Principles of analytics

AC1.1
The CIPD Profession Map is an international standard that champions better work and working lives and allows organisations to benchmark their values. Their core values are principles-led, evidence-based and outcomes-driven, applying these ensures ethical practice by using expertise and a range of evidence to make sound decisions that create value (CIPD 2023b). Evidence-based practice involves collating evidence from reliable sources and applying critical thinking to make informed decisions (Waite et al, 2021, p. 47, 2021). Briner (2019) has developed a 6-step process to facilitate this approach: Asking, Acquiring, Appraising, Aggregating, Applying and Assessing (CIPD 2024). This approach can be applied to improving retention. Starting by asking questions such as: who is leaving? what are the consequences to the organisation? What are the reasons? to measure the scale of the issue. Next, evidence is acquired by calculating turnover rates and looking at previous years, roles and departments to undertake internal comparisons. In addition, soft data from exit interviews, staff surveys and engagement sessions can be gathered for a deeper understanding of the quantitative data (Waite et al, 2021, p. 102). The data is appraised to judge its reliability looking at whether the experiences gained were in a predictable work environment, comparing data with other sources of information and checking its accuracy. Aggregating results can identify patterns and consistent responses and assist in knowledge to apply strategies. If identified people were leaving for progression opportunities, a learning and development strategy could be implemented to develop career opportunities within the organisation. Once implemented it is important to assess within an agreed time frame to ensure it was introduced as planned and achieved the desired outcome (CIPD 2023a). Management decisions can impact the well-being of people within an organisation and there is a moral obligation to use the best available evidence to inform these decisions., Using an evidence-based approach leads to decisions that are more likely to have a positive effect as they are less reliant on personal experience or fads and draws on reliable evidence making fair and objective decisions (CIPD 2023a). 

AC1.2 
People analytics is about gathering and analysing data about people to enable evidence-based decisions and improve organisational practice and performance (CIPD 2021). Using a variety of data can provide insight to any issues within an organisation, providing a knowledge base and greater understanding of them to solve business problems (CIPD 2024b). 
Data is one of four sources used in combination with behavioural science and academic research, practitioner expertise and stakeholder concerns to inform evidence-based practice, using data to make sound decisions is part of the core knowledge in the CIPD Profession Map (CIPD 2023). In practice these sources could be utilised to explore if introducing alternatives to annual appraisals could positively impact performance (CIPD 2016). Organisational data can provide performance indicators and financial data, such as the number of sales and target outcomes and profits and soft elements such as perceptions of culture and feelings towards leadership, this evidence can guide the existence or scale of an issue (CIPD 2023). Acas provide best practice guidelines on performance management and measuring performance effectively and CIPD provides research and case studied in this area. Psychology literature informs on factors that impact on performance and how different methods of providing feedback can influence behaviour (Actus 2024). Furthermore, leaders can share insights through reflection of previous experience and acquiring knowledge of any concerns internal and external stakeholders may have or what they deem important is essential as this can help gauge a response to any decisions made (CIPD 2023a).
Examining accurate data and reviewing a number of sources to provide positive outcomes build employee confidence and trust in leaders and people professionals. This in turn can reduce any sense of vulnerability that could be felt amongst the workforce from the effects of poor decisions being based on the self-interest of managers or bias and reliance of outdated wisdom and fads, thus promoting employee wellbeing and engagement.
  

AC1.3 
Data can be qualitative or quantitative, both are beneficial in the measurement of data or in highlighting current issues within an organisation. Quantitative data deals with gathering numerical information and can be counted or measured. This data is usually collected from surveys or computerised records and can be particularly useful in identifying any patterns or trends over a set period. Examples include absence rates, diversity and inclusion data or recruitment and retention figures (Waite et al p. 50, 2021). Quantitative data can be quick to gather and less susceptible to bias; however, it can lack context, leading to further investigation to understand the results (Careerfoundry.com 2023).
Qualitative data, however, is descriptive and is based on gathering information rather than numbers. Although collecting this type of data can be time-consuming and subject to bias thus affecting its validity, it can ascertain why particular patterns have been highlighted from quantitative data and provide further insights (Bscholarly 2023).  Ensuring anonymity when collecting qualitative data to encourage more open and honest responses and involving others to analyse responses can help reduce bias. It is important as it allows people to be more open and honest in their responses. Getting the questions right and focusing on what information is needed and getting the questions right can make it less time-consuming. Depending on the information required, this type of data can be collected from exit interviews, performance reviews, or focus groups (Waite et al, 2021, p. 50).  There are also circumstances where qualitative data can be represented as quantitative data following an appraisal for example by summarising into a performance rating (CIPD 2024b). 

