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[bookmark: _Hlk164978823]In response to the recent Senior Management meeting, I have please see the prepared a report below, that will outline the essence of Evidence Based Practice and how it can support our decision making as an organisation. The benefits of adopting this thesis, may help us achieve even greater success and provide us with confidence in knowing the way that we reach our conclusions are conducted in a transparent manner whilst maintaining our core values. 

(AC 1.1)
Evidence based practice is a theory whereby we make the best decisions, or best-informed decisions using the best of the information available. This is an invaluable tool for people practitioners in assessing how best to solve issues that arise in the workplace. It is a powerful tool that can accompany us in dealing with complex issues using the best sources available to us at that given time, to make a more informed decision. 
The CIPD (Chartered Institute of Personnel and Development) members abide by a Profession Map[footnoteRef:2], CIPD (2023) that has Evidence-based at the core of its purpose (please see diagram below). By using Evidence-based methods, we can aim seeking to get the desired outcomes whilst maintaining a high level of professionalism. Often People professionals will work with senior leaders to drive a business forward, this is usually best displayed when an Evidence-based approach is adopted.  [2:  CIPD (2023) The Profession Map. Available at: https://www.cipd.org/uk/the-people-profession/the-profession-map/how-it-works/#relevant (Accessed 15/11/2023)] 

[image: diagram of the Profession Map]


Evidence based practice and people professionals are slowly becoming intertwined. It is providing the profession with a kudos by adopting a widely used strategy that has existed for many a year across other fields. However, Susan Reid Elder and Moira Nikodem are cautious on how potentially weak the four main evidence sources available are to people professionals when strategising using Evidence Based Practice in their recent People Management article[footnoteRef:3]. [3:  Reid Elder, S and Nikodem, M (2023) ‘Considering the application and relevance of evidence-based HR’ , People Management, Article 1845833. Available at: https://www.peoplemanagement.co.uk/article/1845833/considering-application-relevance-evidence-based-hr (Accessed: 16/11/2023)] 

Perhaps the clearest examples of Evidence based practice in action is contained within the Judicial system. For example: Briner (2019)[footnoteRef:4] makes clear correlations between his hypothesis on Evidence Based Practice in his 2019 Journal Article and proving someone’s guilt in a courtroom. Professor Briner refers to how valuable it is as a concept and provides us with a clear breakdown, on how Evidence Based Practice is not a new phenomenon, neither is it required to be carried out by someone with professional standing; most people carry out evidence-based practice in their every day everyday lives. By “Making a Conscientious, Explicit and Judicious use of the best available evidence[footnoteRef:5]” we There should be looking at a greater quality pool of evidence at the end of our exercise. In gathering a wider range of evidence, it allows us to make a greater informed opinion and support our decision making. Within criminal proceedings it is probably the most crucial instance whereby Evidence Based Practice plays a significant role, by supporting decision making when determining someone’s innocence/guilt.     [4:  Briner, R. (2019). The Basics of Evidence-Based Practice. In People & strategy: journal of the Human Resource Planning Society (Vol. 42, Issue 1, pp. 16–20). Human Resource Planning Society.]  [5:  Briner, R. (2019). The Basics of Evidence-Based Practice. In People & strategy: journal of the Human Resource Planning Society (Vol. 42, Issue 1, page 17). Human Resource Planning Society.] 


(AC 1.2)
A significant analysis tool that may be used by organisations to solve/counter any problems and cultivate opportunities is that of the SWOT analysis[footnoteRef:6]. The SWOT analysis is simply a method in which an organisation evaluates Strengths, Weaknesses, Opportunities and Threats to their operation. These factors may be both internal and external when being assessed.  [6:  CIPD (2023) SWOT Analysis Factsheet. Available at: https://www.cipd.org/uk/knowledge/factsheets/swot-analysis-factsheet/#:~:text=A%20SWOT%20analysis%20is%20a,environment%20in%20which%20it%20operates. (Accessed: 15/11/2023).] 

SWOT has been widely debated by academics Thomas J. Chermack & Bernadette K. Kasshanna in their 2007 article The Use and Misuses of SWOT Analysis and Implications for HRD Professionals[footnoteRef:7] (2007) and how SWOT was previously adopted by companies to develop strategy, only then be misused to “justify courses of action that have already been decided[footnoteRef:8].” Even though it was published in 2007 when companies’ performance was not as increasingly measured by data driven metrics that are as common place as they are today, it is still of relevance in how both academics determined Human Resource HR Development teams relied on this analysis tool method to provide the basis of measuring a company’s performance and potentially leading to a change in strategy to thrive or survive in forever changing environments within their industry.   [7:  Chermack, T. J., & Kasshanna, B. K. (2007). The Use and Misuse of SWOT Analysis and Implications for HRD Professionals. Human Resource Development International, 10(4), 383–399. https://doi.org/10.1080/13678860701718760 ]  [8:  Chermack, T. J., & Kasshanna, B. K. (2007). The Use and Misuse of SWOT Analysis and Implications for HRD Professionals. Human Resource Development International, 10(4), P 396. https://doi.org/10.1080/13678860701718760] 

