SOPHIE PAVIA-LACEY- LEVEL 3 CIPD PEOPLE PRACTICE- ASSIGNMENT 2- PRINCIPLES OF ANALYTICS


Principles of Analytics
1. Explain what evidence-based practice is and how it might be applied within an organisation. (AC 1.1)

Evidence-based practice is a way of decision making within organisations. Evidence-based practice relies on the integration of collected data, such as consumer and employee surveys, and information recorded over a certain period of time. By basing decision making on evidence rather than personal opinions, in which sometimes can be bias, businesses can ensure they are pursing the most reliable and valuable route for their organisation. (The Oxford Review, 2021).	Comment by Sophie Pavia-Lacey (2407079): 212
This can be applied within organisations in various ways. Referring to the organisation in which I am a part of, Bluestone Resorts Wales, where evidence-based practice is widely used. Businesses can implement this in various ways, some of the ways we put this into practice is to see how well our various facilities are performing in the eyes of our consumers. We have QR codes in each individual facility which will prompt guest to rate their experience within that outlet. The data from these surveys are reviewed on a monthly basis to see if any patterns emerge. Guest feedback is taken on board and changes will be made within the operations reflecting the feedback data. We also run a staff survey every 6 months, this is done anonymously so employees can give us their true, honest opinion, confidentially, making the collected data reliable.

2. Explain the importance of using data in organisations and why it is necessary to ensure that data is accurate when determining problems and issues. (AC 1.2)
It is important to collaborate data within an organisation because it ensures that all decisions being made are the right ones for the business. Making decisions based on evidence-based practice ensures validity and reliability of the outcomes. As stated in an article on the CIPD website ‘Individuals in organisations with strong people analytics cultures also report strong business outcomes.’ (CIPD, “CIPD | the Profession Map / Specialist Knowledge / People Analytics”). It is necessary to ensure that data is accurate as inaccurate data would lead to unreliable results, which in turn would make it unwise to base decisions on. As an organisation we would gain no knowledge or insight from the collected data if it wasn’t accurate. Effective evidence-based collaboration is essential for our organisation as it brings many benefits. When it is done successfully it demonstrates to our customer base, both internal and external, that our HR department is performing effectively which in turn gains the trust and builds repour with our stakeholders within the business. (CIPD, 2018), it also helps drive the business forward and reduces speculation and biases which allows judgement to be made based on factual forecasting. (Boatman, 2021) 	Comment by Sophie Pavia-Lacey: 193



3. Explain the different types of data measurements used by people professionals. (AC 1.3)

Various types of data measurements can be used by people professionals, these include Quantitative forms of data measurement which involves evidence that is linked to numbers. This form of data is particularly effective for analysing trends within an organisation. Within Bluestone, we use this form of data measurement to analyse performance over our various outlets. We conduct surveys throughout each calendar month and at the end of each month the results are assessed to give us our monthly Net Promotor Score. If the result falls below 80 we use this to evaluate the performance of the outlet and identify the necessary changes to improve our service and guest satisfaction. Another way we use this form of data measurement is to monitor our absence rates over a period of time, by doing this we can identify any patterns which allows us to forecast when the business may be challenged operationally. By doing so, we can implement strategies to enhance the efficiency in the identified area. 	Comment by Sophie Pavia-Lacey (2407079): 392
Another data measurement used by People professionals is Qualitative forms of data. Qualitative data is closely tied to personal opinions and is useful for capturing and understanding people’s perceptions and emotions. (Waite et al., 2021, pp. 45–67). In Bluestone we use this form of data in various ways. Every six months we conduct an anonymous Pulse survey designed to gauge the true feelings of our 900 staff members. The information gathered from this helps us make informed changes that enhance employee satisfaction. We also conduct return ‘Return to Work’ and ‘Exit Interviews’ to investigate any recurring trends related to reasons for absence or departure from the business. These interviews help us identify any underlying patterns and improve our workplace practice. 
Whether a form of data is categorised as Qualitative or Quantitative there are four types of analytics used- Descriptive- This form of data tells us what has already happened within the organisation. Diagnostic- This form of analytics allows us to look into the data at a deeper level. It helps to identify the factors that contributed to the result. Predictive- This form of analytics allows us to predict what might happen within the business due to what has happened previously. Prescriptive- This form of analytics focuses on offering actionable recommendations that’s based on predictive data (what has happened in the past). (Hassan, 2023) (University of Bath, 2021).



4. Explain how the application of agreed policies and procedures informs decisions. (AC 1.6)

Policies and Procedures informs decision making within Bluestone by ensuring compliance throughout the business. By having these guidelines in place ensures the fair treatment of all stakeholders within the business. As well as ensuring that the business is always compliant with legal obligations, such as our GDPR and Handling personal information policies. Policies and procedures can also act as a support to change by ensuring that they are implemented whilst keeping in line with our Bluestone beliefs and values helping to drive a customer focused strategy that stays in line with our ethos. Policies and procedures play a crucial role in shaping the service we provide to our guests. We recently updated our ‘Communication Etiquette’ policy which outlines the standards for how all employees should interact with guests. The warm welcome guests receive upon arrival should be reflected throughout their entire stay and across all our outlets. By implementing policies like this we ensure consistency throughout the business, not only for our employees but also for our guests. 	Comment by Sophie Pavia-Lacey (2407079): 168

