Section One - Report
Evaluate the concept of evidence-based practice and assess how approaches to evidence-based practice can be used to provide insight that supports sound decision-making across a range of people practices and organisational issues.
Evidence-based practice (EBP) in the context of human resources (HR) is the concept of using multiple types of high-quality evidence in order to make informed decisions (Rousseau & Barends, 2011; Rousseau & Briner, 2014). 
The six steps to EBP are generally followed when making decisions (CIPD, 2023). As highlighted in the diagram below, the six steps implementing actions to turn your problem into an answerable question, before searching for and analysing relevant data. This data to make evidence-based decisions, before assessing the impact of the EBP.
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(CIPD, 2023)
There are four evidence sources to consider: scientific evidence; organisational evidence; stakeholder evidence and expert opinion (Barends, Rousseau & Briner, 2014). 
Evidence that is readily available should be considered for practicality, in terms of saving time and resources (CIPD, 2023; Gill, 2018; Taylor & Woodham, 2022). Scientific evidence is arguably the most time-effective source as it is data that already exists through literature and can therefore save time. However, this form of data is not always free (Taylor & Woodham, 2022). 
Organisational data either exists already from previous company research, or can be collected by for the purpose of a current issue – both options making this data highly relevant to the organisation (CIPD, 2024; Taylor & Woodham, 2022).
Another source that ensures relevance is stakeholder evidence, for example getting employees’ opinions regarding an organisation decision (CIPD, 2023). Stakeholders are impacted directly by decisions, so it’s vital to consider them (Westerman et al., 2020). However, it’s important to consider a stakeholder’s rationale and its impact on information they share (Kujala et al., 2022).
Within Barod, stakeholder evidence is often considered before making decisions, for example when asking employees for their opinions on policies and practices before final sign off (Barod, 2024). 
Additionally, the organisation sends out an annual staff survey to gain insight into employees’ opinions, which is then followed by a CEO Roadshow – where the leadership team visit the individual offices to feed back on the results of the survey, discussing actions (Barod, 2021). The collection of this stakeholder/organisational data has had a clear positive impact, evident in the survey results (Barod, 2021). Similar practice is a great way to start implementing EBP into your work, as it shows you are considering what’s best for all stakeholders (de Gama et al., 2012).
The survey has likely been so successful due to its questionnaire format, allowing all employees the opportunity to share their thoughts quickly and easily (Patten, 2016) . However, it is less likely all candidates will respond to questionnaires – thus impacting the validity of a study (Cohen, Manion & Morrison, 2018). This is often proven in Barod’s staff surveys, where response rate can be as low as 50%.
The final evidence source is expert opinion – evidence from professionals in the field (CIPD, 2023). This method within EBP is vital as it allows the trialled and tested results that others in the field have had to be considered.
Research shows EBP is not being implemented as widely as required. Bezzina et al.’s (2017) study of 300 HR practitioners revealed this, where HRMs were found to be more likely to base decisions on personal experience over EBP. McNett, Tucker & Melnyk (2021) further support these findings, highlighting the ongoing need for evidence to be used in practice, thus bridging the ‘research-practice gap’ (Bartunek & Rynes, 2014).
This could be because of the cost and time implications of HRMs conducting full studies when decisions need to be made. This is particularly the case when you consider that relevant (scientific) data is not always available, requiring HRMs to gather their own evidence (Barends, Rousseau & Briner, 2014; Briner & Rousseau, 2011; Gill, 2018). This leads to secondary data being less readily available for other professionals to use (Briner & Rousseau, 2011). This then leaves HRMs with academic literature as evidence, which is not always relevant to their workplace (George, 2014).
Evaluate one appropriate analysis tool and one appropriate analysis method that might be applied by organisations to recognise and diagnose issues, challenges, and opportunities.
The first steps towards EBP are correctly identifying an issue, challenge or opportunity that requires action or change and collecting evidence to support it – Steps 1 and 2 in Barends, Rousseau and Briner’s (2014) model (Stannard, 2021). The function of these stages are to identify the problem which needs solving using evidence, considering the ideal solution/outcome (Barends & Rousseau, 2018).
In HR, there are a number of popular tools for analysing issues, challenges and opportunities within an organisation – such as PESTLE and Porter’s Five Forces (Porter, 1979; Reding, 2023). 
Arguably, one of the most commonly used tool is SWOT analysis (du Toit, 2016; Fehringer, Hohhof & Johnson, 2006). 
SWOT analysis is a tool which has been used since as far back as the 1960s and stands for strengths, weaknesses, opportunities and threats (CIPD, 2014; Phadermrod, Crowder & Wills, 2019). The four aspects are used to guide analysis of an organisation’s resources and environment (Samejima et al., 2006). 
SWOT analysis is widely appraised for its simplicity, something which has clearly maintained it’s popularity since it was originally used in the 1960s (Piercy & Giles, 1989; Puyt, Lie & Wilderom, 2023; Wilson & Gilligan, 2005). The simplicity of SWOT means it is flexible and can be applied to many settings. It can also be a highly cost-effective tool, as it can be implemented by anyone without need for consultation (Leigh, 2009).
Despite its praise, SWOT, like all tools, has some limitations. For example, SWOT has been critiqued for focussing solely on the organisation’s point of view, rather than encouraging professionals to evaluate through the eyes of staff/customers (Piercy & Giles, 1989; Wilson & Gilligan, 2005). However, like with other analysis tools, SWOT is only effective if actions are implemented as a follow up of the review (Gurl, 2017). However, as a user-friendly tool to analyse issues, SWOT is a strong place to start.
