[bookmark: _Hlk169362513]Evidence-based Practice (AC 1.1)
Evidence based practice (EBP) is establishing knowledge and understanding to inform practices by obtaining evidence from reliable sources. This will lead to making effective decision making based on critical thinking and evidence (Taylor, 2022). This will assure researchers question the validity of the sources, and reduce bias of their research. “An objectively derived evidence-based decision will reduce errors in decisions formed on the basis of subjectively held opinion.” (Rousseau, 2006). 
Barends & Briner (2022) states that the aim of EBP is to obtain as many sources of critically appraised evidence, then assess and look at the probability of your solution resolving your problem and its bias. Four sources of EBP are behaviour science and academic research, organisational data, stakeholder concerns and practitioner expertise (CIPD, 2023) and they can greatly assist with decision making.  The purpose of EBP is to critically assess the benefits and disadvantages during decision making. (CIPD, 2017). You can use critical thinking to assess the benefits and challenges that can come up when implementing a policy within a workplace, they can then analyse organisational data to see whether this contributed to business performance. This can assist innovation and put businesses ahead of the curve (Hoffman, 2023). For example, with implementation of the Neo-natal leave before the April 2025 updates, which gives support to parents who are affected (GOV, 2022).  However, critical thinking also has it’s drawbacks, it is a time consuming and it can avoid creativity. (Paradeepa 2023).
EBP requires the use of strategies, an example of this would be rational model, this would involve decision-making which selects logical routes for the best possible outcomes, a team would use credible sources and facts to analyse other possibilities to make a decision between the options (Indeed 2023). This can be a transparent process which avoids biases and emotions, however although ignoring emotion within decision making can be useful, it isn’t realistic.  
Group decision-making can support effective decision-making in a business, as it involves employees and their experience within decision making. One way to use this effectively would be to ask for training suggestions which HR can then implement based on employee recommendations. (Moore, 1998). The advantage of would be a diversity of views and a larger acceptability as it would be done via a democratic decision-making process. Employers can use CIPD’s 6 steps to evaluate their decision making, by reviewing published evidence of such training working previously. (CIPD, 2023) However, this can be time consuming and at times a few individuals could dominate the discussion (Chand, 2014)
Analysis tools and methods (AC 1.2)

There are many available tools to analyse issues or problems within a business, an example of this would be PESTLE and SWOT. Along these we also use analysis methods such as, job analysis questionnaires. 

SWOT is an acronym that stands for strengths, weaknesses, opportunities and threats.  The appropriate use of this analysis tool is to study external factors and how the changes within these areas may influence decision making within an organisation (CIPD, 2024). Companies can then assess and identify risks that can happen within their organisation and make informed conclusions. 

An example of this would be to investigate current legal shifts in the Employment Law, such as the Equality Act 2010 and April 2024 reforms (ACAS, 2024).  Businesses will now have to analyse the direct implications it will have on the company. With reference to the SWOT analysis (Table 1), companies will have to take into considerations the effects this will have on training, legal procedures and protection of employees. 

Advantages of using SWOT analysis include enabling an understanding of the strengths and weaknesses of the organisation, it also encourages management to build opportunities by focusing on these, which will allow businesses to stay ahead in the market. (Bottrell, 2023) Using SWOT helps identify strategies that will eliminate weaknesses and improve on strengths, which in turn will exploit opportunities to counter pressures. (Salar, 2013). 

Though it is a useful tool to look at the bigger picture, CIPD also believe that SWOT analysis method may oversimplify the amount of data that is used for decision making (CIPD, 2024). Biryulin (2022) believes that this tool is far too simple to use for strategic planning, he says “such an approach highly unlikely may help a business devise a disruptive strategy because it limits itself in the Procrustean bed of its current strengths,” 

Once a company has used analytical tools and implemented the recommendations around things such as training and creating partnerships with communities, the organisations will need to dedicate time into collecting return on investment through analysis methods. For example, a milk farm conducting a study on ROI for an implementation of a vaccination programme, they found that there was an increase in the milk value and improved production (Baucells, 2014). Additionally, job analysis questionnaires can be a crucial analysis of the implementation of the above tool. (Table 1) For example, upskilling employees’ successes can be easily gauged through the use of methods such as questionnaires. 

