[bookmark: _Hlk151239725][bookmark: _Hlk153227202]Evidence-Based Practice Report: Section One

For Section One, it has been requested to produce a report that will emphasise what Evidence-Based Practice is and its significance to practitioners in gaining understanding in their dealings within Human Resources (HR) people practices and organisational issues, mostly in the areas of critical thinking and decision-making. 

AC1.1 Evidence-Based Practice (EBP)

[bookmark: _Hlk152508955]Simply put, EBP is the process that employs best available evidence from multiple reliable sources to attain knowledge, inform rational judgement and ultimately produce unbiased and unsurpassed decision-making outcomes (Barends, Rousseau and Briner, 2014; Waite et al, 2021; Young, 2023). 
To increase the prospect of positive outcomes, HR practitioners should take a punitive approach to not trust their decision-making on instinct, what they know or fads, thus use the sources of evidence that can be found in scientific literature, organisational data, stakeholders’ concerns and professional expertise / experiential (Waite et al, 2021; Briner, 2019; Taylor and Woodhams, 2016).
[bookmark: _Hlk152537700][image: ]These four sources should be used in tandem with the systematic six-step evaluation process: ‘Ask, Acquire, Appraise, Aggregate, Apply and Assess’ to combine and reinforce the evidence basis for decision-making (Waite et al, 2021; Briner, 2019).  The ultimate aim for using the four aforementioned sources and Six Steps is to promote critical thinking, close the evidence gap and enable a more trustworthy, de-bias managerial decision-making for an effective EBP (Capezio and L’Espoir Decosta, 2023; Reid Elder and Nikodem, 2023). According to Pfeffer & Sutton (2000) organisations that have the ability to identify the causes for the ‘knowing-doing gap’ and turn knowledge into actions would produce quantifiable outcomes. Moreover, for this to happen, HR practitioners should develop the skills and have the willingness to explore different avenues of data to inform decision-making and provide strong evidence foundation to main stakeholders (CIPD, 2017). 

It is also proposed that practitioners follow suitable models for decision-making, one of them being the rational model. This model comprises a step-by-step procedure whereby facts and information are used to logically evaluate all alternatives before reaching a decision (Uzonwanne, 2016).
 [image: ]Figure 1: Rational Decision-Making Model (Kumar, 2022)

The step-by-step rational model is advantageous when time allows for information gathering and when all individuals agree on the best alternative, thus becoming problematic to use when time is a constraint or / and where there are various objectives coming from several stakeholders (Kumar, 2022).

Whilst EBP for best practice decision-making is becoming more prevalent within Management and HR settings and it is proving to be effective if the above information is taken into account (Briner, 2023), it is imperative to note its limitations. Firstly, evidence is not always perfect, hence the need to always start with a critical mindset. Secondly, there may be little or inadequate evidence availability (Barends, Rousseau and Briner, 2014). Lastly, there could be a combination of situational factors such as time constraints, limited budget for training and resources (Reid Elder and Nikodem, 2023). To conclude, although EBP can be a precaution against futile action, it is not a flawless solution. Hargreaves and Fullan (2012) argue that the evidence in itself could be blurred or outdated, thus it is imperative that HR practitioners use a ‘spirit of enquiry’ and systematic critical thinking approach to effectively evaluate when engaging with EBP for decision-making processes (Gill, 2018; Armstrong and Taylor, 2020). 
Example: 

AC1.2 Evaluating Analysis Tools and Methods

There is a broad availability of analysis tools and methods that will aid detection of organisational issues, challenges and opportunities by looking at how both internal and external factors could impact on an organisation. Practitioners would identify and choose the most applicable ones to address a particular situation, thus bearing in mind that each of them will present strengths and weaknesses that could influence final outcomes.

[image: ]
To decide on what analysis methods to use for decision-making, practitioners need to identify what type of data they want to gather: quantitative (measurable / numbers) or qualitative (cannot be measured, open to interpretation), thus it could be a combination of both. Therefore, making use of the most appropriate one is paramount (Corbin and Strauss, 2007). 

