Section One –Report
Approaches in evidence-based practice (A.C.1.1) 
Systematic evidence discovery, through a replicable process which consistently critiques the quality of the evidence which is sought from a plethora of sources is at the heart of evidence-based practice (EBP). The Centre for Evidence Based Management explains; “Evidence-based practice is about making decisions through the conscientious, explicit and judicious use of the best available evidence from multiple sources… to increase the likelihood of a favourable outcome.” (Barends and Rousseau, 2018). By utilising high quality, reliable evidence to inform decisions, it reduces the risk of uninformed assumptions and bias playing a part in key decision making.  
There are six steps to evidence-based decision making: Asking, Acquiring, Appraising, Aggregating, Applying and Assessing (Gifford, Barends and Young, 2023). The first step centres around understanding what the issue is and what evidence there is around suggested solutions. The second step relates to gathering evidence. When considering evidence, it is important to use multiple sources from the four main sources of evidence: scientific literature, organisational data, stakeholder evidence and experienced practitioner expertise. Using the best available evidence is crucial in determining the best decision. Both qualitative and quantitative data can be drawn upon, often stakeholders and experienced practitioners will provide rich qualitative value-based evidence compared to organisational data which can provide the quantitative, objective evidence. 
The third step is about critically appraising the evidence, is it valid, reliable and relevant? Considering evidence with a critical focus supports the avoidance of cherry-picking and bias and can help to support a fact-based, evidence-supported decision which adds value (Rousseau, 2020: 5-6). The fourth step requires aggregation, bring the evidence together to consider the question at the heart of this issue. Step 5 is to apply the evidence to the question being considered. There are different approaches which can be taken during the application stage which consider how the decision can be operationalised e.g., through standard operating procedures, process evolution or piloting and testing outcomes. The final step in evidence-based decision making is to assess the outcome. Understanding how the decision was actioned and whether it was operationalised successfully is part of this step. Consideration of the result is significant in understanding if the decision supported the intended outcome and if the overall evidence-based decision was a success or what could be learnt moving forward (Gifford, Barends and Young, 2023).  
EBP is a structured approach which provides a framework to follow. When working in human resource management, bounded rationality can occur due to the constraints and limitations such as time and resource (Herling, 2003). But it is critical to consider and analyse both internal and external evidence to reduce any uncertainties prior to making decisions. There are many limitations of hasty decision making, including ‘the knowing-doing gap’ (Pfeffer and Sutton, 2006), where managers make decisions against what the evidence tell them, due to their own ideology. Making decisions through purely an experiential lens can lead to a multitude of common biases which individuals are subject to without an evidence-based approach. These include cognitive bias, confirmation bias, false analogy, availability bias, sunk cost fallacy and loss aversion. These common biases can misrepresent the reality of what the evidence suggests. 
EBP poses potential barriers in terms of breaking down prejudice, organisational barriers such as size or strategy, and political moderation within organisations (Gill, 2018: 111). It is a process which takes longer than a hunch, but will provide evidence and support learning within the organisation, it advances a deeper understanding and provides wider opportunities to consider across people practices and organisational challenges. 

Analysis tools and methods (A.C.1.2)
Analysis tools are useful in understanding strengths, challenges, and opportunities in relation to assessing potential future action of a business. If an organisation has an issue with staff retention for example, analysis tools can be utilised to understand why there is an issue with retention or even to assess one course of action against another to inform decision making. The SWOT analysis tool is credited to Albert Humphrey in the 1960s, and provides a useful framework in considering a variety of factors when making decisions. “SWOT Analysis is a simple but powerful tool for sizing up an organization’s resource capabilities and deficiencies, its market opportunities, and the external threats to its future” (Thompson et al., 2007: 97). The tool considers Strengths, Weaknesses, Opportunities and Threats of strategic development within a business (Taylor and Woodhams, 2022). When analysing the strengths and weaknesses, a summary of the resources and capabilities can be considered. The opportunities and threats consider “an analysis of the environment” (Johnson, 2016:115). 

The SWOT analysis tool is a simple four section framework. It can support in the identification of needs of the business and workforce, including learning and development, culture and processes. The tool can assess current performance and effectiveness of a variety of elements against strategic direction, which therefore “encourages the development of strategic thinking” (CIPD, 2023). Completing a SWOT analysis can also support an organisation to recognise areas of developmental need, to inform policy and procedure change.  This analysis method can also support organisations to understand what threats there are to the business and initiate mitigations of these.  The strength of the SWOT analysis tool over its alternatives such as the PESTLE model, is the SWOT analysis tool can be used to look at smaller considerations as well as wider ones and therefore is very flexible (CIPD, 2023).   

