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AC 1.1
Evidence-based Practice (EBP) is an approach to decision making that integrates the best available evidence from multiple sources with clinical expertise and values, ensuring that it is reliable and trustworthy, eliminating bias therefore to make informed decisions that are more likely to have the desired effect of achieving the organisational strategic goals (CIPD, 2024). It is a useful approach when there is an organisational HR issue that requires exploration and solution such as increased attrition rates or the implementation of a change in policy or practices.  The three general approaches are conscientious, explicit and judicious (Briner, 2022), trying to gather the evidence, then judging it on the quality. Followed by explicit, how you show it, write it down and then communicate it to others.
Organisational decisions have a direct impact on stakeholders, including employees and customers and have a financial impact on the business. Unreliable and mis- management decisions resulting in errors are caused purely down to managers basing their decisions on personal judgement, opinions and anecdotes and received wisdom that are prone to be bias (CIPD, 2024). Professional experience is an important and vital element of decision making, however managers are busy and time deprived, there can be a tendency to rely on ‘heuristics’ – a mental shortcut to make decisions easier, referring to past experiences and the concept of ‘what worked in the past will work in the future’(CIPD, 2024). Also Bounded Rationality, making decisions based on the pressures of limited time, resources and available information (CIPD, 2016) and Confirmation Bias resulting in ‘Cherry-picking’ evidence that suit values and beliefs, contribute to poor decision making resulting in errors (CIPD, 2016). 
EBP is reliant on identifying the issue and then gathering meaningful, valid evidence through multiple sources that is more reliable than from one source alone that includes primary and secondary data. Referred to as the four sources of evidence: Scientific evidence from academic journals, Organisational data, Experiential evidence and Stakeholder evidence (Barends et al, 2014). Evidence collated from the four sources are combined with a framework of six steps to focus the research and apply critical thinking techniques to test evidence credibility before making an informed decision: Ask, Acquire, Appraise, Aggregate, Apply. Assess (the 6 As), (CIPD 2024). Researching multiple sources of evidence and applying the 6 As rationale model, allows for a systematic, critically appraised, aligned approach with a shared objective to making informed HR and L and D decisions, such analysis of employee retention, staff absenteeism or staff engagement issues based on validated facts. The application of critical thinking influences a change to decision makers thinking process and eliminates Groupthink, where decision makers can go with the majority for harmony and to conform (Cherry, 2022). It removes the potential for decisions to be made based on fake news or AI that is currently the latest fad, opinions and bias and eliminates bounded rationality and confirmation bias resulting in an informed decision more likely to have the desired outcome for organisation goals (Briner, 2022). 

(AC 1.2)
To diagnose and remedy HR organisational issues, it requires the application of analysis tools and methods to identify internal and external environment factors that are current. PESTLE (Political, Economic, Social, Technological, Legal and Environmental) is a strategic tool used to evaluate external factors that can impact an organisation. It is known as a valuable tool for understanding external influences and is especially beneficial for strategic planning and anticipating change in the short term and long-term trends. To maximise its impact, it should be used alongside other analysis methods including SWOT and Porters Five Forces or scenario planning (CIPD 2024) and tailored to the organisation. Its main strengths are the coverage of a broad range of external factors, ensuring all relevant influences on an organisation or business are covered. To be effective, a PESTLE analysis needs to be done regularly. Doing so can help organisations to spot trends early and provide a competitive advantage. For strategic business planning, PESTLE provides contextual information about the business direction, how its brand position is. The business growth targets, and risks to productivity. PESTLE analysis can also help determine the validity of existing products and services and define new product development. It helps It helps recognise the context for change, and is most effective when used in association with a SWOT analysis to understand opportunities and threats around labour changes, such as skills shortages or current workforce capabilities. However, its effectiveness depends on the depth of research, the analysts, and regular updates accounting for the ever-evolving conditions. It can also be time consuming, and does not always provide solutions, but merely highlights external factors for consideration. PESTLE analysis offers invaluable insights to guide the business and organisation strategic decisions. 
People Analytics is vital to understanding the workforce. It helps by analysing the data of employees which is collected from Information systems normally within HR, and supports in improving retention and employee wellbeing thus solving business problems within the workforce (CIPD 2024). Sickness reporting systems help to secure absenteeism data along with reasons behind the absence, supporting organisations health and wellbeing departments. For example, the occupational health department can then provide support to those staff whether they are on long term or short term absence, helping them to stay in work or support through recovery via referrals. The data from these reports can also identify areas such as workplace stress. The strategy can then focus on management training in this area and highlight issues that may not have been brought to their attention originally.

