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Every organisation needs to make decisions based on facts and statistics that give a true picture of a situation.  By making decisions using accurate information that has been analysed correctly the best possible outcome can be achieved.
 
Haak (2019) defines evidence-based practice as “measuring behaviours of people (candidates, employees) and analysing them to improve people and business performance.”
 
The evidence can be drawn from many sources.  Organisational information from inside the business includes records such as attendance and performance, and should already be in place, but can be sourced from new internal research such as staff one to ones or feedback questionnaires. 
 
Experiential knowledge is that held by staff at the organisation, based on their practice and experience of working in their field.  Any member of staff can provide this information, and Waite et Al (2022, p. 48) raise the point that experiential knowledge is reliable as it is not based on unsubstantiated opinions, but real-life experiences.  
 
Scientific evidence is drawn from literature, such as journals and reports.  Care should be taken in ensuring the sources are genuine and from reputable sources. 
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Data assists accurate decision making, ensuring as far as we can that decisions are based on facts and understanding, not on hearsay or subjective opinions which may become an expensive mistake. Briner’s model which shows the six steps to evidence-based decision making explains how important it is to ensure each step is completed accurately before making any final decision. Briner (2019) also posits that “much of the work and skill involved in evidence-based practice is ensuring that the evidence is the best available and addresses your particular circumstances: the most reliable and the most relevant.”

Ensuring that data timely, accurate and ethical will mean that the decisions made will reflect this and will ensure that the organisation and its stakeholders are supported and looked after. Mohdzaini (2021) states that evidence-based practice can:

· Be used to measure a workforce, in and allows for more effective evidence-based decisions to improve both a workforce and organisational performance.
· Show how HR policies impact on the employees and organisational performance.
· Be used to estimate the financial and social return on investment of change initiatives.
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50There are two types of data measurements, Quantitative and Qualitative.  Quantitative data focuses on facts, using statistics and numbers. It can be gained by desk research, using company records on the workforce such as employee absence.  

Renwick (2019) states “Quantitative research is ideal for understanding behaviours and usage” and goes on to explain how it should be carried out in the first instance to establish the hard facts and identify issues and trends over time, before moving on to the more in-depth qualitative data to find out why. 

Quantitative data is non statistical, and as Waite et Al (2022, p.50) state is “based on words.” It gives a fuller understanding of why something has happened, considers individual’s drivers and motivations, and can be subjective and harder to analyse. 

Both methods of data collection should be used to gain a fuller picture of what is happening, and provide insights into trends and behaviours, As Renwick (2019) points out, using a method such as a survey could merge the two types of data and generate both quantitative and qualitative results. 
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Policies and procedures are out in place to ensure that the Employees of an organisation follow the rules and regulations it has in place to function. Policies are the guidelines that outline both an organisation's values and the expectations of its employees with regards their behaviours and performance.  Within the HR function, policies will provide clear guidance and support the procedures such as recruitment, performance and absence. 

Policies exist to ensure that an organisation works within the law and ensure that all Employees are treated fairly and equally and gives Line Managers the structure against which to manage employees.  Quilliam (2022) highlights the importance of Managers in implementing policies and procedures, and states “front-line managers play a pivotal role in implementing and enacting HR policies and practices.”  To do this, the importance of evidence such as attendance records and performance reviews must be maintained accurately and can be used to ensure that all employees work within the policies and procedures in place. 
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The diagram in the slide shows how many different stakeholders are affected by an Organisation and its actions. Internally Employees, the owners and Shareholders work together to achieve the organisations aims, and this work will affect external stakeholders such as the customers, suppliers, local communities. This influence can also flow back to and impact on the organisation, for example, through Government regulations and Laws, customer feedback and from the way it treats its local community. 

People Professionals and their work will be influenced by all stakeholders. For example, Government regulations will change policies and procedures which will need to be shared and communicated to all Employees and any changes managed. However, it can also be a motivational tool, as discussed by Lee (2020) who states that positive Customer feedback should be shared with Employees to praise them and reward performance, and he states “whenever you receive positive customer feedback share it as broadly as possible throughout your organization”.
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Waite et Al (2021 p. 61) explain that the overarching aim of all organisations is to create value for its customers, who will then create loyalty and ultimately increase sales, resulting in increased value for all Stakeholders.

Hobson (2019) explains that “Successful companies know and value their staff. They know that employees are essential factors in any organization’s success”, and this reinforces the importance that People Practitioners have in adding value to an organisation. By ensuring that Policies and Procedures are in place and followed by the Employees, then the correct levels of service and delivery can be consistently achieved, and deliver the product or service as promised to the end consumer.

