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Introduction
The aim of this report is to provide the senior leadership team (SLT) with knowledge and understanding of what evidence-based practice is and the approaches that can be taken for effective critical thinking and decision-making that ensures integrity and value is upheld. 

Evaluate the concept of evidence-based practice and assess how approaches to evidence-based practice can be used to provide insight that supports sound decision-making across a range of people practices and organisational issues. (AC 1.1)
Research such as (Lewin, 1951) shows that organisations undergo major change in a 3 to 5 yearly cycle. To change an organisation needs to know the need for change and what benefits could come from it. This is often referred to as innovative change  (Isaksen and Tidd, 2006). Innovation is seen as the capacity for change that can help organisations define new things on different fronts. (Carnall, 2007) discussed that innovation and change comes from evidenced based practises, in that by having robust evidence and cases studies organisations can make informed decisions on a range of issues incorporating people practises and organisational issues. 
Evidence based practise (EBP) has been used in medical research and practises since the early 1990’s (McDonald, 2001) other businesses started to see the value of EBP especially when applied to people and organisational management (Rynes, 2012). EBP is about making informed, decisive, calculated decisions based on a combination of the best available evidence and best critical thinking methods (Kovner, 2012). EBP comes from four sources (Rousseau, 2006) (Nutt, 1998) (Yates, 2003)  namely:
1. Scientific literature – empirical studies  
2. Stakeholders – values and concerns 
3. Organisation – internal data 
4. Practitioners – professional expertise 
By having data and knowledge that has been scrutinised and tested scientifically, then scrutinised and validated by an individual and organisations allows practitioners to deliver on these agreed standards, this is what EBP is (CIPD, 2023). EBP ensures that decision-making is based on facts, and as such gives more gravitas to professionals, leads to increased influence on other business leaders and has a more positive impact in work, which in turn creates a stronger body of knowledge that can continue to be applied in a positive working environment. Without EBP each individual and organisation relies on their own knowledge, experience, and skills to make decisions which can lead to unfavourable outcomes and a dilution of knowledge and data (Tunis, 2007). As such EBP  is about making decisions, based on information from multiple sources by undertaking 6 steps (CIPD, 2023) these being:
1. 
2

2. Asking
3. Acquiring
4. Appraising
5. Aggregating
6. Applying
7. Assessing 

The concept of EBP is robust (Rynes, 2012) as it ensures data, knowledge and skills have been tested and agreed by scholars, businesses, and individuals and that by agreeing on topics this becomes accepted ways of working. Without EBP there would be no uniformed approaches to people and organisational management (Tunis, 2007) rather each organisation would conduct themselves based on what they feel is right rather than being based on scientifically and ethically agreed standards.  EBP can be used to provide insight that supports sound decision-making across a range of people practices and organisational issues as data used in this decision has been tested, reviewed and applied in many ways over a number of years, this leads to EBP being the best way organisations should conduct their business as it will allow organisations and HR professionals to access peer reviewed data and approaches that will in turn allow HR professionals and organisations to make sound decisions based on agreed data and methods, this will safeguard organisations and individuals from making poor choices (Ulrich, 2013) however, by agreeing with EBP there is a risk that new innovations are dismissed or that new ideas are dismissed as they go against the agreed evidence as such these needs to be a caveat that EBP is good but that new ideas, ways of working etc must be given a chance to develop to see if suitable otherwise we run the risk of stagnating or becoming biased knowingly / unknowing due to EBP (Tunis, 2007). 
Evaluate one appropriate analysis tool and one appropriate analysis method that might be applied by organisations to recognise and diagnose issues, challenges, and opportunities. (AC 1.2)

