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Section 1
Evidence Based Practice report for senior managers:
(AC 1.1):
Usually when we make a decision, we use our own knowledge and ideas and may ask some colleagues for support, but it is very important to use good quality evidence when making any decisions. Therefore, evidence-based practice is looking at best available evidence and seeing if it is enough or what more you need and using as many good quality sources as possible which are helpful in making decision and seeing if the solution is right for the problem you have (CIPD 2023).
It is important to look at the 6 steps to evidence-based decision making and spend extended time looking at this to make the best decisions as otherwise we will rush to make a decision without looking at all available evidence (Briner 2015):
1. Asking – looking at the problem/issue and turning it in to a question. 
2. Acquiring – methodically seeking evidence. 
3. Appraising – checking if the evidence is relevant and is trustworthy. 
4. Aggregating – evaluating and putting together the evidence. 
5. Applying – as part of the decision making including the evidence.
6. Assessing – looking at the outcome of the decision 

It is also important to look at the 4 sources of Evidence based practice when making decisions and it shows you what to use (Barends and Rousseau 2018): 
· Academic Journals - studies
· Company data - internal
· Expertise from professional practitioners
· Concerns from stakeholders 
For a business evidence-based practice is very important compared to just using your own views and ideas based on your own bias as it protects the company from making decisions that can be risky and ill informed that are made in haste. Not only does evidence-based practice help an organisation with improving its current strategy it also defines the processes which they use for any decision making and this can help for learnings now and for the future of the company. (Heathfield 2022)
There are limitations with making decisions on evidence gathers such as is it reliable and do we have access to all the information we need as some smaller companies my not have the access, budget, and tools to get it.
(AC 1.2):
There are many analysis tools to help organisation to identify issues, including PESTLE, SWOT, and Porter’s five forces.  
PESTLE Analysis is one of the most used models in assessing and analysing the external factors which can affect a business which include: Political, Economic, Social, Technological, Legal, and environmental factors (Downey 2007). The model is critical and is needed to come up with strategies on improving the business and look at the opportunities and threats and how we can have a competitive advantage over others (Perera 2018). According to (CIPD Factsheet) the advantages include it is straightforward, enables the external business environment to be analysed, strategic thinking is developed, it helps business prepare for future threats and what they can do to avoid them or reduce the impact from them. It also helps companies to look what opportunities are out there for them to go for in the future. Whereas the limitations are that there could be ‘paralysis by analysis’ if too much data is looked at, whereas at other times not enough data may be used to make decisions. Data could be less facts and more assumptions which may later be found out. With changes happening all the time it may be hard to determine what will affect an organisation the future due to changes happening faster than anticipated, therefore for PESTLE to be successful for an organisation we need to repeat it regularly. It is also important for a company to see who you do it with as that will affect the quality if you do it alone. This tool with give an organisation more in depth research and will be useful to use compared to some other more basic tools. 
There are a few analysis methods: Interviews, Observations, Job Analysis questionnaires, People Analytics and Benchmarking. 

Interviews involve two people discussing a topic to collect qualitative data. The interviewer uses interviewing techniques to get the interviewee’s perspective on a topic which they then interpret the meaning. (Kvale 1996). The benefits of interviews according to (Alamri 2019) is good 121 interaction between the interviewer and participant, where they can ask to follow up questions to clarify anything in the answer. Therefore, the interview will be able to use the data collected to understand things more fully than if a participant just completed a survey. As the interviewer has preplanned the questions, they can guide the session better and have better control on the data collected and the procedure for it. The downside of using this method such as the data can be less reliable as the interview being present may affect the participants answer and behaviour and it can cause biases in the answers given, for example if a senior manager is asking the questions there may be fear to not say how you are really feeling. This method can also be time consuming in conducting, making note of and analysis thing data. This method is straightforward for most organisations to do with ease and would be recommended.

(AC 1.3):
Critical Thinking is the skill of thinking well and reflecting critically on others’ ideas, arguments, and opinions. There are 3 principal parts to this: reviewing others’ opinions, ideas and arguments and looking to critique them. Then to look at how arguments are constructed and opinions that they themselves are sharing with others. The final part is to recognise when critical thinking techniques are used by others that impact how a person makes a business case using a case or building an argument (Howlett 2019). Reflecting and understanding data is involved, making conclusions, and identifying any inaccurate assumptions to avoid that comes from having a bias. (Armstrong and Taylor 2017). When working on a decision-making process which we use critical thinking for we would need to make sure we can differentiate between what is an opinion and what is a fact, and we fully understand the issue. We would need to make sure we stop bias when looking at evidence to make decisions as make sure the data used is accurate and the best available evidence is used so that the decision made is appropriate, unbiased, and logical and therefore critical thinking is very important.  We must insure we are objective when it comes to critical thinking which is a key skill of looking at the argument from both sides and testing how sound the idea is. (CIPD 2016). Therefore, critical thinking will be applied to ensure objective evaluation of a problem and arriving at a judgment by analysing the evidence, although the criticism does not always have to be negative and there could be a positive judgement. 


