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Evidence based practice

Executive summary

This report discusses how people practitioners can use analytical thinking to make decisions. The reader will learn about HR's many methods and how to use them effectively.


A.C 1.1.                                                          Introduction 


The CIPD (2023) defines evidence-based practice as the rigorous evaluation of the most reliable evidence from various sources, such as stakeholders, experts, and scientific studies, to inform decisions and ensure successful outcomes.

To apply Evidence-Based Practice (EBP) in people practice, clear, relevant questions should be asked, evidence should be gathered from various sources, reliability should be assessed, and the procedure should be evaluated based on sufficiency, usability, accessibility, proof use, and data alignment. To apply Evidence-Based Practice (EBP) in people practice, clear, relevant questions should be asked, evidence should be gathered from various sources, reliability should be assessed, and the procedure should be evaluated based on sufficiency, usability, accessibility, proof use, and data alignment. (Briner,2023)

The process of evaluating evidence involves six steps: asking, acquiring, assessing, aggregating, applying, and assessing. These steps help practitioners ensure the quality of evidence is not ignored. Appraisal questions include where and how evidence is gathered, its reliability, sufficiency in reaching a conclusion, and potential bias in a particular direction. The process helps practitioners ensure the best available evidence and avoids ignoring the quality of the evidence. Young (2023)

Evidence-based practice in the people profession provides informed decisions, a stronger knowledge base, and increased trust. It reduces ineffective practices and increases influence among business leaders. Leaders who use evidence-based approaches are more trusted by employees. (CIPD, 2023)

Evidence-based practice (EBP) is a crucial tool for transforming research into practical improvements. However, barriers to successful implementation include access to resources, time constraints, lack of expertise, and support at organisational and managerial levels. Lack of expertise, lack of an implementation model, and knowledge can limit its longevity and integration. Educational workshops and training can help overcome these barriers and promote EBP in everyday operations. (The Oxford Review, 2020)

Evidence-based practice is crucial in people practice, ensuring decisions are based on the best available evidence, enabling professionals in fields like healthcare, social work, and education to make informed decisions.

(Young,2023)


Gifford, Young and Barends (2023)

Evidence-based people management practices utilise scientific literature, organisational data, practitioner expertise, and stakeholders to achieve goals, reduce bias, and improve decision-making within organisation’s.
The growing scientific literature on people management, particularly in hiring, selection, performance feedback, and productive teams, necessitates people professionals to evaluate research for applicability and reliability. (Young,2023)

Organisational data helps managers identify issues, identify solutions, and implement them, comparing internal and external sources like employee satisfaction, retention rates, and customer satisfaction to hard data like productivity and turnover. (Young,2023)

Professional knowledge, developed through repeated specialised activities, is crucial for practitioners, managers, consultants, and business leaders to make informed decisions based on similar actions and circumstances. (Young,2023)


An organisation’s actions impact internal and external stakeholders, whose values reflect their priorities and reactions to decisions. Understanding their concerns aids in evaluating evidence. (Young,2023)

EDP reduces bias by combining information from all four reliable sources, making the research more factual and less subjective.

Evidence-based practice (EDP) aids practitioners in making informed decisions, reducing reliance on gut feelings and outdated methods. It enhances employee engagement, productivity, and organisational performance, promoting positive change and continuous improvement. (Young,2023)


Practitioners should follow the evidence-based practise infographic when merging four sources of data.
[image: ]

(Briner, 2023)


1.To identify issues, opportunities, remedies, or actions, it is essential to ask clear, theoretically answerable, and practically relevant questions that align with organisational goals.2023 (Briner)

2. Gather diverse evidence from stakeholders, practitioners, context data, and scientific findings to assess their ability to answer the question.2023 (Briner)

3. Assessing evidence reliability and applicability is crucial to avoid presenting unreliable or irrelevant data, as the quality and relevance of evidence can vary greatly. (Briner,2023)

4. The key is to use the most reliable and relevant evidence, rather than reviewing all potentially unreliable sources. (Briner,2023)

5. The information provided can be used to determine the issue, chance, intervention, or remedy by considering the evidence's suggestions, any answers, and the certainty of the answer. The information provided can be used to determine the issue, chance, intervention, or remedy by considering the evidence's suggestions, any answers, and the certainty of the answer. (Briner,2023)

6. Assess the procedure and results by evaluating the sufficiency of evidence, its usability and accessibility, the use of proof, the decisions made, and how these align with the data. (Briner,2023)