A range of analysis methods are available to sample data within an organisation – one of which being conducting interviews with stakeholders/employees (Rousseau & Briner, 2014). Interviews can be an extremely useful way of collecting data, as they allow for the interviewer to ensure they gain the information they set out to (Taylor & Bogdan, 1984). They allow for conversation to be redirected if the planned questions/conversation starters are not extracting the correct information (Cohen, Manion & Morrison, 2018). This means, although interviews can be time consuming in comparison to methods such as questionnaires (particularly when conducting interviews with employees, meaning time out of work), the additional time pays off in the end as the data collected can be far richer (Kallio et al., 2016). The benefits discussed here do refer specifically to semi-structured interviews – as it’s this type that gives interviewers the freedom to make on the spot changes (Cohen, Manion & Morrison, 2018). However, specifically in terms of conducting interviews with employees, researchers must ensure interviews are conducted in a private room within the workplace, similar to in Miyata, Arai & Suga’s (2014) workplace research. This maintains the privacy of employees who are participating in a study.
Explain the main principles of critical thinking and describe how these might apply to your own and others’ ideas to assist objective and rational debate.
Critical thinking is vital to ensure EBP is constructed using objective and rational thinking. This means that decisions made by HRMs are based entirely on the evidence collected, truth and fact (Howlett & Coburn, 2019). For professionals to make these decisions, it’s vital any evidence used is critically reviewed for suitability and legitimacy – as encouraged in Step 3 of Barends, Rousseau and Briner’s (2014) model.
A major principle of critical thinking is ensuring validity, meaning to ensure that sources used are authentic and reliable, so results can be trusted (Bans-Akutey & Tiimub, 2021; Cottrell, 2023; Taylor & Woodhams, 2022). The first step towards this is to consider where data is coming from and whether those who have collected or published the information (when using secondary data) have an agenda – political or personal (Taylor & Woodhams, 2022). Personal agenda must also be considered when collecting organisational or stakeholder data, as it’s vital to consider whether employees may be inclined to share opinions rather than facts in order to sway practice in their favour. For example, Barod are currently reviewing their Agile Working Policy, with many employees wanting to have more freedom to work from home. It’s therefore likely they would feed back that they believe staff are more productive when working when from home, even if this isn’t the case, in order to influence the change they are hoping for. This is supported by McCaul & Wand’s (2018) findings that participants are not opposed to putting their own interests above the results of a study.
One way to maximise legitimacy of data used and validate results is through triangulation – meaning to use multiple research sources in order to increase the validity of decisions made (Bans-Akutey & Tiimub, 2021; Social Sciences Research Laboratories, 2018).
Explain three decision-making processes that can be applied to ensure that effective outcomes are achieved.
When a question has been asked and evidence has been collected, critiqued and analysed, it is time for to apply the evidence to decision making – Step 5 of Barends, Rousseau & Briner’s (2014) six-step evaluation model.
One highly-regarded decision-making process within the professional world is De Bono’s Six Thinking Hats, which has been in use since 1985 (BiteSize Learning, 2024; De Bono, 2009). In De Bono’s concept, there are six coloured hats, each of which represents a different way of considering a problem or situation (Payette & Barnes, 2017). The process encourages thinking about something in mutliple ways: through a positive lens (yellow hat), a negative lens (black hat), a creative lens (green hat), an emotional lens (red hat) and a fact-driven lens (white hat). These perspectives can be divided between a group where each person focuses on one ‘hat’, or the tool can be used by one person who wants to ensure they are considering all angles (Payette & Barnes, 2017). The tool is therefore extremely useful when making unbiased decisions within people practice. The sixth hat (blue) is then responsible for managing the process and ensuring all hats are considered and that a conclusion is made. This aspect of the process would be more suited in a group setting, as one individual (the blue hat) could act as a mediator.
It is worth mentioning this process is still regularly used by professionals, including in healthcare settings such as Wu et al.’s (2024) study with medicine students, where the tool was found to allow students to self-reflect quickly and effectively.
Another decision making method is the Deming Wheel – which is also known as the PDCA Cycle (Plan, Do, Check, Act). The concept of this tool is to ensure changes and improvements are continuous, in line with evaluation (Platje & Wadman, 1998).
The Deming Wheel can be extremely beneficial as it encourages constant small changes, all of which are reviewed and then acted upon again – whether the results were positive or negative. This method can be extremely useful when making larger organisational changes, as they can be implemented in smaller steps to maintain control and review impact (Aggarwal, 2020; Willis, 2023). The method, however, may not be the best option for when quick decisions are needed, as it does require constant new actions and decisions (Platje & Wadman, 1998).
The final decision making method we are going to explore is Kepner-Tregoe. This highly-acclaimed method involves analysing a situation, defining what the problem is and what has caused it, exploring a range of alternative options/solutions in terms of potential risks and finally deciding on the best option and ensuring actions are implemented to reduce proposed risks (Parker & Moseley, 2008). This method is extremely popular within organisations as it encourages professionals to pre-empt problems that may arise, however this expectedly means that the method can be time-consuming (Hall, 2013). 
Assess three different ethical perspectives and explain how understanding of these can be used to inform and influence moral decision making.
One ethical perspective is Kant’s (1785) deontological theory (which focuses on rights, duties and fairness), which suggests that all decisions should be made with the sole consideration of what is morally correct – rather than considering the impact a decision can have (Regoli, 2019). This theory is acclaimed for its simplicity and the certainty that it provides (Ombanda & K’Obonvo, 2019; Regoli, 2019). However, deontology does not allow for any exceptions to rules when making decisions, meaning that it arguably does not have consideration for individuals involved in scenarios and reasoning as to why something as happened (Regoli, 2019). 
