Evidence Based Practice (AC1.1)
Evidence-based practice helps make better, more effective decisions by choosing reliable, trustworthy solutions and being less reliant on outdated received wisdom, fads or superficial quick fixes (Young, 2024). The idea of evidence-based practice means making decisions through the careful, specific and meticulous use of the best available evidence from a number sources. It is the process where a decision is made against organisational data gathered. The evidence-based process uses a number of skills, including critical thinking. It also needs to incorporate all evidence to decide on any HR issues. According to Young (2024), a good decision-making process is based on critical thinking and drawing from the available evidence. Evidence-based decisions are more likely to result in the wanted outcomes.
Evidence-based practice also utilises different models of the decision-making process, such as the rational model. The rational model is a method of applying logical steps to work towards a solution. The model involves comparing multiple options or alternatives by using non-bias research, facts, and other data to help choose (Woerner, 2023).
Evidence-based approaches are critical for supporting decision making because they decrease the amount of errors caused by judgements and remove emotion-based decision making from any process. Biased and unreliable management decisions are common when there is a lack of evidence. Managers are more vulnerable to bias and mistakes in their decision making when they ground their decisions on historic experiences or management decisions that have been or are currently popular. In an article published at the Centre for Evidence-Based Management (CEBMa), it states that when making decisions, all individuals at every employment level needs to use the strongest supporting evidence that is available to them. 
An evidence-based model can also be used to support good decision making at an organisational level within the company by increasing the levels of accountability. Most of the decisions made by managers will have a positive or negative effect on the company’s performance. Assessing the reliability and credibility of data not only benefits employees but also the company. To make the optimal choice, managers must ensure they are using this approach as this can support the decisions with specific organisational data, professional expertise or insights from external research if called to justify the decision. However, EBP is not a perfect system and can have its limitations. Examples of these limitations are things such as lack of evidence, present management environment changes more rapidly than it has previously, people professionals and managers need to develop new skills in seeking and appraising evidence and some managers see evidence-based practice as a tool to reduce staff expenses (CEBMa, 2024).
Analysis tools and methods (AC1.2)
All organisations are affected by internal or external factors. These factors are part of the general organisational environment, and they should be analysed to establish their impacts on the business. A PESTLE analysis studies the key external factors (Political, Economic, Sociological, Technological, Legal and Environmental) that influence an organisation (Battista, 2024). PESTLE is a tool that can be used for strategic decision making by senior management or people professionals.
Battista states that the PESTLE analysis is able to be used alongside other analysis tools such as SWOT (strength, weakness, opportunities and threats) as this incorporates internal factors into the analysis as well as external factors (Haan, 2024). This would allow for a full analysis to be conducted.
With even more external factors impacting organisations than ever before, a PESTLE analysis allows the Company to look ahead and put strategies in place to address any foreseeable challenges. When conducting a PESTLE analysis, it is recommended that you break down each factor and look at both the positive aspects you can leverage (the opportunities) and the pitfalls to avoid (the threats) within the political, economic, social, technological, legal, and environmental spheres (OnStrategy). With this analysis, it will allow the Company to plan strategies for a number of areas within the business, such as: strategic business planning, personnel planning, product development, organisation changes and people strategies.
A disadvantage of this technique is that, along with the SWOT analysis, it needs to be conducted regularly to be effective. It is recommended to update the analysis at a minimum of 3 years but to also check trends annually (OnStrategy).
A method in which an organisation might use to analyse data and recognise issues within the business is with interviews. Whereas a survey might be cheaper and faster to complete, and can be used to capture broad perspectives, interviews allow for the interviewer to prompt and dig for more information where required on specific details, opinions and views. According to Taylor & Woodham (2022, p. 128), Horn (2012) and Bryman et al (2018) both make reference to interviews being either structured or un-structured – in other words, they can follow a set question list or they can flow in a way that the interviewer chooses the course of the questions based on the previous answer. It is important to recognise that different topics and question sets lend themselves to either structured or un-structured formats.
A disadvantage of the interview technique is that the data time-consuming to analyse and the interviews themselves can take a significant amount of time. Based on this, the organisation would need to decide whether this method is suitable and if the time taken is offset by the potential benefits.
Critical thinking (AC1.3)
Critical thinking is the ability to think well, to think clearly, to take into account a number of diverse considerations and to reach conclusions which engage and take other people with you (Howlett & Coburn, 2019). Howlett states that critical thinking is linked to evidence-based practice in that both are about asking good questions. For people professionals, critical thinking has three main parts which include critiquing ideas and arguments of others, building arguments to present and being able to recognise when others are using critical thinking techniques which could then affect how that people professional is making their case. 
Being able to identify critical thinking in others, in the first instance is a quick win but having done all necessary research ahead of a presentation so that you are equipped to mitigate any debates, including references to past failures and where there are knowledge gaps within the group, is best practice.
