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AC 1.1
 Evidence-based practice (EBP) can be described as “making decisions through conscientious explicit and judicious use of the best available evidence” (CIPD, 2019). Briner (2024) implies EBP has evolved and been adopted by many other professionals and used as a tool to help resolve problems and improve professional effectiveness. CIPD (2023) states evidence should be obtained from multiple sources and recommends applying the 6 steps (Asking, Acquiring, Appraising, Aggregating, Applying and Assessing) to ensure quality of evidence is not neglected. According to Barends, Rousseau and Briner (2014) sources of evidence can be available in many forms such as scientific research, professional opinion, organisational data and stakeholders. Briner (2024) posted on LinkedIn evidence-based HR (Human Resources) is not solely based on scientific evidence, EBP- HR adds strength and value by using multiple sources and multiple types. 


Waite et al (2021) states EBP enables people professionals to make better decisions which supports current and future human resource (HR) practice however, organisations often deal with complex issues which can negatively impact the people working within the organisation (CIPD, 2024). CIPD (2023) implies people professionals adopting an EBP approach to decision making are more likely to influence better organisation outcomes and productivity, thus a more efficient system approach which can have a significant impact on things such as conditions of employment, organisational culture and morale. Waite et al (2021) state there can be immense consequences to poor decision making within an organisation and relying on an individual opinion can be risky therefore reviewing all sources of evidence should be explored to inform decision making.
Figure 1: Rational Model
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This rational model is based on scientific data which allows informed decision-making reducing the chances of cognitive biases (Hanscomb, 2023). It provides a structured approach to addressing a problem by identifying the weighing and decision criteria by exploring the alternatives, scrutinizing the present and future consequences of each alternative, and rating each alternative on each criterion (Oliviera, 2007). This methodology enables the decision maker to arrive at the outcome in a streamlined approach by applying logic and discipline to the process. However, Waite et al (2021) states despite a streamlined approach this process can be time consuming and unsuitable for quick decision making. A post published on LinkedIn AI (Artificial Intelligence) (2024) states its limitations can influence the ability to recognise the role of emotions and intuition in influencing one's values, preferences and motivations which can result in poor decision-making. This process can be influenced by groupthink which is a tendency to agree with the majority or a leader thus can limit innovation or creativity and demonstrates bias to a single approach.  

This model could be applied in people practice when determining flexible working requests. Layering qualitative information with organisational data such as sickness rates, vacancy deficits, staff turnover and key performance indicators should be analysed collectively considering the risks associated with service delivery and employees' circumstances. Adopting the rational structure and applying the evidence and critical analysis of all aspects of the alternatives and consequences of options will eliminate biases to reach a well-informed decision to support the employee.  




AC 1.2
Organisations can face challenges and barriers to future planning objectives which can impair the productivity and credibility of the service they are providing (CIPD, 2024). Waite et al (2021) states business environments operate at two levels known as macro and micro; the macro level refers to major uncontrollable external factors whilst the micro- environment refers to the immediate factors. There is a range of tools used in people practice, and they include strategic reviews, Porters Five Forces, SWOT analysis, Ansoff matrix, Fishbone analyses, critical incident analyses and many more. 

A PESTLE analysis is a management framework and diagnostic tool which enables analyses of the wider external factors by focusing on six key areas which can influence the organisations decision making and impact performance (Waite et al, 2021). The six key areas are political, economic, sociological, technological, legal and environmental. The structure of the PESTEL tool does consider all external factors which are pivotal to the long-term planning of a sustained productive organisation such as population, weather climate, technological change. It’s important to note that political factors such as trade regulations and policies, and diplomatic tensions are likely to influence the organisations performance therefore its paramount that the HR departments ensure organisations are compliant with regulations (Friedman, 2019). However, many of these factors are considered uncontrollable thus not sufficient for early identification to plan and react to potential threats/ challenges. The PESTEL tool has limitations and does not account for influencing internal factors which can be influenced by factors within the macro level thus limiting the potential for a robust approach to evaluate all potential threats within and to an organisation (Waite et al, 2021). Therefore, an alternative tool such as a SWOT analysis which considers strengths, weaknesses, opportunities and threats would be appropriate. 

Figure 2: PESTLE analysis
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In people practice if a company manufactures cleaning products and is seeking to expand into a new market the PESTEL tool would be an appropriate analysis. The tool would prompt insight into government policies and trade agreements, economic conditions such as exchange rates and inflation to establish if there are any economic opportunities or risks in the target market. Sociological factors such as cultural norms and demographics may influence the company's strategy, technological infrastructure for production and distribution of products and evaluating legal regulations such as product safety, labelling and environmental hazards. Finally exploring how the company can align with local environmental factors such as climate and natural resources. 

