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Evidence-based
practices

Our legacy, spirit, and purpose

I Ty Professional Bodies 360 Unique
Since 2003, our vision has been to P

continue reflect, guide, and at
times foreshadow movement in the

L&OD industry.
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Our purpose is a multi-
level understanding of
organisational learning
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Health Check
Data Collection

The Health Check Survey takes 45 minutes
and includes over 700 variables covering
learning and development strategy, vision,
practice, process, digitalization, pain points,
Impact, and measurement.

It is continuously developed in partnership
with academia and methodology specialists,
L&D practitioners, business leaders, and
subject-matter experts
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Let’s take a
Poll...

How evidence-based would you say
you/your team are already?

Choose one:
* Not much or at all
A little
Quite a bit
A lot
Completely

C
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Welcome to Professor Rob Briner

c emerald
WORKS



b . www.cebma.org
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How can evidence-based practice be applied to
HR and L&D?
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My assumptions: HR, L&D and other organizational
professionals should...

¢ ...do stuff that addresses /important business/organizational
problems and opportunities (rather than trivial issues)

o ...do stuff that is more likely to work (rather than stuff that is
unlikely work or has little effect)

¢ Do you agree? If so, how are we going to do that?



o W
o W

nat iIs EBP and w

nat does EBP

00

nere did it come from?

i

o It makes sense so...w

Ke?

ny isn't it happening?

¢ What are some of the barriers to EBP?

¢ How can these barriers be overcome?



Let’s take a
Poll...

What does “evidence-based
practice” in HR and L&D mean?

Choose as many as you think apply:

Adopting proven evidence-based practices
Collecting evidence to evaluate practices
Looking at the science

Collecting organizational data

Running experiments
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Why evidence-based practice? The elevator pitch

+ Decisions about what are important problems/opportunities and
m(_)dst likely solutions should be based on the best available
evidence

+ Evidence = any relevant information and data = scientific
findings, organizational/context data, professional expertise,
stakeholder concerns/perceptions

o A/l practitioners use evidence in their decisions on evidence but

— Limited attention to quality (and relevance) of evidence
— Limited sources and types of evidence

+ We always use evidence — but that’s not the same as adopting an
evidence-based approach

12



Where did the idea of evidence-based practice come
from? Yes, it's a ‘thing’!

+ 1990 Medicine

¢ 1998 Education

+ 1998 Probation service

+ 1999 Housing policy

¢ 1999 Social care

+ 1999 Regeneration policy and practice
+ 2000 Nursing

¢ 2000 Criminal justice

+ 2005 Management and HR and L&D?

13



About Projects Publications Training & Education EBM Tools Resources Blog Contact

CEBMMM ® oxioRo

Welcome to the Centre for
vidence-based Medicine at the
Uni'vvc-r-:itw: of Oxford

CEBM aims to develop, teac
promote evidence- based hea
care through conferences
workshops and EBM tools so that
all health care professionals can
maintain the highest standards of
medicine

¥ Follow @cebmblog

—_ 0
[0
3

¥ Follow @CEBMOxford

Carl Heneghan's Blog

Evidence-based thinking and why
it matters.

See the latest articles

Analysis of new technologies,
methods and practices.

CENTRE FOR EVIDENCE BASED MEDICINE Quickfinder

Noticeboard

CEBM Teaching Evidence-Based
Practice Workshop has been rolled
into the Oxford Programme in
Evidence-Based Healthcare and will

be managed and administered by

the Departiment of Continuing
=t ,.‘,r, : Ay ™A Y Rt Education, University of Oxford with

LEED | Ry tutoring and support from CEBM.

Details are available here please
email cpdhealth@conted.ox.ac.uk or
telephone +44 (0)1865 286941 with
any queries you may have aboutthe
waorkshop.