There are several analysis tools than an organisation could use to recognises challenges, issues, strengths and weaknesses. Some examples are Porters 5 forces (Porter, 1985)  suggested that 5 forces outside an organisation can affect it. This is further supported by his added value chain analysis,  (Lynch, 2002) defines the value chain as “the links between key value adding activities and interface with support activities”. The McKinsey / GE matrix, stakeholder engagement as well as a simple SWOT analysis are all valid analysis methods (McKinsey, 2014) however, the mostly widely accepted analysis tool due to its relevant ease of use and effectiveness is the PESTLE analysis (Alder, 2002).   
A PESTLE analysis allows an organisation to assess its strengths, weaknesses, opportunities and threats in six areas these being P for Political, E for Economic, S for Social, T for Technological, L for Legal, and E for Environmental. A PESTLE analysis is a simple framework. It facilitates an understanding of the wider business environment both internally and externally. It can also enable an organisation to spot business opportunities and exploit them fully by focusing on these six key areas (Daft, 1994). However, (Mullins 1996) argues that a PESTLE analysis is to simplistic as the data captured during undertaken in a PESTLE analysis could be to quantitative which could lead data overload or miss analysis. There is also the threat of change, as the PESTLE analysis focuses on six areas there is a potential that each area could experience change at different times which could lead to any data captured being void or outdated, as such a PESTLE analysis needs to be repeated on a regular basis which is very heavy resource wise for any organisation. 
A PESTLE analysis is a good, straight forward relatively easy to implement analysis tool however, it is not a definitive analysis tool and is open to manipulation especially when there are radical changes in political, economic and technological issues as such a PESTLE should be used as a “where are we now” analysis tool and further supported by other analysis tool as mentioned earlier to give a holistic assessment of opportunities and threats to an organisation (Makos, 2011).
There are several analysis methods available to organisations that could be of real issue, some examples are interviews, observations, job analysis questionnaires (Bloom, 2006). An appropriate analysis method that is open to all organisations is Colleague Voices Surveys. These surveys can be tailored by organisations to gain information on various topics, from wellbeing, job stratification, customer engagement, colleague feelings, colleague satisfaction etc (Bessant, 2003). A colleague survey is an effective analysis method as all organisations have employees, as such an organisation can capture data as many times as it required by running surveys as often as it required. This would build up a very useful data bank on key topics, which could aid in the development of organizational change, strategy or directions. It also has a positive impact in that colleagues would feel valued by being included in the change and being a part of the direction an organisation  was moving in (Bessant, 2003) however, whilst a survey is an easily accessible and effective analysis method it is also open to manipulation (Bratton & Gold , 2002) colleagues could give false answers to the survey or tailor their answers to meet their own agenda, these answers if taken at face value could lead to an organisation implementing change based on inaccurate information which could have a grave impact on the organisation. There needs to be more than one analysis method (Bratton & Gold, 2002) for data to be considered valid as such an organisation needs to make the most of all analysis methods open to it.       
Explain the main principles of critical thinking and describe how these might apply to your own and others’ ideas to assist objective and rational debate.  (AC 1.3)
Critical thinking is the process of using information, experience, observation, and reasoning to guide individual decisions, actions, and beliefs. We all learn from a young age to evolve and develop, these skills allow us to learn new things and to develop cognitively (Storey, 2001). To be able to critically think, individuals need to actively question every step of their thinking process, to remove any bias from their thoughts (Bates, 2004). Critical thinking entails having the ability to reflect on one’s own thinking to make it more effective. Critical thinking ensures continued personal and professional development, all individuals have a need to develop (Mazlows, 1943), critical thinking allows all individuals thee opportunity to reach self-fulfilment as in fig 1 below: 
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Figure 1. Maslow’s hierarchical needs (1943)
Critical thinking is a must tool (Storey, 2001) for all Human Resource (HR) professionals as critical thinking ensures that a HR professional looks at all facts, analyses data and is not prejudice or biased. Should a HR professional not critically think they would fail to look at issues holistically and could be so narrow minded that they fail to see the bigger picture resulting in them stagnating as a professional or being left behind in an ever-changing modern workplace. This is best defined by (Lipman, 1988)
“Critical thinking is skillful, responsible thinking that facilitates good judgment because it 1) relies upon criteria, 2) is self-correcting, and 3) is sensitive to context”.     
Explain three decision-making processes that can be applied to ensure that effective outcomes are achieved. (AC 1.4)
Effective decision-making is crucial for achieving positive outcomes in various aspects of life, whether it's in business, personal matters, or other areas. Here are three decision-making processes that can help ensure effective outcomes:
1. Edward de Bono's Six Thinking Hats is a creative thinking and decision-making technique that helps individuals and groups approach problem-solving and decision-making from different perspectives. The method involves wearing metaphorical "hats," each representing a different mode of thinking. 
· 
· White Hat (Information):
· Red Hat (Emotions):

· Black Hat (Critical Judgment):
· Yellow Hat (Optimism):
· Green Hat (Creativity):
· Blue Hat (Process Control):

