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Section One - Report  

Executive summary 

This report contains a study of the best ways of taking decisions for the betterment of an 

organization and how the people practitioners can add value to it. 

Introduction 

In the two sections that are present in this report, different factors that may influence 

decision-making, various performance measurement tools, and analysis tools, and different 

people practice roles have been examined, and a qualitative and quantitative analysis review of 

company data provided has been carried out, consecutively. 

AC 1.1 Evidence-based practice and its utilization in supporting 

decision-making and judgments 

Collecting evidence from multiple sources that are credible and combining them meticulously 

with the use of the best finding so that the decision taken can be more informed and enhanced is 

known as the process of evidence-based practice. It is a structured process for the dissemination 

of the best evidence and it offers transparent and explicit ways of working, with less chances of 

misinterpretation, which are its advantages. However, it takes time and resources to develop the 

skills of undertaking EBP and this process suppresses creativity, which are its disadvantages 

(Frantzeskaki et al. 2019). Some of the approaches to evidence-based practice that can be used to 

provide inside that supports sound decision making in organizations are critical thinking and 

group decision-making. Critical thinking is when decision making is based on careful assessment 

of facts, numbers, results and other types of proven data, which has the pros of making sure an 

issue is well comprehended before a decision is taken and taking decisions based on an analysis 

of all the available information, but the cons of sometimes making one overthink situations and 

making one indecisive. Critical thinking can be applied on the people practice issue of poor 
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employee performance in a company, for example, due to lack of management support during 

hybrid work practices, whereby evidence gathered is assessed to decide management training 

should be undertaken to improve the management practices of the company. Critical thinking can 

also be applied on the organizational issue of poor customer service, for example, whereby 

information from customer feedback form is evaluated to decide customer service training 

sessions should be undertaken for the employees. 

Group decision-making is the process of individuals collectively making choices or taking 

decisions after considering all the different alternatives before them, and it has the pros of 

facilitating a diversity of views so that the decision-making process can be enriched and it fosters 

a degree of involvement from the organization members, but it has the cons of being 

time-consuming, and certain people can dominate decisions within a group (Wilcox et al. 2021). 

Group decision making may be applied on the people practice issue of poor employee 

performance in a company, for example, due to lack of management support during hybrid work 

practices, whereby the company stakeholders collectively decide that the managers should go 

through training to support and improve employee performance. Group decision-making can also 

be applied on the organizational issue of poor customer service, for example, whereby the 

company stakeholders collaborate with each other to come to the decision that the employees 

must be put through customer service training to become better. 

AC 1.2 Analysis of tools and methods 

●​ PESTLE analysis- This is an analysis tool that gives a bird’s eye view of the whole 

surroundings of an organization, that is the market in which it operates and the external 

factors and elements that affects its business. It takes into consideration the political, 

economic, social, technological, legal and environmental elements into its framework of 

assessing the market demographics. This tool can be used by organizations to diagnose 

and recognise issues, challenges and opportunities by helping identify, monitor and study 

the key external factors that influence organizations and may affect its business 

operations in the present and in the future (Scianni and Georgiades, 2019). The strengths 

of this tool include providing a mechanism for an organization to identify and exploit 

business opportunities and enabling firms to assess the implications of entering national 
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and global markets. However, its weaknesses are oversimplifying the information to be 

used for making decisions and the process being necessary to be conducted regularly for 

it to be effective.  

●​ Surveys- This is an analysis method that offers businesses inside information about the 

market and its customers and customer behaviour through the gathering of data via the 

process of asking questions and receiving answers, then processing and interpreting that 

data, and reporting the findings. Surveys can offer insight into what business strategies 

can be taken to improve revenue collection and customer satisfaction. This tool can be 

used by organizations to diagnose and recognise issues, challenges and opportunities by 

helping organizations conduct market research to learn about specific markets, the 

potential of different services and products, study different patterns of customer 

behaviour that could benefit sales goals, and inform the strategic planning of companies 

(Vitolo et al. 2019). This method has the strengths of improving brand recognition and 

improving the risk management strategies of companies, but the weaknesses of being 

expensive conduct and requiring significant time investment.  