This analysis method tool was developed further and came by way of Porter’s five forces strategy.[footnoteRef:9] Michael Porter, (1979) devised that businesses needed to assess against market forces and competition to survive and thrive within their chosen industry. Porter’s five sources that shape strategy are: the market force is driven by competitive rivalry, supplier power, buyer power, the threat of substitution and the treat of new entry. If any of these forces are imbalanced, then it may cause a business to decline or see profits decrease, or at the very worst; be put out of business.  [9:  Michael E. Porter. (1979). How Competitive Forces Shape Strategy. Harvard Business Review (Vol. 57, No. 2, pp. 137–145).] 


Another analysis method tool to be considered, is the PESTLE analysis[footnoteRef:10]. CIPD (2023)However, this is primarily linked to external factors that may affect their operations. PESTLE is an acronym that stands for Political, Economic, Sociological, Technological, Legal and Environmental. These such factors can impact heavily on how an organisation may try to deal with complex issues. This type of analysis is usually conducted via brainstorming sessions as part of a wider team to look at the issue at hand holistically. When an organisation comes together to look at the threats facing its operation, it will usually sum up the cost and worst-case scenario of each challenge it faces.  [10:  CIPD (2023) PESTLE Analysis Factsheet. Available at: https://www.cipd.org/uk/knowledge/factsheets/pestle-analysis-factsheet/#what-is-a-pestle-analysis (Accessed 15/11/2023).] 

Organisations are well placed to gather information that will help them survive and even thrive in the face of the impending threats. They are usually made up of people in different positions, backgrounds and the best way would be to evaluate the data analytics (CIPD, 2022) they already possess on their databases or HR management systems. This can be done by conducting a salary review of positions and comparing it with the current market, to find out whether they are competitive and able to attract new talent through the door. This is phrased as salary benchmarking and this technique is not purely limited to salary, it can be used to improve service and can help identify gaps in processes against competitors. 

(AC 1.3)
The main principles A key principle of critical thinking is: Critiquing the arguments of others, how arguments are constructed and how critical thinking techniques impact on others. There is an onus on people professionals to question the evidence provided, and “think twice about what is presented” Tom Chatfield (2022). ensure that they have evidenced assessed the principles facts presented when they come to portraying their case to influence a senior management team, with a proposal for change, for example. This is usually evidenced well evident and provided occurs by way of a ensure that they have evidenced the principles when they come to portraying their case to a senior management team for example. This is usually evidenced well and provided by way of a business case that promotes change in a workplace. For this to take greater effect, it must be clear, concise and provide a senior management team/wider stakeholder with confidence that the objective will lead to a more positive outcome than what they currently have. Along with this, the consequences have been acknowledged and weighted against the evidence of making a well evidence based and sound decision-making decision. 
In the modern age, we have seen the rise of fake news and influencers taking centre stage, this has led to much distrust in the consumption of news how we consume our news and take facts at face-value. It is significant that the validity of statements that form the basis of our decision-making process. LinkedIn now provide a course on the importance of critical thinking[footnoteRef:11] and how without assessing the problem, or not questioning the validity of information presented can lead to us unintentionally accepting the information provided at face-value. This is particularly prevalent in the ‘fake news’ age, that leads many to be swept up in hysteria. If applied to an organisation, illogical thinking and reactionary methods could be severely damaging.   [11:  Figliuolo, M. (2016) Critical Thinking. Available at: https://www.linkedin.com/learning/critical-thinking/the-importance-of-critical-thinking-2?autoplay=true&trk=learning-course_tocItem&upsellOrderOrigin=default_guest_learning ] 

Critical thinking in the people practice profession is a crucial function to ensure evidence-based decisions are reached without prejudice or bias, leading to impartial outcomes. Bias, whether conscious or subconscious is objectively wrong, and biases are to be particularly prevalent in the recruitment process, whereby a hiring manager may select someone who they prefer based on certain characteristics. This could potentially lead to unfairness and in even more severity, discrimination that contravenes The Equality Act (2010). The wider impact of bias could be attributed to the fact there are fewer senior positions for people from ethnic diversity backgrounds (HR Magazine, 2019). It is incumbent of the people practitioner to lead an organisation to act objectively.  
(AC 1.4)
Perhaps the The most famous theorem when faced with a decision-making dilemma and widely available to any organisation is best defined by Dr Edward De Bono’s ‘Six Hats theory’.[footnoteRef:12] This approach is intended to place the decisionmaker in an alternative frame of mind, the same as each coloured hat they represent. For example, the blue hat thinks of the process, the white hat values facts, the red hat is emotive, the green hat looks at it from a creativity viewpoint, the yellow hat focuses on benefits and the black hat is wearier, taking a negative view of a decision.  [12:  De Bono, E. (2009). Six thinking hats (Rev. and updated ed.). Penguin.] 

