Assignment 2
Evidence-based practice is a methodology which can have numerous benefits for an organisation. Subsequently, this report will systematically proceed through the important aspects of successful decision making and evidence-based practice. 
(AC 1.1) What is evidence-based practice, how and why is it used?
Those making decisions must ensure those choices are based upon factual and reliable information. Evidence based practice can be a powerful tool to create change within an organisation. It can be utilised to create a neutral, practical and factual decision platform. This has been utilised by the BBC to develop better people practice when engagement was low. Following an evidence-based practice approach, the new process was implemented and became effective (CIPD, 2023). Evidence based practice is the utilisation of evidence from a variety of different resources to make a reliable and informed decision (CIPD, 2023). For example, there has been some recent controversy with the introduction of 20mph speed limits within Wales. While there is an understanding of the safety benefits, it is the evident that has been used that has caused the Senedd some resistance. The introduction of the new limit was the result of an independent survey conducted in 2022 by Beauford Research, this highlighted that 62% of people supported a reduction in speed (Beaufort Research, 2022). However, this was based upon a survey of 1,000 people. Conversely, since the introduction, there has been a publicly created petition to abolish the introduction, which currently sits at just over 460,000 signatures (Senedd Cymru, 2023), or just over 15% of the entire population of Wales (Welsh Government, 2023). This highlights the importance of reliability and relevance of data, how a lack of due diligence can cause unanticipated damage and the necessity to appraise data. The CIPD suggest 4 sources of evidence-based practice: Scientific, Organisational, Experiential and Stakeholder (CIPD, 2023). Scientific relates to information available such as the attributes of performance teams, the benefits of appraisals on employee performance and subsequently the predictors for staff turnover. Organisational data simply refers to performance or financial data, such as market share, sales, costs. Experiential refers to the expertise of practitioners and viability of any decisions made. Stakeholders are those who are affected by the decision being debated, such as employees. 
In order to effectually evaluate data, there must be a systematic process to ensure consistency and impartiality. The CIPD suggests 6 steps for conducting research shown below.
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Utilising the above infographic will allow the organisation to create a structured, disciplined and neutral research proposal. The decisions made based upon these methods will have all the prerequisites required to finalise an effective and fair decision (CIPD, 2015). Following the methods can help to eradicate any potential undercurrents within the organisation. In that, individuals may succumb to unintentional decisions through cognitive bias, heuristics or organisational group think. Heuristics can be defined as ‘adaptive tools that ignore information to make fast and frugal decisions that are accurate and robust under conditions of uncertainty’ (Neth, 2015). Cognitive bias is similar to heuristics but can be defined as ‘A broad term that includes a variety of processes that may lead to inaccurate judgments or interpretations; cognitive biases can affect memory, reasoning, and decision-making’ (Cooper, 2019). Group think relates to decisions being made within a group, usually by the loudest or most authoritative person (Tarki, 2019). As is sometimes seen within trade union decisions, including forming a union (Slee, 2014).
The effective use of the above methods helps to eradicate risks of bias, misuse of information and achieve a defined outcome. Ensuring decisions are based upon sound evidence, thorough research and fair evaluation, managers can be confident in their decision making (Maxwell, 2021).


(AC 1.2) Necessity for analysis and the tools to use.
PESTLE
One analysis tool than can be utilised is PESTLE. This tool is used to systematically identify external factors within an organisation that may need to be considered when decision making (Gupta, 2013). The methodology of the tool helps to assess each external factor in turn in order to form a conclusion to improve success (Parera, 2017). PESTLE’s 6 factors include (CIPD, 2023); Political (regulations, taxation, political stability), Economic (inflation, wage rates, unemployment), Social (population growth, career trends, age), Technological (technology advances, AI), Legal (legislative changes, import/export, quotas) and Environmental (climate change, recycling, weather, sustainability). The benefits can include its easily utilised, it helps to understand the bigger picture of organisational decisions and identification of trends (Sarwar, 2017). However, management need to be aware of some of the potential disadvantages for using PESTLE. Decision makers need to ensure that information isn’t based upon assumptions, there isn’t oversimplification of data, and that PESTLE is merely a snapshot in time, therefore regular review is required (CIPD, 2023).
With labour costs raising by almost 10% compared to 2021 (Office For National Statistics, 2022), a focus on efficiency within this comparatively high-cost nominal is paramount. A method of analysing efficiency could be through the use of ‘work sampling’. This is a low cost (Finkler, 1993) statistical method to analyse how employees utilize their working time and the tasks they perform in order to improve process and efficiency (Robinson, 2009).  Collecting statistical information can help to optimise inefficiencies within workflows, for example observing downtime on machine functions between jobs. Subsequently, it can help to monetarise particular stages within a job function (Rosander et al, 1958). This would ultimately highlight potential areas for improvement and improve efficiency (Hadad, 2023). The use of quantitative research allows decisionmakers to utilise its binary nature to help validate its evidence and credibility (Lakshman, 2000).

