EBP Evaluation (1.1)
It has been said (Rousseau and Barends 2011) that: ‘Blind faith has no place in professional Practice ‘.  This tells us that Evidence Based Practice is vital in Human Resource, as it allows factual data from organisations to be analysed and then used appropriately and consistently. In order for any professional to make an informed decision, they must take into consideration credible evidence, however historically this has not always been the case with decisions  being influenced by anecdotal evidence, personal experiences and in some cases prejudice.
Pfeffer and Sutton (2006) stated that evidenced based management ‘features a willingness to put aside belief and conventional wisdom – the dangerous half-truths that many embrace – and replace these with an unrelenting commitment to gather the necessary facts to make more intelligent and informed decisions’.
This tells us that in order to alleviate poor decision making through bias, EBP must be adopted as a support mechanism for existing and future HR practice, and to allow for making better decisions   
The process of EPB is where evidence and factual information is obtained from reliable sources and then analysed and utilised in order to inform a practice.  EBP will promote the use of critical thinking by the recipient in order for evidence and information to be critically appraised to establish its relevance for use.   Barends Rousseau and Briner (2014) stipulates that it involves multiple sources ……., specifically four: scientific evidence, organisational evidence, experimental evidence and stakeholder evidence.  
Once evidence has been gathered, it should be critically appraised by practicing the 6 A’s: Asking, Acquiring. Appraising, Aggregating, Applying and Assessing (CIPD, 2024). This ensures that the quality and the validity of the evidence is high by evaluating its trustworthiness, making it the best available.
By using the 6A’s approach, we can develop a factual understanding on issues within a workplace, and with people.  By having this knowledge the people function of that workplace can better support employees, performance and rewards, along with maintaining engagement and employee satisfaction which can only in turn create a positive perception of a company both internally and externally Evidence Based decision making will help reduce errors that are caused by poorly substantiated or ill-founded judgements), this was supported by.  Rousseau (2006) when it was noted that, an objectively derived evidence-based decision will reduce errors in decisions formed on the basis of subjectively held opinion.  Ethically speaking, they will be easier to justify.  
Analysis Evaluation (1.2)
One popular analysis tool used in the workplace is SWOT (CIPD 2024), Strengths, Weaknesses, Opportunities and Threats.   Strengths are positive tangible and intangible attributes, internal to an organisation and within its control, Weaknesses are internal factors ) that detract from the ability to achieve a desired goal. Opportunities can be external factors that allow a company to develop and grow.  Threats are external factors beyond control that could place any organisation at risk.
SWOT is a valuable tool as it offers management the opportunity to self-assess and generates information that aligns to an organisations goals, programs, and the environment in which it operates.  (CIPD 2024) outlines the advantages and disadvantages to using SWOT. Advantages include its simple four box framework; it facilitates understanding of strengths and weaknesses and encourages development of strategic thinking. The focus on strengths creates opportunities to grow but also focuses on potential threats and how to minimise any impact of them.  Disadvantages include it can be oversimplified, leading to insufficient data being used, or the opposite, capturing too much irrelevant data.  The data is only as reliable as the source, and capturing quality internal data can be time consuming, and to be effective, the process needs to be repeated on a regular basis.
Interviews are a qualitative research method commonly used in the workplace where data is gathered and an indepth knowledge of a topic is needed to be gained.  Interviews are direct interactions between the participant and researcher where open ended questions can be asked, with the researcher listening and digesting what the interviewee is saying. Interviews are a useful research method when a broad amount of information is required, as they allow the interviewer to explore detail and specifics, and are commonly used in the HR environment when looking to gain insights into organisational culture for example. 
Bryman et al (2018) share that interviews can be structured differently depending on the subject matter, structured interviews would have set questions and be more ‘question and answer’, whilst unstructured would be more ‘conversational’ and flow between both parties.  This tells us that it is important to understand the topic or subject matter in order to decide which form of interview would be more beneficial.
There are several advantages to interviewing, they are flexible and can be tailored to the interviewee’s initial responses and experience, allowing for further probing questions to get to a greater depth of knowledge.  Disadvantages however include that they can be time consuming to undertake, and to analyse the outcome, plus as in any form of interview, the technique of the interviewer, such as tone, body language etc can lead to bias in the responses gained.



Critical Thinking (1.3)
Critical thinking is a way in which to achieve actions, and analyse conclusions, through clarifying goals, analysing assumptions, and evaluating evidence. Briner et al (2009) recommended a five-step approach to Evidence-Based Practice, which includes understanding of the problem, gathering internal evidence, reviewing public research, collecting stakeholder views, and appraising sources critically.