There are many advantages to using questionnaires, these are easily accessible and inexpensive, they can also be easily distributed.  Furthermore, this tool can reduce potential biases that can happen during interviews. Questionnaires are easily quantified and comparable, therefore can provide trends and digests (M. Barwa). However, there are also risks that your data would not reflect the findings you are looking for, as an interviewer can explain a question to a person, where as in a questionnaire you have no third-party input. (Green, 1986). 

In general, academics agree that most methods are useful, but in order to increase their effectiveness, they should be combined for effectiveness. 

Critical thinking (AC 1.3)
Critical thinking is defined as “the ability to think well and to critically reflect on the ideas, opinions and arguments of others.” (CIPD, 2019) Academics define critical thinking as a way of analysing available evidence and data to see what extent of bias is associated with it. (Armstrong, 2017). This will also involve distinguishing the quality of ideas, theories and concepts to see whether there is an ill-defined bias or assumptions (Griggs, 2015). Schon (2017) maintained that in order for a practitioner to distinguish themselves as experts, they had to have an ability to reflect on their practice, especially when tackling complex cases. CT requires reflecting on the validity of “evidence” and sources that are being used by you and the awareness of unconscious and conscious bias (Black, 2006). 
Critical and reflective thinking is important as it teaches people not to simply be a passive recipient of information but to construe and implement their data across their professions. (CIPD, 2019). Indeed state that CT can assist with making unbiased decisions which are based purely on facts rather than emotions, CT is widely used across recruitment to avoid bias and ensure fairness. Haber writes that critical-thinking courses help teach students to spot misleading information in everyday arguments, it is closely associated with creativity and rationality. 
An example of the application of critical thinking would be within scientific analytic reasoning (SAR), Yanchar (2008) states that SAR “may often be viewed as neutral or unbiased mechanism for evaluating research and judging knowledge claims”. This can be used within early stages of recruitment to assess the candidates overall analytical skills. This will ensure only exceptional analytical skills are in the advanced stages and thereby reduce time invested by the company.  (Schwencke, 2022). Yanchar (2008) point out that such approach can impose limitations on itself and cause lack of neutrality. 
An example of businesses applying CT to personal ideas to assist with objective and rational debate would be within disciplinary procedures. Wade (1995) 8 characteristics, can be used to firstly identify the problem that has been brought to a company, e.g. an alleged breach of drugs and alcohol policy by an employee, although this could potentially prove to be an emotional situation for both the business and the employee, their aim would be to examine all evidence available from all sources fairly, i.e. witness statements or drug test. To asses this evidence correctly HR would have to cut out any biases from evidence provided by collecting everyone’s statements. They would also have to consider any interpretations of statements, as most of the evidence would likely be passed onto them from a manager, they would have to make sure that they critically asses this, as the manager could have personal bias against the employee. Furthermore, they would also have to take into consideration factors that could have influenced this behaviour from outside of work, such as addiction or poor upbringing. This could also be further interlinked to bias of the assessor who is addressing the evidence, as they could form assumptions based on the individual’s past.
Decision-making processes (AC 1.4) 
Making effective decisions requires the application of your skills to concentrate on the most appropriate approach for the scenario you are tackling. Good Decision making will help you avoid using biased assumptions. (CMI, 2020) CIPD guidance further states that making effective and pragmatic verdicts depends on specific settings or situations, thereby avoiding a ‘one-size-fits-all’ approach. Morrison supports this by saying that great practitioners can follow policies and procedures but it is up to them and their skill to apply these appropriately to the scenario. 
De Bono theory
The theory explains 6 hats, facts, emotion, benefit, ideas, planning, judgement (Guevara, 2022). This theory is able to represent both sides of the decision-making process to align employee and employer considerations and ensure the greatest outcome is achieved for both. To demonstrate, by taking emotion (red hat) into consideration when looking at long-term sickness absence(De Bono Group, 2019). With the application of the red hat the company can assess how an employee would feel about, for example, being invited to a sickness absence meeting, after this HR can then decide whether an informal setting with questions mainly aimed at assisting the employee’s medical condition would reduce any risk of emotions taking over. The employer can then switch into a green hat, which can be used to create methods to assist the employee with returning to work, such as reasonable adjustments. Furthermore, the green hat can assist the Employer with an effective way to reduce future sickness absence like hybrid working. 
K & T Model 
This model aims to take the guesswork out of decision making, getting the “best possible” outcome (Mindtools, 2024). Smith believes that all methods have risks associated with them, however the KT approach aims to mitigate this (Smith, 2015). Applying the K&T model in practice relating to underperformance would follow the below decision-making process: 
Firstly identify the problem, what KPI’s should be reached by an employee and how, this way they outline the priorities. 
The next step would be to identify possible causes of the underperformance, for example, lack of training from the company or several absences, the employer would then move onto evaluating each one of these causes and the effects they have. 