Heuristics and cognitive biases

Cognitive biases, caused by heuristics, can lead to systematic errors in decision-making, such as
overconfidence, hindsight, and interpreting evidence to confirm beliefs, as explored by Kahneman and Tversky's
research. (Berthet , 2022)
Bounded rationality
 Bounded Rationality theory asserts that rational behaviour is limited by the decision-maker's knowledge, as no 'better' choice can be made without more available information. (Agyemang , 2021)
Group think

Groupthink, popularised by psychologist Irvin Janis, leads to bad group decisions due to members similar knowledge and social interaction, making errors less independent and reducing the benefit of pooling information across group members. (Bang and Frith, 2017)


A.C 1.2

Analysis methods and tools

This report explores a PESTLE analysis tool, a crucial decision-making process tool, used to identify and address problems, challenges, and opportunities in organisations, encompassing political, economic, social, technological, legal, and environmental factors. (Battista, 2023) 

According to PESTLEanalysis Contributor (2019) After Coca-Cola, PepsiCo is the world's best-selling beverage. With 37% of the global beverage market and this example is how they used the PESTLE Analysis method and to give an organisation an insight into how it can be used. 



Political:

The FDA regulates Pepsi, a non-alcoholic drink, and it must consistently follow rules, adapt to global market conditions, competitive pricing, political changes, and market unrest to ensure success.PESTLEanalysis Contributor (2019)

Economic,

The recession forced companies to reevaluate sales, marketing, and market entry strategies, but Pepsi's 2008 downturn boosted sales due to increased spending at home.PESTLEanalysis Contributor (2019)

Sociological

Pepsi must navigate cultural differences and social issues to promote its global brand image, while tracking religious holidays to understand and maximise opportunities in specific markets. PESTLEanalysis Contributor (2019)

Technology

Businesses adapt to technology era, focusing on social media for real-time consumer interaction. Pepsi must adapt to youth to maintain brand engagement and recall. PESTLEanalysis Contributor (2019



Legal:

Pepsi faces legal issues after lab tests revealed dirty water in India, causing billions of dollars in product removal and testing costs.PESTLEanalysis Contributor (2019)

Environmental:

They may affect Pepsi's sales and profits, but not as much as they do agricultural businesses. PESTLEanalysis Contributor (2019)


Advantage and disadvantages of PESTLE analysis

According to (Michelle Battista, 2023b) pestle analysis offers advantages such as a simple framework, understanding business context, promoting strategic thinking, predicting threats, and identifying opportunities. However, it can oversimplify data, cause paralysis, and be based on unfounded assumptions. Regular repetition is necessary.

Analysis tool

For the purpose of this report SWOT analysis will be explained and evaluated. 

SWOT analysis aids in identifying project strengths, weaknesses, opportunities, and threats, thereby assisting organisation’s in aligning their goals, programs, and capacities with their environments. (Susannah Haan, 2023b)

SWOT analysis has advantages as well as disadvantages. (Susannah Haan, 2023c)

The four-box structure is simple, effective in identifying organisational strengths and weaknesses, encouraging strategic thinking, and enabling senior managers to focus on opportunities. It helps anticipate and mitigate threats, seize business opportunities, and is flexible. However, it can lead to analysis paralysis, unfounded assumptions, time-consuming access to high-quality data, and vague structure.


People analysis

People analytics is a technology-facilitated process that uses descriptive, visual, and statistical techniques to analyse human resources data and HR procedures to address business problems. CIPD (2022a)

The CIPD Profession Map provides a framework for people analytics, a specialised field in human resources, enabling workforce planning, decision-making, and highlighting the impact of HR policies.CIPD (2022b)

People analytics uses quantitative and qualitative data to predict outcomes, with correlation being consistent but not causality. Organisations should consider hidden structural discrimination and consider measurable and unbiased data, while qualitative data provides subjective understanding. CIPD (2022c)

HR teams have access to vast data, which can be beneficial if used intelligently. However, data presents challenges, especially employee-related data. Data privacy laws like GDPR must be followed, and HR data must be secure against breaches. (Marr, 2020)


Critical thinking


A.C 1.3


Critical thinking involves coherent reasoning, considering various factors, and reaching persuasive conclusions. It's crucial in today's context, as challenges are often known and can be addressed with intuition. However, deeper contemplation is needed for complex issues. (Coburn, 2017)

Critical thinking in human resources involves evaluating and analysing others' concepts, formulating arguments, and recognising how others' methods influence professional arguments or business cases, all of which are crucial for effective communication. (Howlett, 2019)