Ideas and concepts in any work place  need to be supported by evidence and not biased.  When implementing a critical thinking approach to tasks, ideas and data are evaluated and analysed to confirm their validity.  By reflecting on and interpreting data, it allows us to form accurate and justified conclusions. Critical evaluation does not mean negative criticism, it means reaching a judgement based on analysis and evidence, and the judgement can be both positive and negative. (Armstrong 2017)
Howlett (CIPD, 2019) states that there are 3 simple steps to critical thinking, critiquing ideas, opinions and arguments of others, constructing argument and opinion then communicating it to others, and identifying when others are using critical thinking techniques that impact how the professional is making a case or building an argument.  If these 3 steps are followed it will allow people professionals to make better decisions through provoking the ability to reflect objectively on opinions, ideas and arguments of others  It would promote strategic debate in meetings, which in turn should mean increasing the ability to succeed when we are looking for answers or solutions
In organisations critical thinking is an invaluable tool that allows people professionals to overcome a problem or a task, for example developing a new strategy or evaluating an existing one. In a podcast Tim Coburn ( CIPD 2019) reflects on how Critical thinking has a more important role and relevance in todays world and the workplace.  He shows us that with digital transformation, as one example, there are so many tools available to do the simple thinking for us, simple tasks can be solved by AI or applications, so individuals can now use their brains to address more complex issues, he summarises that critical thinking can help a workplace thrive,  if individuals can think well, take into consideration diversity and engage with others in order to reach conclusions.
Decision Making (1.4)
In HR, decision-making frameworks like best practice, best fit, and Six Thinking Hats support effective strategic planning. In HR practice Best fit is a way of ensuring the objectives or goals of an organisation fall in line with HR policies and procedures.  There is no ‘one size fits all ‘ scenario when it comes to HR strategy and therefore its important to ensure that HR policies are adapted in order to support specific goals or objectives of an organisation.    The “best-fit” approach emphasizes alignment between HR policies and procedures and a company’s development, structure and external factors such as its customers, competition and labour markets. The Best fit approach benefits organisations due to its flexibility and connectivity between HR and the business, and delivers a unique tailored set of practises.  This is supported by (Gifford 2021) who stated that  ‘such solutions are more likely to be readily accepted by employees and will enable organisations to gain a competitive advantage by meeting specific business needs, which can in turn lead to enhanced business results’. (Gifford 2021)
Six Thinking Hats is a creative decision making method that allows an individual to think outside the box.  Six Thinking hats (de Bono, in Watson, 2014) explores the use of different perspectives when decision making.  De Bono states that thinking is the ultimate human resourcing tool, however we are predisposed to try and do too much at once which causes confusion and muddles the thinking process,  rather than thinking about one aspect in isolation .
Each coloured hat symbolises a different approach: white focuses on data and facts, red on emotional perspectives, black on caution and risk, yellow on optimism, green on creativity, blue on organisation and process control.  Six Thinking Hats works well in larger group scenarios where there are numerous stakeholders, or mixed personality types, as it allows the thinker to concentrate on one thing at a time, dividing logic from emotion for example, or information from creativity.
Ethics (1.5)
HR practices are underpinned by Ethics, that support workplaces in acting in an equitable and fair way. CIPD (2015) identifies eight ethical lenses, none of which represent the ‘right’ or ‘wrong’ ways of making decisions in the workplace, but offer different perspectives on work dilemmas, these are fairness, merits, markets, democracy, well-being, rights and duties, character and handing down.  What this shows us is that from a people practice perspective, organisational reputations are no longer based purely on its delivery of its products and services, but also on its reputation for how they are viewed as an employer, and how much they look after their staff.
There are 4 concepts to Ethical frameworks in HRM, Deontological theory, Utilitarianism, Stakeholder theory and Discourse ethics. As Boxall et al (2007) stated: ‘While HRM does need to support commercial outcomes, it also exists to serve the organisational needs for social legitimacy’.  Which tells us that the needs of the people within any business need to be treated ethically and with social responsibility.
Utilitarianism is the belief that the highest principle of morality is to maximize happiness, the overall balance of pleasure against pain. Actions are justified when they result in the greatest good to the greatest number. This can be criticised, as supports the dubious principle that the end justifies the means.  One example of utilitarianism in business is the practice of having tiered pricing for a product or service to different types of customers.
For example, Banks such as HSBC offer tiered Current account packages based on the amount of wealth a customer has with the bank, the more wealth ( savings or borrowing ) they hold with the provider, the better rates they get in return, as a ‘reward’ for helping the bank survive by placing large amounts of savings with them or earning them interest on large borrowing.
