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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).

	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 attitudes elements. This evidence that 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
	[bookmark: _Hlk152541583]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).




[bookmark: _Hlk152537700]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 (adapted from: Waite et al, 2021; Briner, 2019).  
Ask: Formulate a clear and focused question
Acquire: Seek various sources of evidence 
Appraise: Critically evaluate each evidence source
Aggregate:  Synthesise the findings from different sources
Apply: Develop interventions or solutions based on the aggregated evidence
Assess: Evaluate the effectiveness of chosen intervention
In practice, by leveraging various sources of evidence, practitioners could tackle complex organisational issues such as the lack of employee wellbeing by gathering the data to understand the scope and severity of the issue, consult stakeholders to gain deeper insights into the factors contributing to the problem. 
By addressing wellbeing proactively, practitioners would ensure reduced risk and cost to the business, increased employee engagement, productivity, commitment to employee wellbeing that attracts and retain top talent, contributing to stronger employer brand.
Through embracing EBP principles, practitioners can move beyond intuition and guesswork, creating a data-driven approach to combatting issues like lack of employee wellbeing and fostering a workplace where everyone thrives (CIPD, 2017a).
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). 
[bookmark: _Hlk158405968]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: 

[bookmark: _Hlk158489244]AC1.2 Evaluating Analysis Tools and Methods

Many analysis tools and methods exist to diagnose organisational issues, considering both internal and external impacts. Practitioners select tools based on specific situations, acknowledging each one's strengths and weaknesses in shaping outcomes.

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.

	Analysis Tools examples would include Force Field Analysis, PESTEL, Porter’s Five Forces, SWOT and so on. For the purpose of this task the Ansoff Matrix will be explored.

	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).
[bookmark: _Hlk152826640]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, to identify opportunities and challenges to improve organisational performance (Peterdy, 2023; Hann, 2023). when clearly identified could produce an 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; Hann, 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. known as the Product/Market Expansion Grid, Ansoff Matrix is a strategic analysis tool used to evaluate growth opportunities for organisations. It helps assess and compare the risks and potential returns associated with these four strategies: It is also carefully considering the associated levels of risk for the four growth strategies: market penetration, market development, product development and diversification (Peterdy, 2023).
In practice, Ansoff Matrix helps identify opportunities for market penetration by increasing sales in existing markets, or market development by entering new markets with existing products. Additionally, the matrix suggests exploring product development (creating new products for existing markets) or diversification (entering new markets with new products). Furthermore, the matrix could evaluate its competitive landscape to inform decisions about defending organisation’s position through market penetration to expand into new markets, or developing innovative products. Lastly, the matrix clearly distinguishes between strategies with varying levels of risk and potential return whereby, market penetration and development involve lower risk, while diversification often entails higher risk but potentially higher rewards (Bullock, Jennings and Timbrell, 2019).
Like any other tool, the matrix has strengths and limitations. It is simple, straightforward to understand framework with a visual representation that shows potential growth options and helps differentiate between risky and less risky strategies. On the limitations side, it is oversimplified neglecting complex environmental factors and internal capabilities, with a static view that does not capture dynamic market changes and competitive responses and it is also limited in scope as its focus is primarily on incremental growth and not radical innovation (Zugay and Zakria, 2023; LinkedIn, 2023a).
Although this matrix was developed some 50 years ago, it is still widely used nowadays as a valuable 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 undermine the intricacy and ambiguity of the today’s world (LinkedIn, 2023a).



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). 

	[bookmark: _Hlk153163375]Analysis Methods could be in the form of interviews, observations, surveys, etc., thus the method for evaluation for this task is Job Analysis Questionnaire.

