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        Principles of analytics
According to the CIPD “Evidence based Practice (EBP) should be accessed from different reliable sources and evaluated to provide a reliable result.
“Evidence-based practice is about making decisions through the conscientious, explicit and judicious use of the best available evidence from multiple sources… to increase the likelihood of a favourable outcome.” (CIPD, n.d.)
AC 1.1 Examples that can be used to inform principle led judgements and outcomes for organisations are:
Monitoring sickness rates, this could be by using the Bradford Factor, this formula is used to calculate sickness or unpaid leave, against number of absences x days for each absence, it then is factored in the Bradford factor, resulting in a score produced to be analysed. These results can help us identify patterns of absence so they can be addressed with individuals, unauthorised absences cause major disruption to the work environment thus keeping us reduce the figures and keep our goal.
Staff turnover – analysing the length of service for each role, helps to identify if a role/ department is failing – can identify if there is an issue with the senior staff, the job description, or the working culture. Having the evidence helps you resolve any issues that are highlighted. Staff turnover is an expense due to inductions, training and admin expenses, which does not even factor in recruitment/agency costs. Allow for interventions to reduce turnover resulting in a better customer experience.
Salary percentages – We keep track on the expected NMW to ensure we can assist with budgeting; we monitor salary trends within the local areas to ensure we are competitive, also calculating the expected wages when inflation is raised can help to see where most wages are allocated and see when monies can be reallocated. This may help with staff morale, accountability and trans parity regarding decisions made by stakeholders. We can also adapt easily and quickly to changes in circumstances.
AC 1.2    The use of data in implementing improvements is essential it guide, informs and rational decision making, it removes the emotional element making it a data driven choice and can help predict future patterns.
having the fact-based information should result is accurate results that benefit the company be they financial and performance based, thus in turn the company is perceived in a positive light from their staff and local community resulting in an ethical culture and a good reputation.
If we consider the salary reviews and data collected to predicted, the business can release or control funds to there is little impact to the customer. We know prices rise with inflation but going in to high or low will have a negative impacted and could result in a poor reputation.
It can allow us to measure our success compared to other departments/ business to see if we are on trend. May help identify new trends or efficient systems to improve our inhouse services or expand the company.
To paraphrase Upadhyay, data be it negative or positive, if acted upon can only improve the service you provide, knowing trends, areas to improve can enhance performance, efficiency and continue to improve services provided. By releasing data, (yearly sales reports) it encourages staff to work towards the same goals.
“Analytics geared toward the HR department can shed light on a company's internal issues, allowing for more informed decision-making. As a result, HR analytics integrates HR initiatives into the overarching business plan to strengthen the firm's position in the market.” (6888 | DR. Rajesh Kumar Upadhyay)

[image: ]AC1.3 Before we collect any data, we must question why we are collating the information and what are we going to do with it? Once this is established then we question how and who will be gathering the information?
Is the data anonymous when collected, and will the results be published. If they are to be publish how will this be presented? When these questions have been answered, we need to identify the resources we will use.
One of the quickest and cheapest would be a staff survey, using “Monkey Survey” it can generate tailored questions and use a mail merge to send to all staff, we can internally collate the results but using an external source ensures the results are presented neutrally[image: A black and white image of squares

Description automatically generated]. I have mentioned the Bradford Factor for collating absences, but I have used HR Systems (Softworks) and used their reports for collating information on gender, part time / full time employees, for Governmental surveys (Pay Equity Studies).

