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Introduction
This report, which is divided into 2 sections, was created to demonstrate how human resource professionals contribute to business performance. You will read about evidence-based practice's definition, goals, and significance to the organisation in section 1 of this report. In part 2, data—both qualitative and quantitative—are reviewed.

Section 1
What is evidence-based practise (A1.1)
Evidence based practice is about Making better decisions and guiding activities that produce the desired result are key components of evidence-based HR practice (Young, 2020). The idea behind evidence-based practice is to address people management practices by developing strategies and solutions that have a solid empirical foundation. It's the procedure that an organisation uses to compare a choice to its data. 
The evidence-based approach makes decisions about certain HR challenges by applying critical thinking abilities and the relevant data. A sound decision-making process, in Young's opinion (2020), is predicated on applying critical thinking skills and weighing all relevant information. Decisions supported by evidence are more likely to produce the intended results and have a lasting effect on an organization's procedures.
Evidence-based practice also utilises different models of the decision-making process, such as the rational model. This model involves the use of factual information and step by step procedures to arrive at a decision (Uzonwanne, 2016). The figure below summarises the rational decision-making model.
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Analysis tools, Methods and diagnosing issues (A1.2)
Both internal and external forces have an impact on all companies. These elements of the overall organisational environment need to be examined to see how they affect the company. In people practice, a variety of tools are employed, such as SWOT analysis, Ansoff matrix, future states analysis, fishbone analysis, and strategic reviews. The micro and macro environments of an organisation can be evaluated through the use of surveys, work sampling, job analyses, interviews, and observations. ( Mind Tools, No date)

The immediate environment that includes suppliers, consumers, rivals, and stakeholders is referred to as an organisation's micro-environment (Luenendonk, 2019). These are internal elements that could have an effect on an organisation. Porter's Five Forces Analytical Tool and other microanalysis tools can be used to evaluate micro-environments. Conversely, the macro-environment describes the broader elements that impact companies (Luenendonk, 2019) External variables known as macro-environments have an impact on an organization's operations and output, but they are beyond of its control. Economic concerns, political forces, technical developments, natural and physical events, and legal considerations are some of the macroenvironmental elements. The PESTLE analysis tool is one example of a tool used for macro-environment factor analysis.

According to (Luenendonk, 2019) Michael Porter created the Porter's Five Analysis Tool to measure and analyse a company's competitiveness. The approach, which may be used to evaluate organisational microenvironments, is based on five concepts. The five forces were defined by Michael Porter as follows: rivalry among suppliers, threats from substitutes, suppliers' bargaining power, buyers' bargaining power, and the threat of entry. The five forces are summarised in Figure 1 below.
SWOT analysis tool
SWOT analysis tool can be effectively applied in an organisation to determine possible future issues, challenges, and opportunities. SWOT analysis focuses on strengths, weaknesses, opportunities, and threats in an organisation. Through the analysis, people professionals can identify various organisational issues such as new policies. Policies guide the process in which an organisation operates, and thus effective evaluation of new policies is essential. People professionals involve employees in determining the impact of the new policies through the use of surveys or interviews. After the identification of the specific policies, people professionals apply SWOT analysis to determine if the impacts of the policies will create an issue in the development of an organisation or they will bring benefits (mindtools, no date)
Additionally, SWOT analysis can be applied to diagnose future threats such as competitors. Organisations focus on continued development and thus identifying competitors enhance the implementation of effective response actions (Teoli et al., 2019). Through SWOT analysis, people professionals can evaluate the production methods adopted by competitors or the skills acquired in their production. This leads to the implementation of development programmes aimed at enhancing employee’s skills to match those of the competitors. Additionally, through the identification of various threats, people professionals implement various development aspects that are aimed at enhancing the organisation’s competitiveness.
Additionally, SWOT analysis can be used to diagnose organisational challenges such as skills shortage. This evaluation is done by people professionals through analysing employees performance reports and organisations general productivity. After the identification of this gap, people professionals adopt various development aspect to enhance continued growth. For example, through SWOT analysis, people professionals can identify that employees lack technical skills that enhance effective performance of duties. Through this people management professionals can implement a training and development programme aimed at enhancing employee skills to deal with this challenge (wooll, 2022)
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The main principles of critical thinking and describe how these might apply to your own and others’ ideas to assist objective and rational debate.  (AC 1.3)

