


Task 1 - Report: Evidence Based Practice (EBP) Evaluation.

· Introduction (AC 1.1)
From its beginnings in medicine and success in education, healthcare and management, EBP has increasing importance within the People Profession (Baczor, 2019). It’s a systematic process (Figure 1) to fully understand ‘what’s going on and what can we do about it?’ (Briner, 2023A). 
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It’s seemingly commonsense and right that People Practice would utilise EBP with all its recognised benefits (Appendix 1), using evidence from people professionals, scientific, organisational and stakeholder sources (Appendix 2). These four sources  ensure the best breadth and depth of material from around the world, not just the UK (Taylor and Woodhams, 2022A). This enables  triangulation and supports sound decision-making in dynamic environments.

A concern is People Practice is not aware of all the different information sources, particularly from academia (CIPD, 2023A), which helps make better decisions. However some see academia as having an ‘unhealthy obsession with developing new theories’ (Tourish, 2019), with a theory and practice disparity (DeNisi, Wilson and Biteman, 2014). This divide includes a lack of awareness, belief or confidence in each other (Gill, 2018). 

Other criticisms include a lack of People Practice ability (Lawler III, 2007) to fully examine all available qualitative and quantitative information, with there being ‘guesswork’ (Rousseau and Barends, 2011). People Practice is often seen fascinated following the latest craze without any credible positive outcomes, illustrated by the lack of success in previous employee empowerment, mental health and unconscious bias programs (Reid and Nikodem, 2023). Continued fad chasing harms the profession’s reputation (Briner, 2023B). Additionally, there are several EBP misconceptions, which could hinder its ongoing use (Appendix 3).

Nevertheless, ‘professional opinion carries more weight when it's supported by strong evidence from diverse sources’ (CIPD, ND). The ‘Six As’  will ensure the highest quality of information is used by removing ‘fake news’ and bias to base effective decision making on the most reliable sources. (Figure 2). 
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A lack of EBP can lead to wrong decision-making and result in going around in a ‘vicious circle’ (Figure 3). 
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This results in further failings in overall organisation change development (Appendix 4).
To summarise, EBP enables better informed decisions, enhances People Practice credibility, reduces bias and positively impacts organisation performance. The CIPD recognises EBP importance including it in their professional map and setting it as an international benchmark, essential in all professions (Appendix 5).

· EBP Analysis Tools and Methods (AC 1.2)
There are several of EBP tools and methods which help to gather and analyse relevant information to better inform the decision-making process. 
Tools: These include PESTLE, SWOT and Porters Five Forces. All of which to a greater or lesser degree look to identify, review and assess the internal and external challenges and opportunities for an organisation or industry (Appendix 6). 
Porters model (Figure 4) analyses an industry and/or organisation through five elements: competitors, supplier and buyer power, threat of new entrants and of substitutes. Assessing their collective impact on the market and profitability.
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Its recommended to use this model in conjunction with regular PESTLE or SWOT analysis to maintain a competitive advantage (CIPD, 2024A) in the everchanging global situation.
Its practical application has been more difficult based on misapplications, managerial difficulties and a lack of depth, all of which leads to a lack of structured analysis with no strategic insight (Dobbs, 2014). This is reinforced by the observation it’s had little impact on China’s business practice, the world’s economic powerhouse (Wang and Chang, 2009). 
Nevertheless the model offers a comprehensive and multifaceted analysis of the external environment by illustrating the rules and possible successes in industries (Taylor and Woodhams, 2022B). These  are interchangeable to different competing companies as they will face similar issues. 
Methods: These include interviews, surveys and people analytics (Appendix 7). People analytics is a process that builds on descriptive and operational information from HR, IT and other departments systems, plus external sources to determine why it happened, what could happen in the future, working with stakeholders to successfully drive the organisation forward (Appendix 8). It’s a ‘strategic function able to assist organisations in striking operational excellence’ (Tasoulis et al, 2023). 
There is uncertainty on the meaning of people analytics (Falletta and Combs, 2020), whether it’s really any different to EBP (Briner 2023A), if it impacts on organisation’s performance (McCartney and Fu, 2022), or if it’s actually being used in HR (CIPD 2023B), with certain preventative factors (Appendix 9). 
Nonetheless people analytics is seen to enable better informed and evidence based decision-making (Fernandez, 2019) and improve organisational performance (Tasoulis et al, 2023). Google people analytics transformed HR practices on leadership characteristics, people management approaches and retention (Reddy and Lakshmikeerthi, 2017). 