	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 provided 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 created and performance is maximised, which in turn, will be beneficial to both employer and employee (Bosley, 2023). Recognising and diagnosing challenge and opportunities would follow the process of identifying the skill gaps and performance issues whilst dealing with employee dissatisfaction and uncovering potential risks. Thus, exploring new opportunities regarding skill evolution and alignment with future organisational goals, makes this method a valuable tool.  In contrast, it does have limititations, and considerations should be given to the accuracy of responses as data may be proned to bias and misinterpretation, also could be limited in scope by not capturing the complexity of a role or fully address interpersonal dynamics. Therefore, careful design and analysis are crucial to avoid misleading conclusions.
Questionnaires are best suited when mainly conducting quantitative research to collect a large number of responses that can be counted, compared 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). 




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 Sekaran, 2019). 

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: 

	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.

	[bookmark: _Hlk153040023]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 fake news.




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. 
In a people management context, i.e. an annual performance review, a practitioner could face a dilemma regarding one of their high-performing but, blunt employee that clashes with colleagues. Instead of labelling them as negative, the practitioner decides to dig deeper, seeking diverse perspectives and evidence. This CT avoids assumptions, leading to nuanced feedback that addresses both, the employee’s strengths and communication impact. This, based on evidence and reason will result in improved communication and a more positive team environment.
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). 

[bookmark: _Hlk158489168]AC1.4 Decision-Making Processes (DMPs)

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 (POF)
	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). 
POF is a valuable tool for people practitioners to effectively diagnose and address workplace issues. Its focus on desired outcomes, rather than just identifying and blaming problems, guides a productive and solution-oriented approach. 
POF could be seen as a six-step process: 1) Define the problem; 2) Clarify desired outcomes; 3) Identify root causes; 4) Brainstorm solutions; 5) Implement interventions; 6) Evaluate and adapt (Pham, Magistretti and Dell’Era, 2023). 
By doing so, POF encourages gathering objective data about the problem and assessing the effectiveness of implemented solutions,
Simply put, the process looks at a problem / issue from all angles, considers all available options and lastly, evaluating 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 Six Hats is 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). 
Each colour represents a unique viewpoint: White (facts), Red (feelings), Black (caution), Yellow (optimism), Green (creativity), and Blue (control). By switching hats, individuals and teams explore diverse perspectives, fostering better communication and richer problem-solving (Mulder, 2019). From dissecting risks (Black Hat) to sparking innovation (Green Hat), the Six Hats framework fuels creative thinking and informed decision-making. While discipline is key, the benefits outweigh the limitations, offering a dynamic approach to unlock collective intelligence.
For HR, this method means sharpen decision-making and ignite team genius. By exploring diverse perspectives (facts, feelings, risks, optimism, creativity), HR teams break through silos, foster communication, and unlock innovative solutions (Payette and Barnes, 2017). 

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; the collective knowledge gained informs future actions and enhanced decision-making. This approach offers compelling advantages due to its real-world focus where problems tackled are actual, leading to practical solutions applicable in the day-to-day. It exhibits diverse perspectives through which collaboration harnesses individual strengths and experiences, broadening the understanding of the challenge. It is also aiding continuous learning, a cycle that fosters a culture of reflection and growth, promoting adaptability and innovation.
Research by Serat (2017) and WIAL (2023) highlights the effectiveness of action learning in improving decision-making, making it a valuable tool for any organisation seeking to navigate challenges and thrive in a dynamic environment. 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: _Hlk158489132][bookmark: _Hlk153223270]AC1.5 Ethical Perspectives (EPs)and their influence

Understanding EPs is crucial for making thoughtful and responsible decisions in diverse situations. According to Lawton (1998), EPs serve as a compass, guiding our behaviour through established principles and values. Waite et al. (2021) build on this, describing EPs as a framework for actively applying the above within our decision-making process. Ultimately, as Armstrong (2012) emphasises, EPs empower individuals to navigate ethical dilemmas by choosing actions aligned with their moral compass and fostering a sense of what is right.

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.