There are disadvantages to the SWOT tool, including user issues such as oversimplification. If done well, a SWOT analysis is not a quick process. The analysis still requires time, research and an evidence-based approach when completing to ensure its effectiveness. The framework is simple by design, but this can result in less meaningful results if components are missed.  In addition, SWOT analysis can produce unreliable results which involve individual bias as its simple design can lead to subjectivity (Gurel and Tat, 2017:1004). The SWOT analysis tool has been used for over half a century to support decision making and strategic planning. It is valuable and can provide meaningful and effective understanding of strengths, weaknesses, opportunities, and threats when used well. 

There are many data collection methods, but Anderson et al (2019) suggests that the following four are the most common; interviews, questionnaires, participant observation and focus groups. As an organisation, surveys or questionnaires allow the researcher to develop a series of questions to ask the research group. Questionnaires are efficient as they are fast to design, easy to distribute to a large volume of participants and cheap to produce. Participants can answer in their own time when it is convenient. If the researcher collates data from a large sample, this supports generalisability of the findings as inferences about the participant population can be drawn. There is increased reliability with surveys also as the same questions, in the same format, are given to participants. Questionnaires and surveys allow for the participants thoughts without the researchers’ gaze, improving reliability. 

However, as the participant does not have the opportunity to ask questions to better understand the meaning and therefore there is risk of misunderstanding, the detail in which the participant provides is also at risk and the researcher does not have opportunity to further probe (Taylor and Woodhams, 2022: 128). Other disadvantages of surveys include response rates, as the participant is left to complete without supervision, they may not complete at all. The phrasing of questions may also skew results and therefore careful consideration needs to be applied when formulating the questions to ensure clarity, ability to appropriately respond and cover their true feeling. Questionnaires or surveys are a useful tool for organisations to get large responses about topics and can provide employees with a confidential way to express their intentions and feelings through mechanisms such as staff surveys. There is opportunity for organisations to understand their workforce dynamic, and results can drive forward the core areas that employees want to see change to support retention and culture for example. 



Critical Thinking  (A.C.1.3)
“Critical thinking is the ability to think well and to critically reflect on the ideas, opinions and arguments of others” (Howlett and Coburn, 2019). This means to objectively assess and analyse the information to consider it is likely to be true, and the strengths and weaknesses of the information. When thinking critically, it is important to consider why the information was written and who it was written by, if there are any inclinations that there were invested interests in a particular outcome, this impacts the source credibility. It promotes the ability to challenge what is being conveyed, as opposed to accepting passively. 
To assist in an objective and rational debate, people professionals seek to find facts. Thinking critically supports segregation between fact and opinion, truth and assumption. By considering information, either that we have sought or that has been provided to us, in an objective and rational way, people professionals can establish the information which provides strong evidence to support decision making. Cottrell (2019:257-263) outlines in detail the process of thinking critically when considering texts; identifying the line of reasoning, critically evaluating, questioning surface appearance, identifying and evaluating the evidence, identifying conclusions and evaluating whether the evidence supports the conclusions. This process provides a robust approach to critically thinking about a range of texts and evidence. 
As HR professionals, it is important to consider if the evidence we are utilising is sound. Is the research reliable, valid and unbiased? These are all factors to consider when critically reflecting on a piece of evidence. This supports people professionals to make reliable, sound and valid decisions (Briner, 2015). Thinking critically supports the consideration of all angles of the argument to draw evidence to support strong evidence-based conclusions, whilst avoiding misinformation and bias.  

Decision-Making Processes in People Management (A.C.1.4)
Testing concepts to evaluate their potential outcome before operationalising, is a powerful tool in the decision-making process. De Bono wrote about the Six Thinking Hats in 1985, which provided a toolkit to consider a problem from different perspectives. By wearing a different colour hat the decision-maker can understand from a range of different viewpoints. By reflecting on an issue from all angles, it supports critical consideration and a well-rounded understanding. The white hat considers the facts and details, the black hat considers the risks, yellow focuses on the benefits and values, red reflects on feelings and intuition, green generates alternative ideas possibilities and blue looks at planning and organisation. This technique provides an opportunity to explore a solution from lots of different perspective to understand the holistic view. From a People Management perspective, considering issues such as managing poor performance this approach can be used to give insight into understanding performance issues and thinking strategically about how to improve. 
The fishbone analysis tool, also known as the Ishikawa diagram (Ishikawa, 1968), provides a process to understand issues and the underlying causes before making decisions about how to solve them. The tool requires the user to identify the issue and the major contributory factors and then focusing further on more intricate underlying causes.  The diagram below (NHS, N.D) demonstrates the issue of waiting times within the NHS and the issues that contribute to that. 
[image: ]
This allows a focused understanding of the underlying causes, as there has been a robust identification process to determine the factors which need addressing. The user is then able to understand how to proceed, taking into account the contributory factors. 
The PESTLE analysis considers a range of external factors that could impact the decision-making. PESTLE is an acronym for political, economic, sociological, technological, legal and environmental. It requires the user to consider the issue at hand in relation to each factor, for example how the current cost of living economic situation impact the project being considered? This tool is particularly useful for business planning and more broad decision making (CIPD, 2023).  PESTLE may be used when faced with a business decision to take on a new project, the user can consider the different elements to understand if the new project would be beneficial overall for the direction of the company. 