· Critical Thinking (CT) (AC 1.3)
‘EBP promotes critical thinking’ (Reid and Nikodem, 2023) through a process of being comprehensively informed through rigorous research and evaluation of all data and evidence. This stimulates new ideas, which can be fully assessed and tested to create new knowledge for all (Figure 5). 
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This ‘process of analysis, synthesis and evaluation’ (Cox-Edmundson and Shannon, 2020) differs from intuition, which is based on individual pre-existing knowledge or Occam’s razor which assumes the simplest solution is best.
A concern of no clear definition (Shaw et al, 2019), with People Practice not well informed enough to analyse the evidence needed as part of this process (Rousseau and Barends, 2011). 
Nevertheless CT is an essential competency for all professions with core skills of interpretation, analysis, evaluation, inference, explanation and self-regulation (Heard et al., 2020) being essential as People Profession ‘face all sorts of contradictory insights and claims’..and is..’assaulted with facts, pseudo facts, jibber-jabber, and rumour all posing as information’ (CIPD, 2023C). Awareness of pure opinions is essential ensuring data validity and reliability by appraising and certifying it’s from an authentic, authoritative and up-to-date reputable source. Particularly as technology has vastly increased the quantity but not the quality of information readily available. We become an ‘uncritical thinker’ if we take all information on face value (Chatfield, 2020), so need to be open-minded, actively listen, reflect, work with others and look to continually develop our own knowledge to make better informed decisions.
Considering our own individual bias is vital. This can be conscious or unconscious. Including preconceived judgements, cognitive (e.g. seeking a simple solution on a more complex issue), or halo and horns effect (Waite et al, 2021). 
A critical thinker needs to fully explore all options effectively, clearly define the objective, critic recommendations to a set framework, and cautiously proceeding with regular reviews to evaluate progress (Heard et al, 2020). 
When investigating ‘cause and effect’ as part of strategy development (Andresen and Nowak, 2014), we need to be aware of the possibility that correlation does not always mean causations. In such cases, the results may just be pure chance, statistical manipulation or an underlying third factor (Chatfield, 2018). Through CT it enables both increased individual and group understanding, based on credible evidence, so practical solutions can be assessed, introduced and shared. Therefore supporting a more collaborative, productive and inclusive organisation. This will not only benefit the individual and organisation, but also the global environment. 

· Decision-making  (AC 1.4)
Decision-making is ‘about deciding what action to take’ (Adair, 2010 p.1). ‘A great decision is the result of a good process’ (Duke, 2018). This spiralling process (Figure 6) supports continued learning during the decision-making activity.  
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This will overcome the decision-making concern that it can be ‘ill-structured, non-routine, uncertain and pervasive’ (Shepherd and Rudd, 2014 pp.340).  
A creditable systematic process will increase the probability of a successful outcome (Taylor and Woodhams, 2022B). 
These processes include – 
De Bono’s Six Thinking Hats
This views an issue through different perspectives, denoted by different colour hats (Appendix 10).  Best applied when all group members simultaneously take on the same coloured hat. This enables impartiality removing issues of strong beliefs or personalities swaying the arguments. It prevents group conflict, reviewing the issue through that particular viewpoint together. It fully utilises the group’s skills with all members ideas being presented and fully explored. This is an efficient and easily applied process (Papakitsos et al, 2017).
Action Learning (AL)
Again there is confusion regarding what AL is with all its different definitions (Appendix 11). Nevertheless it ‘is a form of collaborative learning where a small group of learners (an ‘action learning set’) meet regularly to reflect on real work issues’ (CIPD, 2023D). Therefore collaborative working in organisations to address real business problems, utilising and developing the skills of the employees to implement solutions. It is a significant process (Pedler, 1997) through its different viewpoints and experiences, which encourages innovation, new learning and organisational success (Figure 7). 
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Problem Framing
A decision-making concern is are we addressing the correct problem (Faller, Marsick and Russell, 2020). Problem framing ‘transform(s) ambiguous situations into actionable ones’ (Branch, 2023). By following the key steps (Appendix 12), it stops resources being used incorrectly or wasted to deliver ineffective or inappropriate solutions. It is more than identifying an issue but building on a problem statement, it engages stakeholders, sets objectives and aligns to organisational objectives, assuring the right outcome. Therefore People Practice isn’t just seen as ‘another cog in the wheel’ (Andrews, 2024) but producing strategic value. 
Organisations constantly face different issues, therefore different approaches will be required. By selecting the right process in conjunction with the various tools available including mind maps, PDCA and decision trees (CMI, 2020), it will enable people professionals to make decisions that will lead to positive outcomes.

