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Good morning everyone and thank you for taking the time out today. Today we will be looking at data and how it helps us make better and more informed decisions within our Organisation. By the end of the day, my hope is that you will all have a better understanding of Evidence Based Practice and how it helps inform our decision-making process. 
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According to Barends, Rousseau and Briner, (2014, a) “Evidence-based practice is about making decisions through the conscientious, explicit and judicious use of the best available evidence from multiple sources”. Put simply, this is about us researching and analysing different types of data and reliable sources of evidence to help inform practice before deciding. In doing so you are more likely to succeed with your desired outcome. 
Working within Hywel Dda, it is important to look at clinical evidence-based practice (EBP) as research suggests “Evidence-based practice is now widely recognized as the key to improving healthcare quality and patient outcomes”. Chien, L. Y. (2019). 
There are a few sources of data we can use to help assist us in the decision-making process. 
Scientific Literature/ data provides us with research commonly found in academic journals, management research which is more readily available in recent years provides us with insights into financial incentives, improving employee commitment, recruitment, and staff wellbeing (Barends, Rousseau and Briner, 2014, b). Organisational data collects analytics from various sources using qualitative and quantitative methods capturing staff behaviours, employee culture, reasons for leaving and recruitment and retention issues. An example of this would be using the data compiled from our staff surveys/ exit interviews and PADR reviews to shape and implement our Values and Behaviour Framework (HDUHB, 2015, a)
We also rely on our healthcare practitioner’s professional judgement to ensure effective decision making, this knowledge is accumulated over time, through experience and reflection, and has been gained through looking at outcomes from repeated experience and actions taken in similar situations. (CIPD, 2022, a)
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As HR professionals we rely on data to inform evidence-based decision making and to contribute towards Organisational strategy. The importance of using differing sources of data is to support us in making good decisions, which are non-biased, promote critical thinking and draw upon the best available evidence. According to CIPD, (2022, b) “Evidence based practise 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”. 
Previously I highlighted how we used specific evidence to support our Values and Behaviour Framework (HDUHB, 2015, b). 
For us to successfully implement the Framework we had 3 key areas to focus on – 

Time - Put simply we needed to allow ourselves enough time to review our evidence, decide on a course of action and then plan on how we implement the change. 

Ethical - When gathering our data (Exit interviews/ staff turn-over data/ staff survey outcomes) it was imperative that it was gathered, analysed, and stored appropriately, it was only used for its indented purpose and we ensured that legal standards were met (Data Protection Act, 2018) 

Accuracy – to ensure our data was accurate and reliable we issued our 11,000 staff with a survey centred around wellbeing and feeling valued, all employees were asked the same set of questions which then enabled us to look at common themes or trends throughout the organisation. The results helped us understand the areas we needed to improve on and how to make our employees feel more valued which then allowed us to shape and create our Values and Behaviour Framework. (HDUHB, 2015, c) 