(AC 1.3)
The principal of critical of thinking is to objectively analyse and evaluate the quality and validity of sources and content of the best available evidence (CIPD, 2014). It is 3 key parts for HR experts, critique, how they construct arguments, opinions and how they communicate and the third is identify how others use critical thinking (CIPD 2019). It can help solve complex problems and make better decisions, bringing clarity to confusion. and increasing our potential to succeed when others look to teams for answers that work. 
It requires a collective, collaborative approach amongst colleagues to study and challenge evidence for its credibility, reliability and relevance through the mediums of critical reading and rational debate with the purpose to identify flaws, fake news, Artificial Intelligence (AI), and separate what is opinion over fact (CIPD, 2021). Debate opens the forum for evidence triangulation and comparison as well as scrutiny over how the information was obtained and where it is from, whether it is the best available evidence, if the author is credible – what is their point of view, what ideas and information is presented, methods of collation, is the evidence correct or valid, have any assumptions been made, is it fact or opinion, whether it is sound evidence and whether is there further information required to come to a conclusion (Barends et all, 2014). It also enables the detection of any personal bias, confirmation bias (CIPD, 2024) and bounded rationality and eliminates heuristics (Barends et al, 2014) to enable objective HR people practice decision making.
(AC 1.4) 
There are numerous decision-making processes that HR professionals can adopt to help make informed decisions, each one following a systematic approach to consider all of the possible options available, implications, strategy for implementation, the benefits and the risks involved. ‘Decision making is not an exact science’ (Adair, 2022), there is not a one size fits all approach.  These approaches can be carried out individually but best in teams for a rounded perspective. The ‘Best fit’ approach focuses on the best decision that is in line with the organisational strategy. This approach ensures that decisions are not just based on the “best”, in absolute terms, but are tailored to the specific needs of the organisation or business ensuring practicality and effectiveness. 

One example of a decision making process used in HR practice is the Edward De Bono’s Six Thinking Hats technique, facilitating reflective thinking with open communication (De Bono Group, 2022). It is a disciplined technique that is applied to decision making approaches. Significant applications for the parallel thinking process of Six Thinking Hats include leadership development, team productivity, alignment and communication, creative and innovative thinking, meeting leadership and decision making, product and process improvement, and project management, critical, analytical thinking and problem-solving, organisational change and or performance and wherever high-performance thinking and action is needed. The technique involves each participant wearing an imaginary, coloured hat, each colour representing a different style of thinking. The White hat is neutral and objective, it focuses on data and facts, the Red hat on emotions, hunches and intuition, the Yellow hat looks at benefits and values and the positives, the black hat looks at the risks, identifies weaknesses (the negatives), for creative thinking and to generate ideas is the green hat, look at all the possibilities and the Blue Hat controls the process, it is worn at the beginning to outline the process and at the end to make the decision. (Bono, 2000 pp13-15). Using the technique effectively covers all aspects of what is needed to be considered such as long-term benefits, looking at all the facts available, identify any weaknesses or risks, considering emotions and feelings, financial implications and evaluates all facts and perspectives when designing a rewards package to make a sound decision (De Bono Group, 2022). 
(AC 1.5)
Ethics are a set of principles often defined as a code that acts as a guide to conduct (Lawton 1998). It is described as a set of principles providing a framework for acting. Codes of practice and conduct are used to promote the ethical behaviour.
Demonstrable ethical practice is not only an effective insurance policy, mitigating risk; it gives organisations competitive advantage. An organisation's success depends on trustful relationships with its employees, customers, suppliers and the community (CIPD 2024).
Utilitarianism is an ethical theory that focuses on the consequence rather than the morality by making a decision based on what produces the greatest balance of happiness, pleasing the majority, regardless of the minority being negatively affected (Goldstein, 2013), or doing the right thing. 
Deontology on the other hand is the theory of duty and obligation and adhering to rules regardless of the circumstance, doing the right thing based on justice, whether it is right or wrong. The theory is based on not breaking rules even if there is reason to, there are no exceptions (Goldstein, 2013). 
The theories should be combined with the 8 ethical lenses framework that looks at 8 different ethical perspectives of an issue. It encourages a balanced evaluation by considering various moral principles: Fairness – Everyone involved and affected should be able to agree to it, Merit – guaranteed equal opportunities, Markets – pay is awarded based on current market, Democracy – All those affected should take part in the decision making, Well-being – based on Utilitarianism, the well-being of all parties is the focus rather than organisational gain, Rights and duties, nobodies rights should be violated, Character - developing and applying good virtues, Handing Down – preserve and promote company values (CIPD, 2015). The most important role for HR professionals is to ensure and embed a consistent approach throughout, applying ethical values into the organisation through a defined code of conduct (Armstrong and Taylor 2020).

