Evidence Based Practice – Assignment – DRAFT 4

This report aims to offer the senior management team a thorough insight into evidence-based practice (EBP) and its significance in enhancing critical thinking and decision-making within the organization. 
AC 1.1 Evidence Based Practice
The history of Evidence Based Practice (EBP) began to bridge the gap between theory and practice in the nursing discipline (Mackey and Bassendowski, 2017). Since the mid-90s, this concept has been slowly adapted by other disciplines such as human resources, psychology, mental health, education, social work, and policing to enhance their practices (Briner, 2017). EBP entails a diligent process of actively seeking and gathering relevant, high-quality evidence (conscientious), rigorously evaluating this evidence to form well-informed assessments (judicious), and explicitly articulating how the evidence was employed to inform decisions (Briner, 2019).

Generally, decisions were made based on some form of evidence. For example, in human resource management practitioners use some form of evidence in their decision-making, but they often do not pay attention to the quality of evidence. This can result in decisions being made on fads and fashions, leading to bad decisions and poor outcomes (Barends and Rousseau, 2018). In Human resource management (HRM) four types of data are considered, they are scientific insights (involving research findings), organizational data, practitioner experiences, and stakeholder perspectives (Briner, 2018). 

EBP forces the HR professionals to explore two fundamental questions effectively: what are the important problems for the organization and which solutions or interventions are likely to help (Briner, 2013). In response to that, HR professionals critically evaluate the evidence and make sound decisions. In addition, it enables professionals to develop new knowledge and understanding based on reliable sources, allowing them to make ethically sound decisions for a given issue (Claes et al., 2015).

There are several EBP models used in the organisational domain, one of them is evidence-based Management. This approach follows a systematic six-steps approach: identifying an issue, conducting a thorough search for evidence from various sources, critically evaluating its relevance and reliability, synthesizing the evidence collaboratively, integrating it into the decision-making process, and ultimately assessing the outcomes to enhance the probability of a positive result (Briner, 2018). For example, research used to shed light and propose ways in attracting the right candidates to the right jobs, and offer helpful suggestions to HR professionals to overcome biases and errors of judgement (CIPD, 2015).

However, there are barriers to evidence-based management, such as a lack of trained management practitioners in organizations to critically evaluate the trustworthiness and relevance of the available evidence. Moreover, obtaining crucial organizational information might be challenging, and the existing evidence may lack quality (Barends and Rousseau, 2018). Although scientific evidence, such as research findings, may inform about current practices and trends, it may be incomprehensible or irrelevant for organizations. For example, psychological safety is a buzzword in organizations, and there is plenty of research findings available. However, next to nothing focuses on minority groups, in contrast to organizations that have a diverse workforce. Hence, organizations are only offered an incomplete solution for facilitating a psychologically safe workplace.
AC1.2 Analysis tool and Analysis Method
PESTLE Analysis
PESTLE analysis is a management tool that stands for Political, Economic, Social, Technological, Legal, and Environmental factors. It helps organizations understand the factors outside the organizational environment (Buye, 2021) and enables them to evaluate the key factors that affect the business directly and indirectly (Perera, 2017) and deal with them effectively to minimize risks. For example, when PESTLE is used in business planning, it provides the direction of business, growth targets, and risks (CIPD sheet), so that they can plan business solutions by identifying and understanding long-term trends. It is used in a range of organizational domains such as organizational change, people strategies, strategic business planning, workforce planning, etc. (CIPD factsheet-ref). Although it provides a simple framework to use, which may have the risk of oversimplifying the data.
Interviews
There are a range of analysis methods used in organizations such as interviews, observations, job analysis, surveys, focus groups, etc. (studying human resource management 6). Different methods offer different advantages and come with limitations. For example, interviews are widely used as a method for gathering data (chapter 6). This method is useful when the researcher needs to explore experiences, views, and motivations of individuals on specific issues (Gill et al., 2008). This method will be useful when the organization needs to understand and capture broad perspectives on issues such as organizational culture, psychological contract, employee engagement, etc. (Chapter 6). Although this method allows the researcher to gather a wealth of data and in-depth understanding of specific issues, this may be time-consuming. Moreover, it may be susceptible to participant subjectivity and social desirability bias (reference) and has limited generalizability due to the small sample size in comparison to surveys (chapter 6). However, the HR professionals need to evaluate the needs, the benefits of using a method over the time commitment and decide which method to use.