Effective critical thinking involves thoroughly evaluating new information, considering sources, credibility, and motivation, and engaging in active listening. It involves identifying gaps, using reputable sources, detecting fake news, and questioning personal biases. After assessing all information, form your own opinions and form your own conclusions, ensuring independent thinking and a comprehensive understanding of the topic. (Marr, 2022)


Speech given in the summer of 1987 at the 8th Annual International Conference on Critical Thinking and Education Reform by Michael Scriven and Richard Paul

Critical thinking is a sophisticated cognitive process that involves assessing and analysing data from several sources in order to develop opinions and decisions that are grounded in universal intellectual principles. The Foundation for Critical Thinking (2019)

In today's world, personal emotions and beliefs have more influence on opinions and decisions than objective facts. Social media allows for rapid information sharing, creating a false balance as people seek information that aligns with their beliefs. Navigating Fake News in a Post-Truth World explores methods to combat misinformation, including legal changes, information literacy workshops, and algorithms. It's suitable for social media managers, IT specialists, educators, journalists, and policymakers. (Dalkir, 2020)

Critical thinking involves questioning, analysing, interpreting, and evaluating information to make reliable judgments. It doesn't mean being negative or focusing on faults; it involves clarifying your thinking to break down problems, interpret information, and make informed decisions. Consistent application of critical thinking leads to a critical thinking mindset, which can be improved through practice and application. In academics, critical thinking is often associated with arguments. (Monash University, 2023)

[image: ]

Monash University (2023b)
A.C 1.4


There are a number of decision making processes to help business achieve the best outcome. Three of these are below

De Bono’s six thinking hats

The Six Thinking hats approach uses metaphorical headwear to facilitate discussions. Participants wear hats to represent their thoughts, with each colour corresponding to a function. White hat thinking analyses facts, red hats focus on emotions, black hat thinking uses logic, yellow hats analyse advantages and values, green hat thinking encourages growth and innovation, and blue hat thinking emphasises contemplation and managing the thought process. (Serrat, 2017)

Kepner and Tregoe’s model

The Kepner-Tregoe technique is a decision-making method that focuses on selecting the most optimal choice, requiring risk-taking. It uses a matrix to assess and minimise risks associated with a decision. The method helps establish objectives, rank options, evaluate their merits and drawbacks, and ultimately choose the optimal option, guiding future management strategies.
(Mind Tools Content Team, 2024a)

The Kepner-Tregoe Matrix is a four-stage process that involves situation assessment, problem analysis, decision analysis, and potential problem analysis. It helps identify issues, cause causes, evaluate options, and determine contingencies and preventive measures. Mind Tools Content Team (2024b)




Six Thinking Hats is a metaphor by De Bono that helps learners unpack complex problems, consider solutions, and monitor their thinking. It represents six cognitive modes and breaks down intellectual tasks into manageable chunks, allowing novice thinkers and mentors to creatively consider problems and milestones for problem-solving. (Payette and Barnes, 2017)
His Six Thinking Hats methodology emphasises "parallel thinking": "At each moment, each person is looking in parallel at the same point of view" (de Bono, 1999, p. 6). Each person wears the same-color hat simultaneously. This prevents four people from arguing that their sides of the same house are right and the others are wrong. De Bono recommends that each person stand on the same side of the house and walk around it together, considering all angles and views “in parallel” to gain a deeper understanding. (Payette and Barnes, 2017b). No profession can thrive without cooperation with others. The same-era De Bono's '6 Thinking Hats' and Mulej's Dialectical Systems Theory (DST) support it. Both have been useful for 40 years. (Zdenka Ženko et al., 2012)

