


This document has been created so that we, as People Professionals, can gain a better understanding of why evidence-based practice is used and how it betters us as a department, to make important decisions which our organisation relies on. 
What is evidence-based practice and how is it applied within an organisation?  
Evidence-based practice is the operation of pulling evidence from various reliable sources in order to build on existing knowledge, therefore, influencing and educating practice. This type of practice also advocates use of critical thinking. In this instance, the reader would judge and appraise the sources of evidence found to determine the relevance of this evidence (Karen Waite, et al. 2021). According to Barends, et al. (2014) evidence based practice is based on 6 main foundations. These are Asking, Aquiring, Appraising, Aggregating, Applying, and Accessing. By implementing these principles, they can help in order to make decisions throughout an organisation.     
[bookmark: _Hlk127104226]There are many different types of evidence within evidence-based practice. These being scientific evidence, which is widely used throughout the health sector and is also very benefifical for searching and appraising research whilst ensuring that this is trustworthy and safe to use. Organisational data is important in being able to highlight issues which need senior attention from managers. This type of data can be obatained by using quantitative and qualitative data and is key to determining issues and solving these by implemeting different soloutions (Zuzul, 2016). Lastly, expertise data from consultants and senior leaders provides important and professional knowledge that can be used in decision making (CIPD, 2022). 
There are also several benefits to having an evidence based practice organisation. Two of these involve providing proffessional advice based on statistics or hard data and using risk asssements/forecasts purley based on the experience of more than one person (Schaik, 2022). This tends to be more effective than retrieving this informaiton from one individual (Barends, et al. 2014). 
The importance of using data in organisations and why there is a need to ensure that data is accurate when determining problems and issues.
The importance of data being used within an organisation is now widely recognised and is at the core of most business-based decisions (Boyoung, 2022). For example, HR departments gather data from different online resources which then ultimately determines the best possible candidate for the role, as well as these resources being stored and the ability to confirm details regarding the candidate (Leonard, 2018).                                                                                                                                                   According to Roberts, (2019) HR departments also benefit a huge amount from being able to use data in determining long term risks, as well as potential opportunities for the business, resulting in improved decision making. Alongside this, adding people data into the organisations enables senior leaders in the people professional department to demonstrate the value of HR insights to board members of an organisation which can improve relationships with shareholders or investors by being able to engage more adequately (Houghton, 2017).                                                                                                                                      Data accuracy is hugely important when determining any issues within an organisation, the more accurate data that has been provided, the better a business’s chance of reaching audiences, beating competition as well as increasing overall profitability. Accurate data ensures that an employees role is made easier, and in turn, also increased employee productivity (Roberts, 2019).
The different types of quantitative and qualitative that people professionals use 
The ability to use data in decision making as an organisation is ever-expanding and also grew with the occurrence of the recent Pandemic (Saha, 2020). Challenges which HR departments face can also really benefit from introducing data analytics into the workplace (Vulpen, 2021).In order to introduce this data analysis and obtain the best result for the organisation solely depends on whether the type of data is qualitive or quantitative. Both of these types of data are important and can help with the assistance of issues and difficulties that arise within an organisation (Karen Waite, 2021). 
There are different types of Quantitative and Qualitative data that can be used throughout an organisation. An example of the ways qualitative data can be used in an organisation are by introducing exit interview notes as well as leading performance appraisals, both of which are qualitative data for a company to use. However, qualitative data can also be turned into quantitative date. An example of this is a performance appraisal being able to be turned into a performance rating in numbers (CIPD, 2022).                                                                                        Quantitative data is generally used within an organisation in order to track overall productivity and use this type of data to award bonuses and provide promotions to members of staff. At the same time, organisations could also use this type of data to validate termination of employees of staff who are not performing to their highest level (Smith, 2017). Quantitative data can also be useful throughout budget management by being able to assist us as a HR department in monitoring staff salaries as well as annual leave entitlement for members of staff (Smith, 2017).
How the application of agreed policies and procedures inform decisions 
Organisational policies are vital in maintaining guidelines which are aimed towards various objectives and business strategies (Chijioke Nwachukwu, 2020). Every business within the industry has its own individual standards, laws and regulations which they are required to follow. By putting different procedures and policies in place, this ensures that the organisation is able to successfully comply with different laws and regulations that are set out. Policies and procedures are especially important for us as a HR department as this is the piece of the organisation which reviews and updates these procedures and policies and ensuring that these are amended depending on current laws and industry best practices, to name a few (Raymond J. Stone, 2021). By introducing agreed policies and procedures, internal processes within a organisation can be clarified and are put in place to help provide employees with value and maintain consistency (Rethore, 2021).    