Hobson (2019) goes on to explain that “when a company communicates appreciation for its employees, those employees, in turn, are likely to appreciate the company. According to Gallup, they also tend to demonstrate increased productivity and loyalty.”
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By looking after the wellbeing and training needs of all employees, appreciating how important they are by recognising good performance and promoting rewards and benefits for staff, and listening to and acting on their feedback, Organisations can ensure that their most important asset is valued. 

This can be achieved by good, clear communication, both to and from Employees and Stakeholders. Pfeffer, cited by Van Vulpen (no date) states “Firstly, open communication about strategy, financials, and operations creates a culture in which people feel they are trusted. It truly involves employees in the business.”

Evidence based Practice can be used to measure the value added by People Professionals throughout an organisation and should be a regular and consistent practice to ensure that standards are maintained and achieved. 
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Social Media is essential for all organisations as a communication tool and is no longer just used by marketing teams to create brand awareness. It allows an organisation to share information in real time, provides instant communication with customers and stakeholders, and can also be used to communicate with employees who may not be office based. Waite et Al (p. 65, 2021) highlight that social media can be used to share corporate news and information, organisational events and activities, and open communication across the organisation. 

Waite et Al (p66, 20210 also point out that social media can be used to spread misinformation, for bullying and stalking, and could be a risk to security, both to the organisation and individual. 

Social media is also essential to most people who use it in their private lives, and to prevent a crossover into the workplace then social media policies should be in place to protect both the individual and organisation, setting our clear boundaries about what can and can’t be said. 
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In my role I manage Volunteers who support Foothold Cymru. I deal with recruitment, interviews, allocation of work area, and support each Line Manager with one to ones along with offering pastoral care for each individual Volunteer. 

I have created simple application forms, and for volunteers who have mental health issues, we help them complete the forms to ensure inclusion. After an interview with the volunteer and their potential line manager, I carry out a half day induction, where we through the Volunteer Handbook which outlines policies and procedures, give them a tour of the buildings and introduction to all staff. 

Along with Line Managers, we hold monthly one to ones to ensure that the volunteers are happy in their work, and to identify any training they may need. They are invited to raise any issues or concerns, and we work together to ensure any issues are resolved. 

To ensure that we show the Volunteers they are valued, I have worked with the Trustees to run our first Volunteer Thank You, where volunteers are nominated by colleagues and service users to receive awards. When we have a happy, dedicated team of volunteers, then our work can help many more families in need.  







Analysis of Data

	Likert scale responses
	RESEARCH AND DESIGN
	MARKETING
	ADMIN

	
	Agree or strongly agree
	Neither agree nor disagree
	Disagree or strongly disagree
	Agree or strongly agree
	Neither agree nor disagree
	Disagree or strongly disagree
	Agree or strongly agree
	Neither agree nor disagree
	Disagree or strongly disagree

	It’s difficult to fulfil commitments outside my work because I spend too much time on my job.
	48%
	13%
	39%
	11%
	0%
	89%
	95%
	2%
	3%

	The organisation provides flexi-time.
	74%
	24%
	3%
	100%
	0%
	0%
	7%
	0%
	93%

	I’m allowed to work from home
	89%
	5%
	6%
	0%
	0%
	100%
	0%
	30%
	70%

	I’m aware that that the organisation has the opportunity to job share
	2%
	2%
	96%
	0%
	100%
	0%
	13%
	5%
	82%

	I have scope to use my own initiative in my job role
	98%
	2%
	0%
	83%
	17%
	0%
	5%
	80%
	15%

	I’m provided with the opportunity to develop my skills
	97%
	3%
	1%
	78%
	6%
	17%
	34%
	8%
	57%

	My line manager values the work I do.
	77%
	10%
	12%
	67%
	6%
	28%
	30%
	30%
	41%

	I feel secure in my job role
	69%
	7%
	24%
	56%
	17%
	28%
	84%
	7%
	10%

	I’m expected to complete my work outside of my contracted hours
	99%
	0%
	0%
	11%
	0%
	89%
	100%
	0%
	0%

	Absence rates in my department are low  
	74%
	25%
	1%
	94%
	6%
	0%
	5%
	0%
	95%

	 

