Principle of Analytics

AC1.1
[bookmark: _Hlk184819857]People professionals are faced with complex workplace decisions and need to understand ‘what works’ in order to influence organisational outcomes for the better. Evidence-based practice helps them make better, more effective decisions by choosing reliable, trustworthy solutions and being less reliant on outdated received wisdom, fads or superficial quick fixes (CIPD, 2023). Briner (2019) provides a useful six-step approach to EBP below. 
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[bookmark: _Hlk184819868][bookmark: _Hlk184820655]HR professionals are faced with answering queries every day. To answer those questions, they use data and facts. If we were to use the six-step approach in a disciplinary procedure, the following steps would need to be taken: 
· Asking – finding out if there is a problem and creating a solution for it. 
· Acquire – completing research on the problem and if others have tried to solve the issue, how has this been done before it was escalated to HR. 
· Appraise – decide if the evidence you have gathered is relevant and trustworthy to support both the business and the employee. 
· Aggregate – bring relevant evidence together to create a portfolio of accurate information. 
· Apply – with the evidence that has been gathered, form a proactive solution to the problem in hand. 
· Assess – decide if the outcome is going to benefit the problem for both business and employee and form a non-bias decision based on evidence. 
[bookmark: _Hlk184820662]Evidence Based Practice could be applied within an organisation when following a disciplinary process. By using evidence, it ensures that decision-making is based on fact, rather than assumption. It also creates a stronger body of knowledge and as a result is more supportive when going through a disciplinary process. For example, if an employee was invited into a disciplinary for sickness and poor time keeping, it would be best practice to bring evidence of the sick days, reasons for sickness and a record of clocking in times to back your statement up. It would be beneficial to review this evidence prior to ensure that it is correct. If noted discussions have also taken place, these would be beneficial to review to see if there were any underlying reasons to support the claim. The aim of evidence-based practice is to remove as far as possible, subjective opinion, unfounded beliefs, or bias from decisions and actions in organisations (The Oxford Review, 2021). 
AC 1.2
[bookmark: _Hlk184819875]It is key that data is stored correctly and used to its full advantage within any organisation. Data is a useful tool when reflecting and can be used to look at pros and cons within a specific task.  Data is important for many different reasons, including that businesses rely heavily on data to manage their daily operations. Decisions are often made based on the company’s overall performance. For example, HR would use data when recruiting from candidate’s CVs to ensure the sourcing of top talent. Some businesses would then go on to use a scoring matrix throughout the interview and this data would be used to evaluate the candidates’ performances against one another. Using inaccurate data could have significant effects on a business as it could look unprofessional to use incorrect statistics and facts and could be seen to not have the companies’ best interests at heart. When looking at the tables in AC1.4, we see that data has been used to look at the turnover of staff over a period of years. If this data is used incorrectly when it is based off facts, we could be employing the wrong talent, and this could have a negative effect on the company. If we were to look at a staff survey, and if the data is not used correctly from survey feedback, this could lead to a high staff turnover and a change in performance. 
AC1.3
[bookmark: _Hlk184819886][bookmark: _Hlk184820675]People analytics is about analysing data about people to solve business problems. You can find people’s data from HR systems, IT systems and other departments’ systems. You can also find people data from external sources such as salary surveys. Insights from people data can be used to drive organisational change (CIPD, 2024).
· Quantitative data: This type of data involves numerical measurements that can easily be studied and analysed. Examples of quantitative data used by people professionals include labour turnover patterns, absence rates over a period and EDI data. 
The advantages of quantitative data would be that it can be easily readable when using presentations or spreadsheets. Another advantage would be that numbers do not lie and when using numerical data, you are presented with facts that help to make proactive decisions. 
The disadvantages of quantitative data could be that although the numerical data is factual, it does not provide any emotion or motivation behind the figures. For example, when looking at the period of 2020 in the below tables, we can see a high turnover of staff in packaging and dispatch. On paper, these are just numbers, however, this could have been related to COVID-19 and people losing their jobs. Another disadvantage could be that if numbers are going to be used, they must be used correctly and not misinterpreted as numbers can easily be twisted if they are not read well. 
· Qualitive data: This type of data is descriptive information that focuses on concepts and characteristics, rather than numbers and statistics. This data cannot be counted or expressed numerically. Qualitative data could include discipline and grievance investigations, performance appraisals, exit interviews and capturing employee voices. 
Qualitative research wins big when it comes to creating deep, contextual understanding. As we’ve seen, it is all about undercovering the “why” behind behaviors, helping researchers explore emotions and motivations in a way raw numbers cannot match (Mander, 2022).
[bookmark: _Hlk184820679]The disadvantages of qualitative data are that it could be seen to be biased and subjective, depending on the perspective. Qualitive data can also be time consuming when trying to analyse, rather than having facts and figures. 
Evidence is about more than hard numbers alone. It should combine these four sources of insight. 
· Behavioural science and academic research – by paying close attention to the theory underpinning our profession, we can make sound decisions no matter what the future may hold. 
· Organisational data – people analytics can help us to get to know our workforce better. 
· Stakeholder concerns – there is nothing more important, or more human, than gathering information from our own experiences and conversations. 
· Practitioner expertise – practitioner experience and professional judgment are important in applying evidence to practice, forming the basis of the skills needed to draw effective solutions from different insights (CIPD, 2023). 
AC1.6
[bookmark: _Hlk184819895]Applying policies and procedures can help implement decisions. For example, when reviewing an absence review policy and looking at an employee who is on long term sickness, it is important to follow the procedure and that welfare meetings are carried out and to allow notice for these, so the employee feels as comfortable as possible. If an employee is ready to return to work and has had the green light from their doctor’s post providing doctors notes, we would hold welfare meetings at work or at a mutual premises to have a chat with the employee. Outcomes from this meeting that could help inform decisions could include:
· Phased return to work – starting back on less hours if required. 
· Better suited equipment – if required. 
· Regular welfare meetings until both parties are satisfied the employee if fit and well enough – if required. 
A well-written and clearly communicated policy helps set expectations around employee behaviour and workplace procedures. It ensures that all employees are aware of important rules that need to be followed, and any codes of conduct (Scarlettshing, 2021).
AC2.1
[bookmark: _Hlk184819902][bookmark: _Hlk184820691][bookmark: _Hlk184820698]People professionals create value for people, organisations and wider stakeholders as they are the main point of contact for employees regarding all types of employee relations throughout the employee lifecycle. HR professionals create value at every step and have an involvement throughout the employees’ journey in the workplace. This can then help create the employee voice which could benefit the company along with employee engagement. Another factor is that if HR are responsible for onboarding and induction, it is important that a robust and effective service is provided as that supports setting the tone for the employee within the business. HR is the face of the company brand, and it starts with recruiting the right talent to help support the business. By fostering a culture of trust, respect and inclusivity, businesses can create an environment where employees feel valued, respected and motivated to contribute their best efforts. This not only benefits the employees but also makes the company an attractive destination for top talent, which is essential for long-term success. The HR function plays a crucial role in creating and maintaining a positive and engaging workplace culture (Price, 2024). Evidence based practice provides people professionals with the opportunity to support current and future HR practice, and achieve better decision-making (Waite et al., 2021).
AC2.2
[bookmark: _Hlk184819907]Having customers in mind, I can define the expectations and needs, which I also believe can be achieved through listening to their feedback and conducting research of the market surrounding my area. In my current role, I must listen to our clients who own different oil and gas refineries and understand their trade labour requirements to help me recruit the right people for the jobs. This lets me undertake a more precise customisation of such products or services that fit their actual needs. As a result, the customer experience improves. For example, when looking at recruitment in my workplace, it is important to get this right as I am essentially listening to my customers needs and putting the business first which will enable me to recruit the right talent for the specific role. 
A good strategy would be to systematically offer good products or services and realise clients’ loyalty and trust. Furthermore, I can consistently assess customer satisfaction and performance through surveys, customer feedback systems, and performance metrics on a regular basis. 
Section 2
AC1.4





