Evidence-Based Practice 
Section 1

AC 1.1 
The concept of evidence-based practice is important within a business, specifically for the people management department within the company. Evidence based practice is a collection of useful materials which can be used when making important factual decisions. These include having reliable evidence to help ensure accurate information helping to eliminate any bias. 
Evidence based practice can help with a variety of business needs such as training, engagement and diversity. For example, using evidence-based practice for training can aid with job performance, positive guest experience, higher NPS and through feedback can enhance the training effectiveness for the individual. 
Engagement with the staff members can be increased by promoting employee wellbeing, this is achieved by offering flexible working arrangements and recognition for their work, practises such as this will increase job satisfaction within the organisation. 
By using evidence-based practice with a particular highlight on diversity, you would be able to promote bias-training with employees, improve the hiring and recruitment process to ensure no discrimination.
“There are six steps to evidence-based practice, these include asking – translation a practical issue or problem into and answerable question, acquiring – systematically searching for and retrieving the evidence, Appraising – Critically judging the trustworthiness and relevance of the evident, Appraising – critically judging the trustworthiness and relevance of the evened, aggregating – weighing and pulling together the evidence, Applying – incorporating the evidence into the decision-making process and Assessing – Evaluating the outcome of the decision taken.” (Briner, 2019).
Working within a people services practice, HR representatives are integral in making choices and decisions that could affect the industry or company. Their knowledge and guidance are beneficial in decision making for the business. Other examples of evidence-based practice can involve financial and performance factors, risk logs, stakeholder analysis, employee surveys and using analysis tools such as a SWOT. (Taylor, 2022)	Comment by Natasha Davies (IMH): Your answer has some good points. It may read better if you started the answer with a definition and highlighted the 4 sources of evidence and provided context around the CIPD’s 6 steps. You quote these from Briner however this does not show any context or your understanding of what you are highlighting. The first half of your answer although interesting should be supported with referencing throughout. Wider reading in this area will allow you to structure your answer more clearly. A quote is good however it does not show your understanding of applicability of the information to the rest of your points, further reading will allow you to put this information into your own words. 
AC 1.2 
A useful tool a company can apply is PESTLE (Political, economic, social, technological, legal and environmental) to help deal with diagnose issues, challenges, recognition and opportunities. (Pestle analysis, CIPD. 2024)	Comment by Natasha Davies (IMH): Check your references against the Harvard referencing guide on Moodle and the online library as this is slightly incorrect. 
When considering the political element of PESTLE, you would take legislation, laws, regulations and policies into account. Economic, you may factor in unemployment levels, inflation rates, exchange rates. Social, you may begin by looking at trends, consumer behaviours, which in turn could contribute to a further understanding of consumer behaviours. Technological helps to look at technological improvements, the improvement and development of AI and analytics. When considering a legal aspect, this would surround legislation such as employment law, policies and regulations. Finally, Environmental would cover topics such as corporate responsibilities. This underlines how the use of PESTLE this can be instrumentally beneficial in aiding the company with challenges. It helps a company and their individual responsible employees to highlight and rectify trends by having insight and feedback as well as to allow opportunities for improvement and enhancement.  
With the above, this analytic tool is important with evaluating to come down to a conclusion and decision, it can be particularly useful when looking to improve KPIS, structure, operations, finances and people. However, even with this tool it can come with some draw backs, with an ever-changing environment, the PESTLE model cannot predict a competitor’s performance short to medium term. This is why it is essential to look at what the business can implement, such as the KPIs and finance. (Tingsager and Smith, 2022)	Comment by Natasha Davies (IMH): Check your references throughout as they are not Harvard at the moment, if you have any issues accessing the guide please let Julie know. 

The question is asking you to evaluate an appropriate tool and method. Your analysis tool is good however you are lacking an evaluation. Further reading here will allow you to provide more of an evaluation rather than mainly a description. You seem to have missed the second part of the question out where you need to evaluate an analysis method. 

