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5CO02 – Evidence-based practice

AC 1.1
As discussed by the CIPD (Young, J. 2023), evidence-based practice is a mechanism to provide knowledge and understanding of practices that can determine the future of a business. Decisions based on personal instincts, experiences and beliefs are a starting point. However, effort must be made to research and seek out evidence supporting those decisions based on facts, not pure assumptions.
Multiple, critically appraised and trustworthy evidence must be used to substantiate any decision-making process. Decisions on personal experience create a danger of making subjective judgements. With evidence, both for and against, we build up a stronger, more substantial case, for an impactful decision. 
Research is drawn from a range of subjects including psychology, sociology, behaviour, economics, employment law, ethics, history and human geography to create the foundations of business decisions, but is this enough to make a sound business decision?
The CIPD provide a breakdown of the four sources of evidence for people professionals (CIPD 2023) where reference is made to Professional Expertise, Scientific literature, organisational data and Stakeholder views to provide Credible and effective decisions. 
The CIPD makes further recommendations on the 6 Steps of Evidence-based decision making referring to Asking (translating in an answerable question), acquiring (systematically searching for evidence), Appraising (judging the relevance of evidence), Aggregating (pulling evidence together), Applying (incorporating into a decision-making process) and Assessing (Evaluating the outcome). 
Ikea India made a commitment to employ a 50/50 gender balance at all levels and positions (www.ikea.com/in/en). An inclusive scheme, but Ikea could struggle to recruit if suitable applications are not received. We must question if this decision was based on ethical and inclusive reasoning or included demographics and skills. Would it be beneficial in a STEM based organisation (Science, Technology, Engineering and Mathematics) where a skills shortage exists with a lack of diversity (www.britishscienceassosication.org) 
Evidence-based practice relies on the strengths and depth of the evidence that has been researched, the number of sources, and consideration on who wrote it and their personal bias on the subject. Academic research from books and journals (which would be peered reviewed) along with other sources of data, provide detailed insights into most aspects of Human Resource Management.
According to Taylor and Woodhams (2022), reference is made to ‘casual benchmarking’, ‘doing what seems to have worked in the past’ and ‘following deeply held unexamined ideologies’ as examples of non-evidenced-based practices, which often produce poor performance, potentially leading to business failure and job losses. John Adair’s example (Adair, 2016) where a decision to sack all surgeons over the age of 55 due to 5 complaints, illustrates an action based on poor research or lack of evidence. Removing the skills and experience of an institution because of 5 instances without further investigation. 


AC 1.2
PESTLE (Battista, M, 2024) is an analytical tool covering 6 core factors that can affect an organisation (Political, Economic, Social, Technology, Legal and Environmental). PESTLE can be beneficial in strategic business planning, workforce and marketing, product development and organisational change.
By segmenting and reviewing each factor we can provide a balanced overview of the external effects on an organisation, uncovering both positive and negative considerations. These factors can influence changes and allow an organisation to future-proof themselves.
PESTLE is a simple framework which enhances external and strategic thinking, aiming to minimise external impacts and highlight business opportunities. However, due to its framework, the model has concerns regarding the quality and quantity of its data and could be based on unfounded assumptions.
Gathering of considerations must be detailed and well-balanced to provide a consistent approach and biased opinions or inaccurate data can impact the overall outcome of the analysis. To determine the significance of each factor and its impact on the organisation, data must be relevant and factually correct. A PESTLE analysis must be completed on a regular basis to be effective.
The use of People Analytics can be a beneficial method of supporting an organisation in diagnosing challenges within itself. By using data such as EDI reporting an organisation can adjust internal factors, including candidate attraction from minority groups to create a more balanced structure and enhancing the culture of the organisation. EDI reporting can also be beneficial when reviewing the Employee Value Proposition and using the data to establish a work-life balance that is beneficial to all, including looking at how religious holidays are recognised for all employees.
EDI reporting can also acknowledge concerns with Disability awareness within the organisation and provide an opportunity to review the support for disabled employees within the workplace. This can then lead onto external recognition as a Disability Confident Employer, enhancing the brand of the organisation
People Analytics can be a useful method of self-analysis, but the data can be heavily affected by an individual’s reluctance to answer honestly and openly. Employee data would need to be gathered annually to review constant changes in the organisation and the analysis and further developments based on this data can be time consuming but worthwhile for the organisation’s future.