Self-awareness is essential to good critical thinking. Without this, it is harder to stand back and evaluate objectively whether we have been influenced disproportionately by factors we might not even have noticed consciously (Cottrell, 2024). In human resource management, there are many principles of critical thinking that can be applied to different processes within the workplace. When using critical thinking in a decision-making process, HR professionals must make certain that they understand any issues and are able to discern between facts and opinions. 
Decision-making (AC1.4)
Decision making skills enable a manager to consider alternatives and use judgement to choose an appropriate and timely course of action (CMI, 2020). Even though the term ‘decision-making’ and ‘problem-solving’ are considered exchangeable, there is, in fact, a difference. Problem-solving is specific to, as the wording suggests, solving a problem, meaning that there needs to be an identified problem. Whereas decision-making, although can be used to assist with problem-solving, can help in other areas, also. These can include examples of where the organisation wants to plan for the future or develop new areas of the business.
One decision-making process used by people professionals is the De Bono (six thinking hats). De Bono (six thinking hats) is a decision-making approach that Edward De Bono developed in 1985. It is an optimal decision-making approach for forums and singular thinking because it equates to having several processes working together in tandem. Each of the six hats is a different way of approaching and thinking about a problem or issue. Wearing different thinking hats, mentally, gives people the opportunity to look at problems in a different way and come up with solutions they wouldn’t necessarily normally think of. The White Hat calls for information known or needed, with the Yellow Hat you explore the positives and look for value and benefit, the black hat represents risks, difficulties and problems, the Red Hat signifies feelings, hunches and intuition, the Green Hat focuses on creativity; the possibilities, alternatives, and new ideas, and the Blue Hat is used to manage the thinking process (debonogroup.com). 
The six thinking hats technique is widely used in organisations to enhance collaborative problem-solving by allowing effective communication, improve decision-making by considering multiple viewpoints, analysing risks, and avoiding biases, streamline meetings by structuring discussions and reducing conflict, foster innovation by encouraging creative thinking and idea generation. This approach allows for parallel thinking, where all participants focus on the same aspect of the decision at the same time. This allows collaboration and a balanced decision-making process. By considering one aspect at a time, teams can prevent confusion and fully explore each perspective. 
Another decision-making process used by HR professionals is SWOT. SWOT is an acronym for Strengths, Weaknesses, Opportunities, Threats. Occasionally, it may also be found as a ‘WOTS up’ analysis or the TOWS analysis. The technique is credited to Albert Humphrey who led a research project at Stanford University in the 1960s and 1970s using data from leading companies involved in long range planning processes (CIPD, 2024). 
CIPD states that the SWOT analysis method has the benefit of being able to be used in a quick tool but also as a comprehensive management tool. It also has the flexibility to allow one method (quick) to lead into another (comprehensive). This is one reason why this analysis method is so successful. SWOT can assist people professionals with things such as personal development planning, workshop sessions and generating ideas and solutions. 
Ethics (AC1.5)
Ethical practice is the application of ethical values to organisational behaviour (Young, 2024). Young (2024) expands on this further by stating that it’s about the discretionary decisions that organisations and the people who work for them make, and transparency with all stakeholders about those decisions. 
Ethical practice is important to an organisation as its reputation is not just built on the products and services it can provide, but on how it values its relationships with its staff and stakeholders, and how it establishes accountability towards them. Ethical practice is asking the right questions, such as: are employees treated with dignity and respect? Are customers treated fairly?
Utilitarianism is the belief that the highest principle of morality is to maximise happiness, the overall balance of pleasure against pain (Armstrong, 2023). This theory is outcome-focused and is the belief that actions are moral if they maximise the greatest good for the greatest number of people. Armstrong expands on this explanation by stating this theory supports the principle of ‘the ends justifies the means’. This disadvantage of this is that it is hard to predict beforehand, what the outcome will be. 
Deontology is the study of duty. Deontology is that the belief that duties override everything else (Mytutor.com). Armstrong states that this is associated with Kant’s notion of the categoric imperative, which contains two main propositions; you must do to others as you would be done by, meaning what is right for one person is right for everyone, and ‘we must treat persons solely as ends and not in any way as means’.
CIPD (2024) introduces the eight lenses to consider when making workplace decisions. CIPD (2015) also states that there is no ‘golden rule’ that answers all ethical questions but the eight lenses aim to aid ethical decision-making by describing the possible ways of thinking about work as offered by philosophical ethics. Please note that none of these lenses offer a right or wrong way to assist with ethical decision-making in a workplace but allow for different perspectives.
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Figure 2: Eight lenses (CIPD, 2015a)
Ethics is one of the four forces which need to be taken into account when any action is taken by a HR professional. Taylor & Woodhams (2022) state that the four forces are: needs of the business (e.g. profit maximisation), ethics (e.g. treating your employees as human being and not merely as machines), law (e.g. minimum pay, leave and health and safety) and finally, your own personal values and beliefs. These forces can help you to determine your decisions.
Financial and non-financial performance (AC3.1)