Ethics and decision-making (A.C.1.5)
Ethical decision making is ensuring fairness and overcoming bias within decision-making. People professionals make daily decisions which have the potential to impact the organisations reputation, culture, staff, stakeholders and effectiveness (Harvard Business School, 2023).  According to the CIPD there are 8 ethical lenses to consider as per diagram below (CIPD, 2015:43):
[image: ]
These lenses provide an opportunity to view different organisational issue, with ethics at the forefront in decision making. There are several ethical frameworks used to support decision making; utilitarianism, deontology and equity theory to name a few. 
The greatest good for the greatest number is the driving outcome for the Utilitarian ethical theory. Considering the consequences of the action, this theory promotes that the outcome which is beneficial for the most people as the most ethical one (Driver, 2009). An example of this is during a recession when organisations need to consider the financial viability of its workforce. According to utilitarianism, employing more people on a lower wage and making small redundancies for those on a higher salary, would be the most ethical decision as more people are impacted positively e.g. earning a wage.  This can cause significant friction within an organisation amongst colleagues and does not  consider individuals feelings in the outcome. Therefore, a disadvantage is that ends do not justify the means in some cases. It is argued that utilitarianism provides a simple process to reach a decision, and does so through a neutral and objective lens. 
Kant’s Deontological theory sets out clear guidelines relating to human rights e.g. respecting privacy (Taylor and Woodhams, 2022). This ethical principle is individualistic and believes each person should be treated with respect and dignity. It does not focus on the consequences, but instead focused on the behaviours and actions during the process. In opposition of utilitarianism, the ends do not justify the means in the case of deontology. Kant argued that ethical behaviour is based on our emotions and ability to sympathise and use our intuition to support others (Kant and Wood, 1996). It is ethical to treat people with respect and creates supportive and kind behaviours in people management but, deontology, arguably, does not always provide a clear answer. What one person may consider the kindest thing to do, may differ from another and so is quite subjective in its application. In addition, considering organisational objectives, doing the kindest thing is not always the best business decision so may cause conflict within people management in this respect. 
Equity theory was developed specifically for organisational application. The theory provides a framework to understand the fairness of processes within an organisation in relation to social exchange. It considers input and output, for example how much time, effort and sacrifice an employee gives and what they get in return in terms of salary, other benefits, reputation and job security for example (Davlembayeva and Alamanos,2023). Performance related pay is a good example of equity theory in practice. However, this theory fails to consider rewards which are not tangible and objective, consider intrinsic motivations which have a strong impact on some individuals’ motivation within an organisation (Romer, 1979). Equity theory oversimplifies workforce behaviour to what can be given and what can be received, when people managers know it is more complex than this (Cropanzano & Folger, 1989). 

Financial and non-financial performance measuring (A.C.3.1)
Measuring performance is a critical part or an organisations growth. When measuring financial performance, return on investment (ROI) or cash flow analysis may be used. ROI is a financial metric assessment used to assess the efficiency of an investment for example of an advertising campaign and how it impacted sales. This tool is critical in understanding if the project has been a financial success. Analysis ROI is useful as it provides a quantifiable measure of performance which is easily comparable to other similar projects. It supports decision-making to identify which investments are likely to be beneficial to an organisation. However, there are external factors which could impact ROI which are not considered when looking objectively (Mullins, 2013). For example, the timing of advertising may be clashing with another major project meaning less engagement. Whilst ROI is valuable to provide an objective perspective, it provides limited understanding of overall performance. 
When analysing non-financial performance, measures such as employee engagement or surveys, customer satisfaction surveys or social responsibility analysis may be conducted. Employee surveys are a useful tool to measure varying aspects of an employee lifecycle, for example training and development, satisfaction within role, pay, wellbeing, culture and so on (CIPD, 2021). Identification of areas of strengths and development provide targeted strategies to support retention within workforce (Brooke, 2021). Surveys are easy and quick to distribute, can be confidential to provide a more honest response and can provide quantifiable data as well as qualitative insight. When measuring organisational performance, anonymous surveys provide an opportunity for leaders to uncover any hidden challenges and address them moving forward. However, surveys can be subjective and have poor response rates. 

