Q1. Explain the evidence-base practice is and provide two examples on how company x could apply it.
Evidence-based practice is a step-by-step approach that helps professionals use research to make informed decisions in real-world settings. It promotes critical thinking by evaluating the reliability and relevance of information, improving quality, reducing errors, and avoiding decisions based on habit or opinion. In healthcare, it helps providers choose proven treatments for safer care and better outcomes. This process is guided by the 6 As of evidence-based practice, which outline steps for understanding and applying research (asking, acquiring, appraising, aggregating, applying, assessing).
Two examples of how I would use an evidence-based approach are in staff training and in managing sickness absence.
When looking to improve staff training, I start with an evidence-based approach. I gather information directly from employees through feedback, surveys, and performance data to understand the challenges they’re facing. I also assess work performance and ask focused questions to identify specific skill gaps. From there, I review existing training materials, past training records, and research-based methods, as well as industry best practices, to make sure the training is current, effective, and aligned with learning needs. After training is delivered, I rely on ongoing coaching, performance outcomes, and employee feedback as evidence to evaluate what’s working and to continuously improve future training.
When using an evidence-based approach to manage sickness absence, I would start by collecting reliable data such as absence records, return-to-work forms, and notes from conversations with employees. I’d analyse this information to identify patterns or trends, for example frequent short-term absences or common health issues. I would then summarise the findings clearly so managers can make informed decisions. Based on the evidence, appropriate wellbeing strategies and support measures can be introduced. Ongoing review of absence data then provides further evidence to evaluate whether these actions are effective and allows adjustments to be made to help reduce absence levels.


Q2 Explain the importance of using data at company X to accurately determine problems and issues. 

I think it is important to use accurate data because it gives a clear, dependable, and objective picture of what’s happening across the business. When data is accurate, it reduces the risk of making decisions based on assumptions, opinions, or incomplete information. For example, by analysing up-to-date performance metrics, trends, and customer feedback, you can identify real patterns and get to the root causes of issues, instead of just reacting to surface-level problems.
On the other hand, inaccurate or outdated data can create serious risks. If performance data is wrong, managers might invest in unnecessary training, and if customer feedback isn’t dependable, changes could make things worse. Even things like inaccurate absence records could hide real wellbeing issues or create problems where none exist, which can lead to wasted time and resources.
I also think sharing accurate data across teams is key—it promotes transparency, reduces bias, and ensures everyone is working from the same information when solving problems. Regularly monitoring this data helps measure the effectiveness of actions, spot issues early, and make timely adjustments. Accurate data also supports better forecasting and strategic planning, helping the business anticipate challenges, allocate resources efficiently, and stay competitive. Overall, I see using accurate data as essential for confident decision-making, improving customer service, reducing risk, and driving long-term performance improvements.

Q3 Explain the different types of data measurements that people professionals at company X could use.
The main types of data you can use are quantitative data and qualitative data.
Quantitative data is information that can be measured or counted using numbers. It provides clear, objective, and comparable information over time. Examples include the number of employees leaving a company each month (labour turnover), weekly sales figures, test scores, hours worked by staff, customer complaints per month, or production output. This type of data helps organisations track performance, identify trends, and make informed, evidence-based decisions.
Qualitative data focuses on descriptive insights, such as exit interview, discipline and grievance investigation, behaviours, and experiences gathered from customers or employee voice. Using these can help to identify workforce trends, descripted feedback and explain reasons behind those trends this will allow me to make informed and effective decisions for the business.
Using both quantitative and qualitative data helps organisations understand workforce trends more fully. Quantitative data, like staff turnover rates or hours worked, shows measurable patterns over time, while qualitative data, such as employee feedback or interview responses, explains the reasons behind these trends. By combining both types of data, I can identify problems, understand employee experiences, and make informed, effective decisions to improve performance, engagement, and overall business outcomes. This approach ensures decisions are evidence-based rather than based on assumptions.
I would recommend looking at the four sources.
• Scientific literature
• Organisation
• Practitioners
• Stakeholders
You can use this in training sessions by using scientific evidence to select proven learning methods, organise the data to identify the skills and measure training results, use practitioners’ knowledge to design practise knowledge by using practical exercises based on real workplace situation and seek stakeholders input to ensure the training meets the needs of employee, manager and organisation.