Kepner and Tregoe's model

Stakeholder analysis
Stakeholder analysis involves gathering information about anyone who will be affected by your project.Use a stakeholder analysis to identify all your stakeholders and their needs and expectations.Each stakeholder will view your project and its intended change differently.Stakeholder analysis reveals what stakeholders want from your project. It helps you identify influential stakeholders. (Tractivity, 2022a)
This model offers several benefits, including being inclusive, engaging well, facilitating comprehension and agreement, predicting issues, and gaining understanding from key stakeholders. It also helps in planning ahead, gaining support, and addressing attitudes towards the project and its opponents. This model offers several benefits, including being inclusive, engaging well, facilitating comprehension and agreement, predicting issues, and gaining understanding from key stakeholders. It also helps in planning ahead, gaining support, and addressing attitudes towards the project and its opponents. Effective planning and communication strategies are crucial for engaging supporters, fostering change, and proactively addressing risks, ultimately boosting productivity and ensuring project success. (Tractivity, 2022)
Best fit 
The best practise approach states that certain HR activities help companies gain a competitive edge regardless of industry or organisation (Redman and Wilkinson 2009). Best practise models link HR practises to organisational performance and emphasise high commitment management (Paauwe & Boselie 2003). Best-practice research shows that similar HR policies maximise performance regardless of market and product strategies (Peffer 1998, Guest 2000). Best practise HR bundles foster high workforce competence, motivation, and a workdesign that boosts employee commitment (Maloney and Morris 2005). Best practise HR will increase quality, productivity, and reduce absenteeism and waste based on expectancy theory (Vroom 1964, Lawler 1971) (Guest 2000). (UKEssays.com, 2009)
A.C 1.5
Ethical practice involves implementing ethical principles in an organisation’s operations, encompassing aspects like corporate governance, employment legislation, sales techniques, stakeholder relations, accounting methodologies, and product and business responsibility. It involves the discretionary decisions made by employees and the transparency and clarity of these decisions. Ethical practice ensures fair and considerate handling of colleagues and customers, and acknowledges the organisation’s societal responsibilities. (CIPD, 2022)
Moral views significantly influence decision-making by shaping an individual's values, convictions, and ethical standards.
Utilitarianism according to (Kay, 2024) Utilitarianism is a consequentialist ethics theory that asserts that actions are morally right if they do the most good for the most people, even if they may put some people's well-being at risk.

Deontology: Deontological ethics is a moral philosophy that categorises actions into three groups: required, forbidden, and allowed. It is often compared to teleological or consequentialist ethics, like utilitarianism, which focuses on the consequences of actions. Deontological ethics suggests that actions may be morally wrong based on their consequences. (Sandberg, 2024) When making decisions from a deontological point of view, behaviours that are in line with certain moral rules or principles may be given more weight, even if the results are not good.

Virtue ethics: Virtue ethics emphasises the importance of character in decision-making and problem-solving. It suggests that teaching virtues and developing good mental habits can help individuals make better choices in any situation. However, some argue that virtue ethics is insufficient in explaining the value of virtues and focusing on individual happiness, when ethics should be driven by improving the lives of others. (Morris and Morris, 2016)

Rights-based ethics - Human rights, as outlined in the Universal Declaration of Human Rights, assert that certain actions are morally wrong and others are right, promoting unions and equal pay for work.CIPD (2015). When making decisions from this point of view, acts that respect and protect people's rights may be given more weight, even if they are at odds with other factors.

Feminist ethics: Feminist ethics, a branch of philosophy, emerged from feminist philosophy and thinking. It has rapidly grown, with professional groups and conferences dedicated to studying and promoting feminist ethics. (McLaren, 2011). Feminists may put actions that support social justice, inclusion, and the empowerment of marginalised groups at the top of their list when making decisions.

Ethical perspectives vary among individuals and societies, and understanding and respecting others' perspectives can significantly influence decision-making processes.

Ethical practise refers to the implementation of ethical principles in the conduct of an organisation.  This
 principle is applicable to all areas of organisational behaviour, encompassing corporate governance, employment policies, sales strategies, stakeholder interactions, accounting methods, and matters of product and corporate accountability. The topic concerns the discretionary choices made by organisations and their employees, as well as the level of openness and clarity provided to all parties involved regarding these choices.   Do colleagues receive equitable and courteous treatment?   Is there equitable treatment of customers?   Does the organisation recognise and accept its obligations to the broader society? (CIPD, 2022)
Research on ethical decision-making discusses eight perspectives or ‘lenses’ for workplace ethical decisions. These expand on ‘right’ or ‘wrong’ judgements by offering alternative perspectives. Under the ‘fairness’ lens, everyone should be able to agree on a decision regardless of their position in an organisation, while the ‘handing down’ lens considers conservation and maintenance duties. (CIPD, 2022b)
The deontological ethical theory states that people should follow their obligations and duties when making ethical decisions. This means that a person will fulfil their obligations to others and society because it is ethical. A deontologist will always keep his word to a friend and follow the law. Since deontological theory bases decisions on duties, it produces consistent results.
While deontology has many strengths, it also has weaknesses. One flaw is that assigning duties is illogical. A businessperson may decide to always be on time to meetings. Although this seems good, we don't know why the person made it his duty. A person's duties may conflict. If a businessperson who must be on time to meetings is late, how can they drive? Speeding violates society's law, or should the businessperson arrive late to the meeting? Chonko (2012)
Another theory is utilitarianism .Predicting an action's consequences underpins utilitarian ethics. Utilitarians believe the ethical choice benefits the most people. There are two types of utilitarianism: act and rule. A utilitarian acts in the best interests of the greatest number of people, regardless of personal feelings or societal constraints like laws. Rule utilitarianism considers law and fairness. A utilitarian rule benefits the most people in the fairest and most just way. Rule utilitarianism values justice and beneficence, adding benefits.
Both act and rule utilitarianism have drawbacks. People can use their life experiences to predict outcomes, but no one can guarantee accuracy. Unintended consequences can make a utilitarian decision maker appear unethical over time if their choice did not benefit the most people.
Utilitarian decision makers must also assume they can compare different consequences on a similar scale. But comparing material gains like money to intangible gains like happiness is difficult because their qualities differ so much.
Utilitarian decision makers seek maximum good. Thus, one person's rights may be violated to benefit others. Thus, act utilitarianism does not always consider justice, beneficence, or autonomy for an individual if oppressing them benefits a majority. (Chonko, 2012b)
Another issue for act utilitarian decision makers is when one set of variable conditions suddenly changes. If conditions change, you may be nice to someone one minute and dislike them the next because liking them no longer benefits the most people.
Rule utilitarianism allows conflicting rules. Consider the businessperson who was late for a meeting. The CEO may think it's ethical to arrive on time to important meetings because the company's members will benefit. Running late may cause ethical disagreements for the CEO.
CEOs prioritise societal benefits by following the law and being punctual for meetings, but no ethical solution exists for this scenario. CEOs prioritise societal benefits by following the law and being punctual for meetings, but no ethical solution exists for this scenario. Chonko (2012c)
CEOs prioritise societal benefits by following the law and being punctual for meetings, but no ethical solution exists for this scenario.