AC 1.3 
The concept of critical thinking within a human resource profession means to look at situations with an open mind, ensuring what is in front of you is evidence based rather than based upon your individual opinions. For example, being open minded helps to communicate opinions and ideas when talking and working through concerns. This is essential to help with suggestions made by employees. Additionally, critical thinking means to be analytical and reflective whilst making decisions. By analysing what it presented to you then breaking down the evidence, this can involve looking through data and seeing if any patterns become noticeable. According to People practice: a complete guide, being reflective and understanding either what has worked or not worked preciously and highlighting how to improve upon those conclusions. In the role of HR, it is imperative that one look through the evidence and then critical think of the scenario this can help when making decisions and implementing changes and strategies. With the goals of becoming more equipped with helping staff and the wider business. (Waite et al. 2021) 
 Working withing a people services role, the HR representative will critically think when decision-making, this can help to weigh up the pros and cons and anticipate outcomes. By looking into data and feedback and evaluation the outcomes of these by critical thinking it can help with making evidence-based practice choices.
Professionals working within HR will continuously utilise critical thinking to delve into data, feedback, evaluating evidence and help to consider all aspects of the task before starting to delve into strategies, solutions and outcomes. By looking at every aspect, this will help when dealing with concerns and to help with solving issues. These issues can help with looking deeper into high turnover of staff or lower staff feedback. Additionally, by using critical thinking in there day to day role, the HR professional can develop strategies for looking at potential outcomes to situations, and making ethical none bias that align with their policies and values. (Evidence based practice, CIPD 2023)	Comment by Natasha Davies (IMH): Overall your points are logical and interesting. You are lacking substance and structure here. Further reading will allow you to delve deeper into some of the points you make to show the importance and impact on business. You relate it to the people profession which is great however the explanations could be more detailed. 

There are some grammatical errors that need to be checked as well as referencing errors.


AC 1.4
A useful analysis method for an organisation would be the de Bono method, or six thinking hats. This method can be used to ensure no bias is being used when trying to work towards a useful conclusion. The theory is each hat represents a different way of thinking. For example, a collective of managers can come together and each one-by-one place on a different hat. The hats would represent the following – Red – Emotions, Blue - Organisation, Black – pessimism, green – Creativity, yellow – positivity and white - neutrality. By using this method, the staff making these critical decisions can one by one think of each angle to the problem/opportunity and come to a more all-rounded decision, one with the elimination of bias. (De Bono, E. 1985)
Another useful tool for a people services practice is using the force field analysis, this is when the department of HR would look at the advantages and disadvantages of the change they would like to implement, by having all the facts and opinions Infront of them for analysis. As noted by Croft, this tool is useful when having everything out in front of you and having clear goals and achievements you want the company to be able to make. They would study the challenges and roadblocks currently and up and coming for the business and look to put in place barriers. However, they would also need to then investigate restraining forces that would stop or slow down the planned implementations. These can be things such as budgets or poor management for example. Once the positive and negative forces and understood and researched, you would then be able to cumulate strategies and plans. Once all change has been put in place is it imperative to review and get feedback from the line management who are at the forefront of pushing this implemented change. For example, people practice could put in place or review a current policy – uniform policy, if the old revision of the policy allowed staff to wear any colour t shirt but the newest revision states white tops to be worn, a reinstating constraint could be poor communication, so people practice could implement a training programme or 30 minute debrief of the change, this would help to ensure all the staff have received this update and training. Any staff seen not following the new procedure once trained can then go down the route of a more formal meeting (Croft, D. 2024)	Comment by Natasha Davies (IMH): This is an interesting explanation, the answer could be improved with some wider reading to help provide those examples to support your points further. 
For further clarity, the business must put forward a case. Communication through staff, managers, directors become introduced to thus change. The force field analysis will always likely have winners and losers – the winners are the ones within a organisation wanting the change, however the losers will be the ones against it, the resistance. The key thing here is for the winners who want this change must make a convincing case and case study to overcome this resistance and outweigh the negatives. The eight stages that are recommended are – establish a sense of urgency, create a ‘guiding collation’, develop the ‘change vision’, communication of the vision, empower others to act, generate short-term wins, consolidate gains and produce more change and institutionalise the new approaches. (Taylor and Woodhams. 2022)
Additionally, you can also use the Kepner-Tregoe analysis tool, this helps when you need to clearly pinpoint an issue. Such as low moral or high turnover of staff. By using this tool, you would look deep into the roots of the problem and to see if there were any patterns to why moral may be low. By identifying the main problem such as low wages or guest satisfaction for example. HR can then by knowing the issue come to a decision on what can be done to increase and improve upon the main complaint by implementing flexible working or progression or by looking at trends of guest feedback and implementing the change and consistent wants within budget to improve NPS for the organisation. The people services department would then look to see if there was any drawbacks or risks to the new plans implemented to see if there was a potential their new ideas could not be practicable. Any complaints or queries from the line management who has then got to implement this change can be all collected to prioritise the correct procedure and to trail the decision made. (Cuofano, G. 2024)