AC 1.3 Main principles of critical thinking 

The main principles of critical thinking involve objective rational thinking, checking validity of 

source, not jumping to conclusions, considering unconscious bias, and so on. The principle of 

objective rational thinking encompasses the ability to draw unbiased sensible conclusions from 

data and facts. The principle of checking validity of source is all about ensuring the truthfulness 

of the source from which information is coming. Not jumping to conclusions refers to the 

principle of not making unwarranted assumptions on limited information. And considering 

unconscious bias is all about taking into account the social stereotypes that are created, often 

unwittingly, outside conscious awareness, that must be kept out of the decision-making process. 

The principles of critical thinking that may be applied to my work are checking and presenting 

facts and information, remaining objective in my approach and presenting evidence rather than 

emotion (Mazzucca et al. 2019). Here, I can offer an example of an instance where I used critical 

thinking to improve my own idea of improving employee engagement in my organization by 

utilising a suggestion box scheme, with the help of which I could collect employee feedback and 
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opinions and bring the attention of the organizational authorities to various employee issues so 

that they could feel valued and their engagement at the workplace could increase.  The principles 

that may be applied to the work of others involve being aware of the author’s credibility, source 

and research methods, checking claims, and presenting facts rather than opinion (Straker et al. 

2022). Here, I can offer an example of an instance where I applied critical thinking to the idea of 

another whereby, I suggested to my co-worker that he should undertake a market survey before 

deciding on launching a new product on behalf of our organization, whereby he could get to 

know the needs and requirements of the customers and whether they are likely to accept the new 

product, so that it can be guaranteed the new product would be successfully launched and sold in 

the market. 

AC 1.4 Decision-making processes 

●​ Bounded Rationality decision-making theory- This theory argues that taking a decision 

is making a choice between alternate courses of action, and it could also mean making a 

choice between non-action and action. It suggests that always be a decision or course of 

action that would be better but instead of seeking the best possible outcome and wasting 

time in taking the best decision, one has to think rationally and settle for the decision that 

is ‘good enough’. It helps one make satisfactory choices and avoid making sub-optimal 

choices, which are its pros, but it is not inclined to find necessary information for making 

rational decisions because of cognitive and temporal limitations, and it restrict people to 

search for the best option by merely settling for a mildly satisfying result, which are its 

cons (Shackelford et al. 2021).  

●​ Vroom-Yetton decision-making theory- This theory created by Victor Vroom and Philip 

Yetton suggested that there is no specific method for making decisions that can be called 

perfect, but the situation that one faces should determine what the best action should be. 

This model helps in the clear outlining of the decision-making context and objectives of 

an individual, collecting relevant data and using model questions to direct them to the 

best possible decision. It has the strengths of being highly flexible interns of decision 

making and can be applied to any kind of situation however simple or complex, but it has 

the weaknesses of being limited in its effectiveness based on the ability of the decision 
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makers to use the model correctly and the differences in the specific context of each of 

the decisions taken with the application of this theory (Schildkamp, 2019).  

●​ Intuitive decision-making theory- This is where data is acquired through associated 

learning and held in the long-term memory of the decision-maker, which is then accessed 

unconsciously to create the basis of a decision or judgement. Researchers have 

discovered that even decisions that are taken intuitively can be affected when they are 

taken by people who have a lot of experience in that specific area, and this style of 

decision making is retrospective in nature, which are its pros. However, the cons are that 

intuitive decision-making is not logical and going with the gut does not always work out 

for the best, especially in unfamiliar situations (Mwanga et al. 2020). An example of this 

can be given as an organization deciding to launch a new product based on the intuition 

that the customers are going to like it, since they have liked similar products in the past.  

