
Introduction
   
This report evaluates the concept of evidence-based practice, explores analysis tools and methods, discusses critical thinking principles, decision-making processes, ethical perspectives, and ways to measure financial and non-financial performance within people practices.


Evaluation of Evidence-Based Practice (AC 1.1)

In order to support decisions that are sound and of value for the organisation, the People Team use effective methodical Evidence Based Practice (EBP) tools and systems which are used to assist understanding, authenticate and to uphold crucial decisions made by management teams. Evidence-based practice uses critical a thinking approach to assist problem solving in the workplace and to make well informed decisions by using tried and tested protocol drawn from a variety of sources to achieve a desired outcome. In opposition, the reliance solely on personal experience potentially allows for unconscious or cognitive biases, lack of experience and personal preference to take precedence and influence critical business judgements. Implementing EBP further reduces the inclination to rely on methods used that have served managers well in the past, ‘heuristics’, or to integrate ‘fads’ into general practice which don’t stand the test of time. Other barriers to decision-making without the use of EBP include attitudes of resistance, fear of change, tendencies to favour over pre-existing views, time limitations, information overload, inflexible thinking, and even emotion getting in the way of objective analysis.
As a basis for Human Resource Management (HRM) contribution to EPB, the people team aim to use four key resource areas to formulate credible pathways to gain holistic insight for decision making and therefore contribute to overall business performance: Scientific exploration in existing literature, use of both current and historical organisational data, gaining professional knowledge from those with expertise in the relevant area and seeking the views of key stakeholders. 
The more evidence gained through a variety of reliable sources, the more informed and solid the argument or decision made. One must however remain vigilant through research to conclusion to use reflective practice to both identify and account for one’s own biases. Without doing so it is possible to present divisive arguments or for a more favourable outcome to suit one’s own ideals; Best practice considers group working to navigate biases in decision-making. The being said, group working also presents issues; Establishing and agreeing specific control measures in advance, setting boundaries and parameters, so as not to fall foul to conformity or making extreme decisions (group polarisation).
Whilst it is good to call upon tried and tested formulae which is evidence-based, it should be used in combination with both principle-led and outcomes-driven practice. Hargreaves and Fullan (2012) describe limitations to EBP. 
· evidence-based decisions can be tainted with self-interest
· cast-iron evidence can get rusty later on
· evidence-based principles are used very selectively
· evidence isn’t always self-evident
· evidence on what to change isn’t the same as how to change
· positive initiatives based on evidence in one area can inflict collateral damage
· people can cook the data
· evidence-based teaching is only somewhat like evidence-based medicine
· evidence comes from experience as well as research (adapted from Hargreaves and Fullan, p. 47).
Hargreaves A and Fullan M (2012) Professional Capital: Transforming, teaching in every school. Abingdon: Routledge. https://my.chartered.college/research-hub/introduction-to-research-limitations-of-evidence-based-practice/
Include an example from organisation. – outcomes star???

Analysis Tools and Methods (AC 1.2)

A variety of decision-making tools and strategies have been developed for effective critical thinking, ease of use and constancy during review. When using the same tools and methods one can compare data more easily over time. However, some tools are more suitable than others for specific decision-making criteria. Popular tools include ‘SWOT analysis’ (Strengths, Weaknesses, Opportunities, Threats, and ‘Stakeholder analysis’ (e.g. surveys) which is often best conducted in the initial stages of the decision-making process to find evidence to best understand the needs of the project or in this matters that may affect performance regarding organisational issues or business opportunities. 

McKinsey’s 7-S Framework is suitable for analysing, designing, and planning both smaller and larger objectives and focusses on how collaboration within an organisation can contribute to growth and efficiency. From a strategic viewpoint, it can be used to connect departments, create affiliate links within industry or even for procurement purposes when growing a business. The 7-S framework is best for resolving internal structures, conflicts, skills gaps and informing change management; It takes a holistic approach by combining all 7 elements (listed below). As opposed to PEST(LE) analysis, which mostly focusses on external factors, it doesn’t account for external influence that may affect business and can seem quite complex, leading to barriers in successful execution for larger organisations. With an organisation focussed on business culture and a principles-led approach, it does address ‘shared values’ and can contribute positively to company behaviours and collective decision-making. The framework addresses both ‘hard elements’ (Strategy, Structure, and System) and ‘soft elements’ (Skills, Staff, Style and Shared Values). To use McKinsey 7S Model most effectively, benchmarking should be used well, and a lot of prep-work and research is required.