Good performance management is critical for an organisation’s success (Gifford, 2020). Performance management looks at monitoring, conserving and improving employee performance. Using a good performance management method can also help align employee performance to the company’s objectives. However, there are different ways in which organisations can measure their performance. Keeping regular performance management in place is critical for the decision-making process as it builds part of the evidence-based practice in people management.
Performance in an organisation can be measured by the use of financial and non-financial indicators. There are 13 financial performance measures to monitor and are among the most important for managers and other key stakeholders within an organisation to understand include revenues, gross and net profits, cash flows, return on investments, and productivity (Stobierski, 2020). The 13 measures are: gross profit, net profit, working capital equation, current ration, quick ratio, leverage, debt-to-equity ratio, inventory turnover, total asset turnover, return on equity, return on assets, operating cash flow and seasonality. Stobierski expands on these measures and explains, gross and net profit margins are profitability ratios used to identify a company’s profitability. The working capital is the measure of the available operating liquidity used to fund the daily operations. Cash flow is a financial indicator that shows the amount of money a company has as a result of its day-to-day running. Operating cash flow is often found in the cash flow statements. Seasonality is a measure of how the period of the year is affecting your company’s financial numbers and outcomes.
These 13 measures will assist when completing a financial statement analysis. A financial statement analysis is the process of reviewing key financial documents to gain a better understanding of how the company is performing (Stobierski, 2020). Financial KPI’s need to be measured against previous years or other companies. This will allow the company to understand how it is doing against its history and how it is performing against its competitors.
Cash flow is the movement of money into and out of a company over a certain period of time (Hayes, 2024). Hayes expands on this explanation to say that cash flow refers to the money that goes in and out of a business. Companies will receive money from sales as revenues (this is called inflow) and pay out money on expenses (this is called outflow). They may also receive other forms of income from things such as interest, investments, royalties, and licensing agreements. Businesses may also sell products on credit rather than for cash.
Although cash flow is a measure itself, it is recommended that a cash flow statement is use din conjunction with other financial statements, such as free cash flow statements. This will allow the Company to be able to make informed decisions.
Non-financial KPIs provide a holistic view of business performance, which can be used to create new targets (Morgan, 2024).
A service-level agreement (SLA) defines the level of service expected from a vendor, laying out metrics by which service is measured, as well as remedies should service levels not be achieved (CIO, 2024). Overby et al states that SLAs are usually held between companies and external contractors (e.g. recruitment agency) but can also be used between two departments in a company. Any contract without an SLA (which has been reviewed by legal counsel) can be open misinterpretation (inadvertent or deliberate). Using an SLA protects both parties. Metrics that can included in an SLA can include service availability, rates, technical quality and business results.
Some mistakes that can be made with SLAs are failure to agree on and confirm SLAs at the beginning of the process, not understanding the other party’s point of view, lack of clarity around SLA calculations and seeing the SLA process as an exercise that needs to be completed only once (SLAs should be revised for a number of reasons, e.g. workloads within the business have changed or the client’s business needs have changed).
Adding value and measuring impact (AC3.2).
Knowing how to use people data to make sound business decisions is a core knowledge of a CIPD-accredited people professional (CIPD, 2023). Taylor & Woodhams state that HR managers are concerned with the ‘nuts and bolts’ of day-to-day people management but increasingly, HRM is becoming a strategic activity whereby HR managers are also integral to the delivery of an organisation’s longer-term strategic objectives and leading figures in the development of business strategies. The primary objective of people professionals in a company is to add value to it and its stakeholders. The value added for each stakeholder could be measured in a different way (e.g. improved engagement from employees, higher earnings). 
A cost-benefit analysis is the process of comparing the projected or estimated costs and benefits (or opportunities) associated with a project decision to determine whether it makes sense from a business perspective (Stobierski, 2019). Stobierski goes on to state that cost-benefit analysis is a form of data-driven decision-making most often utilised in business. The basic principles and framework can be applied to virtually any decision-making process, whether business-related or otherwise. Even though this method can be used for wide variety of decision-making processes it does have its limitations. Incorrect data can skew the results of this analysis significantly and this method of analysis removes the human element and only takes the monetary value into consideration. This type of analysis can be benchmarked against the external market.
Evaluating and building questions against the employee lifecycle is a great place to start. By evaluating the lifecycle of the employee, it, in theory, allows us to evaluate investments in the attraction, recruitment, performance, development and retention of our workforce (Hill, 2023). 
The recruitment and on-boarding process are a great area to be able to provide value to an organisation. We can track our cost through the recruitment process and look for less expensive ways to recruit if needed (using Company website or LinkedIn, instead of paying the fees of an agency). The on-boarding process can be evaluated through employee feedback. An example of this could be that an employee survey is sent to each new joiner at the end of their probation. 
There is a negative to evaluation against the employee lifecycle and that is that it doesn’t look into the future needs of the company. 
Part 2
Using Microsoft Excel, I was able to combine the data for each department to show any differences or trends between quarter one and quarter two. 