A.C 3.1

Organisation’s can measure their financial and non-financial performance in various ways, which will be evaluated.

Non financial performance


 Customer satisfaction is often measured by surveys.  Feedback is collected via multiple-choice, rating, open-ended, etc. questions.  Online surveys can help businesses measure customer satisfaction and provide great service. (Bhat, 2020) 

Morrisons Ltd. uses surveys to get customers to rate their shopping experience and highlight any problems they experienced.  The image below shows that customer shopping trip detail is important but limited. Survey size and customer bias may be major limitations.

[image: ]‘Number survey responses’ only 7 for one period – this would not create an in depth real result to analyse. 




Benchmarking

Benchmarking is a vital tool for companies to compare performance, identify areas for improvement, and develop new service ideas and market analysis frameworks in a competitive business environment. Chandra Sekhar (2010a)

Benchmarking enhances learning, creativity, and organisational change, boosting self-confidence and improving performance. Companies must identify unique strengths and trendsetters to gain a competitive edge. Chandra Sekhar (2010b)


Financial performance

The cash flow statement combines the income and balance sheets. The cash flow statement reconciles net income and cash flow, making it the most important financial statement for some analysts. Analysts can see stock repurchases, dividends, and capital expenditures here. It shows operations, investing, and financing cash flow sources and uses. (Kenton, 2023)

Cash flow forecasts can be inaccurate. When planning cash flow, entrepreneurs may underestimate customer demand and overestimate new product sales. However, cash flow management can benefit companies assessing their financial health. Although cash flow forecasting does not guarantee success, it helps predict different scenarios. Ruparelia (2023)

[image: ]Example cash flow statement from (Murphy, 2023)

From this CFS, the 2017 fiscal year net cash flow was $1,522,000. The majority of positive cash flow comes from operations, which is good for investors. It indicates that core operations are profitable and that new inventory can be purchased. (Murphy, 2023b)


Profitability

Cost systems are crucial for companies to allocate costs, manage costs for cost reduction, determine selling prices, and provide economic feedback. Non-manufacturing organisations may not require a complex system. Operational cost control includes responsibility accounting, standard costing, and variance analysis. Drury and Tayles (2006)




A.C 3.2

Historically, ‘The HR function’ was administrative. Its main purpose was to issue contracts, place job ads in newspapers, maintain absence and training records, run the payroll, set up selection interviews, design appraisal documentation and, more generally, draw up policy statements for line managers to follow when managing their employees.
  
Staff. In unionised organisations, the role included maintaining strong, trusting relationships with employee representatives. Recently, the role has changed and developed, making these traditional activities less important for the typical HR manager. Taylor and Woodhams (2016)

Modern HR functions must add value, which distinguishes them from traditional personnel management. Most companies now require HR managers to add commercial value and be seen to do so. Taylor and Woodhams (2016b)


The people profession should use language that promotes human capital, including the value of knowledge, skills, and capabilities to personal growth, investment in skills from organisations and individuals, and social capital. (Hill, 2021b)

The effectiveness of HR initiatives and their contribution to business performance can be gauged through various methods for measuring the impact and value of people practices within an organisation.