Putting De Bono’s[footnoteRef:13] theory to action, this should enable the person with the quandary to adopt a different outlook and be more broadened on how their decision may land with others within an organisation. Each hat is as significant as the other, if emphasis is placed on one ahead of another, it may lead to conflict.  [13:  Ibid] 

Another decision-making process is provided by Tannenbaum and Schmidt’s leadership continuum[footnoteRef:14] (please see diagram below)[footnoteRef:15]. It looks at seven different leadership styles and how the impact of each of the actions of the leader to a scenario can have on the team and performance. The continuum is measured from authoritative on end of the spectrum to one that is more ‘laissez-faire’ in attitude at the opposite end. The leader usually assesses each situation and acts in accordance with the leadership style that they feel most comfortable with. The decision making has a direct affect as a consequence of the style of leadership depicted by the manager in this situation, positively or negatively. This direct impact will need to be determined by the decision-making ability of the manager, with particular considerations made to service, staff and stakeholders. In practice, if a manager is more authoritarian and tells their colleagues exactly what to do and expects their colleagues to follow, it could be very problematic and lead to a lack of buy-in if the team feels they have little power to influence a decision if judged that the end result of them carrying out their duty leads to a poor result, that they must carry out, without the ability to be a part of the decision making process.  In direct opposition to this, if a manager decides to abdicate completely from providing the answer to a particular task and allows the team free reign to carry out their duty as they see fit, it could have a negative effect which will directly impact the manager as the old adage goes: ‘the buck stops with them.’ [14:  Tannenbaum, R., & Schmidt, W. H. (1973). How to choose a leadership pattern. In Harvard business review (Vol. 51, Issue 3, pp. 162-). Harvard University Graduate School of Business Administration.]  [15:  https://www.mindtools.com/aesdntj/the-tannenbaum-schmidt-leadership-continuum (Accessed 01/12/2023)] 

[image: ]
This leads nicely into follows in looking at the stakeholder analysis methods that provide us with decision-making checklists that form the basis of decision-making and give justification for arriving at one conclusion over another. Stakeholder analysis takes into account considers the feeling of how a decision may land with a stakeholder, or group at the heart of the decision-making process. It is common practice in the world of project management. It is usually conducted by meeting with and/or interviewing the stakeholders to understand their concerns, limits, and skillset to support the implementation of the impending change or activity about to take place. Stakeholders are/sought to be at the forefront of leaders’ minds and CMI (2024) provides great techniques in how to assess and carryout the stakeholder analysis.

(AC 1.5)
There are a variety of ethical dilemmas that we consider and seek to abide by each day. Most are nurtured and collective beliefs that we follow as some sort of code. People practitioners are no different and seek to use the values of an organisation as the bedrock to promote the following of an overarching ethic ahead of another. The CIPD has studied this extensively and provided a broad review on ‘Eight different ethical perspectives on workplace dilemmas’ in their (2015). Report.[footnoteRef:16] The report looked at 8 conflicting ethical lenses; “fairness, merit, markets, democracy, well-being, rights and duties, character, and handing down[footnoteRef:17].” I will further explain three perspectives in greater detail to show how they They can be used it to influence behaviour and decision-making.  [16:  CIPD (2015) Ethical decision-making: Eight perspectives on workplace dilemmas. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/ethical-decision-making-2015-eight-perspectives-on-workplace-dilemmas_tcm18-9564.pdf (Accessed 04/12/2023)]  [17:  CIPD (2015) Ethical decision-making: Eight perspectives on workplace dilemmas. (Page 3). Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/ethical-decision-making-2015-eight-perspectives-on-workplace-dilemmas_tcm18-9564.pdf (Accessed 04/12/2023). ] 

The first lens to consider is fairness; Using a personal example, ‘To be fair’ is one of Tai Tarian’s three recently re-branded values that hope to instil a culture within our organisation that pits fairness highly among the thinking and how colleagues act towards each other and with external stakeholders. To be fair, is hoped to provide a positive action in the promoting of fairness, it is a broad approach that hopes to encompass a lot of what fairness leads to equality. The equality for people of all different characteristics, the equality of opportunity, or with the deep thought in the subconscious that hopes to instil a sense of social equality. As Lady Hale provided in a lecture on Equality at Oxford back in 2018, (Oxford, 2018) around the universal legal sentiment that we are all equal in the eyes of the law, with equality at the forefront of the rule of law[footnoteRef:18]. This has significant impact on moral decision-making as fairness is highly regarded by most when faced with a moral quandary. “How might X feel in this situation?” Is a common thought process spoken aloud when determining something to be unjust. [18:  Hale, B. (2018) Equality and Human Rights. [Speech] Oxford Equality Lecture, Law Faculty at the University of Oxford, Oxford. 29 October.] 

