Briefing paper

This Briefing paper showcases the use of Evidence -based practice and the use of analytics as people function in order to make informed decisions within organisations.

Explain what evidence-based practice is and how it might be applied within an organisation (A.C 1.1) 
CIPD (2023) advise Evidence-based practice are decisions made through critical analysis of evidence from a variety of reliable sources to champion better decisions making.
According to Waite et al, (2021), Barends, Rousseau and Briner recommend the following methods, scientific research, through reliable literature. Organisation information, through management of key information or past research. Experimental evidence and professional sources prove valuable as well as Stakeholders, where information can be gathered internally and externally allowing organisations to gain valuable insight. The most challenging process is ensuring evidence is not biased as this results in unreliable decisions.
According to Waite et al,(2021) Briner (2019) six step approach consists different areas, analysing data, asking questions for review, acquiring  evidence , appraising, assessing reliability and credibility of the evidence, aggregating, gathering  evidence collected and reviewing  patterns, apply, use evidence for  decision process, assessing, reviewing  decisions,  results help people professionals have a better understanding of how to support the organisation and encourage  employees to adopt positive culture  to achieve better performance.
Example of evidence-based practice applied within organisations could be looking at introducing a 4 day working week, this trail could be carried throughout the organisation for an agreed period and then employee surveys sent out to be completed, evidence reviewed and results analysed to make an informed decision based on the evidence gathered. 
World Economic Forum (2023) trailed 4 day week of 60 UK companies between June – December, data was analysed resulting in 56 businesses continuing the 4 day week reporting less sick days, better productivity, proving data gathered provided tangible, meaningful, reliable results.

Explain the importance of using data and why it is important that data is accurate when determining problems and issues. (AC 1.2)
Forbes (2023) suggest data analysis identify high performance and areas for improvement which affect organisational strategy and performance. Data collected effectively assist organisations in outperforming competition, improves customer and employee retention, identify business needs improving performance, moral, diversity and culture.
CIPD (2023) suggest people analytics are meaningful ways to measure data accurately. Various data forms are important to enable critical thinking producing measurable, reliable results. 
Descriptive analytics uses past information collected using technology to gather data to identify patterns.
Diagnostic looks at data collected to find course for that data, such as patterns of sickness or absences, identifying credible reasons for changing behaviours, prediction  focuses on  future, what might happen to help organisations prepare for future events and prescriptive analyses data and recommendations based on these findings. 
An example of unreliable data could be organisations conducting employee surveys only asked limited number for feedback, this could be seen as unreliable data due to not enough information collected to analyse, data needs to add value and measure impact so its vital information being analysed is correct, up to date and measurable on a larger scale for reliability.
Harvard Business review (2021) advises implications of inaccurate data for employees, such as losing faith in the organisation and processes, the results can be inaccurate and give a false view of a situation, so changes could impact employees and the organisations negatively. 

Explain different types of data measurements used by People Professionals. (A.C 1.3)
Harvard (2022) advise a variety of different methods people professionals use to gather data such as customer or employee surveys, transactional tracking through sales or enquiries, focus groups, online measurements, social media, team collaboration, exit interviews, wellbeing, inclusion and diversity, recruitment, absences rates and more.
There are various ways organisations analyse data as it can be hard to read in its raw form.
According to Waite et al, 2021, Quantitative data is extracted as numbers and particularly useful when looking  at statistical and numerical data to help measure trends or patterns over a period of time such as when looking at recruitment methods or measuring organisations diversity and inclusion data or reviewing  data concerning sickness, recruitment , satisfaction survey which can be presented in graphs, pie charts etc to show frequency, percentages or averages.
Qualitative date analyses words and how people feel, such as looking at performance reviews, focus groups, meetings, weekly check in meetings, grievance meetings, exit interviews etc. 
One data measurement which falls under both of these would be the use of exit interviews. The purpose of carrying out these interviews is to ask questions, analyse positives or negatives about the organisation, what could be done better, if they would recommend company to others, for example. asking consistent questions allows the information assessed to see if any patterns or themes to people leaving arise and if there are things that can be learnt or done better.
According to CIPD (2023) it is important information is of value, up to date, non-bias and critical thinking supported by evidence.
Another example of useful data measurement would be the recruitment process, information gathered provides insight on how many people have reviewed advertising material, how many have turned into valid interest and how many  people have been interview or hired within that month, this information proves useful as it allows organisations to compare how they are performing against competitors and if the information is not consistent to look at why and what can be done to improve this based on the evidence provided.


Explain how agreed policies and procedures inform decisions. (AC 1.6)
CIPD (2023) advise having policies in place satisfy legal requirements as well as providing fairness, ethical consistent guidelines which help inform decisions which are non-biased, judgemental or personal based on evidenced derived from reliable sources, decisions are made and reviewed from policies in place, such policies need to be continually reviewed, renewed to align with organisations goals.
ACAS (2023) provide employers with valuable information explaining legal obligations employers have the information also helps employers draw up policies and procedures.
An example would be absence and sickness policies, employers can outline the policy, how the policy is used and measured and what potential outcome can be derived from the policy. The purpose of this type of policy is to ensure information is transparent and clearly shows the consequences of not following the policy and what the expectations are,  reviewing how many sickness absence has taken place over a period of time, how many meetings have been held due to sickness or absence, what  trends can be seen, what are the general outcomes of the meetings and provides valuable data to review, this data helps organisations view how well a policy is performing, if anything needs amending, for example , if the policy is causing stress or is too harsh does this need to be looked out in order for the process to align better with the organisation culture and values but also provide guidance and sets standards. By having the policy in place this helps people professional analyse the results which helps organisations inform better decisions.