Questionaries and surveys are most favourable in collecting data from both internal and external sources linked to an organisation. Both qualitative and quantitative data can be gain from this analysis method and inform EBP. The general public are also most familiar with this method. The application of ‘people analytics’ is an efficient and popular analysis method for decision-making used to inform management of barriers and prospects for future improvements by analysing data provided by the workforce. Insight and expertise from HRM professionals are utilised to create well planned and thoughtfully phrased questionnaires, surveys, interviews, supervision, group feedback, individual questioning, recruitment data and even social media sentiment. The use of people analytics requires careful management of data to provide an accurate and reflective sample of the workforce. Areas to consider might include the recruitment and onboarding process, workforce performance, retention statistics, engagement, and learning and development. Data can provide useful insight into all areas of the business and works well in larger teams to gain a consensus insight. Smaller teams could provide warped data based on too personal an experience. Data analysed can inform the best motivations to drive change and performance most effectively. This method is used regularly to inform continuous improvement and reward programmes. People analytics assist organisations to make evidence-based decisions and align them with strategy for both sustainable growth and employee retention.


Critical Thinking Principles (AC 1.3)
Critical thinking is about listening to, reflecting on, and critiquing the thoughts and ideas of others through rational debate. It’s about analytical communication, decision making, influencing, negotiation, identifying behaviours and conflict management. Its aids us in making informed decisions, homing in on our problem solving ability by weighing up information and forming a justified argument.
“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.”
In the critical thinking podcast on the CIPD website, Tim Coburn describes how he has used the learning and development function in the past to raise awareness of skills used for critical thinking to great popularity amongst HR professionals and contribute to performance for the business. He explains how critical thinking contributes to the evaluation of conversation, thoughts, and objectives of others, analysing them, picking out key points of information and potentially identifying business ‘manipulation’ methods and formulating compelling arguments; Being readily able to identify these methods contribute greatly into strategic planning, towards business conversations and factoring critical thinking into important meetings, stakeholder interactions,  proposals and constructive discussion.
As a learning and development professional I can see how my function can assist others in general team performance – liaising with stakeholders, commissioning teams, selling products and on the other side of the coin, selling our services as a company; perhaps even contributing to team members ability to sell themselves as part of their CPD.
By using critical thinking, we filter out misinformation. We aren’t we always good at it as our own bias, social influences from the media and environment, time and economical constraints almost always factor in our thinking which often inhibit our ability to think critically alone. 
To do this successfully, one needs to reflectively analyse each step in the process and as explained previously in the report, is often best practiced when analysed collaboratively. One must need to be curious, logical and self-aware. 

Critical thinking processes take time to rehearse, and human resource practitioners benefit from developing their existing values, as described in the CIPD professions map (‘principles-led’, ‘evidence-based’ and ‘outcomes driven’), by using the people teams’ Learning and Development function to contribute to Continual Professional Development (CPD) to enhance their HRM practice. 


Decision-Making Processes (AC 1.4)

Organisations can adapt and apply the following decision-making processes in-order-to achieve effective outcomes.

Edward de Bono’s Six Thinking Hats process guides us through the decision -making process either as a group or as an individual. The theory is to wear one hat at a time which forces the wearer to think with a certain viewpoint or set of values. 
· The Blue Hat: Organisation and planning (the control hat).
· The Green Hat: Creative thinking (new ideas and exploring innovative solutions).
· Red Hat: Feelings and Instinct (gut feelings and emotions).
· Yellow Hat: Benefits and Values (optimism).
· The Black Hat: Negatives (problems and risks).
· The White Hat:  Data Study and analysis data you already possess (objective and neutral).
This method navigates the wearer away from confusion and to through a clearer thinking pathway. Each participant in the group can wear each hat in turn – this also assists in moving us away from any predisposition. Wearers should thus feel akin to each other once each hat has been worn and collectively conclude similarly (parallel thinking). It encourages balance and fair decision making.
   
Deming’s PDCA Cycle “the Deming Wheel” is used widely for decision-making within quality improvement. Its key principles are Plan, Do, Check, Act.
· Plan – defining the issue and an outcome to work towards. Gather and analyse information. Suggest potential solutions to the problem. Create controlled perimeters and a timeline.
· Do – implementation of the plan. Thoroughly document the process and write reflective account of any issues encountered.
· Check – evaluate the outcomes of the implemented plan against the original plan. Make a comparison of the expected outcomes versus the actual outcomes. 
· Act – those actions that were successfully identified in the ‘check’ stage will remain. Those elements that were unsuccessful with cycle back to the plan phase to repeat the cycle.
This method is relatively simple and most frequently used when designing systems and protocol. It can be upscaled or downscaled relatively easily and be implemented straight away. The PDCA cycle is responsive to regularly changing practice and formulates observable experienced data quickly for analysis. This theory heavily focusses on reflective practice and encourages collaboration within teams. 

The ‘OODA Loop’ decision-making tool was conceived by Colonel John Boyd, a military strategist and retired U.S. Air Force Colonel and used for prompt assessment to changeable and uncertain situations in warfare. Its concept relies on:
· Observation (assessing, collecting, and understanding data).
· Orientation (comprehension of the situation, identifying patterns and considering from a variety of perspectives).
· Decision (creating a plan of action).
· Action (taking action and adapting to any deviations in condition).

