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Evidence Based Practise

(1.1)
Evidence-based HR practice entails improving decisions and guiding actions to achieve the desired result. Finding techniques and answers for people management practice that have a solid scientific foundation is what the idea of evidence-based practice includes. It is the method used by an organisation to compare a choice to its data. To make decisions about particular HR challenges, the evidence-based method makes use of critical thinking abilities and the relevant data.  
According to Young (2020), a good decision-making process is based on critical thinking and drawing from the available evidence, and more likely to provide the intended results and have an impact on organisational practices over time.
“One very important element of evidence-based practice is collating evidence from different sources” (Young, 2020) The CIPD outline 6 steps which they believe will encourage this and also ensure the quality of evidence is not ignored:
· Asking – translating a practical issue or problem into an answerable question.

· Acquiring – systematically searching for and retrieving evidence.

· Appraising – critically judging the trustworthiness and relevance of the evidence.

· Aggregating – weighing and pulling together the evidence.

· Applying – incorporating the evidence into a decision-making process.

· Assessing – evaluating the outcome of the decision taken so as to increase the likelihood.

The above will help to alleviate any irrational judgements based on management or employee emotions. Bounded Rationality – a Theory which is associated with H. A. Simon (1959) is where an individual strives to be rational having first greatly simplified the choices available.
 In contrary to Bounded Rationality, some decisions could be taken in an irrational method due to the absence of alternatives, such as ‘Group Think’, where a group of individuals come to a consensus without critical reasoning or considering the consequences or alternatives. Evidence-based methods are necessary to assist sound decision-making since they minimize judgmental errors, biases eliminate the ‘it’s what we’ve always done’ practices.
 This strategy guarantees that a manager makes the best choice possible and is prepared to back up that choice with organisational facts, expert judgment, or scientific research-based insights as necessary.

A really good example of how EBP is used in Practice is from the BBC, where they used evidence based practise to reinvigorate their performance management practises to get the best out of their employee’s and to make themselves more competitive in the employment market. They looked at their stakeholder opinions/views; organisational data such as KPI’s and staff surveys, professional expertise within the business and scientific literature. 
From collating the information, they found that their key challenge was to get their employees and managers more engaged with performance management practises. Jackie Westerman – Senior HR Business Partner at the BBS said “We are very aware, how we want people to feel when they come out of this discussion – we want them to feel focused, energised, excited about the work that they need to do”.
The findings led the BBC to maintain a more “two-way” approach, where the employee’s took lead in setting their own goals in a 6 monthly meeting, with greater focus on recent successes and less on assessing past performance. Although EBP can be time consuming, it was found to be worthwhile. (CIPD, 2023)
(1.2)
Organisations are affected by both external and internal factors, which in turn form part of the overall environment. The effects these have on the organisation should be analysed and evaluated to try to establish the impact it may have on the business.  Examples of analysis tools include Porter’s five forces model, PESTLE, SWOT,  McKinsey’s 7S analysis tool and the Cause and effect  (Fishbone) analysis tool. 
Looking at SWOT for example as an analysis tool:
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“A SWOT analysis is a planning tool which seeks to identify the Strengths, Weaknesses, Opportunities and Threats involved in a project or organisation. It's a framework for matching an organisation's goals, programmes and capacities to the environment in which it operates (Haan, 2023). 

To develop a plan of action using SWOT, factors under each category need to be determined. Internal factors that usually consist of the business’ strengths and weaknesses could include things like Finances, physical resources, staffing etc and External factors, such as Economic and Market trends, demographic and supply should be considered, depending on what SWOT is being used for  (Good, 2023).
People professionals typically use SWOT analysis to focus on key areas such as Workplace Culture, Employee development and performance management.  We have recently used SWOT in HR to identify an Employee Skills gap.  Where we looked at strengths such as ‘What skills we already possess’, Weaknesses ‘what skills are lacking’, opportunities ‘what tools and technologies are available to advance employee skills’ and threats ‘does the lack of skill cause the company and detriment’. This allowed us to put in place the appropriate training with maximum impact.
The SWOT analysis is simple to use, it’s flexible and it sets the focus on strengths in order to build opportunity. However, it can sometimes lack structure, the data could be based on assumption and it does risk capturing too much information, which could cause ‘paralysis by analysis’.
Looking at Focus Groups for an example of an analysis method:

