




Task 1 - Evidence-based Practice
Quantitative and Qualitative Analysis Review

Introduction 

This report aims to give a comprehensive overview of evidence-based practice and its importance within organisations. Focusing on a range of analytical tools and methods that can be used for effective critical thinking and decision making.

Evidence-based Practice AC 1.1
Evidence-based practice (EBP) involves making better-informed decisions by using the most reliable evidence, from various sources, combined with the use of critical thinking (CIPD, 2023a). As a culture, we actively rely on EBP for day-to-day tasks, i.e. booking holidays. We rely on reviews, the internet and base our choices on advice from friends and relatives.  Organisations depend on good decision-making, and the CIPD’s Profession Map highlights how any professional judgement needs to be based on the best available evidence (Armstrong & Taylor, 2023).
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Figure 1: The Professional Map (CIPD, n.d)
While certain judgements, if not handled properly, can have little effect, other poor decisions could prove to be quite detrimental. Historical events and choices being carried on from an ‘it has always been done like this’ approach or having a ‘gut feeling’ (Likierman, 2020) may also affect decision-making. This is not to say that people professionals cannot bring elements of creative and innovative outlooks in their decisions if these decisions are based on credible evidence.
We live in an era in where there’s a huge overload of opinion and information (CIPD, 2023b).  Through the process of looking at information it’s critical for us to be aware and address our own biases, (Likierman, 2020) and not allow these to play a part in our decision-making (CIPD, 2023).
According to CIPD (n.d) people practitioners should consider at least four trustworthy, relevant, and reliable sources of credible evidence, whether this is in the form of quantitative or qualitative data. Below are four examples, all essential in ensuring the best decision-making:
· Professional evidence – professional experience of practitioner.
· Scientific evidence – literature – findings from studies published in academic journals. 
· Organisational evidence – HR/customer.
· Stakeholders evidence – values and concerns of people affected by the decision – employees, customers, shareholders (CIPD 2023a).
It is crucial to be mindful that none of these are adequate when considered individually, reiterating how acquiring and combining data from several sources is a critical component within EBP (CIPD, 2023a). Barends et al (in, Armstrong, 2014: 2 p.110), recommended that evidence should be obtained through following the six A’s:
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Figure 2: (Young, 2023a) 
This approach ensures that evidence is applied methodically, improving decision-making and outcomes in evidence-based practice while reducing short cuts and preventing collective bias (CIPD, 2023a) and groupthink (Mindtools 2022).

Analysis tools and methods AC 1.2  

Organisations use a wide range of analytical tools to assess both internal and external factors that have an impact on business operations. Some of the most used tools as discussed in Barends et al (in, Armstrong’s Handbook of Human Resource Management Practice, 2014: 2 p.186), are “PESTLE (Political, Economic, Social, Technological, Legal, and Environmental), SWOT, (Strengths, Weaknesses, Opportunities and Threats), and STEEPLE, (Social, Technological, Environmental, Economical, Political, Legal, and Ethics factors)”. 
Taking a closer look at SWOT analysis tool, which aids in planning, decision-making, and risk management (CIPD, 2024). Benefits including its flexibility, ease of use, and ability to encourage the thought process around the organisation's internal strengths and weaknesses, as well as the external opportunities and threats.  This analytical tool provides a snapshot the current situation and helps in implementing future changes (CIPD, 2024). However, for SWOT analysis to be effective, the process needs to be repeated regularly. This method can sometimes miss key details be prone to biases (CIPD, 2024).
Using SWOT analysis within a resourcing team for example.  Strengths could include a robust onboarding process whilst weaknesses might be costs and lengthy hiring times. This method could highlight improvements such as utilising social media for advertising and the threat would be the competitive aspect along with the continually changing employment laws.  Without regularly updating their SWOT analysis, the organisation could potentially miss new recruitment trends or changes in candidate expectations.  
Analysis tools are helpful techniques for collecting data, but for organisations to make well-informed decisions, they must accurately analyse data and update their conclusions regularly (CIPD, 2024). Combining SWOT analysis with an appropriate method, such as observation, can provide valuable insights.  For example, HR might sit in and observe the interview process to identify any biases that might not be evident through other methods. 
This technique’s main drawbacks would be the time element required for observation and analysis. Also, the Hawthorne effect may occur, where interviewers or candidates alter their behaviours if they are aware that are being carefully monitored (Mindtools, n.d).