[image: ]

Regardless of what tools and methods would be used for analysis, it imperative to preserve the reliability of the findings in terms of evenness, trustworthiness and replicability (Nunan, 1999). 

AC1.3 Principles of Critical Thinking

As a key skill for practitioners, Critical Thinking (CT) requires to question and check validity of everything through sound thinking and objective reflection when it comes to other people’s ideas, as this will help them replace confusion with clarity, deal with complex issues and improve decision-making processes (Howlett and Coburn, 2019). 
Glaser (1941) stated that CT calls for ‘persistence’ to consider (and reconsider) a problem carefully, evaluate the ‘evidence’ and ‘implications’ for the conclusions to be suitable and rational.
Furthermore, the importance of rational thinking and an argument that is well reasoned, start with an evaluation of how valid and relevant the evidence is, if it has a logical progression, if it contains any untrue premises or blemished reasoning (Cottrell, 2013). 

A valid criterion to evaluate the evidence (adapted from Cottrell, 2013 and LinkedIn, 2023c) through CT lenses could be to: 

[image: ]Other important aspects to consider would be to identify and test out the conclusions found in the presented evidence. This would determine if CT is applied rigorously, or has reliance on one’s intuitions, feelings or prejudice. 
As a prerequisite to EBP for questioning, although a natural attribute to the human mind, CT is not a fixed trait but rather a dynamic process that should be cultured through continuous intellectual development (Elder & Paul, 2010) to enhance the ability to critique a particular opinion, method or system (Taylor and Woodhams, 2016). 

AC1.4 Decision-Making Processes

In a world where change is the only constant, having the versatility to steer multifaceted challenges and implement sound Decision-Making Processes (DMPs) that are best fit, is a strong, essential skill for practitioners to ‘effective team management’ and ‘drive organisational change’ (Gavin, 2020). 
There are several methods that could be employed to achieve effective outcomes through DMPs. Examples would include De Bono Six Thinking Hats, Action Learning Approaches’, Best Fit, Future Facing and Problem-Outcome Frame. Below, three of them are being explained.

	Problem-Outcome Frame
	This process is used to identify different solutions to specific problems, where by framing will enable practitioners to ‘locate, perceive, identify and label’ the context of a problem (Goffman, 1974). Simply put, the process looks at a problem / issue from all angles, considers all available options and lastly, evaluates the advantages and disadvantages before making a decision (Harrin, 2023).

	De Bono Six Thinking Hats
	Developed in 1985 by Edward De Bono, although simple, this method is a parallel thinking approach that increases productivity, by aiding HR Practitioners to focus and be mindfully involved, challenging them to use the ‘how to think’ not ‘what to think’ approach to DMPs by focusing on one issue at the time whilst permitting for alteration in thinking (Channell, 2021). 
The colours of the hats represent different styles of thinking:
White Hat: Facts & Figures, Black Hat: Judgement & Caution; Red Hat: Intuition, Feelings & Emotions; Green Hat: Creativity; Yellow Hat: Logical & Positive; Blue Hat: Overview & Process (Mulder, 2019).
Besides the parallel thinking benefits of this approach, the different colours of Six Thinking Hats also ‘encourage full-spectrum thinking’ and ‘separate ego from performance’ (Goebe and Seabert, 2006).
By assigning each participant to a specific hat and rotating the hats throughout the discussion, the Six Thinking Hats method encourages a more balanced and comprehensive approach to problem-solving. It helps to suppress biases and groupthink, allowing for a broader range of perspectives to be considered (MindManager Blog, 2023).
Overall, the Six Thinking Hats method is a valuable tool for HR practitioners who want to improve their decision-making and problem-solving skills. It can be used in a variety of settings, from team meetings and can help to foster more effective communication, collaboration, and innovation within the HR function.

	Action Learning
	Action learning is a cyclical process that involves identifying a problem, forming a team, taking action, reflecting, and learning. It is a powerful tool for improving decision-making because it is focused on solving real problems, encourages collaboration, and promotes continuous learning (Serat, 2017; WIAL, 2023). 