Websites are useful for collecting data, these maybe time consuming and misleading, the date and author needs to be verified.
We are collecting date we need to consider if the data is quantitative, meaning numerical based, we could ask staff to rate 1 to 10 of
different situations or qualitative data meaning why express their answer in a word format. Steckler sums up the unemotional approach below,
Quantitative research generates factual, reliable outcome data that are usually generalizable to some larger populations, and qualitative research produces rich, detailed and valid process data based on the participant's, rather than the investigator's, perspectives and interpretations.
(Steckler A, 1997)

AC1.6
When there is a change to be made it is essential that all stakeholders are involved, adhering to the policies and legislation is essential. This is how we can ensure consistency by all. A member of staff who has a clear policy and sees the importance will make a choice to benefit the company rather than feeling devalued and in sequential. Overall objectives are clearly meet and the values are displayed and       demonstrated effectively,
Having risk assessments in place allows the individual to decide the level of risk they are comfortable with and allow them to use their judgement in a situation, it also supports their level of responsibility and may avoid the “it’s above my paygrade” (Lehman 1981) knowing that they will be supported if risk assessment is adhered to.
May companies require skilled staff, this would result in of training or learning and development. Having a policy to support learning encourages staff to request or managers offer training. A budget for training or leave from work to attend is beneficial. This again links in with the year’s budget, ensuring there is funding for essential training, usually regarding Health and Safety is paramount, and again     reducing the turnover of staff helps with this budget.
Certain policies are in place due to legislation, to be compliant legally we ensure all adhere to these policies, consider GDPR. Staff are    trained and processes are in place to ensure compliance. Also knowing legislation is due to be reviewed prepares for the transition and effective management of change.
When negotiating contracts, we are often requested to provide copies of our Environmental and Anti-Slavery policies in order to proceed   with the tender.


2.1
A person such as an employee, customer, or citizen who is involved with an organization, society, etc. and therefore has responsibilities towards it and an interest in its success” (Cambridge Dictionary)

	     https://dictionary.cambridge.org/dictionary/english/stakeholder
Depending on the size and structure of a company will have a bearing on the number of stakeholders. The Cambridge
     dictionary say’s
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Description automatically generated]This is true within the company I work for; we are not just employees but receive a financial reward should the company reach a profit – this ensures staff, the board and private investors have a personal stake for the company to exceed their financial targets and remain successful. We have regular department meeting that are feedback to the senior leadership team and in turn to the board, this is who we consider to be internal stakeholders
When all the senior stakeholders meet, they are looking to drive the company forward and will often involve their customer base, (external stakeholder) another incentive we provide is customer rewards, once a customer reaches a purchase target they receive a reward, Think of Tesco and its club card points. We may also include the local community; we often sponsor local events or charities. Along with this we can consider our suppliers, it is in their best interest that we progress and increase our demand for their goods/service.


If I consider the role of HR in a stakeholder role then we have a major impact, part of our duties is to manage the life cycle of an employee, if we start with recruitment then we are relied upon to ensure the best people are attracted and retained, this is done by  ensure ethical policies and procedures are in place and adhered to resulting in a compliant and positive working culture. Our hiring managers receive training regarding diversity and equality should ensure the candidate receives a fair interview process and  the company has a varied variety of skills.
We are responsible for providing data and solutions regarding trends, referring to the PESTEL will help all work to the same aims, remembering the t “storming and norming” of the groups should prepare and help us identify distinctive characteristics within the group, this leads us onto conflict resolution. Our role is to ensure investigations and interviews are conducted in accordance with workers’ rights, meaning we may liaise with legal teams and unions. Ensure performance management is conducted within its guidelines and works in conjunction with each department.
Our role also requires us to consider employee benefits, researching grants, discounts or schemes we may affiliate with to attract and retain employees, this could be cycle to work scheme, childcare vouchers or health checks. We would promote the benefits and encourage staff to access them. We should be actively pursuing employment engagement surveys and presenting and publishing the results.
The benefits of having a HR department are numerous but one company boasted that they have no HR Department saying. 
“it infantilise people” (Greg Jackson)

The company boss said that “in his experience, HR and IT departments don't boost staff happiness or     productivity” – which is why he said he doesn't have them. (Sophie Parrott Wed, 24 Feb 2021)

When I went on to investigate this further what it means is their managers do the HR work so there is still the need for a HR
function just not the traditional department, often the terminology is being updated to People Operations among other titles.