(AC 1.3) The importance of critical thinking

Critical thinking can be defined as ‘Asking questions, defining a problem, examining evidence, analysing assumptions and biases, avoiding emotional reasoning, avoiding oversimplification, considering other interpretations, and tolerating ambiguity’ (Wade, 1995). It allows decision makers to independently investigate and analyse data to make a sound judgement.  For example, managers may need to verify the evidence being presented. In that, the reliability if its source, funding, agenda and presentation of data. While sourcing secondary data can be valuable in gaining a broader understanding of an issue (Bainter, 2015), it leaves the investigator open to utilising incorrect information (Corti, 2005). Misinformation has been evident through various events in history; however, it is now more prevalent with the accessibility of technology. Platforms such as Facebook operate fact checking systems, however it is by no means a complete safety net (Facebook, 2023). Therefore, fact checking is an important step within the decision-making process. Once the facts are presented decisionmakers need to ensure they remain objective and focused on the project. Becoming heuristic, can be detrimental to a decision process (Blumenthal-Barby, 2016). While heuristics can create efficiencies in the workflows; landscapes usually evolve, especially with technological changes and post COVID. Hence, processes which may have been successful previously may quickly become obsolete. Remaining objective allows individuals to make decisions without biases or emotional charge.  Unconscious bias can play a significant role within decision making (Phillips-Wren, 2019). Unconscious bias can be developed through life experiences, beliefs and cognitive conditioning, which can result in imbalanced decisions and stereotyping (ACAS, 2023). Therefore, decision makes must ensure they are basing decisions, rationally, and on the evidence provided. Emotions can also help to play a role within decisions, such as compassion towards a troubled employee (Einhorn, 2022). Further, individuals will need to appreciate how micro decisions could affect the wider organisation and what the potential knock-on effects could be (Anderson, 2006).

(AC 1.4) Importance and types of decision-making tools.
Best Fit
Best fit strategy proposes that organisations need to ‘adapt their HR strategies to other elements of the firm’s strategy and to its wider environment’ (Boxall, 2011). Additionally, ‘Market positions and strategies determine their HRM policies and practices’ (Gannon, 2015). Therefore, during the decision-making process strategies must take into account aspects such as culture and the external environment. subsequently, this tool demands that there is no universal way of developing processes. Further, organisations must match their strategies to coincide with the best practice and policies for that approach (Schuler, 1987).  The limitation of this approach is that it can be difficult to understand and appreciate all the elements, their association with each other and how a change could snowball other interconnected elements (Purcell, 2006).

6 hats Edward de bono
Six Thinking hats was developed by Edward De Bono and it is based upon the method of parallel thinking (Bono, 2009). The tool is a simple, effective parallel thinking process that helps people be more productive, focused, and mindfully involved (Debono Group, 2023). This decision-making tool requires individuals within a team to metaphorically wear 6 different types of hats, set out below.
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The idea behind wearing the different hats is that it allows individuals to access different viewpoints that they may not otherwise consider. It can aid with problem solving, new ideas or improve decision making within a collaborating or multidisciplinary teams (Cioffi, 2017). This tool has a number of benefits, primarily it can be a catalyst for collaboration, in that it can reduce disagreements led by biases and conflicting personalities (Bowe, 2000). It also can help team workers debate varying viewpoints in order to create a fully appraised conclusion. Therefore, this can be a powerful tool to help the ‘harvesting’ of ideas to finalise and facilitate a well-rounded conclusion. 

Stakeholder Analysis	
Stakeholders can be individuals are groups who have an interest or affected by the implementation of a decision or policy (Walt, 1994). Stakeholder analysis can be utilised to understand stakeholders from an organisational perspective, in order to evaluate the affect a decision can have upon them (Briugha, 2000). The analysis indicates those whose interests should be considered, and why (Boudlaie, 2020). Ideally stakeholder analysis should be conducted at the initial stages of the decision-making process, as it will provide clarity on how to project manage. This tool helps to identify needs and expectations before implementing a decision, it is important to highlight expectations to prevent unexpected repercussions. For example, when Terminal 5 in Heathrow opened, baggage handlers’ concerns where not adequately considered, leading to catastrophic failure on its first day of opening (Woodman, 2008). Further, it helps to identify those individuals who are most impacted by the decision and how that impact could affect the organisation. For example, information relayed to a director would differ to information publicised to customers. 

(AC 1.5) Ethical standpoints to be considered.
Deontology
‘The principle of deontology states that the morality of an action depends on its consistency with moral norms’ (Gawronski, 2017). Hence, the rights and wrongs are based upon what someone ought to do and what is socially acceptable. Further, individual choices and actions must be obeyed, even if a marginal deviation results in a significant positive result (Alexander, 2021). The advantages are this theory is that it is binary, in that it does not require a balance or weighing in a decision-making process, as it is merely a matter of following the rules. However, the primary disadvantage is that, due to its rigidity, there can be no deviation from what is acceptable (McCombs School of Business, 2023). For example, an employee arriving late for work due to an emergency would not be acceptable. Therefore, although the process is simple to enrol, there can be consequences and confusion as wrongdoing is not fully appraised. 
Utilitarianism
Utilitarianism can be defined as ‘The principle of utility—the “greatest happiness principle” or “the greatest happiness for the greatest number” (Bentham, 1789). Hence, the focus for decision-making is weighted towards the greater good, or bigger picture. Additionally, the moral compass is primarily towards decisions which result in happiness, with a lower emphasis towards economic or political. Therefore, decisions are considered measured upon the maximisation of utility (Savulescu, 2020). The potential disadvantage of this method is that the input from the minority are not considered, therefore, it can be difficult to predict the outcome of a decision. An example of utilitarianism can be the introduction of a smoking ban within the workplace, while this may cause some dissatisfaction, there would be an argument that it would benefit employees as a whole, while providing potential health benefits.

Kantian rights-based ethics
‘It is impossible to think of anything at all in the world, or indeed even beyond it, that could be considered good without limitation except a good will’ (Kant, 1990). Hence, every individual has worth and as such, must demand respect. Subsequently, emphasis on the rights makes it wrong for people to above another, or to utilise individuals against their will. Within this theory one individual cannot use another as a means to advance their own interests, hence, to allow them the respect to draft their own thoughts and freedom to make their own decisions. This right puts the focus on the end means to enable positive change. For example, if an employee state they are using foodbanks, providing food would be an end.

The CIPD also has the 8 ethical lenses (CIPD, 2015), in an attempt to obtain agreement on philosophical ethical theories as outlined above (CIPD, 2015). These lenses outline the recommended scope and ethical viewpoints to consider when making decisions.