AC 1.5
Within a HR environment it is important that the professionals follow the eight ethical lenses throughout there practice. This would include the important of being fair, the organisation should offer merit to the staff members for the work they have carried out and offer reward, they should help assist to look after the well-being of the employees, ensure the rights and duties of the organisation is carried out. If the organisation has volunteers, the people service department could investigate ways that these staff would be rewarded thought he market and taken on, the character of the employees should be of importance when looking to see the best fit for the role. Ensuring good democracy within the business is carried out, ensuring no one is left behind or have no say and finally handing down – when stepping down or promoting others it is important that the newly progressed member of staff is having the role undamaged. (Research report, CIPD, 2015)
Ensuring ethical practice is used within HR is imperative when looking out for the rights of staff. Ethics is at the heart of people services ensuring and protecting the welfare of staff whilst also caring for the reputation of the organisation. Ethical practice means to ensure confidentiality is carried out and followed by the company policy, it is of high importance that sensitive information is not exposed unless it is in the best interest of the staff member or if it is required by law. (Factsheet, CIPD, 2024)
Ethical practice also covers a vast arrange of topics to ensure the company is running with no hindrance or misjudgement. These would include respecting the rights of the staff, ensuring basic human rights are respected. This includes equal opportunities for progression within the organisation when it comes to promotion e.g. sex, religion, disabilities etc will not be a reason to use bias when it comes to fair progression. 
HR must ensure they remain compliant and that they adhere to all laws and legislation, ethical practice would also cover civil and employment rights, this would cover labor laws – labor laws are a set of regulations which covers the rights of employees in a business, protecting staff from harassment and unfair treatment such as bullying.  
Safety within a workplace is additionally covered via ethical practice in which it aims to create a safe work environment. Ensuring policies, risk assessment, reviewing standard operating procedures and training is being carried out, reviewed and documented. 
People service officers handle very sensitive and delicate pieces of information daily, it is imperative that this information stays between the employee and people services office unless necessary, such as if an employee was a danger to themselves. HR officers must handle this data and information and ensure the rights of the employee are maintained. Many larger businesses will have a confidentiality policy that line management can read and understand. It is additionally important that this data on any data base would fall under the data protection act. Any breaches of breaking confidentiality would be seen as a significant disciplinary offence and may, if serious enough constitute gross misconduct and result in dismissal. 
It is vital that the business does not have any bias towards hiring or promoting an individual, making certain that they work with equity and equal opportunities for all, people services must show respect, fairness and honesty with all their work. Showing real empathy when needed and really following through on decision making. Ethics is at the heart of everything people officers do, so having open feedback and fair open discussion.  (Verasai, A. 2023).	Comment by Natasha Davies (IMH): This answer is not answering the question being asked. I would recommend you read through the  assignment and the guidance again. It is asking you to assess 3 different ethical perspectives for example deontology. Your answer seems to be describing being ethical in general.
People service representatives should always emphasis the importance of deontology, deontology emphasises the importance of abiding by moral duties. Whilst working at HR, the professionals must adhere to being fair, respectful and ensure no discrimination, harassment is apparent. This also relates to ensuring the professionals show equality in their practice. People services must show kindness, openness, respect and fairness. The role of HR inside the organisation must ensure all policies and procedures are align by the law and with no judgment or bias, these documentation mut then be reviewed and updated to show continual improvement. 
Another useful ethical theory to use in practice is by ensuring the professionals use utilitarianism.  Utilitarianism will help the HR representatives look further into the actions of there decisions. This will help when looking to see if there are any repercussions to the decisions made. (Research report, CIPD, 2015). For example, utilitarianism can be a useful tool when reviewing and revising policies and procedures to help improve the workplace and the enjoyment of staff. Using utilitarianism in a people management profession would benefit when looking at the pros and cons of implementing new policies to see if there were any negatives that out way the positives. (CIPD Level 5:Ethical perspectives and moral decision making, 2024)
AC 3.1
One measure a HR profession can use of importance when measuring financial and non-financial performance is by calculating everything down and using a net profit margin. This system helps to create percentages, for example when looking at revenue this system would help with being able to look at revenue after profit and deducting all expense. Net profit margin can additionally help when looking at NPS to help identify trends. (PhD, J.L., PhD and Jeff Sauro. 2021).
By using this method, HR can look to see if any additional revenue and profit can be subsided and allocated to the progression of staff, mentoring or managers or the improvements of employee benefits.  It is also a vital tool when looking into staff surveys and feedback. (Shields, S. 2014). 
However, there is draw backs to using net profit margin, net profit margin does not investigate industry competition or trends from rival companies, plus it does not investigate the economy and the economic effects of the government and cost of living. (SurveyMonkey. 2019). 
Net profit margin, even with some limitations is an essential and useful tool when looking into the financial gains of an organisation and profitability of the business. Helping to assist the people practice in assigning budgets and costs to the breakdown of other departments. 
An alternative to net profit margin is gross profit margin. This is when an organisation can visually see the revenue taken with the deductions of pay role, stock, training. This is crucial for the people services when looking at the overall success of the business. HR would be able to analyse the financial gains and losses of the business, as well as allocate budgets with the profit gained to be used for staff incentives. 
This money can be of relevant importance when discussing the plans of opportunities for staffing, from training, developing, recruitment and development. Gross profit margin can be a useful tool when looking at the promotion presented to them, seeing if there is a need in the business and seeing the profit gained, through this if the business is doing well, they can agree to promotion and offer a healthy salary. 
Using gross profit margin is a beneficial way of being able to see business success, allowing for monies to be distributed through the company. Additionally, If the company was not financially profitable in that financial year, HR can put a halt to spending by effectively using this method.	Comment by Natasha Davies (IMH): The answer provided isn’t addressing all of the points in the question. You need to be appraising one way to measure financial performance and one way to measure non financial performance. I would recommend you review the assignment guidance on moodle. 
However, even though new profit margin can be great as measuring financial performance. It too has some disadvantages. Net profit margin does not take into consideration the company’s debt and financial levels. An organisation that has high debts will have a lower net profit margin due to interest expenses. This can make the company look unprofitable, however on the contrary this may not be the case. 

