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AC 1.1
Evidence-based practice allows HR professionals to make decisions based on evidence verses opinion or biases. These would include scientific research, historic organisational data, professional expertise and both internal and external stakeholder opinions, allowing you to look at data more objectively and without prejudice. 
When presented with large amounts of information, our brains attempt to take shortcuts to allow us to make quicker decisions, however this can lead to us becoming prone to bias. These include, authority bias; overvaluing the opinion of someone with authority within an organisation, conformity bias; when people don’t think for themselves, and instead follow or copy the actions of the group, confirmation bias; aiming to fit new information within existing, or current beliefs and patternicity or the illusion of causality; assuming patterns and making connections within random information (Young, 2023).
It is imperative to remain critical when looking at information as a HR professional, asking questions and constantly appraising the evidence, by doing this we can base decisions on fact, as opposed hunches, singular personal experience, limited anecdotal evidence or widely believed myths (Taylor and Woodhams, 2012).
Using evidence-based practice allows HR professionals to make sound decision across different people practices and organisational issues. One example of this is recruitment. Industries collect quantitative data across difference sectors allows us to see trends in recruitment that could help us plan how and when we recruit (CIPD, 2025). Another example of how evidence-based practice can be used to influence people practice in the workplace, is within employee wellbeing. A company called Grant Thornton who were short listed for an award around their employee wellbeing. They used firm wide surveys, asking for feedback and suggestions and focus groups targeted at different age demographics to help shape their employee wellbeing scheme, and understand their unique needs and preferences. From this research, they introduced two new schemes into the company. One of which, allows employees to work for up to 10 days per year in another location (CIPD, 2024b). 
Within my own organisation, we use data collected from previous years that show where we have higher absenteeism, to forecast for this year. For example, we have historically had higher absences throughout the July and August months, so are then able to strategically rota more staff on during this time. 


AC1.2
One tool that organisations can use to recognise issues, challenges, and opportunities is PESTLE. This is an external tool that looks at several different factors that help organisations to detect and understand, broad long-term trends (CIPD, 2025b).
The acronym stands for political, including government policies, political stability and global trade agreements and restrictions. Economic, which covers economic growth or decline, inflation, interest rates, cost of living and so on. Social factors cover cultural norms, career attitudes including work life balance and buying habits. Some technological impacts include data storage, security levels and increasing use of AI. Legal implications from an external point of view that affect employment and working practices are things like tribunal decisions. It’s also important to stay up to date with changes in legislation. There are laws and legislations around Environmental impacts also. Businesses must consider things such as responsible procurements when ordering goods.
Some advantages of using this analysis are that it provides organisations to use a simple framework to understand the wider business environment. It forces organisations to compare against current situations around the country with a strategic approach. When using this analysis tool, it allows you to spot business opportunities (CIPD, 2025b). However, in contrast PESTLE can fail to address uncertainty and doesn’t prioritise issues. Completing a PESTLE analysis can be time consuming to complete and only offers a snapshot in time of when the analysis is done (Taylor and Woodhams, 2012).
In summary, I think that PESTLE is a great tool to use but should be used in conjunction with other analysis. Using this in isolation could be subjective as variability is not reflected within the framework.
	An analysis method that can be used to diagnose organisational issues are interviews. These offer a more in-depth approach as to how your organisation is doing as you’re able to as open questions that get a variety of opinions and personal experiences. You can also use these while you’re developing a new product, and how about how improvements can be made or what is going well with it. With interviews, unlike surveys, you don’t need a mass volume of responses, meaning they be done with lower numbers of people but in more depth, with more insight. 
	Some draw backs with interviews are that they can be time consuming to carry out for both the interviewer and the interviewee. They require the people being interviewed to give up their time and be willing to share their honest opinions for the interview to be of value. They also can give a range of opinions or insight, however because the volume of people being interviewed is significantly lower due to time, you don’t get as much data on how common each view is (Office for Health Improvement and Disparities, 2020).
	I personally think that interviews are an extremely valuable method for analysing data as they’re able to offer a mor personal view on something that can support your organisation and moving forward in the best direction. We have used staff interviews within my organisation to establish whether staff are happy with a current working pattern, by asking a variety of open and closed questions to both full time and part time staff. This allowed us to evidence that there are no issues with the way they’re currently working, however would have been able to make improvements where needed as we had their personal experience. 