AC 1.3 Critical Thinking
Critical thinking is generally based on the following principles: clarity, accuracy, precision, relevance, depth, breadth, logic, significance, and fairness (Paul and Elder, 2009). In the critical thinking process, these standards are applied to maintain receptivity while listening, carefully observing, and identifying gaps in the information presented. It involves checking the relevance of information and analysing it for any other reasons. This process enables the critical thinker to thoughtfully question one's own and others' ideas, distinguishing between facts and assumptions (Howlett and Coburn, 2019), and learning to identify and steer clear of one's own and others' biases (Kivunja, 2015).
Critical thinking is crucial in human resource management as it provides numerous benefits, including effective decision-making, problem-solving, innovative solutions, strategic planning, conflict resolution, and talent acquisition (Kivunja, 2015). HR professionals in people management roles need to make effective decisions daily. Honing critical thinking skills enhances their capacity to think effectively and impartially when assessing their thoughts, viewpoints, and arguments, enabling them to make better decisions (How to think well and reflect objectively on the ideas, opinions and arguments of others, 2019).
Critical thinking offers insights into proposed ideas, theories, and concepts. It allows the thinker to question oppressive ideologies, liberate novel ideas, and align them with current issues—an essential aspect of evidence-based decision-making (Lee, 2012). For instance, when critical thinking is employed in the context of continuous learning, organizations are more likely to embrace new information and adapt, a vital aspect for staying well-informed about knowledge and industry trends in the dynamic field of human resources, rather than following years-old methods (Elliott and Turnbull, 2004).
AC 1.4 Decision making processes
De Bon’s six thinking hats model 
De Bono proposes a simple and effective model called six thinking hats to overcome emotions, helplessness, and confusion which were posed as a barrier for practical thinking (Kivunja, 2015).
The metaphor of the six thinking hats symbolizes six distinct cognitive strategies for critically thinking about and analysing an issue or problem to come for a suitable resolution. In this metaphor, the hats are color-coded as Black, Blue, Green, Red, White, and Yellow, each representing a unique logical and philosophical approach to the critical examination and solution of a problem. The Black hat emphasizes careful critical thinking, posing questions, and examining alternative approaches to the presented problem. The Blue hat involves organizational critical thinking to address the issue, while the green hat explores creative methods and generates ideas for solving the problem. The Red hat centres on the personal emotions of stakeholders related to the issue. White hat thinking aims to gather information that aids in resolving the problem, and lastly, the yellow hat adopts an optimistic approach to issue resolution (Kivunja, 2015). 
Although this framework could be criticised to oversimplify complex issues, it enables parallel thinking. Each person will be wearing the same hat at the same time, so each one of them will be considering all angles and views. Equally each one will wear one hat at a time, this structured approach will avoid confusion and add clarity (Payette & Barnes, 2017). 
Stakeholder Analysis
A stakeholder for an organization is an individual, organization, or group that has interests in the outcomes as they would be affected by the results of an action or a change (Yawson and Greiman, 2014). Stakeholder Analysis represents an approach focusing on acquiring insights into the behaviour, intentions, and relationships of the stakeholders. It evaluates various interest groups involved in a particular issue and their capacity to impact or be impacted by the ultimate outcome (Parmar et al., 2010). For example if the stakeholder analysis is used in business planning, it helps the organisation to understand the stakeholders’ behaviours and interests so the organization can keep this in mind when making decisions (Yawson and Greiman, 2014). 
Although this method scrutinizes both the external and internal surroundings, identifying potential allies and threats, the data is only valid for a short period of time as stakeholder interests and intentions are subject to change; therefore, organizations need to do it often (Brugha, 2000).
The Kepner-Tregoe effective thinking model
The Kepner-Tregoe framework takes a holistic approach and follows the principle that if the right things are done in the correct order, it will effectively solve issues (Markopoulos et al., 2022). The model proposes a four-step approach: the first step is understanding what is going on, followed by identifying the causes of the situation, making a decision based on gathered information, and finally, reducing risks and enhancing possibilities. When individuals and teams follow this approach and consciously and deliberately analyze the information, they subsequently reach a solution and solve the issue at hand (Markopoulos et al., 2022).
To do the right thing, individuals and teams in an organizational context need to understand the situation so that they can act appropriately. This model is used in organizations to successfully predict employee performance. However, while this model works well with employees, it needs further development to accommodate leadership engagement (Markopoulos et al., 2022). Furthermore, this four-step approach involves thinking differently, which may take time for employees to adopt this mindset; therefore, it may not suitable for time-sensitive issues (Markopoulos et al., 2022).
AC 1.5 Ethical Perspectives in decision making
Chartered Institute of Professional Development describes ethical practice as “Building trust by role-modelling ethical behaviour and applying principles and values consistently in decision-making” (CIPD, 2019) and proposes eight ethical lenses, such as fairness, merit, democracy, well-being, right and duties, character, and handing down to use in decision-making processes (CIPD, 2015). There are several ethical perspectives practiced for decision-making; the following sections will explore three of them.