 AC 3.2
The role of the employees working in people practice is of importance when ensuring a business or organisation is well balanced, none bias, ensure policies and rules are being followed and to ensure the well fare of the employees is of utmost importance. People practice can help to ensure that the staff are trained and developed, opening career routes and progression within the company, they can also look at recruitment and onboarding, having structed company inductions for staff to follow and ensuring line managers are using their probation periods and reviews to help retain great staff. People practices are crucial when dealing with grievances, probationary meetings and disciplinaries, ensuring all the meeting notes are written down and looking at key evidence prior to ensure no bias. Once a decision has been made to either extend, fail or pass a probation, people practice officers can then send all relevant paperwork to the staff member in question, ensuring the staff member is aware of the right to appeal. 
One useful method people practice officers can use are surveys and feedback, by sending out the employees a range of different surveys such as performance, job satisfaction, career development for example the results back can all get collated and see if there are any trends that can be investigated further to help improve staff morale and productivity. 
Another method a people practice officer can investigate are the KPIs of the business or if the company has them the OKRs. These indicators and objectives can investigate again job satisfaction and staff exiting the business. It can also look into things such as guest interaction and feedback, if a pattern emerged of constant low scores for example with a restaurant’s food, HR could then collect this data and pass onto the relevant food and beverage line managers. 
By having all the above, the organisation can put all this feedback to good use to try and enhance the business by implementing changes. This will help improve the business ratings and staff engagement. (Factsheet, CIPD 2022)	Comment by Natasha Davies (IMH): You include some good points throughout your answer. Further reading would help here to delve deeper into the points you are making. You do not make it clear how reliable the information is or where the information has come from. If this has all come from the CIPD factsheet then you need to conduct some further reading. 

Please check your reference against the Harvard referencing guide. 











Section 2 
2.1
A)

Through looking at the data provided, the organisation has a total of 260 staff members in total. 140 identify as male, 130 as female and 10 identify as non-binary.
B)


By looking at this data we can presume this is from a business that is based more rural, potentially countryside towns where you would expect more white British citizens, in more urban areas and cities you can expect more nationalities and ethnicities.
C)

The percentage of disabled workers to not disabled would genuinely be low due to the demographic of disabled against non-disabled is lower. Is it important that organisations ensure no bias or discrimination is within the recruitment process, this will help businesses to uphold essential legal compliance, ethical standards, support of employee’s well-being and the company’s reputation.  The business should be supplying adequate facilities such as ramps and disabled toilets to make sure the person in question feels comfortable. Recommendations for a people practice department to get more disabled people into work would be implementing reasonable adjustments for the staff, referring the staff members to occupational health for further guidance – with this referral, the outcome can then assist the managers on how best to aid these workers comfortably. Ensuring the business has a policy in place to protect these workers within their environment. HR could also ask the line management team to implement wellbeing action plans and ask the worker to have an individual risk assessment. With all this additional aid, the business may find an influx on the number of disabled citizens wanting to come to work thus improving percentages. (Factsheet, CIPD, 2024)	Comment by Natasha Davies (IMH): Why is this important? It is but you need to support your points with further reading, this show the target audience that you have done your research and they should listen to the information because it is reliable.