Moving on, utilitarianism theory is arguably the opposite to deontology as it encourages decision making to be based on the consequences (working to focus on the wellbeing of those involved). Utilitarianism is appraised for it’s consideration of all individuals that may be impacted by a decision – something which can be key when making decisions within an organisation where there are numerous stakeholders, from clients/customers to staff. Morally, however, it can be argued that utilitarianism may rely on immoral decisions in order to consider everyone involved. An example of a utilitarian decision in organisations is setting up an employee of the month award – something which would have positive consequences in terms of someone achieving the award, but may necessarily cause some employees stress in trying (and failing) to win the award themselves (Klikauer, 2014).
The final theory to be considered is Equity theory, which is based on fairness over merit (Shi & Shaw, 2024). As a workplace example, this would mean all employees are paid equally for equal distribution of tasks. However, possible issues could arise here if employees who are paid equally do not put in equal effort – causing the harder working individual to lose motivation, as they feel they would be rewarded at the same level for doing less work.
Appraise two different ways organisations measure financial and non-financial performance, providing one example of each.
Performance management is vital when in HRM as it ensures good quality performance is maintained by staff, and allows managers to make decisions related to rewards, career progression and disciplinary action based on evidence of employees’ work (Gifford, 2020). 
One example of a financial method for measuring performance is cash flow. Measuring cash flow involves reviewing the inflow and outflow of money into the organisation and considering the profits and losses (Chartered Global Management Accountant, 2013). Monitoring cash flow, along with other qualitative financial measurements, is extremely important as the majority of businesses would be unable to continue without profits (Gibson, 2023). 
Although all organisations require money, profits are not necessarily the driving point for third sector organisations and the sole use of cash flow as a performance measure ignores the non-financial value of a service (Taylor & Woodhams, 2022).
This therefore introduces the importance of non-financial performance measures, such as customer/client feedback. Patel’s (2018) work found that 92% of the general public would choose a business or service based on the recommendations of friends/family. It’s therefore vital to measure how customers/clients feel about an organisation, so management can determine what is going well and where improvements can be made to increase customer satisfaction (Patel, 2018). This method is equally as important in the third sector, particularly in self-referral services such as Barod. However, it should be recognised that many of the general public are more likely to review a service if they have had a bad experience than good, so feedback cannot always be solely reliable (Allard, Dunn & White, 2020). Similarly to with critical thinking, it’s therefore important to use a range of performance measurement tools (financial and non-financial) to gain a clear picture (Bans-Akutey & Tiimub, 2021; Social Sciences Research Laboratories, 2018).
Explain how people practices add value in an organisation and identify two methods that might be used to measure the impact of people practices.
The work of people practices within an organisation is extremely important and can impact morale, as well as productivity and even finances. This is visible in North’s (2008) case study of Citigroup, a company which promotes employee health and wellbeing. The organisation offer onsite medical professionals, as well as rest rooms (often used by breastfeeding mothers) and fitness classes in the on-site gym. As a result of the practice of the HRMs within Citigroup, the organisation have seen a decrease in absence and a high maternity leave return rate (North, 2008; Taylor & Woodhams, 2022). This case study is a highly important example of how value can be added in an organisation – by considering the needs of staff, which therefore positively impacts the company.
It is extremely important to measure the value HRM is having on an organisation, to ensure that the employment of human resources staff is cost and time efficient and to identify any further needs for strategic change (Personnel Today, 2012; Taylor & Woodhams, 2022). In terms of measuring the impact of people practices within organisations, there are numerous methods available.
One possibility is the measurement of staff satisfaction using surveys, something which Barod do on an annual basis (Barod, 2021). Surveys can be extremely beneficial as they’re a cost-effective way of accessing real time feedback from staff on any changes that have been implemented by an organisation, along with information on any changes that need to be implemented (Barod, 2021; de Waal, 2014; Patten, 2016). However, when using surveys there is always the risk of low responses (Cohen, Manion & Morrison, 2018). In the context of measuring value, this could get in the way of getting a clear picture of how employee’s feel.
Staff surveys can also show employees their organisation cares about them, however this is only the case if feedback from surveys is acted on – as feedback being ignored can lead to employees feeling undervalued and disrespected (de Waal, 2014). 
Another way of monitoring the impact of people practice within an organisation is by looking at talent retention – data related to how long employees stay in an organisation for and why they leave. Kontoghiorghes & Frangou’s (2009) study of 197 employees found there is strong correlation between talent retention and an organisation’s performance and, therefore, the quality of an organisation’s people management. Although this study is over ten years old, its findings are supported by numerous similar studies, such as Pandita and Ray’s (2018) research, thus increasing the validity of this point.
Despite the clear links between talent retention and people management, an employee’s reason for leaving an organisation is not always related to the company’s HR practices – so it cannot be used solely as a measurement tool (Kamalaveni, Ramesh & Vetrivel, 2019).
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Section Two – Quantitative and qualitative analysis review
Table 1
a) Percentage of each gender by type.

