recruitment plans (CIPD (2025). People analytics can be used to improve employee morale by measuring what makes employees happy and adapting practices to achieve this. It can also be used to reduce turnover by identifying the reasons for high turnover and finding solutions to reduce it. People analytics helps organisations understand what the challenges for their employees and looking at solutions to the challenges, for example improving performance (CIPD (2025).  It also allows for quicker decision making and it improves organisational performance. It addresses skills gaps and supports succession planning. The limitations of people analytics are data privacy laws and resistance to change (Simpplr (2026)

Critical Thinking (AC 1.3)
Critical thinking is the method of analysing and evaluating ideas and determining if they are valid and supported by the evidence. It involves interpreting data and drawing conclusions (Armstrong.M and Taylor.S (2014) Pg 570). It helps to improve decision-making, as it allows for decisions to be made based on evidence. It considers all the different options and views and evaluates potential consequences, leading to more informed choices (Forbes (2023). 
Critical thinking involves collecting information from different sources and evaluating the information (CPD (2022). It does not accept things at face value and involves reviewing of evidence and arguments. (HRM Handbook (2021) It also involves differentiating between fact and fiction (Forbes (2023). Critical thinking asks if the data reliable and valid. Reliability is if the data is consistent and accurate. Data is reliable if the same results would be achieved on each occasion despite when the data was collected or who collected the data. The reliability of data can be improved by using different data sources, different collection methods and collecting the data over time or at different time periods Validity is if the data correctly measures what it is supposed to measure. (Waite et al. (2021) Pg 51). A critical review of the data looks at the strengths and weaknesses of the information, check if the information is fact or opinion and if the solutions are supported by evidence (CIPD (2016). Critical thinking helps to reduce biases, as it helps to recognise and challenge biases that obstruct clear judgment. Biases can be reduced by questioning people’s assumptions and beliefs (Forbes (2023). It requires applying the same criteria when evaluating data. It also helps to determine if data is free from research bias (scribbr (2022).

Critical thinking is used in people practice investigations. HR professionals carry out interviews of the employees involved and any witnesses. HR professionals then review the information and any documents, looking at the validity of the evidence, questioning any discrepancies in the evidence and looking at different points of view. HR professionals then come to decisions based on the evidence (hrkatha (2023)

Decision-making Processes (AC 1.4)

