This report has been put together to explain and analyse the importance of capturing robust quantitative and qualitative information.  It will also showcase how people practices use evidence-based practice, with effective and meaningful critical thinking for effective decision making. 

SECTION 1
[bookmark: _Hlk167710945]AC1.1 – Evaluate the concept of evidence-based practice and assess how approaches to evidenced-based practice can be used to provide insight that supports sound decision-making across a range of people practices and organisational issues.
The process of Evidence Based Practice moves away from trends or fad-based evidence and focusses on evidence gathered through reliable sources such as journals and by understanding your organisation through methods such as gathering feedback and questionnaires.  By asking critical questions, how, why, and what from multiple sources will provide sufficient, good quality, reliable evidence enabling organisations to apply evidence-based practice to ensure sound decision making. Eric Barends, Managing Director, Centre for evidence-based management says that we have to feed our brains with sufficient good quality evidence in order to enable us to make good decisions. (CIPD, 2017). 
Evidence-based practice contributes to good decision making, Rob Briner has provided a six-step process to evidence-based decision making. This enables the process to be broken down into steps, Asking, Acquiring, Appraising, Aggregating, Applying and Assessing (Frith, 2015). Before this process begins, the issue or problem that needs to be addressed will need to be identified.  For example, Adferaid has a high turnover of employees, and to better understand the cause of this and provide a solution, Adferiad could put Rob Briners’ six step process into practice. Information can be gathered by quantitative or qualitive data, quantitative by using databases for figures and numbers, such as how many leavers in the last month compared to previous months.  And qualitive data by sending questionnaires and surveys such as exit interviews. 
There are four sources in which you can obtain data for evidence-based practice, scientific literature published in journals, information that has been taken from organisational data, such as number of sickness absences, it can also be taken from stakeholders’ evidence or from the professional experience of practitioners. (Barends et al (2014) - Evidence-Based Management- The Basic Principles - © CEBMa, no date).  
Once the data has been gathered from the 4 sources and the six-step process has been followed, people practices will have a good insight and a better understanding of any issues that need to be addressed, enabling them to make sound, evidenced based decision.  By following this process, they are adding value to the organisation.  However, evidence-based practice does come with it’s limitations, for example how accurate is your data? Is it reliable?  In gathering information to address the issue of staff retention, how many employees who left have completed an exit interview, were the same questions asked to all or did they differ. As with any information receive, it is only good as the questions asked, and needs to be valid and appropriate (Waite et al., 2021).



AC1.2 – Evaluate one appropriate analysis tool and one appropriate analysis method that might be applied by organisations to recognise and diagnose issues, challenges, and opportunities.
Organisations face many challenges in business and by regularly reviewing processes and their working environments will allow them to stay ahead of any changes that may impact their business.  These challenges can be external factors which business are unable to control such as the Covid19 pandemic or the recent cost of living crisis, or there could be internal factors which can be controlled for example staff retention or employee motivation.  To enable organisations to keep in touch and review any issues or challenges there are a number of analysis tools that can be applied, PESTLE, fishbone, and SWOT.  (Waite et al., 2021).  The SWOT analysis is used for its ease of application, the process will allow you to decide how, who and what information is gathered. It will also enable you to plot and identify any issues, leading to discussions and to look at ways in which to fix in line with the organisation’s goals and values.  The SWOT template shows us how to break this into the categories of Strength, Weaknesses, Opportunities and Threats.  SWOT (Haan, 2024). Adferiad as an organisation could identify employees as their strengths, for their passion, knowledge, and commitment. Staff retention could be a weakness if an organisation has a high turnover of employees.  Adferiad is a relatively new charity which saw several smaller charities merge, this provides opportunity for growth and expansion.  By using the SWOT analysis tool to analysis both internal and external data, it will guide the organisation to recognise and diagnose issues, challenges, and opportunities.  
The SWOT analysis has advantages and disadvantages, it can be easy and simple to use, however if it is too easy, does it have enough data to analysis? It can be flexible but is this appropriate for any changes that occur such as the Covid 19 pandemic or the cost-of-living crisis.  Whichever way, the SWOT analysis tool has a structed approach and encourages strategic thinking and an insight into the organisation’s strengths and weaknesses (CIPD, 2023).
Following the use of the SWOT analysis, analysis methods can be applied by organisations to recognise issues and challenges that may occur.  These can include questionnaire’s, surveys, interviews, observations, and analysis of data.  For example, an organisation can send annual employee surveys to all employees, requesting feedback on a variety of tailored questions, which can cover pay, how valued to they feel, and their thoughts on training and development.  By taking these surveys it allows employees to feel valued and gives them a voice in decision making.  It also provides the organisation with invaluable feedback to recognise and diagnose issues, challenges, and opportunities (Why employee surveys are important? | CultureMonkey, 2023).  