	ACTUAL ABSENCE RATE (HOURS IN 3 MONTHS)
	250
	3
	32

	STAFF COUNT PER DEPARTMENT
	412
	18
	65

	MEAN SICK HRS HOURS PER HEAD 
	2
	6
	2

	NON RESPONDERS
	22
	0
	4

	PERCENTAGE WHO RESPONDED
	95
	100
	94



The raw data was changed into percentages to assist analysis and allow like for like comparisons between departments. The data was entered into an excel spreadsheet, and conditional formatting used to show responses over 50% to highlight trends. 
Of the total staff surveyed, there were 26 non responders. Ellis (2015) explains how non responses can cause biased results, and can also show a lack of motivation and employee engagement, as employees may not feel listened to by management so see no point in responding. 
The trends highlighted by the results are:
1. 95% of Administration staff state they do not have a good work/life balance, and over half the research team also agree or are unsure with the same. This shows that both teams feel they are under pressure in the workplace.

1. Administration staff are unaware that the company provides flexitime, which could ease stress caused by a lack of work/life balance already highlighted. Other departments are aware of this benefit and this is reflected in their more positive responses to being able to fulfil commitments outside work. 

1. 89% of research know they can work from home, whilst other departments are either unaware or unsure if they can do so. Whilst some staff cannot do their work from home, this needs to be clearly outlined and the reasons why home working is or not an option explained to all.

1. None of the departments have an awareness of the option to job share. This needs to be explained to staff and the policy on job sharing circulated. 

1. Whilst both research and marketing agree that they use their initiative in their job roles, administration are unsure. This could be resolved by holding one to ones with administration staff to go through their job roles and tasks. 

1. Research & marketing both agree that they have the opportunity to develop their skills, whilst administration is of concern as 57% disagree with this. 

1. Of concern is the administration departments negative responses to the statement that the line manager appreciates the work they do.   

1. Just 54% of the marketing team feel secure in their role, and this could lead to staff members looking for other more secure jobs, increasing staff churn and recruitment costs. 

1. Of concern is the high response of both administration and research to the statement that they are expected to complete the work outside of their hours. This is not only a possible breach of their employment contract, but could breach The Working Time Regulations (1998) and could put the company at risk of prosecution. 

1. 95% of the Administration department state their absence rates are high, but according to the attendance records held, their absence rate is on average 2 hours per head over 3 months, which is equal to research and lower that marketing. It could be that the workload for those absent is carried by others, putting additional pressure on the team. 

	Losses caused by absence
 
	
	Projected losses 

	Department 
	Hours lost through absence
	Average hourly pay
	Days Lost in 3 months
	loss of working days over 12 months
	cost of pay for 3 months

	Research and Design
	1876
	£35.00
	250
	1001
	 £     65,660.00 

	Marketing
	20
	£28.00
	3
	11
	 £          560.00 

	Administration
	237
	£12.50
	32
	126
	 £       2,962.50 

	ALL DEPARTMENTS
	2133
	£25.17
	284
	1138
	£    69,182.50
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Six Steps to Decision Making









Briner (2019) Waite et Al,p49 (2022)





Data assists accurate decision making, ensuring as far as we can that decisions are based on facts and understanding, not on hearsay or subjective opinions which may become an expensive mistake. Briner’s model which shows the six steps to evidence based decision making explains how important it is to ensure each step is completed accurately before making any final decision. Briner (2019) also posits that “much of the work and skill involved in evidence based practice is ensuring that the evidence is the best available and addresses your particular circumstances: the most reliable and the most relevant.”



Ensuring that data timely, accurate and ethical will mean that the decisions made will reflect this, and will ensure that the organisation and its stakeholders are supported and looked after. Mohdzaini (2021) states that evidence based practice can: 



 Be used to measure a workforce, in and allows for more effective evidence based decisions to improve both a workforce and organisational performance.

 Show how HR policies impact on the employees and organisational performance.

 Be used to estimate the financial and social return on investment of change initiatives.
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Asking - translating a practical  issue or problems into an answerable question. 





Assessing - evaluating the outcome of the decision taken. 





Appraising - critically judging the trustworthiness and relevance of evidence. 





Aggregating - weighing and pulling together the evidence. 





Applying - incorporating the evidence into the decision-making process.





Acquiring - systematic searching for and retrieving the evidence. 
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Types of Data

A beginner’s guide to qualitative and quantitative research - Optimal Workshop
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A beginner’s guide to qualitative and quantitative research - Optimal Workshop





50There are two types of data measurements, Quantitative and Qualitative.  Quantitative data focuses on facts, using statistics and numbers. It can be gained by desk research, using company records on the workforce such as employee absence.  