 But, if I consider the value the department beings, up to date legislations, implementation of HR systems, succession planning/progression   opportunities are to just name a few I can’t help but think why you wouldn’t have a dedicated department to guide you. I can find no evidence. 
this system works or that the managers are happy with the extra responsibilities or duties, I have found little evidence of other large.
organisation who has followed this lead, the majority remain with the traditional approach, this could be because it works.

“The CIPD’s view is that people analytics forms a fundamental element of evidence-based HR, which requires people professionals to understand organisational data – one of the four key sources of evidence. Without effective people analytics practices, processes and systems, and without continued development of the people analytics skills and confidence of people professionals, the profession risks losing out on the performance, productivity and job quality gains that can come from improvements in evidence-based decision making.” https://www.cipd.org/uk/views-and- insights/cipd-viewpoint/people-analytics

One way the HR department can remain client-driven is to be present, engaging with staff and customers is invaluable. Social media is heavily present in day-to-day life and people are extremely happy to review their experiences, while we may have policies to try and control the content publicly published it is a very hard platform to control.

We place recruitment on- line and the host requires reviews from the public and previous employees, the company has no control and although we can request negative comments to be removed the host may not comply and to take legal action is a lengthy and costly process. Again, what staff post on their personal accounts is subject to a public platform, some users may be blocked so you would have to have the evidence before you could refer to the Social Media policy.

On the positive side of social media, it is a way of promoting feel good stories of Long-term service, community projects.
or staff success, this would boost morale. Before this would be publish, we would gain the written permission of the
individual and gage the feedback we are expecting. Using this platform, we can provide clicks/ links to recruitment
/careers page or the company's website to encourage the public to engage and share

Having a platform where staff and customers can make complaints is essential, staff can raise a grievance at any time, and        we would liaise and advise if further action is needed. For a customer to be able to complain and feel that their experience and opinion is valued is part of our customer values, while we may not directly receive the complaint if it involves staff we may need to investigate and provide a response

2.2
Depending on the size and structure of a company will have a bearing on the number of stakeholders. The Cambridge
dictionary say’s
This is true within the company I work for; we are not just employees but receive a financial reward should the company reach a profit – this ensures staff, the board and private investors have a personal stake for the company to exceed their financial targets and remain successful. We have regular department meeting that are feedback to the senior leadership team and in turn to the board, this is who we consider to be internal stakeholders
When all the senior stakeholders meet, they are looking to drive the company forward and will often involve their customer base, (external stakeholder) another incentive we provide is customer rewards, once a customer reaches a purchase target they receive a reward, Think of Tesco and its club card points. We may also include the local community; we often sponsor local events or charities. Along with this we can consider our suppliers, it is in their best interest that we progress and increase our demand for their goods/service.
Summarise ways in which you can be customer-focused, and standards-driven in your own context.

AC 2.2
If I consider our customers, then I refer to the staff employed by LBS. If our department demonstrates inclusion, respect and appreciation for the diversity of our establishment then we set a precedent that we expect to be reflected throughout the company. Tackling “bullying” challenging “banter” and having a zero tolerance to discrimination can be demonstrated through policies and procedures and applies to whole company. We have customer notices expressing our zero tolerance to abuse aimed at staff or other customers by the public or visitors. And likewise, we have a contact number where people can report any concerns or recommendations they may have.
By having these policies and processes, we are telling the staff and customers that they are valued for their uniqueness, and we require the same in return. This should lead to a harmonious environment where people can address conflict before it escalates and becomes an issue. The company has many policies in place to support such values, if we consider LBS’s “Equal Opportunities at Work Policy” then we are requesting that all staff comply with its regulations and the company have a responsibility to investigate any complaints they receive and if upheld will be treated as gross misconduct and may be reported as a criminal offence.
This policy acknowledges all who have the protected characteristic who may receive judgement or treatment based on their characteristic or others who find offence to any discrimination identified. The policy is reviewed yearly and updated accordingly.
The Gov.UK website sums this nicely below in one sentence, the Acts have been combined to enable easier identification and implementation.
“The Equality Act 2010 legally protects people from discrimination in the workplace and in wider society.
It replaced previous anti-discrimination laws with a single Act, making the law easier to understand and strengthening protection in some situations.” 28/01/24 GOV.UK