Finally, the employer would establish a true cause based on the reasoning and evidence in front of them and draw up conclusions, thereby they would focus on elements that have an impact on the employees performance and try to mitigate them with for example, additional training or adjustments (Linkedin 2023).  
Force field analysis
A decision-making tool which requires a business weigh up the forces for and against changes within a business, this allows you to get a clear picture as to whether you should implement a change (Mindtools, 2020). An application of this would be to list pros and cons for creating templates for legal documents within a company. An employer can outline pros, like for example improved productivity and rate these points on a scale of 1-5 of importance, then we can list the cons, for example the templates becoming outdated as laws progress. Employer would assess these and see whether the implementation of templates should go ahead. Employers can use qualitative and quantitative data to approach this, like for example having a group discussion with employees. (Han, S.J & others 2023).
Ethical perspectives (AC 1.5)
Utilitarianism 
An ethical perspective that can inform and influence moral decision making by implementing principles such as fair-mindedness and honesty; doing the best thing to benefit the highest number of people. (Armstrong, 2020).  An example of this is the availability to offer hybrid-working to improve wellness within the company and build trust between employees and the business. This would also offer business’ more sustainable working environments and the ability to distribute funds elsewhere, e.g. training or benefits. (Deloitte, 2024). Thus, benefitting both parties. Understanding utilitarianism can also assist employers with correctly implementing new policies, for example to make sure that the new policies are in line with the legislations like the Equality Act 2010. Ensuring that the employer promotes ethical development and practices to support moral decision making. As well as their employees well-being, health and safety (CIPD, 2024). 
Consequentialism 
Focuses on selecting consequences which will provide the best effect for greatest number of people. (Portmore, 2024). This would be relative to a redundancy process’, where the consequence of the actions would be to make a small amount of people redundant, to allow a greater amount of people to keep their jobs.  Understanding Consequentialism can help influence moral decision-making as it clearly shows that the outcome of an act can change the perception of whether it is inherently wrong (BBC 2014). For example, companies including discrimination policies in handbooks to show zero-tolerance of any discrimination while encouraging greater good. (Chron) 
Altruism
Lastly, understanding altruism can vastly influence moral decision making as it focuses on the act of selflessness and acting to benefit others, using resources, such as time or money to help others to improve the world. (Greaves, 2019). If you were to donate your personal time to assist new recruits, you would thereby be sacrificing your time. It would be intuitive for a company to consider all the effects this would have on an employee’s time, training needs and the introduction of new employees into the company, which they should be leading.
Ways to measure performance (AC 3.1)
Non-financial performance 
These are not measured by financial values, although these are not interlinked to financials, they can still be quantitative or qualitative in forms of data. Customer experience can be a good example of this, this can be measured by recording wait times when contacting the team or with feedback forms once the advice has been provided. (Indeed 2023) 
Another metric could be related to innovation as it details the company’s ability to penetrate markets and to develop. An example of this being put into practice would be Netflix or Tesla, who measure their performance by the number of subscribers and new homes for their subscriptions (Haider, 2023). The stock value of these companies is mainly valued by their performance within their nonfinancial targets of gaining market dominance and investments. 
Feedback from customers can be effective, HR can use surveys to identify these areas effectively and then recognise the patterns and problems. The company would then provide identify areas of improvement such as training or further investment into equipment. (Cleveland 2018).  Unfortunately, there are also drawbacks to doing this as sometimes customers can be dishonest or be influenced with emotions, which could affect the data.  (Indeed 2023) 
This can also be applied in Innovation, after collecting quantitative data on investments and expanding, the company can identify areas of positive and negative investments. However, Innovation also has it’s drawbacks, as it often lacks consistency. Unfortunately, there aren’t many projects that you can compare to and without the ability to look back you may not be able to say whether the company is “on or off track”. (Phillips, 2014). 
Key performance indicators 
Are a quantifiable measurement used to measure time spent on performance of a specific task and profitability or productivity. This can help quantify business performance over time (Stice 2016). These can be used to measure task performance and how well employees complete the core parts of their role, an example of this would be an influencer who is collecting data to boost their followers and tracking. KPI’s allow the business to use data to their advantage and to enhance output. KPI’s within this example can help identify the areas which can be harmful or helpful for content creating in the future (Dumalo, 2021). KPI’s can indicate areas that can be corrected and maximise success for an organisation, the data collected from them can be compared within the industry to give a precise goal and thereby create structure for a team (Talin, 2024). 
However, focusing solely on KPI’s can be time-consuming and prove to be ineffective with business growth. KPI’s can also have an opposite effect to enhancing performance within a role. One of the major issues with KPI’s is that they do not take into account external factors, employees work specifically towards these goals and end up sacrificing quality of their work (Denning, 2021).