[bookmark: _Hlk152619334]Another pivotal ethical perspective to be considered is Utilitarianism, (CIPD, 2015). It seeks to make the decision maker with potential justification for carrying out an action that has consequences, all whilst seeking to maximise the positive outcome. John Stuart Mill (1861) sought to define what the moral obligation was on the decision-maker in his classic philosophical description of Utilitarianism back in the early 19th Century[footnoteRef:19]. This carries a tremendous burden on the moral judgement of an individual and can lead to either a tremendous or terrible outcome. This could be applied to a real-time scenario when a recruiting manager values ‘team fit’ over skills or experience during the recruitment & selection process. This may ultimately be the best thing for that particular organisation or arm, may sacrifice skills to gain conformity with an established set of values. [19:  Mill, J. S. (2014) OF THE ULTIMATE SANCTION OF THE PRINCIPLE OF UTILITY, in Utilitarianism. Cambridge: Cambridge University Press (Cambridge Library Collection - Philosophy), pp. 39–51. doi: 10.1017/CBO9781139923927.003. ] 

Thirdly and finally to contrast slightly with the first two perspectives is the principle of altruism, (CIPD, 2015). This ethical concept seems to provide a sense of feeling how an action can impact some negatively and weigh up how a cause and effect may come to benefit the ‘the greater good.’ On the face of it, it appears to be the most indiscriminate way of providing a solution, however it can potentially put the decision maker at a wider detriment. 
In applying the altruist perspective practically, there is clearly big dilemmas facing people practitioners when it comes to the workplace. The people professional will usually be the mediator, or impartial person in between a confrontation between two people, or even two sets of people within an organisation. They will usually follow the compass laid out by the organisation’s policy as a guide but may feel a sense of conflict.

(AC 3.1)
In financial terms, a company’s performance is clearly measured by profit/loss on a balance sheet - the higher the profit, prima facie; the greater they are performing. Best practice states, organisations monitor their performance financially using KPI’s. This demonstrating their liquidity, success and provides a comparison against previous data and to compare against projections. projections to improve and set targets against them. Harvard Business School, (2020) suggest there are 13 financial measures to monitor.
An organisations’ performance can also be quantified by way of staff wellbeing surveys, if staff feel engaged positively, generally their overall wellbeing is positive. This metric can have a wider influence on be measured by way of pulse surveys with attributing scores to quantify the morale of the employees. This can then be used to compare with staff absence and potentially turnover. The lower the morale the higher the expected turnover is likely to be. Even market influence in the modern social media age. The the higher the number of followers, usually correlates to the reach of the organisation and power to influence. others.  
However, companies have been criticised for believing that the latter form of non-financial measuring will directly increase profit margins, and strategy becoming blurred, (Harvard Business Review, 2003). Nevertheless, non-financial measuring does directly correlate to returns. For example, if there was a strong showing of customer loyalty evident by way of loyalty cards being taken out or used, then this will likely indicate a customer base buying from you.

(AC 3.2)
People practitioners can positively impact an organisation over a short term and long term by way of using their power to influence management into making positive changes ‘on a journey together’ to enhance the prospects of the organisation. This can be described as a “strategic HR activity.”[footnoteRef:20] CIPD (2023). People practitioners will usually evidence a key change to upper management or wider stakeholders with a cost-benefit analysis, which would hope to provide a reasoning that would bring greater profitability if their vision were followed. An example of this would be to conduct exit surveys and analyse the reasons for volume of turnover of voluntary leavers. This could then lead to fewer costs on recruitment services to backfill, by retaining existing staff. There has been a great deal of focus placed on staff retention since the COVID-19 as many employers saw higher than usual turnover in the aftermath of the pandemic – it costs more to replace than it does to retain staff (Bright HR, 2024). [20:  Taylor, S., & Woodhams, C. (Eds.). (2022). Studying human resource management: a guide to the study, context and practice of HR (Third edition). Page 8. KoganPage.] 

By reviewing the data and providing effective data analysis, it can lead to a positive impact on an organisation. CIPD (2022), people professionals place great emphasis on the value it can have, such as enhancing employee buy-in through participation in tools such as staff surveys. This has the potential to influence output and productivity if well-received. If the responses form the surveys are negative, it can help people professionals to circumvent the issues and have a positive impact on morale. If a problem is identified and eased, the staff are less likely to be disgruntled if they feel heard.


