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NOTES
We can use evidence-based practice to inform principle-led judgements and outcomes for an organisation by drawing on research and past experiences. This informs organisations to make sound judgements on Organisational practice and how they can impact past and present decisions. 
Sekhar Patro (2013) states that employee engagement is integral and can have a positive impact on Organisational performance, this is down to employees who are shown to be happy are far more productive in their working practices along with being more productive and fulfilled. Evidence based practice surrounding employee engagement suggests that it is integral as a determinant for success and as such is rated by organisations (Brown,2016).
Data accuracy enables better decision making, but it goes much further than that, it can be related directly to productivity of employees and organisations. Accurate data makes the job much easier to navigate and saves time and effort which can then be better utilised saving the organisation time and money (DSIM,2019). It is essential within organisations that accurate data is used as this helps to inform evidence based practice in a number of different ways such as basing decision making on accuracy of information rather than based on intuition, gut feeling or instinct (Heathfield,2021). Within DPP evidence based practice is something we rely on heavily when making informed decisions as our organisation is large and complex with many different aspects attached to each department. The benefits for DPP drawing on EBP are that we know it is reliable as it has undergone previous internal quality checks and analysis. We have been able to learn from EBP and adapt practices that enable the organisation to run more smoothly and with greater accuracy. The importance of data accuracy is essential in all aspect of our organisation, an example of this is when it is drawn on for employee training and recognition. Within the police force it is fundamental that officers are up to date on their training as this can have serious consequences if valuable training is missing. Through the use of data on spreadsheets we are clearly able to see where officers are with their training and assessment and we can then make decisions on current needs and guidelines to ensure a professional safe service is provided
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NOTES
Within HR there is a need for data for the purpose of ensuring the organisation is capitalising on this technology to back up decision making and to make better choices. Data is a way of understanding and monitoring performance which is a useful way of seeing where individuals are at along with what improvements may be needed. 
Data can also be used to help improve organisational processes such as where money and time could be better spent regardless of the size of the organisation. Bernard Marr states in a recent article that regardless of the size of the business, small businesses can still utilise big data as they are considered to be more agile and are able to move swiftly on identified data (Marr,2021). 
Mohdzaini (2021) states that there are 5 main reasons for using people analytics and these include measuring a workforce, it enables for more evidence based decisions on both the organisational and workforce performance, it can show the impact that HR policies and procedures can impact on the workforce,  it can be used to estimate the return of  financial and social return on investment of change initiatives, analytics and creating value is part of core knowledge within the professional map with people analytics being a specialist element within the knowledge element (CIPD,2021 )
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NOTES
There are multiple types of data management that are used within our organisation Dyfed Powys Police to inform decision making and these range from internal systems such as Oleeo which is a program used to monitor all aspects of activities within the force. This management systems are like the brain of the HR department and is used within all departments, it enables us to retrieve valuable data that can then be used within different departments to function, this could be training packs, recruitment, Health and Safety or external services.  Other types of data management used are Quantative data which is collated to manage recruitment levels of both internal and external staff. Through the use of this data we can ascertain numbers needed for the recruitment drive, we can all also analyse this data to see where additional recruitment across the force is needed. Quantative data is extremely important for the measurement of recruitment numbers in line with the budget. It allows us to measure them so that the correct decisions are made.
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NOTES
Within the field of employment, it is essential for employees to not only to be aware of application of policies and procedures but to truly understand how they fit in with their specific roles. Evidence based decision making can help guide the person through to the best course of action. When making decisions it is essential that reliable information is in place. Organisational polices help in maintaining consistency in decision making and is based on and around the combination of critical thinking and the highest quality of evidence available. Employees should adopt this approach rather than rely on personal experiences or the experiences passed down from others that may not be considered trustworthy (Chartered Institute Personnel Development,2022).  Evidence is not only within the remit of scientific research it can also be statistical data and evidenced based on evaluation and individual’s voice (Ball, 2021). Within our organisation we have a heavy focus on spreadsheets, these are used in a variety of ways for not only displaying data but for statistical evaluation. With technology constantly making advancements it is now more than ever so accessible for multiple people professionals to access to HRIS this HR resource is a fundamental element of data storing (Gueutal, Johnson, 2022).
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NOTES
In all organisations, there is the requirement for people professionals to have to deal with both internal and external stakeholders and customers. These can range from internal such as employees or individuals who have a relationship with the organisation or external such as testers for biometrics. Internal customers play a fundamental role in the success of the business and therefore it is important that their needs are met. External customers however hold a different value as these are individuals that pay to use or to utilise a product and they are in no way directly related to the functioning of the organisation (Kampf,2020). External customers should be valued and receive a positive experience when interacting with organisation employees and as such it is essential that HR departments ensure that qualified personnel are assigned to the right roles and have the necessary qualifications and experience to be able to deliver an exceptional service (CIPD,2022). Along with this they should be trained on how to interact and use the correct language when addressing customers.
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NOTES

