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Evidence-based Practice
AC1.1 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. 
This report will highlight the sound basis for utilising evidence-based practice in solid HR decision making and showcase its usefulness in contributing to our organisational strategy.  The CIPD cites evidence-based practice as supporting HR professionals into making “better more effective decisions by choosing reliable, trustworthy solutions and being less reliant on outdated received wisdom, fads or superficial quick fixes” CIPD,2023. This report will offer you a comprehensive evaluation as well as limitations of this method.
As the people profession aims to step towards a strategic approach to decision making, its key to note that evidence-based practice references from 4 main sources, with the aim to gather as much information as possible from each, to base a credible and favourable outcome for any given decision.  Professional expertise, peer reviewed published literature, organisation-gained evidence and stakeholder information contributions need to be thoughtfully combined to form a basis for decision making (CIPDb,2023).  By utilising this 4-pronged approach, decision making will be based upon factual evidence and will be strongly backed up by professional knowledge and tangible data.  HR professionals will be able to provide a more rounded approach to organisational affairs though this method and be able to lend greater influence within an organisation and its’ people-centred concerns.

Analysis tools
AC1.2 Evaluate one appropriate analysis tool and one appropriate analysis method that might be applied by organisations to recognise and diagnose issues, challenges, and opportunities. 

To identify and to take effective action upon issues is to utilise an analysis tool to highlight impacting factors, challenges and opportunities.  There are an array of tools that organisations can use to make effective workplace planning decisions. SWOT, Porters 5 Forces and PESTLE are just but a handful of the most popular tools available. 
The latter here, PESTLE is an effective model in considering external factors which impact upon an organisation, namely Political, Economic, Social, Technological, Legal and environmental factors, Tingsager, C. and Smith, F. (2022).  It is a useful tool when designing organisational strategy highlighting the changes and challenges that may be faced in the future and enabling businesses to capitalise upon highlighted opportunities, LinkedIn (2023). There are some criticisms to the intensity and time it may require in its creation, and dependent on organisation type, scope and location the breadth of information that may have to be reviewed, it could be beyond the capabilities of an organisation.  In addition, comparing the importance and impact of each factor and its bearing on the organisation can be tricky to objectively review.  Finally, whilst this tool takes into account change and future challenges, it is not dynamic enough to take into account the volatility of the external environment and be able to be flexible to adapt to rapid and unpredictable change. 
It may be prudent considering whether there is scope to consider a combination of 2 analysis tools which could complement each other.  

Methods of gathering data can be varied, but essentially split into qualitative and quantitative collation.  Interviewing, employee feedback surveys, exit discussions and questionnaires are all great examples of methods used.
People analytics is a great example of how you can use quantitative information to effectively manage people in the workplace. Craig Starbuck neatly explains how people analytics is based around a concept of “pro employee” thinking, with analytics “having the power to improve the of people in meaningful ways”, Starbuck, C. (2023). He states, “Whether we are shedding light on an area of the business struggling with work-life balance or identifying developmental areas of which a group of leaders may be unaware, people analytics ideally improves employee well-being and effectively, the success of the business”.  The CIPD outlines the process of people analytics in 9 concise steps:
1. Plan – what objectives will be met / questions answered by performing the analytics?
2. Define critical success factors – what are the KPI’s for success.
3. Data audit – Examine data available, the quality, any gaps in data.
4. Design the process – clear definition of set objectives for set roles within the team. Provision of resources available and define the stakeholders to the process. 
5. Design the data collection strategy – how will data be collected and how will it be processed.
6. Carry out Data collection through available data or collect new evidence.
7. Analyse the results according to the required objectives.
8. Report on data, highlighting opportunities and recommendations.
9. Evaluate – review the process and evaluate the impact upon the organisational strategy aims. Consider a review of the process if necessary. 