EBM Resources

Many thanks for visiting this website

are in the process of migrating to a new setup and updating our content. [ools & Resources

Whilst the resources remain the same details on all courses and events can be found at

WWWw.cebm.ox.ac.uk

The latest FREE tools for effective
practice and teaching of evidence-

based medicine.
Thank you for your patience

CATmaker
PowerPoint presentations
More EBM Tools
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Center for Evidence-Based Crime Policy

In the Department of Criminology, Law, and Society

Evidence-Based Policing

Current and

Evidence-Based
Completed o : EBP Hall of Fame
Projects Policing Matrix

Evidence-Based
Paolicing Home

Six of the 16 “Ideas in
American Policing” Lectures
have been given by CEBCP

affiliated scholars:

« Evidence-Based Policing

(Lawrence Sherman, 1998)

» Policing for People
(Stephen Mastrofski, 1999)

» Place-Based Policing
(David Weisburd, 2008)

*HraElang Eouce RARpach Translating Research into Practice

intn Prartira

Collaborators &

Resources & Tools CEBCP Home

News and Events:

We invite researchers
and practitioners to
submit articles to
Policing: A Journal of

Policy and Practice.

David Weisburd and Cody Telep, in
collaboration with the Inter-American
Development Bank, publish “Police and
the Microgeography of Crime” in English

and Spanish.
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Coalition for ‘

Evidence-Based Policy

A NONPROFIT, NONPARTISAN ORGANIZATION

ABOUTUS  LATESTPROGRESS PUBLICATIONS RCTCOMPETITION GETUPDATES DONATE

Increasing Government

Effectiveness Through

Rigorous Evidence About
What Works

— - T - o >N 5 B "OT7
& TOP TIER EVIDENCE ,3'5-9 WHAT WORKS? ®» HELPDESK
g»*‘f«“ﬁ-:, "~ Programs with the strongest evidence |,: .::)')' Findings from well-conducted studies e Expert advice and online workshop



PRIFYSGOL

UNIVERSITY

Home Page

Evidence-Based
Conservation

Get Involved

»Bangor Home »CEBC

Centre

& B

for Evidence-Based Conservation
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The Centre for Evidence-Based Conservation (CEBC)
was established in 2003 with the goal of supporting
decision making in conservation and environmental
management. CEBC promotes evidence-based
practice through the production and dissemination of
systematic reviews on both the effectiveness of

i s mim b mm A mAallmi s lmb A A mms A Al Rl

A LN
. -
2
’

»

New CEE systematic
review published on
human wellbeing

impacts of terrestrial

protected areas.
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Center for Evidence-Based Education (CEBE)

Shaping, Supporting & Sustaining Transformation

About our Work >»
About Us >»
Conversations >»

In the Spotlight >»

Suite of Tools »

Forthcoming Events »

LFvery Piece Counts

Home
Contact Us
Sitemap
Accessibility

Fi Like

& WHAT IS CEBE?

CEBE — the Center for Evidence-Based Education — is an
independent network of experienced educators committed to
assisting schools, networks of schools, and school systems in
improving performance, transforming practice, and eliminating
achievement gaps. Focusing on Designing Learmning, Leadership
for Learning, and New Cultures for Learning, CEBE draws upon a
diverse range of strategies and tools, including Learming
Rounds, Job-Embedded Coaching, Innovation Catalysts, and
Strategic Networking, in support of its evidence-based approach

SEARCH: Query | Go |

© HAVE YOU READ?

"Finnish Lessons-

What Can the

World Learn from

Educationa!

Change in

Finiand" by Pasi
Sahilberg and
nithliched hv
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LA TROBE B o

o e > STUDENTS > STAFF > RESEARCHERS Q SEARCH

e » Australian Institute for Primary Care & Ageing » About AIPCA

MAIN MENU

BACK TO ABOUT AIPCA

Australian Centre for Evidence Based Aged Care

AUSTRALIAN CENTRE The staff of ACEBAC are passionate advocates of person-centred, evidence-based care of older people. We are involved in
FOR EVIDENCE research, education and professional practice and hope through this site we can share our learnings and assist visitors to

BASED AGED CARE

nk with other relevant resources.

A major factor in quality outcomes in the care of older people is interdisciplinary practice that is driven by the person
receiving care; not by the 'experts’ This theme pervades our work. All of our research involves collaboration with a mix of

disciplines and COnsumers.