Briner (2019, p6) gives us a useful 6 step approach to assist us through the decision-making process to ensure the data we are using is relevant and reliable.
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It is important to use both quantitative and qualitative sources when gathering evidence as the quantitative data refers to information that can be measured or counted and given a numerical value, However qualitative data provides us with the context behind the numbers and opinions or the ‘why’ behind the numbers, To conduct a successful data analysis without you need to use both Qualitative and Quantitative data (CIPD,2021, c). Before implementation of the Values and Behaviour Framework (HDUHB, 2015, d) we used both data sets to understand and collate how our staff were really feeling, we collated and analysed Staff Survey Response rates, Staff Turnover rates, Recruitment success rates, diversity and inclusion data and sickness absence rates as our Quantitative data. We then looked at and collated Exit interview comments, Evidence from PADRs and Feedback from Staff Focus groups to understand our staff voice. We could not have successfully implemented the Framework without the supporting Qualitative and Quantitative data as both provided us with valuable insight into Organisational trends and re-occurring themes throughout the Organisation. We used both data sets to minimise the risk of bias to ensure fairness and equality. Research suggests that most of us cannot identify when our judgement is biased (Koch ,D’mello and Sackett, 2015).
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Next, we will look at how we use our policies and procedures to support our decisions. Within any organisation we need policies and procedures to help support our vision. Policies help us outline what is tolerated within the organisation and what procedures we then follow if we breach these. Alongside our Values and Behaviour framework (HDUHB, 2015, e) We also have our standards of behaviour policy “The Standards of Behaviour Policy enables Hywel Dda Health Board to ensure that its employees and Independent Members practice the highest standards of conduct and behaviour. (HDUHB ,2020) The aim of the policy is to ensure all our employees and independent members uphold the highest standards of behaviour, putting aside personal feelings to work towards one common goal – our patients come first. Interlinked within the policy are also our Disciplinary Policy, Confidentiality Policy, and a procedure for staff to raise concerns, these procedures are in place to assist us in deciding the best course of action to take if an employee fails to meet the standard of behaviours set out within the policy. 
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Within Hywel Dda, we work alongside both internal and external stakeholders. Our main internal stakeholders would be our staff, and we see our external stakeholders as patients and suppliers.  
As HR professionals it is our job to influence our stakeholders by building trust, removing bias, connecting our goals to our values, build relationships, motivate staff, and continuously encourage our staff with professional development. (Ulrich, D. Burns, E. 2018). 
Everything we do is to benefit our stake holders and enhance our patient experience. Research shows that where staff are strongly supported, have compassionate and inclusive leaders, who listen and support them, creates a psychologically safe environment in which staff thrive and can contribute creatively and enthusiastically towards overall performance. West, (2021) states that “there is clear evidence that compassionate leadership results in more engaged and motivated staff with high levels of wellbeing, which in turn results in high quality care.
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Creating value is essentially meeting our patient and staff needs whilst enhancing reputation and maximising efficiency. According to Deloitte (2009) “One of the key success factors of high performing Organisations is putting people first”.
As a people professional, value to us is our ‘Human Capital’, as defined by Theodore Schultz (1961) “Knowledge, skills and abilities of the people employed in an organisation” put simply this is recognising our best assets are our workforce and we can invest in education, training, and enhanced benefits to add value and efficiency to our Organisation. 
By understanding our human capital and nourishing our staff we are benefiting our Organisation by ensuring our employees feel valued and supported, which increases engagement, boosts staff morale, reduces sickness and turnover rates, this improves the quality of patient care and their experience, but also length of patient stays, and readmission rates are lower. (Buhlman, N.W., Lee, T.H, 2019).
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As people professionals we work alongside Recruitment and induction to ensure our values are clear from the beginning. NHS research shows that values-based recruitment is an advantage for both organisation and employees. Prioritising values throughout the recruitment process increases the likelihood of hiring a candidate who aligns with our cultural aspirations. This also allows for a more inclusive and diverse recruitment process (NHS Employers, 2021). As an example of good practise, in recent months we have introduced a staff survey to new starters allowing us insights and feedback on how they found the recruitment and induction process (HDUHB,2022). Allowing us valuable employee perspective on our recruitment and induction processes.  
Alongside our values we are also committed to culture change and promoting a healthy working culture. For us to deliver this message, we offer a range of workshops to educate new and existing staff on positive workplace culture and our vision as an employee. CIPD research suggests that Culture is important because it allows employees to understand their organisation, to have a voice and be heard and to develop connections and unite in a common goal. (CIPD, 2020). 
By recruiting staff who share our values, support us and share our vision of a positive culture we are able to achieve commitment and engagement from our employees, this is a huge benefit to us an Organisation as research tells us that Engagement is linked to patient satisfaction and reduced mortality rates. (Dawson, J.F. West, M.A 2012, b). This also links to our Organisational goal of becoming an employer of choice. 