AC 1.3
Critical thinking is a process that allows organisations to think objectively based on measurable data, facts and evidence, rather than being subjective and with opinion or emotion. Completing a critical review on a data set, for example, evaluates the strengths and weaknesses of it. It will establish whether the data is valuable and can be used, based on its ideas and content. It’s important that organisations don’t always take information at face value and use critical thinking to decipher what is supported and what could be classed as ‘fake news’ or ill-defined assumptions (CIPD, 2016). It’s good to ask yourself what evidence you have that supports the claim, not to just accept information because it’s been delivered confidently and to ensure that trustworthy reliable sources are being used. 
By using critical thinking, you are able to spot any bias or tendency to favour a particular viewpoint. Recognition of bias is where there is tendency to favour certain interpretations or information, as well as being mindful of confirmation bias where information is sought to back up existing beliefs.
It’s also imperative to use the same thinking when examining your own ideas and viewpoints rather than assuming that you’re correct. Although the term ‘critical thinking’ can be seen as negative, it can reach a positive judgement also, as it simply means getting to a conclusion based on analysis and evidence. 
	When taking on information as a critical thinker, or when drawing a conclusion, the following should be clear for you to prove its validity. It’s made clear what you, or others are thinking or communicating, there is transparency with the reasons behind what we believe or want others to believe, and we have the ability to determine if the reasons for belief are justified. This would be using ‘structured thinking’ and where you force yourself to think in a organised fashion, based on what you have in front of you (Haber, 2020, pp.27–28).
	If someone has an opposing view to you, a critical thinker would be open minded to hearing out their view to really establish whether their own beliefs are complete or correct and listen to whether opposing views hold merit. 
	True critical thinking allows individuals and organisations to remain logical, objective, evidence based and open-minded. By doing this you’re able to make decisions without prejudice or emotion and therefore the likelihood of reaching an informed and sound conclusion will improve.
	




















AC 1.4
One process that can be used to ensure effective outcomes when it comes to decision making is De Bono’s six thinking hats. This is a technique that embodies 6 different thought processes to really consider a variety of viewpoints. These include optimism, cautiousness, emotional and analytical to allow decision making to be more systematic, focused while being mindful of diversity (Hails, 2023). The idea is that you wear each of the six hats and think about the decision from that point of view to ensure that the final decision is thought through from all perspectives.
	The white hat focussed on facts, purely looks at the information to hand and remains objective. This hat will concentrate on what data is available to them.
	The red hat considers thoughts and feelings, it is goes more of a ‘gut feeling’ and allows for emotion and intuition to be felt without the need for justification. 
	Next is the yellow hat, this hat embodies optimism. This hat will highlight advantages and likely gain and is great for remaining positive and seeking opportunities.
	The black hat is cautious, with critical judgement as it looks for risks and weaknesses. The cautiousness will naturally identify barriers and potential failures before they arise. 
	The green hat embodies creativity and innovation. This hat is great for brainstorming, generating new perspectives and fostering change.
	Lastly, the blue hat acts as a control and looks at the process of decision making. This point of view will ensure objectives are met and guidelines followed as well as co-ordinating an evaluation and next steps.
	‘Edward De Bono himself said, “The main difficulty of thinking is confusion,” and his hats aim to clear that confusion.’ (Hails, 2023). 
	An example of how this can be applied within HR is when you’re considering a flexible working request for an individual to work from home. The white hat would look at the data and information provided, the red hat would view the workers thoughts and feelings to being able to work from home, the yellow hat would see the benefits this would bring such as work life balance, the black hat would consider the downsides such as reduced fluidity between colleagues for example, the green hat would consider any alternatives that could be an option and the blue hat would work through the flexible working process and decision making process.
	Another decision-making tool is the Kepner and Tregoe model. This is a problem-solving framework that was developed in the 1950’s and 1960’s to make logical decisions based on evidence rather than quick decisions based on assumptions, intuition or bias. This model works by firstly identifying the problem and deciding what needs attention first. Then it looks for the root cause the of the problem, getting the facts together and seeing what has changed. Then a decision analysis, this involves assessing all the options in front of you and selecting the most appropriate solution for the situation. Then finally, recognising any potential problems that may arise, and having contingency plans in place should they happen.
	On key strength for Kepner and Tregoe’s decision making model is that it allows individuals or organisations to make decisions with an evidence-based approach without bias or assumptions. This model looks at the potential for problems and consequences before a final decision is made through a risk assessment. A weakness to this is that it can be timely to complete in this manner and can be difficult to use when decisions need to be made quickly within a HR setting (Kepner-Tregoe, 2025).
	An example of how this can be used within a workplace is could be turnover of staff. If this began to spike, then you could use data and evidence you have such as exit interviews and staff pulse surveys to identify the root cause, for example limited career pathways. You could then consider solutions that could have impact on this, such as training opportunities for staff to develop them, while considering cost and then decide whether this would be worth implementing. By making HR decisions this way, you’re able to ensure there is an evidence-based approach, and decisions are made objectively.
AC 1.5
It’s important that organisations demonstrate ethical practice as this can have a direct impact on their reputation. This is because it involves all areas of a business, from the delivery of services to the relationship with staff and stakeholders and how responsibility and accountability is built between them. Having a good ethical reputation makes an organisation more competitive and can help grow a business and retain staff (CIPD, 2024c).
	One ethical theory that HR professionals can use is the deontological theory. This perspective has emphasis on the behaviour rather than the outcome- ends do not justify means (Taylor and Woodhams, 2012). This is an ethical approach looks at whether something is morally right or wrong, considering rules and duties, irrespective of the outcome or consequence. Using this as a people practitioners could include during the recruitment process. There could be pressure from a hiring manager to bypass a system or share candidate information to speed things up. This would no doubt help the organisation to recruit quicker and be of benefit to the organisation, however morally, would not be the right thing to do according to a deontological approach. This perspective protects the rights and dignity of people, provides clear moral rules and reduces the chances of harmful actions occurring purely for gain. The risk to going against this theory within an organisation, could lead to reputational, legal or financial damage.
	Another ethical perspective to consider is utilitarianism. This theory focuses on right from wrong based on outcomes, and that the most ethical choice to make is the one that will produce the greatest good for the greatest number. This framework is the only one that can justify war and military action and has difficulty in recognising justice or individual rights (School of Business, 2025). Utilitarianism is not specific to an individual or specific groups of people, it holds no bias, and its view is that everyone’s happiness is held at the same regard. For example, a decision maker using this theory wouldn’t favour themselves when deciding (Driver, 2009). An example of this theory within a workplace would be relating to redundancies. If you made 10 people redundant to save the jobs of 250 employees, that could be seen as a good outcome in the eyes of utilitarianism as the organisation as it’s created an overall benefit for the largest number, jobs would be more secure and money would be saved, irrespective of the obvious negativity to the 10 employees. It can be difficult to know whether a decision was the right one, as we’re unable to predict the future and therefore can also be a challenge to know which option will produce the greatest good. 
	When making ethical decisions, it is important that could don’t use one of these theories in isolation and consider a variety of ethical perspectives. It is important, particularly within HR that decisions, that they remain fair, consistent and professional and that are aligned with the organisational values and policies.