Too often research is undertaken and never makes a difference in practice. For this reason we have a focus on translating

evidence into the real world and making a quality difference for patients/residents, families and staff.
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Home Research SWPI Mission Publications About the Director About the NASW Foundation

/ Social Work Policy Institute

EVIDENCE-BASED Practice

Search far:
Partnerships to Promote Evidence-Based Practice Search
Evidence-based practice (EBP) is a process in which the practitioner combines well-researched interventions with Recent Posts

clinical experience and ethics, and client preferences and culture to guide and inform the delivery of treatments and
services. The practitioner, researcher and client must work together in order to identify what works, for whom and
under what conditions. This approach ensures that the treatments and services, when used as intended, will have the
most effective outcomes as demonstrated by the research. It will also ensure that programs with proven success will
be more widely disseminated and will benefit a greater number of people.

* Research Partnerships Target

Improved Child Well-Eeing
and Child Welfare Qutcomes

* Social Work Policy Institute

Releases Report on Advanced

This Web resource was partially funded by a contract to IASWR from NIMH. It seeks to promote the integration of Practice Doctoral Degrees in
evidence-based mental health treatments into social work education and research. The Evidence-Based Practice Social Work

Resources section provides tools that can be used to identify EBPs, online resources that can inform the EBP process * SWP| Releases Report from
and a list of publications for further information. The Partnership Examples section highlights some existing Veterans Policy Symposium

partnerships created between researchers and practitioners that further EEP.



UMASS

BOSTON  NATIONAL MENTORING PARTNERSDSP

* Home

* What's New

.

WLl

* About the Center

* Current Projects

* Center Partnerships
* Mentoring Tools

* Support

* Contact Us

* Directions

WELCOME

Center for Evidence-Based Mentoring Mission:

Welcome to the Center for Evidence-Based
Mentoring. The Center is dedicated to creating the
open and efficient exchange of research and ideas.
In doing so, we seek to advance the producticn,
dissemination, and uptake of evidence-based
practice in ways that improve the effectiveness of
practice and, ultimately, create stronger, more
enduring mentor-mentee relationships.

e This mission aligns with the sage comments that of Father Donald J.

Monan, Chancellor of Boston College, made last year at UMass

NEWS & EVENTS

@® THE u
&5 CHRONICLE

OF EVIDENCE-BASED MENTORING

February 2014 - The Center hosted a day-long
short course on Mentoring in the Digital Age. More
information can be found at the course websiie and
in this Youth Today article.

December 2013 - Weathering the Storm: Our genes
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HOME

ABOUT

RESOURCES  MEMBERSHIP

Helping people
make bette

CONTACT US

MEMBER LOGIN
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¢ ONLINE
) »L RESOURCES

EVIDENCE-BASED

HOW TO USE EVIDENCE TO MAKE
BETTER ORGANIZATIONAL DECISIONS

A\

KoganPage
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What is evidence-based practice

+ The conscientious (effort), explicit (clarity) and judicious
(critical of quality) use of evidence from multiple sources to
increase the likelihood of a favourable outcome

¢ It's about the process
¢ It's not about certainties (this will work)
o It's is about probabilities and likelihoods

o It is about reducing uncertainty (g/ven our context this is
more likely to lead to the outcome we want than doing
something else or doing nothing)

24



CIPD #swrswen  AVADO 3+

Evidence-based practice

VYV V9V 9V 9 9y 95 9995V VVVVYVVYVYY

Scientific literature Organisation
empirical studies 4 internal data
SOURCES
Stakeholders Practitioners
values and concerns professional expertise

Translating a practical issue or
problem into an answerable
question

1 Asking

®
"~
~J

Appraising
Critically judging the trustworthiness
and relevance of the evidence

.. Applying

J Incorporating the evidence into the

decision-making process

To increase the likelihood of a favourable outcome.
Sign up for more: cipd.co.uk/future-hr-learning

Content provided ’ L cEBMa
v cebma.org A '..__._—
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Evidence-based practice