AC 1.3
Critical thinking, as discussed by Armstrong and Taylor (Armstrong, M. and Taylor, S, 2023). refers to the analysis and evaluation of ideas, theories and concepts and involves reflection and interpretation of data to draw conclusions. 
The four key principles to critical thinking: objective and rational thinking, a well-reasoned argument, questioning and checking the validity of sources and evidence, and finally, the awareness of both conscious and unconscious bias of the individual and others. These principals aim to ensure that evidence is reviewed in detail and not taken at face-value.
As discussed on a CIPD podcast with Phillipa Lamb (Lamb, P, 2020), Critical thinking ensures objective and rational thinking, including where the evidence has come from and the individual perspective of the commentator, alongside considering why they have chosen that point of view we begin to think critically. Through analysis of the evidence, looking at who, what and why, we develop our own opinion on the evidence.
We begin to deliberate on whether the discussion is well-reasoned, with relevant evidence, questioning how the evidence was gathered and presented to formulate an opinion. We start to look beyond the basic data of the evidence, looking at how and why the data was created, and whether it evidences all elements of the original argument. 
We check the validity of the source data, for example, for a questionnaire, how large was the sample size, were the questions or answers written in such a way to add weight to the original argument? If the questionnaire was weighted in a particular way, does this add bias to the evidence and therefore the argument as a whole?
Debates cannot be based on ‘gut instinct’ or emotions, but on sound, factual balanced evidence, which critical thinking directs people to do. Working through each step in the process we are directed to investigate, do our own research and not take everything at face value to formulate our own opinion on the matter.
For example, a hiring manager holds a belief that because their best performing teams are all white males over the age of 35, then the ideal candidate would fit this mould. They then discount all non-male applicants that are under the age of 35 and are not white. The decision is based on assumption of basic data rather than skills and experience.

AC 1.4
Clear decision-making processes can be effective if used well. Concepts of these processes include Kepner and Tregoe’s model (Charles Higgins Kepner and Tregoe, B.B, 1965). 
The model comprises of four basic steps to decision making. By looking at the appraisal of the situation it is possible to identify concerns leading to problem analysis where the subject is described and evaluated. Decision making being the third step where identification and evaluation of alternatives occur through risk analysis before evaluating the final decision of identifying contingencies to minimise risk.
The steps allow for the ranking of decisions based on benefits and risks to choose the best option. In comparison to other decision-making processes the model could be seen as less structured, requiring increased levels of patience and commitment to make an unbiased decision.
De Bono formulated the Six Thinking Hats Theory (Edward De Bono, 1999), to demonstrate the thought process behind effective decision-making, ensuring all elements were researched and reviewed to establish with a well thought-out, balanced outcome and relies on the volume and detail of the research undertaken for each factor
The Six Hats cover Organisation and planning (blue), Creative (green), Emotion (Red), Benefits (yellow), Risk (black) and Information Gathering (white). Assigning a thought process on each colour allows the individual to focus on how each element has an effect that must be considered.
By focusing on the blue hat, we review what is being considered and can allocate tasks and actions. The green hat looks at generating ideas around the subject whereas the red hat focuses on how the discussion will affect people’s emotions and the affect any change will have on them. The yellow hat allows for a discussion on the positive outcomes of any decision, with the black hat reviewing the negatives. Finally, the white hate ensures that information is gathered, providing details and facts.
‌Tannenbaum and Schmidt’s Leadership Continuum theory (Tannenbaum, R. and Schmidt, W.H, 1973) proposes the concept of a diverse range of leadership styles, demonstrating the level of freedom a manager chooses to give a team and the level of authority used by the manager. The belief suggests that as a team gains freedom, the managers authority decreases, providing a positive way for both the team and manager to develop. The model moves towards independence of thought and increases group involvement.
The success of the Leadership Continuum relies primarily on the manager to relinquish control before we consider the strength and willingness of the team to take on the responsibility. This process can be time consuming to achieve especially when there are changes in the team structure. 

