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Briefing paper
Section 1
Q1- AC 1.1: Evidence based practice is about ensuring that decisions made within an organisation are based on evidence obtained from multiple reliable sources which are then used ‘to develop knowledge and understanding to inform practice’ (Waite et al. 2021, p.47). Evidence based practice is essential for People Professionals who are every day involved in making difficult and complex decisions for a business, whether that be through policies, procedures or recruitment. The research and evidence enable us to make better, more informed decisions and therefore ‘creates a stronger body of knowledge and as a result, a more trusted profession’. (CIPD, 2023). 
When deciding on the best technology to use to obtain evidence, Briner advises that ‘rather than using technology for its own sake, organisations should leverage it as a tool to support decision-making and align HR practices with organisational objectives’ (Bergström, 2023).  Briner developed a six-step approach to guiding HR professionals through the process of making evidence-based decisions and the steps are as follows:
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 (CIPD, 2023). 
We may use these steps when recruiting for a position which requires the candidate to drive, the applicants have strong CV’s and experience but are non-drivers, so how will they get to work each day. Through research we can learn what other successful companies have done in this situation or what viable and legal strategies we could implement such as offering salary sacrifice to pay for driving lessons or put on a minibus for our employees to travel to and from work each day. The research would highlight these potential solutions and show which ones should be most successful, we can then put this into practice with a new policy and monitor the results. 
[bookmark: _Hlk152413447]Q2- AC 1.2: Using data enables HR professionals to gain ‘insights into employee behaviour, performance, and overall company culture.’ (Cambridge Spark, 2023). In turn the data then allows us to make informed decisions in the best interest of the organisation to create a positive organisational culture, recognising and addressing any issues and ultimately improving the overall performance of employees and the organisation. It’s essential however, that the data obtained is accurate, valid, and reliable in order to ensure the integrity of the evidence, achieve the desired outcome and avoid any biased or opinion-based ‘evidence’ which could lead to inaccurate results and poor decision making, ultimately costing the business unnecessarily. Accuracy can be improved by obtaining a variety of different sources, using different collection methods, and obtaining data over different time periods. According to Waite et al. (2021, p.48) there are 4 sources of evidence which are:
Scientific evidence which is available through literature-based research. The types of literature most used are Management and HR literature, but Sociology and Psychology literature are also very useful ‘when gathering information about motivation and engagement relevant in the fields of reward and performance management.’  (Waite et al. 2021, p.48).
Organisational evidence is obtained through the organisation itself by reviewing both HR and customer data to inform decision making. For example, we might use this type of evidence when looking at high absence rates within departments, reviewing the return-to-work data to inform decisions about how we address any issues or finding internal initiatives that may have worked previously. 
Experiential evidence is obtained from people within the organisation who have experience of the subject or anyone within the business who has relevant knowledge on the topic who can provide advice or suggest different approaches that have previously been successful. 
Stakeholder evidence which you obtain via stakeholders, employees, shareholders, and customers which provides valuable information about how decisions will be received and what the likely success of those decisions will be. 

Q3- AC 1.3: There are two main types of data measurements used by people professionals which are: Quantitative data and Qualitive data and which one you use will depend on what type of information you’re trying to obtain. 
[bookmark: _Hlk152411663]Quantitative data is expressed in numbers and is ‘useful when you need to measure trends or patterns over a period of time’ (Waite et al. 2021, p.50). For example, we would use this data when looking at things like, the number of employees and their average age, absence rates over a period of time, time taken for new starters between application and start date for recruitment purposes and diversity and inclusion data. We obtain this type of data usually through HR Systems which we can then export and analyse or through information provided in employee surveys. 
Qualitive data on the other hand is ‘non statistical and based on meanings that come from words’ (Waite et al. 2021, p.50), and it is often used for capturing how employees feel. For example, we would capture this data from performance appraisals, exit interview notes and training session feedback forms. 
Both types of data are useful in providing evidence, however, they do also require further analysis and critical thinking to establish what the data is telling us. We can do this by using one of the 4 different analytical methods; ‘Descriptive’ provides an overview of past HR activities; we use this for things looking at how many employees were recruited during a certain period. ‘Predictive’ looks at historical data we can use to predict future trends such as rates of employee turnover. ‘Regular’ gives us guidance to put in place measures such as training programs to reduce skill shortages. ‘Diagnosis’ looks at past discoveries so that we understand what happened and why it did to learn for the future.  (Cambridge Spark, 2023).
By using these types of analytics, they will enable us to understand the current data and help inform future decision making in the best interest of the organisation. 

[bookmark: _Hlk153702098]Q6- AC 1.6: It is vital to have agreed policies and procedures in place as these provide the guidelines and criteria to inform decisions within an organisation and ensure that decisions made are fair and consistent and that all employees are treated equally. Having accurate policies and procedures in place also ‘ensures compliance with laws and regulations, gives guidance for decision-making, and streamlines internal processes’ (PowerDMS, 2020)
so, it’s important to ensure that all employees are aware of these and that they have read them. Having agreed processes in place also provides data, we can then use the data to review the policies and procedures to see whether they’re fit for purpose or whether they need to be amended. Employees should refer to the policies and procedures in place when making decisions and so it is important that these are kept up to date. By ‘following policies and procedures, organisations will use time and resources more efficiently’ (PowerDMS, 2020) as employees will understand what is expected of them and line managers will feel more confident in their decision making having agreed policies to refer to and this will allow the organisation to run more smoothly as a whole and reduce mistakes occurring. 