VIV 9 VT 77T 7T 799797 97 9 9999

Scientific literature Organisation
empirical studies 4 internal data
Stakeholders Practitioners

values and concerns professional expertise
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1 Asking
Translating a practical issue or
probleminto ananswerable ~ * 7 ?
question

Appraising
Critically judging the trustworthiness
and relevance of the evidence

.. Applying
J Incorporating the evidence into the
decision-making process

To increase the likelihood of a favourable outcome
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An example: Employee engagement

+ Everybody knows what employee engagement is...right?
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ENGAGED i

LINDA HOLESECHE & GEUOFHREY MAT THEWS
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CEO

CHIEF
ENGAGEMENT

OFFICER

Tuming Hierarchy
Upside Downia
Drive Performance

JOHN SMYTHE



Making Everything Easier!”

Employee
Engagement

DUMMIES

Learn to:

» Boost employee engagement levels,
productivity, and creativity

» Create and sustain an engaging culture

« Attract and retain the best people

- / V
Bob Kelleher A A
Author, speaker, and founder of Y
The Employee Engagement Group Crunatichitod Miterind .
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Employee
Engagement
for Everyone

New York Times Bestselling Author

Kevin Kruse
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KEVIN KRUSE

EMPLOYEE
ENGAGEMENT

2.0

How to Motivate Your Team
for High Performance

A "Real-World"” Guide for
Busy Managers
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“Reveals the sew scicace of relationship-builéing through dig data and gamification.”

How to Revolutionize Customer
and Employee Engagement with

BIG DATA and GAMIFICATION

RAJAT PAHARIA

Founder and Chief Product Officer, Bunchball Inc.
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Fmployee

cngagement

THE SIX DRIVERS FOR TAPPING

INTO THE HIDDEN POTENTIAL OF

EVERYONE IN YOUR COMPANY

TIMOTHY R, CLARK
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YLETT, Ep. D). » Pavr Warner, Pu.D
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EMPLOYEE ENGAGEMEN1
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Pere Brank
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NEW YORK TIMES BEST-SELLER

THE

TRUTH ABOUT
EMPLOYEE
ENGAGEMENT

A FABLE ABOUT ADDRESSING THE
THREE ROOT CAUSES OF JOB MISERY

O

L

PATRICK LENCIONI

AUTHOR OF TE NAT EST-SELLER THE AIVE DYIFUNCTIONT OF A TEAM
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Build it
The Rebel Playbook

- for World-Class

Employee Engagement

GLENN ELUIOTT % DEBRA COREY WILEY
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Example of employee engagement (EE)

¢ Suppose you or your organization believe that low EE is
somehow a problem in your organization

+ And because it is you should measure or look at your EE
scores and attempt to increase ‘low’ scores somehow

o How would you (a) approach this problem and (b) identify a
solution from an evidence-based practice approach?
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Evidence-based practice

VIV 9 VT 77T 7T 799797 97 9 9999

Scientific literature Organisation
empirical studies 4 internal data
Stakeholders Practitioners

values and concerns professional expertise
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Element 1: Practitioners’ professional expertise

+ Identifying the problem
— Have I/we seen EE problems before? What happened?
— Based on our experience, is the level of EE a problem?
— What do I/we believe about causes and consequences of low EE?

+ Identifying solution (only /fEE is a problem)
— Have I/we seen EE interventions before? What happened?
— What do I/we believe about EE interventions?
— Based on our experience, is the level of EE here a problem? What are
costs & benefits of intervening?

+ How relevant and applicable and trustworthy is my/our expertise?

44



Element 2: Organizational data

+ Identifying the problem
— What actually /s the EE level?
— Are our measures of EE valid and reliable?
— Do data show that low EE is causing problems?

+ Identifying solution (only /fEE is a problem)

— What attempts to enhance EE are currently in place and are they
working?

— Are there relationships between EE and other data? Employee type?
Shift?
— Does cost/benefit indicate if increasing EE is worth it?

+ How relevant and applicable and trustworthy are our organizational data?
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Element 3: Scientific literature

+ Identifying the problem

— What are the average rates of EE in my sector and location — is the level
here ‘low"?