One decision-making process is Edward De Bono’s Six Thinking Hats, which breaks down thinking into six types, shown by coloured hats representing a different style of thinking. The White Hat is Facts and is used to show available information and data. The Red Hat is Emotions and is used to allow the expression of emotions and ideas without the need for justification. The Yellow Hat is Positive Thinking and is used to look at the benefits of ideas. The Black Hat is Crtical Judgment and is used to evaluate ideas and identify potential problems. The Green Hat is Creativity and is used for brainstorming. The Blue Hat is Control and is used to ensure guidelines are followed and objectives are met (The People Development Magazine (2023). The Six Thinking Hats method can improve communication, resolve conflicts, increase creativity and reduce meeting times. It makes meetings more structured, focused, and inclusive of diversity (People Management (2023). The limitations to this method are it can be time-consuming, it might force participants into predefined categories and participants might struggle to separate their emotions, logic, or creativity in a defined way (The Decision Lab (2026).
The Six Thinking Hats method can be used during People Practice meetings to produce policies, as the team look at the information and data, give their opinions and come up with ideas. The team then looks at the benefits and problems of the ideas and then check the ideas follow employment laws and meet the objectives of the policies (The People Development Magazine (2023).
Another decision-making method is the Problem Framing method, which is a method used to understand, define, and prioritise problems (Asana (2026). The steps of the Problem Framing Process are shown in the diagram below:
[image: Steps of Problem Framing Process]
Label (Evolving Organisation (2026)
Step 1 clarifies the desirable outcome. Step 2 clarifies the current situation. Step 3 shows the difference between the current position and the desirable outcome and any barriers. Step 4 frames the issue as a positive outcome. Step 5 brainstorms solutions. Step 6 chooses the best solution. The Problem Framing method helps quicker decision making, it provides a clear method to solve difficult problems and it helps the team focus on the right issues. The problems with this method are teams can jump to solutions before fully understanding the problem, the problem is based on assumptions or biases and teams focus on symptoms instead of the causes (Evolving Organisation (2026).
The Problem Framing method can be used in People Practice to look at high employee turnover.  The team clarifies the outcome of the meeting is to reduce employee turnover. The team then looks at the data and information on reasons for high employee turnover. The team then looks at the gap between the current position and the outcome to be achieved and identifies potential barriers. The team then frames the issue as a positive outcome, comes up with ideas and then chooses the best idea based on the evidence (Corporate Finance Institute (2026).
Ethics (AC 1.5)
One ethical perspective is Utilitarianism, which looks for the best outcome for the most number of people and it considers decisions and actions resulting in happiness as the right outcome (Waite et al. (2021) Pg 70). It is a simple method for deciding the morally correct action for situations. The limitations of this perspective are something is either right or wrong and it cannot predict accurately the outcomes of actions (Investopedia (2026). This perspective can  be used in People Practice if an organisation needed to make redundancies to cut costs. The organisation would review the financial stability of the organisation against the cost of making a few employees redundant and the remaining employees keeping their jobs (kaplunk (2025) 
Another ethical perspective is Deontology, which places importance on behaviour instead of outcomes (Taylor.S and Woodhams.C (2022) pg 154). This perspective is easy to apply and it limits bias and doubt, as people only have to follow the rules, The limitations of this perspective are it can disregard possible consequences of actions (Ethics Unwrapped (2026). This perspective can be used in People Practice when producing and implementing policies. Organisations will enforce the policies in the same way for all employees (Modern Marketing Partners (2026).
Ethical values are the principles determining how people act and make decisions (CIPD (2024). One ethical value is fairness, which treats everyone the same and offers them the same opportunities (BetterUp (2023). It is used in performance management to make sure reviews are carried out fairly, are accurate and keep employees trust in the process (Cogendo (2024).
Ethical dilemmas occur when organisations are faced with a choice between the least wrong options or when there is a conflict between different stakeholder needs (CIPD (2025). They can impact an organisation's culture and employee morale if not addressed appropriately. One ethical dilemma is when an employees’s personal interests could conflict with their professional duties, which could lead to a biased decision that might harm the organisation. People Practice needs to address ethical dilemmas when they occur by carrying out investigations and making sure corrective actions are taken. People Practice also needs to make sure employees feel supported and protected when reporting ethical concerns, ensuring employees feel able to speak up (Meegle (2024).

Ethics are important in setting the culture of an organisation, by showing ethical behaviour, setting clear expectations and implementing corporate values. Ethics help organisation managers look at the moral implications of their decisions and make sure they are aligned to the organisation’s values (mtd training (2024). People Practice makes sure that ethical standards are maintained throughout the organisation, by creating and implementing policies that promote fairness, respect, and transparency. This can improve the organisation's reputation, attract and keep employees and make the organisation successful (Meegle (2024). 

