Evidence-based practice (AC 1.1)
        “The basic idea of evidence-based practice is that good-quality decisions should be based on a combination of critical thinking and the best available evidence” (Barends, Rousseau, Briner, 2014). 
It is essential that organisations use evidence-based practice to support decision-making. The implications of relying on one’s opinion and intuition alone can be extremely costly to individuals and organisations. Young (2023) states the process of evidence-based practice ensures well informed and fair decisions are made to eliminate the risk of bias and outdated insight. It is essential organisations make well informed decisions to minimise the detrimental impacts on employee engagement, business performance and company reputation. 
Young argues the process of reviewing evidence critically, from a variety of reliable sources generates a wider body of knowledge making outcomes more trusted. He states before introducing a new practice in the workplace people professionals must gather a variety of sources to ensure quality decision-making. Woodhams and Perkins (2022) argue this process can be challenging as a great deal of evidence available to practitioners is driven by personal or political agenda, which can result in misleading evidence. They argue practitioners must be critical and endeavour to base decisions on evidence that is supported by a number of sources for validation.  
Barends, Rousseau, and Briner (2014) state the key four sources of evidence to consider in evidence-based practice are scientific evidence, organisational evidence, experiential evidence and stakeholder evidence. This evidence must then be collated and considered using the six-step process of asking, acquiring, appraising, aggregating, applying and assessing. 
Woodhams and Perkins (2022) argue there are some limitations to the data analysis process. They state the process can be extremely time consuming however, cannot be rushed as this can result in a meaningless conclusion. Ginex (2018) argues that the time-consuming nature of evidence based practice and a lack of knowledge is seen by many as a barrier to adopting the process in the workplace. Barends, Rousseau, and Briner (2014) argue the need to make immediate decisions by managers is often an expectation rather than a rule. They state the majority of management decisions are considered and made over long periods of time. Therefore, with a better understanding of evidence-based practice the process can be implemented in many organisations. 

Analysis tools and methods (AC 1.2)

Armstrong and Taylor (2023) state the use of analytical tools enables a business to examine a variety of internal and external factors that can affect business performance. They state the three most commonly used analysis tools are SWOT, PESTLE and STEEPLE.

Frue (2018) states PESTLE is a useful analysis tool, which enables a business to consider the six outlined factors that affect a business or project. The six factors looked at by PESTLE are political, economic, social, technological, legal and environmental. Battista (2023) argues due to its simplicity PESTLE is one of the easiest tools to use. She argues its easy to follow steps enables an understanding of the wider business whilst encouraging the development of strategic thinking. She states PESTLE can allow a business to anticipate threats and take the necessary steps to avoid them whilst recognising opportunities enabling a business to exploit these fully. 

However, Frue (2018) argues sometimes simple is not always the most effective analysis tool. She argues this can lead to short bullet point answers, which whilst easy to digest can lack depth, leading to lack of preparation. Frue states whilst PESTLE looks at six external factors that could affect a business an effective analysis must also consider the many internal factors. She suggests the use of a secondary analysis tool alongside PESTLE to cover all possible bases for example, SWOT. Armstrong and Taylor (2023) reinforce this idea stating PESTLE is a tool that looks mainly at the environmental factors whilst SWOT is a tool that looks at the internal and external factors. 

Frue argues many factors can influence the PESTLE analysis and factor a change overnight for example, a new law is passed making it hard to predict the future for a business. Battista (2023) argues to be affective PESTLE must be carried out on a regular basis to try to anticipate changing factors to ensure the best possible result. 

Woodhams and Perkins (2022) state there are a number of methods that can be used to collect data, arguing surveys are among the most commonly used. They believe this is due to the low input cost and the time taken to administrate responses. They argue surveys are more accessible for respondents as they can be completed at any time. 

However, they do recognise there are some disadvantages to the use of surveys. When generating surveys it can be difficult to ask complex questions and respondents might not answer these, which will have a significant impact on the results. Woodhams and Perkins state often survey responses lack depth making results meaningless. Provoke Insights (2020) support this idea stating when using qualitative research it is important to ask in-depth questions such as the whys. They argue open-ended survey questions are often off putting to respondents causing lack of engagement and a meaningless response. 

