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Introduction
Below you will see information that has been extracted from various sources, detailing the importance of how and why evidence-based practice and analytics should be applied to the department.  This should help the Company understand how it can make sound and justified decisions going forward. 


What is Evidence-Based Practice
When referring to People Practice (Waite, K., et al 2021, p47) it explains ‘Evidence-based practice is a process where evidence from reliable sources are used to develop knowledge and understanding to inform practice.  Evidence-based practice promotes critical thinking, where the reader judges and appraises sources of evidence to determine their relevance to the matter in hand.’  Mentioned in this is also article where is says ‘it involves the use of multiple sources of scientific evidence and empirical results as a means of attaining knowledge’. (Barends, Roussueau & Brinder 2014)

[bookmark: _Hlk125883057]‘At the heart of evidence-based practice is the idea that good decision-making is achieved through critical thinking and drawing on the best available evidence. Evidence-based practice leads to decisions and actions that are more likely to have the desired effect and are less reliant on anecdotes, received wisdom and personal experience – sources that are not trustworthy on their own. Evidence-based HR practice draws together published research and people analytics with professional expertise and stakeholder opinions’ this is how evidence-based practice is described by the CIPD. (CIPD, 2022)(a) (AC 1.1)


Importance of Using Data
Browsing the Introduction to Human Resource Management (Leatherbarrow, & Fletcher, J. 2018, p598) it explains ‘The concept of data analytics, also known as data analysis, is not new. The increase in readily available information on people and the release of public data are just two reasons why the science of data analysis has grown. Gathering volumes of data allows little snippets of information, which when bundled together offers a picture from which an understanding can be had of trends and the way groups of people think. Anomalies that are not readily transparent can thus be identified and informed judgements can be formed’.

The importance of using evidence-based practice has also been clarified in People Practice (Waite, K., et al 2021, p47) describing ‘that this it the way to provide people professionals and help achieve better decision making. This can be in relation to People strategies, People policies and procedures, but also the application of policies and procedures’. It goes on to say that ‘in addition to making decisions, having the relevant sources of evidence can be reviewed to inform decision making’.

CEBMa research indicates ‘that an evidence-based approach is more effective in various ways than less structured decision-making processes which often favour personal experience over sound research: Risk assessments based on the accumulated experience of many people are generally more accurate than those based on one person’s experience, ensuring forecasts are made independently before being combined.  Judgements based on hard data and statistics are more accurate than those based on individual experience.  Knowledge from scientific literature is more accurate than expert opinions.  Decisions made through a combination of critically-appraised evidence from multiple sources yield more effective outcomes than those based on a single source of evidence.  These points reinforce the value in adopting a critical mindset – questioning assumptions and trustworthiness – with the goal of answering the question ‘‘Is this the best available evidence?’’ (CIPD, 2022)(b) (AC 1.2)


Quantitative and Qualitative Data – What’s the difference?
There are different ways in which your data can be analysed, this is dependent on whether the data is classed as Quantitative Data or Qualitative Data.
‘Quantitative Data is when the data is expressed as numbers and measured.  There are ways in which data of this type can be gathered for example by using surveys or by data held in systems.  The type of data recorded which can be classed as Quantitative Data could be on issues such as sickness, seeing an individual’s sickness record can highlight potential issues which could in turn out to be for a mental or wellbeing issue that needs to be spoken about.  Also Labour Turnover is another type of data that can be noted, this helps to monitor if there are issues within an organisation that needs to be dealt with’. (Waite, K., et al 2021, p50)

CIPD additionally advise that ‘Quantitative Data examples can also be the number of employees and also the average age.  It also notes that Quantitative Data is quantifiable and objective’. (CIPD, 2022)(c)


‘Qualitative Data is classed as non-statistical, so rather than it being number based its words that can create the data for it to be studied.  Having Performance Reviews can help you have an insight into how people are coping with their work but also Exit Interviews can be just as useful to help have an understanding of any issues that could need to be addressed in order to avoid further employees quitting’. (Waite, K., et al 2021, p50)

Again, CIPD explains ‘that Performance Appraisals and Exit Interview notes are classed examples of Qualitative Data.  This type of data describes the qualities that are observed by someone and is subjective.  They have said that it can be useful for understanding the ‘what’, ‘why’ and ‘how’ of something’.  They have also explained that ‘Qualitative Data can be also turned into Quantitative Data e.g. A Performance Review would be written notes but in turn can be summarised into a performance rating.  This would cover both the Qualitative and Quantitative Data that is useful to an organisation’.(CIPD, 2022)(c) (AC 1.3)