Adding Value and methods that measure impact. (AC 3.2)

Training and development 
HR can use this method to add value through upskilling employees, this can be done through development of training programmes which can be tailored for the specific skill. Additionally, management can identify areas through evaluating future skills that are necessary for the organisation and prepare the staff for future changes. People management can set out‘ organisational values’ which take an extensive time to implement, but can help determine what behaviours are commonly expected from staff, for example, customer focused or innovation (Taylor, 2022). 

Creating and maintaining a positive environment 
People practice establish a positive environment by promoting polices and respect within work (Stewart 2019), they can add value by developing “an actively and positively engaged workforce which demonstrates initiative” (Taylor, 2022). This can also be encouraged by involving employees in discussions about their ideas for business growth. 

Return on investment
The aim of this tool is to measure whether the investment into a learning programme was realised. For example, training and development, HR can look into quantitative data to see whether the investment into further employee training has provided the company with improvement in performance  and KPI’s, then assess whether the investment will have a long-term impact on development programmes. Finally, this method can help HR identify further needs for training and changes (CIPD, 2023). It can also assist with justifying a companies L&D budget and identify whether the business is spending too much on a programme (Anderson, 2022). 

Cost-benefit analysis
Assists business’ with drawing conclusions from reviewing the costs and advantages on implementing an action, for example recruitment. CBA will analyse the costs involved with running recruitment, such as salary and technology involved with hiring someone. It will then look at the benefits of said action, such as revenue, expanding of business and things like reduced stress on other staff. It will then aim to establish whether the areas where it can cut down costs. Once all of this is complete, it will form a metric to success and provide the company with structure on how to achieve this. (Employee benefits, 2020). This will assist HR with ensuring that objectives of the business are being met and that they improve people practice activates. This will make sure recruitment is more streamlined with regards to procedures, which will save money and time in the future. 

 



Key Findings & Interpretations (AC 2.1 & AC 2.2) 

[bookmark: _Hlk168572819]There are many different ways to identify and analyse qualitative and quantitative data. We can derive things such as trends, patterns and anomalies from such data to establish questions that we should be asking.


Table 1

a) 


Based on the data presented, there is currently lack of diversity of genders within the business, as there is only 1 % of non-binary people within the business. Unfortunately, the data does not tell us whether the business encourages gender expression, this data could also be skewed as some employees may not have disclosed their gender to prevent harassment and discrimination. (CIPD, 2023) 


b) 
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[bookmark: _Hlk168572830]This data shows that the business lacks race diversity, this pattern is especially visible in roles such as Marketing, facilities, lettings, green team and income team. McGregor (2017) states that there is a clear gap within diversity and employment and that minorities have a low employment rate within businesses. CIPD (2023) states ethnic minorities make up 1 in 8 of the working age population but only represent 10% of the work-force, which is reflective in the data above.


c) 
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[bookmark: _Hlk168572835]Data above presents that there is a small amount of disabled people within the business, however the data does not really imply what disability is covered, HR would struggle assessing what adjustments would have to be made, for example, if there is a need for ramps. 