Woodhams and Perkins (2022) argue to improve response rates of surveys and promote meaningful responses surveys must be clear and concise. They state questions must include a range of open and closed responses and the content should be driven by the topic. 

Critical thinking (AC 1.3)
      Critical thinking is the process of analysing and evaluating the quality of ideas, theories and concepts to establish the degree to which they are valid and supported by the evidence and the extent to which they are biased.  (Armstrong. Taylor, 2023, p. 593) 

The University of Edinburgh (2023) state critical thinking is the result of assessing evidence from a variety of sources and using the findings to form a reasoned decision. Armstrong and Taylor (2023), support this idea stating critical thinking is the process of reflecting on evidence before interpreting the data to reach a decision. 
Indeed editorial (2023) state a critical thinker must be analytical, objective and open minded to ensure decisions and conclusions reached are fair and rational. They argue the individuals involved in the critical thinking process must be able to consider a variety of information and determine what is relevant and useful. They state open-mindedness is the foundation skill of critical thinking. Cambridge assessment (2023) supports this idea stating there is a close relationship between critical thinking and objective and rational thinking. They state the process of critical thinking rests upon the ability to be analytical, objective and rational. They highlight the importance of putting side personal thoughts and views to enable fair examination of arguments.  
Howlett (2019) argues critical thinking is an essential skill for people professionals as these people are at the centre of many changes that take place in the workplace. He states “People professionals have an important role in helping organisations to make good decisions and take effective action in achieving the purpose and goals of organisations.” (Howlett, W. 2019). 
Howlett states there are three key ways people professionals can apply critical thinking in the workplace. These are reviewing the ideas of others, recognising when others are making critical thinking errors and through formulating persuasive opinions and arguments of their own.  Indeed editorial (2023) argue that employees who are critical thinkers contribute to a more efficient workplace. They state these individuals are able to spot areas of development within the business and identify long-term problems. By employing critical thinkers a business has the potential to save costs, avoid threats and grow. 
Decision-making processes (AC 1.4) 
There are a number of decision-making processes an organisation can use to ensure that effective outcomes are achieved for example, the six hats, lateral thinking and action learning sets. 
Woodhams and Perkins (2022) explain that through looking at different coloured hats the Edward De Bono ‘six hats’ technique covers many ways of thinking about a problem. Each of the six hats focuses on a different way of thinking for example, the red hat focuses on feelings and the yellow hat focuses on value. They state the ‘six hats’ technique is a useful tool to encourage a deeper consideration of a problem. This idea is supported by Mind Tools Content Team (2023a) who argue it is easy to divert from the topic when considering multiple angles however, they state by using the six hats technique a group of people can consider a variety of ways of thinking in a clear, conflict free way. 

Bono (2016) states lateral thinking is a way of looking at a problem through a different perspective. He states thinking laterally is the ability to think creatively to generate new ideas arguing creativity is essential for progress to happen. Bono states with lateral thinking comes new ideas, which lead to change in attitude and approach making lateral thinking an extremely beneficial decision-making process. The Indeed Editorial Team (2023b) state lateral thinking is a skill that many employers value as this can promote unique solutions to challenging problems. They argue lateral thinking can be improved through a number of steps such as, exposing individuals to random stimulation, through looking for alternatives and by asking random questions. 

The management Centre (2023) states an action learning set is when a small group of people come together to find solutions to real life problems. The group is formed of peers working at a similar level and a facilitator to guide the process. 
         “Essentially set members are encouraged to find their own solutions to challenges and issues through a structured process of insightful questioning combined with a balance of support and challenge from the group.” (The management Centre, 2023) 
Mind Tools Content Team (2023c) suggest the use of action learning sets when problems are complex and solutions require the knowledge and understanding of peoples shared experiences. They state action learning groups can encourage innovation and creative thinking as conversation can spark debate. They argue through working closely in small groups good working relationships are formed and better working environments created.  