	[bookmark: _Hlk158489096]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


	Rooted in the philosophy of Immanuel Kant, it emphasises duty and universal moral principles over consequences or individual desires. Simply put, what matters is the inherent rightness or wrongness of an action, regardless of its outcome whereby the motivations and intentions behind an action carry significant weight (Torrington, et al., 2020).
Deontology could influence the Recruitment & Selection process by encouraging fair and unbiased hiring practices, prioritising qualifications and merit over personal connections or discriminatory tendencies. By doing so, practitioners can navigate ethical challenges with integrity and contribute to building a more just and equitable workplace (Rees and French, 2022).

	Teleology

	An outcome-based perspective, it focuses on the consequences of an action. It adapts easily to various situations, considering the specific context, potential outcomes to determine the most ethical course, and the impact of actions on various stakeholders. Some critiques of teleology argue that it can justify unethical actions if they supposedly lead to desirable outcomes. Others point out the difficulty of predicting consequences with certainty. It's important to remember that teleology is not a monolithic approach, and different theories within this framework offer varied ways to navigate these challenges. 
In the context of HR, practitioners could use this perspective in performance management, i.e., focusing on outcomes achieved and skills developed, aligning individual goals with organisational objectives (Snow, 2020).



In conclusion, EPs play a crucial role in shaping ethical behaviour and promoting a more ethical society (Ovenstone, 2020). 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).

[bookmark: _Hlk158489060]AC3.1 Measuring Financial and Non-financial Performance

Whilst financial measures have long dominated performance evaluation in organisations, recognising the limitations of relying solely on monetary metrics has led to the integration of non-financial measures. This task will appraise two different ways organisations assess their performance: return on investment (ROI) and employee satisfaction.

ROI is a financial metric widely used to gauge the efficiency and profitability of investments. It compares the net monetary gain of an investment to its initial cost. For example, an organisation implementing a new customer relationship management (CRM) system might calculate ROI by dividing the additional revenue generated by the CRM by its implementation cost. ROI offers tangible and readily quantifiable data, making it useful for decision-making and identifying areas where investments yield the highest returns (Rachlin, 2019). 
However, its limitations include: 
Narrow focus: overlooks intangible benefits like improved customer relationships, employee morale, or brand image, which can ultimately impact financial performance.
Time perspective: ROI often focuses on short-term returns, neglecting long-term investments with slower payoffs.
 Subjectivity: defining and measuring certain costs and benefits can be subjective, leading to inconsistencies in interpretation.

Employee Satisfaction is a non-financial metric gauging employees' contentment and engagement with their work. It can be measured through surveys, pulse checks, exit interviews, and other feedback mechanisms. For example, an organisation might track its employee satisfaction score, a composite metric derived from various survey questions (Yaneva, 2021).
Although this measure offers valuable insights into the organisational culture, employee commitment, and potential productivity levels, it has its limitations:
Causality: while dissatisfaction might correlate with reduced performance, it is not always a direct cause as external factors and individual differences can influence results.
Actionable insights: transforming satisfaction data into actionable strategies requires careful analysis and understanding of underlying causes.
Benchmarks: comparing satisfaction across organisations can be challenging due to differing methodologies and industry variations (Avgoustaki and Frankort, 2022).

Neither ROI nor employee satisfaction alone draws a complete picture of organisational performance. A balanced approach is key, using both financial and non-financial metrics to understand the organisation's health comprehensively (Cox, 2023). Recognising that true performance goes beyond the bottom line, allows them to foster a sustainable and successful future where financial success intersects with employee well-being and societal impact.



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

Traditionally, organisational success has been measured by financial metrics like profit margins and shareholder value. However, a growing recognition of the crucial role people play in achieving these outcomes has shifted the focus towards practitioners and processes used to add value by investing in strategies that improve your workforce's skills, motivation, and well-being, leading to tangible benefits like increased productivity, reduced turnover, and enhanced customer satisfaction (Taylor and Woodhams, 2016).
Yet, accurately measuring the impact of these practices remains a challenge. This task explores two valuable tools: cost-benefit analysis (CBA) and engagement surveys, analysing their strengths and limitations, and demonstrating how combining them can offer a more holistic understanding of people practice effectiveness.
Quantifying the financial impact of people practices, CBA sheds light on their direct and indirect costs and benefits. Direct benefits like increased productivity and reduced turnover offer clear-cut metrics, while indirect benefits such as improved customer satisfaction and employer brand require careful estimation. While challenges lie in attributing causality and quantifying intangibles, CBA provides valuable insights into the financial viability and return on investment of specific practices (CIPD, 2023).