[bookmark: _Toc152600420]analysis review
(AC 2.1)
Using the secondary data sets available, I have analysed and analysing the information to highlight key indicators included within the Equality, Diversity & Inclusion salary data. In total, there are 260 employees’ key data contained in the sample, this is an example of quantitative data, it is crucial that we seek to identify any patterns that are evident, or to further promote equality of opportunity if the data shows any disproportionate imbalances for particular groups of people. It may prompt us to take “Positive Action” as provided by the Equality Act 2010[footnoteRef:21] that is the all-encompassing piece of Legislation for anti-discrimination.  [21:  The UK Government (2023) Positive Action in the Workplace. Available at: https://www.gov.uk/government/publications/positive-action-in-the-workplace-guidance-for-employers/positive-action-in-the-workplace ] 


(AC 2.2)
f). Of the 260 employees; 54% are male, 45% are female and 1% are non-binary. This is a near even split amongst genders in the workforce, with the exception of those identifying as ‘non-binary’ as this is a more modern phenomenon.


	Role
	(All)

	
	

	Row Labels
	Count of Gender

	Female
	118

	Male
	140

	Non-binary
	2

	Grand Total
	260


[image: ]
g). From the data, I have prepared please see a breakdown to see of the ethnic makeup of each team and displayed an average percentage to compare the diversity statistics between each Directorate. 
As you can see from the data below, it is interesting that a smaller team such as the Community Engagement and Partnerships has 4 employees out of 7 identifying as ‘White British’ (57.14%) in comparison with the Lettings team where they make up 100% (10 out of 10).
The most diverse team appears to be the Community Engagement and Partnerships team, with 3/7 not identifying as ‘White – British.’ Coincidently, this is the 3rd worst earning by team, with an average salary of £27,328.57 - I have prepared there is an analysis of the salary breakdown by team further below in diagram J that supports this. 
When it comes to ethnicity pay reporting, there is no mandatory reporting to measure differences and imbalances among organisations unlike gender pay reporting. However, the CIPD provides us with best practice in lieu of sufficient legislation. The CIPD’s recommendations are that there are six pay statistics[footnoteRef:22] that should be published, which will help equalise a pay gap amongst different ethnicities. These aims are to ‘Align ethnicity pay reporting with gender pay reporting but recognise the differences. Remember ethnicity representation is as important and strongly linked to ethnicity pay gaps. Recognise the value of simplicity and clarity. Focus on action. Start and improve and combine comparability in data with tailoring of analysis and actions.’  [22:  CIPD (2023) Ethnicity pay reporting guides. Available at: https://www.cipd.org/uk/knowledge/guides/ethnicity-pay-reporting-guide/ ] 


h). With the microscope firmly still on Equality, Diversity & Inclusion; from the data, I have broken it down to show this graph shows all employees who have identified as ‘disabled’ by each team.   
It is significant that not one employee is ‘disabled’ in the Business services/Governance, which is presumably office-based work, yet there are 5 who identify as disabled within the property team, which may involve more manual based work - this is purely an observation.




i). ‘It is a mandatory requirement for all employers over 250 people to report their salary disbursement between genders in accordance with the Equality Act (2010)[footnoteRef:23] and Gender Pay Gap Regulations (2017).’[footnoteRef:24] As a result of this, I have prepared here is a quick brief overview of the data to show the direct comparison for average salary paid between genders. [23:  Taylor, S., & Woodhams, C. (Eds.). (2022). Human resource management: people and organisations (Third Edition.). Kogan Page Inc. page 209]  [24:  ibid] 





As you may notice, females (£31,900.30) on average earn slightly more than males (£31,812.18), on this occasion although it is nearly equal, and it does not present a wildly disproportionate difference between men and women. However, for those who identify as ‘non-binary’ we can see that there is a significant difference in comparison with the other two genders as they earn £19,500.00 on average. However, the 2 employees who identify as non-binary are employed in traditionally lesser ranked and experienced roles as an Administrator and Trades Apprentice. 

j). Finally, I have sorted through the data to signify The final graph signifies a breakdown of each team and the average salary earnt between them. Please see the chart below:



As you may notice, From the data presented, the average salary of each employee amongst all the teams is £31,757.46 however, this does not necessarily mean that each salary is disbursed fairly, as some roles require specialism and others may be more menial. Therefore, the greater the number of each team may mean a lesser average salary earnt. We would expect to see the five Directors earning the most on average (£93,791.00) and this does in fact raise the average overall. In contrast, a similar team number such as the Marketing team (4) only earns £28,037.50 per annum.