Critical thinking AC 1.3 
Critical thinking necessitates being able to think clearly to assess ideas, opinions, and arguments, considering different points of view and several other factors to come to favourable conclusions that engage and persuade others (CIPD, 2019). One of the most important requirements is the ability to be aware of our own biases when making decisions. Exhibiting critical thinking involves asking relevant questions and not just accepting information at face value, ensuring that difficult challenges are addressed (CIPD, 2016).  As Cassidy (in CIPD, 2021b) states “Having a critical mind, is not about being negative, it’s a positive critical thing”. 
According to the CIPD (2019), to have critical thinking skills, you need three main traits. First, the ability to carefully consider and evaluate the ideas and opinions of others; second, the ability to make well-supported points and to communicate them clearly; and the third, the ability to recognise when someone else is using critical thought, which can change how a professional might handle an organisational debate. 
Critical thinking is a necessity within any decision-making processes i.e. during recruitment and selection process where crucial evaluation of candidate’s application forms, qualifications, and suitability are required along with using the interview to question and verify the information provided to ensure the most suitable candidate is offered the post.   
Critical thinking is crucial when looking at evidence before being able to reach solid conclusions. Critical thinkers do not simply accept information without questioning it; they ask relevant questions and scrutinise the evidence provided. This approach assists businesses in tackling problems (CIPD, 2019). According to CIPD (2019), many of today’s challenges necessitate a deeper investigation due to their complexity, which in turn calls for new approaches to thinking. To prevent mistakes stemming from popular beliefs and biases, critical thinking necessitates the analysis of several sources. To effectively address problems, it entails thinking critically and challenging assumptions (Howlett, in CIPD, 2019). HR professionals need to apply critical thinking to resolve conflicts. They must evaluate all perspectives, analyse the cause of the conflict, and put forward fair and effective solutions. This process involves questioning any assumptions and seeking appropriate evidence-based solutions.
According to Taylor and Woodhams (2002), practitioners must employ critical thinking strategies to persuade others and base their decisions on the best available data (Perkins and Woodhams in, Taylor and Woodhams, 2022). This skill is essential in today’s complex working environments where there is a requirement for decisions to be effective and well-informed.  

Decision-making processes AC 1.4

Decision-making is the process of making a choice between an array of possibilities (Mindtools, 2022a). Effective decision making is achieved by gathering and evaluating information before settling on an answer. This process is rarely straight forward, and it can be especially difficult in a fast-moving organisational setting (McKinsey, 2023). There are various approaches to decision-making to ensure that the decisions made are the best for the organisation by adding value yet avoiding costly errors. 
Among these methods are Six Thinking Hats, Future Pacing, and Force Field Analysis.
De Bono’s (2019) ‘The Six Thinking Hats’ ultimately challenges those involved in the thought process to view the problem from a variety of perspectives. This method can be applied either through group participation or by an individual privately considering each perspective in their mind. This approach promotes constructive thinking rather than engaging in debates about who is right and who is wrong.
For example, The Six Thinking Hats would be an effective method in a situation where an employee asks to reduce their hours for personal reasons:
White Hat (information/facts) - gather all the relevant information, such as the employee’s current hours, new hours requested etc. 
Red Hat (emotions) – Assesses how the individual feels about needing to reduce their hours and how the team might feel about this. Are there any concerns around morale or team dynamics?
Black Hat (risk assessment) – Assess the potential downsides. How a reduction of hours could have an impact on the team’s productivity and workload and ultimately the KPI’s. 
Yellow Hat (focusing on positives) – Accommodating the request would boost the employee’s loyalty and morale. Could the request have a positive impact on team culture and the company’s reputation for supporting work-life balance. This could also encourage other employees to be open about their needs.
The Green Hat (creativity/new ideas) – Looking at ways to accommodate the request by distributing workload amongst the team.  Would working flexible hours help solve the problem so the employee does not need to be impacted financially? Could those involved look at reducing hours temporarily or filling the hours internally?
The Blue Hat (process control) – The decisions maker, ensuring that every viewpoint is taken into consideration and a plan is put into place for how the changes will be implemented.  Decides on the best approach for the decision to be enforced to ensure transparency.
Applying the Six Thinking Hats in this scenario helps to carefully assess the request, balance the operational needs with the personal needs of the staff, and identify a solution that will serve the team as well as the individual.

Another technique for making decisions is future pacing. This approach involves thinking about how present behaviours and decisions will affect long-term goals (Marchau et al, 2019). This approach is especially useful in today’s world, where everything changes quickly, and technology and artificial intelligence are relied upon more and more. For instance, putting in place a new AI-driven recruiting platform, future pacing would highlight the benefits such as faster shortlisting and reducing the time to hire, while also making sure the platform can change and adapt going forward. Future pacing can be complex and time-consuming and often difficult to balance short-term and long-term priorities effectively. 