AC 1.5
Ethical perspectives can be beneficial when making moral decisions that can affect the workplace. The CIPD Code of Conduct covers five key virtues of positive impact, civic virtue, good character, professional service and personal responsibility, (CIPD, 2023).  By utilising these values, individuals and organisations can be guided into making sound, moral decisions. The CIPD delves further into ethics by looking at the Eight Ethical Lenses (CIPD, 2015) which highlight Fairness, Merit, Markets, Democracy, Well-Being, Rights and Duties, Character and Handing Down.
Using each virtue or lens as a stepping stone to assess decision-making processes, it is possible to make an ethical decision which can be support by evidenced-based research. Limitations arise when detailed research is not undertaken from an ethical standpoint and continues to engage with a bias thought process.
The Equity Theory, first developed by J. Stacy Adams in the 1960’s, suggests that an employee’s motivation to work is driven largely by their sense of fairness and focuses on whether the distribution of resources is fair. Employees create a mental ledger of the inputs and outcomes of their job and use this ledger to compare the ratio of their inputs and outcomes of others. 
Criticism of the theory is based on the lack of consideration of procedure and that it overestimates how important fairness is in social interactions. The theory has been labelled simple and that demography and psychological variables affect people’s perceptions of fairness and interaction.
According to Robert E Goodin (1995) The Utilitarianism Theory is an ethical theory that determines right from wrong by focusing on outcomes and is a form of consequentialism. The theory holds that the most ethical choice is the one that will provide the greatest good for the greatest number. The theory is that morality creates happiness or pleasure, working against actions that create unhappiness or harm.

An alternative theory, as outlined by Piers Rawling (Rawling, P, 2023), is a Deontology which discusses how we should act morally and resembles a ‘common-sense morality. In its simplest form, it discusses how we should act to maximise impersonal value by bringing about the best consequences
Ethical guidelines exist to provide a framework for professional behaviour. In Recruitment, there has been discussion on anonymous CVs (removing personal data). The aim would be to erode unconscious bias at the selection stage of the process. However, unconscious bias is harder to remove at the interview stage, relying on a personal ethical mindset.
Ethical theories are only as resilient as those that use and understand them. Without a personal moral code, their use and output are limited, and unconscious bias prevails.

AC 3.1
As discussed by Taylor and Wilkinson (Taylor, S. and Wilkinson, K, 2002) organisations are split into different sectors each with their own methods of measuring financial and non-financial performance.
The Private sector focuses on results referred to as Key Performance Indicators or KPIs. These include financial results, profitability and productivity. KPI’s are quantifiable measurements used to demonstrate a company’s performance and can help determine a company’s strategic, financial and operational achievements which can be benchmarked or compared to others.
Private sector businesses are mostly commercial and will draw success from profitability during the financial year to report to their shareholders. A profitable year can result in financial bonuses for individuals or shareholders. Financial statements are prepared and reported on and allows businesses to spot trends, allow comparisons with other businesses and give a clear financial overview of the business. They can also be very time consuming to prepare and can make it difficult to hide key financial information from competitors or potential investors.
Financial results can determine whether a business is able to invest in its growth and development, whether that is new sites or equipment, and can have a major effect on its investment in its people either in recruitment, training and development or salaries. 
An organisation will review its total income against its outgoing to assess their financial success and will include all elements of a financial nature including property, employment costs, and production costs and offset this against the product they have created (physical or intellectual).
Public sector organisations focus primarily on financial targets, greater efficiency or efficiency savings or public management reforms. These are often reported publicly 

Customer satisfaction surveys provide a non-financial method of measuring the impact of people practises within an organisation. These may occur as a one off (such as during the recruitment and onboarding process) or annually, to enable an organisation to work towards enhancing its brand and culture.
Employee engagement surveys may be sent out to identify what attracted an individual to the organisation and the role they applied for, as well as discussing what ensures that the individual remains with the organisation. Initial attraction may be salary based, or skills fit, but retention may be based on commitment to values and culture or ongoing training and development.
The cost of a survey can be small, but the value limitless when attempting to create an employee value proposition and discussing new and ongoing benefits and training. Issues arise when engagement is low, and employees are concerned about anonymity if they are asked to highlight an organisations failing.

