Evaluating Evidence Based Practice
AC1.1
Evidence based practice is an approach used to provide effective techniques for decision making within the workplace in a structured way, incorporating knowledge, understanding and critical thinking whilst avoiding emotional reasoning and bias. (Briner, 2023, 03:34)
Evidence Based Practice is used to overcome organisational issues such as attrition or poorly executed processes within an organisation. (Woodhams & Perkins, 2022)
This process ensures obtaining prevalent knowledge on topics in organisation’s and should lead to better understanding of the needs of the business having an overall positive impact within the workplace. (Briner, 2023, 06:30)
The principles of evidence-based practice include using a structured approach to understanding issues within an organisation, and identifying the cause, how this can be resolved or improved by using multiple sources of information whilst ensuring that the quality of information provided is measured effectively. (CIPD, 2024)
The four sources of evidence used when making any decision include – 
· Reliable and Relevant Evidence: incorporating evidence from extensive research, organisational data analytics and world-wide scientific studies.
· Professional Expertise: The skills, knowledge, and experience of professionals within the organisation.
· Stakeholder Insights and Perspectives: The needs, values, and expectations of those affected by the decision, such as employees, managers, or clients within the organisation.
· Contextual Considerations: The circumstances, conditions and environment that this decision will be applied in. (CIPD, 2024)

Evidence based practice has evolved over time and is about condensing a wide range of evidence to the most paramount using a 6-step decision making process. (CIPD, 2024) 
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Figure 1 (Young, 2024.)
The steps above are designed to assist in collating evidence of a high standard although it is recognised that using every step is not always feasible. (CIPD, 2024)
[bookmark: _Hlk182754007]Rousseau (2006) stated that an evidence-based practice approach to decision making leads to stronger accountability and management decisions and won’t be based on subjectivity. This also avoids quick fixes that will not address issues effectively and is a good opportunity for employees to get to know there organisation better and review processes. However, Evidence based practice can be time consuming which puts some organisations off, they may not appreciate or understand the benefits of undergoing this process and may be short sited and look for a quick a fix. Unfortunately, many organisations choose not to take HR advise which then often leads to difficulties and challenges later down the line. (Briner, 2023)

Analysis Tool & Analysis Method
AC1.2
A commonly used analysis tool within any organisation is PESTLE analysis which is a decision-making framework primarily concentrating on external factors of an organisation. It considers 6 key external factors to decision making which will outline trends in the following areas – 
P – Political – countries policies and tax industry
E – Environmental – exchange rates and globalisation
S – Social – trends to lifestyle and cultural norms
T – Technology – updates to new technology and how the business is responding to this.
L – Legal – changes to legal and Health and Safety legalisation
E – Environmental – things that impact the environment and sustainable resources.
[bookmark: _Hlk182327986](Battista, CIPD, 2024)
This method is used for decision making scenarios such as workforce plans and organisational changes. This is a simple framework and can aid an organisation to foresee any future threats or benefits which will in turn diminish negative impacts, however as so much evidence can be obtained it is hard to measure if the data collected is sufficient. This framework is commonly used alongside another analysis tool called SWOT who concentrates on internal factors that is not considered with PESTLE, used together is more informative. (Battista, CIPD, 2024)
An analysis method commonly used is interviewing. It is used as a qualitative method of data gathering as it uses listening and understanding rather than using statistics and data. It is similar to surveys however the main difference is that using surveys are used for capturing a broader topic whereas interviewing is used for capturing a small chosen subject but gain extensive information on these issues. (Woodhams & Perkins, 2022, p. 115)
According to Horn (2012) and Bryman et al (2018) interviews can be structured or unstructured which means that it can either follow a set of specific questions or can use broader questions which can be adapted for the audience. 
Negatives identified with conducting interviews are that they are time consuming both to ask the questions and to then analyse the answers, however interviewing can lead to detailed information and is a great way of gaining extensive information. (Woodhams & Perkins, 2022, p 123)
Critical Thinking
AC1.3
Critical thinking is a process whereby research is gathered incorporating insights, facts and figures all relating to a specific area requiring examination to reach a conclusion that is reasonable and balanced. (Lamb & Howlett, 2024) 