According to Howlett and Coburn (2019), critical thinking is a skill that allows people to think clearly and consider concepts, viewpoints, and arguments from an objective standpoint. To make a decision, it entails analysing and assessing persons practise topics objectively. According to the definition, a number of critical thinking principles are predicated on sceptical analysis and objective, logical analysis of factual data. Logically accurate reasoning is connected to objective, rational thinking. This principle makes it possible to distinguish between problems and claims that are valid or incorrect logically. Walters continues, "Logic and other cognitive acts like imagination, creativity, and insights are used in rational, objective thinking."

Checking source validity 
Checking source validity is a critical thinking principle that can be applied in objective rationale debate. There are various ways in which people professionals check source validity, such as through doing research and evaluating organisational reports. During my role as a people professional in an organisation, I applied checking source validity in my ideas while implementing employee skill development. This implementation was as a result of an evaluation that was conducted on other organisations. I used various data collection and analysis tools such as interviews and observation to determine the possible impacts of various developments. The effective evaluation of organisational reports guided in the effective implementation of an effective skills development programme.
Objective rationale thinking
Objective rational thinking is a main principle of critical thinking that focuses on the evaluation of the main objective of an aspect before implementation. Objective rationale thinking can be applied by people professionals to ensure that all implementations are in line with the organisation’s main objective (Mohammed and Quddus, 2019). For example, I applied objective rationale thinking in a colleague’s idea whereby they were focusing on adopting employee involvement in decision-making. The main objective of this implementation was to enhance the development of employee wellbeing and identify and enhance effective communication. After effective evaluation, I determined that the implementation of these aspects would lead to organisational development as the objective is in line with organisational policies.
Additionally, through objective rationale thinking, people professionals are in a position to identify various barriers and challenges that affect continued organisational development. Challenges are a major aspect that affects implementation and through this principle, people professionals identify various response actions to deal with the challenges. For example, a challenge can be identified as a lack of appropriate equipment to enhance the implementation of a given aspect. The identification of this challenge prepares people professionals to evaluate all the requirements and enhance effective implementation (Brassey, 2019)








Explain three decision-making processes that can be applied to ensure that effective outcomes are achieved. (AC 1.4) 
Action learning approach
The action learning approach focuses on the evaluation of outcomes and performance and thus people professionals can use this approach to ensure effective outcomes are attained. For example, this approach can be used to evaluate high staff turnover in the organisation. People professional scan implement an exit interview procedure that is aimed at collecting feedback from employees as to why they are leaving the organisation. Through the feedback collected effective evaluation of the reasons is done and this guides in the identification of response actions. For example, people professionals can implement employee training to enhance their skills as a response to dealing with turnover due to lack of adequate skills (Suresh, 2023)
Moreover, through action learning approach, people professionals can evaluate various implementation adopted by other organisations and implement them. This is a development aspect as the implementations are tested, and the organisations have created reports based on the benefits and challenges of adopting this procedure. This saves on time for the people professionals and guides them in avoiding potential challenges due to the effective evaluation, and this ensures that effective actions are achieved.
Future pacing
Future pacing is a decision-making process that focuses on identifying the future needs of employees in an organisation and evaluating how employees and other orgaisational stakeholders would deal with various issues. This decision-making process focuses on ensuring that effective actions are achieved (Triana et al., 2021). For example, people professionals can implement future pacing to determine employees feedback on the adoption of employee involvement in decision-making. An analysis is done through the response provided, and people professionals may use of surveys or questionnaires to collect feedback. Critical thinking is then applied by people professionals to ensure that the feedback collected is effectively evaluated to ensure an effective action is achieved.
Problem outcome frame
Problem outcome frame is a decision-making process whereby people professionals focus on the evaluation of a solution to an existing problem rather than focusing on the challenge. For example, people professionals can use problem outcome frame to evaluate skills shortage in an organisation (Triana et al., 2021). Lack of employees skills could effect on organisations productivity and thus leads to reduced income generation. Through this decision-making approach people management professionals can implement employee training programmes. Some of the aspects that could be implemented include the use of modern technology in the performance of duties. Modern technology enhances efficiency and creates a development of effective orgaisational productivity and competitiveness.