It is essential especially within the boundaries of HR that value is created, people professionals can create value through support and investment in staff, through identifying potential and supporting learning and development and wellbeing (Komm, et al, 2021). This helps to shape the organisation along with creating a culture of appreciation for staff which in turn builds confidence and may increase motivation which will benefit the organisation (Kurter,2020).
Internal customers such as employees should be valued as they help to shape and build upon the outcomes of the organisation. It is essential that employees’ needs are not only heard but they are met as this helps to develop a strong structure.
 
 
External customers hold a critical role in organisations as they play a role in generating revenue (Bozzelli,2020). This is something to consider when determining their place within the organisation but equally important to consider is the role of internal customers and giving them priority place value, as without recognising the essential role they play there may be decreased motivation and appreciation which could affect the organisation.
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NOTES

Communication is a way of sharing information and facilitation of conversations in an informal manner, (Beevers, et al, 2021, A). There are a variety of social media applications and can include Twitter, Instagram, Facebook, LinkedIn and WordPress(Biteable,2022).
When used in a safe way both internal and external social media use can enhance practice through strengthening customer relationships and providing a more efficient customer experience. Within the workplace social media can be used as an effective way of communicating with colleagues in a less formal way (Beevers et al, 2021, B). Of upmost importance is the requirement for employees to use social media both internally and externally in the correct way to minimise risks, employees should have training and a good understanding of how to minimise risks such as fraudulent activity, or cyber-attacks and the protocols surrounding these issues. 
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NOTES


People professionals play a fundamental role in organisations and as such they bring knowledge, experience and skills that can not only benefit the organisation but others within it (Peters, 2020).
 They have a responsibility for helping to maintain and foster a culture that can be recognised as being open, this is especially important in a diverse workplace as it helps to empower people and develops skills. It also enables us as a workforce to learn form from out collection of diverse colleagues and is good practice and management (CIPD, 2021). People professionals can also benefit others in the organisation by being role models and demonstrating positive behaviours and integrity. 
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NOTES


Within any organisation being customer focused should be considered a priority, depending on the organisation this could mean different things. Within Dyfed Powys Police being customer focused is about being visible in our presence, knowledge, skills and the expectations that communities have of us. We have set professional standards that are in place to ensure that we are always working in the best interest of the individuals we serve. This means that we have a requirement to be honest, respectful and extend courtesy to all (Dyfed Powys Police,2022). Feedback from customers is extremely valuable for us as an organisation as we are very much in the public eye. We try to ensure that feedback is used to inform future practices so that we can develop areas where we have succeeded and done well, but also where we have learnt from past mistakes to try not to repeat these in the future. It is beneficial where appropriate to share customer feedback with employees as this can help to build good relationships, motivate build on self-confidence and improve the service (Cxindex, 2022).












ANALYSIS OF DATA.
1&2
On conversion of the figures across the three departments the analysis has identified the following.