The pie chart shows that numbers of male and female employees are relatively equal, which is in line with GOV.UK (2023) statistics of the UK population. The chart then shows that 1% of employees identified as non-binary. UK statistics of non-binary people are less available, as this information is less accessible – therefore it’s unclear on how representative the organisation is (Monro, 2019). Either way, with understanding of LGTBQ+ communities ever evolving, it’s recommended that the organisation increases its understanding of how to support those identifying as non-binary – both in recruitment and during employment. One possible action is to implement an LGBTQ+ working group within the organisation, in order to develop a culture of diversity and to support employees who feel represented by LGBTQ+ (CIPD, 2024).
When implementing a working group, there will be an impact on staff productivity – as some of members’ time would be used attending groups (Kozlowski, 2018). However, an LGTBQ+ working group could counteract this risk for members as their increased sense of belonging is likely to have a positive impact on productivity (Kozlowski, 2018).


b) [image: A graph with different colored bars

Description automatically generated]Ethnicity as a percentage per team.

The bar chart shows that over 50% of each team are White British, with an average of 87% White British make up across all teams. This is higher than the UK average in 2021 (Office for National Statistics, 2022). Furthermore, some teams are made up entirely of White British employees.
It is recommended that the organisation work to attract and retain a more ethnically diverse talent pool – particularly exploring the following areas, where there is an average of less than 1% make up across teams: Asian (Bangladesh); Chinese; Mixed (Other); Pakistani and White Irish. One way that the organisation can work towards this goal is my ensuring recruitment is non-bias – starting by ensuring marketing materials are inclusive and representative of a wide range of backgrounds and utilising ‘blind shortlisting’ to eliminate unconscious bias (CIPD, 2023). The latter could pose the potential risk of overlooking career progression within an organisation as internal applicants may not necessarily be identified and shortlisted, however ultimately it would give all candidates an equal chance and ensure that the best candidates are selected purely based on applications.


c) Disability percentage as an organisational whole and by teams. 