[bookmark: _Hlk153223270]AC1.5 Ethical Perspectives and their influence

According to Lawton (1998), ethical perspectives are ‘a set of principles and values that guide ethical behaviour’. Waite et al. (2021) further elaborate that EPs are ‘a framework for promoting ethical behaviour by always applying principles and values when making decisions’. Armstrong (2012) emphasises that EPs encourage individuals to ‘do what is morally acceptable’ when navigating ethical dilemmas.

For the purpose of this task, three main EPs would be considered.

	Utilitarianism

	A consequentialist ethical theory that holds that the morality of an action is determined solely by its consequences whereby, the right action is the one that produces the greatest good for the greatest number of people (Sinnott-Armstrong, 2003; Waite et al., 2021).
As an example, HR practitioners can use this EP to identify and implement initiatives that promote employee engagement and well-being, leading to a more productive and satisfied workforce (Russell and Weeks, 2019). Additionally, a company might consider offering flexible work arrangements, providing opportunities for professional development, or promoting a healthy work-life balance, evaluating the potential benefits of each initiative against the potential costs (McCartney, 2023).

	Deontology


	

	Teleology 

	



In conclusion, EPs play a crucial role in shaping ethical behaviour and promoting a more ethical society. They provide a framework for making informed decisions, fostering moral reasoning, and contributing to a more just and equitable world. By incorporating EPs into decision-making processes, HR practitioners can strive to make choices that are morally sound and beneficial to all (Ovenstone, 2020).



AC3.1 Measuring Financial and Non-financial Performance

[bookmark: _Hlk153224807]AC3.2 People Practices: Adding Value and Measuring Impact


Evidence-Based Practice Report: Section Two

Section Two of the report will address the analysis review of both quantitative and qualitative data provided, highlighting the key findings and the recommendations that can be made when evaluating potential solutions.

AC2.1 Interpretation of analytical data
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	Overall Average Salary paid by the company: 
£ 8,235,440 / 260 = £31,674.76



AC2.2 Key Findings
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[bookmark: _Hlk153162863]AC2.3 Recommendations
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Percentage of each gender by type	
Non-Binary	Male	Female	0.7	53.8	45.3	

Ethnicity as a percentage per team

White Irish	Business Service	Community E	&	P	Customer Service	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.11	5.2999999999999999E-2	White British	Business Service	Community E	&	P	Customer Service	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.78	0.57099999999999995	0.8	0.8	1	0.8	0.66700000000000004	0.91700000000000004	0.88900000000000001	0.89400000000000002	0.89	1	1	0.91	0.99	0.83	0.91	0.82	White Other	Business Service	Community E	&	P	Customer Service	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.11	8.3000000000000004E-2	5.2999999999999999E-2	0.18	Indian	Business Service	Community E	&	P	Customer Service	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.14299999999999999	0.2	0.1	0.33300000000000002	Mixed Other	Business Service	Community E	&	P	Customer Service	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.14299999999999999	Pakistani	Business Service	Community E	&	P	Customer Service	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1333	0.01	0.17	Chinese	Business Service	Community E	&	P	Customer Service	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	6.6699999999999995E-2	0.09	Black Other	Business Service	Community E	&	P	Customer Service	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1	0.11	Asian	Business Service	Community E	&	P	Customer Service	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	5.5500000000000001E-2	W	&	B Caribbean	Business Service	Community E	&	P	Customer Service	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	5.5500000000000001E-2	0.09	



Disability as a Whole


Disabled	Not Disabled 	21	239	
Disabled	Not Disabled 	0.08	0.92	

Disability Percentage By Teams


Community E	&	P	Customer Service	Finance	Green Spaces	Housing	Income team	IT	Lettings	People Services	Property Team	Tenancy Team	0.14000000000000001	0.2	0.2	8.3000000000000004E-2	0.11	5.2999999999999999E-2	0.22	0.1	0.18	0.05	0.09	


Salary difference across genders


Non-Binary	Female 	Male	19500	31900.29	31812.17	

2 | Page
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Analysis Tools    

Force Field Analysis  Created by Lewin in 1940s, this tool could be used to differentiate  between the factors by which a proposed change is achieved when  considering the driving or restraining forces involved in the process  (Connelly, 2023).  