Another process that could be used for effective decision-making is Force Field Analysis, inspired by psychologist Kurt Lewin in the 1940’s. The concept being how there are likely to be winners, who tend to support proposed changes, while the potential losers will resist Taylor (in, Taylor and Woodhams, (2022). According to Mindtools (2022), Force Field Analysis looks at how ‘situations are maintained by an equilibrium between forces that drive change and others that resist change’. For effective change, the driving force must outweigh the resisting ones. For example, using this this method to decide on whether to implement a new hybrid working policy. The driving force being employee wellbeing and cost savins, with the resisting forces being decreased productivity and potential IT glitches and costs.  Weighing these forces allows for decisions to be put in place if the driving force for the change are strong enough (CMI, 2015).

Ethics AC 1.5 

Ethics is the principle of determining what is morally right or wrong. Being ethical means doing what is right for others and having the ability to think beyond oneself and shapes individuals’ decisions, their actions and ultimately their lifestyles, Armstrong and Taylor, (2023). Within people practice, it is vital to be ethical. Practitioners have a duty of care, for example, deciding what is ethically right and wrong and addressing concerns related to people's rights and best interests. People practitioners must make decisions that benefit everyone involved and beneficial for the business.  Five fundamental values define the Code of Conduct and Ethics: Positive and active impacts on working lives, Civic virtue and stewardship, good character, professional service competence and personal responsibility (CIPD, 2023). 
To help practitioners make effective choices, the CIPD has defined eight ethical lenses. 
These lenses offer several angles for approaching moral dilemmas, assisting individuals and organisations from different cultures in making morally challenging choices. The eight lenses cover key aspects such as Fairness, Merit, Markets, Democracy, Well-being, Rights and Duties, Character, and Handing Down, all supporting a robust framework for ethical decision-making. “None of which represent the ‘right’ or ‘wrong’ ways of making decisions in the workplace but offer different perspectives on work dilemmas”, CIPD (2015). 
Effective moral decision-making, particularly in complicated organisational environments, depends on an awareness of several ethical points of view. Here we evaluate three ethical theories; Utilitarianism, Deontology, and Communitarianism, assessing how each could guide and affect moral judgements.
Utilitarianism is a moral theory that emphasises the consequence of actions. Aligning with the lenses of Well-being and Fairness, it seeks the best actions for the largest possible number of individuals (Armstrong & Taylor (2023). For example, during a crisis, a company might implement flexible working hours/remote working, to maintain productivity and employee well-being. This decision would be implemented to try and benefit the majority; however, some employees might struggle with this due to their home situation. 
Deontology emphasises adhering to moral principles, relating to the Rights and Duties lens, focusing on principles such as do not lie, do not steal, and do not cheat. Regardless of the situation, individuals are required to behave ethically, where actions are defined as right or wrong. (Armstrong & Taylor (2023 p 48). This perspective is required when enforcing policies or legal standards.  Maintaining openness in recruiting is essential to guarantee fairness; however, this strict approach could result in difficult instances when policies would contradict personal circumstances. 
Communitarianism emphasises the importance of prioritising community welfare over individual or organisational interests, aligning with the Civic Virtue and Stewardship lens. This theory entails understanding how decisions and actions can affect the local community, ensuring as much stability as possible when trying to implement changes. (Communitarianism 2024). For example, a company engaging in community initiatives, such as supporting a local school, would evaluate the influence on the local community, even if it does not directly benefit the company financially.
Practitioners can deal with ethical dilemmas more effectively by incorporating these ethical viewpoints to make better moral decisions.  The CIPD Profession Map (CIPD 2024), underlines the importance of being outcomes-driven, evidence-based, and principles-led, guiding practitioners to make ethical choices that benefit both individuals and organisations.

Measuring Organisational Performance AC 3.1 

The success of an organisation is reliant upon its performance. It is imperative that we can measure its outcome, Buchanan (2019).  Regardless of the industry, it is crucial to have reliable performance measurement tools to make good decisions and succeed. With people being an organisation’s greatest asset, people are also the main cost for many organisations, Robinson, (2024).  Both Robinson and Smith, (2024), agree that “HR professional who lack understanding of their organisation's financials should not be on board”, emphasising the importance of finance and financial implications in all business decisions.  
Organisational performance can be measured in both, financial or non-financial terms, Armstrong and Taylor (2023). 
Measuring Financial Performance: 
Allows organisations to evaluate expenditure, investment, and earnings. They help with recognising business growth, stagnation, or collapse, aiding businesses in making wise choices regarding their financial stability going forward. 
One common method is to look at the gross profit margin, which provides revenue information and allows for future planning to raise the profit margin (Indeed, 2022).  In a private sector organisation, the gross profit margin would show monies made from sales after deducting production and labour costs, excluding other expenses like rent or utilities. This allows the company to see their profits without the influence of overhead costs.  If a company sees its gross profit margin decreasing, it may need to reduce costs or increase prices to stay profitable. This is only effective when put together with other financial measures as there are some disadvantages if using gross profit margin alone. It can give incomplete information, and primarily focuses on the short term. 