· Ethics  (AC 1.5)
Ethics is ‘about right and wrong and good and bad’ (Graham 2006, pp.1). This viewpoint differs depending on a variety of different shaping factors, including an individual’s religion, age or gender.  One viewpoint is there is no relevant or reliable business ethics academic base (Singh and Mishra, 2018). Ethics has a central influencing role in organisational decision-making, offering different perspectives on a subject matter or issue. Ethical theories include: 
Deontological:
Certain acts are right or wrong regardless of the outcome. Decisions are based on morals and equality irrespective of the end result. We must not deceive or use others (Khalil, 2004).  In an organisational context this could lead to instability or additional costs as it focuses on duty and principles over any consequences. However it ensures fairness and consistency. E.g. Resolving the gender pay gap.
Utilitarianism: 
Maximum good for the most amount of people. Decisions are outcome-based to create the best possible benefit overall. This ‘leads to the greatest happiness of the greatest number’ (Graham 2006, pp.135) by increasing overall employee satisfaction and/or security. This could have a negative effect on the minority, possibly disregarding individual well-being, potentially justifying harmful actions for the majority benefit. E.g. Restructure or redundancy. 
Stakeholder:  
All parties’ interests are fully valued, not only shareholders and business owners. Including employees, clients, supply-chain, local community, and the environment. As ‘business organisations are the most powerful social entities on earth’ (Phillips 2003, pp.1), by working with a range of internal and external interested parties balancing diverse interests, building trust and sustainable relationships achieves company success. Nevertheless it can complicate decision-making.  E.g. Corporate Social Responsibility.
Ethical theory is seemingly based on ancient philosophies and possibly seen as irrelevant, conflicting, and outdated in today’s profit and efficiency driven organisations. Whilst these ideas may no longer be practical or possibly lost their original meaning and influence as they have been re-written over time, there are seen to be ‘golden nuggets’ (Khalil, 2003) within these ethical principles. 
Whilst there is ‘no golden rule’ (CIPD, 2015), with different problems having different ethical implications, utilising the eight lenses (Appendix 13) to work through organisational decisions results in an improved appreciation of all ethical aspects from the company’s perspective. Conflicts between the different lenses will happen, however this fuller understanding will lead to better informed moral decision-making.
Ethics should be central to all professions’ core behaviours (Appendix 5), as all organisations and individuals need to ‘promote a culture where ethical values and behaviours are embedded’ (CIPD, 2023E). 
This will create ‘Authentic Leaders’ in organisations (Alavi, 2024). Additionally, it will encourage inclusivity, ensure legal compliance (i.e. Equality Act 2010), enhance all aspects of organisational conduct throughout the whole business (CIPD, 2023F) and promote fairness in decision-making.  



· Financial and Non-Financial Performance (AC 3.1)
Organisations need to monitor their performance to ensure its ongoing existence in the increasingly competitive global economy (Taylor and Woodhams, 2022B). Performance measures are essential in driving the business forward, identifying any variances and ensure better informed business decisions.  Both financial and non-financial measures are key in providing the overall organisation’s picture, with financial measures seen as part of the story and non-financial measures identifying the potential strengths and weakness of a business (Jackson, 2024). 
Financial Measures 
Cashflow and profit must be the main focus for private companies. PAI Group Annual Operating Plan (Appendix 14) sets out the financial targets, to monitor all associated costs, exceeding its break-even position to create profit. 
Monitoring gross and net profit enables the company to see the financial performance by reviewing costs against its sales revenue. These financial KPIs are tracked and discussed as the primary agenda item in PAI senior management meetings. Without a positive cashflow, a company cannot continue to fund its activities. However, focusing on these alone is not fully considering all other important aspects of organisational performance, including employee engagement, retention, and its overall skillset. Disappointingly often companies seldom use workforce information to inform their decisions (Fernandez and Gallardo-Gallardo, 2019).
Non-Financial Measures 
These include employee turnover and customers’ satisfaction, which are essential to on-going business success. Employee turnover ratio is a one-dimensional number which may not be illustrative of the whole picture, so organisations will need to delve further into this statistic. 
Obtaining customer satisfaction levels is challenging and subjective through surveys or interviews. The satisfaction ratio to depict this subjective level will depend on a customer’s perspective at that time, possibly prone to bias, based on out-dated or incorrect opinion, result in extreme views, with possibly the customer having a different agenda. Its cost will vary depending on the type of method used, but can be expensive and time-consuming. 
It’s vital to measure staff retention and customer satisfaction trends, issues and successes as these directly have an impact on costs. These include recruitment, a lack of staff motivation or engagement, efficiency levels and actual sales revenues with customers not returning.
Financial and non-financial measures have varying priority levels depending on the organisation, its industry and whether it’s operating in the public or private sectors. Despite their importance, only 3% of executives believe they have the correct information to make thorough people decisions (Cantrell et al, 2021).  


· People Practice (AC 3.2) 
People’s Practice overriding purpose is to ‘add value to the organisation, plus its stakeholders’ (Taylor and Woodhams 2022B, pp.135). Contrary is the belief it has no impact at all on the bottom line (McGoldrick, Stewart and Watson, 2001), or overall organisational success (Thompson, 2011), plus People Professionals lacks the necessary strategic skillset (Reid and Nikodem, 2023). 
Nevertheless, People Practice creates organisational value through its administrative, HR-services and important strategic duties (Andresen and Nowak, 2015).  Measuring value is key not only to substantiate its importance in the boardroom (Briner, 2007), but also to recognise its role in individual and organisational learning (Heard et al, 2020), operational success (Taylor and Woodhams, 2022A), crisis management (Thomas, 2024) promoting an inclusive culture, ensuring company compliance (Waite, 2021), plus the extended positive impact it has on local communities. 

Methods which are used to show the impact of People Practice include –
Return on Investment (ROI): 
Traditionally used to calculate the return in financial sectors, ROI has grown into different areas attempting to illustrate the value of a particular people practice investment. This can be challenging in People Practice when attempting to include intangible costs, such as a negative culture or benefits including employee satisfaction (Dadd and Hinton, 2022).  
Nevertheless it can be a very useful metric to simply show if an expense has brought value.
E.g.  			ROI	= 	‘Net Increase in Value’
                                                          	              		‘Cost’
 
[bookmark: _Hlk167051260]A training course costing £10,000 has increased sales by £75,000. ROI would be £75,000 - £10,000 = £65,000 divided by £10,000, equalling 6.5.