Ethical perspectives and their influence on moral decision-making (AC 1.5)
There are a number of different ethical perspectives that can be applied in the work place to inform and influence moral decision–making. 
Mind Tools Content Team (2023b) describe Equity Theory as when an individual’s input matches their output. For example, their hard work and skill level matches their benefits and salary. They argue when input and output are equal the relationship between an employer and its employee is positive resulting in content, motivated employees.  
Indeed editorial (2023c) highlight the importance of communication and relationships when implementing Equity Theory in the workplace as individuals will value inputs and outputs differently. For example, one employee may believe qualifications are of the highest value whilst another may feel it is effort that is the greatest input. They argue that for Equity Theory to be effective positive relationships must be formed to ensure individuals are appreciated maximising motivation. They state many employees will contribute to an organisation based on what they believe they will receive. They suggest by setting clear fairness and equality standards an organisation can ensure all employees receive the same benefits for equal amounts of work ensuring everyone feels valued. 

Sage Publications (2023) states Utilitarianism is a commonly used approach to moral reasoning and decision-making. Through evaluating the outcomes of all types of decisions, Utilitarianism strives to promote human welfare by maximising the benefits to the largest group of people. Driver (2014) argues that Utilitarianism is one of the most powerful approaches to moral decision-making. He states the Utilitarianism approach, although considering many views, the final decision produces the most good for the largest number of people. 
However, Sage Publications (2023) recognises there are a number or limitations to Utilitarianism for example, sometimes identifying consequences can be difficult and unforeseen circumstances may develop. They also state being objective in decision-making is essential when implementing Utilitarianism, which can be challenging because humans are prone to overlook long-term risks in favour of immediate reward. 

Justice theory can be another extremely useful ethical perspective implemented in the workplace to ensure moral decision-making. Meeler (2023) states the justice approach ensures all employees are treated equally and fairly to eliminate favouritism and discrimination. He suggests distributing benefits and workload evenly among employees and teams to ensure individuals are treated as equals. 
However, he does recognise there are many differences among employees and in some situations, adjustments must be made to ensure all employees are treat fairly. Meeler states when implementing justice theory there are two main questions that must be asked. “How fair is an action? Does it treat everyone in the same way, or does it show favouritism and discrimination?” (Meeler, 2023). Depending on the answer to the question practices must be changed accordingly. 

Financial and Non-financial Performance (AC 3.1)
Stobierski (2020) argues it is beneficial for company owners, managers and employees to have an understanding of a business’s financial performance. He states a business owner must understand the company’s financial health as this guides business direction and resource allocation. At a manager's level, an understanding can promote better team direction whilst on an employee level knowing when your organisation is doing well can ensure promotions are requested at an appropriate time.  
Financial performance is measured through financial statement analysis. There are several financial statements an organisation can look at for example, balance sheets, income statements, cash flow statements and financial ratio. 
“A balance sheet is a fundamental financial statement that displays all of a company's assets, liabilities and shareholder equity and how it finances them.” (Indeed Editorial Team, 2022). The Indeed Editorial Team (2022) state the purpose of a balance sheet is to display what a company not only owns but also owes. They state the amount of shareholder investment is also shown on the statement. When preparing a balance sheet asset analysis is conducted to predict an organisation's future performance. 
Financial Performance analysis has a number of benefits for example, improving debt management and the financial performance of an organisation through providing transparency and highlighting areas for improvement. Analysis also works to enhance communication and collaboration within a company and improve supplier relationship management. 

Indeed Editorial Team (2023a) state measuring non-financial performance is used to gauge the success of specific areas within an organisation and highlight their prospects. They state one non-financial performance measure many organisations analyse is customer experience. They argue through analysing customer experience an organisation can highlight both good and bad customer interactions. This will allow an organisation to take action to ensure customer experiences are positive, which is essential to business success and growth. Qualtrics (2023) support this idea arguing customer experience analysis can help to increase customer engagement, loyalty and customer satisfaction. They argue some benefits to customer experience analysis are improved customer journey and the ability to better meet customer needs. 

The Indeed Editorial Team (2023a) argue tracking non-financial measures enables greater awareness of strengths and weakness of an organisation. Once these have been identified, an organisation can make appropriate changes to improve customer engagement, retention and ultimately business success. 

However, they do recognise non-financial performance measures can have a number of drawbacks. For example, the increased workload for some members of staff and increased resources could in turn out weight the benefits.