AC1.3 – Explain the main principles of critical thinking and describe how these might apply to your own and others’ ideas to assist objectives and rational debate. 

The main principle and key skill to critical thinking is having the ability to think well.  To be able to analyse through gathering facts or evidence, having discussions and forming a rational and unbiased opinion. It is also the ability to be able to reflect on ideas and opinions given of others.  Warren Howlett says that this key skill can be broken down into three elements.  The first element being to be able to critique the opinions and arguments given by others, secondly to be able to have the ability to construct this themselves and to be able to communicate to others. The third element would be to identify when others use critical thinking and how people professionals use this to build a case to take forward (CIPD, 2019).  Within Adferiad our directors are currently reviewing our processes, me met to discuss this and we put forward an idea with was met with ‘but we have always done it this way’.  This was a distraction and having done extensive research into this we were equipped to deal with the objective in a clear, factual way, resulting in a positive outcome. This followed the critical thinking of Warren Howlett, the distraction was critiqued, the response was constructed and communicated and finally the case was built and taken forward positively.
People Professionals need to be equipped with the skills to be able to perform critical thinking. We need to be analytic, this will enable us to analysis data and to interpret into our day to day thinking of what works and what doesn’t work.  Communication is an essential skill for People Professionals when using critical thinking for us to be rational and objective when debating and discussing ideas.  The ability to ask good questions, tailored to ensure that you get the outcomes you are looking for. We also need to be open minded and consider other people’s opinions and arguments, and to take on board new ways of thinking especially when addresses more complex issues (Birt, 2019).
To apply critical thinking, people practices need to have compassion, and the ability to ask questions, they need to be honest and transparent, to have the ability to take the emotion out of any situation, this will help to debate rationally and objectively, and of course integrity (11 Characteristics of a Critical Thinker, 2020).  


AC1.4 – Explain three decision-making processes that can be applied to ensure that effective outcomes are achieved.
De Bono’s six thinking hats is one decision making process that can be applied to ensure effective outcomes are achieved.  The concept is based on 6 different colour hats.  The idea is that each hat will represent a different aspect to consider during the decision-making process, allowing you to focus on each one individually.  Once this method is applied you can ensure effective outcomes are achieved, for example in reviewing a process within your organisation, you can use the white hat to look at what evidence you have and what you still need to gather, your current process could tell you this, maybe you need still need to look for evidence and questionnaires can be sent to see what employees understand or want from this process.  The yellow hat will help with building the questions into your questionnaire to you can understand what value this will bring and what can be achieved.  The red hat can also help with this process, you can use your intuition, or your ‘gut feeling’ based on the knowledge you already have, and once you have your questionnaire’s the green hat will help you with new ideas, focusing on the answers and the new perspective this could bring. Finally, the blue hat is there to control the process and manage the six hats process.  (The de Bono Group, 2019).
Another process to look at is the Kepner and Tregoes Model, this is a rationale process and was developed by Charles H.Kepner and Benjamin B. Tregoe in the 1960’s and has 4 basic steps, Situation Appraisal, Problem Analysis, Decision Analysis and Potential Problem Analysis.  The first step in this process looks at the issues or problems that you have for example it has been identified within the organisation that there is an issue with customer service that needs addressing.  The process takes you through problem analysis, and the root cause of the issues are considered, in this case we can apply this to skill and knowledge of the customer service team. The decision analysis looks at preparing a statement for analysis to look at what action needs to be taken, several actions are considered and scored with the winning score the course of action to be taken to resolve the issue. (How to use the Kepner Tregoe decision making model, no date). 
Tannanbaum and Schmidt leadership, is just that, it is managerial lead and has 7 different ways in which this can be achieved.  The basis of this model is that the decisions lie with the managers, and they ultimately have the lead in how it is managed. For example, the manager could delegate the lead to the team, they can simply dictate what is to be done, or they can use the team for discussions on how to manage the team. Indeed’s What is the Tannenbaum and Schmidt leadership consortium states that Steve Jobs uses the leadership method of selling the decision, which requires good persuasive skills (Indeed, 2023). 