[image: ]
(Hill, 2021)



Training and development

CIPD (2023b) emphasises the importance of creating a conducive learning environment, identifying current and future skills, and fostering a learning culture through a combination of face-to-face, digital, social collaborative, coaching, and motivational and behavioural science methods. CIPD (2023b) emphasises the importance of creating a conducive learning environment, identifying current and future skills, and fostering a learning culture through a combination of face-to-face, digital, social collaborative, coaching, and motivational and behavioural science methods.How well learning is transferred to the student is a key part of figuring out how it affects people and businesses.

Learning and development (L&D) is crucial for a company's success, but it can be a rigid task that doesn't align with internal and external goals. Organisations can gather data using various methods, such as mining existing data, conducting focus groups, and documenting business plans. Privacy is crucial, and L&D workers should communicate with top managers to ensure everyone learns well. (Hayden, 2023)


Benchmarking

Benchmarking involves comparing products, services, and processes to those of industry leaders. Benchmarking helps you understand how your company compares to others, even if they have different customers or businesses. (American Society of Quality, 2019)

When organisations stop learning from others, they decline like people. In a powerful new book from the Institute of Personnel and Development (IPD), John Bramham writes, "all the huge companies that foundered through complacency; companies that thought they were world class but soon posted losses as large as the gross domestic product of some countries."

Organisations must monitor competitors to reduce absenteeism, streamline shift rotas, and re-engineer core processes. Systematic benchmarking is key.

Bramham is an independent consultant after being North Eastern Gas's personnel director. Benchmarking for People Managers provides a practitioner's guide to comparing with industry leaders, identifying best practises, and setting performance targets. His inspiration comes from pioneers like Xerox, who prioritise benchmarking, quality, and problem-solving in their leadership through quality programmes. Examining smaller organisations like Hull-based company with six managers to identify top chemical manufacturers worldwide. Bramham and Institute Of Personnel And Development (1997)

Return of investment 

The Chartered Institute of Personnel and Development found that only 16% of 1,200 UK employers monitored trainee behaviour change by transferring learning into their workplaces in 2020. 

However, failing to verify whether the training improved competence or hazard awareness leaves an employer at best unsure of its value for money and at worst uncertain of its regulatory compliance. Learning leaders must demonstrate that their strategies support business goals and justify investment.  

You need baseline metrics of the indicators the training aims to affect to measure learning impact and ROI. Examples of health and safety indicators include accident and injury rates, regulatory enforcement, and audit and inspection scores. Near-miss data and manager or peer safety observations are also useful. (feature, 2023)




Evaluation of EBP
The company should evaluate data, understand softer people analytics, and use available models to simplify thought processes without bias. A good decision-making manager can weigh pros and cons and select the best course of action.
People professionals should develop capacity to engage with the best available evidence for informed decisions. This can be achieved by reading research, collecting and analysing organisational data, reviewing published evidence, piloting new practices, sharing knowledge, and critically thinking. HR leaders should have knowledge of data-analytics to make robust measures and question assumptions. This approach can significantly improve the effectiveness of their work. Young (2023b)
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Executive summary

This report analyses quantitative and qualitative data, providing recommendations based on narrative feedback, effects, trends, patterns, themes, anomalies, process documentation, errors, complaints, shortfalls, successes, and evidence of outcomes.

The report emphasises the significance of decision-making techniques in analysing quantitative and qualitative data, and how they can be utilised by people practitioners for informed decision-making.


Introduction

This assignment analyses quantitative and qualitative data, interpreting errors, complaints, and successes. Both are used to provide a comprehensive picture of a population, using the same data unit. 
(Australian Bureau of Statistics, 2023)
 


A.C 2.1 (a).                                       Gender employment
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	Gender
	Count of Gender

	Male
	54%

	Female
	45%

	Non-binary
	1%

	Grand Total
	100%


 

A.C 2.2 (a)

The Equality Act 2010 consolidates various anti-discrimination laws, prohibiting treatment based on age, gender, marital status, pregnancy, disability, sex, sexual orientation, race, nationality, ethnicity, or religion..(Adam, Brown and Diong, 2023). In this data chart we can clearly see that non-binary colleagues only make up 1% off the population of colleagues . 