5. Explain how people professional create value for people, organisations and wider stakeholders. (AC 2.1)
I personally believe People professionals within my organisation create value by recognising that people are Bluestones greatest resource.	Comment by Sophie Pavia-Lacey: 331
We can create value for our people, our organisation and wider stakeholders by creating opportunities to engage, motivate and inspire them by delivering services throughout their entire employee lifecycle. We can support them and provide opportunities for employees to grow and become the best professional versions of themselves so they can deliver excellence in our business. (Lattimer, 2019). At Bluestone one way we support growth is through the Bluestone Academy. We provide and fully fund training and learning opportunities for all employees who want them. We offer our employees the chance to pursue accredited qualifications, ranging from entry level to master’s degree, alongside their roles in the business. This gives individuals the chance to develop their professional career and fosters personal development. We also create value through actions, as mentioned previously we gather employee feedback through our Pulse surveys, once we analysis the feedback we need to listen to employees and act. By listening to our employee’s voice and implementing the relevant change we generate a sense of trust and security between people professionals and our teams. Another effective way we foster a sense of value is through our various employee performance reward programmes. We host an annual Ace award ceremony to recognise outstanding employee achievements and our ‘At the Heart of It’ initiative allows team members to be nominated by their peers for demonstrating exceptional teamwork and service to guests. Those nominated are awarded with a rare blue heart pin badge as a symbol of their dedication and contribution to the business. It is crucial for people professionals to create value for both our employees and wider stakeholders as it drives motivation and productivity, enhances job satisfaction, increases loyalty and attracts new talent, as well as many more positive outcomes. All of these factors not only benefit individuals and wider stakeholders but will also add value to the organisation as a whole. 


6. Summarise the ways in which you can be customer-focused, and standards-driven in your own context. (AC 2.2)
As Bluestones Academy Coordinator with our Learning & Development department there are several ways I can be customer-focused and standards driven. Firstly, I ensure adherence to the onboarding policy for all new starters by confirming that all relevant documents are received before their start date. If any documents are missing I follow up with our hiring managers to resolve this. I host and deliver the weekly Company Induction I must ensure this is continually delivered to the highest standard, ensuring it aligns with the tone and values we want to reflect throughout the business. I must ensure I keep myself updated on any changes within Bluestone to ensure new starters receive accurate and relevant information. This process is crucial in creating a positive first impression of Bluestone for new employees. Another key aspect of my role is ensuring compliance throughout our departments with staff training requirements. I collaborate training data on our systems and when gaps are identified I liaise with managers to set goals and deadlines for completion. It is important I continue to efficiently observe this as it ensures all employees meet the necessary training standards. To further support employee growth, I uphold our Academy promise by working closely with individuals who wish to develop their careers. I assist them by creating personalised development plans and enrolling them in relevant courses to achieve their goals. It is essential I continue to communicate company wide so employees know what courses are available to them as well as comminating regularly with training providers to see what they can offer our employees. I also lead the monthly ‘Training Champions’ group, this includes representatives from each department. This group gives employees the opportunity to voice their opinions on training needs. It is essential I continue to listen, take action and delver as this will ensure the continuous improvement of our training programmes. By focusing on these areas I can contribute to both employee growth and organisational success while remaining standards-driven and maintaining a customer-focused approach.  	Comment by Sophie Pavia-Lacey: 334	Comment by Sophie Pavia-Lacey (2407079): 333
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Section 2 
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The data collaborated within these graphs reveals notable fluctuations of turnover figures across various departments within an organisation. In 2020 we can see an overall peak of turnover within the organisation. This could be expected as external factors such as the Covid 19 pandemic would have had an impact on most organisations that year. With this in mind, I would explore multidimensional analytics to assess the accuracy of the survey results that year. There is a possibility that the outcome may not be a true reflection of the organisations work environment. When turnover is driven by changes made within the organisation or internal factors related to our people, we can address these. However, when turnover is influenced by external factors, such as the pandemic, we can put things in place to best deal with the situation, but it is often beyond our control.
 I noticed a significant spike in turnover within both the People team and the Marketing team in 2022. I would investigate this further and find out whether this was due to a change in business structure (eg. new management), explore qualitive data results from exit interviews and well-being surveys to give a deeper insight into identifying what could have been happening within these departments at the time of these employees’ departures.
 In 2023 the Research and Design department saw an increase in turnover compared to previous years. I would, like the effected departments mentioned in the year previous, would investigate this further using similar methods. The People team, although having a slight decrease in turnover from the previous year, remains significantly high in 2023 compared to 2020 and 2021. I would deem this an area of concern and action my investigation into this as a matter of urgency. 
Overall, the organisations turnover, as a whole, has dropped significantly from the year 2020 – 2023 but again, how valid are these figures due to what was going on externally at the time they would have been collaborated? We can see a second peak in turnover in the year 2022 raising from 15.33% in the previous year to 25.44%. To try an avoid an incline in the future I would put together departmental focus groups, arrange monthly check ins giving employees the opportunity to voice any concerns or make suggestions. I would action more frequent employee well being surveys, asking for feedback and their opinions relating to their employee satisfaction, workload and ask for suggestions relating to making their job roles more manageable. I would collaborate this data, search for any patterns, action and implement these changes, where applicable, in the business. Listening to the people’s voice within an organisation and making relevant changes makes employees feel valued. I believe that taking this approach would lead to higher employee satisfaction which in turn would have a positive impact on turnover levels. 
(Word Count: 471)
image1.png
Chart Title

35.00%

30.00% \

25.00% \ A~

- \ e

- NS N

10.00%

5.00%

0.00%
2020 2021 2022 2023





image2.wmf
0.00%

10.00%

20.00%

30.00%

40.00%

50.00%

60.00%

70.00%

Chart Title

2020

2021

2022

2023