(AC 3.1) Types of performance analysis and management
Financial
Financial performance can be defined as ‘the achievement of the company's financial performance for a certain period covering the collection and allocation of finance measured by capital adequacy, liquidity, solvency, efficiency, leverage and profitability.’ (Fatihudin, 2018). A largely used financial performance measure is the measurement of revenue. Revenue is usually the monies received by an organisation in exchange for products or services. For example, a cinema may measure the value of total ticket sales over a set period. Measuring revenue has a number of benefits; it allows organisations to plan, forecast and predict overall financial performance. Usually revenue is measured against cost, which would provide profit or loss for an organisation. Similarly, another financial measure can be through the monitoring of profit. This monitoring will allow organisations understand the difference between revenue and expenditure and the difference resulting in profit or loss. Most organisations will attempt to maximise profit in order to create a financially stable business. Some organisations, such as charities will not have the same focus. Monitoring profit can aid organisations to forecast future growth and budget expenditure.
Non-financial
Non-financial performance ‘provides a means of transforming a firms’ strategy and vision into a tool that motivates performance and communicates strategic intent’ (Said, 2003). Hence, non-financial performance helps to identify trends and opportunities which tend to have intangible values.  However, utilising this strategy can help decision makers obtain more specific actions required to obtain business success (Ittner, 2003). In fact, non-financial measures can influence over a third of decisions leading to improved profitability (Low, 1998). Service Level Agreements or SLA is an example of this measurement. SLA’s monitor how well an organisation is sticking to its agreements as a supplier of goods or services. For example, an SLA can form part of an employee’s appraisal, whereby using information such as time taken to respond to an issue can help to performance manage that employee, or identify issues with capacity which require further investment. Utilising SLA’s can help organisations monitor and improve service delivery, this is a pre-emptive approach to avoid complains or attrition, as it helps it helps to identify possible bottlenecks or opportunities within the workflow. Conversely, customer satisfaction surveys can be used to provide honest feedback from current or past customers. It helps organisations to identity issues within its service or product. Listening to customers can be a powerful tool to improve processes and subsequently, customer satisfaction. 




(AC 3.2) Why people practice is integral to the organisation.
‘What marks the competent organisation is its capability to create value through its people’ (Burke, 2016). People practice can provide a number of positive impacts upon an organisation. From recruitment through to attrition, there are several ways which an organisation and ensure its own success. People practice being more prevalent than ever with the cost of rehiring potentially costing almost triple the cost of retaining (Society For Human Resource Management, 2022). Therefore, Capturing and attaining performance and adding value is critical to organisational improvement (CIPD, 2018). Ensuring HR takes a strategic role leads to inspiration and appreciation, conversely its traditional demand-lead approach responds to needs of the organisation (Ivancevich, 2007). Strategic approaches can include; careful selection and hiring, sufficient induction to align culture, promote employee voice and reward. Organisations with robust onboarding and performance management tend to retain and perform better (Bauer, 2012). People management also promotes professional development. In that, employees who have the opportunity to develop and train have higher levels of engagement and organisational buy-in (Shuck, 2014). The ways which organisations can monitor the effectiveness of people practice can be through employee performance and employee feedback. Employee performance can be monitored in a number of ways, for example, sales figures within a sales environment. Organisations can monitor sales effectiveness before and after strategic management, therefore creating a numerical value to the methods (Baker, 2016). However, this method is limited by its data. In that, influential external factors could be missed due to its linear nature (Tangen, 2004). Conversely, organisational may like to monitor employee welfare and happiness. This can be monitored through anonymous feedback forms or appraisals. Using appraisals give employees a voice and an opportunity to provide quantitative feedback (Tuytens, 2012). Again, organisations reviewing feedback before and after strategic management can quantify the effectiveness of the introduced methods. 
Organisations with the resources may wish to merge methods to obtain a fully inclusive and informative employee voice. A cross section of quantitative and qualitative data, while time consuming, can give a clear perspective and subsequently a better-informed decision.









Section 2 (AC 2.1,2.2,2.3)
a) percentage of each gender by type.



The above diagram highlights the percentage of male, female and non-binary employees. There is a slightly higher percentage of male workers over female (54% and 45%). As you’ll note it appears that there is an under representation of non-binary employees (1%), however, comparing this with UK averages (0.06%) (Office For National Statistics, 2021) the organisation is representative with the wider population.

b) ethnicity as a percentage per team.



The above chart highlights ethnicity across the organisation, divided by department. There are some discrepancies between the departments. For example, there are 4 departments with only white British employees, such as Facilities, Regeneration, lettings and marketing. However, there are departments which have a more diverse ethnicity, such as Community Engagement, Governance and tenancy. Nonetheless, every team across the organisation is weighted towards white British. 

d)disability percentage as an organisational whole and by teams. 



The chart above shows the percentage of individuals with departments who are disabled, alongside the total organisation. The IT department has the highest percentage of disabled at 22% with finance and customer services close behind at 20%. However, there are departments which have no disability representation, such as supported housing, regeneration, marketing, governance, facilities, directors and business services.


c) salary difference across genders. 


The above chart highlights the average salaries between genders. While male and female genders seem fairly even, there is a significant discrepancy with non-binary. However, the organisation only has 2 nonbinary employee providing insufficient numbers to provide a fair average.

d) overall average salary paid by the organisation.


The average salary of the organisation is £31,757. The salary ranges from £21,500 and £140,500.  However, it is important to note that there are some salary discrepancies across a number of departments for individuals employed under the same role. For example, within Business Services, there are two performance officers, but their salaries are £28,500 and £38,500.












Table 2
	Table 2.
	Feedback scores from a recent employee survey on hybrid working practices. 