Critical thinking
AC1.3  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 a valuable skillset that allows HR professionals to make solid well-informed decisions based upon a variety of sources and plentiful evidence to support the process.
HRM Handbook, 2022, states that a critical thinker will carefully evaluate collated information before a decision is made.  It’s imperative to have an open mind whilst drawing upon knowledge and experience from multiple sources and to retain this where new evidence comes to light to oppose an idea. Critical thinkers actively reflect upon their own thought processes and are proactive in seeking out opportunities for improvement as well as the potential for flaw as a continuous motion throughout the critical thinking process.
In the CIPD podcast Critical thinking, episode 154, Tim Colburn and Warren Howlett discuss how critical thinking can remove biases such as hasty generalisation (also known as jumping to conclusions), remove bias to appeal to, “the way we’ve always done it” as well as remove the bias to popularity where a thought process may be led by consensus of “what is right, is always right”.  Colburn highlights the need for awareness of these kinds of trains of thought and once this awareness is there, once you can start to see the natural behaviours which impact upon an individual’s approach to a decision-making situation, you can utilise your ability as a critical thinker to step back and examine this process.  Stepping back allows a critical thinker to start having conversations with the capability to view the decision-making process through a variety of different lenses which enables meaningful and challenging conversations with colleagues evaluating from an open mind and with the wider impact of a decision made upon the organisation. They additionally state the point that through an organisations naturally collaborative way of working, having a critical thinking mindset and a capability to discuss and persuade others of an argument actually strengthens the value and role of a HR practitioner and the importance HR adds to an organisation.

Decision making processes
AC1.4 Explain three decision-making processes that can be applied to ensure that effective outcomes are achieved. 
As a HR professional, the expectation to make the ‘right’ decision can often be a mammoth task. There is often a great deal of pressure from organisations for Managers to make speedy decisions, but with a lack of understanding of the range of information and sheer number of variables that Managers must take into account before a decision can be made.  Every problem requires careful consideration of what the best approach should be, and HR professionals must consider the impact a decision will have throughout the organisation, CMI (2020). Various approaches include Stakeholder analysis, Lateral thinking, future pacing, problem-outcome frame and action learning approaches, but choosing the best decision-making process will depend upon the environment or the context of the individual situation, with each approach best suiting different problems:
1. Deming’s PDSA cycle 
[image: A diagram of a diagram of a plan

Description automatically generated] A structured approach, this tool created by W. Edward s Deming looks at Plan > Do > Study > Act with the idea that an activity is not complete unless an evaluation of each component shows that it has been effective. The ‘Plan’ element refers to the identification of the goal or purpose of the decision. At this stage, theory will be developed, kpi’s determined and a plan put into place. ‘Do’ entails the action of putting this into practice. The ‘Study’ step is where outcomes are evaluated to review the successes and analyse the opportunities found, with an emphasis on learning and the obtainment of new knowledge. Finally, ‘Act’ relates to the closure of the cycle where all elements of the cycle are combined to review whether the plan, the process, goal need adjustments to improve upon the findings.  This 4-step cycle approach is based around 4 stages of continuous improvement under a continuous feedback loop.  

2. De Bono’s six thinking hats
[image: A group of light bulbs with brain inside

Description automatically generated]This approach defines each hat as an alternative way of thinking.  By differentiating between each coloured hat and therefore each perspective, it assists the user of this method to consider their approach from differing points of view and therefore generate differing ideas and ultimately solutions. Using this approach can help a manager as an individual, or a team approach an issue from multiple perspectives and assist in generating a balanced yet critical approach to problem solving, Kosven, E. (2023).

    
3. Future pacing
[image: A blue face with dots

Description automatically generated with medium confidence]This is a technique used where the decision maker alone uses mental imagery techniques to envision the outcomes of each decision outcome, taking into account people, places, and other factors impacting upon the decision-making criteria.  This is creative in its’ approach to decision making, allowing the user to interpret a multitude of outcomes from scenarios and allowing them to explore situations and their reactions, behaviours and approaches to them, NLP Mentor (2023).