Focus groups can help businesses obtain employee input and insight into how their staff feels and thinks about various issues. This could provide useful information to organizations that could help them recognise possible and current possibilities, difficulties, and problems. Focus groups are primarily used to gain qualitative insights and opinions. (Kaluza, 2023)  Although they are very useful and cost effective, Focus groups can often be time-consuming and it can be difficult to engage a large group of people.
An example of this could be an employee works council. This is particularly useful for people professionals as it enables employee voice through their elected representative; it also enables direct communication on issues such as Pay and workplace conditions. Employees are more likely to be more open and honest with their representatives as they are usually a close colleague or friend.
 (1.3)
“Critical thinking is the art of making clear, reasoned judgements based on interpreting, understanding, applying and synthesising evidence gathered from observation, reading and experimentation”. (Burns et al,2016)
Based on the definition, various critical thinking principles are based on rational, unbiased analysis evaluation of factual information and sceptical analysis. One of the fundamental tenets of critical thinking is objective rational thinking, which emphasises assessing the primary goal of a situation before implementing it. Professionals in HR should use reasonable, unbiased judgment to make sure that every implementation is consistent with the organisation's primary goal. Being logically sound is related to objective, rational thought. This principle enables the distinction between matters and assertions that are logically true or incorrect, eg the ‘fake news’ or taking information at ‘face value’.
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Wade (1995) identifies eight characteristics of critical thinking. Critical thinking involves asking questions, defining a problem, examining evidence, analysing assumptions and biases, avoiding emotional reasoning, avoiding oversimplification, considering other interpretations, and tolerating ambiguity.
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Some important principles of critical thinking and how they can be applied for the people practitioners have been discussed as follows:

Collecting appropriate information - Since information serves as the foundation for all new decisions, this may be applied to the opinions of both individuals and co-workers. An example would be if a team is experiencing internal disagreement. Information from the team members will be gathered as the first step in determining the conflict's underlying cause.
Avoiding generalisation - Generalisation frequently results in bias and might impair the ability to think critically. This can be applied to specific ideas, as overgeneralising practitioners may result in poor decisions. For instance, if a team is underperforming, the business may opt to reduce the whole team’s annual bonus as a result, where a member who is over performing in that team would be penalised. (Howlett, 2019)
Avoiding Bias & Heuristics - A cognitive bias distorts our critical thinking, leading to possibly perpetuating misconceptions or misinformation that can be damaging to others. This could lead us to avoid information that may be unwelcome or uncomfortable, rather than investigating the information that could lead us to a more accurate outcome. Heuristics are mental shortcuts that can facilitate problem-solving and probability judgments. These strategies are generalisations, or rules-of-thumb that reduce cognitive load (Tversky & Kahneman, 1974).

Therefore, putting more effort into decision-making by thinking critically instead of making decisions automatically can help us avoid heuristics. Doing so requires more mental resources, but it will lead to more rational choices (Mastercalss, 2021)
Critical thinking is the ability to assess and evaluate information and ideas in a logical and rational manner. It entails actively and expertly thinking, applying, analysing, synthesising, and evaluating information in order to obtain well-founded findings and make sound decisions. Critical thinkers may challenge assumptions, analyse multiple viewpoints, detect biases, weigh evidence, and discriminate between truth and opinion. They are also great at recognising logical fallacies, errors in reasoning, and inconsistencies in arguments. Critical thinking is a vital talent for making informed decisions, solving problems, and communicating successfully (Howlett and Coburn, 2019)

Wade (1995) identifies eight characteristics of critical thinking.  The main principles of critical thinking include:
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Objectivity - Critical thinking entails approaching ideas and information without bias or personal preference

· Open-Mindedness - Open to new ideas, viewpoints, and information that might contradict their own beliefs or previous conceptions.
· Logical Reasoning - using logical and consistent reasoning to assess arguments and facts.