	 
	1
	2
	3
	4
	5

	
	 

	The ratings shown represent statements on a scale of 1-5 where:

	1 = fully agree, 2 = agree, 3 = not sure, 4 = disagree, 5 = strongly disagree

	 

	
	

	Feedback from 300 employees
	

	 
	

	
	

	1. I enjoy working for home on some days of the week
	112
	57
	19
	94
	18
	

	2. Hybrid working practices support my work-life balance and well-being.
	161
	86
	11
	34
	8
	

	3. I miss engaging with my colleagues in the workplace
	7
	14
	30
	155
	94
	

	4. I feel fully supported when working at work
	22
	20
	18
	138
	102
	

	5. I find working remotely a challenge
	10
	63
	101
	53
	73
	

	6. I find it difficult to separate work from my personal life when working from home 
	98
	95
	23
	70
	14
	

	7. Hybrid working practices make me more productive
	69
	79
	5
	82
	65
	

	8. Working from home does not affect cross functional communication and collaboration with my team
	62
	54
	5
	78
	101
	

	9. Since hybrid working has been in place, I feel more connected to our company culture. 
	8
	178
	3
	39
	72
	

	10. Working from home allows me to meet my targets
	41
	60
	1
	57
	142
	

	11. I can easily access resources at home
	47
	100
	6
	35
	112
	

	12. Working from home removes conflict
	90
	87
	7
	27
	89
	

	13. I feel less stressed when away from the workplace
	41
	4
	0
	5
	250
	

	14. I get the same amount of recognition about my work when working from home
	70
	69
	2
	71
	88
	



The above table above shows the employee feedback survey on hybrid working practices. A review of the above highlights some key factors to consider.  It is clear from, questions 1,2 and 3 that the hybrid working practices improve job satisfaction. While questions 4, 5, 6, 10, 11 and 13 may highlight some operational issues with hybrid working. 

Recommendations.
The use of internal data gathering can have a number of positive benefits for an organisation, specifically it can give detailed insights, for example; utilising quantitative data, such as gender split and qualitative data, such as employee feedback reports (CIPD, 2023). The use of this data can help to minimise the risk of job dissatisfaction, leading to attrition (Repaso, 2022). Therefore, there is a strong argument to regularly review important organisation factors, such as equality and diversity. Regular monitoring allows organisations to bolster its strategy to become more inclusive, subsequently, improving resilience and success (Roberson, 2019). The gender split is fairly even between male and female, however, there lies an under representation on non-binary people. Within these results it would be advisable to both review the internal culture within the organisation and the external brand, to ensure the organisation is approachable for all gender types (Stonewall, 2023). Changes to internal culture can include; adding gender as an KPI to improve visibility between departments, promote openness for employees to discuss their identity, ensure management realise the importance of a fully inclusive organisation. The above policies can also be applied to the ethnicity spread. There are a number of departments which do not have any ethnic diversity. As above, strategies to improve visibility, recruitment and subsequent retention will enable the organisation to improve its diversity (Noya, 2022).
The disability range of the organisation has some departments performing better than others. Reasonable adjustments must be implemented to facilitate any improvement. For example, providing specialist equipment, improving access to the buildings. Making such changes will help to remove any potential disadvantage an employee has (ACAS, 2023). Further, managers must be aware of their minimum obligations under the Equality Act 2010.
The above are protected characteristics under the Equality Act 2010. Therefore, the organisation must ensure it is compliant to avoid claims of discrimination. Organizations must ensure that employees who are protected, are not deemed unfairly treated. Treatment can include; not eradicating barriers to work, causing distress and excluding those from opportunities (ACAS, 2023). Subsequently, it is advisable to review salaries across the organisation to ensure transparency and avoiding any discrimination claims. Transparency helps self-regulate and promote an inclusive culture (CIPD, 2022). Therefore, reports such as gender pay gaps, ethnic pay gaps and the reporting these identifiers will help the organisation to become compliant and more attractive to those minorities (Bennedsen, 2022). 
The feedback of the survey helps to identify key issues within the hybrid working policy. It is clear that the policy has led to an improved job satisfaction with high metrics towards work-life balance. Emerging trends towards organisations having an increased focus on employee wellbeing are driving organisations towards improved methods of workplace delivery (Pradere, 2021). Therefore, the organisation hybrid policy appears to identify the drivers for benefits of work-life balance and enjoyment. However, there are potential issues with performance, support and stress. The organisation may need to identify how employees are motivated and monitored while working from home, and whether policies need to be implemented to ensure fair performance management. Main issues involve operation issues such as collaboration and the ability to separate work time and personal time. Naturally, an organisation would expect collaboration to become more difficult with remote working, however technological advances can ensure these issues are minimised, for example, data sharing through SharePoint, and collaboration tools, such as Teams or Zoom. Further, policies on working times while at home may help to ensure that employees are not working over their schedules, which may lead to burnout (Mind, 2023). 
However, it is important to note that while the survey helps to identify trends, it would be beneficial to clarify some of the points that could be missed. Specifically, it is unclear whether everyone is on the same hybrid policy, the extent to which office working and home working is split. Further some questions appear ambiguous or general, such as question 4, where it is unclear if this relates to home working, office working or both. Such ambiguity may result in questions being answered and assessed incorrectly.
In conclusion, the reports help to identify some key issues to help the organisational success. However, follow up is required on clarifying some points. The report creates a consensus on the organisation, so a further report within specific departments will help fine tune decisions. Once managers have identified all matters an effective, constructive and success plan can be implemented. 