— What does systematically reviewed scientific evidence suggest are the
problems with low EE?

+ Identifying solution (only /7EE is a problem)

— What does research evidence from systematic reviews of scientific
evidence suggest are major causes of low EE?

— What does research evidence from systematic reviews of scientific
evidence tel lus about interventions to increase EE?

+ How relevant and applicable and trustworthy are the scientific
findings?
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Element 4: Stakeholders values and concerns

+ Identifying the problem
— How do employees feel about and view the EE ‘problem™?
— What do managers think about the problem?
— Do customers or clients or service users have a view?

+ Identifying solution (only /7EE is a problem)
— How do employees feel about and view the solutions?
— What do managers think about the solutions?
— What alternative explanations and proposed solutions do others have?

+ How relevant and applicable and trustworthy is evidence about
stakeholder concerns?

47



Let’s take a
Poll...

Now you‘ve seen an example, indicate which
of these statements you agree with

Agree with as many as you want

Evidence-based practice takes a long time
We don’t have the resources to do it
Evidence-based practice is too difficult
It's not worth doing it

Evidence-based practice sounds boring

emerald
WORKS
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Let’s take a
Poll...

Thinking about the definition and example, How evidence
based are you/your team already?

Choose one:

« Not much or at all
 Alittle

* Quite a bit

« Alot

« Completely

emerald
WORKS




How evidence-based is L&D? Towards Maturity 2018 survey
of 701 L&D Leaders

¢ Training needs analysis stuff

— 24% report that their team have data analytics skills

— 16% use learning analytics to understand individual needs (including
training needs)

— 16% use learning analytics to improve the service they deliver

¢ Choosing training intervention

— 56% report that their learning initiatives support the skills the business
needs

— 44% reqgularly review their programmes and check that they support and
enhance organisational goals

— 53% of L&D leaders report that their L&D staff consider the “course” as
only one of many options for building skills and improving performance
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How evidence-based is L&D? Towards Maturity 2018 survey
of 701 L&D Leaders

+ Evaluation

— 14% measure specific business metrics when evaluating the
effectiveness of training

— 12% use performance data to measure the impact of their
learning programmes

— 20% routinely collect information from learners on the extent
to which the learning points have been applied at work

+ Reading scientific evidence

— 34% of L&D leaders report that their L&D staff keep up to date with
the latest academic research into learning theory (e.g.
neuroscience)
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Three likely key differences between EBP and what we
already do...

1. Approach to use of evidence
— Conscientious: Persevere, be diligent, build capacity and capability
— Explicit: Share, discuss, write down, capture
— Judicious: Judge quality, don’t automatically trust, put probability on it, focus on best evidence

2. Multiple sources

— To triangulate and cross-check
— To contextualize and make sense and better use of evidence from other sources

3. A structured and stepped approach

— Get evidence for possible problems/opportunities first only then consider evidence for possible
solutions

— We are easily distracted and pushed off course
— Many individual and organizational obstacles so structure can help
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Key questions for any HR/L&D practitioner

o To what extent do I have a good quantity of good quality
evidence that our HR/L&D activities are addressing a real
organizational or business problem/opportunity?

¢ To what extent do I have a good quantity of good quality
evidence that our HR/L&D activities are likely fo be effective
in addressing these real organizational or business
problem/opportunity?
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The HUGE challenge or paradox of evidence-based
practice in HR/L&D

+ Nobody disagrees with evidence-based practice in HR/L&D /n
principle

¢ So why isn't it happening much (or at all)?
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What gets in the way of evidence-based practice /n
general?