How people practices add value in an organisation (AC 3.2)

The CIPD (2023a) state people practices are put into place to drive positive change in the workplace. They argue effective people practice strives to support an organisations visions and goals through empowering its employee's both individually and collectively to champion better work and working lives. Armstrong and Taylor (2023) support these ideas stating it is the practices an organisation puts into place that affect the attitudes and behaviours of employees, which in turn will impact on the performance of an organisation. They highlight the importance of using people analytics to monitor employee well-being reporting there is a strong link between employee well-being and business performance. This is supported by the CIPD (2022) who states the use of people analytics can improve employee morale and improve retention. Two methods commonly used to analyse the impact of people practices are monitoring sickness absence and employee questionnaires. 

The CIPD (2023b) report millions of working days are lost each year due to sickness relating to stress, anxiety and depression. The CIPD argue employee health and well-being should be at the heart of all good people practice. They state through developing an evidence-based understanding of sickness suitable people practices can be put into place to minimise the causes of stress on employees. Taylor (2023) supports these ideas stating there is an increasing need to monitor and improve health and wellbeing in the workplace as the importance of work life balance grows. He argues effective analysis of absence enables changes to be made that work to drive employee satisfaction minimising absence and maximising retention. 

Survey Monkey (2023) argue employee questionnaires are an effective method used by organisations to measure employee involvement, morale and satisfaction. They state questionnaires can be used to develop an understanding in a number of areas in relation to employee practice such as management practices or employee health and well-being. 

Walden University (2023) argues if not done correctly questionnaires can in fact be damaging to team morale and build mistrust among a workforce. They argue questionnaires not only provide too much information, which must be administrated, but they also provide information on moments that have passed as opposed to reacting to future events. These ideas are supported by Miller (2020) who states a lack of engagement from employees combined with potentially dishonest answers can lead to results that do not influence change. 

Suvery Monkey (2023) state for questionnaires to be effective in influencing people practice feedback must be given. It is important for employees’ to know their thoughts and ideas are being listened too. Survey monkey also suggests benchmarking surveys internally through repeat questionnaires to ensure the changes put into place are making a difference. 

Section Two 



The data shows there are almost 10 percent more male employees than female employees within the organisation. Non-binary employees make up just 1 percent of the work force. 

The CIPD (2023d) state there are a number of reasons for this gender gap for example, women often take on roles of unpaid care providers, pay discrimination and the undervaluing of women’s work. They argue by ignoring gender equality in the workplace employers are missing out on a wealth of talent. 

The CIPD recommend employers ensure equal pay and fair treatment for all employees regardless of gender. They state, “employers need to look at every stage of the employee lifecycle to ensure that people management practices are fair and inclusive.” (CIPD, 2023d) They argue by doing this an organisation can introduce practices that support an inclusive work environment. 



Looking at the data it is clear to see White British employees make up the large majority of the workforce. The data shows that White British ethnicity makes up the largest proportion of all teams. 

Mc-Gregor-Smith states “Every person, regardless of their ethnicity or background, should be able to fulfil their potential at work.”  (Mc-Gregor-Smith, 2023). She argues the rewards for employing a diverse, culture rich workforce are huge for an organisation. She states the differing backgrounds, and experiences of individuals can bring new ideas and perspectives promoting business development. 

Mc-Gregor-Smith argues to support positive change in the workplace employers should be supported by the Government to address the ethnicity gap.  She recommends organisations gather their own employee data and begin to take accountability for the ethnicity gap within their workforce. Employers must ensure fair recruitment processes, equal rewards and career progression for individuals regardless of background or race to support the development of more inclusive teams. 



[image: ]	

The data shows the large majority of employees would consider themselves fully able. Non-disabled employees make up 92 percent of the workforce. 

The CIPD (2023e) state as little as two thirds of registered disabled people in the UK are in paid employment. The means employers are missing out on a huge pool of untapped talent. They suggest employers have and implement an inclusion and diversity policy to outline the steps they take to prevent discrimination in the workplace. The CIPD also recommend getting to know the challenges disabled people face at work and taking the necessary steps to overcome these barriers creating a more inclusive workplace. 













The data shows the average salary received by male and female employees are very similar. On average male employees, earn £88.12 above female employees. However, non-binary employees receive a much lower average salary. There are a number of elements that will affect these results for example, the number of non-binary employees in comparison to male and female. Also the individual roles of different employees must also be consider for a fair and accurate reflection of average pay for all groups in the study. For example, one of the two non-binary employees is an apprentice, which will have an impact on the overall average salary of this group. 