By systematically switching between the different hats during discussions, participants can explore a topic comprehensively, consider various viewpoints, and make more informed and balanced decisions. The method is designed to improve both individual and group thinking processes and can be a valuable tool for enhancing creativity and critical thinking.
2. Best fit decision making is a process that involves selecting the most suitable option from a range of choices to achieve a specific goal or outcome. This approach focuses on matching the decision criteria and requirements precisely, rather than settling for the first available solution. The process typically involves several key steps:
· Define Objectives: Clearly outline the goals and objectives of the decision-making process. What are you trying to achieve, and what criteria are essential for success?
· Identify Options: Generate a list of possible solutions or alternatives. Be open to various choices that could potentially meet your objectives.
· Assess Criteria: Establish a set of criteria or factors that will be used to evaluate each option. These criteria should align with your objectives.
· Evaluate Options: Evaluate each alternative against the defined criteria. Use tools such as decision matrices, cost-benefit analyses, or pros and cons lists to objectively assess their suitability.
· Select the Best Fit: Choose the option that most closely aligns with the established criteria and objectives. This choice should maximize the likelihood of success.
· Implement and Monitor: Once the decision is made, implement the chosen option and continuously monitor its progress to ensure it remains the best fit over time.
Best fit decision making promotes a rational, methodical, and objective approach to choosing the most appropriate solution, increasing the chances of achieving the desired outcomes..
3.  Future pacing is a decision-making process that involves envisioning potential outcomes and consequences of a choice before making it. It helps individuals and organizations make more informed decisions by considering the long-term implications of their actions. The process typically involves the following steps:
· Define the Decision: Clearly articulate the decision you need to make and its significance. This sets the stage for future pacing.
· Identify Options: Explore various alternatives or courses of action available to you.
· Envision Outcomes: Visualize the potential results of each option, considering both short-term and long-term consequences. Imagine how these outcomes may impact your goals, stakeholders, and resources.
· Assess Risks and Benefits: Analyse the advantages and drawbacks of each option. Consider the potential risks, uncertainties, and rewards associated with each choice.
· Prioritize Values: Align your decision with your core values, mission, and objectives. Ensure that the chosen option is in harmony with your overarching goals.
· Make the Decision: Based on your future pacing analysis, select the option that aligns best with your vision of the future and your values.
· Implement and Monitor: Put your decision into action and continuously assess its progress. Adjust your course as necessary to achieve your desired outcomes.
Future pacing encourages a holistic and forward-thinking approach to decision-making, promoting strategic thinking and reducing the likelihood of unforeseen negative consequences. It helps individuals and organizations make choices that are better aligned with their long-term vision and goals.
· Assess three different ethical perspectives and explain how understanding of these can be used to inform and influence moral decision-making. (AC 1.5)
Three different ethical perspectives that can inform and influence moral decision-making are:
Utilitarianism: This perspective emphasizes the greatest overall happiness or utility for the greatest number of people (Bates, 2004). In utilitarianism, moral decisions are based on the consequences of actions. By assessing the potential outcomes and weighing the benefits and harms, individuals can make choices that maximize benefit to all. 
Deontology: Deontological ethics is grounded in the idea of duty and moral principles (Tunis, 2007). It focuses on the inherent rightness or wrongness of actions rather than their consequences. By understanding deontology, individuals can identify universal moral principles, like the categorical imperative, and apply them to decision-making. This perspective can help people make ethical choices based on principles and duties, regardless of the outcomes.
Virtue Ethics: Virtue ethics centres on the development of virtuous character traits and emphasizes personal growth and moral integrity (Kovner, 2012). It suggests that individuals should strive to be virtuous individuals rather than focusing solely on specific actions. Understanding virtue ethics encourages people to reflect on their character and work on developing virtues like honesty, courage, and compassion, which can guide moral decision-making in a more holistic and long-term way.
By incorporating these three ethical perspectives into their decision-making processes, individuals can take a more comprehensive and nuanced approach to assessing moral dilemmas. Each perspective offers a different lens through which to evaluate choices, helping people consider the consequences, moral principles, and personal character in their quest for making ethically sound decisions. This can ultimately lead to a more well-rounded and thoughtful approach to addressing complex ethical issues in various HR aspects of work and life.
· Appraise two different ways organisations measure financial and non-financial performance, providing one example of each. (AC 3.1)
Organisations use a variety of methods to measure both financial and non-financial performance to assess their overall effectiveness and achieve their strategic objectives (Kaplan & Norton, 1992). 
Financial Performance Measurement:
Key Performance Indicators (KPIs): KPIs are a widely used method for measuring financial performance. These are specific metrics that provide insights into an organization's financial health and success. For example, a common financial KPI is the "Return on Investment (ROI)," which evaluates the profitability of investments made by a company (Reichheld, 2003). ROI is calculated as (Net Profit / Investment Cost) x 100, and it helps organisations assess the efficiency of their investments and whether they are generating a satisfactory return.
Balanced Scorecard: 
The Balanced Scorecard is a comprehensive framework that goes beyond traditional financial metrics to evaluate an organisation's financial performance (Kaplan & Norton, 1992). It incorporates non-financial indicators like customer satisfaction, internal processes, and learning and growth. By assessing a combination of financial and non-financial aspects, organisations gain a more holistic view of their performance. For example, a company might track customer satisfaction scores, employee training hours, and financial indicators like revenue growth to gauge its overall performance.
Non-Financial Performance Measurement:
Customer Satisfaction Surveys: 
Measuring customer satisfaction is crucial for understanding how well an organization is meeting its customer's needs (Hayes, 2008). Organisations often use surveys to gather customer feedback and quantify their satisfaction. The Net Promoter Score (NPS) is a common metric derived from these surveys, which quantifies customer loyalty and willingness to recommend the company to others, this information allows an organisation to see its strengths and weakness and how it compares against competitors. 