· Analytical skills - Critical thinkers have strong analytical abilities that allow them to dissect complicated concepts or issues into constituent elements, study each aspect, and assess their interrelationships.

· Evidence-Based Assessment - Critical thinking is founded on evidence rather than opinion. It demands individuals to assess the quality and reliability of quantitative and qualitative evidence supporting an argument or assertion.

· Clarity and Precision - Critical thinkers value clear, succinct, and accurate expression of ideas.

· Reflection and Self-Awareness - Critical thinkers engage in reflection and self-assessment to identify their own biases, assumptions, blind spots, and limitations (Masterclass, 2021)
To apply these concepts to objective and rational debate, individuals need to analyse their own and others' opinions through a critical thinking lens, which could involve:
· Examining biases

· Analysing arguments

· Evaluating evidence

· Promoting clarity

Individuals who follow these principles and actively apply them to their own and others' ideas can foster objective and rational debate that develops critical thinking and logical reasoning. This method promotes a more comprehensive grasp of complex subjects and raises the overall quality of the debate (Howlett, 2019)
(1.4)
“Decision making skills enable a manager to consider alternatives and use judgement to choose an appropriate and timely course of action” (CMI, 2020) 
Three examples of a decision making process’s:
· Kepner and Tregoe's model

· De Bono’s 6 thinking hats
· Deming’s PDCA Cycle “the Deming Wheel”
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“The Kepner-Tregoe Matrix is a well-respected and systematic approach for making decisions. The matrix process forces users to be well-organized and thorough” (Mindtools, 2023) . Compromising of four basic steps, as per picture below:

The Kepner-Tregoe method calls for perseverance and dedication, but the time spent will result in good, impartial decisions that are beneficial for the company. However, it can be rigid and unflexible, difficult to implement and biased or subjective. (Ager, 2023)  This model could be used in a situation where employees are lacking in motivation. Its main function is to break down a problem, find out the root cause and focus on the solution.
Different models of the decision-making process are used by evidence-based practice, including Bono’s Six Thinking Hats. The Six Thinking Hats method encourages you to consider a situation from six different angles. It pushes you and your team beyond any natural positions so that you may consider many viewpoints, see model below:


Using this Model, You can prevent biases and preconceptions by keeping your thoughts and feelings separate, however it does have some drawbacks as it could be a drawn-out and difficult procedure, also If you apply the incorrect strategy to the wrong circumstance or ignore the input or outcomes of the process, it may be ineffective or harmful (Markle, ND). 
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The PDSA Clycle (Plan, Do, Study, Act) is another process used for gaining valuable learning and knowledge for the continual improvement of a product, process or service.  Planning identifies the goal, formulating a theory and putting a plan into action. Followed by the Do step where the plan is implemented, such as a product.  Then comes the study step, where it is then monitored and analysed. Lastly, the Act is used to close the cycle, where it is then reflected upon.  This Method can be helpful in all situations and is simple as it requires little instruction. However, as the definition is not specific it can lead to incorrect use (Deming, ND)
(1.5)

 “Ethical practice is the application of ethical values in organisational behaviour” (Green & Russell, 2022)
The CIPD refer to ‘The Eight Lenses’ when making ethical decisions:

· Fairness

· Merit

· Markets

· Democracy

· Well-being

· Rights and Duties

· Character

· Handing Down

By outlining potential philosophical ethical perspectives on how to think about work, this review seeks to facilitate ethical decision-making. It identifies eight lenses that provide various viewpoints on issues at work but does not each reflect the "right" or "wrong" methods to make decisions in the workplace (CIPD, 2015)
Altruism theory
Understanding the altruism theory highly informs and contributes to effective decision-making. Altruism is the selfless concern for others—acting out of a genuine want to help, rather than out of a sense of duty, allegiance, or religious obligation. Some people are motivated by these acts of kindness to put themselves last in order to help others. Such actions are frequently taken selflessly and without any thought of gain. According to altruism theory, people can act selflessly when motivated by empathy and a desire to serve others. Moral ideals, social standards, and evolutionary benefits all have the potential to impact altruistic behaviour. Critics argue that all acts of compassion are motivated by selfish desires, such as earning social praise. Altruism theory sheds light on why people perform altruistic acts and is a source of continuous discussion and research in psychology. In the workplace, HR sacrifice their time to assist employee’s, whether that be for extra training, support or listening to any grievances an employee may have. In the workplace, HR sacrifice their time to assist employee’s, whether that be for extra training, support or listening to any grievances an employee may have (Perry, 2021).
Utilitarianism theory