Q4. Explain how the application of policies and procedures can inform company X’s decisions. 
At Company X, I would use policies and procedures—like health and safety, equal opportunities, data protection, sickness and absence, and performance management—to give a clear and consistent framework for making decisions. For example, with a health and safety policy, I would make sure we conduct regular risk assessments, provide staff with proper training, and complete incident reporting to help reduce workplace accidents. If an equal opportunities policy is not already in place, I would help create one to ensure fair recruitment, promotions, and treatment of staff, which also supports diversity and inclusion.
I would also make sure we have strong data protection procedures so that employee and customer information is managed securely and in line with legal requirements, reducing the risk of breaches. Reviewing sickness and absence policies would allow managers to track attendance, spot patterns, and put wellbeing strategies in place to reduce absenteeism. Performance management procedures would help with structured appraisals, training needs assessments, and clear goal setting, so promotions and disciplinary decisions are fair and evidence based.
By applying these policies and procedures, I can gather accurate evidence, review options, and make informed, accountable decisions that support both organisational goals and employee wellbeing. I would also follow guidance from trusted sources, like the Health and Safety Executive and CIPD, to make sure our policies stay effective, legally compliant, and relevant to the business.


Q5. Explain how the people professionals at company X can create value for their people, their organisation, and their wider stakeholders.
At Company X, I believe people professionals can really create value for employees, the organisation, and even wider stakeholders by focusing on key areas. Firstly, supporting fair and inclusive practices is essential, making sure everyone is treated fairly and have equal opportunities—for example, through unbiased recruitment or performance appraisals.
I would also focus on helping employees grow through learning and development, such as providing training, workshops, or mentoring programs to build skills and leadership. Building a positive and healthy workplace culture is equally important, with initiatives like wellbeing programs, flexible working, or team-building activities to boost morale and productivity.
Clear and honest communication is another priority, keeping teams informed through regular updates or feedback sessions. Decisions should always be evidence-based, using data like performance metrics, absence records, or survey results to identify needs and make informed choices.
Encouraging strong leadership helps inspire and guide teams, which could include leadership training or mentoring emerging leaders. Promoting diversity and equal opportunities ensures different perspectives are valued, improving creativity and decision-making. Finally, working with others—both inside and outside the organisation—helps build partnerships that benefit employees and the wider business, such as collaborating with community groups or professional networks.
Overall, by focusing on these areas, I believe people professionals can make sure employees feel supported, respected, and able to do their best work, which helps the company succeed in a responsible and sustainable way.




Q6. Imagine you have been successful in your application for the role at company X. Summarise the ways that you could be client-driven and standards driven in your new role, drawing on your previous experience, as necessary.
If I were successful in joining Company X, I would make sure to be both client-driven and standards-driven in everything I do. Being client-driven means really understanding the needs of both internal and external stakeholders and making sure that I respond to them effectively. I would actively listen, gather feedback, and use my previous experience to find solutions that add real value. For example, in my previous role, I worked closely with team members and clients to tailor processes and services to their specific needs, which improved satisfaction and outcomes.
At the same time, being standards-driven is about ensuring that all work meets high-quality expectations and complies with company policies, procedures, and best practices. I would make decisions based on accurate data and evidence, follow clear processes, and maintain consistency in everything I do. In my past experience, I successfully balanced delivering excellent service while adhering to compliance requirements and organisational standards, for instance, completing projects on time without compromising quality or regulations.
I would also combine these approaches by continuously reviewing performance and seeking opportunities to improve. For example, collecting client feedback and monitoring outcomes can highlight areas for development while ensuring that high standards are maintained. By being both client-focused and standards-focused, I would aim to deliver excellent results, support team performance, and contribute to Company X’s success in a responsible, professional, and sustainable way.


Q7. The excel table inserted below shows the hours of overtime worked over a four-week period.
for one of Company X’s clients, Blue Mountain Patisserie.
Your task is to:
calculate the average number of overtime hours worked by each employee during the four-week period.
calculate the average overtime hours as a percentage of the normal working hours.
analyse the results and provide written comments on any issues that the data has revealed suggesting potential problems and solutions.
	Department
	Name
	Week 1
	Week 2
	Week 3
	Week 4
	Normal working hours
	Average number of overtime hours worked per week over 4 weeks 
	Average overtime worked as a percentage against normal working hours