AC1.5
From analysing the data presented in the tables above, we can see that in the year 2020, the team with the highest turnover was the Packing and Dispatch Team. Things to consider from this would be that it was the year of COVID-19 so the turnover of been higher due to uncertainty with work. The overall turnover in 2020 was high and conducting exit interviews would be an informative way to find out why the turnover was so high. The business could be attacking reasons to gain retention from findings in 2020.
In 2021, we can see that the Marketing, People, Research and Design and Finance teams all had high retention, this could have been due to People Professionals conducted efficient inductions and employee engagement throughout their employee lifecycle. This also could have been a case of remuneration and if the company was paying well that would have potentially gained retention. 
As we can see, three out of the four years, the administration team was a team that continually had leavers. This could have been because there may have been no room for progression due or that the job was not what it was advertised, or down to poor management. 
In the year 2020, sales had a turnover rate of 45.2%, again the high rate could have been due to COVID, after 2020, the figures have improved potentially due to economic factors. The sales retention also could have been improved due to pay and commission if this is applicable for the business as some employees are motivated by pay. 
2020 had the highest overall turnover with a percentage of 289.1%, again factors to consider would be employee burnout, stress could have caused people to leave due to the uncertainty of job security, especially in management. 
High turnover means you lose talent, and when certain skills are scarce, recruitment can be costly. However, if turnover is low, you risk not bringing new ideas into the ogranisation (Cockett, 2024).
Measuring turnover is important as it helps identify trends such as push factors and pull factors such as organisational changes or a lack of career development opportunities. By monitoring turnover and understanding how it affects business performance, we can identify trends and issues to ensure employees experience a good working environment. 
Employee turnover can have a significant impact on any organisations performance, including being considered for employer of the year. When we understand why staff leave an organisation, employers can devise initiatives that reduce turnover and increase employee retention. Things to consider could be: 
· Employee engagement 
· Well-being surveys 
· Pay considerations 
· An efficient onboarding process 
· Good management
Something to remember is that although an employer could be great, it still could be the employee’s prerogative to leave and move on from the company due to a breakdown of a relationship/time to move on. 
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Overall total leaving rate for the whole organisation as a percentage for each year. 

2020	2021	2022	2023	2.891	1.38	2.29	1.3069999999999999	


% of the number of employees leaving each department in each year. 

2020	% Turnover	Administration 	Maintenance 	Marketing 	Production	People team	Research 	&	 Design 	Sales	Packing and despatch	Finance 	0.18809999999999999	0.55500000000000005	0	0.30299999999999999	0.16700000000000001	0.25	0.45200000000000001	0.58299999999999996	0.4	2021	% Turnover	Administration 	Maintenance 	Marketing 	Production	People team	Research 	&	 Design 	Sales	Packing and despatch	Finance 	0.4	0.33300000000000002	0	0.161	0	0	8.5999999999999993E-2	0.4	0	2022	% Turnover	Administration 	Maintenance 	Marketing 	Production	People team	Research 	&	 Design 	Sales	Packing and despatch	Finance 	0.45	0.375	0.25	0.214	0.5	0	0	0.5	0	2023	% Turnover	Administration 	Maintenance 	Marketing 	Production	People team	Research 	&	 Design 	Sales	Packing and despatch	Finance 	0.111	0.14199999999999999	0	0.16	0.4	0.25	4.3999999999999997E-2	0.2	0	
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