D)

On the graph above, you will notice that people in the age bracket of 25 – 35 tend to have a higher salary this is because people at this age tend to have worked over 10 years or more full time at this point and have gone up the progression route within the business, utilising opportunities.
Organisations should look into inputting a pay progression, these can range from a few different options such as length of service – By having a clear career path that offers an increase in wage is great for the retention of skills and staff. By inputting this, the business must ensure that all employees are treated equal and that they do not discriminate against pregnancy.	Comment by Natasha Davies (IMH): Again good points but conduct some further reading to support your points with examples.
Another good example is implementing individual performance-related pay. This can be achieved by how much skills those individuals bring to the business. For example, staff having relevant qualifications, worked previously in the industry, good feedback, consistent performance could aim and be encouraged to have an increase in wage. However, it is important when taking this approach to ensure you have evidence-based practice and documentation that clearly shows the above, to eliminate any bias or favouritism.  (Factsheet, CIPD. 2024)
E)
	
	average

	£8,256,940.00
	£33,027.76

	250
	

	
	


By adding all the staff together and by adding together all the salaries and dividing it by the amount of people you can see the average salary is £33.027.76

AC 2.2 – 2.3
[image: A graph with blue bars
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As you can see with this data, a high number of staff enjoy working from home as it helps to support a better work life balance. Organisations should be striving towards encouraging and having staff that want this work life balance as it has been known to increase productivity, lowers absenteeism, you will get happier and content employees, reduces the stress off the employees, it will give and enhance a positive perception of the organisation and encourage greater employee loyalty, commitment and motivation. (Waite, K. et al. 2021). New recruits within an organisation now can request flexible working under the flexible working act, as long as the employee’s contracted hours are met, the employee as a day one right can request to minimise working days, work from home etc as long as it also works for the company. A lack of a work life balance shows employees are less productive and surveys suggest only 11% of the UK work force is engaged. (Ellis, C 2022)
Research shows that through implementing flexible working, that staff will be more encouraged within the workplace. Organisations that do not offer flexible working can prompt workers to look elsewhere to find new employment. Through encouraging flexible working the organisation will find that by doing this it would ensure workers stayed with the business so retaining skills, flexible working is also attractive for employees and people looking for work this would help with recruitment, overall improvement of job satisfaction will increase, flexible working helps support the employee’s wellbeing and helps improve a work-life balance.
Examples of flexible working include, hybrid working, part-time working, working from home, compressed hours etc. There is a growing demand within the UK for flexible working and workers within the HR/People services industry must ensure that these flexible working arrangements that work for the employee also work for the employer. (Factsheet, CIPD, 2024)


Employees may feel a sense of poor engagement or lack of support when it comes down to poor departmental practices, bad managers, lack of progression and development, slow communication and poor leadership. The percentages of this should improve with good continuous training programmes, E-learning, personal development plans, clear goals and expectations, regular one-to-one catch ups with the management team and appreciation. Management must ensure they give thanks and recognition towards there staff members for their good deeds. Implementing regular team meetings, employee of the month scheme, business updates and sharing and congratulating great feedback.  (Waite, K. et al. 2021) 
Additionally, the business should investigate regular health checks and flu vaccinations, ensuring the organisation has a robust and up to date revision well-being policy. By implementing all the above, you will notice improvements on staff morale and potential of less staff turnover. 
[bookmark: _Hlk168423120]By having fully motivated and enthusiastioc staff you will find a increase in productiviety. By increasing the level of engagement you will notice a increase in performance. Research also shows that by having happier, healthier and engaged staff the business will have an increase of customer satisafation, productivieity wkill also increase, you will have higher staff retention with wellcared for staff.  (Factsheet, CIPD, 2024)	Comment by Natasha Davies (IMH): Overall section 2 is good, slight improvements recommended include wider reading so that you can show the impact of what you are saying with examples/justification etc. recommendations could be clearer and should include benefits, risks and financial implications. Think about the target audience, how would you get the senior management team to action these recommendations. They would need to be able to read this report and be confident that you have given them the full picture.
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Total	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	1	2	2	4	1	3	3	237	2	5	


Count of Disability status
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I feel fully supported when working at work
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Hybrid working practices support my work-life
balance and well-being.