Unlike the objective data of CBA, engagement surveys capture valuable qualitative information through employee feedback. Regularly conducted surveys track trends in employee satisfaction, motivation, and commitment, offering insights into how employees experience different practices. By correlating survey results with business outcomes, organisations can gauge the effectiveness of these practices and identify areas for improvement. However, self-reporting bias and potential low response rates necessitate careful survey design and interpretation (Yaneva, 2021).

Whilst both CBA and engagement surveys offer valuable insights, their true potential lies in their synergy. CBA validates the cost-effectiveness of practices shown to improve productivity through surveys. Additionally, surveys unveil employee experiences with specific practices, informing further refinement and ensuring financial investments translate to positive employee experiences. Ultimately, this combined approach exhibits a more complete picture, demonstrating the financial impact of people practices while incorporating crucial human capital considerations.

[bookmark: _Hlk158656448]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

Chart 1: The organisation has a majority male workforce (54%), female representation is also significant (45%) and non-binary individuals represent a small percentage (1%).



Cha
Chart 2: White British staff make up a significant majority (91%) of the organisation. This leaves a very small percentage (6%) for all other ethnicities combined.



Charts 3 & 4: Out of the 260 employees, only 8% are disabled which seems very low, highlighting a potential under-representation. Even though the percentages for some teams may seem higher, the sample is not big enough to give a clear picture.

Chart
Chart 5: Based on the available data is evident that there is slight difference between salaries for female and male genders and greater difference for the non-binary. However, knowing only the averages does not reveal the full picture.

	Overall Average Salary paid by the company: 
£ 8,235,440 / 260 = £31,674.76




AC2.2 Key Findings (KFs)

KFs1: Overall, 56% enjoy WFH on some days of the week, however 37% do not enjoy working from home, 7% being unsure. 

KFs2: The majority of respondents 82% agree that hybrid working practices support their work-life balance and well-being, with only14% disagreeing; 4% remained unsure of the impact.  

KFs3: 83% of the respondents do not miss engaging with their colleagues in the workplace; a noticeable minority of 7% who does and 10% that are unsure.

KFs4: 80% disagree or strongly disagree regarding feeling supported when WFH with only 14% agreeing with this, whereas 6% are unsure.

KFs6: A mixed view on the challenges of working remotely where 34% are unsure, 24% agree that is challenging and 42% disagree.

KFs6: 64% agreed that is it difficult to separate work from personal life when WFH, 8% are unsure and 28% disagree out of which a small 5% strongly disagree.

KFs7: There is an equal consensus that hybrid practices make employees more productive with 49% agreeing and 49% disagreeing.

KFs8: A compelling 60% disagree, indicating they perceive challenges in communication and collaboration due to remote work, 39% agree that WFH does not hinder team cross-functionality work.

KFs9: Overall, 62% agree that they feel more connected to the company culture since starting hybrid working, thus 37% feel less connected, however, a big difference between those fully agreeing (3%) and fully disagreeing (24%).

KFs10: 33% agree that WFH allows them to meet targets, 66% mostly strongly disagreeing indicating they face challenges meeting targets while working remotely.

KFs11: data shows an equal split between agreeing and disagreeing regarding the ability to easily accessing resources at home with 49% for and 49% against.

KFs12: Overall, 59% agree that WFH resolves conflict and 39% disagree, but a similar opinion when it comes to fully agree and strongly disagree.