Decisions Formed from Application of Policies and Procedures
‘The importance of an organisation having policies and procedures is something that is needed in order to help achieve a business that operates effectively and successfully.  They can steer your organisation and reduce the risk of liability, likewise they also clearly show consistency across the company for both employees and customers/clients.  Having consistency will create a healthy reputation for your organisation.  Having policies help set clear guidelines and set parameters for how the business will operate.  Not having set policies and procedures would in effect mean that there are no rules that need to be followed, which unfortunately would result in people creating their own rules.  Having clear set out policies and procedures simply makes things more transparent and are essential to having a successful business’. (Rethore, C. 2021) (AC 1.6)


People Professionals – How it creates Value
In a podcast published by the CIPD it asks the question ‘‘What value does HR bring to today's organisations’’ whilst listening to this it explains that this answer is ‘still a very mixed one’.  Kat Navarro who is part of the discussion mentions that ‘whilst some people still relate HR to the way it was set up a long time ago, when the workplace was very different, people stayed in one job for a long time and HR was there to ensure contracts got created, people got paid, companies were compliant and today the workplace is hugely different, mostly due to the booming dot coms and technology. You've got more companies than ever before, meaning more competition, it's harder to hire and retain talent. You've got greater demands on individuals because they're needing to innovate and create faster than ever before’. (CIPD, 2022)(d)

[bookmark: _Hlk125995771]Stemming on from that an article by Deloitte (Heldeborn, J. 2009) it gives an explanation ‘that the key success factors of high performing organisations is putting people first.  It says that ‘Today HR executives are challenged to develop efficient and effective, simple yet powerful solutions to the people side of business.  They show a HR Strategy Framework approach that helps organisations to define and execute effective HR strategy as well as help develop and deliver services and capabilities that organisations today need to survive and grow’.  

The Framework is broken down as below:
1. Define Human Capital Value -	Understand the business strategy
Define HR strategy
2. Align HR products and services -	Segment HR customers
Prioritise HR investments
Design HR services
3. Deliver value -			Ensure right HR service delivery model
Establish right HR capabilities
Improve HR operational excellence continuously
Build HR brand
Measure impact of HR products and services (AC 2.1)













How to be Customer-Focused and Standards-Driven
There are many ways in which you can be customer-focused, and standards driven.  
Explained in People Practice (Waite, K., et al 2021, p61) it says ‘The aim of any organisation within a given market is to create value for its customers, which in turn helps to sell products and services.  In doing so, this helps to create value for all its stakeholders.  Creating value could include development of structural capital and human capital’.  It continues, ‘Appreciation of human capital, as a source of value, has been subject to much debate over the years.  Human capital management is a process an organisation can take to obtain, analysis and report on data.  IT says that this data provides valuable information and insight into how value can be added through people management, strategic investment and operation decisions at corporate level an at the level of front-line management.  IT advises that for an organisation to remain highly competitive and knowledgeable in a fast moving society, value must be created through its people’. (Baron, A., Armstrong, M. 2007)

‘Understanding the knowledge, skills and abilities that the organisations employees possess is essential in informing current and future learning and development requirements.  This understanding is required to assist budgeting and ensure resources are allocated where best needed to enhance people and business performance.  The use of evidence-based practice can be a valuable source of information in identifying an organisation’s current skills and knowledge capital, as well as highlighting gaps through analysis of performance statistics’. (Waite, K., et al 2021, p62)

[bookmark: _Hlk125996238]The CIPD describes that ‘using a commercial mindset is about applying a business and customer-focused approach and demonstrating the commitment to deliver results that create value for organisations’.  They explain further that ‘we have a responsibility to ensure we focus on the things that create the most value for people and business. This means identifying and delivering on the people issues, opportunities and risks that will have the most impact on the performance and success of organisations. It also means partnering with customers, understanding the financial implications of work, proving the business case for change, and taking responsibility to deliver it.  We also have a personal responsibility for our own self-care, to help us stay motivated and resilient in the delivery of our work.  This behaviour particularly supports the core knowledge areas of Business acumen and Change’. (CIPD, 2022)(e) (AC 2.2)


Conclusion
From reading the above it is very clear the best way to make decisions that are for the Company are to be evidence-based where possible.  This makes it easier for decisions that are made to be unbiased and clear to all that it would concern.  Having a procedure or policy that is set from having obtained evidence will make it easier and more comfortable for staff to be able to understand reasoning for decisions/policies that the Company wish to enforce.  This in turn would help retain staff and could in turn also boost morale if it’s known to them that the Company are being transparent with as to how decisions are made.
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Please see an examples below of statistical analysis, which can help the Company show statistics is different ways:

	
	Age
	Age
	Age
	Age
	Age
	Age
	Age

	 
	Total in each department
	16-25
	26-35
	36-45
	46-55
	56-65
	66-75
	76-80

	Department A
	182
	12
	23
	45
	44
	50
	8
	0

	Department B
	146
	4
	9
	21
	36
	70
	4
	2

	Department C
	172
	19%
	7%
	19%
	16%
	30%
	10%
	6%

	Department D
	90
	0%
	2%
	4%
	10%
	22%
	61%
	0%

	Department E
	262
	18
	12
	31
	56
	118
	23
	4

	Department F
	158
	74
	54
	18
	7
	5
	0
	0



Departments C & D above are displayed as percentages.  This makes it easier for the reader to quickly be able to determine the figure shown is based on the fact it would be ‘out of a 100’ giving a clearer figure to the readers mind and thinking. (AC 1.4)

  






In this chart both Departments C & D figures are combined, showing that of a higher aged workforce.












The impacts on and ageing workforce is explained on the CIPD website (Cotton, C 2018) who talks through the findings of the CIPD’s Reward Management Survey.  The survey he refers to was one that nearly 570 HR professionals responded to on behalf of their employers from a variety of sectors and employment sizes.
It says ‘One of the questions in our survey asked participants was whether they expected the ageing population would have an impact on their people management policies and processes in the next five years. Just over half (52%) of respondents predicted that it would’.

‘The survey finds that it is in both the manufacturing and the public sectors where this prediction is highest (62% and 73% of respondents respectively, as opposed to 44% and 46% of private services and voluntary sector organisations). This finding may be due to the age profile of these employers, since in 83% of public sector respondents at least half of the managers are aged 50 or over, and in 74% of public sector organisations at least half of the non-managers are aged 50 or over. This makeup is also seen in the manufacturing sector, though to a lesser extent (64% at both levels).  Within the private sector, the retail, hospitality, catering, leisure and cleaning sub-sector is the least likely of all to expect to be impacted by an ageing population (38%), which also reflects the age range of such organisations, which in general employ fewer over-50s than the other sectors’.













In this chart, Departments C & D are separate, again clearly indicating that in Department D the workforce is that of a higher age group. 















[bookmark: _Hlk125996705]Reading People Management (Johnson, B (2017) it explains that ‘organisations that don’t upskill older workers and support knowledge transfer are setting themselves up to fail’.  He continues ‘The working population is ageing. There are already 9.4 million people in employment over the age of 50 in the UK – equivalent to over 30 per cent of the workforce. The vast majority of this group will leave work permanently by age 62, taking their skills and experiences with them. There is a lack of young people to fill vacancies, and they all need to learn their jobs and gain experience’.  The question was raised ‘’Do you know the size of the age problem in your organisation’’? and it was said that ‘It will take time for new, older recruits to acquire the skillsets necessary to function at the same level as those who are leaving. While many myths abound about the older worker, attributes and competencies are not tied to age.  A recent survey of small to medium-sized businesses indicated that most employers believe learning and skills development is critical to ensuring that experienced employees can work effectively up to the age of 60 – and beyond. ‘And beyond’ are the essential words’. 

It must also be said that with younger workers are needed, in an article it supports this by saying ‘Training is key for the newly arrived Millennial workforce, as they are essentially a blank slate. Younger people don’t have bad or old habits like more experienced staff might. They don’t hold grudges nor have massive egos built in previous experiences, which can often be a challenge for co-workers and employers. Not to mention they are great at coping with change’. (HR News, 2021)

This is justifying the fact that all employees of all ages are crucial and important to a healthy Company. (AC 1.5)
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Combined Age Percentages of 
Employees in Departments C & D

[CATEGORY NAME], [VALUE]

16-25	26-35	36-45	46-55	56-65	66-75	76-80	Employee Age Ranges	0.12213740458015268	5.3435114503816786E-2	0.13740458015267176	0.13740458015267176	0.27099236641221375	0.27480916030534358	3.8167938931297713E-3	
Age Breakdowns in Department C & D

16-25	26-35	36-45	46-55	56-65	66-75	76-80	Age Ranges	16-25	26-35	36-45	46-55	56-65	66-75	76-80	Age Ranges	Department C	
16-25	26-35	36-45	46-55	56-65	66-75	76-80	Age Ranges	0.18604651162790697	6.9767441860465115E-2	0.18604651162790697	0.15697674418604651	0.29651162790697677	9.883720930232559E-2	5.8139534883720929E-2	Department D	
16-25	26-35	36-45	46-55	56-65	66-75	76-80	Age Ranges	0	2.2222222222222223E-2	4.4444444444444446E-2	0.1	0.22222222222222221	0.61111111111111116	0	
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