Ethical Perspectives
AC1.5 Assess three different ethical perspectives and explain how understanding of these can be used to inform and influence moral decision-making. 
The concept of ethics within the world of work is defined by doing what is morally right across all aspects of organisational practice, from financial accounting to sales techniques and from corporate social responsibility to product lines. And from an outsider’s perspective, the way an organisation treats its people, its customers and other stakeholders forms their ethical strategy. 
The CIPD defines ethics for people professionals as being about the decisions made by individuals and businesses which impact upon all stakeholders to the organisational relationship, CIPDc (2022). Furthermore, the Institute of Business Ethics is stated here as championing organisations who hold business ethics high, as 
There are 3 differing perspectives to consider when considering ethics in moral decision making and Armstrong and Taylor (2020) pg 172, explain:
Deontological theory:
A simplistic approach which asserts that there is only right or wrong, and regardless of consequences even if based upon happiness, this will always be the case. Kant’s moral theory dictates that what is right for one is right for all and that the strict ethical code must be adhered to in a universal manner.
Utilitarianism:
This approach focuses on the consequence and determines right from wrong using happiness as the underpinning factor, with Driver, J. explaining it as “distinguished by impartiality and agent-neutrality. Everyone's happiness counts the same.”
In its simplest terms, actions are judged via their results. An example of this would be recruiting the “right” person for the job despite another colleague scoring higher at interview. The failing in this perspective is that justice may not prevail, and individual rights are for the most part ignored.   
Stakeholder theory
This approach considers the interests of the organisations stakeholders to drive decision making to ensure longevity of each stake holding party’s interests.
In order to fulfil our obligations as practitioners for the people and to also serve the organisation we work for, it is imperative to strive for the right ethical answer, which will differ from one situation to the next. However, considering the CIPD’s 8 ethical lenses, we can aspire to make the right decision every time:
[image: A list of jobs and duties

Description automatically generated with medium confidence]The eight ethical lenses, CIPD, pg 6. https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/ethical-decision-making-2015-eight-perspectives-on-workplace-dilemmas_tcm18-9564.pdf

Measuring performance
AC3.1 Appraise two different ways organisations measure financial and non-financial performance, providing one example of each. 
Organisations use evidence-based practice as the basis to report upon both financial and non-financial performance. Collating, analysing, and reporting upon data which is then utilised to create sound, credible business decisions and strategy. “For managers, it’s critical to ensure effective decisions are made for their organizations’ success. Every managerial decision must be accompanied by research and data, collaboration, and alternative solutions” says Matt Gavin, in HBS Online (2020).
For organisations, scrutinising financial statements provides an insight into exactly how well a business is performing. Indicators of success include net and gross profit reporting, with Gross profit measuring profitability by looking at how effectively a company generates profit from the sales it makes. It is useful for comparable assessment against competitors in the industry and for reflection of a company’s own performance.  It does not however take into account any operational overheads and so can fall short on providing a full picture of organisational profitability. It also can be difficult to make a comparison from one industry to the next as gross profit margins will differ across different industries, Beaver S. Netsuite (2023). Net profit takes into account all overheads when measuring profitability. It provides an insight into the financial health of a company by measuring profitability inclusive of overheads.  However, net profit margin can prove uninviting as the only measurement. A small margin can be dependent on the industry within which it is measured, as likewise a large margin does not necessarily mean a company is swimming in high profitability. Best practice is to amalgamate a range of financial reporting resources to provide a full picture of financial wealth, Cubesoftware (2023). 
From a Non-financial perspective, customer survey feedback provides an invaluable insight into an organisation’s performance. A customers opinion reflects directly on whether their custom will continue or defer to a competitor, which highlights opportunities for improvement and can be far reaching and impactful if implemented effectively.  Disadvantages to relying solely on non-financial measures is the sheer effort, time and resource used to gather, sort and draw analysis.  Financial measures on the other hand are criticised for taking into account the short-term nature of the “here and now” of financial reporting, lacking in foresight for future organisational planning.  

Measuring the impact of People practices
AC3.2 Explain how people practices add value in an organisation and identify two methods that might be used to measure the impact of people practices. 