Utilitarianism is an ethical theory that determines right from wrong by focusing on outcomes. According to this theory, the decision that would result in the greatest good for the greatest number of people is the most moral. Adopting this approach allows human resources professionals to change how employees behave by influencing the beliefs and values of the workforce as it focuses on embracing moral principles including honesty, integrity, and equal treatment. 
Utilitarianism is an ethical theory that aims to maximise overall happiness or well-being for the majority of people. It focuses on the consequences of actions, promoting those that produce the greatest happiness and minimise suffering. Utilitarianism considers the interests of all individuals impartially and provides a framework for evaluating ethical dilemmas. However, criticism arises around the difficulty of measuring happiness and potential disregard for minority rights. Despite these criticisms, utilitarianism prioritises the overall well-being of society and guides ethical choices based on maximizing happiness for the majority.
An example of using this theory could be the implementation of a new working patterns/hours which could affect employee well-being, morale and their work-life balance. In this case, it is essential for HR professionals to take these aspects into consideration.  One example of utilitarianism in the workplace is a corporation making decisions based on what will provide the most overall happiness or well-being to its staff and consumers. For example, if the company is considering implementing a new policy that will raise employee contentment and improve the customer experience, they will analyse the potential positive outcomes such as higher productivity, loyalty, and customer satisfaction (Tardi, 2023) Also taking into account government legislation such as The Equality Act 2010 and The Employment Rights Acts 1996.  Understanding this theory can be used to influence moral decision-making.
Deontology Theory

“Deontology is an ethical theory that uses rules to distinguish right from wrong. Deontology is often associated with philosopher Immanuel Kant. Kant believed that ethical actions follow universal moral laws, such as “Don’t lie.  Don’t steal.  Don’t cheat” (Ethics Unwrapped, 2023). This method usually aligns well with our innate sense of what is and isn't moral. This theory is particularly useful, as HR professionals bear the responsibility of ensuring equal opportunities for all employees, free from discrimination or favouritism, ultimately ‘doing the right thing’ (Tiwari, 2023) 

Deontology focuses on ethical duties and standards when judging the morality of an action, regardless of the consequences. It emphasises the fundamental essence of activities rather than their consequences. According to deontological views, certain behaviours are essentially right or evil, and people have a moral obligation to obey particular norms or principles. For example, the principle of respect for autonomy is a fundamental deontological value that requires persons to respect the dignity and freedom of others, (Regoli, 2019).
Deontological ethics create a foundation for human conduct, it creates higher levels of personal responsibility and it also creates moral absolutes. However, it can sometimes be a matter of subjective opinion, can create a paradox and in some circumstances, what it morally right may not be the right action to take 

(3.1)

One method for assessing an organisation's financial performance is through revenue generating, which is the total amount of money an organization earns to carry out its functions.  To determine revenue creation, for instance, people professionals look at the entire revenues of the organisation less its expenses. There are many different ways and forms in which expenses might be incurred, such as resource upgrades, professional training, and staff compensation. 
So, the financial success of an organisation is determined by the rate at which revenue is generated. However, it is impossible to gauge an organisation's competitiveness by its income generation.  Where a business is Private Sector, revenue generation and profit margin’s are easily measured for example using their daily retail sales, these businesses rely on more quantitative date. 
Whereas this method would not entirely work for the Public Sector, as their performance would rely on multi-year assessments, and more qualitative data. For example, in the NHS, a healthier population (Alach, 2016), which is more qualitative data.