AC1.6 
Agreed policies and procedures provide guidelines to help establish a framework for expected behaviour, decision making and operations within an organisation (HR Path 2024).
Equality, diversity and inclusion policies outline how people should be treated, what is acceptable and demonstrates the organisation treats and supports everyone fairly. Equality and diversity encourage inclusive workplaces where people feel valued and safe to contribute different ideas and problem-solving strategies which can provide a better understanding of how to serve a diverse range of customers; enhancing their experience. This also creates equal job opportunities and recruitment and retention of talent which can give a competitive advantage (acas no date). 
Social media can advise employees on the role and value it can play in communication internally and externally with communities and providing information on products and services. However, it also identifies risks around posting on public platforms and educates staff on making decisions which could damage their own reputation as well as others, and legal obligations around customer confidentiality. Working within these boundaries aims to protect employees, customers and the organisation (Hywel Dda 2018). 
 AC2.1 
The employee lifecycle encompasses 6 stages attraction, recruitment and selection, onboarding, development, retention and separation; people professionals can add value by optimising employee engagement at each of these stages (Waite et al, 2021, p. 95).
Value must be created through its people to remain competitive and knowledgeable in a fast-moving world. People professionals need to understand employees' capabilities, current knowledge and skills and any gaps to implement effective learning and development strategies. This can inform budget requirements and the allocation of resources to enhance performance (Waite et al, 2021, p. 61).  Learning and development initiatives should also produce a return to the organization and stakeholders evaluating these strategies an important role (Whiting and Martin 2021, p. 296). 
Retention of talent and reduced turnover will enhance sustainability and keep costs down drive performance and be advantageous to internal and external stakeholders. It has been reported that it is more probable staff will leave because of management rather than a desire to leave an organsation. Even when employees find their roles fulfilling, they leave because they feel they have been treated unfairly which is a major driver of unwanted staff turnover (Taylor, S, 2019, p. 342). People professionals ensure policies are up to standard and embody the values of the organisation. Promoting a good example and encouraging leaders to follow suit by reminding them of the impact their choices have on employee engagement and morale. When leaders ignore their own values it can have a negative impact on culture similarly a good example set by leadership can encourage a positive culture promoting consistency and fairness and building trust within teams (CIPD 2021). 

AC2.2 
Nurses are governed by a code of professional standards; these standards are the expectations that have been communicated by patients and members of the public allowing them to be customer focused. People are prioritised by maintaining knowledge and skills needed to provide safe care, practising and providing information in line with the best available evidence. Working within own levels of competence and following procedures preserves patient safety and practising effectively to share knowledge and skills with colleagues, using reflection and patient feedback to learn and think about how things could be done better. Nurses used evidence based practice to inform everything they do to justify their actions and model these skills for new starters.
Upholding theses standards upholds the reputation of the organisation, displays integrity and models expected behaviours. This leads to building trust and forming good relationships with patients, colleagues and the wider community. 
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AC1.5 
Employee turnover can impact negatively on an organisation understanding reasons can reduce turnover and increase retention through devised initiatives CIPD 2023
The highest overall turnover was in 2020 but peaked again in 2022 understanding what happened during these periods would be beneficial.
Marketing turnover was high in 2022 it can be helpful to look at that period to understand if there were any factors that contributed to attempt to stop any repetition. When looking at factors that could influence over certain periods it is important to review both internal and external. Internal influence strategies however external could be prevented by implementing supportive measures such as flexible working and employee wellbeing.
Finance has the smallest team and the highest retention rate.
When looking at CIPD figures for average UK turnover rates in particular industries the turnover in administration is higher than expected and appears to be high for such a small team. The figures show they are struggling with retention of staff and have been unable to return to the original team size, this could suggest that individuals now have higher workloads. Sales have seen a decrease in turnover, performance management and reward could be looked at to understand if this is one of the reasons to give an understanding of what is working well.
One of the most important recommendations would be to obtain further data preferable quantitative data to gain further insights as to why people are leaving and to break this down into departments. This could inform the organisation of what is working well and what strategies need to be reviewed or implemented. Alongside this, turnover costs could be reviewed to analyse where the greatest need is for changes. 
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