Q7- AC 2.1: People professionals create value for people, organisations and wider stakeholders through many ways such as:
Recruitment and Retention- HR is responsible for advertising, attracting, recruiting, onboarding, and retaining a company's best employees. Hiring and retaining talented employees is the key to success for any organisation and People Professionals play a key role in this. 
People Performance- People professionals play a vital role in implementing performance management systems and support line managers to have constructive conversations with their employees to improve performance. They also implement initiatives such as wellbeing and performance benefits to improve employee engagement and retain staff. 
Learning and Development- The HR team develop learning programmes to upskill staff and foster employee growth. Successful implementation of learning and development plans by People Professionals have been found to ‘Improve workplace culture, bridge skills gaps and increase employee retention rates’ (Personio, 2023). 
Protection from Lawsuits- People Professionals develop policies and procedures that are fundamental for organisations with employees as they provide guidance on both the employers and employees responsibilities in line with current employment legislation. By employing People Professionals who have a good grasp of employment law, an organisation will ‘benefit from improved employee morale and productivity, increased attraction and retention of top talent, and a positive reputation’ (Evans, 2023). 
Q8- AC 2.2: Being customer focused and standards driven means having a ‘customer-focused approach, and demonstrating the commitment to deliver results that create value for the organisation’ (CIPD, 2023). In any business, it is vital to put the customer first, going above and beyond what is required to meet their needs and to always be open to feedback. This is a fundamental way in which businesses identify where there is room for improvement and boost their performance. We can help our customers feel heard by asking for their opinions and suggestions through things like surveys. We can also provoke a sense of belonging in our external customers by including them in our internal decisions such as inviting them to be involved in recruitment decisions by having them on the interview panel.  Whilst it is important that organisations focus on their external customers, it is also vital that we remember to listen to our internal customers i.e. our employees as they are the heart of the business and to consider the needs and voices of all relevant stakeholders. According to Blanchard and Bowles ‘when your internal customers are happy, they’re more likely to take the necessary steps to ensure that your external customers are happy’ (Aster, 2023). Organisations need to be open to collaborative working, suggestions for improvement and employee feedback, ensuring our actions as a whole correlate with our values. The People Team play an active role in being able to implement initiatives which will help our internal customers such as effective training and opportunities for professional development, creating opportunities for a better work life balance where possible, fair pay and rewards systems and leading the way with open and honest communication.  
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Q1- AC 1.5: The first graph doesn’t show which department the employees leaving are from so it’s difficult to ascertain which areas of the organisation need investigating further. It would therefore be beneficial for this information to be included in the evidence. The biggest reason for employees leaving is due to pay/salary, so a suggestion would be to review pay and implement salary benchmarking to compare pay packages with other companies and avoid losing employees to competitors which is costly to the organisation.  Another area highlighted in the graph requiring attention is the amount of people leaving due to the job not being as they expected. According to Radford HR (2018), overselling and under-delivering ‘is one of the leading causes for employee resignations during the probationary period.’  The organisation can use this data to review the job descriptions, recruitment and onboarding processes to identify where the process is going wrong, ensure that there is follow through from interview to onboarding and confirm what actions can be implemented such as providing more informative induction plans and better training to new starters. Another reason requiring focus is ‘ill health’, the organisation should review its wellbeing policies and ensure that they’re supporting their employees to stay in work by making reasonable adjustments and providing emotional support. Finally, there is a big percentage of resignations with no explanations, this area can be addressed by reviewing the exit interview processes. Whilst it’s not compulsory that employees provide a reason for their resignation, it’s important that we’re asking the question and creating a safe space for employees to feel comfortable sharing this information. 

The second graph was difficult to calculate and doesn’t make for straightforward reading because the data is in precise years which to find the average for, requires converting the data to months and then back to years, resulting in Regeneration being 0.91.  A simpler approach might be to round the figures up in categories such as less than 2 years’ service rather than 1 year 7 months. Although the graph shows the length of service within specific teams, it doesn’t explain their reasons for leaving so you would need to look at exit interview notes from each department to ascertain this information. The graph demonstrates that the teams requiring attention in terms of turnover rates are Regeneration and Lettings, but the results also raise the question whether departments such as the Property Team and Business Services may benefit from new employees who can bring fresh ideas in those fields. However, to determine this, we would need to confirm how many employees there were in each team and their individual lengths of service. The graph provides insight that there may be cultural issues going on within certain teams which need addressing such as Regeneration and Lettings which could be causing people to leave and on the flip side suggests that employees within Business Services and the Property Team might be happy. The graph interestingly also shows that the highest average length of service within the organisation is roughly 7 years, we would need to investigate why this is and why most employees are not staying longer than this, it could be to do with age or ill health and so again it would be useful to have this information contained within the graph. 
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54 Leavers


Dismissal - Summary	End of Contract	Failed Probation Period	Ill Health	Maternity non returner	Redundancy	Resignation	Resignation - Caring Responsibilities	Resignation - Change of Career	Resignation - Job not as expected	Resignation - Moving from the Area	Resignation - Pay / Benefits related	Resignation - Promotion	Resignation - Whilst under Investigation	Retirement	5.5E-2	3.6999999999999998E-2	1.8499999999999999E-2	0.11	3.6999999999999998E-2	1.8499999999999999E-2	0.12959999999999999	1.8499999999999999E-2	9.2499999999999999E-2	0.11	3.6999999999999998E-2	0.185	7.3999999999999996E-2	1.8499999999999999E-2	5.5500000000000001E-2	Reasons for leaving




Average Years of Service

Years of Service	
Regeneration	Lettings	Supported Housing	Finance	Green Spaces	Tenancy Team	Income	People Services	Housing	Community Engagement 	&	 Partnerships	Governance	Customer Services	Business Services	Property Team	0.91	0.96	1.77	1.96	2.0099999999999998	2.16	2.75	2.75	6.08	6.22	6.58	7.43	7.87	7.9	Teams
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