An example of this is when an employee submits a flexible working request. It would be unfair to deny the request on one view such as thinking that the member of staff is non-productive as this would not be a justified reason to decline. It would be necessary to gather data concentrating on valid, reliable, trustworthy and relevant evidence such as looking into busy periods within a department and number of staff in work on an given day/ time. (Armstrong and Taylor, 2014)

There are 4 key principles used when critically thinking which include – 
· Collecting information from various sources - ensuring information gathered is impartial, it is important that you gather information from a variety of sources, not to take one piece of information as factual. When a department has high level of attrition, if trying to identify possible reason for this it is important to conduct exit interviews from several employees and not to relay on one exit interview as this may be there opinion which could be in isolation.
· Interrogate Information – when collating information from different sources it is important to investigate where the information has come from which will capture the credibility and agenda from that information.
· Form an Opinion – when looking at the conclusion it is paramount to assess if you agree with it and if not why, referring to the sources used throughout. This will enable you to really assess if you have used your opinion over the facts and findings, allowing you to reach a rational conclusion.
· Awareness of biases – recognising bias through your conclusion is important and will allow you to look objectively. (CIPD, 2022)
We are more critical these days as we have tools such as AI. Critical thinking is applied to everyone’s ideas by comparing like with like, ensuring clarity of terminology, having an awareness of fake news and people’s agendas when forming opinions or statements, managing ambiguity and complexity of information given and using triangulation and testing conclusions using a variety of data in order to make sure you always go back to the original data and ensure that it is valid. Triangulation is an important part of critical thinking as it gives an opportunity to analyse the findings by assessing its source and is primarily used when gaining qualitative data. (Misra & King, 2023) 
Critical thinking is used to facilitate difficult decision making and is used in many aspects of HR, ultimately to ensure that employees in any organisation are treated fairly, that there are processes in place which will ensure equal opportunities throughout and that all employees are treated with respect at all times. An example of when this would be used could be when investigating a suspected breach of conduct in the workplace. (Indeed, 2024)
Decision Making Processes
AC1.4
When proceeding with research to make an important decision it would be best practice to commence a systematic evaluation to determine which strategy is used to collate research based on factors such as the organisations environment. Edward De Bono came up with lateral thinking, within this he devised a technique called the ‘Six Hat Technique’ (Mulder, 2019) the concept of this was to explore a wide range of thought processes surrounding a specific issue and is now a valuable tool for brainstorming. This would consist of 6 different coloured hats and each hat would represent 6 different thinking styles, when discussing each hat (perspective) you would look at the topic from that perspective until all have been explored. This is a creative visual method of allowing many perspectives to be considered. The benefits of this technique include – 
· Preventing one perspective to take over.
· Eradicates perspectives being overlooked.
· Gives everyone and every perspective time needed to thoroughly discuss in detail.
· Gives an overall understanding of everyone’s feelings and thoughts.
Each hat has a colour and represents a certain thought process to promote a collaborative mindset and ensure parallel thinking, this technique can be used alone or within a team of people. (De Bono, 2023)