Explain how people professionals create value (A.C 2.1)
According to Waite et al, (2021) People professionals create value by looking at Structural and Human capital, linking policies and procedures, training and developments needs to identify current skills and knowledge and future needs, aligning values and strategy supported by data to make better operational decisions for people and the organisation.
Structural capita is the implementation of system software helping organisations function more effectively using data bases, networks, supply chains.
Huiman capital are enhanced skills, knowledge and expertise organisations can benefit from within the company such as employees.
People professionals can create value through variety of ways such as supporting selection process, gathering views and opinions, developing employees as well as looking at KPI processes such as turnover,wellbeing,engagement, recruitment etc, for example, ensuring the right people are hired for the job through careful selection processes, regular team meetings, employees providing opinions and feedback, offering  internal and external reward system all create value for both the organisation, employees and customers.
CIPD (2023) showcased a case study on ASDA  explaining how they developed their  diverse workforce  to meet emerging needs and  trends  to be competitive and provide customers with what they require, in order to do this, staff were retrained and upskilled in various areas of the business utilising both structural and human capital to create value for people, customers and stakeholders by analysing data and listening to consumer needs which in line creates value ASDA were able to provide the service consumers have wanted, such as self service facilities with also being able to be competitive with opposing competitors.

Ways you can be customer -focused, and standards- driven. A.C 2.2
CIPD (2023) professional map illustrates the importance of evidence based practice, data measurements, being customer focused and standards driven involved internal customers , such as employees, line managers , supervisors and external customers, clients, suppliers, investors working together being interlinked. 
It is important people are treated fairly, internal customers are provided with sufficient training, support from line managers to increase moral, productivity and to be able to deliver a better service to end customers resulting in better outcomes.
Line managers, supervisor etc  play an important role in driving standards,  for example, when we are assigned  to a job, we ensure we have the right staff for the job , they have the correct training to complete the task, relevant  policies and procedures are in place and  the organisation is customer focused. Clients have the opportunity to intermittently hold meetings and onsite visits, review training matrix and policies to ensuring they are happy, feedback forms are given to both employees and the client which are reviewed to assess what has been successful and what could have been done better, this information is important as it enabled the organisation ensure standards are met and we are continually customer focused at all times.
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Task 2 A.C 1.4

Present your findings using two different diagrammatic forms so it can be easily understood by end users.  
Data 1
[image: A pie chart with text and numbers

Description automatically generated]












Data 2
[image: A graph of a number of people

Description automatically generated]


From analysis of the findings, comment on any issues that might be revealed in the data and recommend potential solutions. (AC 1.5)

From looking at the data collected, I am able to identify from Data 1 the three highest reasons for leaving, being  pay and benefits 19% resignation 13% and job not as expected  11%, the findings indicate an possible recruitment issues, are employees being misled regarding pay and benefits expectations, is the job specification clear if people are leaving due to the job not being what they expected,13% resigned without explanation, were the exit interviews performed accurately to gather correct data or the correct person carrying out the interview which may have resulted in these people falling into different categories for leaving .

CIPD (2023) emphasize how important it is to carry our appropriate and meanaful surveys and exit interviews with appropriate questionings which are more specific to gain a greater Insite in order for the organisation to identify any trends or patterns in order to implement changes to try and retain valued staff within the organisation.

According to CIPD(2023) it is important to deploy retention strategy to enable more accurate date to be collected, recommendations such as ensuring job specifications are correctly analysed before advertising to give an accurate interpretation of the role, to ensure pay and career opportunities are clearly aligned to meet employees expectations and regular team checking or supervision to alleviate any issues or problems at an early stage to prevent employees leaving.

Whilst analysing the findings in data 2 we can see that the business sector and property team have the two highest length of service compared with regeneration and lettings, one reason could be a difference in pay and benefits, According to Indeed (2023) often lower paid job turnover is higher as employees can feel undervalued and disengaged compared to other colleagues , offering incentives or benefits strategy could help with motivation and productivity which will help employees feel engaged and valued, another solution could be to regularly check in with employees holding team meetings , team events to keep employees engaged another possible reason could be lack of management support or issues with team leaders or management, one solution would be to send out employee surveys or more regular supervisions to help identify any issues or problems, possibly held with different line managers to help identify if there are any issues which could be resolve to help with retention.

Exit interviews are important to be carried out to analyse why people are leaving earlier within that department compared to others, maybe look at age ranges of each department to find a trend within this area, are younger people leaving more frequently opposed to other generations, and if so, is there any specific reason for this. Data is only accurate by how it is collected and imputed, so it is important that the information is accurate and valid.

It is also important that data is recorded accurately as human error can outcome inaccurate results.
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