Principles of analytics (BMPD3001)

Explain what evidence-based practice is and how it might be applied within an organisation. (AC 1.1)
The purpose of using evidence-based practice, is to make good, justified decisions using a range of different data sources that has been accurately collected to backup your decisions. When making decisions from different evidence sources, it is important to use critical thinking, to determine whether the evidence you are using is the best data available to you, making sure it has been collected accurately, and to avoid falling into the trap of using natural bias, short-term fads and outdated insights. (CIPD, 2023)
Organisations should consider four sources of evidence before decision making, these are professional expertise, scientific literature, organisational data and stakeholder views. When examining sources of data, they can use the 6 steps of asking, acquiring, appraising, aggregating, applying and assessing to assist them in making a justified and positive decision. (Barends, Rousseau and Briner, 2018)
An organisation can benefit by evidence-based practice, by looking at the organisational data to review their absence and attrition data, and to act accordingly. If the data shows that their absence rate is high, they may look to implement employee surveys to gather the stakeholder views on why the issue is. If for example, the data comes back to show stress as being the highest factor – they may look improve their wellbeing programme, which may come as a cost, but the data collected will help an organisation make a scientifically and professional business case for implementation.

Explain the importance of using data in organisations and why it is necessary to ensure that data is accurate when determining problems and issues. (AC 1.2)
It is important to use data in an organisation as it can be a guiding force for effective decision making, performance evaluation and for strategic planning. Businesses that use data effectively, can gain an accurate insight into how they are performing and how their stakeholders feel. By using and understanding how to analyse the data collected, organisations can make better decisions about where they should focus their resources to improve. People analytics is a good example of using data to improve. Using people analytic data, Financial Times discovered through their qualitative data that even though they have a high retention rate, their employees felt that their career growth was one of the areas they could improve on. Using this data, Financial Times implemented initiatives such as secondments and introduced job structures aimed at providing career path opportunities. The outcome of this was that their employee’s engagement scores have improved by 5%. (CIPD | Financial Times, nd)
Ensuring that data is accurate means that organisations can make decisions using evidence-based practices and enables an organisation to implement effective problem-solving. Accurate data is essential for correctly identifying problems, which means that an efficient plan can be implemented to resolve them. An example would be when analysing departmental performance, having accurate data gives the department accountability, and an effective performance improvement plan can be implemented. If the data is inaccurate when addressing this, it can cause distrust and demotivation. 
Inaccuracies in data can have legal implications, which can lead to legal repercussions, damaging the company culture and reputation. An example of this would be the Data Protection Act 2018. (UK Government, 2018)







Explain the different types of data measurements used by people professionals. (AC 1.3)
People professionals can use different types of data measurements when analysing data. If data you’re collecting can be expressed as an quantity or numerical amount, it can be categorised as quantitative data. An example of using quantitative data, is if an organisation wants to calculate their organisation’s diversity data, they can quantify the percentage of different genders in their organisation. (CIPD, 2022)
Alternatively, if a people professional is trying to understand the beliefs and perceptions of how stakeholders feel, they can use a type of data measurement described as qualitative data. Qualitative data is used day-to-day by people professionals, reviewing the data collected from employee exit interviews, to understand reasons for leaving. Qualitative data can be turned into quantitative data – for example, when analysing exit interviews, you can quantify how many leavers have left an organisation, but also finding why an employee felt they have needed to leave. Using these data measurements together, people professionals can get more insight into how stakeholders are feeling with numbers to back up their findings. An organisation can then act on their findings. For example, if the quantitative data is showing they have a high absence rate, they may look to create an employee survey to understand how staff are feeling. By giving the employees a voice, they can then take positive action on the results, potentially introducing a new wellbeing plan if the qualitative data shows that a lot of their employees are finding work stressful.

Explain how the application of agreed policies and procedures informs decisions. (AC 1.6)
Policy and procedures set out the rules and processes to be followed in an organisation. Policies and procedures are established to give clear guidelines, with the aim to provide consistent and effective decision making. These policies should collaborate with the business key performance indicators, whilst also outlining the companies’ expectations and standards, and ensuring compliance with legislation. (Waite et al., 2021)
When developing and applying policies and procedures, the policies need to create standards, outline an organisation’s procedures, and show the actions to be followed if these procedures are not met. An example of a good policy and procedure is a companies’ attendance and absence reporting policy, which should outline how an employee should report absences, and when disciplinary action is needed. For example, at Bluestone their absence policy is if an employee is not able to attend work, they must call the business absence line. If an employee is absent for 2 periods within a 12-week period or has 10 days absent within a 12-month period, they are classed as an irregular attendee and can be escalated to a disciplinary.
Some policy and procedures are legal policies, which businesses must adhere to. An example of a legal policy is the health and safety at work act 1974. This policy sets out the main duties of an employer and an employee to be compliant with health and safety legislation. If an organisation fails to adhere to this policy, they can be penalised through legal action. 
Policies and procedures need to be reviewed on a regular basis. As businesses and legislations change, their policies need to be updated. These changes need to be communicated out to internal stakeholders, to ensure compliance.
Having well designed policies can have a positive impact on an organisation. If an organisation has a well-designed onboarding policy, which outlines recruitment requirements, induction and learning and development opportunities – it can create an effective workforce, whilst also having a positive impact on new employees who feel valued. Alternatively, having poorly designed policies and procedures which do not collaborate with organisations goals or legal requirements can have a negative impact on a business. For example, if a policy does not have the correct right to work in the UK legislation, which is outlined in employment law – managers may not know the legal requirements, causing potential legal action against the company which may result in monetary loss and reputational damage. (Daniels, 2019)
In summary, the application of agreed policies and procedures informs decisions by creating standards. These standards promote accountability, consistency, compliance, and continuous improvement. Effective policies and procedures collaborate with the business goals and key performance indicators, which in turn will contribute to the overall success of an organisation.
The CIPD’s professional map can assist with the creation and implementation of organisational policy and procedures, using the model to promote ethical practices. (CIPD | How to use the Profession Map, no date)