PESTEL  A reliable management tool for scanning the complexity of external  factors that could influence business environment and decision - making processes (Hooley et.al, 2008).     The acronym stands for:  Political, Economic, Social, Technological,  Environmental and Legal . The effectiveness of its analysis relies on  a regular scanning so that trends for competitive advantage in the  aforementioned acronym are spotted early  (Battista, 2023).  

Porter’s Five Forces  Designed to measure and analyse competitiveness in a specific  industry, this tool involves five forces:  intensity of rivalry, threat of  potential new entrants, bargaining power of buyers, bargaining  power of suppliers, and threat of substitute goods and/or services .   Based on these, an organisation gains a good understanding of the  industry and its operational risks ,   aiding the decision - making on  what strategies will be used to deal with competition   (Dobbs, 2014).   

SWOT  The acronym stands for:  Strengths   &  Weaknesses   (internal) ,  Opportunities   &  Treats   (external)   and it is a framework whereby an  organisation   evaluates   and understands both internal and external  factors   that, when clearly identified could produce a n opportunist  advantage  over existing competition, whilst recognising  ways for  business performance improvement . On the other hand, weaknesses  and threats could impact on an organisation competitive advantage  by exposing certain issues or disruption (Peterdy,  2023; H ann , 2023).   Nevertheless, a useful tool for identifying opportunities and  challenges.    

Ansoff Matrix  Used in combination with  any  of the above tools, this matrix  provides a   strong   2x2   framework to forward planning and assessing  the development   of  business initiatives . It  is  also carefully  considering  the associated level s   of risk   for the four growth  strategies:  market penetration, market development, product  development and diversification   (Peterdy, 2023).   Although this  matrix was developed some 50 years ago,  it is still widely used  nowadays  as a decision - making tool, thus it is to not be used in  isolation   due to its inflexibility to  accommodate  the external factors   in its matrix; also,   it tends to   underm ine   the intricacy and ambiguity  of   the  today’s  world   (LinkedIn , 2023 a ).  
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Analysis Methods  

Interviews  Perhaps the most popular method used to gather qualitative primary data,  it can be used as a stand - alone method, thus to achieve better outcomes,  it would be advantageous to be complementarily used with another  method,  e.g., questionnaires. As a main aim, practitioners are using  interviews to gain understanding into how people feel or think about a  particular idea. However, they can be prone to bias, time consuming and  costly (Boyce and Neale, 2006).  

Observations  One of the simplest analysis methods, and although heavily reliant on the  skills of the observer, data obtained through this method is more reliable,  whereas the data obtained through either of the above indirect methods,  is dependent on the responses prov ided by the participants (Pantton,  2002).    

Surveys  Data generated through the use of this method could be both quantitative  and qualitative, obtained by employing a mixture of open - ended and  closed questions where the participants are purposefully selected to avoid  biases and risks (Creswell & Plano Clark,   2018).    

Job Analysis  Questionnaires   This method is used to identify all aspects of an effective job description  and its specifics, i.e., duties, responsibilities, skills and qualifications  required for a particular job role (LinkedIn, 2023b).     For this method, two important things need to be considered: Job design  and Questionnaires. Simply put, it is essential that through the job design  process, practitioners clearly define the roles and responsibilities for a  particular job so that value is c reated and performance is maximised,  which in turn, will be beneficial to both employer and employee (Bosley,  2023). Questionnaires are best suited when mainly conducting  quantitative research to collect a large number of responses that can be  counted, com pared and measured, a logical option for situations when the  information is desired for a specific purpose (de Vaus, 2002).  Questionnaires could also be used to qualitatively evaluate frequency of  incidence, theme or prediction (Wisker, 2008).   This method should be informed by the evidence before action that can  be found in ‘human, motivational, growth, organisational and external  factors’ (Bosley, 2023).   
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Firstly,  identify the source   and its credibility in terms of whom is providing the evidence,  never take this at face value just in case there are some hidden personal agendas or motives.   