	Shop Staff
	J Scott
	16
	8
	12
	8
	37.5
	11.00
	29.33%

	
	P Mean
	10
	14
	6
	7
	20
	9.25
	46.25%

	
	S Kidding
	8
	10
	9
	10
	20
	9.25
	46.25%

	
	D Jaques 
	9
	6
	21
	11
	37.5
	11.75
	31.33%

	
	K Ritter
	8
	5
	9
	8
	16
	7.50
	46.88%

	
	H Barrel 
	12
	12
	11
	5
	16
	10.00
	62.50%

	
	L Guarani 
	11
	7
	10
	6
	37.5
	8.50
	22.67%

	
	K Pathos 
	10
	11
	15
	12
	20
	12.00
	60.00%

	
	B Sykes 
	10
	14
	13
	14
	20
	12.75
	63.75%

	
	S Grant 
	14
	7
	9
	4
	16
	8.50
	53.13%

	
	P Perfect 
	5
	8
	10
	12
	16
	8.75
	54.69%

	
	H Dumpty 
	4
	7
	7
	7
	20
	6.25
	31.25%

	
	R Rickson
	2
	4
	5
	8
	16
	4.75
	29.69%

	 
	 
	 
	 
	 
	 
	 
	 
	 

	Baristas 
	K Gerbil 
	12
	10
	1
	2
	37.5
	6.25
	16.67%

	
	S Lund 
	10
	8
	8
	8
	20
	8.50
	42.50%

	
	B Bathbun
	5
	7
	6
	7
	16
	6.25
	39.06%

	
	H John 
	4
	5
	4
	6
	8
	4.75
	59.38%

	
	R Rabbitt 
	2
	3
	2
	2
	8
	2.25
	28.13%

	 
	 
	 
	 
	 
	 
	 
	 
	 

	Bakery 
	P Harlum 
	6
	8
	9
	9
	37.5
	8.00
	21.33%

	
	M Hubbard
	8
	6
	7
	5
	20
	6.50
	32.50%

	
	P Boots
	8
	6
	6
	6
	20
	6.50
	32.50%




Analysis of overtime at Blue Mountain Patisserie -
What the Data Shows
Many employees, especially those who work part-time, are doing a lot of overtime. For example, one worker named B Sykes usually works 20 hours a week but is working about 13 extra hours each week on top of that. That means they’re working almost 64% more than their normal hours every week which is the highest of all the workers across the three departments.
Other part-time workers, like S Grant and P Perfect, are also working over 50% more hours than they’re contracted for. This probably means there aren’t enough staff or shifts to cover the work properly.
Even some full-time employees are working extra hours. J Scott, who normally works 37.5 hours a week, is doing 11 hours of overtime weekly. That’s almost 30% extra time each week. It shows the workload might be high even for full-time staff.
In the Barista team, overtime isn’t as high overall but some employees, like H John, who works only 8 hours a week, is doing nearly 60% more overtime. This again shows part-time staff may be covering extra work because there aren’t enough people.
The Bakery team has lower overtime rates, around 20% to 33%, but even this means they are regularly working extra hours beyond their contracts.

What problems this might mean -
Not Enough Staff - Many people working so much overtime means there might not be enough employees to cover all the shifts and tasks. This could lead to employees feeling tired or stressed.
Poor Scheduling -The way shifts are planned might not be efficient. It looks like some people have to do extra hours regularly to fill gaps instead of hiring more staff or adjusting schedules better.
Risk to Employee Wellbeing - Working lots of overtime can make people tired and unhappy, which might cause more sick days or staff quitting. For example, some part-time workers are working more than half again as much overtime as their normal hours, which is a lot to handle.
Higher Costs for the Business - Overtime usually means the company has to pay extra money. If many employees are working lots of overtime, this can cost the business more than planned.

What we can do about It - 
Hire More Staff - If some departments are short of people, hiring extra staff will reduce the need for employees to work long overtime hours.
Plan Shifts Better - Organize schedules so work is spread evenly across the team. This can prevent a few people from always covering extra shifts.
Set Overtime Limits - Make sure no one is working too much overtime. This keeps employees healthy and happy.
Support Employee Wellbeing - Offer breaks, flexible hours, or other support to help staff manage busy periods without feeling stressed.
 Keep Monitoring the Data Regularly - check overtime and staffing levels so the company can spot problems early and make improvements.

My Summary
The overtime data shows that many employees, especially part-time workers, are regularly working a lot more hours than stipulated in their contracts. This suggests the company needs to hire more staff or improve scheduling, so no one gets overworked. Fixing this will help employees feel better and save money on overtime costs.

Q8. Finally, present your findings using at least two different types of diagrammatic forms (for example, pie charts, bar graphs, or line graphs) to make the information easier to understand.



Average overtime worked as a percentage against normal working hours as departments
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Average overtime worked as a percentage aginst normal working hours
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