Employers are tasked with creating a safe working environment for all, including transgender and non-binary individuals, through a proactive approach involving experienced individuals, UK employment law, policy, and workplace culture. (CIPD, 2023e)

















A.C 2.1 (b)
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A.C 2.2 (b)

The McGregor-Smith Review reveals that only 62.8% of black and ethnic minority workers in the UK are employed, while 75.6% of white workers are employed. Ethnic minority backgrounds make up 10% of the workforce and 6% of top management positions. The Parker Review (2016) found that out of 1,050 director positions in the FTSE 100, only 85 are held by people of colour. Addressing discrimination and promoting full representation and advancement would benefit the UK economy.
 (CIPD, n.d.)

To promote diversity and equality, reconsider hiring practices, address career barriers, and incorporate intersectional race equality into company vision, mission, values, and plans. (CIPD, n.d.)

As the data shows overall White British make up 237 of the workforce. Ethnicity data collection helps people professionals understand and measure organisational diversity, identifying areas for policy changes and setting realistic goals. This report focuses on barriers to ethnicity disclosure, addressing employee attitudes and beliefs, and overcoming key issues in HR processes like recruitment and promotion. (CIPD, 2021)




A.C 2.1 ([image: ]c).                                                   Disability
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A.C 2.2 (c)

The data indicates that 91% of team members are not disabled, suggesting that employers should prioritise work effects over disability and review policies to create an inclusive workplace, involving employees in discussions about reasonable adjustments. (Miller (2023)

The release provides disability status estimates for working-age people (16-64) since April 2013, using the GSS Harmonised Standard definition, and details them in 2019. (Adam, Brown and Diong (2023)

The UK Government has launched a voluntary framework and a good practice guide for line managers to support people with disabilities. The Disability Confident campaign aims to narrow the UK disability employment gap, which has been around 30 percentage points for a decade. The government's original target of halving the gap by 2020 has been revised to a million more people with disabilities or health conditions in work by 2027. The UK Government has launched a voluntary framework and a good practice guide for line managers to support people with disabilities. The Disability Confident campaign aims to narrow the UK disability employment gap, which has been around 30 percentage points for a decade. The government's original target of halving the gap by 2020 has been revised to a million more people with disabilities or health conditions in work by 2027. Managers play a crucial role in discussions on adjustments and fostering an inclusive culture, ensuring trust, sensitive conversations, and a zero tolerance for bias towards health and disability issues. More investment is needed. (SUFF, 2018)

The UK Government has introduced a voluntary framework and guide for line managers to support people with disabilities, with the Disability Confident campaign aiming to close the 30 percentage point gap in employment. The goal is to have a million more people with disabilities or health conditions in work by 2027, with managers playing a crucial role in discussions and fostering an inclusive culture. (SUFF, 2018)



A.C 2.1 (d).                                            Salary by gender
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A.C 2.2 (d)

The average salary FTE by gender shows a pay gap of £88 between male and female workers, with non-binary workers having a £12,400 gap. This gender pay gap is not just about pay but also occupational segregation and women's caregiving responsibilities. Understanding the measurement of this gap is crucial for constructive discussion. (CIPD (2023)
Closing the gender pay gap benefits both morally and professionally, as women outperform men academically and may damage a company's reputation with clients and employees. (CIPD, 2023b)

Understanding the factors driving an organisation's gender pay gap is crucial for stakeholders to understand and address the issue. Key drivers include high proportions of women in low-paid roles, unpaid caring responsibilities, differences in human capital, men dominating certain jobs, undervaluing women's work, and pay discrimination. Collaborating with other employers can help address long-standing issues and improve the organisation's culture. (CIPD , 2020)






A.C 2.1 (e).                                                

Salary difference 
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A.C 2.2 (e)


Non-binary employees are only present in two teams, trade apprentice and administrator, according to the data. The proportion of female employees in the customer service advisor position is predominant. Finally, males predominately occupy trades operative positions. 
Fairness in selection and promotion significantly impacts candidates' behaviour, job acceptance, reapplying, and employee performance. It should be evident from the start and throughout the selection process, as feelings of unfairness can make an organisation less attractive to candidates, making it difficult to repair. (CIPD, 2021a)

The data shows non-binary employees are predominantly present in trade apprentice and administrator teams, with females in customer service advisor positions and males in trades operative positions. Fairness in selection and promotion impacts candidate behaviour and performance.(CIPD,2021a)




Recommendations

Organisations should communicate the vision for culture change, recognise key stakeholders, and avoid immediate reorganisation. Involve managers as staff enablers and establish management roles to support the vision. (CIPD (2023c)
To understand employee reasons for leaving, companies should conduct confidential exit interviews, implement retention practices like fair working hours, promoting wellbeing, and increasing career development opportunities, and promote disability inclusion for disabled and long-term health patients.(CIPD, 2023d)





Looking at the data there is a lack of diversity in the teams. The use of AI based technology in recruitment would be beneficial for the company.