(AC 1.4):
Edward De Bono in 1985 created the six thinking hats (De Bono 1999), which is a useful as it looks at different perspectives when making a decision. It has six different thinking types which you can use as a team or by yourself and each style of thinking has a different hat associated with it such as:
Blue hat – Management and looking at the bigger picture. 
White Hat – Thinking of information and facts. 
Red Hat – Thinking about emotions and feelings. 
Black Hat – Thinking of the negative. 
Yellow Hat – Thinking of the Positive. 
Green Hat – Thinking of new ideas. 
Using this technique to role play will help us become better thinkers as we will think from different points of views and not just one sided. Therefore, you will have a good balance and understanding of the different factors you need to consider before making a decision to please as many of the sides are you can.
Future-pacing comes from Neuro-Linguistic Programming and is another decision-making process that organisations can use. It is to get others to think into the future of how they will feel if the outcome of the decision is made, this will help buy in as if they feel positive about things working in the future, they will agree to the decisions made now. Therefore, this is good to use to make others see a specific outcome, but this can be both positive or negative, such as you may want them to think if we don’t make a decision and take action now what negative outcome. Sometimes people will care more on how the negative will affect them so this may be more useful (Edward 2020). This technique can be easy and quick to use as it based on emotions and feelings of the person for them to see the future like a movie of how things will be. Although the limitation of this process is that the future is not set and there is lots of uncertainty which cannot always be predicted. 
Action learning approaches is where you study your own action and not just formal knowledge. You learn from experience by examining the issue and coming up with solutions. This process is about self-development and taking responsibility for peer-based learning which you will receive coaching with. There needs to be a balance between the strategic value and individual learning for an organisation. This is a useful approach as you will have a facilitator and a sponsor to support on this project for development. (Chadwick 2017)

(AC 1.5):
Ethical standards and integrity are included in the CIPD codes of Conduct. As HR professionals we need to act as role models who need to act professionally and have a high standard in observing conduct. 
To help us with our choices and decision making we need to look at the 8 Ethical lenses which support ‘better working lives’ (CIPD 2015):
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Deontological theory/ Kantianism – this comes from the Greek ‘what is right’ and is the use of rules for all, so what is wrong for one person is wrong for everyone and what is right for one person is right for everyone else and therefore the rules are to be applied to everyone and we should show respect to the rules and to everyone. E.g., ‘do not break the law’ (Armstrong 2016). This promotes fairness in decision making as everyone is treated the same and have to follow the same rules and supports equality, but it can cause an issue for equity as some may need adjustments due to physical needs and religious beliefs. For example, if a company has a dress code for all to follow it may not be suitable for those who have to dress modestly or use a wheelchair.
Stakeholder Theory – this is when you act in the interest of stakeholders, this looks at both internal and external stakeholders: Business leaders/owners, customers, employees, suppliers, and the local community. Each group needs to be examined individually on how any decisions affect them which is useful as each will have different needs and it is important to think of justice so that it removes barriers to equality. Managers need to ensure to keep all the groups happy with what decisions are made to secure future survival of the organisation. It is very important that we think of all stakeholders and not just shareholders (Freeman 2010).
Utilitarianism – this is looking at how you can do the best for the most amount of people and choosing the action which brings the greatest good and doing thing to give the best outcome. It looks at justifying actions if they have a positive consequence which benefits most people (Armstrong 2016). Although this process will help decisions help the majority, there will still be a minority who will be affected negatively and are not accounted for in this type of framework. 

(AC 3.1):
Organisations measure performance in various ways, both financial and non-financial and differ depending on the type of organisation it is such as private sector may focus more on financial results, profitability, and productivity whereas the public sector may look at how much has been saved and efficiency. In recently years we have seen a trend in Wellbeing also being a performance indicator. 
It is important to look our financial performance as it helps us compared our data with our past performance to help with benchmarking, and our present financial performance to see if there are issues which we need to work to rectify as well as any trends and make forecasts for the future. It can help in making decisions on new ventures using the trends we see and current plans to see if we are on track. An example of what is most often looked at is: Gross Profit which is the how much money we make from revenue with the production costs deducted (Terpiłowski 2022). The benefits of this are you can see all cash is accounted for that is coming into the business. But the limitation of using Gross profit is that it does not account for other costs as it just looks at profitability but not all overheads. For many companies including Admiral, this is listed in the financial statement as it is important for managers and other stakeholders to understand. (Admiral 2022)
It is also important not to just focus on the financial indicators of performance and look at the non-financial performance as many companies do this for example Apple look to differentiate their product and offer good quality products by looking at what customers say about their products and design. Starbucks looks culture via employee satisfaction surveys and social responsibility. Amazon look at their speed of delivery and reviews for customers to determine their performance instead of just looking at the finances. (LinkedIn 2023). An example of a non-financial performance measure would be employee engagement surveys as it will show you have our staff feel we are doing for wellbeing and providing a good place to work where they can share their ideas, this is something companies like Admiral use. (Wickens 2023)
Overall, it is important to look at both financial and non-financial indicators as the finance will show us how we are doing with numbers and the other will show how people feel about us. 