(AC 2.3)
Upon review of the feedback scores from the 300 employees, it would be wise to state that from the outset, we must be cautious in in both over and undervaluing the validity of the data presented if the results prompt us into action as we’re not aware of the overall sample size or total amount of employees to prove a correlation with the sentiments provided by the respondents along with the wider feelings of the other employees. 
There are a variety of possible solutions to enhance the employee experience from the results of the survey. They range from revising the reward and recognition programme, to perhaps increase competitiveness and boost morale. This may give a shot in the arm to productivity and could be deemed a ‘win-win.’ However, this can have a negative cost impact, on an organisation. Benchmarking against other organisations for pay for employees in similar positions would be wise to determine market pay is competitive.  An alternative may be to seek development opportunities within. CIPD (2023) recommends developing lower skilled workers to achieve higher earning potentials if there is no current prospect to progress. However, there is a cost implication to providing training, but the organisations L&D department may be able to source funding to enhance the skills for the workforce. In doing nothing, the organisation is at risk of not of not promoting opportunities for all, this could potentially lead to someone feeling they have been unfairly treated and bring action by way of a claim through tribunal. If found that the employee is being put at a detriment, in relation to lack of training/development opportunities it could constitute automatically unfair dismissal. 
Nonetheless, the responses displayed presents an interesting gauge when it comes to hybrid working practices. I shall proceed in analysing the findings. Here are some observations of the responses in the data:
This is a classic example of quantitative research, whereby the replies are gathered from a survey, indicating premeditated answers to each question and the respondent indicates how strongly they agree from a scale of 1-5, 1 being the strongest, 5 being the least amount they agree. As Bryman[footnoteRef:25] summarised in his 2006 article, the mixed method of research, by way of combining qualitative and quantitative research can be far more unpredictable than if we were to view them solely in isolation.  [25:  Bryman, A. 6(1) (2006) Integrating quantitative and qualitative research: how is it done? Available at: https://doi-org.ezproxy.uwtsd.ac.uk/10.1177/1468794106058877ope (Accessed 27/11/2023).] 


· From the responses, employees are enjoying a more balanced work/home life. 
· They feel hybrid working practices are beneficial to their wellbeing. 
· They do not feel fully supported when working from home. 
· A mixed response to finding WFH a challenge. This could be contributed as most modern workforces have adapted to communicate in a variety of different ways using modern tools such as Microsoft Teams/Zoom calls to enhance engagement. 
· A difficulty separating work and home life. 
· An almost even split when it comes to feeling more productive. 
· More employees felt WFH hindered their ability to collaborate with their team
· The company values feel more aligned since hybrid working
· Targets are felt to be broadly unachievable whilst WFH
· Almost even split of respondents felt they could achieve their targets whilst WFH
· Far less conflict in this mode of working
· An overwhelming amount of 250 disagreed and did not feel less stressed being away from the workplace
· Slightly more people felt they had different recognition working from home

The CIPD (2021) published a research document on the effect of hybrid working practices and assessed whether it was a beneficial as others perceived it to be. It recommended that if implemented, it should be closely monitored with feedback sought from employees, as it could lead to staff feeling isolated and having a negative impact on wellbeing. Along with this it suggested continually reviewing any hybrid working practices and resolving any adverse issues felt by colleagues.
This is a traditional example of quantitative research, whereby the replies are gathered from a survey, indicating premeditated answers to each question and the respondent indicates how strongly they agree from a scale of 1-5, 1 being the strongest, 5 being the least amount they agree. As Bryman (2006) summarised, the mixed method of research, by way of combining qualitative and quantitative research can be far more unpredictable than if it was viewed solely in isolation.
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Assessment Criteria Evidence Checklist 
You may find the following checklist helpful to make sure that you have included the required evidence to meet the task. This is not a mandatory requirement as long as it is clear in your submission where the assessment criteria have been met.

	Section 1 – Report
Assessment criteria
	Evidenced
Y/N
	Evidence reference

	1.1
	Evaluate the concept of evidence-based practice including how it can be applied to decision-making in people practice.
	
	

	1.2
	Evaluate a range of analysis tools and methods including how they can be applied to diagnose organisational issues, challenges and opportunities.
	
	

	1.3
	Explain the principles of critical thinking including how you apply these to your own and others’ ideas.
	
	

	1.4
	Explain a range of decision-making processes.
	
	

	1.5
	Assess how different ethical perspectives can influence decision-making.
	
	

	3.1
	Appraise different ways organisations measure financial and non-financial performance.
	
	

	3.2
	Explain how to measure the impact and value of people practice using a variety of methods.
	
	









	Section 2 – Quantitative and qualitative analysis review
Assessment criteria
	Evidenced
Y/N
	Evidence reference

	2.1  
	With reference to a people practice issue, interpret analytical data using appropriate analysis tools and methods.
	
	

	2.2
	Present key findings                            for stakeholders from people practice activities and initiatives.
	
	

	2.3
	Make justified recommendations based on evaluation of the benefits, risks and financial implications of potential solutions.
	
	










[bookmark: _Toc152600422]Declaration of Authentication
[bookmark: _Toc152600423]Declaration by learner 
	I can confirm that this assessment is all my own work and where I have used materials from other sources, they have been properly acknowledged.   