Bibliography
ACAS, 2023. Discrimination at work. [Online] 
Available at: https://www.acas.org.uk/discrimination-and-the-law
[Accessed 11 November 2023].
ACAS, 2023. Reasonable adjustments at work. [Online] 
Available at: https://www.acas.org.uk/reasonable-adjustments
[Accessed 11 November 2023].
ACAS, 2023. Unconscious bias. [Online] 
Available at: https://www.acas.org.uk/improving-equality-diversity-and-inclusion/unconscious-bias
[Accessed 7 November 2023].
Alexander, L., 2021. Deontological Ethics. [Online] 
Available at: https://plato.stanford.edu/entries/ethics-deontological/#AdvDeoThe
[Accessed 21 October 2023].
Anderson, P. J., 2006. Understanding Mechanisms in Organizational Research: Reflections From a Collective Journey. Journal of Management Inquiry, 15(2), pp. 102-113.
Bainter, S. A., 2015. Advantages of Integrative Data Analysis for Developmental Research. Journal of Cognition and Development, 16(1), pp. 1-10.
Baker, L., 2016. Integrating key risk and performance indicators: internal audit can leverage its risk knowledge to improve operational performance and reduce risk exposure. Internal Auditor, 73(3), p. 23.
Bauer, T., 2012. Creating and Maintaining Environmentally Sustainable Organizations: Recruitment and Onboarding. Business Faculty Publications and Presentations., Volume 28.
Beaufort Research, 2022. Welsh Government - Public Attitudes to 20mph, Cardiff: s.n.
Bennedsen, M., 2022. Do Firms Respond to Gender Pay Gap Transparency?. The Journal of Finance, 77(4), pp. 2051-2091.
Bentham, 1789. Introduction to the principles of morals and legislation. Oxford: s.n.
Blumenthal-Barby, J. S., 2016. Biases and Heuristics in Decision Making and Their Impact on Autonomy. The American Journal of Bioethics , 16(5), pp. 5-15.
Bono, E. D., 2009. Six Thinking Hats. London: Penguin.
Boudlaie, H., 2020. Designing a human resource scorecard: An empirical stakeholder-based study with a company culture perspective. Journal of Entrepreneurship, Management and Innovation, 16(4), pp. 113-147.
Bowe, M., 2000. A 6 Hats Based Team Formation Strategy: Development And Comparison With An Mbti Based Approach. Dept. of Engineering Mechanics United States Air Force Academy USAF Academy, p. 16.
Boxall, P., 2011. Strategy and Human Resource Management.. 3 ed. New York: Palgrave Macmillan.
Brien, P., 2022. Economic impact of covid-19 lockdowns, London: House of Commons .
Briugha, R., 2000. Stakeholder Analysis: A Review. Health Policy and Planning , 15(3), pp. 239-246.
Burke, E., 2016. Why organisations need to up their game on understanding, measuring and leveraging human capital, London: CIPD.
Chermack, T., 2007. The use and misuse of SWOT analysis and implications for HRD professionals. Human Resource Development International, 10(4), pp. 383-399.
Cioffi, J. M., 2017. Collaborative care: Using six thinking hats for decision making. International Journal of Nursing Practice, 23(6).
CIPD, 2015. A head for hiring: The behavioural science of recruitment and selection, London: CIPD.
CIPD, 2015. Research Report: August 2015, London: CIPD.
CIPD, 2018. Creating and capturing value at work: who benefits?, London: CIPD.
CIPD, 2022. Pay fairness and pay reporting. [Online] 
Available at: https://www.cipd.org/uk/knowledge/factsheets/pay-fairness-reporting-factsheet/
[Accessed 11 November 2023].
CIPD, 2023. Effective workforce reporting: Improving people data for business leaders. [Online] 
Available at: https://www.cipd.org/uk/knowledge/reports/improving-people-data/
[Accessed 11 November 2023].
CIPD, 2023. erformance management: BBC. [Online] 
Available at: https://www.cipd.org/uk/knowledge/case-studies/bbc/#how-did-an-evidence-based-approach-help
[Accessed November 20 2023].
CIPD, 2023. Evidence-based HR: Make better decisions and step up your influence. [Online] 
Available at: https://www.cipd.org/uk/knowledge/guides/evidence-based-profession/#what-evidence-should-we-use
[Accessed 10 October 2023].
CIPD, 2023. Evidence-based practice for effective decision-making. [Online] 
Available at: https://www.cipd.org/uk/knowledge/factsheets/evidence-based-practice-factsheet/#:~:text=Evidence%2Dbased%20practice%20is%20about%20using%20the%20best%20available%20evidence,the%20most%20trustworthy%20evidence%20available.
[Accessed 10 October 2023].
CIPD, 2023. Evidence-based practice for effective decision-making. [Online] 
Available at: https://www.cipd.org/uk/knowledge/factsheets/evidence-based-practice-factsheet/#how-can-we-move-towards-an-evidencebased-people-profession
[Accessed 10 October 10].
CIPD, 2023. PESTLE analysis. [Online] 
Available at: https://www.cipd.org/uk/knowledge/factsheets/pestle-analysis-factsheet/#what-is-a-pestle-analysis
[Accessed 11 October 2023].
CIPD, 2023. SWOT analysis. [Online] 
Available at: https://www.cipd.org/uk/knowledge/factsheets/swot-analysis-factsheet/
[Accessed 16 October 2023].
Cooper, G., 2019. Cognitive bias research in forensic science: A systematic review. Forensic Science International, 291(4), pp. 35-46.
Corti, L., 2005. On the potentials and problems of secondary analysis. An introduction to the FQS special issue on secondary analysis of qualitative data. An introduction to the FQS special issue on secondary analysis of qualitative data. , 6(1).
Crosby, B., 1991. Stakeholder analysis: A vital tool for strategic managers. Implementinng Policy Change, March(2), pp. 1-6.
Debono Group, 2023. Six Thinking Hats. [Online] 
Available at: https://www.debonogroup.com/services/core-programs/six-thinking-hats/
[Accessed 16 October 2023].
Einhorn, C. S., 2022. Emotions Aren’t the Enemy of Good Decision-Making. [Online] 
Available at: https://hbr.org/2022/09/emotions-arent-the-enemy-of-good-decision-making
[Accessed 14 October 2023].
Facebook, 2023. About fact-checking on Facebook. [Online] 
Available at: https://www.facebook.com/business/help/2593586717571940
[Accessed 14 10 2023].
Fatihudin, D., 2018. How measuring financial performance. Internaional Journal of Civil Engineering and Technology, 9(6), pp. 553-557.
Finkler, S., 1993. A Comparison of Work-Sampling and Time-and-Motion Techniques for Studies in Health Services Research. HSR: Health Services Research , 28(578-597).
Gannon, J., 2015. Strategic human resource management: insights from the international hotel industry. International journal of hospitality management, Volume 47, pp. 65-75.
Gawronski, B., 2017. What makes moral dilemma judgments “utilitarian” or “deontological”?. Social Neuroscience, 12(6), pp. 626-632.