Renwick (2019) states “Quantitative research is ideal for understanding behaviours and usage”, and goes on to explain how it should be carried out in the first instance to establish the hard facts and identify issues and trends over time, before moving on to the more in depth qualitative data to find out why. 



Quantitative data is non statistical, and as Waite et Al (2022, p.50) state is “based on words.” It gives a fuller understanding of why something has happened, takes into account individual’s drivers and motivations, and can be subjective and harder to analyse. 



Both methods of data collection should be used to gain a fuller picture of what is happening, and provide insights into trends and behaviours, As Renwick (2019) points out, using a method such as a survey could merge the two types of data and generate both quantitative and qualitative results. 
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Policies and Procedures

Definition: Policies and Procedures are a set of rules and methods designed and 

communicated to structure certain processes within an organization

What are Policies and Procedures? - Definition | Meaning | Example (myaccountingcourse.com)
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Policies and Procedures











Definition: Policies and Procedures are a set of rules and methods designed and communicated to structure certain processes within an organization

What are Policies and Procedures? - Definition | Meaning | Example (myaccountingcourse.com)





Policies and procedures are out in place to ensure that the Employees of an organisation follow the rules and regulations it has in place to function. Policies are the guidelines that outline both an organisation's values and the expectations of its employees with regards their behaviours and performance.  Within the HR function, policies will provide clear guidance and support the procedures such as recruitment, performance and absence. 



Policies exist to ensure that an organisation works within the law and ensure that all Employees are treated fairly and equally, and gives Line Managers the structure against which to manage employees.  Quilliam (2022) highlights the importance of Managers in implementing policies and procedures, and states “front-line managers play a pivotal role in implementing and enacting HR policies and practices.”  To do this, the importance of evidence such as attendance records and performance reviews must be maintained accurately, and can be used to ensure that all employees work within the policies and procedures in place. 
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Internal and External Relationships







The Organisation
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The diagram in the slide shows how many different stakeholders are affected by an Organisation and its actions. Internally Employees, the owners and Shareholders work together to achieve the organisations aims, and this work will affect external stakeholders such as the customers, suppliers, local communities. This influence can also flow back to and impact on the organisation, for example, through Government regulations and Laws, customer feedback and from the way it treats its local community. 



People Professionals and their work will be influenced by all stakeholders. For example, Government regulations will change policies and procedures which will need to be shared and communicated to all Employees and any changes managed. However, It can also be a motivational tool, as discussed by Lee (2020) who states that positive Customer feedback should be shared with Employees to praise them and reward performance, and he states “whenever you receive positive customer feedback share it as broadly as possible throughout your organization”.
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How do we Create Value?

•

One of the key drivers for growth is the value created 

by employees

•

Value is created by satisfied, loyal and productive 

employees. 

•

Employee satisfaction, in turn, results primarily from 

high-quality support and policies that enable 

employees to deliver results to customers.

CHIDLEY, J. and PRITCHARD, N.(2014) 
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How do we Create Value?



One of the key drivers for growth is the value created by employees

 Value is created by satisfied, loyal and productive employees. 

Employee satisfaction, in turn, results primarily from high-quality support and policies that enable employees to deliver results to customers.



CHIDLEY, J. and PRITCHARD, N.(2014) 









Waite et Al (2021 p. 61) explain that the overarching aim of all organisations is to create value for its customers, who will then create loyalty and ultimately increase sales, resulting in increased value for all Stakeholders.



Hobson (2019) explains that “Successful companies know and value their staff. They know that employees are essential factors in any organization’s success”, and this reinforces the importance that People Practitioners have in adding value to an organisation. By ensuring that Policies and Procedures are in place and followed by the Employees, then the correct levels of service and delivery can be consistently achieved, and deliver the product or service as promised to the end consumer.



Hobson (2019) goes on to explain that “when a company communicates appreciation for its employees, those employees, in turn, are likely to appreciate the company. According to Gallup, they also tend to demonstrate increased productivity and loyalty.”
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How People Professionals benefit others









By looking after the wellbeing and training needs of all employees,  appreciating how important they are by recognising good performance and promoting rewards and benefits for staff, and listening to and acting on their feedback, Organisations can ensure that their most important asset is valued. 



This can be achieved by good, clear communication, both to and from Employees and Stakeholders. Pfeffer, cited by Van Vulpen (no date) states “Firstly, open communication about strategy, financials, and operations creates a culture in which people feel they are trusted. It truly involves employees in the business..”