Adding value and measuring impact (A.C.3.2)
Value can be added in both financial and non-financial capacities, and both can be equally beneficial. Talent acquisition and pools to retain is an effective people practice utilised to attract and retain the best in the industry. This requires a robust and equitable recruitment process, attractive employee benefits and clear learning and development opportunities to support retention. Learning and development are critical in retaining staff and ensuring a well skilled workforce, which matures with business need. By creating and supporting effective leadership programmes this supports organisations leaders to coach, mentor and improve areas of business (Armstrong, 2012). By promoting wellbeing resources across the organisation, this improves employee wellbeing lending itself to a workforce who feel valued and looked after, as well as ensuring a healthy and resilient workforce to support productivity and efficiency. 
To measure the impact of people practice, an organisation could use employee surveys to gauge workforce satisfaction levels across different aspects such as learning and development opportunities or terms and conditions of employment. This also provides a benchmark across different years to see which initiatives have had the biggest impact across the workforce. An organisation could look at absenteeism to assess the wellbeing of the workforce and whether wellbeing initiatives are impactful. Personnel Today (2012) explain that absenteeism is difficult to evaluate in terms of cost, but that measuring it against processes provides a useful starting point to reflecting on activities that are happening within an organisation. 
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Section Two – Equality, Diversity & Inclusion
A.C.2.1, 2.2 

Figure 1 

Figure 1 demonstrates over 53% of the workforce identify as male, compared to over 45% identifying as female and less than 1% as non-binary. According to the ONS census (2021), just over 93% of the population identified their gender as the same as their sex at birth, less than 1% identified as non-binary, with 6% not providing an answer. Therefore, the figures from the workforce equality and diversity information are inline with national averages at present. 

Figure 2


Figure 2 demonstrates ethnicity by team for the organisation. White British accounted for 91.15% of employees, with the remaining 8.85% identifying within the remaining 9 ethnicities. Bangladesh and mixed other were the least represented across the workforce with just 0.38% of employees respectively identifying as these ethnicities. 

Figure 3


The ONS consensus (2021b) highlighted 17.8% of the population of England and Wales as having a disability, compared to just 8% of employees within this organisation, falling below the national average. 
Figure 4

Figure 4 separates disability data by team. There is a steady average across teams which shows there are more non-disabled staff than disabled, with pockets of teams having a more representative steer. Four out of 18 teams had the ONS (2021b) average or higher in terms of representation of employees with disabilities. 7 teams had no identified disabled staff at all. 

Figure 5

Figure 5 demonstrates average salary by gender. The graph shows that men and women, on average, earn similar amounts. However, non-binary individuals earn approximately £12,400 less per annum than their colleagues. 

Figure 6

Figure 6 demonstrates this data further broken down into individual salary, by gender, by team. It clearly highlights with non-binary employees within teams, they earn less than colleagues. When considering the top paying role, directors are paid more if they are male than female. 
Benchmarking is challenging for gendered salary against national statistics, as data is collated by individual’s assigned sex at birth and is not yet reflective of the differences in identified gender. Personnel Today (2018) explains reporting is problematic as data collation methods by legislation are defined as male and female with no alternatives. This could be further concealing gender pay gaps impacting individuals who identify as non-binary. Best practice would be inclusive data reporting, including data for non-binary employees to be reflective of the workforce and highlight that the legislation is outdated. 
The average salary is £31,757.46. 