AC 1.5 Ethical theories and perspectives 

●​ Utilitarianism- This is an ethical theory that can be used to differentiate right from wrong 

as it forces people to focus on the outcome instead of the process. This is one of the most 

commonly used theories that utilises the persuasive processes of normative ethics. This 

theory has the basis on the principles of considering the consequences of actions, 

suggesting that the most ethical and moral choice would be the one that could produce 

the greatest good for the largest number of people. Understanding this perspective can 

help inform and influence moral decision-making because it urges people to focus on 

taking a decision that would turn out to be the most beneficial outcome for the largest 

number of people and the society as a whole so that effective decision-making is possible 

(Portney, 2020). In order to illustrate this, a workplace example can be given whereby an 

organization sees it would be good for its financial performance to avail labour at cheaper 

costs, but it is not ethically correct to lay off the current workers, and therefore it things 

about what is good for the large number of employees working there and decides not to 

make a mass lay off.  

●​ Deontology- This is an ethical theory that applies rules for discerning the moral course of 

action and distinguishing right from wrong. It requires that individuals follow rules and 
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do their duty. It does not necessitate weighing the benefits and costs of action but 

assessing the intent behind the chosen actions holds for more importance. Understanding 

this perspective can help inform and influence moral decision-making because it does not 

focus on the consequences of individual actions but it propagates that humans possess the 

ability to understand and reason with universal moral laws that are applicable to all 

situations (Ioannidis, 2020). In order to illustrate this, a workplace example can be given 

whereby an organization sees that an employee has been found guilty of consecutively 

coming late, it is the moral obligation of the organizational authorities to penalize the 

worker, even if they are in a helpless personal situation, because the intention is to make 

them not repeat their mistake.  

●​ Kantianism- According to the moral theory of Kant, it is believed that certain actions and 

behaviours cannot be undertaken even if it can result in happiness. This theory is based 

on the deontological moral theory, which has the principle of not considering the 

consequence of one’s actions but their individual moral duty while making decisions. 

Understanding this perspective can help inform and influence moral decision-making 

because it suggests that every decision of a human being should be based on their moral 

obligations to other individuals and the society as a whole, and therefore, the decision 

would be ethically correct (Kressler et al. 2020). In order to illustrate this, a workplace 

example can be given whereby an organization sees that when it uses in 

environment-friendly equipment it can reduce the negative environmental impacts its 

production practices leave behind, although it costs more money to buy and maintain 

such equipment, and since it is its moral duty to protect the environment, the organization 

takes the decision of continuing to use such environment-friendly equipment for the 

fulfilment of its corporate social responsibilities.  

AC 3.1 Measuring financial and non-financial performance 

One of the methods of measuring the financial performance of a company is the measurement of 

the total asset turnover of a company. The calculation of the total asset turnover is an efficiency 

ratio that calculates how efficiently an organization has used its assets to generate revenue. Total 

asset turnover is calculated by dividing the total revenue collected by the company by the total 
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assets with which it began added to the total assets it ended up with after sale, divided by 2. 

When the turnover ratio of a company is high, it can be said that the performance of the 

organization is good but if the turnover ratio is low, it can be said that the performance of the 

company is bad (Weis et al. 2019). However, this form of measurement cannot be used to say 

whether the customers like the assets sold by the company and whether the high turnover amount 

is simply the result of the company having low inventory in the first place. An example of total 

asset turnover ratio calculation is a business organization having net sales of $10,000,000 and 

total assets of $5,000,000 with a total asset turnover ratio of 2.0. 

One of the methods of measuring the non-financial performance of a company is Customer 

conversion rate. The calculation of the customer condition rate involves taking a percentage 

measure of interaction between the sales personnel or other employees of the organization and its 

customers that may result in a sale of a product or service being offered by the company. 

Customer conversion rate can be calculated by dividing the interactions taking place between the 

customers and the sales staff of a company resulting in completed transactions or sales by the 

total sales interactions of the company. When the conversion rate is high, it can be said that the 

company is able to successfully convert people into customers and sell their goods and services 

to them, and therefore, its non-financial performance is good. But if the conversion rate is low, 

then it is rightfully said that the company fails to convert people into customers and make sales, 

so that it’s not-financial performance is poor (Wasserman et al. 2020). However, this form of 

measurement cannot be used to say whether the people who have been successfully converted 

into customers can be retained by the brand due to their satisfaction with the product or service 

they bought from the company. An example of customer conversion rate calculation is a physical 

shop under a brand name receiving about 200 visitors a month and making 50 sales, would have 

the conversion rate of 50 / 200 that is 25%. 