Secondly,  examine the method   through which the evidence has been obtained to ensure that  biases have been avoided and that the evidence is not flawed.   

Thirdly,  compare the context   in a like with like manner to assess how relevant, consistent  and comprehensive the evidence on the same subject is, and decide if this is still up to date  or if it has been cherry - picked to satisfy a premeditated motive.  

Lastly,  assess the impact   evidence may trigger, especially in regards to how certain words  (emotive language / persuader words) may influence one’s position of trust; as in, would the  impact be significantly beneficial, or harmful due to evidence not being sound or worse being  fak e news.  
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Nearly two thirds of the survey pool agreed that they are enjoying working from home on  some days of the week and only 6% strongly disagree with this.  

The majority of the 300 employees taking part in the survey fully agree that hybrid working  practices support the work - life balance and well - being, whereas less than 3% strongly  disagree with this statement.  

83% of the participants disagree with the lack of engagement with colleagues in the  workplace, whereas 80% of them do not feel fully supported when working at home.  

It is apparent that working remotely does not constitute a challenge for a majority of the  300 employees .  

Two thirds find it difficult to separate work from personal life when working from home .  

Productivity levels seem to remain the same when hybrid working practices are in place,  with 148 agreeing that hybrid working makes them more productive and 147 disagreeing  with this statement .  

Cross  functional communication and collaboration within teams seems to have been  affected when working from home with nearly 60% of respondents confirming this .  

60% of respondents feel more connected to the company culture whilst hybrid working has  been implemented .  

Two thirds are of the opinion that working from home does not allow them to meet their  targets .  

Access to resources is easily accessible for 147 out of the 300 surveyed and at the same  time 147 find it more difficult to access resources remotely .  

Working from home removes conflict in the opinion of nearly 60% of respondents .  

An overwhelming majority strongly disagree that they are less stressed when away from the  workplace .  

The amount of recognition received for work appears to be relatively similar when working  from home .  

The survey, in its entirety, shows that employees are finding hybrid working practices  beneficial in regards to work - life balance and well - being without adverse effects in loss of  engagement with colleagues, productivity levels or recognition.  

Improvements can be added in regards to enhanced support when working at home, cross  functional communication and collaboration as well as making access to resources when  working from home easier.  

Particular attention must be paid to  stress levels which seem to be present regardless of  location of work.  
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Four  Sources of Evidence    

Scientific Evidence  This should be acquired from vetted specialist literature in the  fields of Management and HR mainly, thus Psychology and  Sociology could also be useful allies. It is crucial that  practitioners develop the skills needed to identify the  appropriate literature that is not only relevant but also reliable  (Waite et al, 2021;   Young, 2023).  

Organisational  Evidence  It comes from the inside knowledge, data on hand or new data  generated with the purpose to aid a particular prerequisite for  evidence. This type of evidence could contain quantitative /  ‘hard’ numbers or qualitative / ‘soft’ such as perception and  attitude s elements. This evidence is critically important in  recognising issues that require immediate action, to establish the  causes, possible solutions and what mechanisms to be used in  successfully implementing the most appropriate solution  (Barends, Rousseau  and Briner, 2014).   

Experiential Evidence  It  is based on professional expertise that practitioners acquire on  the subject  over a period of time  through replication and  judgment of the actions they have taken in similar circumstances  (Barends, Rousseau and Briner, 2014). It is imperative to use  this ‘specialised knowledge’ (Weber, Wyverkens and Leuridan,  2023) to minimise failure consequences of a  given situation that  can be instigated due to limited knowledge (Du Plessis, 2007).    

Stakeholder Evidence  This is equally important due to its valuable contribution to  decision - making process. This evidence can be gathered from  both internal (employees, managers) or external stakeholders  (customers, suppliers) as their values and concerns will impact  on how an   organisation responds and will dictate the framework  for evidence and its analysis (Young, 2023).  
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