AI-based technology in recruitment offers numerous benefits, including efficiency, improved candidate matching, 
can reduce bias in employee decisions , create fair assessment criteria, and fair decision-making processes are essential for ensuring fair compensation management and can automate repetitive task. (CIPD,2024a)

 However, AI also has risks such as biased AI algorithms, data security concerns, and barriers to access, necessitating transparency,transparency in employee data access ,lack of human touch, and data privacy concerns.(CIPD,2024b). 

The financial implications of AI in recruitment include initial investment in software, training, and infrastructure, but benefits outweigh the cost. Automated recruitment processes can lead to cost savings and improved hiring decisions, staff costs, and operational costs.(CIPD, 2023).. If implemented effectively, AI can lead to better employee retention and long-term financial benefits for organisations.
 




           Employee Engagement.










              
A.C 2.3. Hybrid working 






Hybrid working practices reduce stress and promote work-life balance, aligning with an organisation’s culture. Remote work offers benefits for both employers and employees, including lower commuting costs, flexibility, and increased productivity. Employees report increased engagement and motivation, making hybrid work environments crucial for attracting new talent. (CIPD (2023a)

Hybrid working arrangements enhance employee wellbeing by reducing commuting times and providing flexibility, but can also present challenges in work-life balance. Employee training and mental health awareness are crucial..(CIPD (2023f)

Hybrid working, a flexible policy allowing remote work, can be formally requested and granted, requiring employers to inform employees and managers about its distinctions and implications. (CIPD, 2023f)


Maintaining work-life balance in a virtual environment is crucial for a high-caliber workforce, but employers should establish clear boundaries and adopt a position for optimal benefits. (Feldmann (2022)





Recommendations


The "managing for sustainable employee engagement" framework can be integrated into learning programs, 360-degree feedback, and performance management systems to promote sustainable behaviours. (Donaldson-Feilder, n.d.)


A total of 250 employees experience reduced stress levels as a result of hybrid working, with 161 individuals expressing complete agreement that hybrid working methods contribute to their work-life balance and overall well-being.Hybrid functioning in the workplace offers distinct advantages. 

According to (CIPD, 2023a) Hybrid working improves employee wellbeing by reducing commuting time, allowing more autonomy, and promoting health, but presents challenges in work-life balance, necessitating training for managers.
147 remote employees feel inadequately supported and access to resources, posing a threat to their motivation and well-being, highlighting the need for improved support and accessibility.

According to (CIPD, 2023b) Hybrid working fosters inclusion and fairness, but poorly managed environments can worsen existing inequalities. Organisations must ensure development, fair work allocation, and performance management to prevent disadvantaged hybrid workers.

The data indicates a significant lack of resources among employees, potentially impacting the company's finances in terms of training and technology expenses.

However according to Tsipursky (2023) Mixed work enhances productivity, profitability, and reduces costs, as demonstrated by a moderately-sized IT services firm saving $1.2 million annually through remote work and cost reductions.

By implementing these recommendations, organisations can create a supportive and productive hybrid working environment that meets the needs of both the business and its employees.
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Survey for hybrid working 

I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	112	161	7	22	10	98	69	62	8	40	47	90	41	70	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	57	86	14	20	63	95	79	54	178	60	100	87	4	69	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	19	11	30	18	101	23	5	5	3	1	6	7	0	2	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	94	34	155	138	53	70	82	78	39	57	35	27	5	71	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	18	8	94	102	73	14	65	101	72	142	112	89	250	88	
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Example of a Cash Flow Statement
Below is an example of a cash flow statement:

Cash Flow Statement Company XYZ
FY Ended 31 Dec 2017

AllFigures in USD

Cash Flow From Operations
Net Earnings 2,000,000

Additions to Cash

Depreciations 10,000
Decrease in Accounts Receivable 15,000
Increase in Accounts Payable 15,000
Increase in Taxes Payable 2,000

Subtractions From Cash

Increase in Inventory (30,000
Net Cash From Operations 2,012,000

Cash Flow From Investing
Equipment (500,000)

Cash Flow From Financing

Notes Payable 10,000
Cash Flow for FY Ended 21 Dec 2017 1,522,000

2 Investopedia
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Figure 3: Value-add people analytics
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Non-Disabled by team
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