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Research shows us that utilizing internal social media platforms promotes conversations across departments and differing hierarchical levels, promotes staff engagement and collaboration, facilitates the sharing of knowledge and raises awareness of important messages on a wider platform. Ewing, M., Men, L. R., & O’Neil, J. (2019).  Furthermore, social media helps us as people professionals in other ways: Internally to promote diversity and inclusion within the Organisation and secondly to advertise externally to attract more diverse candidates for available vacancies. Harbour, S. (2018).  We also use social media to communicate corporate information, reduce the risk of rumour or misunderstanding, promote our organisational image and to share our values and vision.  However, there are disadvantages to using social media and it is important to assess the risks as well as the benefits. Some of the disadvantages to using social media platforms are - 
 -  Spread false information 
 -  Bullying & intimidation 
 -  Data security risks
 -  Mental health effects
 -  Work/life balance implications 
Within Hywel Dda we do have a social media policy, which outlines the standards of behaviour and personal responsibilities our employees are expected to adhere to and the potential consequences of breaching the policy. (HDUHB, 2018) The policy also links with the Malicious communications Act.1988. And our Disciplinary Policy and Procedure (HDUHB, 2017)
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Working within OD, our customers are our staff. Within our department we are focused on Culture and Workforce experience. As our values state we are “Putting people at the heart of everything we do”. HDUHB (2018).
To ensure we remain customer focused and continue to reach our goals, we continuously listen to our staff voice by sending pulse surveys and asking for regular feedback. 
We also offer a catalogue of workshops and interventions aligning with our core values which are designed to help improve communication and teamworking and embed a positive culture throughout the organisation. 
We demonstrate our commitment to our customers by having positive attitudes, demonstrating our organisational values, encouraging collaboration, making our staff feel heard and putting them at the centre of all our decision making. Research shows that when employees feel appreciated and are engaged, they are more devoted to making improvements that will benefit both the organisation and its customers. (Dawson, J.F. West, M.A 2012, c).
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Thank you for taking the time to listen today, my hope is that you can now more confidently analyse and interpret data to identify themes and patterns and use EBP to inform decision making within your roles. 
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Task 2 – Analysis of Data 
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We see here that we have analysed the data and represented it as a percentage of staff instead of number of staff. We can tell from the responses that Research and Design had a 95% response rate, with 22 employees not responding to the survey.  Administration had a 94% response rate with only 4 employees not completing the survey and Marketing has a 100% response rate with all employees choosing to participate in the survey. It is worth noting that staff numbers within Marketing are significantly lower than in the other 2 departments. Overall, a fantastic average completion rate of 96%. 
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Analysis of Data – Findings from mini survey. 
We can see from the data above that Administration have the lowest percentage of staff that feel valued by their manager. In a team of 61, almost half of their employees feel undervalued. Research shows us that when our employees feel valued, they are more inclined to perform better, be more driven and feel more secure, have lower sickness rates, and ultimately increase organisational performance (Butters, 2019). Interestingly our sickness figures seem to support this and show that absenteeism within Administration is quite high with a loss of around 237 working hours over a 3 month period. (Table will be shown further down). 
Butters, A. (2019) ‘The importance of making your employees feel valued’. Linked In, 12th December 2019. Available at: https://www.linkedin.com/pulse/importance-making-your-employees-feel-valued-andrew-butters/ 
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Furthermore, Marketing employees have the highest percentage of staff feeling like they don’t have much time for commitments outside work. Out of 18 employees, 16 of them feel like they don’t have a proper work/ life balance. An article published by the Harvard Business review summarises that ‘Research has definitively shown that overwork isn’t good for employees or their companies”.  (Lupu, I. Ruiz-Castro, M. 2021). Anna Whitehouse and Matt Farquharson summarise in their Flex Appeal report that offering staff flexible working patterns, compressed hours and home working improves access to work, reduces anxiety and improves physical and mental wellbeing. It also shows that it benefits employers and organisations by raising productivity, improves loyalty and can save on costs. Implications of not delving into these issues could cause staff to burnout, go on sick and leave the organisation all together. 
Lupu, I. Ruiz-Castro, M. (2021) ’Work-life balance is a cycle, not an achievement’. Harvard Business Review, 29th January 2021. Available at: https://hbr.org/2021/01/work-life-balance-is-a-cycle-not-an-achievement (Accessed 16th June 2022).
Whitehouse, A. Farquharson, M. (2021) Making flexible working work beyond a crisis. Internal Flex Appeal Report. Available at: https://www.motherpukka.co.uk/wp-content/uploads/2020/11/Forever_Flex_report_FINAL-03.11.20.pdf  (Accessed:17th June 2022).
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Marketing have the lowest percentage of employees who feel secure in their job role, with only 18 employees in the department, 5 of those feel job insecurity and 3 feel unsure of the security in their role. Research shows that job insecurity is associated with increase in anxiety and mental health problems, feelings of worthlessness, and reduced productivity from an employee perspective. (CIPD, 2017). This could be deeply concerning for such a small department and does need to be investigated further before it has a serious impact on performance and staff engagement. The organisation needs to understand why employees are feeling this way before it impacts retention and ultimately customer satisfaction. 
CIPD (2017) ‘change, job insecurity and the fairness factor’, In a nutshell: issue 63, 18th Jan 2017. Available at: https://www.cipd.co.uk/news-views/nutshell/issue-63/job-insecurity-negativity (Accessed: 17th June 2022)
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How many working days lost due to Absenteeism over 3 month period?
[bookmark: _Hlk106450269]Marketing = 1876 hours ÷ 7.5 hours = 250 days 
Administration = 237 hours ÷ 7.5 hours = 31.5 days 
R & D  = 20 hours ÷ 7.5 hours =  250 days 
Projected average loss of working days over 12 months?
Marketing = 250 x 4 = 1000 days 
Administration = 31.5 x 4 = 126 days 
R & D  = 2.6 x 4 = 10.5 days 
Costs of absenteeism over 3 month period?
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Department  Question