HRM has come a long way from the authoritarian management of people of the 80’s. Todays HR professionals are all about the value of people within an organisation and the strength and strategic advantage ‘good people’ within an organisation offer. There has been a succinct shift from Industrial relations to employee relations, from personnel managers to human resource professionals, Taylor S., and Woodhams, C.,2022, and with this a movement to Human resource management which covers an array of people related activities. As HRM has become more integrated into day-to-day activity of operational workings, so has its value as an operational component, as Human capital (HC), necessary to strategize from for organisational success.
Measuring the impact of people practices where their value can be seen as an intangible asset, can be challenging. Questions are posed relating to how you assign a figure to the concept of HC and how you share this information to all stakeholder parties. Chris Higson, of London Business School, makes 2 definitions of HC, a narrower view examining HC as the knowledge, skills and abilities people have, which essentially is the talent value of an organisations people. He also looks at a broader view of HC, which examines employees as a group within an organisation which boils down to organisational culture. Putting a measurement on these concepts can be difficult, as mentioned previously but there is persistence across the board that we should strive to demonstrate the value of HC to organisational competitive advantage.
Higson recommends using a scorecard approach which involves both qualitative and quantitative inputs. A Scorecard can draw from a range of data to obtain an overview of the heath of an organisation’s success. Utilising this method would allow the identification of factors that can be measured and regularly reviewed to report upon the reaching of the organisation’s goals. Components of the scorecard will be dependent on the question to be answered and will differ from one scorecard to another but might be a more useful evaluative tool than attempting to identify a single figure for the value of HC on a balance sheet.  
Another method could be the value-added approach which looks at the link between the value employees add to HC. This can be done through measuring sales per/employee to measure productivity for example.  Criticisms of this approach include assessing how much external market factors have on sales, trends, costs etc which could affect the merit of these results. And also brings into question the reality that not all employees will make an equal contribution towards an organisation’s goals, CIPDd 2017. 



A review of our Equality, Diversity and Inclusion data:

A. [image: A screenshot of a graph

Description automatically generated]Currently we are working with a slightly heavier male to other gender ratio. When recruiting, we should ensure we use campaigns that are targeted to attract applicants of all genders, to ensure we strive for a representative workforce.








B. The following table shows our representation of ethnicity across the workforce in % terms, with White British being the dominant ethnic background represented across the company where we have a 91% representation of white British colleagues. The Property Team, which makes up the majority of our workforce with 99 Team members out of a total of 260, represents nearly 38% of the company but ultimately this table shows we have some work to do with ensuring we are reflecting our local communities and recruiting with more vigour for a workforce of ethnic variety:
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C. Our disability representation across the organisation is shown below:

[image: A screenshot of a graph

Description automatically generated]Our representation of disabled to non-disabled colleagues per departmental team can be seen here. We do have disabled representation within our management teams which is good to see as well as our Senior leadership team, although there is still some work to do here to ensure we are reflective of our work as a Disability confident employer, by looking at our Teams without disability representation as you see below:
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D. The next graph shows the salary breakdown per gender:
[image: A screenshot of a graph

Description automatically generated]
This breakdown shows a fairly equal split across male and females, however, with a lack of non-binary colleagues to provide a comparable representation of average salaries, in relation to male and female colleagues, this should be something we continue to monitor if and when we recruit more colleagues of non-binary gender status.











[image: A graph of salary by gender
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The above table shows in more detail the male to female gender pay gap. Analysing the data provided here, I can share that across all departments the pay gap is represented fairly.  7 Teams have predominantly more female to male and non-binary workers who are paid less than their counterparts. But equally, 7 teams represent females as being paid more than their other gender colleagues which brings me to this conclusion. However, the following is noted as an example:
· Directors within the business are 4:1 female: male, with the average female salary being reduced due to a Business Executive on the Director Team lowering the average considerably.
· The Property Team is predominantly Male with the average pay difference here sitting at £5,335.57 difference. Females and non-binary in the team are at the lower end of the pay scale reflecting this.


E. The average salary for each gender across the organisation is shown here, with a team-by-team breakdown. We are currently showing as a fair recruiter for our area, with a higher than average, average salary.
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A review of our Hybrid working practices:
[image: A screenshot of a survey

Description automatically generated]

The above table shows our employee feedback scores from our recent annual Hybrid working practices survey.  We surveyed 300 employees who responded anonymously to the above 14 questions.
I’ll point out that one question did reap a double response in the table, where an employee answered twice within the survey, which has warped the survey outcome.

From these results we have some key findings.

Overall, our colleagues sway slightly more to working a hybrid working arrangement than solely in the office. 
· The majority amount of 169 colleagues who strongly agree and agree, said that they enjoy working from home on some days of the week. 
· Overwhelmingly, 247 colleagues agree that hybrid working supports their work life balance and overall wellbeing and that they feel more connected to company culture with this in place.  
· They do not miss the engagement of colleague from being solely at work, and this could be thanks to the collaborative systems we have set up for daily morning Teams meetings and open communication.  
· In addition, when working AT WORK, colleagues disagreed that they are fully supported which suggests that there is more support for colleagues working away from the office. 
· There is slight favouritism to hybrid working where 177 said that hybrid working removes conflict against 116 who disagreed with this statement. 
· Interestingly, 101 colleagues said they “were not sure” if working remotely was a challenge, with a sway of 126 saying they disagreed with this statement and 73 saying they do find it a challenge. My thought process on this is there is a lack of understanding between employees who are hybrid workers and those who work purely office based, to how the other operates.  