AC 3.2 People practice adding value to the organization and methods for 

measuring its impact  

Well managed people practice initiative can play a key role in the success of a company since the 

HR professionals are responsible for the quality of performance of the employees as well as the 
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exceptional talent that are hired and put in place to fulfil the job demands and goals of the 

organization. The long-term financial performance and success of an organization is tied directly 

to the motivation, engagement, achievements and capabilities of the people working there and it 

is the job of the people professionals to ensure that the organizational personnel are trained and 

developed in a way that they can make it possible. Therefore, one of the ways in which HR 

practice can add value to a firm is the arrangement of learning and development initiatives and 

training activities so that they can acquire new knowledge and skills, sharpen their talents, 

modify their behaviour and actions, and pursue their personal and professional goals. Workers 

are one of the most primary resources for any business, and thus, acquiring the right talent is a 

vital task for any organization just as much as it is to retain them, so that the business can 

increase its profits, acquire a sustainable position in the market as well as grow (Hebbecker et al. 

2022). This is where the HR again comes in and works to build and oversee the process of 

attracting, recruiting and retaining the best human resources available. The following are two of 

the methods that might be used to measure the impact of people practices in an organization: 

●​ Employee engagement rate- This a method of measuring the share of employees engaged 

at work in an organization and some of the simplest ways of tracking the engagement rate 

of workers in a company is to collect feedback during pulse surveys, one on one 

meetings, and stay and exit interviews. To work out the average engagement rate across a 

business, the number of employees above the engagement norm should be divided by the 

total number of workers in the firm, and multiplying it by 100 to get the percentage rate 

(Sultana et al. 2020). A low engagement rate would indicate that the HR practices of the 

company are not beneficial, whereas when the employees are seen to be highly engaged, 

it can be said that the people's practices are effective. 

●​ Training effectiveness- This is a method of measuring how particular training programs 

undertaken by the HR professionals of a company are impacting the knowledge, skills, 

behaviour and performance of the workers, and how that, in turn, affects the efficacy of 

the firm. Training effectiveness can be measured through one on one discussions, post 

training quizzes, questionnaires, assessments and surveys. It is important to decide on the 

goals of the training before the training begins and before measuring training 

effectiveness so that after the training ends it can be examined how many of those goals 

were fulfilled (Ervin et al. 2022). Kirkpatrick’s four level training evaluation model can 
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be used in this regard to gauge how useful the current HR training initiatives are and how 

they can be improved.  

Conclusion 

This report can be concluded by saying that the best way to make a decision is to collect 

evidence and also keep in mind moral and ethical considerations would have to be made so that 

the decision-making process is enriched.  
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Section Two – Quantitative and qualitative analysis review 

AC 2.1: Interpretation of analytical data concerning people's practice 

a) Percentage of each gender by type 

 

Figure 1: Each gender’s percentage by type 

(Source: Excel) 

In the above figure, the percentage of each gender of employees that work in the different 

departments of the company has been represented. It can be observed that workers belonging to 

the male gender have a significantly higher percentage representation, at 54%, while workers 

belonging to the female gender have the second highest percentage representation, at 45%, and 

workers belonging to the non-binary gender have the lowest percentage representation, at only 

1%. Therefore, the organization can be said to be suffering from gender discrimination when it 

comes to diversity and inclusion. 

b) Ethnicity as a percentage per team 
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Figure 2: Each ethnicity’s percentage per team 

(Source: Excel) 

In the above figure, the percentage of workers belonging to different ethnicities who work in the 

different departments of the company has been represented. It can be observed that the highest 

percentage of workers in the company belong to the White British ethnicity while the number of 

representatives from other ethnicities such as Indian, Chinese, Pakistani, White and Black 

Caribbean, and Black- other races is very low. Therefore, it can be said that there is a racial 

discrimination prevalent in the organization. 

c) Disability percentage as an organizational whole and by teams 
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Figure 3: Each disabled workers’ percentage per team 

(Source: Excel) 