Cost-Benefit Analysis (CBA):
Similar to ROI, CBA has outgrown its original roots, now used to compare the cost and benefits to illustrate overall People Practice value. Whilst it would seem commonsense to use such a metric, CBA critics have commented it ‘does not produce morally relevant information and should not be used’ (Posner and Adler, 1999 pp.167). Nevertheless it enables a complete overview of People Practice, in a basic form that shows the net reward which will be easily understood.
E.g.  			CBA 	= 	‘Value of Benefit’   -   ‘Value of Cost’

A new company private health care initiative costing £30,000, reported a reduction of sickness leave equivalent to £50,000. Subtracting the cost of £30,000 from the £50,000 benefit, calculates out as a £20,000 net benefit.
Applying these methods, in conjunction with feedback tools including surveys, focus groups and appraisals, provides a framework to show People Practice’s value. Also it provides a means to continually monitor success and if needed make changes. They can also assist in obtaining additional investment in People Practice by proving its value to the board. This will all enable the profession to become ‘future-ready’ (Sheils, 2023A).











Task 2:  Company Quantitative and Qualitative Analysis Report (AC 2.1, 2.2,  2.3) 
· Quantitative data
Chart 1: Majority of employees are male (54%), 45% females and non-binary 1%. Males are 6% more likely to be employed than females, reducing from nearly 10%, ten years ago (Francis-Devine and Hutton, 2024). 
Non-binary extreme minority may be because employees are not confident or supported to publicly state their true gender, or the company not seen to be fully inclusive to attract employees across all gender types.

Chart 2: ‘White-British’ ethnicity dominates with four department exclusively ’White British’. 15 departments (83.3%) have 80% or more ‘White British’.  Including all ‘White Ethnic’ groups,  this dominance is further increased.  England and Wales working aged people identified as ‘White-British’ is 71.8%, Wales alone 89.3% (GOV.UK, 2023A). 
Company data maybe representative of the industry or local community. However there maybe ethnicity barriers in applying or gaining company employment.  

Chart 3A: Majority are not disabled (92%), 8% disabled. Chart 3B, Several departments have higher levels of disabled including IT, customer services, finance  and people services. However nearly 40% of departments are exclusively ‘not disabled’ with others only having a disabled minority. Accessibility or not being seen as a fully inclusive employer maybe a contributory factor.
Since 2019 the ‘disability gap’ remains around 30%, with disabled at 54% compared to 82% not disabled (Powell, 2024). 





Chart 4: Non-binary are only in the two lowest salary ranges. However with such a small percentage overall, it is difficult to identify any specific cause-effect or links.  
The highest band of £100k+ includes only one female. This is an exception with female dominating the lower salary ranges, reducing from its highest level in £20,000-£24,999.  Males have the greatest number in £25,000 to £29,999 plus three times the female number in £30,000-£34,999. 



The company employs over 250 staff therefore must report gender wage data. Failure to report may result in court action and fines (GOV.UK, 2024). 
Further investigations will enable a more in-depth picture, including gender salary by department and roles supporting more focused strategies. This could identify gender pay gap issues, limited gender progression opportunities or a lack of company support. The UK has ‘a higher share of men than women were working as managers, directors or senior officials, with 13% of men in these roles compared with 8% of women’ (Francis-Devine  and Hutton 2024, pp.12).








Chart 5: Average salary is £31,757.46 compared to UK average mean £35,464 (Forbes  2024). As this is below the UK average, it may be detrimental to company recruitment and selection. 
The company has nearly two thirds (65.4%) below its average. Further investigations to review salary by ethnicity and disability, and external industry benchmarking salaries will enable more focused strategies and ensure the company is paying the market rate. 

The further investigations will need to account for extremes and its influence on the average salary. Company data includes one male director, two female directors and a female Chief Executive. This is a more female positive representation than the UK overall.
The use of mode or median removes any average distortion by the higher earners. The UK male full-time median weekly wage being 7.7% higher than female wages in April 2023 (Francis-Devine and Hutton, 2024). 













· [bookmark: _Hlk167878145]Qualitative data survey
The majority would prefer to work from home some of the week (56%). 38% strongly agreed illustrating its popularity. Over 80% believe hybrid-working supports a work-life balance, well-being and does not detrimentally impact colleague engagement. 
A lack of support is a concern with 80% feeling unsupported. The reason could be a lack of line-manager awareness and/or skill supervising hybrid-workers and/or a lack of clarity and company direction 
The majority don’t find home-working a challenge (42%), however 34% are not sure. Nearly two-thirds find it difficult to separate work and personal life. Again maybe because of no policy clarity and line-manager skills. 
The general 50/50 split on hybrid-working and productivity is concerning. 60% believe it impacts on cross functional communication with two-thirds believing it doesn’t enable targets to be achieved. A reason maybe existing company technology limitations with a 50/50 split on ability to access resources from home.
Despite this, 60% feel hybrid-working connects them more to company culture, with 59% believing it removes conflict.
Only 15% are less stressed when home-working, with the vast majority (83%) strongly disagreeing. This in conjunction with  53% believing when home-working they don’t get the same recognition. This again could be because of poor line-management or inadequate company direction and support. 




