There are other analyses methods which can be used to assess an organisations micro and macro environment such as interviews, job analysis, people analytics etc. CIPD (2021) state people analytics is another method used for enabling evidence-based decisions by accumulating and interpreting workforce data to benefit the organisation and its people. According to the CIPD (2024) using a people analytic approach can be a positive method for gaining rich insight into the data which in return can provide evidence to support changes at a strategic level. For example, looking at an organisations sickness rates may prompt further input from wider services to consider and ask questions on how sickness is being managed, is there an opportunity for collaboration with other services to promote well-being, is there a need for an innovative intervention to reduce sickness associated with work related stress. 

AC 1.3 
Howlett and Coburn (2019) defined critical thinking as the ability to think well and reflect on ideas, opinions, and arguments of others. In people practice, critical thinking principles can be applied to various situations. This means that HR professionals should use critical thinking skills when analysing issues, making decisions, and solving problems to ensure they have considered the difference between opinions and facts (Armstong and Taylor 2023) This process can be split into 3 steps by critiquing the information available in the form of ideas, opinions and arguments of others followed by reflecting on how the information is being delivered and communicated. Layered by the ability to identify when others are using critical thinking to influence how people professionals are rationalising the information or building a reason for a business case (Howlett and Coburn 2019). Armstrong and Taylor (2023) imply critical thinking principles can produce an unbiased, rational analysis of the evaluation of the information thus achieving objective rational thinking to produce a logical, valid and reliable hypothesis. 

According to Briner (2024) an EBP approach should be layered with critical thinking to increase the likelihood of favorable decisions to help resolve the issue. Critically analysing sources of information will increase reliability of the evidence thus demonstrating validity of the findings to confidently apply the research into practice to help inform decision making thus making the right or favorable decision for those affected (Waite et al, 2021).

AC 1.4 
[bookmark: _Int_6muzw4U9]Decision making in people practice can be a complex process often requiring different approaches to evaluate the most justified and valid outcome. This is further supported by the CMI (2020) which state decision making skills enable a manager to consider alternatives and use judgement to choose an appropriate and timely course of action. Adair (2022) states effective thinking involves a dynamic interplay between analysis, synthesis, and valuing. These elements can give guidance to approaching problems, making decisions and navigating complex situations. 

De Bono (six thinking hats) is a decision-making process developed by Edward De Bono in 1985. This process helps to inform confidence in a decision by addressing different approach styles to consider all contributing factors which can influence the decision. This process involves a metaphor analogy of six thinking hats which can be used in a group discussion or a personal thinking exercise (Cioffi, 2017). Each color hat represents a unique thinking style and mentally wearing the hat encourages the person to view the information through different lenses to ensure the delivery of a robust and balanced outcome (Cioffi, 2017). This encourages managers and HR professionals to consider all perspectives which can be essential when an issue requires richer detail and minimizes the potential for cognitive biases (Adair, 2022). 






Figure 3: De Bono thinking hats
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This model could be utilized for a company dealing with staff complaints linked to long waiting times at the canteen. The blue hat is used to set the agenda to reduce the wait time, the white hat will gather data and staff feedback, the red hat will consider the emotions involves such as frustration,  the green hat will enable creative brainstorming ideas such as recruiting more staff or extending the opening times, the yellow hat will consider benefits of solutions whilst the black hat will highlight the risks associated with the consequences/solutions. Failure to act may reduce work time and lower staff morale or providing a suitable option may increase staff productivity and empower staff to be valued and listened to. 

However, there are other decision-making tools HR professionals may want to adopt to address a specific issue. Problem framing plays a crucial role in decision-making, allowing professionals to define and understand problems before seeking solutions (IIenstitu, 2024). This process involves defining, analysing and understanding the problem to develop a clear and comprehensive evaluation from the root cause (Laker et al, 2017). For example, if a company is facing low sales performance issues HR professional could frame this problem in different approaches. They may consider the competency of sales staff by addressing training, exploring IT systems to find solutions for process improvements. However, it’s limitations may not be suitable in a fast-paced situation due to its time-consuming structure and its strict adherence, which limits its flexibility and adaptability (Laker et al, 2017). 