Measuring Non-financial Performance: 

Non-financial performance measurements focus on enhancing an organisation’s overall performance and sustainability. This method identifies any areas needing development that financial measures might not identify (Indeed, 2024).
An example within a healthcare setting could be patient feedback, captured through satisfaction surveys.  Surveys provide insight into patients’ experiences and overall satisfaction with the service provided. This process is essential for enabling areas to improve and maintaining trust in the healthcare system.  One drawback with this would be the possibility of response bias as those who have something very positive or very negative stories to tell are those most likely to participate in the feedback process, also poor response rates. 
Adding Value and Measuring Impact AC 3.2

The concept of value in an organisation extends beyond financial measures. As individuals, we all add value and contribute in various ways. The success of an organisation depends on the value added by effective people practices, (Taylor and Woodhams, 2022).
Making wise evidence-based judgements requires assessing the degree to which people management concerns add value to an organisation, Perkins and Woodhams in Taylor and Woodhams (2022). Measuring impact and value in people practices involves checking and ensuring that objectives are met. This process helps improve people practices, identifies gaps for future improvements, which aid in making informed decisions.

One way to add meaningful value through a robust talent management strategy which looks at ways to add value by investing in people (CIPD, 2023c).  This can be through recruitment and retention, development, and performance management. For example, the NHS offer their employees wellbeing support, access to occupational health specialists, fitness incentives, and flexible working. By prioritising the well-being of employees, the organisation can reduce employee turnover and sickness absences, enhance productivity through increased job satisfaction and position itself as an attractive employer.  To measure value created by a decision, such as the above example, where money has been invested into employee wellbeing, a cost and benefits analysis would be carried out. Analysing these would allow judgements to be made on the ROI in wellbeing, (Perkins and Woodhams, 2022).
Investing in people is a significant cost for organisations, so the ability to measure this investment is essential for justifying the spend on people. Wilkinson (2022) states how people professionals need to have an understanding the return on investment (ROI). This helps organisations determine whether the money they spend on employees is worthwhile and if the value their workers contribute allows practical decisions over how to allocate funds for hiring and training in the future. An example would be measuring employee performance before and after training, are there any improvements? Looking then at the cost incurred from the training programs compared to financial gains from improved employee performance post training (Boudreau and Cascio, 2011).
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Task 2 - Evidence-based Practice
Quantitative and Qualitative Analysis Review

Introduction
HR professionals must gather and analyse relevant information when undertaking research to make decisions based on evidence (Woodhams and Perkins, 2022 pg: 119).  HR metrics are measurements used to assess the efficacy of HR activities (HiBob) and are collected through primary or secondary (new data and data that already existed) and quantitative (numerical data) or qualitative data (descriptive data).  Qualitative data explains why something is happening, while quantitative data shows what is happening.  Practitioners then need to analyse data through the process of "looking for patterns, correlations, causes and effects, themes, and underlying meanings" (Woodhams and Perkins, 2022 pg: 130).
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[bookmark: _Hlk168741679]The results show a balanced gender distribution, indicating the organisation have effective diversity policies although there is a clear indicator that there is an area for improvement as there are not many employees that identify as non-binary. 
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91% of the workforce are ‘White British’, with less than 9% representing other ethnicities, a poor representation of ethnic minorities. 80% of the Directors are white British.  Some teams lack diversity, and the findings show how uneven this is among departments.  One exception is the ‘Community Engagement and Partnerships’ team, where 50% of the employees come from ethnic minority backgrounds. This is a good indicator that the organisation can achieve diversity. 
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Description automatically generated with medium confidence]The data reveals how only 8% of the organisation identify as disabled, suggesting a significant underrepresentation of disabled people.  An area where improvement is required to provide a more inclusive workplace for disabled employees. 