AC 3.1
A financial way in which you can measure an organisations performance is by looking at profitability. Some organisations use financial KPIs (key performance indicators) that are used to measure against agreed targets and track the ‘financial health’ of the organisation. If you’re familiar with these metrics, you’re better able to understand how the organisation is performing from a financial perspective and adjust should you need to that are aligned with the organisation’s financial performance (Stobierski, 2020). For example, by being familiar with the financial health of an organisation, if you’re looking to be below forecast for the month, you can remain fluid and potentially review spending for that month and look at ways to increase sales to help minimise any loss.
	Within my own organisation, we measure financial performance by analysing against prior year and against year to date, monthly. This is done in the form of a balanced scorecard. Inputting actual monthly revenue data into a scorecard allows you to have a clear indication on exactly where you’re at, vs where you’re expected to be, and where you were the year prior, enabling you to adjust where required. An advantage of monitoring the revenue closely, allows organisations to have a clear and objective oversight of the future sustainability of the business and it’s financial success. Organisations that focus solely on profitability, however, may not have long term success when you look at this from a holistic view. You also need to consider other measurables such as the organisation’s capability, employee engagement and customer satisfaction. 
	Within the private sector, financial goals may look different to within the public sector. For example, financial goal within the private sector could include profit, growth and market share, however within the public sector this would look like making cost reductions and becoming more efficient (Kaplan, 2021).
	A non-financial way in which you can measure an organisations performance is by tracking employee engagement. Ways in which you can measure employee engagement are through company surveys, absenteeism levels and retention rates. There are positive relationships between engaged staff and improved customer satisfaction, productivity innovation, retention levels and health and safety performance (CIPD, 2025a). 
	There is, however, some criticism around engagement surveys being relied upon too heavily by the organisation. It can be said that organisations use surveys as an end point and an opportunity for PR rather than to make improvements and learn from what the results say to foster change (Taylor and Woodhams, 2022, pp.18–20). 
	When completing staff surveys, it’s imperative to ensure that you have as close to 100% response rates as possible, as this could heavily skew the results. The results of a survey that has poor response rates, makes the data difficult to trust and fully interpret. Another way an organisation is able to keep track of how employee engagement is performing is through monthly absenteeism reports and turnover reports. These should then be shared with managers and senior staff who are able to spot trends and implement change where required.