Assess three different ethical perspectives and explain how understanding of these 
can be used to inform and influence moral decision-making. (AC 1.5)

Utilitarianism theory 
is an ethical perspective that can be used to influence decision-making as it focuses on the adoption of ethical values such as honesty, integrity and fairness. This theory impacts on the employees believes and values and thus people professionals can impact the way employees behave through adopting this theory (Everett and Kahane, 2020). For example, in the case whereby an organisation adopts a rewards policy, employees in the organisation tend to have varying beliefs on who should get the rewards. In order to enhance equality, people professionals can implement a reward criteria which focuses on reward based on performance. This creates fairness for all employee and does not affect with individual beliefs. Understanding this theory thus can be used to influence moral decision-making.
Altruism theory
Altruism theory is an ethical framework that emphasizes making sacrifices for the sake of others. Human resource specialists within an organization make compromises of certain roles and personal characteristics in order to facilitate employees' ability to carry out their duties with ease. For instance, I gave up time in my prior position as a people professional at McDonald's to teach staff members efficient customer service techniques, which are critical to improving job performance. Among the elements were proper phone manners and efficient communication techniques. Employee skill enhancement and organizational development are facilitated by this, as is the rise in consumer satisfaction. Comprehending the altruism theory enhances and facilitates efficient decision-making. (Cherry, 2023)

Deontology Theory
According to (Regoli, 2019) when determining the morality of a course of action, deontology emphasises moral obligations and standards, independent of the outcome. It places more focus on the essential nature of actions than on their results. Deontological perspectives hold that some actions are inherently good or bad and that humans have a moral duty to abide by specific standards or values. One basic deontological norm that mandates people to respect others' rights and dignity is the concept of respect for autonomy.











Appraise two different ways organisations measure financial and non-financial performance, providing one example of each. (AC 3.1)

Financial performance
Revenue generation is one of the approaches in which an organisation can measure its financial performance. Revenue generation can be determined as the total amount of income an organisation makes for the performance of its duties. For example, people professionals to determine revenue generation, they evaluate the total organisational income less expenditure. Expenses are incurred in various ways and forms such as upgrade of resources, training professionals and employees’ salaries. A positive rate in the revenue generation is thus used to measure the organisations financial income. However, revenue generation cannot be used to measure organisations competitiveness (CFI Team,no date)
Return on investment is also used to measure an organisation’s financial performance as organisations use a specific among of money to start up a business. People professionals can thus determine if the organisation has attained a return on investment through evaluating the total income and creating a comparison with the initial capital (Moreno-Sader et al., 2019). In the case where the income has fully covered the initial capital, people professionals can thus determine the financial performance of the organisation. Additionally, through return on investment, people professionals also consider other unforeseen costs that have been applied to enhance the continued running of the organisation such as employee training equipments and professionals. These create a cost that adds up on the initial investment capital.
Employee satisfaction is also an approach an organisation can take to measure its financial performance. Employees in an organisation are satisfied in the case where they have attained their targets and receive adequate income to cater for their needs. People professionals can evaluate employee satisfaction through the adoption of effective communication in the organisation. Through this, employees give feedback on various aspects that enhance their satisfaction, such as pay scales (Kenton, 2023)
Non-financial performance
Stakeholder benefits are an approach that can be applied by people professionals in an organisation to determine the non-financial performance of an organisation. Stakeholders attain various benefits from the organisation once the financial targets are attained (Shen et al., 2018). In the case where stakeholders do not attain these benefits, then this can be used to determine the non-financial performance of the organisation. Moreover, there are various categories of stakeholders and employees can be determined as part of the team. Non-financial performance can be determined through employees failing to attain their full benefits such as financial rewards based on aspects such as performance.
Customer satisfaction is also an approach that can be used by people professionals to determine an organisation’s non-financial performance. Organisations invest in ensuring that products or services meet the customer requirements. Lack of customer satisfaction is thus used to determine that the organisation is experiencing non-financial performance. Moreover, to effectively collect feedback that enhances the identification of the major aspects causing lack of customer satisfaction, people professionals can implement the use of surveys which provide a section of clear indication of the main aspect causing dissatisfaction. The data collected is effectively evaluated through critical thinking and a decision made (CFA. No date)