The idea was that a group of people within a meeting would each take one topic represented by a coloured hat and then they would in turn explore the given topic, dependent on which hat you had you would explore that area of the topic only this would ensure we all get to conduct our thoughts simultaneously. 
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Figure 2 (The De Bono Group, 2019)
Please see above what thought process, each coloured hat represents which ensures a deliberate focus on information at any one time. This is a good tool to ensure that we utilise professionals’ strengths and knowledge to enable an improved approach to any task. However, this can cause conflict as not all opinions and mindsets can work collaboratively, and it is not easy to overcome these differences. (De Bono, 2023)
Another decision-making process commonly used within HR is a SWOT Analysis (strengths, Weaknesses, Opportunities and Threats) which is a diagnostic tool used to identify issues within an organisation using both internal and external factors. SWOT analysis is conducted using strengths and weakness within the business alongside opportunities and threats which are usually external factors. SWOT analysis can be used for things such as problem solving, planning, product evaluation and decision making. (Haan, 2024)
Once you have identified these factors it is usually best practice to share with colleagues within the organisation who would then identify factors not yet considered. Once happy you have a good overview you can then plan the strategy to combat this, considering budget constraints, resources available and timescales. (Haan, 2024)
There are many advantages of using SWOT analysis which include that it is a simple 4 box process, it encourages development of critical thinking and is a great simple tool of understanding strengths and weaknesses within an organisation whilst also looking outside of the organisation giving an opportunity to explore wider opportunities and potential threats that may have not previously been considered, it is flexible however it runs the risk of obtaining so much data that it may then be hard to identify what is relevant and as it is so basic it would be easy to miss certain key elements in order for it to be successful. It has also been found that if processes are not repeated regularly then this may lead to it being ineffective. (CIPD, 2022)
Ethical Perspectives
AC1.5
According to Indeed (2024) maintaining ethical standards is extremely important as it sets boundaries used within policies and procedures in organisations, resulting in employees and stakeholders, maintaining a high level of professionalism responsibility and accountability.
Ethical frameworks are designed to make well rounded decisions based on a number of factors; these are commonly used to assist the objectives within an organisations code of conduct which is the base for ethical conduct in the workplace. (Taylor and Woodham, 2022)
When devising any ethical structure, professionals are usually governed by what is known as ‘four forces’ which include –
· Needs of the business – ways to maximise profit
· Ethics -making sure employees are treated fairly
· Law – using legal requirements 
· Personal values and beliefs
(CIPD, 2024)
There are many frameworks and theories which are commonly used in order to structure policies and procedures within any organisation. CIPD came up with 8 ethical lenses, used to provide a detailed framework to combat many workplace issues with the view that this theory would aid an ethical way of decision making using a range of perspectives. The 8 perspectives used within this theory include –
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Figure 3 (CIPD, 2015a)
Each lens above uses a slightly different ethical consideration, issue’s will be combatted using varied perspectives to lead to a decision which suit’s a range of ethical angles ensuring comprehensive understanding, addressing complexity, encouraging debate, reflects on both short term and long-term goals, and should promote equity. (Mulgan, 2007)
These ethical guidelines are commonly used within HR whilst decision making areas such as recruitment selection and has become a tool when constructing workplace policies and processes using core details from the CIPD code of conduct which has 5 key virtues including – 
· Positive and active impact on working lives
· Civic virtue and stewardship
· Good character
· Professional service and competence
· Personal responsibility
One ethical perspective commonly used to inform and influence decision making is Utilitarianism whereby the view is that it can result in giving the most people the most happiness. (Mulgan, 2007)