Customer satisfaction surveys are another method that HR may utilise to assess an organisation's non-financial performance. Businesses make investments to guarantee that their goods and services satisfy client needs. Therefore, low customer satisfaction can be utilized to identify non-financial performance of an organisation. 
Additionally, experts can utilise surveys, which give a section of clear evidence of the primary factor contributing to discontent, to successfully gather feedback that boosts the identification of the important factors producing lack of customer satisfaction.  In a survey conducted by Williams and Naumann, which studied one large Fortune 100 Company over a period of 5 years, they found that there are significant strong associations between customer satisfaction levels and an organisations financial and market performance (Williams & Naumann, 2011)
(3.2)

People and Performance

A strong human resources department oversees a crucial relationship to business success, excellent employees, and remarkable performance. A company's long-term success and financial performance are typically intimately associated with the skills, drive, and successes of its employees. People create and sell items, interact with customers, and make decisions together. Promoting this connection and convincing business owners to invest in training and development programs for staff members as well as regular promotions and higher pay is one of the main ways HR offers value to a firm.
Protection

Legal defence against claims of discrimination and wrongful termination is one of the less-publicised ways that HR delivers value to a company. It is the responsibility of HR specialists to keep business managers and owners informed about employee laws and new legislation. They must also create recruitment and promotion procedures that support equity and justice. Examples of interview questions that are explicitly related to a job reduce the possibility of a discrimination claim. As workplaces become more diverse, this aspect of HR becomes more important.
Rewards and Retention

The implementation of reward policies is a people management strategy that offers value to the organisation by boosting employee motivation. Research on numerous motivational factors that can be used to improve employee motivation is conducted by people professionals prior to implementing a reward scheme. Rewards depend on a variety of factors, including performance and skills. Reduced turnover rates are a result of this policy's implementation, which also benefits organisational growth. (Kokemuller, 2019)

Through Method, like the Cost-benefit Analysis, the value of HR in an organisation can be measured. This is a decision-making technique that explicitly takes into account both the positive outcomes (eg. benefits) and the negative outcomes (eg. costs) of various option alternatives. It helps people make decisions that are more consistent, methodical, and accurate. (Employment Hero, 2022)

It addresses questions like:

· Is it worth investing some resources to improve the quality of our human resources?

· How can we better determine when we know enough to make a decision, and when to invest resource in better measuring/forecasting human resource program outcomes?
Return on Investment is another way that Human Resources can be measured.  It can be hard for HR to demonstrate the ROI of their projects, due to the fact they usually rely on things like employee engagement and staff retention, in contrary to those who work in sales, who use revenue figure to demonstrate activities that are profitable. 
 Listing and detailing each project and identifying their impact on the organisation is a starting point. Benchmarking would then be used, for example, if employee retention rates stood at 30% for the last year, increasing the retention the following year would be a great way to demonstrate improvements and ROI. (Hill, 2022)

Another example of ROI, would be setting KPI’s as they are essential for helping HR to define what they want to accomplish. They also give the leadership team an insight into how we measure success and how we plan to achieve our goals. These KPI’s must be clear, so that it is easier to explain how achieving that goal will have a positive effect on the business.
 For example,  if HR wanted to increase the amount of employee’s who are happy at work to 95%, the amount could be measured using 3-monthly surveys which is then a presentable format, which could be shown to management when they ask about the ROI. Happy employees stay with their current employers. The less personnel turnover a company experiences, the more content the staff is. Hiring costs money, thus the HR team keeps hiring costs down by achieving this KPI, demonstrating their ROI. (Smith, 2022)
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Quantitative and qualitative analysis review

Analytics and people data help business managers and human resources departments in an organisation make decisions and solve business problems. It is possible to monitor and provide insight into people's behaviours using data of any type. Qualitative data is characterised by linguistic, descriptive, and interpretive attributes, typically originating from human observation. In contrast, statistically countable or quantifiable data is considered Qualitative data, which is usually more reliable. Where Qualitative date is collected by things like probation review meetings and exit interviews and can be used to capture understanding of the views and opinions of how people feel Quantitative values can be used to monitor things like staff working hours, labour turnover and absence rates (John, 2022).