Recommendations (A.C.2.3)
Considering the data analysed above, there are several recommendations. 
Diversity is important for an organisation to improve decision making, problem solving and innovation (CIPD, 2022). It is recommended to ensure equality, diversity, and inclusion (EDI) is knitted throughout the frameworks for policies, procedures, values and strategies. This includes job descriptions, applications, and recruitment, it is best practice to stress test procedures to highlight any unsuitable practices that may be used within the organisation (CIPD, 2019). When reflecting on salaries, a deep dive into salaries split by EDI such as gender, reveals certain teams have larger differences in pay based on gender. Reflecting on why this is the case e.g., female IT staff earn more than male IT staff – could this be a result of positive discrimination? Recruitment practices should reflect EDI and be inclusive to all, including adjustments to apply, attend interview, fulfil the role and be paid fairly for it. Whilst this may require a lot of initial time and expertise in the short term, this will set the tone for the future of EDI within the organisation. 
It is recommended that a robust education, training, and development system is in place to support inclusivity within the workplace. Ensuring training reflects the most up-to-date EDI legislation and that it goes beyond the legal obligation. Whilst this may be time-consuming and resource heavy to review initially, supporting EDI as a holistic approach is important for integration and best practice. 
The promotion of a positive and inclusive culture is paramount to promote all EDI, this will support individuals to disclose disabilities or other protected characteristics such as gender and request reasonable adjustments or other measures to support their employment (CIPD, ND). This supports individuals to stay in work, feel safe and have the right provision in place to be able to reach their full potential. In addition to a legal obligation, morally it is important the organisation is always working towards best practice to ensure an open and inclusive workplace which values all employees. 



Hybrid Working Practices Survey 
 
The feedback scores from 300 employees from the most recent employee survey on hybrid working demonstrated there is mixed feeling on the flexible working approach. The themes throughout this survey demonstrate that most employees prefer the option to work from home some days of the week and believe that this flexibility supports work life balance and wellbeing. The survey also demonstrated office working does not necessarily mean employees felt more supported and they did not miss the social aspect of work when working from home. Availability of resources at home, productivity and separating personal and work life had mixed responses indicating hybrid working is personal preference and something which should be monitored to ensure business needs are still being met. 

There are several factors to consider as an organisation when considering flexible working. 
The CIPD study (2023) demonstrated that there are a growing number of employees who are actively looking and leaving due to the lack of flexible working opportunities. If some positions are unable to be completed in a hybrid fashion, this should be explicitly stated to ensure the right candidates are applying for the job that suits them, to support retention. Consultation with current employees and key stakeholders as part of the redesign process is critical in establishing clear guidelines for employees to implement through policy and procedure. Having buy-in from the key stakeholders will determine the success of the implementation. 
Completing an assessment of resources of employees who want a hybrid working model to support implementation. Both internal and externals resources are important to consider as seen in the survey. Consideration needs to be given to if the employee has the necessary skills to work from home as well as physical resource. Utilise training and development to support any areas of developmental need. Ensure managers have the necessary training to complete their roles when some colleagues switch to hybrid working, this includes how to performance manage and maintain relationships in a hybrid manner. Hybrid working widens and diversifies the pool of potential candidates an organisation can access and is an important factor in retaining staff. When implemented well, it can be successful for both organisation and employee. 
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Ethnicity




Percentage distribution of 'Disability status' across workforce




Total	Not disabled	Disabled	0.91923076923076918	8.0769230769230774E-2	Disability status


Disability status



Percentage Distribution of Disability Status by Team

% Disabled	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	14	20	0	0	20	0	8	11	5	22	10	0	18	5	0	0	9	% Not disabled	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	100	86	80	100	100	80	100	92	89	95	78	90	100	82	95	100	100	91	



'Salary FTE' by 'Gender'




Total	Female	Male	Non-binary	31900.296610169491	31812.178571428572	19500	Gender


Salary FTE




'Salary FTE' by 'Gender' and 'Team'










Female	Directors	IT	People Services	Regeneration	Finance	Business Services	Facilities	Governance	Tenancy Team	Property Team	Income Team	Housing	Marketing	Lettings	Customer Services	Community Engagement and Partnerships	Supported Housing	Green Spaces	92613.75	48966.666666666664	36562.857142857145	36118	30415	38487.857142857145	41555	25500	30384.375	26446.842105263157	27395	29892.857142857141	29133.333333333332	29470	27316.363636363636	28360	22722.222222222223	21030	Male	Directors	IT	People Services	Regeneration	Finance	Business Services	Facilities	Governance	Tenancy Team	Property Team	Income Team	Housing	Marketing	Lettings	Customer Services	Community Engagement and Partnerships	Supported Housing	Green Spaces	98500	35166.666666666664	40862.5	38049.285714285717	28500	25600	34750	33425	31782.405063291139	33663.333333333336	31250	24750	25860	27983.75	24750	23500	21030	Non-binary	Directors	IT	People Services	Regeneration	Finance	Business Services	Facilities	Governance	Tenancy Team	Property Team	Income Team	Housing	Marketing	Lettings	Customer Services	Community Engagement and Partnerships	Supported Housing	Green Spaces	21500	17500	Team


Salary FTE
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