*

Misconceptions of EBP

Individual and group cognitive biases
Strong and wrong beliefs

Fads, fashions & (some) consultancies
Individual and group cognitive biases
Organizational politics/power

Poor logic models/theories of change

Over-claiming about the quality and quantity
of evidence (critical appraisal essential)

Career incentives

Pre-enlightenment views

Not necessarily a lack of or poor evidence — it's
about the best available evidence and a
process

A lack of focus on a specific and well-identified
problem (or opportunity)

Contexts in which practitioners’ practice is not
evaluated (it doesn’t matter what they do)

Good intentions (road to hell paved with)

Erroneous belief that we already are evidence-
based (or evidence-based enough)

Access to only some sources/types of evidence
The perceived need for speed

Crude benchmarking
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EXAMPLE BARRIER 1: MISCONCEPTIONS
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Some general misconceptions of evidence-based
practice

¢ Practitioners cant use their experience and expertise - nope
+ Evidence tells you the truth and can prove things - nope

¢ It's about making perfectly-informed decisions using all the
necessary information - nope

+ Gathering the evidence will give you The Answer — nope
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Some misconceptions of the role of science in
evidence-based practice

¢ 'Breakthrough’ studies or latest ideas/techniques in science are the most

¢

¢

¢

important/useful — nope
Single scientific studies can be important - nope
Science published in peer-reviewed journals can be automatically trusted — nope

Science is the highest quality evidence you can get compared to the other
sources — nope

Scientists are reliable sources of scientific evidence - nope
Data you collect and studies done within an organization are not science — nope
“Science shows”, “studies find”, “"we know from science that”- nope, nope, nope
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Neuroscience hype-detectorists

neurobollocks

@neurobollocks

Debunking pseudo-neuroscience so you
don't have to.

Neuroskeptic
@Neuro_Skeptic

Neuroscience, psychology and psychiatry
through a skeptical lens. Just a brain with
some eyes. Blogs for @DiscoverMag and
@PLOSNeuro.
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EXAMPLE BARRIER 2: COGNITIVE BIASES
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Individual and group cognitive biases

¢ System 1 and System 2 thinking

— System 1 — fast, emotional, low effort, use of cognitive short-cuts,
‘that’s cool’, ‘wow’” moments

— System 2 — slow, more critical reasoning, higher effort

+ We are ‘hardwired’ to make fast System 1 decisions — which
iS good for most everyday decisions

o Not good for larger more complicated and more important
decisions
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Visual biases too: Some classic optical illusions
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The Learning On-Demand Model

Supports today's Multi-Generational Workforce

Expert Leaming on Demand

Coaching Communities Career
- Programs of Practice Curmriculum
Sell Y U -
Assessment

. Training
Event

Novice . Traditional Training
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The Cone of Learning

After 2 weeks,
we tene to rRMEMDER o
[ hear and I remember.

I do and I understand. /" \ \ * 10% of what we READ

— Confucius /  Hearing
~ Words

I see and I forget.

\ + 20% of what we HEAR

\ * 30% of what we SEE

* 50% of what

we SEE & HEAR
Participating in a Discussion * 70% of what
Giving a Talk we SAY

* 90% of what
‘ we SAY & DO

Source: Edgar Dale (1969)

sparkinsight.com

P
a
S
S
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— ‘70" - EXPERIENCE

Experiential Learning

New and Challenging Experiences
ey Work Helping Workers Solve Problems
Vhe Reflective Practice

‘20’ - EXPOSURE

° Social Learming
.. Communities, Networks and Sharing
. Coaching and Mentoring

N Feedback

. J
P |
«* “10°- EDUCATION
Learn L.’ Formal Learning

Structured Courses
and Programs
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ORGANISATION STRATEGY

VISION MISSION
VALUES PRIORITIES

02 HUMAN RESOURCES MANAGEMENT STRATEGY

FOCUS CORE CAPAEILITIES BUILDING  DEFFERENTIATION STRATEGY

TEAM PERFORMANCE
03 HRSYSTEMS & METRICS & SUCCESS

ATTRACT ENGAGE DEVELOP RETAIN REWARD  Prosuctuiy

* Branding * Employes « Core « Career « Total Rewards

* Prafiling Engagement Competencies * Progression + Pay For

* Recruiting + Performance + Development Ladders Performance

= Selecting Management Planning * Succession * Garding

* On-boarding « Teamwork * Leadership Planning + Salary
Deployment * Talent Reviews Structuras

- Blended ORGANISATION
Learning PERFORMANCE

HR POLICIES & PROCEDURES " ol

« Growth

« Customer Satisfaction

ORGANISATION STRUCTURE - Competitive-ness



Cognitive biases

A bat and ball cost one pound and ten pence. The bat costs a
pound more than the ball. How much does the ball cost?
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Let’s take a
Poll...