Administration department percentage comparison bar chart.
Based on the above chart, overall, the administration department has shown an improvement between quarter one and quarter two. This is shown by the number of employees under performing decreasing dramatically between the two quarters and the number of employees not quite there yet and meeting set KPI’s, increasing. The only concern within the Administration department is that the one employee that was absent in quarter one does not have a rating in quarter two.

Logistics department percentage comparison bar chart.
An improvement is seen again within the logistics department between the quarters. This department has reduced their under performing employees by 100% between quarter one and quarter two and have improved in almost every other category. One concern from this department is the increase of absent heads between the quarters.

R&D department percentage comparison bar chart.
The R&D department has shown a substantial improvement. This department has completely reduced their underperformance, even so far as to have one employee move from under performing in quarter one to outstanding in quarter two. 

Sales department percentage comparison bar chart.
The sales department is showing consistency between the quarters but, although this shows no decline in the department, it also shows that there is no improvement either.

All department comparison between Q1 and Q2 using a line graph.
By combining the departments, the above chart shows a general improvement across all of the categories, with outstanding and meets KPI’s increasing, not quite there yet staying stable and the number of under performers decreasing. The only negative shown from this is the increase of absenteeism to the departments.
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The cost for the bonus to the business is shown in the table above. A total of £9,170.00 for Q1 and £10,820.00 for Q2. This gives a total cost to the business of £19,990.00.