Explain how people practices add value in an organisation and identify two methods that might be used to measure the impact of people practices. (AC 3.2)
Training and development
Training and development is a process that people practice to add value in an organisation through enhancing employees skills to perform duties. People professionals implement training programmes based on various skills needs. For example, people professionals can conduct an evaluation of employee’s skills on the use of modern technology in the performance of duties. Effective evaluation guides in the identification of a skills gap and this leads to effective implementation of a training programme. Additionally, people practices add value through the development of a talent pool whereby professionals evaluate future skills needs of an organisation and train employees in preparedness to the changes (Chopra-Mcgowen, 2022)
Reward policy
Reward policy is an aspect that is implemented by people professionals, and it adds value in the organisation as it enhances employee motivation. To implement a reward policy, people professionals conduct research on various motivation aspects that can be adopted to enhance employee motivation. Rewards are based on various aspects such as skills and performance. The implementation of this policy adds value to organisational development and contributes to reduced turnover rates.(Cotton, 2024)
Evaluation
Evaluation is an aspect that can be used to measure the impact of people practices. For example, the adoption of training programmes can be evaluated by determining the impact of this implementation on organisational development. Evaluation is done through the use of various procedures such as cost benefit analysis. This entails the determination of the total cost of implementing the various developments and their impacts on the financial income of the organisation (Hayden, 2023)
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Task 2

	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 for 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 work
	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
	41
	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
	 


	Questions
	Fully Agree
	Agree
	Not Sure
	Disagree
	Strongly Disagree

	I enjoy working for home on some days of the week
	37%
	19%
	6%
	31%
	6%

	Hybrid working practices support my work-life balance and well-being.
	54%
	29%
	4%
	11%
	3%

	I miss engaging with my colleagues in the workplace
	2%
	5%
	10%
	52%
	31%

	I feel fully supported when working at work
	7%
	7%
	6%
	46%
	34%

	I find working remotely a challenge
	3%
	21%
	34%
	18%
	24%

	I find it difficult to separate work from my personal life when working from home 
	33%
	32%
	8%
	23%
	5%

	Hybrid working practices make me more productive
	23%
	26%
	2%
	27%
	22%

	Working from home does not affect cross functional  communication and collaboration with my team
	21%
	18%
	2%
	26%
	34%

	Since hybrid working has been in place, I feel more connected to our company culture
	3%
	59%
	1%
	13%
	24%

	Working from home allows me to meet my targets
	14%
	20%
	0%
	19%
	47%

	I can easily access resources at home
	16%
	33%
	2%
	12%
	37%

	Working from home removes conflict
	30%
	29%
	2%
	9%
	30%

	I feel less stressed when away from the workplace
	14%
	1%
	0%
	2%
	83%

	I get the same amount of recognition about my work when working from home
	23%
	23%
	1%
	24%
	29%








Quantitative and qualitative analysis review
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Gender 
The graph above illustrates the figures, which indicate that there are slightly more men than women in the workforce, with non-binary people making up the minority. There are just two non-binary employees out of 140 males and 118 females.
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Ethnicity 
There are four teams on the graph above that are all White British, with no variance within those teams. Additionally, it demonstrates that while 23 out of 260 employees are non-White British, the majority of the workforce is White British. 
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Disability 
The percentage of handicapped workers is modest, as seen by the disability chart. Seven teams do not have any employees with impairments, whilst eleven teams have a mixed amount of impaired personnel. If we exclude the teams without any employees with disabilities, the IT team has the greatest number of handicapped employees, while the property team has the fewest.
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Salary by Gender 
The data above shows that Although Female and Male members of staff have a similar average pay, the staff who are non-binary are significantly lower.
The Overall Average Salary across the business is £31,812.18.