In the above figure, the percentage of workers possessing different kinds of disabilities who work 

in the different departments of the organization has been represented. It can be observed that the 

department with the highest percentage of employees working with disabilities is IT, followed by 

the departments of Finance and Customer Service, then people service and lastly, Community 

Engagement. However the departments of Directors, Governance, Business Services, Marketing, 

Regeneration, Supported Housing and Facilities do not have any workers working there who 

have disabilities. Therefore, it can be said that there is a lack of inclusion and diversity in the 

company in terms of discrimination against people with disabilities.  

d) Salary difference across genders 

 

Figure 4: Each genders’ salaries 

(Source: Excel) 

In the above figure, the average salary that is given to the employees belonging to different 

genders in the company has been represented. It can be observed that the male employees are 

being provided £ 31812.18, while the female employees are being provided £ 31900.29, but the 
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non-binary members of the workforce are receiving the lowest compensation at only £19500. 

Therefore, it can be said that there is gender discrimination at practice in the company in terms of 

compensating employees.  

e) Overall average salary paid by the organization 

 

Figure 5: Average salary paid per team overall 

(Source: Excel) 

In the above figure, the overall average salary that is paid by the company to the employees 

working in different departments of the company has been represented. It can be observed that 

the department of the Directors is the highest paid department of the organization with an 

average annual salary of £ 93791, while the departments of Green Spaces and Supported 

Housing are among the lowest paid departments of the organization, receiving average salaries of 

£ 21030 and £ 22863.63 respectively. Therefore, it can be said that there is discrimination at 

practice in the company in relation to employee compensation.  

Table 2 
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Figure 6: Employee opinions on hybrid work practices 

(Source: Excel) 

In the above figure, the feedback collected from the workers of the company in relation to the 

hybrid work practices of the organization have been represented. It can be observed that a 

majority of the workers have complained about facing too much stress while doing hybrid work 

due to a lack of management, with the workers even revealing that they have experienced 

cross-functional issues and communication problems and that they are not being given proper 

support from the management of the company while remote working. Therefore, it can be said 

that the management practices of the company have been at fault for the hybrid working 

practices of the organization not working effectively.  

*Refer to Excel sheet for detailed calculations 

AC 2.2: Key findings for stakeholders 

Table 1 
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Figure 7: Findings from Table 1 

(Source: Excel) 

In the above figure, the findings from Table 1 have been represented. It can be seen that the 

percentage of workers belonging to different ethnicities working in the different departments of 

the organization is not equally distributed. Therefore, it can be said that there is the lack of 

diversity and inclusion within the company. 

Table 2 
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Figure 8: Findings from Table 2 

(Source: Excel) 

In the figure, the findings from Table 2 have been represented. It can be seen that according to 

the opinions collected from the workers, a majority of them have revealed that the management 

methods of the organization during the implementation of hybrid work practices have been 

disruptive to their work and resulted in their increased stress and poor performance. Therefore, 

the management methods of the company have to be modified. 

*Refer to Excel sheet for detailed calculations 

AC 2.3: Justified recommendations 

Based on the findings of Tables 1 and 2, the following two recommendations can be given: 

●​ Modification of company policies- This recommendation has been made because 

according to the data analysis, there are many discriminatory policies and practices 

prevalent in the organization that are resulting in a lack of diversity and inclusion at the 

workplace. 
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○​ Benefits- This solution has the benefits of improving the reputation of the 

company and facilitating fairness and equality at the workplace. 

○​ Risks- This solution has the risks of creating organizational conflicts due to 

changes in policies and discontentment among the workforce.  

○​ Financial implications- The direct costs of this solution are paying policy-makers 

while the indirect costs are temporary dips in organizational productivity while 

transitioning through change. 

●​ Undertaking of management training- This recommendation has been made because 

according to the data analysis, the practices of management of the company are capable 

of handling hybrid work practices, reducing the stress of workers and improving their 

performance. 

○​ Benefits- The benefits of this solution include helping the managers acquire new 

skills and knowledge and teaching them proper ways of management. 

○​ Risks- This solution has the risks of newly trained managers leaving their jobs and 

the training being useless. 

○​ Financial implications- The direct costs of this solution are paying trainers and 

indirect costs are work hours lost.  
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