When considering organisational challenges such as staff retention another useful decision-making process to consider is the Kepner and Tregoe's Model, which is a systematic approach to problem solving. This model provides a framework which focuses on factual data and logistical analyses to help identify, analyse and find solutions. It involves four key steps, situation appraisal, problem analysis, decision analysis, and potential problem analysis (CMI, 2015). Therefore, a department experiencing high staff turnover may need to analyse the workforce data to find targeted solutions to overcome what might be contributing to the data (CMI, 2015). For example, sickness rates may have increased since a change of leadership which may indicate a need for leadership development or identify an area to promote staff wellbeing to reduce sickness levels. 


AC 1.5 
Organisational behavior is made up of ethical values formulated by ethical practice which applies in all aspects of organisational conduct (CIPD, 2023). Ethical practice is important because it can demonstrate how an organisation values its staff and stakeholders, thus creating an organisational culture where staff feel appreciated and valued (CIPD, 2023). However, serious risks can occur when an organisation's culture is at odds with its stated ethical values (CIPD, 2023). To support ethical decision making the CIPD (2015) produced a report to help practitioners navigate their choices when designing and implementing HR systems and practices. It identifies eight ethical lenses that offer different perspectives on workplace dilemmas and encourages ethical questions to be answered.

One of the most used ethical theories is utilitarianism which is based on the consequences and used to decipher between right and wrong, this approach seeks to produce the greatest good by applying the most ethical solution (Alder, schminke and Noel, 2007). When decisions are being made in the workplace this approach can be utilized to inform and influence the process to achieve the most desirable outcome for employees or organisation (Kvalnes, 2015).  For example, the government will fund flu vaccinations to save many lives which is deemed good because it serves greater benefits for the largest number of people. Nevertheless, it may result in morally ambiguous choices where individual rights are compromised in the pursuit of the greater good. 

The Kantian ethics part of deontology is an ethical theory which functions as a life guide, emphasising adherence to rules and duties. Even if outcomes differ from expectations, actions aligned with these principles are still deemed morally upright (Kvalnes, 2015). However, deontology has limitations, including rigidity, absolutism, conflict between duties and challenges in handling gray areas (Kvalnes, 2015). Thus, deontology encourages organisations to be transparent and honest even if complete disclose does not produce immediate positive results. For example, an organisation may downgrade its services, which may trigger a negative response, however the changes will result in a sustainable workload and thus improved performance.   

[bookmark: _Int_EPZmVp0H]Aristotelian Ethics is another theory which demonstrates that developing good habits leads to virtuous character (Hordern, 2018). For example, practicing honesty consistently, even in difficult situations, builds integrity, which then influences all your actions positively. During challenging times leaders demonstrating an ethical and honorable conduct can positively influence health and well-being agendas in organisations (Hordern, 2018). By implementing wellbeing practices into the system in collaboration with HR professionals implementing policy and practices staff are more likely to feel supported and valued thus a retained workforce. 
 
AC 3.1 
Gifford (2020) states to achieve success in organisational performance management is imperative. Performance management focuses on maximizing the value that employees create while aligning their performance with the organisation’s objectives. Evidence-based performance monitoring empowers organisations to make informed decisions, optimise employee performance, and align with strategic goals.
Performance in an organisation can be measured by non-financial and financial indicators. Financial indicators include revenue, gross and net profit, cash flow and productivity to name a few. These financial metrics are important indicators to an organisations financial health. It is essential for organisations to monitor past metrics to fully understand its financial protectory. Financial measures are advantageous due to the accuracy and reliability of data and can be easily monitored. However, this approach may have limitations to its long- term strategic planning due to the short-term outlook. 

Compared to non-financial indicators such as customer feedback, employee feedback, and legal compliance which look beyond monetary data and focus on other aspects of an organisations success. An example may be how well an organisation can retain its customers by evaluating customer experience and identifying innovative interventions. An advantage of this approach is that it provides context beyond financial data to consider strengths and weaknesses in alignment with strategic objectives. Compared to financial indicators they focus on long-term objectives, intangible assets, and operational effectiveness. By considering these indicators in decision-making, organisations can make informed decisions that benefit both their financial results and their broader stakeholders. However, while non-financial indicators provide valuable insights, they should complement financial metrics rather than replace them. A balanced approach that considers both financial and non-financial aspects ensure a more comprehensive evaluation of an organisation’s performance.

AC 3.2 
People's practice is a vital component to adding value to an organization. In a report by Burke (no date) states what illustrates a competent organisation is its capability to create value through its people, by recognising the value of investing in people and actively measuring its impact, they contribute to building a competent and successful organisation. To achieve this competency, HR professionals and other stakeholders involved in decision making must comprehend that human capital is a strategic asset (Burke, no date). People's investment should be measured to identify its delivery of current value to forecast the future impact. Measures such as staff surveys, questionnaires and qualitative feedback can be used to inform impact (Waite et al, 2021). 