Following data analysis, the following graphs illustrate the data in several grammatical forms:
Employee Gender Statistics

As we can see from the graph below, the statistics show that the workforce is marginally more male than Female, with the minority of the workforce being non-binary. There are 140 males, 118 females and only 2 non-binary employees.
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Ethnicity per Team

The graph below shows that there are 4 teams who are 100% White British, showing no variation within those teams. It also shows that the Majority of the workface are White British, 23 out of 260 staff members are not White British. 
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Salary Difference Across Genders

The data below shows that Although Female and Male members of staff have a similar average pay, the staff who are non-binary are significantly lower.
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The Overall Average Salary across the business is £31,757.46.

Disability

The disability chart shows a low percentage of disabled workforce. Eleven teams have a mixed number of employees with disabilities, while seven teams do not have any disabled workers. Leaving out the teams that are disability-free, the IT team employs the most disabled staff and the property team employ the fewest.
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Hybrid Working Feedback

Reviewing the data supplied from the employee survey on hybrid working practices, it is clear to see that the majority of employee’s benefit from working from home.  161 employees’ fully agreed that Hybrid working supports them with a better work-life balance in contrast to 8 who strongly disagree with that statement.  Half of the workforce Fully agree & just agree that they enjoy working from home some days of the week. 

In contrary to the above, the results show that almost 80% of the workforce feels like they have additional stress working from home. This could be due to feeling disengaged from the business and finding it harder to meet their targets.

Recommendations

Research indicates that working in a hybrid environment can lead to several advantages such as improved work-life balance, reduced distractions when focusing, increased time spent with friends and family, reduced expenses and time spent commuting, and increased motivation. It is recommended that employees who are working from home should consider maintaining their regular working hours, have their usual morning routine (such as listening to music when there would have been a commute time) taking regular breaks, maintaining a dedicated workspace and getting outside for fresh air (Indeed, 2023)

Data on salaries indicates that there appears to be a gender pay gap in business services for the performance officer role, where the male employee is paid significantly higher than the female who are completing the same role. It is also clear to see that in the Green Spaces department, the Female Team Leader is on the same salary as the Green Space Operatives, who are all Male. To elucidate any discrepancies in pay and to suggest actions that should be taken to ensure equity, a gender pay gap report is strongly advised. Business’s with over 250 members of staff are obliged to submit a Gender Pay Gap report to the Government yearly, failure to provide adequate evidence of fair pay could result in court orders and fines (GOV, 2023).

The inclusion, diversity, and equality policies of an organization such as ours should be reviewed on a regular basis.  As per the 2010 Equality Act, line managers ought to receive training on how to effectively oversee a diverse staff and be well-versed in our policies. Although this training can be quite costly, the benefits of training managers outweigh the costs. Some benefits include improved leadership skills, increased productivity, better employee retention, enhanced team collaboration, adaptability to change, and improved decision-making. Upskilling managers through training leads to higher engagement, productivity, and retention, contributing to long-term success and profitability. Thus, I would recommend that the organisation should consider management training as a valuable investment (Ackerman, 2021).  
Employees should also feel that management are easy to talk to when it comes to disclosing their needs, which stems from a healthy work place culture. Multiple studies have shown that disabled workers are more punctual, reliable and loyal than non-disabled employees. Employers may experience increased efficacy and productivity when they have disabled workers. Margins for profits therefore rise as a result. (Ellis, 2022)

In order to maintain racial inclusion, the organisation needs to stay vigilant and keep a close eye on the experiences of its ethnic minority workforce. People from varied origins, experiences, view points, and approaches to problem-solving come together in a diverse workforce. Different points of view encourage innovation and produce original solutions. It is more probable for diverse teams to come up with novel ideas and inventive solutions to problems (Cooks-Campbell, 2023). Asking questions and carefully listening to the answers are essential for managers who want to lead diverse teams successfully. Building trust in a company involves keeping lines of communication open and transparent at all levels. It gives people the freedom to perform to the best of their abilities, and a framework for measuring success demonstrates responsibility for future diversity increases (Lawson, 2023) I would recommend all leaders who have different ethnicities within their workforce to Practice Empathetic Leadership, Identify the Barriers & celebrate the differences.
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