(AC 3.2)
When looking at how we can add value to in an organisation is by the various contributions, such as giving good administration services to our staff members, being a champion of people management for the organisation that is effective and business objectives being delivered (Taylor 2014).
It is important that we measure the value to justify spending on people practices, to make constant improvements and identify more needs and any gaps that exist and to help make any decisions for the business as well as checking objectives are being met and contributions are acknowledged. 
Examples of how we can measure these are via staff surveys to see what our employees think of us and if there are any main issues we can improve on or to also see what we are doing well in and need to continue. These would need to be repeated often to get up to date feedback and to see if the value we can changes the outcome of the surveys. The other would be Benchmarking when we look at where we are compared to other organisations and what we can change to be in line with what others are doing that will be helpful and, we may surprise ourselves and come up on top if our practices are better than other organisations. This is great for our learning and success of the organisation. 
HR providing value to an organisation is very important as we motivate staff, impact on culture, moral and performance. One of the main ways is by encouraging senior managers to develop staff by training them and having rewards in place for those who perform well and have opportunity to have promotions. It is not only the duty of the HR team to add value and we must all ensure we do our part to help with this. 
It is important for HR to take part in planning for strategy, protecting our organisation from legal action, supporting with recruitment and retention and people and performance management. (Kokemuller 2019)




Section 2 - Quantitative and qualitative analysis review:
(AC 2.1) and (AC 2.2): Review of Equality, Diversity, Inclusion and Salary data
 
a) percentage of each gender by type.
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We can see that the majority of employees we have are male 140 staff members that make up 54% and 118 female which make up 45% therefore we need to increase our female numbers although we are close in numbers between both. We also have non-binary staff which make up 1% of our workforce. This survey would need to be repeated every year as some may want to declare them as non-binary at a later stage if they were not comfortable enough to say it in this survey. We would need to look at our policy to make sure people feel encouraged and comfortable in declaring this information and also have an option for ‘prefer not to declare’.

b) Ethnicity as a percentage per team.



From this we can see that majority of most teams are made up of ethnically white British employees. With the Regeneration, Facilities and Property team being the least diverse and the Governance and Community Engagement teams being one of the most diverse teams. Therefore, we can look to see what incentives we can put it place to improve getting more diverse workforce to join us. Sometimes we are seeing high number of diverse staff in some of the teams but as the teams are bigger the percentage over for the team is still low.


c) disability percentage as an organisational whole and by teams. 





Here we have the stats which show which percentage of our staff has a disability and the second chart shows the percentages in each team showing overall we have a small percentage of disabled people in our company. Within the individual teams the highest amount is within Customer Services with 753 employees making 36%. Therefore we need to make sure these staff members are supported and have the tools they need for the role and any adjustments for them to be able to do the role. 

d) salary difference across genders.




I have given a breakdown for each Gender on what the salary breakdown is, for Females the salary which is most common is: £23,550 and for Males it is: £29,500 and for non-binary it is £17,500. Therefore, those who are female and non-binary earn less than males therefore this pay gap needs to be reviewed and fixed as this is an issue with many organisations and we need to do better to promote equal opportunities for all staff regardless of gender. 

e) overall average salary paid by the organisation.

This shows the salary that is most common is £29,500 with 48080 staff members having this salary. It would be good for us to compare this with the average for our competitors in the local area to make sure we are providing a competitive salary which will attract enough people and we will not lose them to our competitors. 

Analysis of sample of 300 employees taken from a recent survey on hybrid working practices.
· Majority of people ‘enjoy working for home on some days of the week’ with (112) 37% agreeing with this statement. 
· Majority agree with ‘Hybrid working practices support my work-life balance and well-being’ with 116 selecting strongly agree which is 54% so more than half.
· The majority 52% 155 people disagree with ‘I miss engaging with my colleagues in the workplace’ 
· Majority either disagree or strongly disagree with the statement: ‘I feel fully supported when working at home’ making it 80% all together who do not agree with the statement (240 people). This shows that even thought people like the work life balance they do not actually have the support that they need therefore this needs to be resolved. 
· 101 people are unsure if ‘I find working remotely a challenge’ which is 34% of the people. 
· The Majority 64% either fully agree or agree with ‘I find it difficult to separate work from my personal life when working from home’.
· The majority disagree with ‘Hybrid working practices make me more productive and Working from home does not affect cross functional communication and collaboration with my team’. This is concerning as it is affecting productivity.
· We can also see the majority feel more connected to the company culture but also a high number are not meeting their targets which is worrying and needs to be addressed. 