Percentage of combined bonus by department.
The above pie chart shows the percentage of bonus given in both Q1 and Q2 by department.
Recommendations
Based on the increase in absenteeism over the two quarters (an increase of 5.56% across all departments), I am recommending that the managers receive absence management training. Absence management training will allow the managers to address absence within their teams at an earlier stage to help prevent long-term absence. ACAS states that effectively addressing sickness absence can reduce absence levels, improve employee morale and wellbeing, boost productivity and save money. This training can be provided internally by the HR department so would only entail a time cost of the HR department to prep the training and for a set session for the management to attend.
Another recommendation would be to have initial meetings with the managers to ensure that the KPI’s being set are fair across the board. This recommendation is based on the Sales team all meeting their KPI’s with no variance in the level of achievement between employee or between quarters. CIPD states that objectives and key performance indicators (KPIs) are usually clear at an organisational level, but it is often less clear what good performance constitutes for individuals or teams. It is vital to identify how organisational KPIs cascade and what the expectations are for employees and teams. The only cost to the business for this recommendation is a time cost in holding the meetings between HR and the manager once the KPI’s are drafted.
Table 2.
Upon reviewing the feedback data form the manager questions, 100% of the 50 managers asked if they had training to enable me to undertake appraisals, stated a negative response of either ‘disagree’ or ‘strongly disagree’. An immediate recommendation from this is to arrange appraisal training for all the management team. Training managers in performance management is essential to the company. Managers who have undergone proper training in performance management can recognise and celebrate the accomplishments of their team members, thereby boosting morale and job satisfaction. Engaged employees are not only more productive but also more likely to stay with the company long-term (XCD, 2024). Internal training for performance appraisals will come with no direct cost to the company but only a time cost. If delivered by an external trainer the direct cost to the Company would be approximately £1,000 for a half day virtual training session with KSL Training. As stated above, by having trained and competent managers, this increase job satisfaction and morale within the departments and increase our likelihood of long-term staying employees. This recommendation will also link with the improvement on providing feedback. 68% of managers either disagreed or strongly disagreed with being ‘good at providing feedback and agree set performance targets’. This coincides with the 51% of employees that felt that they disagreed that their ‘line manager provides clear and direct guidance’.
Another recommendation following this feedback is to complete a SWOT analysis on the performance review process. A trend within the feedback suggests that timings are potentially an issue (36% of managers not feeling like they have enough time to prepare and 30% of employees not feeling like their line managers have enough time to listen to them). As CIPD states, running the SWOT analysis will allow the company to investigate the strengths and weaknesses of the current process whilst looking at potential improving it through the likes of new technologies (would running the process through an electronic system make it easier or quicker) and other external factors. Dependant on the outcome of the SWOT analysis, there could be a potential cost of a new system needing to be implemented if it cannot be created through systems already in place. The benefits of this would not only be to make the process easier and quicker but would allow the process to be tracked and monitored by senior management and HR.
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Percentage of bonus by department (Q1&Q2 combined)

Total	
Administration Department 	Sales Department 	Logistics Department 	Research and Development  	3180	0	7010	9800	

Administration Dept comparison

Q1	Outstanding 	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent/Unknown	0.18181818181818182	0.18181818181818182	0.27272727272727271	0.27272727272727271	9.0909090909090912E-2	Q2	Outstanding 	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent/Unknown	9.0909090909090912E-2	0.36363636363636365	0.36363636363636365	9.0909090909090912E-2	9.0909090909090912E-2	



Logistics Dept comparison

Q1	Outstanding 	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent/Unknown	0.2	0.4	0.3	0.1	0	Q2	Outstanding 	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent/Unknown	0.25	0.45	0.2	0	0.1	



R&D Dept comparison

Q1	Outstanding 	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent/Unknown	0.3	0.3	0.1	0.3	0	Q2	Outstanding 	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent/Unknown	0.25	0.45	0.2	0	0.1	



Sales Dept comparison

Q1	Outstanding 	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent/Unknown	0	1	0	0	0	Q2	Outstanding 	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent/Unknown	0	1	0	0	0	



All Dept comparison

Q1	Outstanding 	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent/Unknown	0.16666666666666666	0.48148148148148145	0.18518518518518517	0.14814814814814814	1.8518518518518517E-2	Q2	Outstanding 	Meets set Individual KPI's 	Not quite there yet	Under performing 	Absent/Unknown	0.20370370370370369	0.53703703703703709	0.16666666666666666	1.8518518518518517E-2	7.407407407407407E-2	



image2.png
Q1 Q2 Total

Administration Department | £ 2,220.00 | £ 960.00 | £ 3,180.00

Sales Department £ - £ - £ -

Logistics Department £ 3,290.00 | £ 3,720.00 | £ 7,010.00

Research and Development | £ 3,660.00 | £ 6,140.00 | £ 9,800.00

£9,170.00 £10,820.00 | £19,990.00
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Summary of the eight lenses

Everyone in an
organisation should
be able to agree to it,
whatever their place
init.

Well-being hts and Duties

Work should be good
for us.

Jobs and their rewards
should track talent and
hard work.

Everyone has rights to
do some things and to
be free of some things,
and everyone has
duties not to violate
others’ rights.

Jobs and their rewards
should follow from
voluntary market
exchanges.

Character

Each of us should work
to develop the best
ethical character for our
roles.

No one should be
subject to a regime in
which they have no say.

Handing Down

We can’t reinvent or
master the world, and
are instead responsible
for conserving and
‘maintaining the small
part of it over which

we currently have
stewardship, and for
passing it on undamaged
to our descendants.