An example of this within HR is when implementing new policies, the pandemic in 2020 company policy of remote working was implemented. If following a utilitarianism approach to implementing this policy you would firstly identify stakeholders, weigh up benefits and drawbacks whilst following a decision-making process, resulting in implementing a decision for maximum benefit.  Resulting in overall employee satisfaction and retention, increased productivity and reduced costs for the organisation which therefore maximises overall wellbeing and benefits for most stakeholders involved however this perspective doesn’t take into account individuals opinions, who is to say that these opinions are not correct/ valid. (Woodard, 2019)
Deontology is an ethical perspective which uses rules, duty and principles to distinguish between right and wrong, following these regardless of the consequences. Within this concept, decisions are made based on intention and is considered morally correct if it is done in accordance with rules eg – a policy. Immanual Kant devised a concept that if a rule could be universalised then this is deemed as morally right, this is known as ‘Categorical Imperative’ and is used heavily within deontology. Positives of this concept is respect for individuals and their rights is paramount, it is a very clear and consistence framework and offers straightforward guidelines. However its rigid approach risks causing harm and undesirable outcomes, it also does not consider consequences of actions. (Kranak, 2019)            
Financial and non-Financial Performance       
AC3.1
Organisations use varied methods enabling them to measure financial and non-financial performance, doing so is important as it provides critical insights into many aspects of the business such as employee engagement and profitability.   One commonly used way of measuring financial performance is KPI (Key Performance indicators) this can track, measure and analyse financial health of an organisation. KPI’s can be measured within many categories including profitability, liquidity and efficiency. Setting objectives in a timely manner is paramount and align with organisations goals and values. The main characteristics of KPI’s include – making sure that information is clear and focused, measurable and quantifiable. Objectives should be consistent, realistic and achievable and all information necessary is available therefore targets can be reviewed, accountability is promoted meaning employees remain motivated. (Stobierski, 2020)
KPI’s can be measured in either a quantitative or qualitative way and are designed to be clear and specific to the objectives ensuring stakeholders clearly understand objectives. The values of this include aiding organisations to make informed decisions, such as budgets within a department over a period whereby considerable savings are needed broken down into KPI’s, identifying spending in areas over a period highlighting overspending whilst considering mitigating factors such as how many employees there are which can improve the organisations financial health therefore achieving savings necessary. KPI’s often focus too much on quantitative measures and ignore important qualitative details such as employee morale. KPI’s can entail to much information therefore be overwhelming for viewers. It is hard to change fundamentals such as environment. Strengths of using KPI’s it is an easy, quick way of citing patterns and issues which identifies reasons for issues therefore can save money identifying and rectifying this. (Mazangwira, 2024)       
One commonly used way of measuring non-financial performance is a Service Level Agreement which is a contractual agreement of the expectations and responsibilities between the provider and the customer meaning that everyone has a clear understanding of what is entailed. (Mazangwira, 2024)       
A non-financial performance method is SLA’s (Service Level Agreement) the most common components with this are as follows – 
· Clear Objectives – outlining services provided such as support with recruitment and employee training.
· Mutual Expectations - both parties should give clearly defined expectations, eg timelines service such as payroll deadlines.
· Performance Metrics and KPI’s – HR collates information using these, therefore correct data is inputted to ensure the effectiveness of any advice offered.
· Communication – update within organisation if any.
· Escalation Procedure – in place to resolve issues promptly.
Implementing SLAs are linked to departments collaborating effectively, which increases productivity and enhances employee satisfaction. SLAs also promotes accountability across the board it gives opportunity for objectives and expectations to be clear. However, people are resistant to change therefore any changes may need coaching and persuading, communication is important with SLA’s. (Mazangwira, 2024)       