The pie chart shows that 8% of employees had a disability, less than half of the UK statistic of 17.8% (Waddington, 2023). The teams that are most diverse (and in line with statistics) are Customer Services, People Services, Finance and IT. It is recommended that the organisation works to diversify their workforce in all other teams, particularly Supported Housing, Business Services, Directors and Regeneration – where there are more than 5 employees, none of whom have a disability. It is recommended that recruitment is reviewed with an aim of being more inclusive, for example by ensuring that reasonable adjustments are offered to candidates throughout the process, making the organisation a more accessible workplace for people with disabilities (CIPD, 2022). The employer should consider the financial implications of this, as it is legally their responsibility to pay for any reasonable adjustments (Acas, 2022). However, in most cases, candidates only require minor and cost-free changes to the process.

d) Salary difference across genders.
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The chart shows that the average salary across the organisation for male vs female employees are somewhat equal, with the average salary for non-binary employees sitting at over £10,000 less. When looking closely at the job roles of the two non-binary employees, the data is explained as both employees are on entry-level vacancies. The organisation therefore needs to focus more on diversifying the gender of their senior staff. Supporting and recruiting LGBTQ+ employees into leadership roles ensures previously underrepresented voices can start to be part of bigger decisions, which would then likely attract further diversity (Parsons, 2024). Like with any career progression work, there would likely be financial implications of putting focus into this – particularly in terms of training costs (Sissons, 2020).

When looking at specific job roles and salaries, the most concerning information is that the team leader of the Green Spaces team (a female) is being paid the same salary as the (male) operatives of the same team. This suggests that females in the organisation are not being paid appropriately for leadership roles, supported by statistics of the gender pay gap (CIPD, 2024). It is therefore recommended that the organisation work with external parties to conduct a pay review, ensuring that there are clear pay scales which are based on job role over gender. Short term, this may have cost implications as (as seen in the data) there are employees who would require a pay rise to ensure pay equality. However, the long term benefits would outweigh this as, if they were to continue with unfair pay scales, the organisation would gain a negative reputation.




e) Overall average salary paid by the organisation.
The organisations average salary is £31,757.50, almost £3,000 less than the UK average, as of 2023 (Clark, 2023). It is therefore recommended, as highlighted in the previous question, that the organisation conduct a pay review to ensure that they are meeting the UK average for salaries. This is therefore likely to mean that the organisation needs to increase the salaries of its employees, in order to increase their average. This will unarguably have a financial impact, as wages would need to be raised significantly to meet the UK average. However, the positive implications of implementing an organisation-wide pay review are unmatched – the change will likely see huge benefits in terms of staff productivity, morale, and recruitment (Breza, Kaur & Shamdasani, 2018).
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The data shows that, for many of the questions, there seems to be a split between employees agreeing and disagreeing. This would lead to the belief that there is split in colleagues who agree with home working and those who disagree. This is supported by research, with findings suggesting that there is a split in opinions, often with older employees feeling more negatively about home working (Raišienė et al., 2020). Other findings stand out are that over 80% of employees feel less stressed when away from their workplace, and over 50% feel that hybrid working supports their well-being.
It is therefore important to conduct a follow up study in order to collect some qualitative data discussing why colleagues feel this way and whether something within the work setting is causing stress. If the organisation has a goal of wanting employees to spend more time in the workplace, it’s recommended that wellbeing initiatives are implemented – such as monthly wellbeing time for employees (CIPD, 2023). Implementing this will have a direct impact on working time, however prioritising the wellbeing of staff will in turn increase morale and productivity (Isham, Mair & Jackson, 2020).
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Percentage of each gender by type




Total	
Male	Female	Non-binary	0.53846153846153844	0.45384615384615384	7.6923076923076927E-3	

Disability percentage as an organisational whole 


Disabled	Not disabled	0.08	0.92	

Disability percentage by teams

Disabled	Property Team	Income Team	Housing	Customer Services	Green Spaces	People Services	Supported Housing	Tenancy Team	Finance	Lettings	Business Services	IT	Community Engagement and Partnerships	Directors	Regeneration	Marketing	Governance	Facilities	5	1	2	3	1	2	0	1	2	1	0	2	1	0	0	0	0	0	Not disabled	Property Team	Income Team	Housing	Customer Services	Green Spaces	People Services	Supported Housing	Tenancy Team	Finance	Lettings	Business Services	IT	Community Engagement and Partnerships	Directors	Regeneration	Marketing	Governance	Facilities	94	18	16	12	11	9	11	10	8	9	9	7	6	5	5	4	3	2	
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Figure 2: The six steps to evidence-based practice

Asking
Translating a practical issue or problem
into an answerable question

uiring
Systematically searching for and
retrieving the evidence

Aggregating
Weighing and pulling fogether
the evidence

Applying
Incorporating the evidence into the
decision-making process

Assessing
Evaluating the outcome of the
decision taken