· Recommendations 
An audit is needed to ensure all roles and genders are paid equally. Identified anomalies must be addressed. Correcting salaries will have financial implications, but will ensure lawful compliance. It can also improve recruitment, retention and motivation rates. IFS believe the majority of gender pay gaps are due to ‘child penalties’ with women’s salaries falling after becoming parents (Francis-Devine and Hutton 2024). Publishing company initiatives such as EAPs supporting parents (Devere, 2023) will clearly explain how this commitment is being converted into action. 
The company needs to increase EDI by reviewing its current policies, ensuring they are compliant. 
To assure the highest quality non-binary policy, follow the CIPD four-stage design approach (Appendix 15) so the company fulfils its responsibility of providing a safe working environment for all. It will then be seen as a reputable employer, able to access a larger labour resource and improve company culture. However non-binary and transgender issues sometimes cause conflict (CIPD, 2024C).  Managing different views is essential, drawing a line on what is acceptable/unacceptable behaviour. Additional training costs for all staff, resourcing the EDI policy review and its implementation must be considered. 
Improving accessibility will bring several benefits to all including customers and visitors, reduces reasonable adjustment requests, encourages inclusivity, prevents discrimination and improves staff morale (ACAS, 2023A). Grant funding through Access for Work, which approved nearly 50,000 grant applications in 2022/3, financially supports employers with assessment and additional employee support (Appendix 16) to the £69,260 current individual cap.  This can initially be disruptive to the workplace, plus there is limited awareness of the scheme and it has a difficult application process (Powell, 2020). The disability confident three level accreditation scheme (20,000 companies signed up as of March 2024) is also a good mechanism to publicise and illustrate company commitment (Powell, 2024). 
Hybrid-working is not viable for all employees or roles. It may cause animosity amongst staff, plus the company will need to increase new technology expenditure to enable improved access to information and cybersecurity.  The company must create and continually review a hybrid-working policy. This should clearly explain the rules, expectations, and health and safety implications. Investment in further line-manager training at additional cost is needed, as they are instrumental to its success (CIPD, 2021). 
Creation of a hybrid-working focus group to explore productivity measurement methods, staff satisfaction and technology deployment is needed to fully understand its impact. This has associated direct and indirect costs of resourcing. Another option is to engage an external consultant to review hybrid-working. Despite accessing this specialist third party skills, it has a significant cost implication.    
Certain employers are now bringing employees back full-time into the office due to concerns on productivity (Tonight, 2024). There is a balance of the risks and benefits, and financial implications for hybrid-working. The survey showed a positive staff attitude and its associated advantages. Regular reviews are essential to monitor and ensure its ongoing success.








Appendices
Appendix 1: Table on the three main benefits of EBP (Based on CIPD 2023C)
	Benefit 1
	It ensures that decision-making is based on fact, rather than outdated insights, short-term fads and natural bias.

	Benefit 2
	It creates a stronger body of knowledge and as a result, a more trusted profession.

	Benefit 3
	It gives more gravitas to professionals, leads to increased influence on other business leaders and has a more positive impact in work.



Appendix 2: Table on the four sources of evidence in EBP (Based on Gifford, Barends and Young 2023)
	Source 
	Description 

	People Professionals
	The expertise and professional judgement of practitioners, such as colleagues, managers, staff members, employees and leaders, is vital for determining whether a people management issue does require attention.

	Scientific  
	Scientific studies published on topics relevant to people professionals. Empirical studies published in peer-reviewed journals which provide the strongest evidence on cause-and-effect relationships, and thus what works in practice.

	Organisation
	Including financial data or performance indicators, also from customers, or employees. These can be ‘hard’ numbers such as staff turnover rates, etc, but it can also include ‘soft’ elements such as perceptions of the organisation. This typically helps to identify the existence or scale of a need or problem, possible causes and potential solutions.

	Stakeholders
	Stakeholders are individuals or groups inside or outside the organisation whose interests affect or are affected by a decision and its outcomes. They can also influence the outcome of a decision. Its an important guide to what an organisation investigates, what improvements it considers and whether any trade-offs or unintended consequences of proposed interventions are acceptable.