RESEARCH AND DESIGN
The overall theme identified for this department, was the majority of workers had a definite opinion on either agreeing or disagreeing to the statements. Along with this, I recognised that overwhelmingly the employees felt they had a good work home balance and were feeling valued by their manager. They felt secure in their job role and were given the opportunity to use flexi time this looked like it had a positive impact as absence rates are low. Unfortunately, the two overwhelming negatives for this department were they were expected to complete work outside of their contracted hours and they were unaware that the organisation had opportunities for job sharing. Feeling overwhelmed and under pressure with work can be seen as a negative, job burnout can affect your physical and mental health. (Mayo Clinic, 2021). Physical and mental health being affected through pressure of work is not acceptable and should be seriously addressed. Any workplace causing burnout to their employees, should be addressing this issue monthly and supporting staff members by taking workload and pressure off.



ADMINISTRATION
From this department, the majority of employees took part and the theme I could recognise from the results were mixed. Overwhelmingly, the employees felt that they were overworked had little knowledge of being able to utilise either flexi time, working from home or that the organisation allowed job sharing. This shows how the communication in this department is poor as they were unaware of a variety of benefits they could access by working overtime. From the results, it was clear there needs to be further improvement in this department to develop, educate and invest in staff to improve morale and wellbeing. Improving and developing the department will result in better work life balance and will mean the employers feel valued for the week they are undertaking during outside work hours. 


MARKETING
In this department, it showed the staff felt that they were supported to develop their skills and are supported to use their initiative, they also feel valued by their line manager. This showed that there is a good focus on staff development and staff wellbeing throughout the department and from the managers. In this department, there is not enough information passed to staff about opportunities for a better work home balance. This shows communication could not only be improved but disrupted better throughout the department so staff members are aware of the benefits they could access. The absence rates in the department are low which may indicate a heavy workload as through being absent could add to an additional workload on their return. On the other hand, a low absence rate is a positive and could indicate the staff feel valued and supported and do not want to let the managers down through being off work. 

3 Research and Design 250 days are lost in a 3-month period for this department.
Administration 31.5 days are lost in 3month period.
Marketing 2.6 days are lost in a 3-month period.


4 Research and Design estimated projected average loss of working days over a 12-month period if the rates were to continue are 1000 days
Administration Estimated projected average loss of working days over a 12-month period if the rates were to continue are 126 days.
Marketing estimated projected average loss of working days over a 12-month period if the rates were to continue are 10 days.

5 Calculation of cost of pay
Research and Design £65,668
Administration £2.962.5
Marketing £560
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Customers and Stakeholders and how influencing creates value for them.

Stakeholders are considered someone who has a vested interest in a company/organisation (Fernando, et al, 2021)

Customers are considered individuals who use, purchase a product or service. They are not directly connected to the
organisation in any way other than through accessing a service (Kidd, McLatchie,2020).

Internal Customers are those that have a connection or relationship with the organisation/Company, this could be as
an employee.

External Customers are those that utilise or pay for products or use services provided by the organisation but are not
directly related to the operational, functioning elements of the organisation.

HR are equipped with the knowledge and understanding on language to be used when providing critical information
and the language to be used in addressing customers.









Stakeholders	are	considered	someone	who	has	a	vested	interest	in	a	company/organisation	(Fernando,	et	al,	2021)

Customers	are	considered	individuals	who	use,	purchase	a	product	or	service.	They	are	not	directly	connected	to	the	

organisation	in	any	way	other	than	through	accessing	a	service	(Kidd,	McLatchie,2020).

Internal	Customers	are	those	that	have	a	connection	or	relationship	with	the	organisation/Company,	this	could	be	as	

an	employee.

External	Customers	are	those	that	utilise	or	pay	for	products	or	use	services	provided	by	the	organisation	but	are	not	

directly	related	to	the	operational,	functioning	elements	of	the	organisation.