AC 3.2
People practices add significant value to an organisation through Maintenance, Crisis Prevention, Continuous Improvement and Change Management Activities. According to Armstrong and Taylor (Armstrong, M. and Taylor, S, 2023) there are three main areas they can contribute to strategic integration: a sense of direction regarding the needs of the business and its people with policies and practices and finally, business strategy to ensure the advantages and opportunities provided are optimised.
An organisation will utilise a range of processes to effectively manage its employees, but as time passes, processes can become outdated and ineffectual. People practices can be utilised to manage these changes and possibly pre-empt changes before they become a concern.
As discussed by Bridget Miller (Miller, B, 2018). The use of Employee Engagement Surveys is a cost-effective feedback portal and allows the opportunity for follow-up or discussion.
For example, monthly or quarterly engagement surveys on the recruitment process provide analytical data to allow the recommendations to be made to the business on how the process can adapt and learn. This could include reviewing the sources of applicants, recognising the path with which they applied, and potentially reallocating budgets to those sources with the strongest applicants. They may also provide vital information as to the overall satisfaction of the new employee.
Through successful management of policies and procedures, the People Practice function can ensure that the organisation remains legal. Utilising HRM skills to follow amongst other factors, employment law updates ensures that the organisation and its employees are protected. Through Employee Relations, a positive working relationship can be established between the organisation and its people. An important part of this relationship is culture and how the organisation seeks to be resolution focused.
The success or failure of Employee Relations can be seen in the annual turnover and retention of employees and the number of complaints an organisation receives, either directly from employees or via whistle-blowing schemes. By working with employees on these matters, issues can hopefully be resolved in a timely manner and improvements can be made to both the culture of the organisation and its policies and procedures.






Section 2
TABLE 2
A) Percentage of each gender type


The organisation has of 260 employees, consisting of 140 male employees, 118 Female employees and 2 non-binary employees. The data only recognises three genders, it should be argued that gender includes multiple descriptors including transgender. These results could be flawed, providing insufficient options, relying on employees to select either their assigned gender at birth, or non-binary. The results may also be affected by an individual’s desire to not ‘out’ themselves as non-binary.

B) Ethnicity as a percentage per team


The organisation has a range of ethnicity. Of the 260 Employees, 23 (8.8%) class themselves as non-white British. With the additional white Irish and White other, this number drops to 16 (6.15%).  There are four teams (Facilities, Lettings, Marketing and Regeneration) which are entirely made up of employees who classify themselves as White (British/Irish/Other). These four teams account for 21 employees. 
The Community Engagement and Partnerships team has the highest percentage of diversity (it could be argued that this is specific to the role within the team to create a public facing level of diversity).
No single team stands out as ethnically diverse. The largest ethnic group (discounting White British, Irish and Other) is Indian, accounting for only 4 employees over 4 teams.
Diversity within an organisation is influenced by the demography (if not remote) and the skills applicable to the role, within the local community.
To support ethnic diversity, recruitment could be aimed towards specific jobs boards including www.BMEjobs.co.uk and www.ethcnicjobsite.co.uk. This could have additional advertising costs, with budget pulled from regular sources. However, focusing recruitment here could delay recruitment as a whole and cost the organisation as a result if there are no suitable applicants but would support an attempt at additional diversity. 
Overall, the organisation lack diversity and fails to benefit from a diverse culture.
C) 	Disability percentage as an organisational whole and by teams


The organisation has 21 employees who consider themselves disabled. Of these 21 employees, the greatest number work within the Property team (99 employees) with 5 employees, providing only 5% of the team. Disabled employees are absent from seven emphasising a lack of diversity within these sectors.
The greatest percentage of disabled employees reside within the IT team with 22.22%. The IT team consists of 9 employees, two of which are disabled. 
With diversity factors, we must consider the talent pool from which the organisation recruits from and acknowledge that employees may prefer to keep their disability private or may not be aware that their disability is classed as such, examples of this according to ACAS (n.d.). Disability and the Equality Act 2010: What disability means by law. [online] Acas. Available at: https://www.acas.org.uk/what-disability-means-by-law. - can include disfigurement, long covid and menopause as well as neurodiversity including ADHD, autism, dyslexia and dyspraxia.

D)	Salary difference across genders


The average salary across female and male employees is balanced (a difference of only £88.12). However, an average pay disparity exists with non-binary employees. The results do not reflect the structure which would need to be considered to give a true representation of any Gender Pay Gap. 
Investigation is required when reviewing the non-binary average salary in comparison to the that of male and female employees. The 2 non-binary employees are both in low level roles (Administrator and Trades Apprentice). To align salaries, additional training and development must be provided to non-binary employees to ‘fast track’ their progression and increasing salaries. This would result in additional costs to the business but could negatively impact others in the organisation and could be seen as preferential treatment.
A true representation of a gender pay gap must compare job roles with employees performing the same role with the same skills set should be paid the same, regardless of gender.

E) Overall average salary paid by the organisation
The organisation is made up of 260 employees with a total annual salary of £8,256,940.00. As shown in the previous graph, the average salary for the organisation is £31, 757.46.