Appendix 3: Table on the common misconceptions on using EBP (Based on Barends, Rousseau and Briner 2014, pp 214-216)                  
	Number 
	Misconception 

	1
	Evidence-based practice ignores the practitioner’s professional experience.

	2
	Evidence-based practice is all about numbers and statistics.

	3
	Managers need to make decisions quickly and don’t have time for evidence-based practice.

	4
	Each organization is unique, so the usefulness of scientific evidence is limited.

	5
	If you do not have high-quality evidence, you cannot do anything.

	6
	Good-quality evidence gives you the answer to the problem.



Appendix 4: Table: The Five Failing of managers in managing OCD (Based on McGoldrick and Watson 2001, pp.102-103)
	
	Five failings of Managers in Managing OCD

	Failing 1
	Not knowing the fundamental principles of change management

	Failing 2
	Succumbing to the temptations of the ‘quick-fix’ and ‘simple solutions’

	Failing 3
	Not fully appreciating the significance of the leadership and cultural aspects of change

	Failing 4
	Not appreciating sufficiently the significance of the people issues

	Failing 5
	Not knowing the critical contribution that the Human Resource Development (HRD) function can make to the management of change


Appendix 5:  CIPD Professional Map (CIPD 2023G)  
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Appendix 6: Table on PESTLE, SWOT and Porters Five Forces descriptions. (Thomas 2024)
	EBP Tool 
	Description 

	PESTLE
	Analysing Political, Economic, Social, Technological, Legal and Environmental external factors affecting the organisation so strategies can be developed. 

	SWOT
	Analysing internal and external Strengths, Weaknesses, Opportunities and Threats so areas of improvement or potential areas of concern can be identified. 

	Porters Five Forces
	Analysing (1) Buyers Bargaining Power (2) Entry Barriers (3) Rivalry (4) Substitutes (5) Suppliers Bargaining Power to determine industry & organisational strategies.





Appendix 7: Table on structured interviews, surveys and people analytics descriptions. (Based on Taylor and Woodhams 2022B, pp. 128-131)
	EBP Method 
	Description 

	Interviews
	A qualitative method. Listening and looking to gain insight into an issue. Usually used when investigating a small possibly complex number of issues.  

	Surveys
	A quantitative method. A deductive approach to measure data from a larger group. Can be cost effective and quick to process. 

	People analytics 
	Mostly quantitative but can be qualitative depending on the people data. It uses this data in analytical processes to solve business problems  .



[bookmark: _Hlk166440483]Appendix 8: Table on five main types of analytics with explanation. (CIPD 2023H)
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	People Analytics Level
	Title
	Description 

	5
	Prescriptive
	Working with stakeholders to determine intervention strategies that will minimise risk or maximise opportunity; and measuring the success of these plans (what we need to do).

	4
	Predictive
	Typically taking the output from diagnostic analysis, integrating other environmental factors, and projecting the future direction of critical metrics or KPIs (what will happen next?).

	3
	Diagnostic
	Typically the output from a piece of root-cause analysis, the purpose of which was to determine why something has happened. For example, an unwanted increase in employee turnover (why it happened).

	2
	Descriptive
	Typically represented in tabular or graphical form, perhaps presenting a snapshot of the workforce’s composition, or tracking a critical metric through time (what happened).

	1
	Operational
	Raw, unstructured data, typically presented as a list. An example would be a list of staff members, with each row representing a characteristic of the employee, such as age, start date, location, salary and gender



Appendix 9: Table on the Barriers to HR Analytics (Adopted from Fernandez and Gallardo-Gallardo 2019, pp.44)
	Barrier Description: 

	· Lack of data integration and sharing 

	· Insufficient data and metrics

	· Lack of standards for data and HR metrics

	· Low quality of HR Data 

	· Lack of strategic HR focus in complex models

	· Absence of advanced HR Analytics software designed for common profiles of HR professionals 

	· Incompatibilities between systems to merge data from different units 

	· Lack of knowledge , skills, and competences related to analytics

	· Lack of strategic business view

	· Lack of storytelling skills



Appendix 10:  Description of the Six Thinking Hats (Based on De Bono 2000, pp.9) 
	Hat Colour 
	Approach 

	White
	Concerned with the objective facts and figures

	Red
	Gives the emotional view

	Black
	Cautious and careful. Points out weaknesses 

	Yellow
	Hope and positive thinking 

	Green
	Creativity and new ideas

	Blue
	Gathers appropriate contributions
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Appendix 11: Selected Definitions of Action Learning (Faller, Marsick and Russell 2020, pp.293) 
	Author 
	Action Learning Definition 

	Revans (1982)
	Action learning is a means of development, intellectual, emotional, or physical that requires its subjects, through responsible involvement in some real, complex, and stressful problem, to achieve intended change to improve their observable behaviour henceforth in the problem field.

	Pedler (1997)
	Action learning is an approach to the development of people in organizations which takes the task as a vehicle for learning. Action learning implies both self-development and organizational development.

	McGill & Beaty (2001)
	A continuous process of learning and reflection supported by colleagues with an intention of getting things done. Through action learning, individuals learn with and from each other by working on real problems and learning from experience.

	O’Neil & Marsick (2009)
	An approach to working with and developing people that uses work on an actual project or problem as the way to learn. Participants work in small groups to take action to solve their problem and learn how to learn from that action.