AC1.5 – Assess three different ethical perspectives and explain how understanding of these can be used to inform and influence moral decision-making.
Deontology is an ethical perspective that is basically doing the right thing and is based on fairness.  rules for this perspective could be not to lie, or not to break a promise.  For example, if you were to apply for a job and think you could embellish your application with a few lies to enhance your chances, then you may think what harm could it do, you may think you are more than capable to do the job, but in reality, would this be fair? (Major Ethical Perspectives: Rules and Duty: Deontology, no date). Utilitarianism is a theory of morality and looks at moral decisions that result in doing the right thing to cause happiness. For example, Adferiad have recently merged with a charity that was about to disband due to their financial situation, it was decided that the organisation had potential and after looking at the advantages and benefits it was decided it was viable, in doing so helped the existing employees wellbeing and financial situation, but also gaining a growing and viable organisation (One stop for all that you need to know about ethical decision making - Risely, 2023). Justice theory is another ethical perspective and is based on equality and fairness in the workplace.  Everyone in the workplace should be treated equally, for example if you are having to follow the disciplinary process, each individual that has to go through this needs to be treated with the same values and rules, and consistency is key to ensure that outcomes follow the same rules, having a robust policy to adhere to makes the process transparent, fair and just when making decisions in this process (One stop for all that you need to know about ethical decision making - Risely, 2023). 
To help with these three ethical perspectives and to ensure that they are used to inform and influence moral decision making is the eight ethical lenses as quoted in the research report undertaken by CIPD in 2015, they include fairness, merit, markets, democracy, wellbeing, rights and duties, character and handing down (CIPD, 2015). 


AC3.1 – Appraise two different ways organisations measure financial and non-financial performance, providing one example of each.
KPI’s or Key Performance Indicators can be used to measure financial performance.  KPI’s allow organisations to gain knowledge on how they are performing.  Planning is an essential part of any business and by setting objectives or KPI’s it can give clear goals for employees to follow. The goals of KPI’s can be set using SMART, Specific, Measurable, Achievable, Relevant and Time bound. (Waite et al., 2021). KPI’s can be used to help employees achieve their goals, for example, in a banking environment, how many new customers were signed up to online banking or how many new accounts or loans were achieved, by achieving these goals it will ensure that new revenue was brought to the business and increasing productivity of the branch.  (Unboxed, 2021).
There are several ways to measure non-financial performance, for example measuring customers experience.  Adferiad currently has a high turnover of new starters, who are not engaging and leaving early in their employment, to address this issue we have started to gather feedback questionnaire’s on their journey from application to their first 3 months of employment. This process can be broken this down using the acronym SMARTER, Specific, Measurable, Achievable, Relevant, Time Bound, Evaluate and Review (Waite et al., 2021). We have specified what we want to measure, we have used feedback questionnaires to obtain our information, we can see that it is relevant to what we want to achieve.  Once we start receiving the information, we can start to evaluate what we have and review allowing us to look at what is good service and what is bad service, if poor customer service has been identified we can review our policies and procedures to see what can be done to improve our new employees experience. By improving customer or employee experience we will ensure that staff retention improves, and our employees are happy and want to remain in employment with Adferiad. (Indeed, 2023).
Both methods of financial and non-financial measures can be tracked and monitored for their usefulness and come with both advantages and disadvantages, KPI’s need time for results to be seen and can take a few months before any potential issues have been identified, this could be disadvantageous to the organisation as can take time before you can put any action plans or goals and objectives in place, however they also do have advantages and have the ability to empower and motivate employees to follow clear goals, and ensure they are equipped with the knowledge to know exactly what is expected of them (Unboxed, 2021). 
AC3.2 – Explain how people practices add value in an organisation and identify two methods that might be used to measure the impact of people practices.
People practices add value to an organisation in many ways, and in order to do this they need to be able to understand the fundamentals of the HR service and to deliver this throughout the employee life cycle, through application to exit.  Ensuring that recruitment attracts the right talent in line with the organisations goals and objectives will add value, implementing and driving training and development will also add value (Lattimer, 2019). Diversity and Inclusion is a key objective for Adferiad and is driven by people practices, recently achieving platinum status through the Cultural Competency Scheme with Diverse Cyrmu. (yogi, no date) People practices also need to know, understand, and share the organisational values, goals and objectives.  This will allow them to be able to implement, drive and manage processes, for example, absences, performance, disciplinary and grievance procedures in accordance with legal requirements such as the recent changes in the employment relations (Flexible Working) Act 2023. (CIPD, 2023) There are methods to measure the impact of people practices and can be measured by Key Performance Indicators or KPI’s.  These can be set to capture and trace the effectiveness of HR, which can be a varied approach and can include looking at measuring employee engagement, recruitment, absences and performance.  Monitoring and tracking this data provides invaluable information into how the team are performing and will identify where the strengths and weaknesses lie, this can then be evaluated and addressed. For example, a strength could have come from absences, and data received shows a low percentage of absences. An example of a weakness could come from data in relation to recruitment, and there could be a high turnover of staff, who’s feedback suggests they feel let down by training and development. KPI’s and are not going to give results immediately, however long term will have a positive and direct impact on the productivity and the overall value that people practices provide. 