Kantianism
Kantianism views an organization as a moral community. People act based on morality; therefore, everyone in an organization, from managers to employees, deserves to be treated with respect and allowed autonomy (Bowie, 2007). Therefore, business practices need to have an obligation to provide meaningful work to employees, support them in exercising autonomy in their jobs, allow them to develop themselves, and should not interfere with their self-development (Bowie, 2007). This is in line with CIPD's ethical lenses such as Merit, Fairness, Democracy, Well-being, and Character in ethical decision making (CIPD, 2015). Organizations bound by ethics and guided by sound principles in decision-making, it not only enhances their reputations but also empower their employees to follow suit. This, in turn, has a positive impact on employee motivation, commitment, loyalty, retention, and employee relations (CIPD, 2019). 
However, whether Kantianism is fully applicable to the current business world is debatable. For example, Kant's view of morality states that actions shouldn't be contaminated by self-interest, but even most rational organizations have an interest in profits (Bowie, 2017). Furthermore, Kant's perspective overly focuses on morals and ignores social, cultural, and psychological conditions (Dierksmeier, 2013). However, Kant’s his insistence on moral motives has a positive contribution to business ethics (Bowie, 2017).
Altruism
Altruism views organizational practices as needing to benefit their employees regardless of the consequences (Furnham et al., 2014). Studies have shown that promoting altruism in organizations improves organizational effectiveness (Kannungo and Conger, 1993). This can be supported by Social Exchange Theory (SIT). It proposes when someone is rewarded with positive actions, they tend to reciprocate (Zafirovski, 2005). Thus, when organizational actions benefit employees and customers, they tend to show more commitment and loyalty, as indicated above. For example, Handelsbanken, a Swedish bank, has been doing extremely well for more than 47 years and is one of the top performers in the stock market. The CEO attributes their success to advisors focusing solely on customers' benefits, and the profit is a result of the value-based organizational culture (World Economic Forum, 2022).
Whether organizations practice altruism based on goodwill or as a strategy to influence employees is debatable. Zafirovski (2005) noted that power might be the result of unreciprocated social exchange. Employees who receive more benefits from the organizations may feel obligated and trapped and unable to move away even if they wanted.
Communitarianism
This philosophical view developed in the 20th century, proposes that the community has a moral obligation to look after and respect human dignity and create ways to collaborate with all its members to work for the common good (Arjoon, 2005). When applying this principle to the organizational domain, it could be understood that businesses need to make decisions that benefit all their stakeholders and create ways to include them and work together to achieve organizational goals. Stakeholder theory aligns with this perspective and is understood as stakeholders such as employees, managers, and suppliers interacting and working together for trade value (Parmar et al., 2010). Organizations value stakeholder relations (Palmer et al., 2010). However, there seems to be a gap between principles and practice. For example, at times HR professionals face dilemmas as they have pressure from the business to compromise the principles (CIPD, 2022). In addition, stakeholder analysis may not capture all stakeholder needs and views. Research suggests that the needs of minority groups were not fully addressed and/or incorporated into organizational practice (Ong et al., 2011). For example, minority ethnic women continue to face challenges in their workplaces compared to their White counterparts (Opara et al., 2020).
AC 3.1 Ways to monitor financial and non-financial performance.
Gross Profit Margin
This method calculates the percentage of revenue left after deducting the direct cost for the production of goods. The advantages of it are that it is a simple method and shows how profitably a company can sell its goods (Corporate Finance Institute, no date). In addition, it is the first of the three profitability ratios considered to find out a company's performance. Although this is a measure to calculate profitability, it doesn’t include operational or overhead expenses (Harvard Business School Online, 2020).
While the gross profit margin is a valuable measure of profitability, it has limitations. Notably, it doesn't include operational or overhead expenses (Harvard Business School Online, 2020). Therefore, it provides a narrow focus on the direct costs associated with production but does not account for other crucial aspects of a company's overall financial health.
Balance Scorecard
The Balanced Scorecard is a quick and comprehensive tool for top managers to gain an overview of the business. It incorporates both financial and operational measures, including customer satisfaction, internal processes, and improvement initiatives within the organization (Kaplan, 2021). This method allows managers to assess performance from four different perspectives: customer satisfaction, financial health, internal business activities, and innovation and learning. By consolidating these crucial business aspects in one place, this tool enables managers to view all operational measures and concentrate on the critical aspects of the business without the need to refer to different reports and measures (Kaplan, 2021). 
Although it provided a holistic view it has limitations too. This tool was criticised for failing to highlight the contributions of employees to achieve company objectives; also it didn’t have measures to assess stakeholder contributions (Hristov and Chirico, 2016).