Appendix 12:  Key Steps involved in the problem framing approach for strategic decision making  (Branch 2023)
	Step 
	Description 
	Importance 

	Clarify Purpose and Scope
	Establish the purpose of addressing the problem and determine the scope carefully, aiming for a balanced perspective 
	Helps maintain focus and ensures that key factors are not missed

	Identify Stakeholders
	Recognise all those affected and engage diverse viewpoints to enrich understanding.
	Stakeholder insights improve problem framing and lead to more comprehensive solutions 

	Collect and Analyse Information 
	Gather relevant data from diverse sources and analyse patterns and trends using both quantitative and qualitative data.
	A dual approach adds depth and helps avoid single-dimensional thinking.

	Determine underlying issues 
	Look beyond surface issues to identify root causes that drive problems
	Ensures that solutions target the actual issues rather that just symptoms 

	Align with Organisational Strategy 
	Ensure that the problem frame aligns with the organisation’s broader goals and strategic direction. 
	Solving the problem should advance the overall mission and resonate with key objectives 



Appendix 13:  Eight Ethic Lens (CIPD 2015)
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Appendix 14:  2024 Annual Operating Plan (PAI 2024)
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Appendix 15:  	Transgender and Non-binary inclusion at Work: 
Equality, diversity and inclusion (EDI) Four Stage Policy Design 
(Adapted from CIPD 2023I, pp.6-7)
	Stage 1
	Consult experts and include people with lived experience where possible

	Stage 2
	Adopt broad definitions with generosity of spirit

	Stage 3
	Integrate practical examples to help people understand different scenarios

	Stage 4
	Audit and adapt all people management policies regularly



Appendix 16:  	Access to Work Expediure Elements 2018/19 (Powell 2020, pp.9)
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Chart 3A: Disablity % across company 
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Chart 4: Company Salary by Gender
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Chart 5: Overall company salary range compared to 
overall average company salary 
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Appendix 6: Table on PESTLE, SWOT and Porters Five Forces descriptions. (Thomas 2024)
£8P Tool Description
PESTLE “Analysing Political, Economic, Social, Technological, Legal and Environmental
external factors affecting the organisation so strategies can be developed.
Swort “Analysing internal and external Strengths, Weaknesses, Opportunities and

“Threats so areas of improvement o potential areas of concern can be identified.
‘Analysing (1) Buyers Bargaining Power (2) Entry Barriers (3) Rivalry (4) Substitutes
(5) suppliers Bargaining Power to determine industry & organisational strategies.
Appendix 10: Porters Five Forces model (ten Have et al. 2003, pp.47)

Porters Five Forces

Appendix 11: Table on structured interviews, surveys and people analytics descriptions. (Based on Taylor and
‘Woodhams 20228, pp. 128-131)

£8P Method Description

Interviews ‘A qualitative method. Listening and looking to gain insight into an issue. Usually
used when investigating a small possibly complex number of issues.

Surveys ‘A quantitative method. A deductive approach to measure data from a larger
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Hat Colour Approach
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Red Gives the emotional view decide
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ellow Hope and positive thinking
Green Creativity and new ideas
Blue Gathers appropriate contributions
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“This will overcome the concern that decision-making can be
(shepherd and Rudd 2014, pp.340).

structured, non-routine, uncertain and pervasive”

A creditable systematic process will increase the probability of a successful outcome (Taylor and Woodhams 20228).
These processes include —

De Bono's Six Thinking Hats

“This process views an issue through different perspectives, denoted by the different colour hats (Appendix 10). Its
best applied when all the members of the group take on the same coloured hat at the same time. This enables an
impartial approach which removes issues of strong beliefs or personalities swaying the arguments. It also prevents
conflict by the group when they are reviewing the issue through that particular viewpoint together. It fully utilises
the group’s skills with the ideas of all members being presented and fully explored. This is an efficient and easily
applied process (Papakitsos et al. 2017).