[bookmark: _Int_A79KHdjT]There are a few methods used to measure the impact of people's practice which include, qualitative data, validation, and evaluation, return on investment (ROI) and cost benefit-analysis. The cost-benefit analysis method compares the costs of implementing people practices with the benefits gained, for example reduced employee turnover costs relate to increased productivity (Robinson et al, 2015).  Hayes and Anderson (2021) state the cost analysis helps to determine whether the benefits of a particular action outweigh the costs. If an organisation is implementing a new training programme for leaders a cost analysis would identify the expected benefits such as employee skill development, employee empowerment, retention and organisational performance against the training expenses. 
Another method used to ascertain the percentage of probability of benefiting from the gain is a return of investment analysis (ROI). The ROI is a profitability metric used to measure how well an investment has performed (Robinson et al. 2015). However, ROI will not account for alternative factors such as qualitative benefits, risk and time. Therefore, for complex decisions ROI should be used cautiously as there is a potential for biases to limit the choices (Robinson et al, 2015).
Section 2 
AC 2.1
Understanding employee data can add value to an organisations success for example insight into workforce trends, patterns and growth and productivity and turnover can identify performance concern which may need further exploration (CIPD, 2024). This process leverages data from various sources, including HR systems, IT systems, and other departmental databases. Data can be analyzed in different forms such as qualitative and quantitative which can identify causation and correlation evidence. CIPD (2024).  By extracting insights from this data and aligning both qualitative and quantitative approaches will give richer detail and content for organisations can make informed decisions and optimise workforce management (CIPD, 2024). 


AC 2.2
Fig 1: pie chart illustrating percentage of Gender type.
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Fig 1: illustrates 54% of the workforce are male, 45% are female and 1% of the business are defined non-binary gender this demonstrates a balanced gendered workforce. 

Fig 2: Ethnicity as a percentage: Pivot table 
[image: ]

The pivot table illustrates over 90% of the workforce are White British with only 10% occupying other ethnic distributions. The data can be indictive of a workforce lacking diversity. When analysing ethnicity distribution per team in fig 3, it is evident to see the “property team” has a clear ethnicity inequality compared to the percentage of white British ethnicity in other teams. Homogeneous teams may have narrower problem-solving approaches compared to diverse teams that bring varied skills and viewpoints, enhancing creativity and adaptability.


Fig 3 – Graph demonstrating ethnicity distribution per team
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Fig 4: Disability percentage as an organisational whole.

[image: ]

Data displayed in fig 4: illustrates 8% of employees have a disability in the organisation. Figure 5 shows 67% of teams are of an inclusive workforce however the numbers are low suggesting lack of diversity and inclusion thus may indicate a strategic disadvantage for the organisation. 






Fig 5: Percentage of disability by teams
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Fig 6: Average Salary difference across genders
Fig 6: 	The UK ONS states the average gender pay gap for 2023 is 7.7%, the data in fig 6 Illustrates <1% pay gap between male and female average salaries thus an equitable pay system (ONS, 2023). However, this data could be skewed as 75% of the 4 highest paid salaries are females, there is also a 61% difference between non-binary genders thus there is a need for career development for non-binary employees. 
[image: ]

The ONS (2023) states the highest gender pay gap exists amongst the highest paid salaries comparable to data in fig 7, which indicates a negative gender pay gap. However, unlike the UK, 80% of the top 5 highest paid salaries consisted of female employees compared to 20% male. Further analysis of the data would be needed to understand reasoning such as maternity/paternity and education.
Fig 7: Top 5 highest paid salary with gender values
[image: ]

Fig 8:  Overall average salary paid by the organisation 
[image: ]

The ONS (2024) states the average annual pre-tax salary across England and Wales is £35,724 compared to 31,757 suggesting wages may not be in alignment with annual growth thus may negatively influence people value and reputational risk. However, factors such as location, education, age and company size can influence this data. 