d)
[image: ]

This data shows that there is a disparity when it comes to non-binary wages in comparison to both male and female, however this is due to only having 2 non-binary employees. There is a disparity when comparing male and female wages as females over-all are clearly paid less than men. However, even though over all women are paid less, women occupy highest paying roles. 

e)


[bookmark: _Hlk168572846]Data for salary average shows a disparity between non-binary and overall wages, there are only 2 non-binary employees which means isn’t very reliable. CDP (2024) states that the mean pay gap has reduced from 13% to 1.5% difference for men and women but the data above actually shows that women are paid more, which would imply innovation. 






Recommendations (AC 2.3) 

The business should invest into more inclusive recruitment methods, it’s evident from the data above that there is a bias and potential discrimination. Employers could use more inclusive images and language when advertising for roles. (CIPD, 2023) Investing into this would benefit the company by attracting more diverse pool of candidates and become more modernised. 
This would also apply to potential non-binary employees; businesses can use of more inclusive language. There is always risk with both of these approaches that without the right training an employer could risk offending people by, for example, misgendering them. (Jurskye, 2022).  Therefore, new staff training and policies would be required, which will require time and money. 

To increase the reliability of the quantitative data and to promote inclusiveness within their environment, it would be beneficial to issue a new questionnaire to collect people’s disabilities which are inclusive of mental, physical health and any disabilities under the EqA 2010. The business would benefit from this as they would be able to predict patterns within the data, by doing this they can become more innovative and think ahead to prevent any absences. This could be done by offering WFH, the benefit of this would be saving on operational costs (Silvermann, 2020). On the other hand, the downfall of WFH could be a strain on mental health due to lack of social interaction. (McCan, 2021). 

Lastly the employer could invest into amenities and retention of disabled employees, things like investing into supporting measures for disabled people, ramps or perhaps vehicle suitable for them. This would promote inclusiveness and it would give a great impression of a supportive business. This could also have a knock-on effect of other areas of the business which will lack accessibility, thereby costing more money to expand.  


Table 2

Key Findings, Interpretations & Recommendations (AC 2.1, AC 2.2 and AC 2.3 ) 

The data shows a clear correlation with the fact that employees enjoy hybrid working more than previously. The anonymity of the data has positively affected this as employees can be honesty, however anonymous questionnaires infringe on obtaining further information, for example, HR are unable to see whether any specific disabilities e.g. ADHD is affecting the data. Some employees could feel less supported because they do not have the correct equipment at home to support their disabilities. 

This business could potentially capitalise on the hybrid working, as 82% of employees feel that this helps them with life balance and well-being. The business could in turn focus on further training during office days to increase interaction and morale. Since 83% employees do not miss engaging with their colleagues, this could assist the employees with getting to know each other. Unfortunately, this could potentially cause disputes between employees due to interactions as only 38% disagree that WFH removes conflict from work. This could come at a financial risk to the company as HR would need financial assistance for investigations and disciplinaries. On the other hand, the benefit of having the employees interact with each other would be to create relationships and inclusiveness (Indeed 2023). 

[bookmark: _Hlk169370323]Additional training could focus on access to materials as 80% of the employees do not feel that they are being supported, furthermore lack of access to material could be the reason why 66% of employees feel that WFH affects their ability to hit targets. Since 85% people feel that WFH does not reduce their stress, this could be because they can’t access the best available materials, which will directly affect their output.  Offering training within the office will help them learn more about their departments and sources available. The benefit of this would be providing better customer service and improving the reputation for the company, however this could cause extra costs and waste of money if the retention rates of staff decrease. (Gaskell, 2023) 

Lastly, focusing on the hybrid working would increase employees independence and create fewer distractions. The employee could have fewer distractions at the office and make up for the days when they worked at home. (Alipour, 2021). This could however have financial implications as the business would have to invest into more desk space and programming to organise the days in the office if there is not enough space. (Linked-in, 2023). 
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· ET Claims against business 
· Upskilling HR staff on new regulation 
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· Insufficient resources in HR department 
· Outdated training on Laws 
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· Partnership with communities or organisations 


	Threats 

· Misinterpretation of the law
· Negative impact on Morale 
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