Gupta, A., 2013. Environmental and pest analysis: An approach to external business environment. Merit Journal of Art, social care and Humanities, 1(2), pp. 13-17.
Hadad, Y., 2023. Determining workers efficiency using work sampling and time standards. Logistics Systems and Management , 46(1), pp. 76-94.
Helms, M., 2010. Exploring SWOT analysis – where are we now? A review of academic research from the last decade. Journal of Strategy and Management, 3(3), pp. 215-251.
Hussey, D., 2002. Company analysis: determining strategic capability. Strategic Change, 11(1), pp. 43-52.
Ittner, C., 2003. Coming Up Short on Nonfinancial Performance Measurement. Havard Businss Review: Decision making and problem solving.
Ivancevich, 2007. Human Resource Management. New York: McGraw-Hill.
Janis, I., 1991. Groupthink of Irving Janis. Houghton Mifflin, pp. 235-246.
Kant, I., 1990. Kant: Groundwork of the Metaphysics of Morals. Cambridge: Cambridge University Press.
Lakshman, 2000. Quantitative Vs qualitative research methods. The Indian Journal of Pediatrics , Volume 67, pp. 367-377.
Low, J., 1998. Measures that matter: Non‐financial performance. Strategy & Leadership, 26(2), pp. 24-38.
Maxwell, J., 2021. Why qualitative methods are necessary for generalization.. Qualitative Psychology, 8(1), pp. 111-118.
McCombs School of Business, 2023. Ethics defined: Deontology. [Online] 
Available at: https://ethicsunwrapped.utexas.edu/glossary/deontology#:~:text=This%20approach%20tends%20to%20fit,have%20to%20follow%20set%20rules.
[Accessed 21 October 2023].
Mind, 2023. Dealing with burnout when working from home. [Online] 
Available at: https://www.mind.org.uk/workplace/mental-health-at-work/dealing-with-burnout-when-working-from-home/
[Accessed 11 November 2023].
Neth, H., 2015. Heuristics: Tools for an uncertain world. Emerging Trends in the Social and Behavioral sciences, pp. 1-18.
NIHR Imperial Biomedical Research Centre, 2020. Large scale lockdowns in Europe saved millions of lives. [Online] 
Available at: https://www.nihr.ac.uk/news/large-scale-lockdowns-in-europe-saved-millions-of-lives/25046
[Accessed 24 October 2023].
Noya, F., 2022. Strategies to Facilitate Improved Recruitment, Development, and Retention of the Rural and Remote Medical Workforce: A Scoping Review. Internation Journal of Health Management, 11(10), pp. 2022-2037.
Office For National Statistics, 2021. Gender identity, England and Wales: Census 2021, London: Office For National Statistics.
Office For National Statistics, 2022. Labour costs and labour income, UK: 2022. [Online] 
Available at: https://www.ons.gov.uk/economy/economicoutputandproductivity/productivitymeasures/bulletins/labourcostsandlabourincomeuk/2022#labour-costs
[Accessed 13 October 2023].
Parera, R., 2017. Introduction. In: The PESTLE analysis. s.l.:Nerdynaut, pp. 1-5.
Phillips-Wren, G., 2019. Cognitive bias, decision styles, and risk attitudes in decision making and DSS. Journal of Decision Systems, 28(2), pp. 63-66.
Pradere, F., 2021. Restoring employer wellbeing to achieve sustainable performance. Global Research.
Purcell, 2006. Best practice and best fit: Chimera or cul-de-sac?. Human Resource Management Journal, 9(3), p. Wiley.
Reed, D., 2013. SWOT your way to the future. Industrial Management, 55(2), pp. 23-26.
Repaso, J., 2022. Determining Factors Resulting to Employee Attrition using data mining techniques. Education and management engineering, Volume 3, pp. 22-29.
Roberson, Q. M., 2019. Diversity in the Workplace: A Review, Synthesis, and Future Research Agenda. Annual Review of Organizational Psychology and Organizational Behavior, Volume 6, pp. 69-88.
Robinson, M., 2009. Work sampling: Methodological advances and new applications. Human Factors and Ergonomics in Manufacturing & Service Industries, 20(1), pp. 42-60.
Rosander et al, A., 1958. The Use of Random Work Sampling for Cost Analysis and Control. Journal of the American Statistical Association, 53(282), pp. 382-397.
Said, 2003. An empirical investigation of the performance consequences of nonfinancial measures. Journal of Management Accounting Research, Volume 15, pp. 193-223.
Sarwar, D., 2017. Disaster Management System as an Element of Risk Management for Natural Disaster Systems Using the PESTLE Framework. International Conference on Global Security, Safety, and Sustainability, Volume 630, pp. 191-204.
Savulescu, J., 2020. Utilitarianism and the pandemic. Bioethics, 34(6), pp. 620-632.
Schuler, R., 1987. Linking Competitive strategy and human resource management practices. Academy of management executive, 3(1), pp. 207-219.
Senedd Cymru, 2023. Petition: We want the Welsh Government to rescind and remove the disastrous 20mph law. [Online] 
Available at: https://petitions.senedd.wales/petitions/245548
[Accessed 10 10 2023].
Shuck, B., 2014. Human Resource Development Practices and Employee Engagement: Examining the Connection With Employee Turnover Intentions. Human Resource Development Quarterly, 25(2), pp. 239-270.
Slee, M., 2014. Learning to navigate enterprise bargaining: the process of innovation and adaptation in the union movement. A journal of the social and economic relations of work, 24(3), pp. 217-234.
Society For Human Resource Management, 2022. SHRM HR Benchmarking Report, s.l.: SHRM.
Stonewall, 2023. https://www.stonewall.org.uk/best-practice-toolkits-and-resources. [Online] 
Available at: https://www.stonewall.org.uk/best-practice-toolkits-and-resources
[Accessed 11 November 2023].
Tangen, S., 2004. Performance measurement: from philosophy to practice. International Journal of Productivity and Performance Management, 53(8), pp. 726-737.
Tarki, A., 2019. How to Avoid Groupthink When Hiring. [Online] 
Available at: https://hbr.org/2019/08/how-to-avoid-groupthink-when-hiring
[Accessed 13 November 2023].
Tuytens, M., 2012. Importance of system and leadership in performance appraisal. Personnel Review,, 41(6), pp. 756-776.
Wade, C., 1995. Using writing to develop and assess critical thinking. Teaching of Psychology, 22(1), pp. 24-28.
Walt, G., 1994. Can interest groups influence government policy?. London: Zed Publications.
Welsh Government, 2023. Statistics Wales Demography newsletter: March 2023, Cardiff: Welsh Government .
Woodman, P., 2008. Disastrous opening day for Terminal 5. [Online] 
Available at: https://www.independent.co.uk/news/uk/home-news/disastrous-opening-day-for-terminal-5-801376.html
[Accessed 13 November 2023].

