Measuring Financial and Non-Financial Performant (AC 3.1)
A cash flow statement measures financial performance and it shows the amount of cash entering and leaving the organisation ((Waite et al. (2021) Pg 59). A cash flow statement shows organisational performance, it enables early identification of problems and it shows where payments are made in organisations. Accurate and up-to-date cash flow statements help organisations make sure they keep a healthy cash balance and avoid insolvency (Inquesta (2022). The limitations are it does not include non-cash transactions, which can limit the overall financial picture. It shows past cash flows, so it may not accurately represent current or future financial positions (Equirus (2026) 
Organisations use cash flow statements to make sure they have a positive cash flow, which keeps the organisation solvent. Organisations also use cash flow statements to make sure it can pay its bills, wages and meet its business objectives. Organisations also use cash flow statements to predict and plan for any cash shortages (HSBC (2025). Barod uses cash flow statements to show the funding received and where the money is spent in the organisation.
Key performance indicators measure non-financial performance and they are used to evaluate an organisation’s performance. They show if an organisation is meeting its objectives. Organisations can use key performance indicators to measure progress and identify any changes required. Organisations also use key performance indicators to see if current strategies are working and if they need adjusting (Investopedia (2026)
Key performance indicators allow organisations to set goals and create systems to help meet those goals. They show organisations any problems and allow solutions to be found. They provide useful data for strategic planning and maintaining operational excellence. They make employees accountable and they also encourage employees, as they know their work is being checked (Investopedia (2026). The limitations are they might need a long time to produce useful data and they need regular checking and follow-up to be useful. They are open to manipulation, as instead of focusing on improving results, managers might focus on improving key performance indicators related to performance bonuses. They can cause the reduction in quality if managers focus on productivity key performance indicators. They can also demotivate employees if they feel pushed too hard to meet unreasonable key performance indicators (Investopedia (2026). Barod uses key performance indicators to make sure it is meeting the funding criteria, to measure service user satisfaction and if employees are following the correct procedures.
Impact and Value of People Practice (AC.3.2)
People Practice adds value to organisations by managing training and development, recruitment, disciplinaries and grievances and by implementing policies (CIPD (2026). It also adds value by ensuring compliance with legal laws and regulations and creating a workplace culture that attracts and keeps employees and reflects the organisation’s values and objectives (People Development Magazine (2019). It is also important to the delivery of an organisation’s strategic objectives and in the development of business strategies (Taylor.S and Woodhams.C (2022) pg 8). 
The positive impacts of people practice are reducing the skills gaps of employees, which increases employee capability, leading to increased productivity and creating innovation. It also increases employee morale through employee initiatives and reducing employee turnover (People Development Magazine (2019). The negative impacts are micromanagement, which can make employees feel they are not trusted. It can also cause poor communication, which can lead to confusion and feeling out of the loop. It can also cause unclear expectations, which can lead to missed deadlines and poor work quality. Other negative impacts are lack of training and development opportunities, failing to address employee concerns and not recognising and rewarding employees (ET Edge Insights (2024)
The impact of people practice is measured to identify the strengths and weaknesses of it, to allow correction of ineffective policies and procedures and it makes sure people practices are aligned with the organisational goals (HR Brain (2024). It is also measured to identify patterns in employee turnover and allow underlying issues to be addressed and assess the quality of recruitment strategies (Visier (2026). 
Return on Investment is a measure of what you’re spending and the output delivered.  It helps organisations check if their goals are being achieved and if the goals are not being achieved, they can resolve issues and make changes (Iris (2026)

A Cost-Benefit Analysis compares the cost of a decision with the benefits delivered. It involves identifying all direct and indirect costs (technology) and weighing them against tangible benefits (reduced turnover) and intangible benefits ( improved employee morale). It evaluates whether the money and resources spent on people practices deliver measurable value to the organisation. It helps organisations link people practices directly to business outcomes (Web HR (2025). Step 1 is defining the objectives, timeframe and successful outcomes. Step 2 is identifying all the costs and benefits of a decision. Step 3 is putting the costs and benefits into monetary figures. Step 4 is calculating the net present value. Step 5 is comparing the alternatives and making recommendations (WebHR (2025)

Evaluating People Practices measures what is and is not working and allows organisations to adapt quickly to changing internal or external pressures (CIPD (2026). The first step is identifying the organisational goals to help people practice initiatives be aligned with them. The second step is to review existing people practices and identify any strengths and weaknesses. The third step is to identify policies and technology needed to support organisational goals. The fourth step is to rank the people practice needs based on impact and practicality and develop action plans outlining short-term and long-term solutions. The fifth step is to regularly review the outcomes and make adjustments. The tools used to evaluate People Practices are employee surveys and people practice data (Trinet (2024)
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