(AC 2.3) 

The stats on staff show we need to work on a few things to make sure we are in line with the Equality act of 2010 and make sure our Diversity and Inclusion policy is updated to make sure we attract people from a wider range of diverse groups in terms of Gender, race, and disability and support them. (Nelson 2022). We need to make sure we ask staff to complete a medical form in which we give them workplace support.
Our other big issues are our pay gap for females who are paid less then men, this can cause legal issues and staff going on strike to protest and can also give us bad publicity and attract less people to join our company if they feel we do not pay all staff fairly. It could also affect attrition where female staff leave as they feel they do not get paid enough when some of them have to pay so much for childcare to be able to come in to work. The pay gap will continue to happen if we do not provide more opportunities and development for females in the workforce, therefore we need better succession planning. (Murray 2023)
The survey results are interesting, but we must remember they may not be accurate as some may have filled it in a hurry, without reading properly, incorrectly as they are worried it will affect their job. Also, we can see the trend is that people enjoy hybrid working but it is also showing they do not have the support they need, and it is affecting their communication with others and productivity. My recommendation would be to address some of the issues with people working from home such as not being able to meet targets and have access to support and then redoing the survey to see how people are getting on. At the same time continuing with the positive responses of the survey such as the culture of the company and people having work life balance. 
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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	73	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	47	102	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	18	131	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	14	35	40	50	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	15	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	39	148	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	11	74	239	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	33	51	303	135	75	348	100	628	1158	1546	843	1145	486	1288	18068	1180	2445	2295	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	9	86	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	3	62	97	510	



Disability status




Total	
Disabled	Not disabled	2079	31851	










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	15	69	90	60	159	98	205	118	258	753	254	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	45	76	291	170	75	345	150	630	1146	1631	740	1027	486	1161	17463	1180	2684	2551	





Female	17500	21030	21500	21750	21800	22300	22500	22600	23000	23500	23685	23750	24000	24500	25000	25500	25600	25690	26500	26540	26750	26895	26900	27090	27500	28000	28500	28900	28955	29500	29600	29855	29900	30210	31000	33200	33425	33500	34000	34500	37455	38500	38850	39465	39950	41255	41500	41555	42000	42500	43000	44000	45000	46200	46800	48000	62500	65000	72000	98500	102500	140500	421	168	525	962	10	232	1017	143	73	1230	183	474	129	753	235	49	9	133	152	140	112	81	120	237	518	134	447	135	36	204	127	100	109	364	69	128	768	163	187	119	43	7	3	4	129	87	118	37	238	234	8	249	101	139	253	137	5	99	226	34	35	32	








Male	21030	22000	22300	22500	22555	23000	23500	23685	24000	24750	25600	26500	26750	26895	27500	28500	29000	29500	29855	30210	32000	32500	33425	33500	33950	34500	35000	38500	40500	41000	42000	42500	42565	46000	46895	48000	48950	62000	65000	72000	98500	851	17	116	300	39	11	492	42	349	123	38	15	448	42	232	3087	107	4676	197	561	142	3502	771	609	1155	51	191	288	263	285	108	73	28	354	44	311	125	82	45	146	33	







Non-binary	17500	21500	166	1	







Total	17500	21030	21500	21750	21800	22000	22300	22500	22555	22600	23000	23500	23685	23750	24000	24500	24750	25000	25500	25600	25690	26500	26540	26750	26895	26900	27090	27500	28000	28500	28900	28955	29000	29500	29600	29855	29900	30210	31000	32000	32500	33200	33425	33500	33950	34000	34500	35000	37455	38500	38850	39465	39950	40500	41000	41255	41500	41555	42000	42500	42565	43000	44000	45000	46000	46200	46800	46895	48000	48950	62000	62500	65000	72000	98500	102500	140500	587	1019	526	962	10	17	348	1317	39	143	84	1722	225	474	478	753	123	235	49	47	133	167	140	560	123	120	237	750	134	3534	135	36	107	4880	127	297	109	925	69	142	3502	128	1539	772	1155	187	170	191	43	295	3	4	129	263	285	87	118	37	346	307	28	8	249	101	354	139	253	44	448	125	82	5	144	372	67	35	32	
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