Action Learning (AL

‘Again there is confusion regarding what AL is and all its different definitions (Appendix 11), however it “is a form
of collaborative leaming where a small group of learners (an ‘action learning set’) meet regularly to reflect on
real work issues” (CIPS 2023D). This enables collaborative working in organisations to address real business
problems, utilising and developing the skils of the employees to implement solutions. Therefore it is a significant
process (Pedler 1997) through its different viewpoints and experiences which will encourage innovation, new
learning and organisational success (Figure 7).
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Expenditure on Access to Work Elements recruitment, retention and mofvation rates.
Fis impact on cross functional communication. Nevertheless 60% do feel hybrid-working has resulted in feeling more To increase EDI in the workplace the company should review its current EDI policies, ensuring they are up to date and
Support Worker connected to the company culture. relevant to current recommended standard and compliance.
Trave toWork ° Two-thirds of people believe working from home doesn't allow them to achieve ther targets with only a third believing To ensure the highest quality non-binary policy, the company should follow the CIPD four-stage design approach
it does. A contributory fact may be the 50/50 split on whether or not employees can access resources from home. This (Appendix 24). This ensures the company fulfisits responsibility in providing a safe working environment for all it will
Special Alds and Equipment & is despite employers now looking to bring employees back full-time into the office due to concerns on productivity be seen as a reputable employer, able to access a larger labour resource and improves company culture. However
Mental Hoskth Support Servcs - (Tonight 2024). issues of non-binary and transgender can sometimes cause conflict (CIPD 2024) and so we must manage different
TraveinWork Hybrid-working is seen by the majority (59%) to remove conflict however nearly 40% disagreed with this. ‘s"li’w;t"s’:”s:;:’»‘v"l‘f\; :ST:;.::::‘: :;‘:‘::‘:"’e':;'n‘::::i:‘:::‘:::"C‘l’)‘:‘;:::’e‘:f’"" raining costsfor al staf fme
o 3 ‘When staff work away from the office, only 15% are less stressed with the vast majority at 83% strongly disagreeing There are a number of government led initiatives to increase the number of employed disabled people. These include
& o w on = oo they feel less stressed. The majority at 535% feel they do not get the same recognition about their work with they work the disability confident three level accreditation scheme which has nearly 20000 companies signed up s of March
Source: DWP Access to Work staisties from home in comparison to 46% believing they do. 2024 (Powell 2024A) and Access for Work which approved nearly 50,000 grant applications in 2022/3 financially
> supporting employers with assessment and additional support to employees (Appendix 25) up to the £69,260 current
cap, however many see a lack of awareness of the scheme and it has a difficult application process (Powell 20248).
Nevertheless there are number of Therefore whilst there will be additional costs in making certain adjustments to
improve accessibility which can bring a variety of benefits to all such as customers and visitors, potentially reduces
reasonable adjustment requests, encourages inclusive culture, prevents discrimination and improves staff morale
(ACAS 20234), there may be grant funding available.
There will be a balance of the risks and benefits, and financial imlications for hybrid working but the company survey
illustrated a positive attitude. However this will not necessarily be right for all employees or roles so may cause
animosity amongst staff, plus the company may need to invest in better technology to enable improved access to
information and cybersecurity. Therefore the company should continually review ts hybrid workers policy which needs
to clearly sets out the rules and expectations, health and safety implications and ensure aditional training for line
managers who wil be instrumental n its success (CIPD 2021).
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Appendix 2: Table on the three main benefits of EBP (Based on CIPD 2023C)
Benefit 1 | It ensures that decision-making is based on fact, rather than outdated insights, short-
term fads and natural bias.
Benefit2_| It creates a stronger body of knowledge and as a result, a more trusted profession.
Benefita | It gives more gravitas to professionals, leads to increased influence on other business
leaders and has a more positive impact in work.
‘Appendix 3: Table on the four sources of evidence in EBP (Based on Gifford, Barends and Young 2023) v
o —— >
Source Description Pagetor1 32words [[ English (United Kingdom) Text Predicions: On Bk Accesibilty:Investigate i Foaus B -—+——+ 1%
People The expertise and professional judgement of practitioners, such as colleagues, T (Briner 20238}, Additionall, there are a number of 689 misconceptions, which could inder s ongoing use (Appendi |
Professionals managers, staff members, employees and leaders, is vital for determining )
whether a people management issue does require attention. g
Scientific Scientific studies published on topics relevant to people professionals. Empirical Nevertheless, “professional opinion carries more weight when it's supported by strong evidence from diverse
studies published in peer-reviewed journals which provide the strongest evidence sources” (CIPD ND). The ‘Six As’ will ensure the highest quality of information is used by removing such things as ‘fake
on cause-and-effect relationships, and thus what works in practice. news’ and bias to base effective decision making on the most reliable sources. (Appendix 5-3). A lack of EBP could lead
Organisation Including financial data or performance indicators, also from customers, o to wrong decision-making plus result in going around in a ‘vicious circle’ (Appendix 6-13), resulting in further failings
employees. These can be ‘hard’ numbers such as staff turnover rates, etc, but it in the overal organisation change development (Appendix7-13).
can also include 'soft’ elements such as perceptions of the organisation. This
typically helps to identify the existence or scale of a need or problem, possible o summarise, EBP enables better informed decisions, enhances People Practice credibilty, reduces bias and positively
cancac anl natantial snbHinns b b e
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Appendix 6: Model and Table: Management and organisation development: A vicious circle

(McGoldrick and Watson 2001, pp.104 using Hamlin, Keep and Ash 2001)

Appendix 7: Table: The Five Failing of managers in managing OCD (Based on McGoldrick and Watson 2001, pp.102-
103)
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Figure 2: The six steps to evidence-based practice (Gifford, Barends and Young 2023).
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Alack of EBP could lead to wrong decision-making plus result in going around in a ‘vicious circle’ (Appendix 6-13)
resulting in further failings in the overall organisation change development (Appendix 7-13).

To summarise, EBP enables better informed decisions, enhances People Practice credibilty, reduces bias and positively
impacts organisation performance. This importance is recognised by the CIPD, as a leading authority, who have o
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Figure 3: Model and Table: Management and organisation development: A vicious circle

(McGoldrick and Watson 2001, pp.104 using Hamlin, Keep and Ash 2001)

Appendix 7: Table: The Five Failing of managers in managing OCD (Based on McGoldrick and Watson 2001, pp.102-
103)
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Figure 3: Model and Table: Management and organisation development: A vicious circle

(McGoldrick and Watson 2001, pp.104 using Hamlin, Keep and Ash 2001)
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