KFs13: A majority of 80% disagree or strongly disagree with the statement "I feel less stressed when away from the workplace," indicating that working remotely does not necessarily reduce stress for everyone.

KFs14: There seems to be a disparity in how employees perceive recognition while WFH. Whilst a considerable number 46% feel they receive the same amount of recognition, 53% disagree or strongly disagree, indicating they perceive a decrease in recognition.



	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 mor 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.




[bookmark: _Hlk153162863][bookmark: _Hlk158656499]AC2.3 Recommendations

Table 1: Overview 
There is a gender imbalance, whilst significant, female representation could still benefit from improvement. Non-binary employees represent a very small percentage highlighting a potential need for inclusion efforts.
Ethnicity is comprised of a dominant majority white British staff leaving a very small percentage for all other ethnicities combined, indicating a probable under-representation.
Disability seems significantly lower than global averages (WHO, 2023), however analysing smaller teams would not be reliable due to sample size limitations.
Salary revealing slight average salary difference between genders, with females earning slightly more than males. Non-binary employees show a greater difference in average salary, but with only two data points, conclusions are unreliable.
Whilst commendable steps have been taken towards gender diversity, other demographic groups seem under represented, potentially limiting inclusivity and diversity of perspectives.

Recommendations:
1. Address under-representation and specific needs in various demographics by gathering data on workforce demographics beyond gender, including ethnicity, age, sexual orientation, socioeconomic background, and disability status (Equality Act 2010, Stonewall, 2018, Miller, 2023).
2. Create an equal, diverse and inclusive workplace culture through Standards like BSI, ISO's human resource management suite, and Investors in People, valuable tools for organisations striving to improve their diversity and inclusion efforts (Ali, 2022).

Table 2: Overview
Mixed experiences with hybrid work: whilst some employees thrive in a hybrid environment, others face challenges adapting and may not experience the same benefits.
Importance of communication and collaboration: Effective communication and collaboration tools and practices are crucial for success in a hybrid setting, regardless of individual preferences.
Need for support and adaptation: Organisations need to provide targeted support and adapt their policies and practices to address the specific needs and challenges faced by employees working remotely or in a hybrid model.
Individual variations: It is important to remember that individuals have different preferences and experiences with hybrid work. A one-size-fits-all approach would not work, flexibility and personalisation are key.

Recommendations
1. Invest in remote work infrastructure: Provide resources like ergonomically designed workstations, reliable internet access, and training on relevant technology (Snow, 2022).
2. Address productivity concerns: analyse factors affecting individual and team productivity, provide targeted support, and revisit goal setting and communication strategies (CIPD, 2017).
3. Foster collaboration and culture: implement virtual collaboration tools, encourage regular team meetings, and organise company-wide social events to bridge physical and virtual gaps (Jaramillo and Richardson, 2017; Tannenbaum, Fernandez Castillo and Salas, 2023).
4. Review performance management: adapt performance reviews to accommodate remote work, provide regular feedback and recognition (Buckingham and Goodhall, 2015).
5. Promote work-life balance: encourage setting boundaries, offer flexible work arrangements, and raise awareness of mental health resources (Wood, 2018).
6. Support remote workers when offering hybrid work options: provide training on time management, remote work best practices, and managing distractions (Stone, Horan and Flaxman, 2018). 
For both tables, the overall benefits could improve employee experience, engagement and well-being; thus, there could be risks such as potential resistance to change and difficulty measuring impact. The financial implication would include costs for initial investment in data collection, training, technology and standards implementation. Nevertheless, by addressing these key areas and implementing targeted interventions, organisations can adapt to evolve.
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2. 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	



3. Disability as a Whole


Disabled	Not Disabled 	21	239	
Disabled	Not Disabled 	0.08	0.92	

4. 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	


5. Salary difference across genders


Non-Binary	Female 	Male	19500	31900.29	31812.17	

1. Percentage of each gender by type

Percentage of each gender by type	
Non-Binary	Male	Female	0.7	53.8	45.3	
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