2.3 Recommendations
Gender Pay Gap

A recommendation to close the pay gap between genders could be implemented using pay quarters. Pay quarters are 4 equally sized groups, ranked from highest to lowest hourly pay, which is a useful method to measure gender imbalance, this method would also identify promotional in-equalities amongst genders which can result in a greater gender pay gap (UK Government, 2024). Promoting pay transparency will illuminate the structural drivers of inequality, such as occupational segregation and can prompt employers to examine structural or cultural barriers within the organisation that may be contributing to the pay gap and lack of diversity (CIPD, 2024). However, to layer this it would be important to consider staff turnover and exit interview data to identify if there is any correlation to women or men leaving higher paid salaries which may be accounted for a lesser percentage of men in the higher paid salary brackets. Another method to promote this is by introducing clear and fair processes for how salaries are set. To increase an even footpath for gender, pay gaps communicating salary ranges and stating if salaries are negotiable or not will increase organisational transparency and recruitment of employees (UK Government, 2024). This method may encourage a greater pool of males to apply for higher paid salaries thus closing the gender gap. 

There are both legal and reputational risks to non-compliance of pay gap reporting thus employers should prioritise compliance to avoid legal repercussions and maintain a positive reputation (CIPD, 2024). It is important to mention the legal requirements governed by The Equality Act 2010 (Gender Pay Gap Information) Regulations 2017 require employers with more than 250 employees to publish their gender pay gaps. Failure to do so can result in costly penalties for organisations (UK Government, 2024).  


Diversity 
Creating an inclusive workplace starts with transparent processes, education, and a commitment to diversity (lorenzo and Reeves, 2018).  A recommendation to implement a diversity lead to support and manage processes will create an equal opportunity un-bias culture which is inclusive and representative of the organisation. Benefits such as ensuring a diverse selection panel for recruitment will eliminate potential discrimination biases and may encourage more diversity amongst teams (CIPD, 2024). This is further supported in an article by Franks (2023) which states to increase diversity in the workplace a recomendation for a guaranteed diverse recruitment panel would demonstrate an organisation committed to increasing diversity, equality, and inclusion (DE&I). A report published by the CIPD (2024) made a recommendation to report on ethnicity pay gaps and advocates for employers to report their ethnicity pay data voluntarily. Despite the voluntary nature of ethnicity reporting, it illustrates transparency by fostering inclusion and diversity into the workplace and adds value to the employees (CIPD, 2024).  

Risks failing to meet DE&I requirements can influence innovation revenue, enabling conditions for revenue can contribute up to 12.9%, lack of diversity can also drop demand in services affecting revenue (Bank of England, 2021). Thus, increasing diversity in financial services can improve business decision making and reduce risk (Nedd and Bailey, 2024).  Lack of DE&I in the workplace can increase the risk of groupthink which can impact safety and soundness (Lorenzo and Reeves, 2018). 










Table 2:  Qualitative hybrid working feedback analysis

[image: ]
Data in figure F.1 illustrates employees’ feedback to hybrid working.
 It's vital when introducing hybrid working an organisation sets out a clear definition considering the organisations strategic goals (CIPD, 2021). This includes the development of hybrid working principles or policies, clearly setting out responsibilities and expectations and eligibility criteria. Cheatle (2021) states if organisations don't make these decisions, they risk unintentionally creating a divisive and unfair structure.  However, despite understanding the effectiveness of hybrid working the data gives richer detail of the workforce.  83% of employees feel stressed in the workplace, statements such as “working from home removes conflict” are balanced, suggesting there is a correlation between stress and conflict layered with a disagreement to “I miss my colleagues in the workplace.”

A recommendation to develop leadership skills to ensure employees are supported in the workplace should be implemented with an emphasis on well-being. A health and well-being survey report published by the CIPD states managers play a key role in supporting people’s health and well-being (CIPD, 2023). The report identified a correlation between a rise in stress-related absence and a lack of support for line managers who are increasingly expected to take responsibility for their team's well-being (CIPD, 2023). According to Peters (2020) compassionate leadership can decrease job-related stress and increase effective organisational commitment. The benefits of demonstrating compassionate leadership will add value to the people profession and empower staff to demonstrate alignment to organisational values (Lilius et al, 2013). Effective leaders can promote staff training such as conflict management and provide accountability to ensure stress risk assessments and well-being support is offered.

Risks associated with failure to apply action to survey feedback and implement leadership training may impact overall employee and organisational performance. Stress can be associated with sickness, thus the potential for employee absence (Peters, 2023). The CIPD report states managers take primary responsibility for managing short-term absence in 70% of organisations and long-term absence in 61%. Therefore, it’s imperative managers as first line contact have the right level of knowledge and skills to support colleagues to reduce or prevent the length of sickness absence (CIPD, 2023).  If left unmanaged, there are financial implications such as inability to recruit, sickness pay affecting the overall performance of the organisation. It is increasingly appreciated that well-being is associated with job satisfaction and hence with productivity and performance (Lilius et al, 2013)
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