Evidence based Practice can be used to measure the value added by People Professionals throughout an organisation, and should be a regular and consistent practice to ensure that standards are maintained and achieved. 
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Social Media Platforms: 

•

Social Networks: Facebook, Twitter, 

LinkedIn.

•

Media Sharing Networks: Instagram, 

Snapchat, YouTube.
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Discussion Forums: Reddit, Quora, 

Digg.

•

Bookmarking & Content Curation 

Networks: Pinterest, Flipboard.

•

Consumer Review Networks: Yelp, 

Zomato, TripAdvisor.
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Social Media at work



Social Media Platforms: 



Social Networks: Facebook, Twitter, LinkedIn.

Media Sharing Networks: Instagram, Snapchat, YouTube.

Discussion Forums: Reddit, Quora, Digg.

Bookmarking & Content Curation Networks: Pinterest, Flipboard.

Consumer Review Networks: Yelp, Zomato, TripAdvisor.









Social Media is essential for all organisations as a communication tool, and is no longer just used by marketing teams to create brand awareness. It allows an organisation to share information in real time, provides instant communication with customers and stakeholders, and can also be used to communicate with employees who may not be office based. Waite et Al (p. 65, 2021) highlight that social media can be used to share corporate news and information, organisational events and activities, and open up communication across the organisation. 



Waite et Al (p66, 20210 also point out that social media can be used to spread misinformation, for bullying and stalking, and could be a risk to security, both of the organisation and individual. 



Social media is also essential to most people who use it in their private lives, and to prevent a crossover into the workplace then social media policies should be in place to protect both the individual and organisation, setting our clear boundaries about what can and cant be said. 
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How can I achieve and maintain Customer Satisfaction?









In my role I manage Volunteers who support Foothold Cymru. I deal with recruitment, interviews, allocation of work area, and support each Line Manager with one to ones along with offering pastoral care for each individual Volunteer. 



I have created simple application forms, and for volunteers who have mental health issues, we help them complete the forms to ensure inclusion. After an interview with the volunteer and their potential line manager, I carry out a half day induction, where we through the Volunteer Handbook which outlines policies and procedures, give them a tour of the buildings and introduction to all staff. 



Along with Line Managers, we hold monthly one to ones to ensure that the volunteers are happy in their work, and to identify any training they may need. They are invited to raise any issues or concerns, and we work together to ensure any issues are resolved. 



To ensure that we show the Volunteers they are valued, I have worked with the Board Of Trustees to run our first Volunteer Thank You, where volunteers are nominated by colleagues and service users to receive awards. When we have a happy, dedicated team of volunteers, then our work can help many more families in need.  
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What is Evidence Based Practice?

“It’s about making a 

conscientious, explicit, and 

judicious use of the best 

available evidence”. 

(Briner, 2019)
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What is Evidence Based Practice?

“It’s about making a conscientious, explicit, and judicious use of the best available evidence”. 

(Briner, 2019)

















Every organisation needs to make decisions based on facts and statistics that give a true picture of a situation.  By making decisions using accurate information that has been analysed correctly the best possible outcome can be achieved.

 

Haak (2019) defines evidence-based practice as “measuring behaviours of people (candidates, employees) and analysing them to improve people and business performance.”

 

The evidence can be drawn from many sources.  Organisational information from inside the business includes records such as attendance and performance, and should already be in place,  but can be sourced from new internal research such as staff one to ones or feedback questionnaires. 

 

Experiential knowledge is that held by staff at the organisation, based on their practice and experience of working in their field.  Any member of staff can provide this information, and Waite et Al (2022, p. 48) raise the point that experiential knowledge is reliable as it is not based on unsubstantiated opinions, but real-life experiences.  

 

Scientific evidence is drawn from literature, such as journals and reports.  Care should be taken in ensuring the sources are genuine and from reputable sources. 
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Six Steps to Decision Making

Asking - translating a 

practical  issue or 

problems into an 

answerable 

question. 

Acquiring -

systematic searching 

for and retrieving 

the evidence. 

Appraising -

critically judging the 

trustworthiness and 

relevance of 

evidence. 

Aggregating -

weighing and pulling 

together the 

evidence. 

Applying -

incorporating the 

evidence into the 

decision-making 

process.

Assessing -

evaluating the 

outcome of the 

decision taken. 

Briner (2019) Waite et Al,p49 (2022)