TABLE 2
The hybrid working survey results show that 56% of those surveyed embrace being able to work from home some days of the week with 37% disagreeing. However, 82% state that hybrid working supports an improved work-life balance. This suggests that of the 37% in disagreement some could be in favour of full remote working as an alternative.
Engagement (personal or business) provides mixed results with 17% missing colleague engagement with only 20% feeling supported when at home. A third of the organisation are unsure of whether working from home is a challenge or not. 62% feel that they are now closer to the company culture with hybrid working, raising questions as to what the company culture is when employees feel unsupported, but would rather feel unsupported at home, without colleagues around them.
Almost 60% believe that cross functional communication and collaboration suffers, with two thirds struggling to meet targets, raising questions about the standard of management engagement and communication from a business perspective.
With 59% stating home working removes conflict, concerns should be raised regarding the conflict that exists within the organisation. 85% state that they feel stressed when home working, but 56% embrace flexibility, leading to questions as to why employees prefer to work from home, feeling stressed and less supported.
The survey focuses on the employees’ perceived benefits and disadvantages of hybrid working without delving into the reasoning behind these beliefs. Without including remote working or full return to the office there is no clear preference, or why. Additional questions on the survey on the preference of a working model (Office/hybrid/remote) would have been beneficial.
The results imply a lack of culture and understanding of the workforce and individual needs. The offer of hybrid working is beneficial to some, with others preferring office or remote working. Ensuring all team members are in the office at the same time would be supportive.
It would be beneficial for all employees to attend work on the same days to enhance the culture and sense of belonging. This would allow face to face meetings and increased co-operation along with the opportunity for managers to work with their teams and increase communication and productivity. Successfully managing employees’ expectations would also ensure less turnover and increase efficiency but must also ensure the success of the organisation.
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Disability Percentage as an Organisation and by Teams

Disabled	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Grand Total	0	0.14285714285714285	0.2	0	0	0.2	0	8.3333333333333329E-2	0.1111111111111111	5.2631578947368418E-2	0.22222222222222221	0.1	0	0.18181818181818182	5.0505050505050504E-2	0	0	9.0909090909090912E-2	8.0769230769230774E-2	Non-Disabled	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Grand Total	1	0.8571428571428571	0.8	1	1	0.8	1	0.91666666666666663	0.88888888888888884	0.94736842105263153	0.77777777777777779	0.9	1	0.81818181818181823	0.9494949494949495	1	1	0.90909090909090906	0.91923076923076918	



Average Salary Difference Across Gender Against Organisational Average 

Average of Salary FTE	Female	Male	Non-binary	Grand Total	Average Salary	Female	Male	Non-binary	Grand Total	31900.296610169491	31812.178571428572	19500	31757.461538461539	


Percentage of each Gender Type

Total	Male	Female	Non-Binary	Percentage	

[CATEGORY NAME] [PERCENTAGE]

Male	Female	Non-Binary	0.53846153846153844	0.45384615384615384	7.6923076923076927E-3	






























Asian - Bangladesh	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	0	0	0	0	0	0	5.5555555555555552E-2	0	0	0	0	0	0	0	0	0	Black - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	0	0	0	0.1	0	0	0	0	0.1111111111111111	0	0	0	0	0	0	0	Chinese	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	6.6666666666666666E-2	0	0	0	0	0	0	0	0	0	0	9.0909090909090912E-2	0	0	0	0	Indian	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0.14285714285714285	0	0.2	0	0.1	0.33333333333333331	0	0	0	0	0	0	0	0	0	0	0	Mixed - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0.14285714285714285	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	Pakistani	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	0.13333333333333333	0	0	0	0	0	0	0	0	0	0	0	1.0101010101010102E-2	0	0	0	White and Black Caribbean	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0.14285714285714285	0	0	0	0	0	0	5.5555555555555552E-2	0	0	0	0	0	0	0	9.0909090909090912E-2	0	White British	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.77777777777777779	0.5714285714285714	0.8	0.8	1	0.8	0.66666666666666663	0.91666666666666663	0.88888888888888884	0.89473684210526316	0.88888888888888884	1	1	0.90909090909090906	0.98989898989898994	1	0.90909090909090906	0.81818181818181823	White Irish	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1111111111111111	0	0	0	0	0	0	0	0	5.2631578947368418E-2	0	0	0	0	0	0	0	0	White Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1111111111111111	0	0	0	0	0	0	8.3333333333333329E-2	0	5.2631578947368418E-2	0	0	0	0	0	0	0	0.18181818181818182	