Methods used to measure the impact of people practices
AC3.2
HR play a critical role in many aspects of facilitating and maintaining people practice such as recruitment, learning and development and employee retention. Recruitment of the best possible candidate is crucial as it ensures the individual hired has the correct experience and qualifications whilst also suiting the organisations values and culture. This is why the selection process should consist of a thorough and transparent screening process, ensuring efficiency, cost effectively and making sure it is legal and falls in line with Equality Act 2010. (Sims, 2002)
Learning and Development is a crucial aspect to retention within an organisation is it important to hold regular appraisals to identify employees’ strengths and weaknesses and their experience and perspective of the organisation. It is crucial to take on board their views and consider development opportunities for them if they want it. It is important to work with learning and development to collaboratively establish what is available and how to source relevant training. This will enable employees to feel engaged, valued and to progress if desired therefore leading to employee retention. (Masie, 2018)
Methods used to measure these people practices include cost benefit analysis which measures the benefits decision’s using financial metrics, whereby overall cost of projects or potential processes are estimated alongside potential saving’s. This is presented as a ratio so the organisation can clearly see if it is worth pursuing. This approach is data driven; therefore, it does not consider factors such as advantages or disadvantages to the individuals involved. If costs are incorrectly recorded this can lead to incorrect forecast’s, there may be additional costs overlooked when conducting this analysis. However, its make’s decision making simple and should eliminate bias. (Stobierski, 2019)
Return on Investment is a measure used to measure performance using metric, looking at the financial value because of money spent on the employee. A good example of this would be learning and development, if you were to spend money on a team within an organisation by upskilling them using different courses, you would then measure how this development has saved the organisation money over a period. People practice is important as it adds value to organisations, it is paramount to regularly measure the impact of this using methods such as those mentioned above as it ensures that organisations are informed when choosing aspects of their workforce to invest in which ensures maximum benefit is made. This adds value to the organisation as it supports and understands the constant changes within an organisation. It also ensures that the organisation is kept legal and safe whilst also helping to develop staff to evolve with new working practices. (Stobierski, 2019)
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Performance
From the graphs above I can see that overall, throughout the department’s, performance was higher in quarter 2 than quarter 1 which suggests to me that they may have undertaken some training or incentive at the end of quarter one. You can see that the admin team improved their performance considerably in quarter 2 and the sales team stayed the same throughout however the logistics and Research and Development Team seemed to have decreased in their quality of performance in quarter 2 from quarter 1. This suggests to me that either incentives were driven more, or more extensive training was offered in the admin team than in other teams. I also noticed that there was missing data from the performance information logged which highlighted to me that this information may not be reliable. 
Bonuses
Overall, there was an increase in bonuses issued of £2,430.00 in quarter two from quarter one which is not a considerable difference suggesting that the incentive did not drive most employees enough. The sales department did not have bonuses in either quarter, and consistently met there KPI’s in both quarters, meaning no change. The Logistics and the Research and Development team had the most bonuses throughout.
Recommendations
According to CIPD, (2024) it is thought that employee performance is prevalent in determining organisations management and organisational status. Given the findings above a good starting point to look at in this organisation to improve overall performance could be using their HR department or source a consultant team to collate research and formulate a plan.
Firstly, research should be collated using the four sources of evidence recommended by CIPD (2024) drawing together Stakeholders views. This can be collated by conducting interviews or surveys using a combination of open and closed questions to get a wider perspective. It may be that employees are not having regular appraisals or are not getting sufficient training and support to undertake key aspects of their role. Dependent on the information gathered it would be important to critically analyse this. (Lamb & Howlett, 2024)
Dependant on the findings from the interviews and other research undertaken It may be worth upskilling managers in coaching and mentoring for them to deliver regular supervisions to review employees’ skills and goals and enhance knowledge and setting realistic targets for staff. Hayden, (2024).
Incentives such as bonuses are helpful to drive this however can be governed somewhat by financial constraints, bonus schemes are already implemented however this could demotivate employees if the targets set are unrealistic, they could look at non-financial incentives such as noncash incentives and employee recognition schemes. Cotton, (2024)
If all else fails I would design a competency framework such as the Profession Map founded by CIPD, exploring measurable elements that suits both the organisation’s values and the employees’ roles ensuring that the purpose of the framework is communicated effectively and consistently throughout all teams. Outcomes of this may include changes to processes to enable more streamlined work and better time management overall, additional training maybe needed and so should be offered. George, (2024)
It is recognised that this would cost the organisation time and money however the overall potential benefits should outweigh this initial costing as fully trained and competent employees will enhance employee morale, drive sales, and retention. If employees leave this can cost the company money to recruit and train new recruits. If nothing changes then employees may be left having little to no job satisfaction and therefore continuing to underperform, losing the company money whilst in employment. (Briner, 2023)
Table 2
From the feedback provided in table two appraisals conducted within the organisation are of a poor standard, many managers state they had no training to conduct appraisals and does not feel confident within this process, similarly employees do not feel listened to within this protected time and clear guidance is not used. 
Research shows that employees who feel engaged are more likely to be highly motivated. It is important to enforce training for managers whereby they can conduct effective appraisals and communicating feedback to employees to ensure optimum engagement this will lead to what. Macloed, (2009) deemed to be the four key enablers for employee engagement which included Leadership making managers stronger leaders, Line managers -making managers good at motivating their staff, Employee voice – ensuring that staff are involved in decision making processes in some way and ultimately ensuring that core organisation values are reflected in all process and culture. Young, (2024)
A suggested outcome of this would be enforcing organisational development perhaps using SWOT analysis capturing Strengths, weaknesses, opportunities and threats for a plan moving forward and utilising any resources they have within the organisation for example if they have a Learning and Development Team who could engage with all of the teams to develop them and encourage them to work in a conducive way. Haan, (2024).
As a result of this training, it would be worth producing some standardised guidance for managers to utilise and refer to in order to ensure a consistent approach to these changes. This will ensure a stronger leadership team is built.
Overall, with investment in training for all staff, starting with managers initially. This will coach them to get all staff on board with changes and to see benefits of additional training and potential changes to processes whilst enforcing values of the organisation at the heart, this will eventually lead to staff development, retention and enhance job satisfaction and even though this will cost the organisation money initially it will make them money in the long term whilst redeeming mentioned employee benefits also.
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Bonus Per Department