	Please write clearly in block capitals.  

	Centre number: 
	 
	
	
	

	Centre name:

	University of Wales Trinity St David

	Learner number (1st 7 digits of CIPD Membership number):
	 8
	8
	0
	0
	5
	4
	4

	Learner surname: 
	 Green

	Learner other names: 
	Hywel

	

	Unit code:
	5CO02

	Unit title:
	Evidenced-based practice

	Assessment ID:
	CIPD_5CO02_23_01

	Assessment start date:
	

	Assessment submission date:
	27/11/2023

	First resubmission date for centre marking – if applicable:
	

	Second resubmission date for centre marking – if applicable:
	

	Declared word count:
	4058




Declaration of Authentication
Declaration by learner 
	I can confirm that this assessment is all my own work and where I have used materials from other sources, they have been properly acknowledged.   

	Learner name: Hywel Green
	

	Learner signature: [image: A black and white drawing of a star

Description automatically generated]
	

	Date* 27/11/2023
*This should be the date on which you submit your assessment
	





	Mark
	Range
	Descriptor

	1
	 Fail 
	Insufficient demonstration of knowledge, understanding or skills (as appropriate) required to meet the AC.
Insufficient examples included, where required, to support answers.
Presentation and structure of assignment is not appropriate and does not meet the assessment brief.
Insufficient or no evidence of the use of references to wider reading to help inform answer.

	2
	Low Pass
	Demonstrates an acceptable level of knowledge, understanding or skills (as appropriate) required to meet the AC.  
Sufficient and acceptable examples included, where required, to support answers.
Required format adopted but some improvement required to the structure and presentation of the assignment.
Answers are acceptable but could be clearer in responding to the task and presented in a more coherent way.
Sufficient evidence of the use of references to wider reading to help inform answer.

	3
	Pass

	Demonstrates good knowledge, understanding or skills (as appropriate) required to meet the AC.
Includes confident use of examples, where required, to support each answer.
Presentation and structure of assignment is appropriate for the assessment brief.
Answers are clear and well expressed.
Good evidence of the use of references to wider reading to help inform answer.

	4
	High Pass
	Demonstrates a wide range and confident level of knowledge, understanding or skill (as appropriate).
Includes strong examples that illustrate the point being made, that link and support the answer well.
Answers are applied to the case organisation or an alternative organisation.
Answers are clear, concise and well argued, directly respond to what has been asked.
The presentation of the assignment is well structured, coherent and focusses on the need of the questions.
Considerable evidence of the use of references to wider reading to inform answer. 





Marking grid and feedback for learner

	Unit 5CO02: Assessor Feedback to Learner


	Centre number
	Please enter your centre number here

	Centre name
	Please enter your centre name here

	Learner number (1st 7 digits of CIPD Membership number)
	Please enter the learner number here. Must be 1st 7 digits of CIPD membership number

	Learner surname
	Please enter learner surname here

	Learner other names
	Please enter learner other names here e.g., first name and middle name(s)



	Section 1


	AC Number
	Assessment Criteria
	Mark 
1-4

	1.1
	Evaluate the concept of evidence-based practice including how it can be applied to decision-making in people practice.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.2
	Evaluate a range of analysis tools and methods including how they can be applied to diagnose organisational issues, challenges and opportunities.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.3
	Explain the principles of critical thinking including how you apply these to your own and others’ ideas.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.4
	Explain a range of decision-making processes.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.5
	Assess how different ethical perspectives can influence decision-making.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	3.1
	Appraise different ways organisations measure financial and non-financial performance.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	3.2
	Explain how to measure the impact and value of people practice using a variety of methods.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	Total marks for TASK 1

	Enter total marks here

	Total marks for TASK 1 (resubmission 1 if applicable)

	Enter total marks here

	Total marks for TASK 1 (resubmission 2 if applicable)
	Enter total marks here




	Section 2


	AC Number
	Assessment Criteria
	Mark 
1-4

	2.1
	With reference to a people practice issue, interpret analytical data using appropriate analysis tools and methods.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	2.2
	Present key findings for stakeholders from people practice activities and initiatives.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	2.3
	Make justified recommendations based on evaluation of the benefits, risks and financial implications of potential solutions.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	Total marks for TASK 2