HR policies can provide general as well as practical advice for employees within an organisation including managers and staff regarding employment issues throughout a workplace (HR, 2022). On the other hand, HR procedures can be put into place to assist with HR policies where required as a result of being able to provide step-by-step accounts of relevant arrangements in various situations, for example, this could involve making sure a time limit has been set for a meeting taking place. These HR policies and procedures both play a vital role in an organisation and can have a great impact on the overall speed of decision making as well as employee motivation (CIPD, 2022).
How people professionals create value for people, organisations and wider stakeholders 
The creation of value in the workplace is a very large contributor to business growth and overall customer satisfaction, these being two key points for overall organisation value. However, value can mean different things for employees. Often, employee value is created by income and personal development within the organisation. Employees want to feel that their work is valued and be appreciated (Dijk, 2017).
By ensuring that there is a successfully run HR department within an organisation, employees have the confidence to be able to speak their minds and engage in a conversations that matter to them, ensuring that a deeper connection is built and allowing the employee to have a bigger sense of pride in their workplace, and in turn, creating employee value. A values-based approach in adapting and creating workplace benefits can better an employees experience within an organisation and ensure that organisational culture is reinforced in turn (Brown, 2017). If employees do not feel valued at their place of work, this could mean that they are not inspired or committed to the organisation or role. This could also mean that there may be a risk of losing an employee due to staff resigning and lower productivity (Spatz, 2018).                                                                                                                                       The CIPD Profession Map (2021) states that is ‘about impact and not activity’ as well as focusing on behaviours and knowledge that is needed to create value in the workplace and a way of amending generic best practice to value based decision making in its place instead.
A summary of the ways which you can be customer focussed, and standards driven in your own context. 
According to (Wren, 2021) customer focus is a responsibility which generally lies with the organisation as a whole. As a customer focused business, you can demonstrate that customer experience is a priority throughout a customers journey. An emotional level and an operational level are two ways of building an effective customer focussed strategy. These involve establishing collaboration and insuring that this is encouraged while working together as a team to create a more positive experience for the customer (Pennington, 2019). Another process to this is ensuring customers have a voice as well as knowing how to handle customer feedback and using this in performance reviews, whether this is positive or negative (Veldhoven, 2020). Within an organisation, HR standards can provide guidance which can then challenge organisational leaders to develop different organisational cultures within the workplace. By introducing these organisational cultures, employees can feel valued for the work that they do as well as the cultures introduced having the ability to support good work (CIPD, 2022). 
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Diagram 2

Having reviewed the findings shown in the above diagrams, there is a very clear difference between the age groups. It’s clear to see that from Department C, the age range of 55-65 is the most popular age of employees at 29.65% and the age range of 76-80 year of age is the least popular for employees at 0.58%. A reason for this is possibly due to the higher age range of the 76-80 year old population being retired from employment, this may be an area for development, as suggested in an article referenced in CIPD (2022) ‘Industries with lower average ages may be less exposed to a looming demographic crunch, but by underrepresenting older workers at present, they are losing out on a vital source of talent’. Department C also has a higher ratio of employees at a total of 172, compared to Department D at 90 employees. As a result of reviewing these statistics, this could mean that Department C is over staffed, or that Department D is potentially under-staffed. Between the ages of 26 and 35, there also appears to be a decline in employment in both departments, this is potentially due to a predominantly female workforce of child bearing age. 
Upon reviewing Department D, it is clear to see that the age range of 66-75 is the most popular at 66.61%, with the least popular being the age range of 16-25 and 76-80 both at 0%. A reason for this may be due to a lack of interest or exposure of the younger and older age groups to this line of work, taking into account the demographics, this suggests a need for targeted marketing to attract these populations into the work place, which would provide the benefit of both a young forward thinking workforce at one end of the scale, complemented by an experienced and mature workforce at the other. By upskilling these employees, businesses can be investing in long term retention of staff as well as preparing the organisation for the ever growing demands in skills required throughout different workforces (CPD News Team, 2022). 
As HR professionals, we would analyse these factors, along with establishing sex, ethnicity, disability, etc to see if they have an impact on the percentages. From analysing that data in greater detail, we would be in a better position to solve critical business decisions as well as recommending further areas of investigation if this is needed (CIPD, 2022). This would also ensure we address any equality issues identified in the analysis. By introducing policies and procedures, organisations can attract a range of different employees who can bring various different skills as well as expertise and experience into the business. This also ensures that members of staff are not discriminated against as a result of their background or other potential issues that could arise. By also ensuring that a positive workplace culture has been put into place, organisations can ensure that members of staff are educated on discrimination against staff, while improving awareness for new or existing employees on discrimination and challenges in the workplace (Whitfield, 2021).
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