Q1	Admin	Sales	Logistics	Research 	&	 Dev	2220	0	3290	3660	Q2	Admin	Sales	Logistics	Research 	&	 Dev	960	0	4500	6140	


Total Cost of Bonuses	
Q1	Q2	Total	9170	11600	20770	


Perfomance Per Department in Quarter 1 & Quarter 2

Outstanding	Admin - Quarter 1	Sales - Quarter 1	Logistics - Quarter 1	Research 	&	 Dev - Quarter 1	Team 	Admin - Quarter 2	Sales - Quarter 2	Logistics - Quarter 2	Research 	&	 Dev - Quarter 2	0.18	0	0.2	0.3	0	0.09	0	0.25	0.5	Meeting KPIs	Admin - Quarter 1	Sales - Quarter 1	Logistics - Quarter 1	Research 	&	 Dev - Quarter 1	Team 	Admin - Quarter 2	Sales - Quarter 2	Logistics - Quarter 2	Research 	&	 Dev - Quarter 2	0.18	1	0.4	0.3	0	0.36	1	0.45	0.3	Not Quite There Yet	Admin - Quarter 1	Sales - Quarter 1	Logistics - Quarter 1	Research 	&	 Dev - Quarter 1	Team 	Admin - Quarter 2	Sales - Quarter 2	Logistics - Quarter 2	Research 	&	 Dev - Quarter 2	0.27	0	0.3	0.1	0	0.36	0	0.2	0.1	Under Performing	Admin - Quarter 1	Sales - Quarter 1	Logistics - Quarter 1	Research 	&	 Dev - Quarter 1	Team 	Admin - Quarter 2	Sales - Quarter 2	Logistics - Quarter 2	Research 	&	 Dev - Quarter 2	0.27	0	0.1	0.3	0	0.09	0	0.3	0	Absent	Admin - Quarter 1	Sales - Quarter 1	Logistics - Quarter 1	Research 	&	 Dev - Quarter 1	Team 	Admin - Quarter 2	Sales - Quarter 2	Logistics - Quarter 2	Research 	&	 Dev - Quarter 2	0.09	0	0	0	0	0	0	0.1	0.1	No Performance Data	Admin - Quarter 1	Sales - Quarter 1	Logistics - Quarter 1	Research 	&	 Dev - Quarter 1	Team 	Admin - Quarter 2	Sales - Quarter 2	Logistics - Quarter 2	Research 	&	 Dev - Quarter 2	0	0	0	0	0	0.09	0	0	0	
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Asking

Translating a practical issue or problem
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Weighing and pulling together
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The White Hat calls for information known or needed. “The facts, just the facts.”

The Yellow Hat symbolizes brightness and optimism. Under this hat you explore the
positives and probe for value and benefit.

Risks, difficulties, Problems — The risk management Hat, probably the most powerful Hat; a
problem however if overused; spot difficulties where things might go wrong, why something
may not work, inherently an action hat with the intent to point out issues of risk with intent to
overcome them.

The Red Hat signifies feelings, hunches and intuition. When using this hat you can express
emotions and feelings and share fears, likes, dislikes, loves, and hates.

The Green Hat focuses on creativity; the possibilities, alternatives, and new ideas. It's an
opportunity to express new concepts and new perceptions.

The Blue Hat is used to manage the thinking process. It's the control mechanism that
ensures the Six Thinking Hats® guidelines are observed.
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