Neutral comments, where there is a fairly equal balance between agree and disagree viewpoints relate to the following comments.  
· Productivity is deemed to be unaffected by the location of work for the most part with access to resources at home, reaping an almost equal response for agree and disagree responses to this statement and where 6 colleagues said “not sure”.  
· Slightly veering towards an argument against hybrid working is the opinion that hybrid working colleagues will receive the same recognition that office-based colleagues will, with 159 colleagues saying that they disagree to this point and 139 saying that they agree.

Where there seems to be a majority sway against hybrid working in the survey responses, are in matters relating to the following:
· A huge majority of 250 colleagues out of 300, said they feel more stressed when away from work.  They also disagreed that meeting targets is enabled when working from home. 
· In addition, 179 colleagues against 116 colleagues disagreed that working from home does not affect cross functional communication and team collaboration, with only 5 colleagues saying “not sure”. 
· The majority of colleagues who strongly agree and agree, said that they find it difficult to separate work from their personal life when home working.

Overall, whilst the survey shows us that hybrid working is generally favourable among colleagues. We must consider what we can do to ensure that we continue to forge pathways to open communication whilst home working and ensuring that the wellbeing of colleagues is met when we consider target setting, to address employee ability to meet set objectives.  This would then have ana affect on the stress levels experienced by colleagues and allow them to experience the better balance they have said they enjoy and allowing them to separate work from home whilst hybrid working.
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£21,030.00
£29,892.86
£27,395.00
£48,966.67
£29,470.00
£29,133.33
£36,562.86
£26,446.84
£36,118.00
£22,722.22
£30,384.38
£31,900.30

Male

£28,500.00 £21,500.00
£24,750.00
£27,983.75
£98,500.00
£25,600.00
£38,049.29
£34,750.00
£21,030.00
£31,250.00
£33,663.33
£35,166.67
£25,860.00
£24,750.00
£40,862.50
£31,782.41 £17,500.00

£23,500.00
£33,425.00
£31,812.18 £19,500.00

Non-binary Grand Total

£35,490.56
£27,328.57
£27,494.33
£93,791.00
£33,577.50
£35,759.00
£31,666.67
£21,030.00
£30,194.44
£30,364.21
£39,766.67
£27,665.00
£28,037.50
£38,126.36
£30,614.14
£36,118.00
£22,863.64
£31,213.64
£31,757.46
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Table 2. Feedback scores from a recent employee survey on hybrid working practices.
T otar

FEEDBACK FROM 300 EMPLOYEES _ [RATINGS > 1 2 3 a 5 |REsPONSES

1 enjoy working for home on some days of the week 112 57 19 94 18 300

Hybrid working practices support my worklife balance and well-being. 161 86 11 34 8 300

| miss engaging with my colleagues in the workplace 7 14 30 | 155 | oa 300

1 feel fully supported when working at work 2 20 18 | 138 | 102 300

| find working remotely a challenge 10 63 101 | 53 73 300

1 find it difficult to separate work from my personal life when working from home 98 95 23 70 14 300

Hybrid working practices make me more productive 69 79 s 82 65 300

Working from home does not affect cross functional communication and collaboration with my team| 62 73 s 78 | 101 300
 hybrid working has been in place, | feel more connected to our company culture 8 178 3 39 72 300

Working from home allows me to meet my targets 2 60 1 57 | 142 301

| can easily access resources at home 47 100 3 35 | 112 300

Working from home removes conflict 90 87 7 27 89 300

I feel less stressed when away from the workplace 2 4 0 s 250 300

| get the same amount of recognition about my work when working from home 70 69 2 71 88 300

KEY TO RATINGS: Feedback from 300 employees

The ratings shown represent statements on a scale of 1-5 where:

1= fully agree, 2 = agree, 3 = not sure, 4 = disagree, 5 = strongly disagree
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