HR	are	equipped	with	the	knowledge	and	understanding	on	language	to	be	used	when	providing	critical	information	

and	the	language	to	be	used	in	addressing	customers.	

Customers	and	Stakeholders	and	how	influencing	creates	value	for	them.
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The Concept of creating value as a people professional and the significance for
people, organisations, and wider stakeholders.

When looking at creating value for people professionals we must look at career development, growth, job satisfaction,
and income.

Value is created when you invest in people and recognise their attributes.
A profession map can be used to set the benchmark for people professionals and as such can support them with

decision making, confidence and help them to progress in their career.

S‘;eda“St k"°""'edge

core behavioy, .

(CIPD,2020)










When	looking	at	creating	value	for	people	professionals	we	must	look	at	career	development,	growth,	job	satisfaction,	

and	income.

Value	is	created	when	you	invest	in	people	and	recognise	their	attributes.

A	profession	map	can	be	used	to	set	the	benchmark	for	people	professionals	and	as	such	can	support	them	with	

decision	making,	confidence	and	help	them	to	progress	in	their	career.

The	Concept	of	creating	value	as	a	people	professional	and	the	significance	for	

people,	organisations,	and	wider	stakeholders.	

(CIPD,2020)
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social media
working practices internally and externally, including the associated risks.

Positive

Can be used to reach a wider audience

Can be used to direct people to organisation website
Improves employee engagement

Can strengthen workplace relationships

Contributes to open communication

Enhances the organisations reputation.

Negative

Temptation from staff to utilise it for personal use.

Fear of lawsuits

Security risks such as hackers who may try to infiltrate, launch cyber-attacks, spam, or to commit fraud.
Cyberbullying

People may be open to scams that seem genuine that may result in harming the organisations reputation.

The power of social media is huge and is a resource that if used effectively can improve our working practices
both internally and externally. Social media is often referred to as an internet-based form of a way of sharing
thoughts, information and ideas to people through virtual networks (Dollarhide, M, Drury,A).









Positive																																										

Can	be	used	to	reach	a	wider	audience																																							

Can	be	used	to	direct	people	to	organisation	website

Improves	employee	engagement																																																												

Can	strengthen	workplace	relationships

Contributes	to	open	communication

Enhances	the	organisations	reputation.

Negative	

Temptation	from	staff	to	utilise	it	for	personal	use.

Fear	of	lawsuits

Security	risks	such	as	hackers	who	may	try	to	infiltrate,	launch	cyber-attacks,	spam,	or	to	commit	fraud.

Cyberbullying

People	may	be	open	to	scams	that	seem	genuine	that	may	result	in	harming	the	organisations	reputation.

The	power	of	social	media	is	huge	and	is	a	resource	that	if	used	effectively	can	improve	our	working	practices	

both	internally	and	externally.	Social	media	is	often	referred	to	as	an	internet-based	form	of	a	way	of	sharing	

thoughts,	information	and	ideas	to	people	through	virtual	networks	(Dollarhide,	M,	Drury,A).

social	media	

working	practices	internally	and	externally,	including	the	associated	risks.
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people professionals
Benefits to others in the organisation

» Through knowledge and experience that they can share to support others

» Creating a culture of trust, commitment, integrity and through role modelling
» Unlocking the value provided by others.

» Through vision and goals
» Professionalism

7 Ways to Be Professional at
Work

*Be on time in the morning and all day.

* Become a resource to the people you
work with.

* Dress professionally.

*Show respect for others in your office.
» Avoid office politics and gossip.

* Take Appropriate Breaks.

* Never be afraid to ask questions.

(Lin, 2022)










Ø

Through	knowledge	and	experience	that	they	can	share	to	support	others

Ø

Creating	a	culture	of	trust,	commitment,	integrity	and	through	role	modelling

Ø

Unlocking	the	value	provided	by	others.