Whilst the concept of OODA Loop originated within the context of military combat, it has been integrated into training by the U.S. Marine Corps and has been applied to business and strategy by various industries to adapt to changing markets and strategic planning.

The ‘OODA Loop’ and Deming’s PDCA Cycle are similar in nature as they both have a cyclical pattern for their use; However, they are used in in different contexts and fundamentally designed for a different purpose, the OODA Loop for dynamic, potentially risky situations that could change rapidly and the PDCA Cycle focusses on organisational improvement and problem-solving on a regular basis.


Ethical Perspectives (AC 1.5)

There are many ethical perspectives to consider when attempting to inform and influence moral decision-making. Focussing on the following three perspectives offer differing approaches. 

Accruing a better understanding of varying perspectives assist HR professionals in negotiating ethical challenges that might arise and make a balanced judgement considering ones duty in the workplace, what will be best to take action on for the greater good and moral behaviours (virtue). Ethics underpin the fundamental behaviours and cultural practice within an organisation and greatly contribute to recruitment and retention. People practice is often governed by codes of conduct, policy and procedure (with their foundations governed by law), organisational values and behaviours. It is, however, the way we approach decision-making around these guidelines, that contributes most greatly to organisational success, which is often conflicting when working with people. It is important to recognise that ethical perspectives are subjective; Based on our own experiences, past and current. Ethical and moral outcome in decision-making will therefore likely be subject to change depending on those making decisions, current affairs, and company culture.

Utilitarianism focusses on the maximum happiness and well-being for the greater good. It does not focus on a specific individual but attempts to create balance by considering in individual equally and taking action to reach the greatest outcome for all. 
Pros:
· Maximising the collective good.
· Weighs up consequences of actions.
· Can be used in a variety of contexts or situations.
· Flexible approach to specific circumstance.
· Can be measurable against other potential actions.
Cons:
· A disregard for the minority for the majority.
· Happiness and well-being is subjective.
· Principles don’t integrally account justice and moral rights.
· Could potentially lead to exploitation.
· Doesn’t account for long-tern vs. short-term happiness.

Deontology is the theory that each action should be judged on its own moral merit. Each individual should be treated with a moral obligation, regardless of the consequential outcome for society. 
Pros:
· Moral behaviour and principals at its foundation.
· A focus on individual rights.
· Consistent and principled approach.
· Maintains moral integrity earn acting with a sense of duty.
Cons:
· Inflexible when duties are conflicting.
· Without outcomes as a focus, one can ignore the consequences of their actions.
· No guidelines that are fixed which doesn’t allow for diversity and cultural influence.
· Moral codes can be difficult to agree on and rules or duties may differ from person to person. 

Virtue ethics focuses on the individual deciding or taking action rather than the action itself. If you are a morally good person making decisions, then theoretically the decision should be good.
Pros:
· Making decisions with inherently good character traits, e.g. honest, kind, generous, modest, with integrity, etc.
· Holistic approach – considering the individual as well as the action.
· Flexible.
· A focus on personal development and improvement y considering one’s virtues.
· Allows for diversification and cultural influence.
Cons:
· Rules are not set of specific and can lose clarity.
· Assumes that the decision maker is of virtuous character.
· Cultural influence may vary.
· One may value one virtue over another.
· Could be difficult to apply to practical solutions.


Financial and Non-Financial Performance Measurement (AC 3.1)

Financial performance can be measured by calculating profitability and efficiency. It is relatively easy to calculate and can be used in a variety of situations; This is known as Return on Investment (ROI). ROI calculations can be used to decide on whether to buy or invest in a product or company and to make sound business judgements. The advantage to using ROI is that it can be scaled to suit the need of the situation as it is calculated as a percentage so can be applied more easily to an asset that might grow depending on additional factors. You must factor in the cost and the return of an investment which is readily available internally and can be a faster method to use than others. Disadvantages include that time factors into the calculation when comparing one ROI over another and it doesn’t account for sustainability based on external factors out of your control. The important thing to consider when calculating is how you measure cost and how you measure profits. 
Formula for working out ROI is:
Gain minus cost, over cost of investment, multiplied by 100.

Non-financial performance can be measured by using stakeholder engagement surveys which can assess satisfaction and commitment to the organisation. Cost effective, simple to use and ask people to complete – people are familiar with this kind of interaction. Surveys can measure the effect of performance over time. Surveys can assist in predicting future behaviours as the format often allows for additional explanation, also allowing those surveyed a voice and feeling of being heard. Surveys can be used as an influencing tool. 
Disadvantages are that not all surveys are completed even when targeting control groups and they can be timely to receive a response. Judging the right time to survey a member of staff is difficult and biases can compromise the data. Anonymity can provide better information in some cases however other statics must fall by the wayside. This is often due to staff member fear in providing honest feedback.