The main limitation to utilitarian ethics is that it is difficult to achieve in the workplace. People are taught to focus on self before others, making it difficult to practice utilitarianism. 
Stakeholder theory states that an organisation should be managed on behalf of its stakeholders: its owners, employers, customers, suppliers and local communities. What this tells us is that organisations need to act in the best interests of their stakeholders as without them, the business will not survive.  Stakeholder theory emphasises a much broader set of social responsibilities for business.  Charles Handy (2006) maintains that the proper responsibility of a business community is to create wealth for the whole society.  
As an example, a Bank, such as HSBC might think about ‘offshoring’ part of its operation to a lower cost country. A stakeholder centred company would place emphasis on the impacts of the decision on the various stakeholder groups, for example its UK employees.  Essentially the decision to offshore part of the business may still be deemed the right outcome for the business, but in order to maintain a good reputation in the UK both internally and externally, it would ensure that any employees at risk of redundancy or job losses were well compensated financially or offered alternative roles.
Financial/non-financial performance (3.1)
One way a company manages financial performance is cash flow, or cash flow statement. Cash flow statements outline cash sources and uses, providing insights into a company’s financial health, and gives a view of whether a company can meet their debts, pay wages and buy goods and services, a key consideration for investors or for companies wishing to sell.  All large companies prepare cash flow statements in line with financial reporting regulations, but smaller businesses also provide them, often at a request from their bank. 
The balanced scorecard, created by Professor Robert Kaplan and David Norton combines both financial and non-financial metrics to assess the goals and performance of an organisation from numerous  perspectives. For example, HSBC’s scorecard contains Customer Satisfaction, Quality control, learning completion rates and key performance indicators relating to sales, so as the name states, it is a balance across both financial metrics for the business but also how well it treats its customers, and whether they are getting it right first time. Bourne and Bourne (2007) suggest most people think about the balanced scorecard in terms of key performance indicators (KPI’s) and target-setting, but it is about aligning actions to strategy and showing people what is important.  What this demonstrates is that a well constructed score card will clearly show all employees within an organisation, what are the important outcomes to that business, and allow employees to focus on achieving those outcomes.
Benefits of the balanced scorecard include consolidated data reporting which enhances management’s ability to make informed decisions and allocate resources effectively. It provides valuable insight into a firm's service and quality in addition to its financial track record, which allows executives to communicate goals and priorities. Disadvantages to a balanced scorecard start with choosing the performance indicators to include.  If wrong indicators are chosen then a business can be seeking the wrong priorities.  This is the same for buy in from employees.  If the performance indicators don’t fully reflect what the day to role or objectives are , then buy in to perform in those indicators is going to be impossible to achieve.  A further disadvantage is picking too many KPI’s in the first place. If a scorecard is overloaded then nothing will stand out as a priority, and the key strategy of the business becomes very diluted.
Impact and Value (3.2)
Human resource management adds value to an organisation by aligning people focused policies and procedures to the objectives and goals of the business, which in turn engages the workforce and enhances the overall performance of the business.  Its function directly encourages and supports many strategies within a business from recruiting the right people, having a strong and consistent training programme to developing its employees, and promoting reward and recognition.  HR is also the support function for a positive relationship between employees and employers.  Essentially it ensures an organisation has talented, skilled, engaged and rewarded employees.
In order to know if HR policies are adding value to any organisation, various research methods are used to measure the impact of practices.   One commonly used method is an Employee Engagement survey, which provide the basis for development and implementation of engagement strategies.  These surveys identify a number of common themes, such as job satisfaction, opportunities to perform and progress, satisfaction in employer and feedback of performance. Its key with any form of employee survey, especially engagement, that proper use of its results are made through the triple A approach: Analysis, Assessment and Action.  It is also key to inform employees of the survey results and involve them in assessing results and agreeing actions.  Its worth noting ( CIPD 2024 ) that whilst surveys give an insight into engagement in the workplace, a mixed method approach to assessing engagement may give a more well rounded view across the business, such as a survey coupled with a focus group.
People practice value can also be measured through analysing absence data.  Absence management is the implementation of policies and procedures that both support the employee but help the business reduce absence levels in the workplace.  In order to manage absence, the cause for it must first be understood and having effective a robust policies and procedures can assist this. Short-term absence can be controlled by return-to-work interviews, monitoring of volume and patterns in absence can also assist, such as using The Bradford Factor, and invoking disciplinary proceedings for unacceptable absence levels.  Long-term absence is best managed by keeping in regular contact with the employee, by letter, telephone or visits to discuss the situation and, where possible, plan the return to work. ( CIPD 2024)