Feedback from Hybrid Works 

It is evident from examining the information provided by the employee survey about hybrid working habits that most employees gain advantages from working remotely. Out of the 161 employees, 161 strongly agreed that hybrid working helps them achieve a better work-life balance, whereas 8 strongly disagreed. Fifty percent of workers both fully and somewhat agree that they prefer to work from home on some days of the week. 
Contrary to what was previously said, the data indicate that over 80% of workers believe that working from home adds to their stress levels. This can be the result of them feeling disenchanted with the company and having more difficulty accomplishing their goals. 

Recommendations 
The flexibility of hybrid work varies and it may accommodate a wide range of schedules. This kind of work arrangement can give workers a better work-life balance, which can boost engagement and productivity. Additionally, by saving money on real estate, hybrid work can improve corporate operations. For both businesses and individuals, hybrid employment offers a number of advantages. Employee job satisfaction may rise when they are allowed to work when and how they are most productive. In addition to improving work-life balance, hybrid work's flexibility can make it easier for employees to handle their personal obligations. Employers may hire skilled workers from around the globe thanks to hybrid employment, which increases the pool of potential candidates. Businesses may get a competitive advantage from this (Kalbach, 2023)

According to salary data, there seems to be a gender pay disparity in business services for the performance officer position. Specifically, men employees are paid much more than female employees performing the same job. It is also evident that the female team leader in the Green Spaces department receives the same pay as the male green space operators. A gender pay gap study is highly recommended in order to clarify any pay disparities and recommend steps that should be made to guarantee equity. Businesses with more than 250 employees are required to submit an annual Gender Pay Gap report to the government; failure to do so may result in legal action (GOV.UK)
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Hybrid Working Practices Employee Survey 

Fully Agree	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	0.37333333333333335	0.53666666666666663	2.3333333333333334E-2	7.3333333333333334E-2	3.3333333333333333E-2	0.32666666666666666	0.23	0.20666666666666667	2.6666666666666668E-2	0.13666666666666666	0.15666666666666668	0.3	0.13666666666666666	0.23333333333333334	Agree	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	0.19	0.28666666666666668	4.6666666666666669E-2	6.6666666666666666E-2	0.21	0.31666666666666665	0.26333333333333331	0.18	0.59333333333333338	0.2	0.33333333333333331	0.28999999999999998	1.3333333333333334E-2	0.23	Not Sure	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	6.3333333333333339E-2	3.6666666666666667E-2	0.1	0.06	0.33666666666666667	7.6666666666666661E-2	1.6666666666666666E-2	1.6666666666666666E-2	0.01	3.3333333333333335E-3	0.02	2.3333333333333334E-2	0	6.6666666666666671E-3	Disagree	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	0.31333333333333335	0.11333333333333333	0.51666666666666672	0.46	0.17666666666666667	0.23333333333333334	0.27333333333333332	0.26	0.13	0.19	0.11666666666666667	0.09	1.6666666666666666E-2	0.23666666666666666	Strongly Disagree	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	0.06	2.6666666666666668E-2	0.31333333333333335	0.34	0.24333333333333335	4.6666666666666669E-2	0.21666666666666667	0.33666666666666667	0.24	0.47333333333333333	0.37333333333333335	0.29666666666666669	0.83333333333333337	0.29333333333333333	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	
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Figure 1: Rational Decision Making Model (Lumenlearning.com, 2019)