Cotton (2023) states UK employers are required to ensure people management policies and practices are put in place to ensure all employees are treated fairly. This includes rewards and pay. He states the Equality Act 2010 gives all workers regardless of gender the right to the same pay when carrying out the same role and work of equal value. He states it is UK law that employers disclose certain earnings data by gender to ensure employees are rewarded fairly, this aims to close the gap of gender pay. 



	Table 2.
	Feedback scores from a recent employee survey on hybrid working practices. 

	 
	1
	2
	3
	4
	5

	
	 

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

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

	 

	

	Feedback from 300 employees

	 

	

	I enjoy working from home on some days of the week
	112
	57
	19
	94
	18

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

	I miss engaging with my colleagues in the workplace
	7
	14
	30
	155
	94

	I feel fully supported when working at home
	22
	20
	18
	138
	102

	I find working remotely a challenge
	10
	63
	101
	53
	73

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

	Hybrid working practices make me more productive
	69
	79
	5
	82
	65

	Working from home does not affect cross functional  communication and collaboration with my team
	62
	54
	5
	78
	101

	Since hybrid working has been in place, I feel more connected to our company culture. 
	8
	178
	3
	39
	72

	Working from home allows me to meet my targets
	40
	60
	1
	57
	142

	I can easily access resources at home
	47
	100
	6
	35
	112

	Working from home removes conflict
	90
	87
	7
	27
	89

	I feel less stressed when away from the workplace
	41
	4
	0
	5
	250

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




Looking at the data gathered it is clear to see from the 300 people surveyed the large majority of employees felt hybrid working supported a better work life balance and promoted positive well-being. The data also found a large number of employees felt hybrid working made them feel more connected to company culture. 

This feedback would suggest that implementing a hybrid working practice would be beneficial to both employees and the organisation. Suff (2023) states investing in employee wellbeing can increase employee engagement, increase employee performance and reduced sickness absence. By listening to the employees, the organisation can promote well-being and minimise staff sickness maximising retention. Mind (2023) support the idea that hybrid working can be beneficial to an organisation stating allowing employees flexible working requests promotes employee morale, commitment and productivity. 

However, the data does show hybrid working does not come without its own challenges. The data found of the employees surveyed a large majority felt less supported when working remotely. This could be related the fact that over half of employees found collaboration and cross-functional communication more difficult when working remotely. The large majority of employees also reported that working remotely did not impact their stressed arguing hybrid practices could in fact have the reverse effect on employee stress. 

The CIPD (2023c) recognise communication as a challenge with hybrid working arguing the loss of casual and ad-hoc conversations can be detrimental to engagement and culture. They state individual employee’s working remotely can become excluded from office meetings and conversations. This can affect employee engagement, and in turn productivity. They state for collaboration and effective team communication to take place when supporting hybrid working social connection must be built into the workplace culture to support engagement and build better teams. 

Bishop (2022) recognises the long-term effects of working remotely stating it can in fact have a negative impact on employee mental health. She reports many employees find themselves working longer hours as the lines between home and work life come blurred. She also reports over time many individuals begin to feel isolated leading to increased stress and anxiety.  

It is recognised by Bishop and the CIPD that when implementing hybrid-working practices in an organisation it is not a one size fits all. Finding the balance between office and remoting working will be different for all individuals, as personal circumstances will have an impact on an employees want and need for remote working. They suggest building relationships with individuals and adapting hybrid-working practices accordingly ensuring a fair and consistent approach. 
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Disability Percentage




Total	
Disabled	Not disabled	21	239	

Average Salary by Gender








Total	
Female	Male	Non-binary	31900.296610169491	31812.178571428572	19500	
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Total	
Female	Male	Non-binary	118	140	2	

Ethnicity by Team 

Asian - Bangladesh	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	Black - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	Chinese	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	Indian	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	1	1	Mixed - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	Pakistani	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	2	1	White and Black Caribbean	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	1	White British	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	7	4	12	4	2	8	2	11	16	17	8	10	4	10	98	5	10	9	White Irish	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	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	1	1	1	2	
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