Ø

Through	vision	and	goals

Ø

Professionalism

people	professionals

Benefits	to	others	in	the	organisation	

(Lin,	2022)
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Ways to be customer-focused, and standards driven in your own context.

» Interacting with customers

» Involving customers in the development of organisational practices
» Using customer feedback

» Publishing and sharing customer feedback

> Exceed expectations

» Updating of knowledge









Ø Interacting	with	customers

Ø Involving	customers	in	the	development	of	organisational	practices

Ø Using	customer	feedback

Ø Publishing	and	sharing	customer	feedback

Ø Exceed	expectations

Ø Updating	of	knowledge

Ways	to	be	customer-focused,	and	standards	driven	in	your	own	context.
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PRINCIPLES OF ANALYTICS











image2.emf
Objectives
The objectives of this power point are to,

Provide individuals with knowledge and understanding of
aspects of Evidence Based Practice and how it is implemented
within organisations to inform measures and outcomes.

We will also look at how it creates value to employees,
customers and the wider stakeholders.









Objectives

The objectives of this power point are to,

Provide individuals with knowledge and understanding of 

aspects of Evidence Based Practice and how it is implemented 

within organisations to inform measures and outcomes. 

We will also look at how it creates value to employees, 

customers and the wider stakeholders.
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Evidence based practice
How it is applied in organisations

Evidence based practice is identified as being the process of making informed decisions based or evidence derived from
scientific evidence, critical thinking, organisational data, views and critical thinking and expertise of others (CIPD,2022).

Evidence Based Practice reduces the risks for Bias or irrational thinking that can impact on management decisions.

Evidence Based Practice can impact on decisions that are made and can more likely lead to actions that have the desired
effect.

Within Dyfed Powys Police Evidence Based Practice is used to inform and challenge practices, decisions and policies.

Evidence Based Practice can be used by all policing staff










Evidence	based	practice

How	it	is	applied	in	organisations

Ø

Evidence	based	practice	is	identified	as	being	the	process	of	making	informed	decisions	based	or	evidence	derived	from	

scientific	evidence,	critical	thinking,	organisationaldata,	views	and	critical	thinking	and	expertise	of	others	(CIPD,2022).

Ø

Evidence	Based	Practice	reduces	the	risks	for	Bias	or	irrational	thinking	that	can	impact	on	management	decisions.

Ø

Evidence	Based	Practice	can	impact	on	decisions	that	are	made	and	can	more	likely	lead	to	actions	that	have	the	desired	

effect.

Ø

Within	Dyfed	Powys	Police	Evidence	Based	Practice	is	used	to	inform	and	challenge	practices,	decisions	and	policies.

Ø

Evidence	Based	Practice	can	be	used	by	all	policing	staff	
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Data and its importance for timely, ethical and accurate analysis and evaluation of
personal information.

Data can also be referred to as analytics or data analysis (Stobierski,2021). There are many different types of data that
ca be used within organisations depending on the purpose
Some of the reasons for utilising data could include to:

* Monitor and predict financial investment
* To monitor HR processes on organisational performance.
* It allows organisations a visual perspective of what is happening in different departments within the organisation.

* Helps to understand performance and where it can be improved.
* |t supports decision making.
* To adapt or change organisational practices.

It is essential for HR departments to be able to have access to timely data so that the organisation can run smoothly
and effectively in line with organisational policy and procedures (CIPD,2021).









Data	and	its	importance	for	timely,	ethical	and	accurate	analysis	and	evaluation	of	

personal	information.

Data	can	also	be	referred	to	as	analytics	or	data	analysis	(Stobierski,2021).	There	are	many	different	types	of	data	that	

ca	be	used	within	organisations	depending	on	the	purpose	

Some	of	the	reasons	for	utilising	data	could	include	to:

•

Monitor	and	predict	financial	investment

•

To	monitor	HR	processes	on	organisational	performance.

•

It	allows	organisations	a	visual	perspective	of	what	is	happening	in	different	departments	within	the	organisation.