	Learner name: Thomas Jones
	

	Learner signature: [image: ]
	

	Date: 04/12/2023 20/03/2024 25/04/2024
*This should be the date on which you submit your assessment
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Evidence-based practice
[bookmark: _Toc152600424]Assessment Criteria marking descriptors.
Assessors will mark in line with the following assessment criteria (AC) marking descriptors, and will indicate where the learner sits within the marking band range for each AC. 
Assessors must provide a mark from 1 to 4 for each assessment criteria within the unit. Assessors should use the mark descriptor grid as guidance so they can provide comprehensive feedback that is developmental for learners. Please be aware that not all the mark descriptors will be present in every assessment criterion, so assessors must use their discretion in making grading decisions.
The grid below shows the range for each unit assessment result based on total number of marks awarded across all assessment criteria.  
To pass the unit assessment learners must achieve a 2 (Low Pass) or above for each of the assessment criteria.
The overall result achieved will dictate the outcome the learner receives for the unit, provided NONE of the assessment criteria have been failed or referred. 
Please note that learners will receive a Pass or Fail result from the CIPD at unit level. Referral grades can be used internally by the centre.

	Overall mark
	Unit result

	0 to 19
	Fail

	20 to 25 
	Low Pass

	26 to 32
	Pass

	33 to 40
	High Pass




[bookmark: _Toc152600425]Marking Descriptors

	Mark
	Range
	Descriptor

	1
	 Fail 
	Insufficient demonstration of knowledge, understanding or skills (as appropriate) required to meet the AC.
Insufficient examples included, where required, to support answers.
Presentation and structure of assignment is not appropriate and does not meet the assessment brief.
Insufficient or no evidence of the use of references to wider reading to help inform answer.

	2
	Low Pass
	Demonstrates an acceptable level of knowledge, understanding or skills (as appropriate) required to meet the AC.  
Sufficient and acceptable examples included, where required, to support answers.
Required format adopted but some improvement required to the structure and presentation of the assignment.
Answers are acceptable but could be clearer in responding to the task and presented in a more coherent way.
Sufficient evidence of the use of references to wider reading to help inform answer.

	3
	Pass

	Demonstrates good knowledge, understanding or skills (as appropriate) required to meet the AC.
Includes confident use of examples, where required, to support each answer.
Presentation and structure of assignment is appropriate for the assessment brief.
Answers are clear and well expressed.
Good evidence of the use of references to wider reading to help inform answer.

	4
	High Pass
	Demonstrates a wide range and confident level of knowledge, understanding or skill (as appropriate).
Includes strong examples that illustrate the point being made, that link and support the answer well.
Answers are applied to the case organisation or an alternative organisation.
Answers are clear, concise and well argued, directly respond to what has been asked.
The presentation of the assignment is well structured, coherent and focusses on the need of the questions.
Considerable evidence of the use of references to wider reading to inform answer. 






[bookmark: _Toc152600426]Marking grid and feedback for learner

	Unit 5CO02: Assessor Feedback to Learner


	Centre number
	Please enter your centre number here

	Centre name
	Please enter your centre name here

	Learner number (1st 7 digits of CIPD Membership number)
	Please enter the learner number here. Must be 1st 7 digits of CIPD membership number

	Learner surname
	Please enter learner surname here

	Learner other names
	Please enter learner other names here e.g., first name and middle name(s)



	Section 1


	AC Number
	Assessment Criteria
	Mark 
1-4

	1.1
	Evaluate the concept of evidence-based practice including how it can be applied to decision-making in people practice.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.2
	Evaluate a range of analysis tools and methods including how they can be applied to diagnose organisational issues, challenges and opportunities.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.3
	Explain the principles of critical thinking including how you apply these to your own and others’ ideas.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.4
	Explain a range of decision-making processes.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.5
	Assess how different ethical perspectives can influence decision-making.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	3.1
	Appraise different ways organisations measure financial and non-financial performance.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	3.2
	Explain how to measure the impact and value of people practice using a variety of methods.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	Total marks for TASK 1

	Enter total marks here

	Total marks for TASK 1 (resubmission 1 if applicable)

	Enter total marks here

	Total marks for TASK 1 (resubmission 2 if applicable)
	Enter total marks here




	Section 2


	AC Number
	Assessment Criteria
	Mark 
1-4

	2.1
	With reference to a people practice issue, interpret analytical data using appropriate analysis tools and methods.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	2.2
	Present key findings for stakeholders from people practice activities and initiatives.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	2.3
	Make justified recommendations based on evaluation of the benefits, risks and financial implications of potential solutions.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	Total marks for TASK 2

	Enter total marks here

	Total marks for TASK 2 (resubmission 1 if applicable)

	Enter total marks here

	Total marks for TASK 2 (resubmission 2 if applicable)
	Enter total marks here








	Total marks for UNIT

	Enter total unit marks here
	Grade
	Enter grade here

	Total marks for UNIT (resubmission 1 if applicable)

	Enter total unit marks here
	Grade (resubmission 1 if applicable)
	Enter grade here

	Total marks for UNIT (resubmission 2 if applicable)

	Enter total unit marks here
	Grade (resubmission 2 if applicable)
	Enter grade here

	Assessor Feedback Summary

Please enter your summary and developmental points for the learner here. Please use a different font colour for any resubmission comments. 