People analytics is another method that could be used to measure the impact that people practices have on the organisation.  It is a method that draws information from current data such as absence records or new date from staff surveys, or questionnaires. People practices can draw on the information and look at ways to understand the employees and to improve productivity or to support Managers across the organisation, this will give the team the opportunity to look at gaps in knowledge and make evidence-based decisions to support and to help improve performance or to look at employees (CIPD, 2022). 
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SECTION 2
AC2.1 With reference to people practice issue, interpret analytical data using appropriate analysis tools and methods.
AC2.2 Present key findings for stakeholders from people practice activities and initiatives.
AC2.3 Make justified recommendations based on evaluation of the benefits, risks and financial implications of potential solutions.

a)

The organisation employs a total of 260 employees, of the 260, 53.85% identify as males, 45.38% identify as females and 0.77% identify as non-binary.   The organisation employs 8.47% more males than females, however the disparity between males and non-binary is 53.08% and 45.30% more females than non-binary.  
Equality, Diversity and inclusion is an essential part of the business and needs to be promoted to ensure an equal, inclusive workforce.  To increase the inclusivity the organisation needs to create and promote an inclusive culture, to empower its workforce with good practices, and to make all its employees feel safe and accepted. (HR leaders guide for non-binary gender inclusion, no date). 






b)


The organisation has a range of ethnicity per team, the majority in each team is white British. Community Engagement and Partnerships have the wider mix of ethnicity with 57.18% white British, White and Black Caribbean, Indian and Mixed other all at 14.29%.  There are 4 teams with 100% White British ethnicity, Regeneration, Lettings, Marketing, and facilities.  
The mix of ethnicity could be increased and spread wider over each team.  CIPD states that according to McGregor-Smith review 2017, if there was full representation across ethnicities in the workplace the economy would gain an additional 24 billion. To build on this, organisations can drive the culture ensuring policies are inclusive and embedded, included its values and beliefs (CIPD, 2023). Adferiad as an organisation employs where possible staff with lived experience from all backgrounds ensuring equality, diversity and inclusion is at the heart of all they do. 

 




c) Organisation as a whole:

From a workforce of 260 employees, 8.07% of the organisation has a disability, as opposed to 91.92% who are not disabled. Of those 8.07% who do have a disability the organisation has a duty of care to ensure that any reasonable adjustments that may be required are met, and are required to adhere to the equality act 2010 to ensure that a fair process is followed by organisations to aviod any disadvanges to non disabled employees For example, do they need any special equipment, such as a chair to ensure that they are comfortable and not in any discomfort.  Access to work is also a tool that can be used to assess the employee in getting the help and support required (GOV.UK, 2012). 













c) Disability by teams
	
Out of a workforce of 260 employees, the percentage of disabled employees is 8.07% against 91.93% non-disabled employees, this is a difference of 83.86%.  Compare this against each individual team and 7 out of 18 of the teams have all non-disabled employees.  IT have the highest percentage of disabled at 22.22% against 77.78% of non-disabled employees.  
It is important to create an inclusive workforce and to have a blend of non-disabled and disabled employees.  This will promote a wide range of knowledge and skills and will boost the productivity within the team.  I would recommend that the organisation promotes inclusivity and to build a strong working environment where all employees feel valued, safe and secure (Indeed, 2023). 








d)
.

The organisation shows that female employees earn on average an additional £87.82 per annum than their male counterpart.  The BBC says that 8 out of 10 organisations are still paying male employees a higher salary than female employees (Calcea, 2023).  However, in the salary difference between male and females in this organisation this is not the case. Non-binary employees salaries are considerably less, at an average of £19,500 per annum, £12,400 less than female salary and £12,312.08 less than male salary.  Why could this be?  Is this because they are in a lesser paid role? Research shows that Trans and non-binary can earn up to £2000 less than their peers (Trans and non-binary graduates earn ‘significantly less’ than peers, no date).  
To address this, the organisation needs to celebrate inclusivity, and to embrace the culture of diversity and inclusion, and to build a culture that has no bias.  Policies need to reflect this change in order to drive the values of the organisation (Jain-Link, Taylor Kennedy and Bourgeois, 2020). 











e)


The average salary for the organisation is £31,757.46 per annum. This compared to the average UK salary according to Forbes is £35,724 per annum (Thornhill, 2023) The organisation is below the UK average.  To address this, the organisation will need to look at increasing its salary for employees, although this would be at a great cost financially to the organisation, it will come with benefits too.  By increasing the salary, the organisation will attract more new employees with greater knowledge and skillset.  It will also ensure that the existing employees feel valued for the work that they do and will feel empowered to be more productive (Why You Should Pay Your Employees As Much As You Can, no date). 