•

Helps	to	understand	performance	and	where	it	can	be	improved.

•

It	supports	decision	making.

•

To	adapt	or	change	organisational	practices.

It	is	essential	for	HR	departments	to	be	able	to	have	access	to	timely	data	so	that	the	organisation	can	run	smoothly	

and	effectively	in	line	with	organisational	policy	and	procedures	(CIPD,2021).
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Different types of Data measurements and how professionals use them to inform decision
making.

There are many different types of data measurements in which people professionals use on a daily basis to undertake
tasks. We can often use people analytics to arrange data about individuals in the workforce to determine which type of
data it is.

Data to inform decision making:
> Qualitative data is defined as a type of data that expresses a quality or characteristic. Some examples of quantitative
data is performance appraisal, exit interview notes or employee engagement. (Mohdzaini, 2022)

> Quantitative data is unbiased and are often viewed as numbers (OECD, 2006). For example, number of employees,
average age and salary range. (Mohdzaini, 2022)

> Google is a key type of data measurement which a range of people management practices use. For example, dashboards,
websites and employee surveys.

> Absenteeism data this is known to be a logical type of data in which is used to view Organisational procedures and
polices, wellbeing initiatives and training of management level staff.
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How to Apply agreed applications of policies, procedures and evidence to make
informed choices and decisions.

Organisational policies and procedures can help in maintaining continuity and standardisation within the
workforce. Standards are important as they ensure co ordination through departments, systems and outside
chains (CIPD,2021).

By ensuring all employees are aware of the company’s policies and procedures certifies that they can make
informed decisions on their behaviour and work ethics when at work, along with the consequences if they fail to
comply.

Spreadsheets are used in a variety of way to display data such as maintaining and managing employee records
and specific tasks such as recruitment campaigns, budgets, and surveys. This is one way of actively displaying
information imported from multiple areas of the organisation in an easy to interpret way (LaMarco,2019).

Within the Dyfed Powys Police organisation we actively use spreadsheets in the recruitment department, this is to
input data about the candidates and monitoring each development section of the applications.

Organisational policies and procedures provide a guideline to employees in helping them to achieve standards
and how to interact with different relationships within the employment organisation. This is important to ensure
that all employees are working to the same agreed standards, policies and procedures and so that the









How	to	Apply	agreed	applications	of	policies,	procedures	and	evidence	to	make	

informed	choices	and	decisions.

Organisational	policies	and	procedures	can	help	in	maintaining	continuity	and	standardisation	within	the	

workforce.	Standards	are	important	as	they	ensure	co	ordination	through	departments,	systems	and	outside	

chains	(CIPD,2021).

By	ensuring	all	employees	are	aware	of	the	company’s	policies	and	procedures	certifies	that	they	can	make	

informed	decisions	on	their	behaviour	and	work	ethics	when	at	work,	along	with	the	consequences	if	they	fail	to	

comply.

Spreadsheets	are	used	in	a	variety	of	way	to	display	data	such	as	maintaining	and	managing	employee	records	

and	specific	tasks	such	as	recruitment	campaigns,	budgets,	and	surveys.	This	is	one	way	of	actively	displaying	

information	imported	from	multiple	areas	of	the	organisation	in	an	easy	to	interpret	way	(LaMarco,2019).

Within	the	Dyfed	Powys	Police	organisation	we	actively	use	spreadsheets	in	the	recruitment	department,	this	is	to		

input	data	about	the	candidates	and	monitoring	each	development	section	of	the	applications.	

Organisational	policies	and	procedures	provide	a	guideline	to	employees	in	helping	them	to	achieve	standards	

and	how	to	interact	with	different	relationships	within	the	employment	organisation.	This	is	important	to	ensure	

that	all	employees	are	working	to	the	same	agreed	standards,	policies	and	procedures	and	so	that	the	

organisation	is	seen	as	professional.