	Assessor name
	Please enter your Assessor name here

	Assessor signature
I confirm that I am satisfied that to the best of my knowledge, the work produced is solely that of the learner.
	Please enter your Assessor signature here

	Date
	Please enter date here


	IQA name
	Please enter your IQA name here

	IQA signature
	Please enter your IQA signature here

	Date
	Please enter date here















AC1.1
Breakdown of teams by ethnic origin 







Count of Ethnicity	
White British	White Irish	White Other	Indian	Mixed - Other	White and Black Caribbean	White British	Chinese	Pakistani	White British	Indian	White British	White British	Black - Other	Indian	White British	Indian	White British	White British	White Other	Asian - Bangladesh	White and Black Caribbean	White British	White British	White Irish	White Other	Black - Other	White British	White British	White British	Chinese	White British	Pakistani	White British	White British	White and Black Caribbean	White British	White British	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	7	1	1	1	1	1	4	1	2	12	1	4	2	1	1	8	1	2	11	1	1	1	16	17	1	1	1	8	10	4	1	10	1	98	5	1	10	9	2	Average % of team	
White British	White Irish	White Other	Indian	Mixed - Other	White and Black Caribbean	White British	Chinese	Pakistani	White British	Indian	White British	White British	Black - Other	Indian	White British	Indian	White British	White British	White Other	Asian - Bangladesh	White and Black Caribbean	White British	White British	White Irish	White Other	Black - Other	White British	White British	White British	Chinese	White British	Pakistani	White British	White British	White and Black Caribbean	White British	White British	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	0.77777777777777779	0.1111111111111111	0.1111111111111111	0.14285714285714285	0.14285714285714285	0.14285714285714285	0.5714285714285714	6.6666666666666666E-2	0.13333333333333333	0.8	0.2	0.8	1	0.1	0.1	0.8	0.33333333333333331	0.66666666666666663	0.91666666666666663	8.3333333333333329E-2	5.5555555555555552E-2	5.5555555555555552E-2	0.88888888888888884	0.89473684210526316	5.2631578947368418E-2	5.2631578947368418E-2	0.1111111111111111	0.88888888888888884	1	1	9.0909090909090912E-2	0.90909090909090906	1.0101010101010102E-2	0.98989898989898994	1	9.0909090909090912E-2	0.90909090909090906	0.81818181818181823	0.18181818181818182	



Proportion of employees who identified as disabled







Average % of team	
Not disabled	Disabled	Not disabled	Disabled	Not disabled	Not disabled	Not disabled	Disabled	Not disabled	Not disabled	Disabled	Not disabled	Disabled	Not disabled	Disabled	Not disabled	Disabled	Not disabled	Disabled	Not disabled	Not disabled	Disabled	Not disabled	Disabled	Not disabled	Not disabled	Not disabled	Disabled	Not 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	1	0.14285714285714285	0.8571428571428571	0.2	0.8	1	1	0.2	0.8	1	8.3333333333333329E-2	0.91666666666666663	0.1111111111111111	0.88888888888888884	5.2631578947368418E-2	0.94736842105263153	0.22222222222222221	0.77777777777777779	0.1	0.9	1	0.18181818181818182	0.81818181818181823	5.0505050505050504E-2	0.9494949494949495	1	1	9.0909090909090912E-2	0.90909090909090906	Count of Disability status	
Not disabled	Disabled	Not disabled	Disabled	Not disabled	Not disabled	Not disabled	Disabled	Not disabled	Not disabled	Disabled	Not disabled	Disabled	Not disabled	Disabled	Not disabled	Disabled	Not disabled	Disabled	Not disabled	Not disabled	Disabled	Not disabled	Disabled	Not disabled	Not disabled	Not disabled	Disabled	Not 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	9	1	6	3	12	5	2	2	8	3	1	11	2	16	1	18	2	7	1	9	4	2	9	5	94	5	11	1	10	



Average salary by gender







Average of Salary FTE	
Female	Male	Non-binary	31900.296610169491	31812.178571428572	19500	Count of Gender	
Female	Male	Non-binary	118	140	2	



Average salary by team























Average of Salary FTE	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	35490.555555555555	27328.571428571428	27494.333333333332	93791	33577.5	35759	31666.666666666668	21030	30194.444444444445	30364.21052631579	39766.666666666664	27665	28037.5	38126.36363636364	30614.141414141413	36118	22863.636363636364	31213.636363636364	Count of Team	
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	9	7	15	5	2	10	3	12	18	19	9	10	4	11	99	5	11	11	
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