AC 3.2
	 One way in which you’re able to measure the impact and value of people practices is ROI (return on investment). This is where you calculate the benefits raised by an investment into people cantered programme such as management training (CIPD, n.d.). If for example, you spend £2500 on training to improve your managers capabilities, a successful impact could be that you then see a reduction in turnover rates, therefore lower recruitment costs. It can be difficult to measure this initially, especially when the benefits aren’t direct and immediate, you may be required to take a two phased approach and look at the benefits over a longer period. You’re able to determine whether the people practice initiative has added value by the ROI, as this will compare the longer-term financial benefit vs the cost to complete the training.
	Another way that you can measure people practice is by using key performance indicators. Objectives will be set for both individuals and teams that align to the organisations strategy and hold teams accountable through career progression, performance being linked to reward and termination of contracts (CIPD, 2025d). Targets will be set specific to areas such as employee engagement, absenteeism and employee performance and KPIs allow you to work towards hitting targets specific to each one. A people practice initiative that could be introduced to help employee engagement and absenteeism for example is enhances training for managers. This would allow managers to have a better understanding of workers needs and offer adequate support where required.
	KPIs can show value where there are measurable improvements in the employee engagement or higher retention rates. It can, however, be difficult to prove that changes and initiatives that have been introduced, have a direct result in long term changes, as these can be influenced by other organisational factors.
 




AC 2.1
Here we have three tables that show in percentage form the managers responses relating to an organisations people practice areas, specific to frequency of use, effectiveness and value.
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AC 2.2
Below shows the managers frequency of use for the people practice areas, within a pie chart format. 
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This is a line chart for how effective the managers find each people practice area.
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Lastly, we have a bar graph that shows the value that the managers hold for each people practice area.
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The findings from these reports show that the areas that need the most attention are workforce planning, HR policy and guidance and performance management. By making improvements in performance management for example, could see a direct improvement in employee performance and productivity as well as better management capability. Failing to address could lead to reduced organisational effectiveness which could directly financial impact due to staff being less efficient. These three graphs show that there is a large gap between the needs of the user and how it appears to be effective and valued by them. It would be advisable to focus improvement into these areas. 
On the other hand, the areas that are doing very well and hold high value, effectiveness and used most regularly are pay and reward, employee development, general administration and wellbeing advise. It would be worth reviewing what is working well, that way, it can be compared to the areas that appear less successful. If you capture learning, as organisations become more established, they’re able to collate information to understand what works well, decide what is beneficial to measure and evaluate, and plan thereafter. HR professionals should provide support for managers to fulfil their responsibilities and offer knowledge in areas that may be seen as less effective to build their confidence (CIPD, 2025c).
	



AC 2.3
From this data, I can see that 13 out of 15 of the managers find the People Practice team helpful and supportive. This is only of benefit to the organisation, as managers that are engaged and feel well supported by the HR team can work more confidently and collaboratively with other team members, and are more likely to help each other out. Managers will then go on to treat people fairly, openly and with respect, therefore making things such as grievances less frequent. This kind of development of the managers will give staff confidence in them, and when they have this trust in their management, issues or problems will be spoken about earlier, allowing them to be referred, supported or addressed promptly before it potentially escalates. This can then mean that the managers are able to work more independently without reliance on the People Practive team (CIPD, 2020). It was also clear from this survey that recruitment and onboarding is done well by the People Practice team, as 13 out of 15 agree that they provide resource and support during this process.
	The information from this table also tells us that there is a lack of understanding of the People Practice team’s qualifications and understanding by the managers who took part in the survey. 11 of the responses either agree or fully agree that the People Practice team are legal experts which could be a concern, although they are required to have sound knowledge and understanding on employment law and give guidance based on this, they’re not able to give specialist legal advice. It would be good to communicate clearly to the managers the difference between policy guidance and HR advise and more qualified legal advice. Without this, there is a risk that managers act on advice that they think has legal strength, therefore there is potential the organisation is exposed to legal and financial risk. It may also be important to check that the People Practitioners aren’t over selling their advice and are clear with what they can and can’t advise the managers, this would help manage expectations.
	An area that could use improvement would be access to people related policies and procedures, as 10 out the 15 people felt that they were difficult to access. There is a risk here of over reliance of People Practitioners and without easy access, wrong information or advice could be given, potentially causing inconsistency, loss of trust in management and HR, perception of unfairness and even the potential for financial risks, including legal costs and compensation costs from tribunal cases. Front-line managers act as the first defence in ensuring HR policies and procedures are adhered to. It’s vital that they have knowledge and easy access to these polices when required (CIPD, 2023). A recommendation that would be made would be to have all the HR policies in one central place that you’re able to either find or search for. Additionally, training with the managers on where the policies are, would be of benefit. There would be a cost in admin time to collate these policies into one place, there may be a need for a new system or intranet, which could be additional costs again.	
	Finally, 9 out of 15 managers felt that the people professionals don’t understand the business. This is something that could be improved providing HR are open to working closely with the operational departments. For example, by HR attending operational meetings, talking to managers about the operational challenges they face and how this links to HR practice, they may be able to build better relationships. By creating a better understanding within the HR team, you would be able to ensure the policies align with the realities and needs, of those operational departments. 
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