Broken down into teams, nearly two-thirds include disabled employees, showing inclusivity. However, disabled employees only make up on average, 13% of the teams. A positive finding is there are no restrictions on the roles available to disabled employees. 
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There is a substantial pay gap, especially for non-binary employees where their salaries are £12,352 lower than the average. This information cannot be relied on fully as non-binary employees account for only 1% of the organisation. Although women appear to have higher salaries, 85% of women earn less than this average, compared to 54% of men. Suggesting a greater percentage of women work in lower paid roles. 						
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The overall average salary aligns with the average salary by gender. However, the directors, who comprise of mainly women (80%) are the highest paid, averaging £92,613.75.  In contrast, the ‘Green Spaces’ team, comprising of 75% males, have the lowest average pay at £21,030.  The team which most reflects the organisational salary average is the ‘Income’ team, with an average salary of £30,364. This team also represents a balanced gender ratio. 
Recommendations
1. Gender Equality

Promoting gender equality requires inclusive initiatives such as flexible working, equal opportunities for career advancement and unbiased recruitment with equal pay.   “Excellence does not discriminate between genders. Instead, it identifies skill and good management” (PM, 2021).

Benefits: Having a good reputation for gender equality can attract experienced employees, happier workforce with stronger productivity for the organisation.  

Risks: Gender pay gaps (CIPD (N.D) especially for non-binary employees can lead to higher retention rates.  Discrepancies in pay could cause dissatisfaction and conflict between employees. 

Financial implications: Through reducing retention rates revenue is saved on recruitment and training costs.  

Recommendations: Regular salary audits with clear and transparent pay bandings to help simplify salaries and promotions within the organisation. Also, providing career development and additional training for non-binary employees. 

2. Equality, diversity, and inclusion (EDI)

“It’s no secret that diverse teams work better” (Hibob - A guide to HR metrics that matter) Effective people management depends on encouraging and providing EDI in the workplace (CIPD, 2022). This being in line with the Equality Act 2010. An inclusive workplace culture is characterised through a sense of all individuals feeling safe in being themselves, feeling valued and being supported by fair and diverse practices (CIPD, 2022). 

Benefits: Diverse teams bring varied perspectives, leading to better problem-solving and performance (Brigitte Rohwerder Institute of Development Studies 17 May 2017). Successful diversity policies promote gender equality, which boosts reputation, staff quality, and expertise.
Risks: Poor representation of ethnic minorities can lead to a non-inclusive culture and not showing diversity can create perceptions of favouritism or bias.

Financial implications: Potential legal costs from not complying with equality regulations. Training programs around diversity would require an initial investment.

Recommendations: Targeted recruit campaigns to attract candidates from diverse ethnic backgrounds. Training managers on diversity and inclusion and offer career development for ethnic minorities. 

3. Inclusivity of disabled employees:

Benefits: Promoting an inclusive workforce where disabled employees aren’t restricted to certain roles.  Improving organisations reputation as an inclusive employer. 

Risks: Inadequate systems in place for supporting disabled employees may affect productivity. 

Financial implications: Initial costs in setting up relevant accessibilities for disabled employees. Potential savings through reduced retention from creating an inclusive environment.

Recommendations: Audits to ensure the workplace is fully accessible to disabled employees. Implementing training for employees on inclusion practices for disabled colleagues. 
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Description automatically generated]Table 2 - Feedback from 300 employees regarding hybrid working:

Key Findings
Positives/benefits:
· 83% feel that it supports their work-life balance and wellbeing, with only a very small majority disagreeing.
· 62% feel a stronger sense of connection to the companies’ culture – increased morale.
· 59% stated that they experienced fewer disagreements.
Negatives/risks: 
· 83% feel more stressed and feel that hybrid working affects team communication and collaboration – this could impact on team effectiveness and quality of work, increasing the likelihood of errors.
· 80% don’t feel supported and almost half find working remotely challenging – this could lead to lack of job satisfaction and productivity.
· 66% of the respondents feel that achieving targets is more difficult when hybrid working.
· 64% state that they find it difficult to separate work from personal life – risk of employee burnout. 
The primary mixed results centred on whether participants found working from home to be more challenging. Interestingly, the figures highlight how employees don’t miss engaging with fellow team members when working remotely. 

‘Flexible working’ describes a working arrangement which provides flexibility on how how an employee works their hours along with remote working options.

Financial implications:

Having flexibility through hybrid working reduces costs by saving on renting office space, also less recruitment costs through improved retention from better work-life balance, CIPD, (2024). Employees feeling more connected to the company culture rises engagement and performance which helps company reputation. Reduced conflicts through hybrid working result in improved team.

Recommendations:

More support needs to be put in place for employees working from home.  To effectively manage hybrid working, employers need adequate training in performance management, distant communication and relationship building (CIPD, 2021).
Regularly reviewing policies to remain efficient (ACAS 2023).
Enhanced support systems such as IT helpdesks and training programs.
Boosting engagement and team bonding through in person or virtual activities.
Clear work-life boundaries which could be achieved through offering time management training and improving flexible working policies (CIPD 2021).
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