How much does the ball cost?

Choose one:

 Ten pence

* Five pence

« Something else

« Absolutely no idea

emerald
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Error and biases in problem-solving and decision-
making — some examples

¢

Confirmation bias: Tendency to interpret and search for information consistent with
one’s prior beliefs

Hindsight bias: Tendency to see past events as being more predictable than they were
before the event occurred

Loss aversion: Tendency to prefer avoiding losses than to acquiring gains

Anchoring effect: Tendency to rely too heavily or over-emphasize one piece of
information (e.g., restaurant wine lists, large reductions in price in sales)

Framing effect: Drawing different conclusions from exactly the same information
presented in different ways (e.g., would you prefer a ready meal that’s "85% fat free”
or “15% fat"?)

Meta-cognitive bias: The belief we are immune from such biases
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EXAMPLE BARRIER 3: STRONG AND WRONG BELIEFS
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Strong and wrong beliefs

o It ain't what you don't know that gets you into trouble. It's
what you know for sure that just aint so. (Mark Twain)

o The greatest enemy of knowledge is not ignorance, it is the
illusion of knowledge (Stephen Hawking)

¢ Ignorance is fine — false beliefs not so



Let’s take a
Poll...

What’s happened to national average job tenure
over the past 15 years in UK and US?

Choose one:

 Average job tenure has gone up
* Average job tenure has gone down
 Average job tenure is about the same
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Job tenure UK 1997-2017 (CIPD Megatrends 2019)

Average job tenure in years

)
1

9.0 9.0
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B 1997 B 2017
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Job tenure USA

Figure 7: Median job tenure in the USA, 2002-2012

6

N9
1

Median job tenure (years)
Pd Cad

m Women
B Men
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Job tenure USA
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Let’s take a
Poll...

What’s happened to the percentage of the

UK workforce in permanent employment
1996-20167

Choose one:

 The % of people in permanent employment has
gone up

* It’s gone down
 [t’s about the same

C
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% in permanent employment?

Chart One: Changes in the structure of UK employment 1996-2016

1996 2016

%520 50%;3 g9,
08% 22" 11% 0.6%

Employees Permanent Full-time  Self-employed Temporary Seoondjob' Zero Hours © Other jobs
Employees Employees holders



Some L&D specific examples...

¢ People have ‘learning styles” which if taken into account
enable more effective training design? (Meshing Hypothesis)
— Good evidence to support?
— Good evidence which doesn’t support?
— Not much evidence at all?
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Learning styles

¢ "'We conclude therefore, that at present, there is no adequate

evidence base to justify incorporating learning-styles
assessments into general educational practice.” (Pashler et al,

2009)

¢ "The concept of learning style is immensely popular despite
the lack of evidence showing that learning style influences

performance.” (Knoll et al, 2017)

¢ 'This idea has been repeatedly tested and there is currently
no evidence to support it.” (Newton & Miah, 2017)
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Some L&D specific examples...

+ 70% learning takes place on the job, 20% through feedback,
10% through formal training.
— Good evidence to support?
— Good evidence which doesn’t support?
— Not much evidence at all?
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70:20:10 Rule

¢ "One major conclusion from this article is that any blanket or
universal invocation of a 70% [20:10] rule should be
abandoned.” (Clardy, 2018)
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EXAMPLE BARRIER 4: MANAGEMENT FADS AND
FASHIONS
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MICHAEL HAMMER
AND JAMES CHAMPY

 REENGINEERING
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EXGELLENCE

L( SSONS from Americas
Best-Riir ( M/zm 111165

“Exuberant and absorbing...one of
those rare books on management
that are both consistently thought-

provoking and fun to read”
The Wall Street Journal

Thormas I Peters and.
Robert HWhterran, .
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" This is the essential book on TQM, the book evervone has been waiting for, fo
describe in useful detail what TQM is all about. If is must reading for anyone
wanting o create effective, high-performing organizations.