	Enter total marks here

	Total marks for TASK 2 (resubmission 1 if applicable)

	Enter total marks here

	Total marks for TASK 2 (resubmission 2 if applicable)
	Enter total marks here








	Total marks for UNIT

	Enter total unit marks here
	Grade
	Enter grade here

	Total marks for UNIT (resubmission 1 if applicable)

	Enter total unit marks here
	Grade (resubmission 1 if applicable)
	Enter grade here

	Total marks for UNIT (resubmission 2 if applicable)

	Enter total unit marks here
	Grade (resubmission 2 if applicable)
	Enter grade here

	Assessor Feedback Summary

Please enter your summary and developmental points for the learner here. Please use a different font colour for any resubmission comments. 



	Assessor name
	Please enter your Assessor name here

	Assessor signature
I confirm that I am satisfied that to the best of my knowledge, the work produced is solely that of the learner.
	Please enter your Assessor signature here

	Date
	Please enter date here


	IQA name
	Please enter your IQA name here

	IQA signature
	Please enter your IQA signature here

	Date
	Please enter date here









Percentage of team disabled	
Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	company total disability	0	14.285714285714285	20	0	0	20	0	8.3333333333333321	11.111111111111111	5.2631578947368416	22.222222222222221	10	0	18.181818181818183	5.0505050505050502	0	0	9.0909090909090917	8.0769230769230766	


Average Salaries Per Gender

Male Average Salary	Female Average Salary	Non-Binary Average Salary	31812.18	31900.3	19500	



Salary FTE	21500	21500	38850	39465	62500	28500	38500	43000	25600	21800	23000	23000	44000	26500	26500	26500	22000	23685	23685	23685	23685	23685	23685	23685	23685	23685	23685	42565	65000	23000	23000	140500	98500	98500	102500	28955	41555	25600	22555	26895	26895	26895	37455	46895	65000	35000	35000	35000	25500	35000	34500	21030	21030	21030	21030	21030	21030	21030	21030	21030	21030	21030	21030	24000	24000	34000	28900	28900	31000	65000	22600	22600	42500	27500	27500	27500	27500	27500	27500	27500	27500	62000	21500	21500	21500	17500	41255	30210	30210	30210	30210	30210	30210	30210	30210	30210	30210	29855	29855	29855	45000	72000	46000	46000	24000	24000	29000	42000	29900	26750	26750	26750	26750	26750	22300	22300	22300	41500	34500	26900	34000	26500	24750	72000	48950	33500	29600	33200	39950	27500	40500	40500	25690	28000	21500	21500	48000	24000	46200	26540	41000	32000	38500	41000	38500	72000	46000	22500	22500	22500	22500	22500	22500	22500	48000	48000	23750	23750	23750	33500	33500	33500	33500	21030	21030	17500	17500	17500	32500	32500	32500	32500	32500	32500	32500	32500	32500	29500	29500	29500	29500	29500	29500	29500	29500	29500	29500	29500	29500	32500	32500	32500	32500	32500	32500	32500	32500	32500	32500	29500	29500	29500	29500	29500	29500	29500	29500	29500	29500	29500	29500	29500	28500	28500	28500	28500	28500	28500	28500	28500	28500	28500	28500	28500	28500	28500	28500	28500	33950	33950	33950	33950	33950	42500	25000	44000	27090	42000	21750	21750	21750	21750	23500	23500	23500	23500	23500	23500	23500	24500	24500	24500	46800	33425	33425	33425	33425	33425	33425	22500	


Gender


Male	Female	Non-Binary	0.54	0.45	0.01	

















































































Asian - Bangladesh	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	Black - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	Chinese	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	Indian	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	1	1	Mixed - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	Pakistani	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	2	1	White and Black Caribbean	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	1	White British	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	7	4	12	4	2	8	2	11	16	17	8	10	4	10	98	5	10	9	White Irish	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	White Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	1	2	



image3.jpg




image1.png
Asking

Translating a practical issue or problem
into an answerable question

Acquiring
Systematically searching for and
retrieving the evidence

Aggregating
Weighing and pulling together
the evidence

_Applying
Incorporating the evidence into the
decision-making process

Assessing
Evaluating the outcome of the
decision taken





image2.png
&€ > C 00 @ debonogroup.com/services/core-programs/six-thinking-hats/ e w 0@ :

You and your team members can learn how to separate thinking into six clear functions and roles.
Each thinking role is identified with a colored symbolic “thinking hat.” By mentally wearing and ws  Our Services
switching “hats,” you can easily focus or redirect thoughts, the conversation, or the meeting.

D_ The White Hat calls for information known or needed. “The facts, just the facts.” Inclusion and Diversity

CLIENT STORIES

The Yellow Hat symbolizes brightness and optimism. Under this hat you explore the
!_ positives and probe for value and benefit.

Risks, difficulties, Problems — The risk management Hat, probably the most powerful Hat; a

!_ problem however if overused; spot difficulties where things might go wrong, why something
may not work, inherently an action hat with the intent to point out issues of risk with intent to
overcome them.

Schedule Training

!_ The Red Hat signifies feelings, hunches and intuition. When using this hat you can express
emotions and feelings and share fears, likes, dislikes, loves, and hates.

The Green Hat focuses on creativity; the possibilities, alternatives, and new ideas. It's an
!_ opportunity to express new concepts and new perceptions.

The Blue Hat is used to manage the thinking process. It's the control mechanism that
!_ ensures the Six Thinking Hats® guidelines are observed.

Using Six Thinking Hats®, you and your team will learn how
to use a disciplined process which will...

H L Type here to search