Table 2 – Feedback scores from a recent employee survey on hybrid working. 
A survey has recently been completed evaluating hybrid working amongst the organisations 300 employees.  Hybrid working is a way of working flexibly between the office and home, our survey resulted in 112 employees fully agreeing they enjoyed working from home some days of the week, as opposed to only 18 who strongly disagree.  161 employees felt that hybrid working supported their work life balance and wellbeing, only 8 strongly disagreed.  Interestingly, 250 out of 260 employees said they strongly disagreed they felt less stressed when away from the workplace, this is a large number of employees who say it is less stressful being in the office, and more stressful working at home. Is this due to the fact that they can’t easily access resources at home? Only 47 employees fully agree they can, and 112 employees strongly disagree they can’t easily access resources from home. Have the employees been given the tools and equipment to be able to fully work between the office and home? 142 employees strongly disagree that working form home allows them to meet targets as opposed to only 40 who fully agree, again have they been given the tools and equipment to be supported to work from home as well as in the office.  Only 22 employees fully agree that they feel fully supported when working from home, whereas 102 strongly disagree with this statement. 
It appears that although employees like the concept of working from home, the practicalities of meeting targets and being supported while working away from the workplace is causing more stress.
To ensure that all employees feel fully supported I would make the following recommendations. I would ensure that all staff had access to the tools to enable them to work flexibly between home and the office, for example this could be suppling them with mobile phones or laptops if required or providing access to databases.   By providing the tools, equipment, and resources, this should help to reduce the stress while working away from the office. 
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Disability percentage by Team

Disabled	
Business Services	Community Engagement and partnerships	Customer Service	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0.1429	0.2	0	0	0.2	0	8.3299999999999999E-2	0.1111	5.2600000000000001E-2	0.22220000000000001	0.1	0	0.18179999999999999	5.0500000000000003E-2	0	0	9.0899999999999995E-2	Not Disabled	
Business Services	Community Engagement and partnerships	Customer Service	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	0.85709999999999997	0.8	1	1	0.8	1	0.91669999999999996	0.88890000000000002	0.94740000000000002	0.77780000000000005	0.9	1	0.81820000000000004	0.94950000000000001	1	1	0.90910000000000002	Column1	Business Services	Community Engagement and partnerships	Customer Service	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	



Salary Difference across genders




Total	
Female	Male	Non-binary	31900.296610169491	31812.178571428572	19500	



Overall Average Salary Paid by the Organisation





Total	
Total	31757.461538461539	



Percentage of each gender by type

Sales	
Male	Female	Non Binary	0.53849999999999998	0.45379999999999998	7.7000000000000002E-3	

Ethnicity as a percentage per team

White British	
Business Services	Community Engagement and Partership	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.77780000000000005	0.57130000000000003	0.8	0.8	1	0.8	0.66669999999999996	0.91669999999999996	0.88900000000000001	0.89480000000000004	0.88890000000000002	1	1	0.90910000000000002	0.9899	1	0.90910000000000002	0.81820000000000004	White Other	
Business Services	Community Engagement and Partership	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1111	8.3299999999999999E-2	5.2600000000000001E-2	0.18179999999999999	White Irish	
Business Services	Community Engagement and Partership	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1111	5.2600000000000001E-2	White and Black Caribbean	
Business Services	Community Engagement and Partership	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1429	5.5500000000000001E-2	9.09	Indian	
Business Services	Community Engagement and Partership	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1429	0.2	0.1	0.33329999999999999	Mixed-other	
Business Services	Community Engagement and Partership	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1429	Chinese	
Business Services	Community Engagement and Partership	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	6.6699999999999995E-2	9.09	Pakistani	
Business Services	Community Engagement and Partership	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1333	1.01E-2	Asian-Bangladesh	
Business Services	Community Engagement and Partership	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	5.5500000000000001E-2	Black-Other	
Business Services	Community Engagement and Partership	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1	0.1111	



Disability percentage as an organisational whole

Disabled	
Disability percentage as a whole organisation	8.0699999999999994E-2	Not Disabled	
Disability percentage as a whole organisation	0.91920000000000002	
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