1.4
Please find table 1 below the reasons in ascending order why staff have left the business.
	 
	 
	 
	 

	Reason for Leaving (54 leavers)
	Percent of leavers
	Number of leavers
	 

	Resignation - Caring Responsibilities
	1.85%
	1
	 

	Redundancy
	1.85%
	1
	 

	Resignation - Whilst under Investigation
	1.85%
	1
	 

	Failed Probation Period
	1.85%
	1
	 

	Maternity non returner
	3.70%
	2
	 

	Resignation - Moving from the Area
	3.70%
	2
	 

	End of Contract
	3.70%
	2
	 

	Dismissal - Summary
	5.56%
	3
	 

	Retirement
	5.56%
	3
	 

	Resignation - Promotion
	7.41%
	4
	 

	Resignation - Change of Career
	9.26%
	5
	 

	Ill Health
	11.11%
	6
	 

	Resignation - Job not as expected
	11.11%
	6
	 

	Resignation
	12.96%
	7
	 

	Resignation - Pay / Benefits related
	18.52%
	10
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Table 2 below is the percent of leavers and reasons.
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Table 3- Average length of service in ascending order.


	


	Number of staff  
	percent of staff
	Average in months
	Average in Years

	Regeneration
	1
	1.85%
	11
	0 years and 11 months

	Finance
	2
	3.70%
	23.5
	1 years and 11 months

	Lettings
	4
	7.41%
	12.25
	1 years and 2 months

	Supported Housing
	3
	5.56%
	21.3
	1 years and 9 months

	Income
	2
	3.70%
	22
	1 years 10 months

	Green Spaces
	6
	11.11%
	24.1
	2 years

	Tenancy Team
	3
	5.56%
	26
	2 years and 2 months

	People Services
	1
	1.85%
	33
	2 years and 9 months

	Community Engagement and Partnerships
	3
	5.56%
	74.6
	6 years and 2 months

	Governance
	1
	1.85%
	79
	6 years and 7 months

	Housing
	5
	9.26%
	73
	6 years and 1 month

	Business Services
	2
	3.70%
	94.5
	7 years and 10 months

	Property Team
	17
	31.48%
	95.41
	7 years and 11 months

	Customer Services
	4
	7.41%
	89.25
	7 years and 5 months

	 
	54
	100.00%
	 
	 





1.5
From the table included we can see that the highest number of leavers are linked to pay and benefits, I would like to see their exit interview to see further information provided. I am guessing that they feel the pay / benefits are too low, but this is not clear.
I feel there are too many selections, we could just have looked at resignation on whole then dissected the information further. I would like to compare the leavers against their length of service and to see if the longer serving staff have left due to retirement etc. 
There is only one leaver who failed their probation so from this I would conclude that the right people are being assigned the right roles and the training is meeting the needs of the staff.
I would like to address “ill health”, further information is needed to see if it is work related and what could we do to support the individuals to see if they could remain in the role. I feel that six in a year is too high. Again, I would like to see what departments these are from to see if it is a departmental issue. 
It would also be interesting to see what the change in career is for the five leavers and could we have offered them a similar role internally if available.
I would like to see the information broken down further into job roles to see the length of service/leavers and total numbers employed. I feel this would provide useful information and provide useful in the future. This information can help us avoid situations were staff leave, reading these 54 levers in a year may seem low but if there is only 100 total employed then this means half the staff have left this year resulting in costly recruiting cost and on the flip, side is the totals are in the 1000’s the 54 is only a small less concerning amount of staff. In conclusion although the information is useful and we can act on it, more questions that answers are generated. I would prefer closed questions e.g. chosen to resignation, released from duties or resigned due to other reasons. Then an option for staff to explain the whys and wherefores and analyse this separately.  


Reference


https://www.gov.uk/guidance/equality-act-2010-guidance#:~:text=The%20Equality%20Act%202010%20legally,strengthening%20protection%20in%20some%20situations.   
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