(AC 3.1)
Financial measures are useful in providing shareholders an understanding of financial health and efforts for a period on past indicators for that moment in time and are accurate. Organisations measure financial performance to assess their profitability, efficiency and financial health. The appraisal of these various measurement approaches involves evaluating their effectiveness and limitations. Common measures include net profit margin as a percentage of revenue, Gross profit margin, return of assets and return on equity. Gross profit margin is a profitability ratio that measures what percentage of revenue is left after subtracting the cost of goods sold. The cost of goods sold refers to the direct cost of production and does not include operating expenses, interest, or taxes. In other words, gross profit margin is a measure of profitability, specifically for a product or item line, without accounting for overheads. This is a good example of one of the main indicators of how the business is profiting for managers and stakeholders to understand.
Non-financial measurements are long term and internal, they include social impact, customer retention, satisfaction and complaints, employee turnover, satisfaction, training hours invested and operating and development time (Strobierski, 2020) to evaluate the performance of the organisation and business for continual improvement. These support the growth strategy, investing in employee learning and development improves productivity and customer service. It also supports staff retention and engagement as well as improved morale in staff (Chabuda, 2019). Non-financial measures on their own are useful in the public sector such as Local Government Authority. It is beneficial to combine both financial and non-financial measurements regardless of industry for all indicators to be considered for effective decision making and a useful tool is the Balanced Score Card that comprises of 4 elements that provide both financial and non-financial measurement criteria to evaluate organisation performance from each perspective, leaving no stone unturned: Financial, Internal Business Processes, Learning and Growth and Customer perspective (Heisinger, 2016). These are interlinked and continually monitored to accomplish success (Strobierski, 2020) and can also be used to benchmark against competitors within the same industry.

(AC 3.2)
The role of the people practice function is to add value by providing people management strategies that feed into the organisational goals and strategy (Personnel Today, 2012). 
Ensuring effective planning for recruitment to align with organisational goals and objectives is a key function of this. Local government for example is always under huge scrutiny due to taxpayers having a voice on front line services, and in particular, departments such as social services, Leisure, Libraries and Environmental and recycling services to name a few. These front line workers are vital for the running of these services, therefore recruitment and ongoing learning and development is key, so having a clear strategy and guidance for managers is a big part of the HR and corporate strategy. Getting this wrong incurs costs. An efficient recruitment strategy is vital to establish the costs and benefits of finding and hiring the right talent (Gold, 1999). It is important to have specialist people in place, who are required to understand the job design, create job descriptions, understand the local employment market and evaluate the skills required, avoid discrimination, design attractive and bilingual recruitment adverts, select relevant advertising forums, vetting correctly to avoid bias, interview skills, plan training and induction programmes (CIPD, 2022) as well as the application of the cost benefit analyses tool to determine the cost of recruitment including direct costs versus the forecasted rewards and considering alternatives if necessary including the impact of costings of Casual workers and sub contract workers in the decision making process (factorial HR, 2022). For continual growth it is vital that professionals measure the success of recruitment processes by evaluating the return on Investment by evaluating retention rates, individual and team performance and engagement. 
Employee well-being is linked to motivation, engagement and productivity and improving organisational performance and reputation (CIPD, 2024). Use of the ROI tool by analysing absence data and staff engagement survey data and comparing against historical figures can indicate the effectiveness of the initiative in place.
People practitioners implement organisation well-being strategies, ensuring that there are initiatives such as Occupational Health support and counselling services, safe working practices are in place, suitable working environments, training and development opportunities, regular reviews with employees and all managers are equipped to have sensitive conversations in place to support employee well-being (CIPD, 2024). If these initiatives are not implemented or in place, then work force and productivity is affected through absenteeism and capability issues with staff.
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