AC 3.2 HR practices adding value in an organisation
HR practices significantly impact organizational success by enhancing the organization’s capabilities, including improvements in employee and customer satisfaction, training and development opportunities, rewards systems, talent acquisition and retention, communication, and organizational design and restructuring (Yeung and Berman, 1997). Here are a couple of examples of HR intervention in an organization: HR practices in selection and recruitment attract the right candidates to the right jobs with the right skills (CIPD, 2015).

Considering learning and development, employees need to update their skills and knowledge throughout their working lives (Fleischmann & Koster, 2017) to navigate technological, economic, and policy changes (Fuller & Unwin, 2005). HR practices generate internal and external training opportunities and effectively communicate these with the workforce (Rasool et al., 2022), giving a competitive advantage to the organization in the fast-paced business world. In addition to learning opportunities, employees prefer to have a career path for progression; a successful career path opportunity was noted to reduce turnover intentions (Bryne, 2015, as cited in [reference to the full source]). Effective HR practices ensure the organization’s sustainable performance. Therefore, Human Resources professionals need to be treated as a pivotal part of the organizational strategy (Rasool et al., 2022).

It is essential to measure the impact of HR interventions in an organization. This helps the organization interpret people data and HR processes in terms of human capital, HR systems in operation, and organizational performance, considering external benchmarks (Marler and Boudreau, 2017, as cited in CIPD, 2021).Methods of measuring the impact or people practices.
Methods of measuring the impact of people practices
People analytics
People analytics is gaining popularity in organizations due to current technological advancements. This allows drilling down into people data to gain insights into workforce performance, productivity, and well-being (CIPD, 2018). An intercontinental survey conducted by CIPD with organizations revealed that HR departments across different countries use people data to address significant challenges related to their workforce (CIPD, 2018). The visibility of this data, presented in dashboards and diagrams, helps in making effective decisions (CIPD, 2018). However, the access to this data varies across professional groups. The CIPD (2018) analysis showed that globally, 71% of HR professionals have access to this data, while only 42% of finance professionals do. This discrepancy could impact their decision-making. On the other hand, HR professionals may lack confidence in conducting advanced people analysis (CIPD, 2018). Providing them with appropriate training would be helpful.
Return of Investment (ROI) for human capital.
This method involves capturing data on costs to provide evidence of how the investment impacted the organization’s performance. However, there are different interpretations of ROI available. For example, practitioners could set a desired goal for the investment, collect data to calculate the metric (Dadd and Hinton, 2022). This approach allows organizations to measure the change in behaviour of the workforce and how this change impacts the organization’s performance. Since this is a complex method of measuring the impact of investment, adopting the ROI method is operationally and conceptually challenging. For example, learning and development professionals are not privy to certain information. Even if they manage to gain access to this information, they need to rely on colleagues from other disciplines, as the interpretation of this metric might be ambiguous (Dadd and Hinton, 2022).