WARREN BENNIS., suthor of On Becoming a Leade

Putfi
Total Quality

Management
toWork

£ ")

\

7
V/
‘i! )z
‘L\‘\; y L/.

What TQM Means, How to Use It
& How to Sustain It Over the Long Run

Marshall Sashkin & Kenneth J, Kiser
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Copryripghted Matosia

4

Ed Michaels * Helen Handfield-Jones * Beth Axelrod

HARVARD BUSINESS SCHOOL PRESS
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JAMES P. WOMACK, DANIEL.T. JONES, AND DRNIEL ROOS

THE STORY O
LEAH PRODUCTION

HOW JAPAN’'S SECRET
WEAPON IN THE
GLOBAL AUTO WARS
WILL REVOLUTIONIZE
WESTERN INDUSTRY
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Making Everything Easier!”

Employee
Engagement

DUMMIES

Learn to:

» Boost employee engagement levels,
productivity, and creativity

» Create and sustain an engaging culture

« Attract and retain the best people

- / V
Bob Kelleher A A
Author, speaker, and founder of Y
The Employee Engagement Group Crunatichitod Miterind .
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Agile Project Management

-

- -
The Complele Overview of Agile
Principles and Praclices

=T \JIMVI|W 7Pashun Consulting
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FINANCIAL TIMES

ALPHAVILLE

TSLIVE LONGROOM ALPHACHAT

Blockchain Financials

Blockchain officially confirmed as slower and
more expensive

¥  f||in [155 o=

MAY 29 2019 By: Izabella Kaminska

Opinion Blockchain

Blockchain: disillusionment
descends on financial services

Too many projects started with the technology rather than the
solution
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Business Fads 1950 - 2000
(Richard Pascale)
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Any current or past L&D fads...?



Any current or past L&D fads...?

¢ Learning styles?

¢ Micro-learning?

¢ Neuro- pseudo - science?
¢ Unconscious Bias Training?

+ Anything else?
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Fads and fashions get in the way of evidence-based
practice

+ Fads get in the way of clear and critical thinking

» Encourage solutloneerlng identifying a problem by the absence
of the ‘solution’ (e.q., the problem is we don’t do emotional
intelligence training, our engagement scores are too low, we don’t
have an talent management strategy, we need an emp/o yee
experience program

+ Fads as interventions may be effective but

— Are not the panaceas they often claim to be

— Even if they work, effect may not be large

— May be no more effective than existing interventions
— Can be harmful

— Over-applied — to all organizations and problems
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Summary so far

+ Evidence-based practice in HR/L&D is about using the best
available evidence from multiple sources to identify problems
and so

o H
o I

R/L&

utions

D as a profession is not very evidence-based yet

nere are many barriers to evidence-based practice such as...

— Misconceptions of EBP

— Cognitive biases

— Strong and wrong beliefs

— Management fads and fashions
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Tips for getting started

¢

Always, always, a/ways start with and spend more time getting evidence about
and understanding the problem (or opportunity)

Beware of the tendency to look too quickly for solutions — and solutioneering
Ask the question ‘why?’ a lot
Be healthily sceptical of ‘cool” and ‘cutting edge’ fads and fashions

Remember we are full of biases — don't just believe what you see and hear but
check it out using evidence

Remember it's about making a better-informed decision not a perfect decision
Use the available decision supports and other resources

Why not just try it?
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So why bother with adopting an EBP approach?

¢ It's the only way we can...

— ...do stuff that addresses /important business/organizational
problems/opportunities (not trivial issues)

— ...do stuff that is more likely to work (not stuff that is unlikely work
or has little effect or does harm)
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b . www.cebma.org
%Qyf Queen Mary r CEBM:
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Questions? Comments? Thoughts?

r.briner@gmail.com
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Download and explore the
research findings today

bit.ly/EWBTTF

To find out more about our
Learning Health Check, visit:

emeraldworks.com/researc
learning-health-check
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