Agree or 

strongly agree

Neither agree 

nor disagree

Disagree or 

strongly disagree

% Agree or Strongly 

Agree 

% neither agree or 

disagree

%  disagree or 

strongly disagree  

Number of respondants Non Responders 

Research and 

Design.

It’s difficult to fulfil commitments outside my work because 

I spend too much time on my job.

187 52 151 47.9% 13.3% 38.7% 390 22

Research and 

Design.

The organisation provides flexi-time. 288 92 10 73.8% 23.6% 2.6% 390 22

Research and 

Design.

I’m allowed to work from home 347 20 23 89.0% 5.1% 5.9% 390 22

Research and 

Design.

I’m aware that that the organisation has the opportunity to 

job share

9 8 373 2.3% 2.1% 95.6% 390 22

Research and 

Design.

I have scope to use my own initiative in my job role 384 6 0 98.5% 1.5% 0.0% 390 22

Research and 

Design.

I’m provided with the opportunity to develop my skills 377 10 3 96.7% 2.6% 0.8% 390 22

Research and 

Design.

My line manager values the work I do. 302 40 48 77.4% 10.3% 12.3% 390 22

Research and 

Design.

I feel secure in my job role 270 26 94 69.2% 6.7% 24.1% 390 22

Research and 

Design.

I’m expected to complete my work outside of my 

contracted hours

388 1 1 99.5% 0.3% 0.3% 390 22

Research and 

Design.

Absence rates in my department are low   289 98 3 74.1% 25.1% 0.8% 390 22

Administration 

It’s difficult to fulfil commitments outside my work because 

I spend too much time on my job.

58 1 2 95.1% 1.6% 3.3% 61 4

Administration The organisation provides flexi-time. 4 0 57 6.6% 0.0% 93.4% 61 4

Administration I’m allowed to work from home 0 18 43 0.0% 29.5% 70.5% 61 4

Administration 

I’m aware that that the organisation has the opportunity to 

job share

8 3 50 13.1% 4.9% 82.0% 61 4

Administration I have scope to use my own initiative in my job role 3 49 9 4.9% 80.3% 14.8% 61 4

Administration I’m provided with the opportunity to develop my skills 21 5 35 34.4% 8.2% 57.4% 61 4

Administration My line manager values the work I do. 18 18 25 29.5% 29.5% 41.0% 61 4

Administration I feel secure in my job role 51 4 6 83.6% 6.6% 9.8% 61 4

Administration 

I’m expected to complete my work outside of my 

contracted hours

61 0 0 100.0% 0.0% 0.0% 61 4

Administration Absence rates in my department are low   3 0 58 4.9% 0.0% 95.1% 61 4

Marketing

It’s difficult to fulfil commitments outside my work because 

I spend too much time on my job.

2 0 16 11.1% 0.0% 88.9% 18 0

Marketing The organisation provides flexi-time. 18 0 0 100.0% 0.0% 0.0% 18 0

Marketing I’m allowed to work from home 0 0 18 0.0% 0.0% 100.0% 18 0

Marketing

I’m aware that that the organisation has the opportunity to 

job share

0 18 0 0.0% 100.0% 0.0% 18 0

Marketing I have scope to use my own initiative in my job role 15 3 0 83.3% 16.7% 0.0% 18 0

Marketing I’m provided with the opportunity to develop my skills 14 1 3 77.8% 5.6% 16.7% 18 0

Marketing My line manager values the work I do. 12 1 5 66.7% 5.6% 27.8% 18 0

Marketing I feel secure in my job role 10 3 5 55.6% 16.7% 27.8% 18 0

Marketing

I’m expected to complete my work outside of my 

contracted hours

2 0 16 11.1% 0.0% 88.9% 18 0

Marketing Absence rates in my department are low   17 1 0 94.4% 5.6% 0.0% 18 0
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(4) Projected 
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Research and 

Design

412 1876 4.6 £35.00 250.13  1000.5 £65,660.00

Administration

65 237 3.6 £12.50 31.60  126.4 £2,962.50

Marketing

18 20 1.1 £28.00 2.67  10.7 £560.00

Absence rates for each department over a three-month period as a total of hours based on a contractual week of 37.5 hours 
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