Explain how people professionals create value for people, organisations and wider stakeholders. (AC 2.1)	
People professions contribute valued to an organisation, by developing the structural capital and human capital of an organisation. Structural capital is the development of systems which an organisation uses, focusing on the procedures and processes that contribute to the implementation of organisational objectives, whereas human capital focuses on the development of people, analysing their skills, abilities and wellbeing of employees within an organisation.
The employee lifecycle demonstrates there are six stages of which an employee may go through during their time in an organisation, and people professionals play a valuable role in how an employee will experience each stage. The six stages are, attraction, recruitment and selection, onboarding, development, retention and separation. (Waite et al., 2021)
By being involved in the organisation’s creation of key performance indicators and organisational values, people professionals can then implement an effective plan regarding talent acquisition, recruiting employees that fit the organisation’s goals and who will add value to an organisation. It is important that each employee has a positive experience in the onboarding stage, with each employee being taught about the company values, and what is expected from an individual working for the organisation. At Bluestone, each new employee’s first day must be on a day that is designated to a company induction. During this induction, it covers what are the aims of the business, the company values and the importance of following the “Bluestone Way”. This makes an employee aware of expectations from the start, and failure to adhere to these expectations is going away from the company values. This is important when monitoring employee performance, as it establishes performance goals which align with organisational objectives. 
When developing learning and development strategies, people professionals can add value to the organisation by cultivating them around business needs. By upskilling stakeholders to business needs, it not only helps the organisation gain skills within the organisation for their benefit, but also makes an employee feel valued and invested in, which creates a positive working environment and an increase in productivity. (Cattermole, 2019)
Another way aspect that people professionals add value, is when developing policies and procedures. They need to align them with an organisation’s values, but also being compliant with governmental policies. If these are not aligned, a company may find themselves with legal repercussions. An example of this would be having the correct right to work documents. Failure to capture these during the recruitment stage, would make an organisation non-compliant with employment laws.











Summarise the ways in which you can be customer-focused, and standards-driven in your own context. (AC 2.2)
Achieving a customer-focused mindset is crucial for the success of an organisation. A customer approach goes beyond just providing a product or service, it involves understanding and exceeding customer expectations throughout their customer journey. By gaining an insight into an organisation’s customers, the more effective they are going to be in engaging, pleasing and retaining them. (Waite et al., 2021)
By identifying the strengths and weaknesses of an organisation it means that actions can be made to help deliver high customer satisfaction. On the professional map, under customer focus, it shows that people professionals should be look to create a culture that prioritises the understanding of customer needs. (CIPD, 2023)
People professionals can be customer-focused by involving their customers in training of employees. Collecting feedback from customers on how an organisation is performing or feel they should be performing can be crucial. By understanding the customer’s needs, and identifying the weaknesses of the service provided, more effective training can be developed. An example of this would be, Black Pool Mill. They collect customer-feedback, looking at what customers think about their stay with them. The feedback gives a rating out of 5 for, food, drink, ambiance, service and would they return. They act on this customer feedback, looking to improve the product they are providing to suit customer expectations.
You need to have clear standards to guide internal stakeholders which infuse your company values. You can be standards-driven by collecting and acting on feedback. Using this feedback, you can adapt to improve customer satisfaction, which will raise the standards of your product. A people professional can be standards-driven by implementing regular training. This ensures that employees are trained effectively, to meet customer needs. If you make changes to your product without the necessary training, the standard of service is going to drop which will affect how your external stakeholders view you.
Dave Ulritch has developed a concept called outside-in, which looks how you can look at how a people professional can look from the outside-in at their services they provide. The concept is where someone looks at their organisation from the outside, to understand what’s happening and how it affects an organisation. It shows how a people professional should look at the business conditions and the key stakeholders. By implementing this concept with a customer-focused mindset it means that you can identify the strengths and weaknesses within the business, but also from the outside – looking at what our customers, partners, investors and community think are our strengths and weaknesses and how we can improve on this. (HR from the Outside-In, no date)
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