Employee Engagement Surveys:
Non-financial performance is closely tied to employee engagement and satisfaction. Employee engagement surveys are a valuable tool to assess the organisation's performance in this aspect (Kapla & Norton,1996). For example, a  company might conduct regular employee surveys to measure factors like job satisfaction, work-life balance, and perceptions of company culture. The results can help identify areas that need improvement and enhance overall performance by increasing employee motivation and productivity.
· Explain how people practices add value in an organisation and identify two methods that might be used to measure the impact of people practices. (AC 3.2)

[bookmark: _Hlk150086593]People practices, or HR practices, play a crucial role in adding value to an organisation (Armstrong,& Taylor,2014). They encompass various strategies, policies, and activities related to managing an organisation's workforce. Effective people practices can positively impact an organization in several ways:
Talent Attraction and Retention: By implementing strong recruitment and retention strategies, organisations can attract and keep top talent. This, in turn, leads to a skilled and motivated workforce that contributes to the organisation's success. A highly skilled and engaged workforce can result in increased productivity and innovation.
Employee Development: Investing in training and development programs can enhance employee skills and capabilities. As employees grow professionally, they become more valuable assets to the organisation (Armstrong,& Taylor,2014). Employee development also fosters a culture of learning and continuous improvement, which can be a competitive advantage.
Employee Engagement: Effective people practices can improve employee engagement by promoting a positive work environment, recognising and rewarding performance, and fostering open communication. Engaged employees are more likely to be committed to their work, resulting in increased productivity and reduced turnover (CIPD, 2023).
Diversity and Inclusion: Inclusion practices can help an organisation harness the benefits of a diverse workforce. Diverse perspectives and backgrounds can lead to more innovative solutions and improved decision-making.
To measure the impact of people practices, organisations can use the following methods:
Key Performance Indicators (KPIs): Identify specific KPIs that align with the organisation's strategic objectives and HR goals (Armstrong,& Taylor,2014). For example, KPIs could include metrics related to employee turnover, recruitment efficiency, employee satisfaction, or training program effectiveness. Tracking these KPIs over time allows organisations to assess the impact of their people practices.
Employee Surveys: Conducting regular surveys to gauge employee satisfaction, engagement, and feedback can provide valuable insights. Analysing survey results and trends over time can help organizations identify areas of improvement and measure the effectiveness of HR practices in enhancing the employee experience (CIPD, 2023).
To summaries, people practices are integral to an organisation's success, impacting talent attraction and retention, employee development, engagement, and diversity and inclusion. Measuring the impact of these practices can be achieved through KPIs and employee surveys, which provide actionable data to improve HR strategies and contribute to the organization's overall success (Cascio, 2018).
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