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AC 1.1

Evidence-based practice according to Barends, Rousseau and Briner in 2014, involves the use of multiple sources of scientific evidence and empirical results as a means of attaining knowledge, noted by Waite et al (2021, P. 46). 
Barends and Rousseau also describe, “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 (a) 2023).

The application of evidence-based practice includes feeding the brain with multiple sources of good quality evidence. There is a huge amount of available information, therefore you should be careful what you trust. Using evidence-based practices enables you to sift through information to make decisions on the best critically appraised available to hand.
Barends et al (2014: 2), recommended that evidence should be obtained by; asking; translating a practical issue or problem into an answerable question, acquiring; systematically searching for an retrieving the evidence, appraising; critically judging the trustworthiness and relevance of the evidence, aggregating; weighing and pulling together the evidence, applying; incorporating the evidence into the decision making process, assessing; evaluating the outcome of the decision taken noted by Armstrong (2023, P. 110).

In times of significant change, it’s essential for decisions, actions, and behaviours to be guided by clear principles and beliefs. While rules and laws set boundaries, relying solely on them may result in unintended outcomes (CIPD (b) 2023). There are four sources of evidence to evaluate before making direction decisions including academic research where the availability of appraised research is abundant and crucial for relevance and trustworthiness. Secondly, Organisational data highlights issues that need to be addressed, this information can be external or internally e.g., our employees job satisfaction or reasons for leaving. Practitioner expertise: professional specialised knowledge built through reflection of past similar actions. Stakeholders: gather knowledge of your stakeholder concerns to provide a base to analyse evidence to reflect their values and concentrate on what they deem important (CIPD (c) 2023). 
Comparing and analysing outcome measures, such as organisational data, offers credible and reliable justifications for individual customer treatment. These results can also be grouped for aggregated analysis, empathising the assessment of service quality.










AC 1.2
Informed, accurate data is important for organisations to enable better decision making. You can be more confident in decisions if they are backed with accurate, relevant data as evidence to support. People analytics is analysing data about people to solve business problems. This data leads to enhancing morale and improves retention rates. Using people analytics data is crucial as it can measure your workforce, enables effective evidence-based decisions, demonstrates impacts of HR policies and can estimate the financial and social returns on investment of change initiatives (CIPD (a), 2022).
Evidence-based professionals make better informed decisions by looking at the balance of probabilities, indications, and sometimes tentative conclusions. Proof or guarantees are impossible to find (CIPD (a), 2023).
Data can have a significant effect on organisational culture, Jessica Hoskin of the financial times in a 2O21 case study describes that they collate people data to make staff happy, build high staff retention rates and improve productivity (CIPD, 2021). Data used correctly enhances organisational performance, wellbeing, and perceptions.
AC 1.3
People professionals utilising different types of data measurements as a guide to inform and support principle-led judgements and outcomes for an organisation, use that data to effectively predict something. 
Quantitative data is objective, it can be described through numbers i.e., the number of your employees (CIPD (a), 2022). Qualitative is useful for understanding the `what’s and `how` of something, it describes the qualities observed and is subjective i.e., exit interview notes. 
Qualitative data can be turned into quantitative data. For example, a performance appraisal can be summarised as a performance rating (CIPD (a), 2022). 
People professionals need to use quantitative and qualitative data for the organisational purpose, e.g., assessing absence and turnover figures, the qualitative data will allow us to understand why it’s happening, whether that be sickness, bullying and quantitative will show you how often. 
This research utilising data measurement methods provides clarity for performance and reward, logs the different reasons for dismissals, so HR can focus on removing the trends. You can also assess their organisations skills and competencies and put in place features that will benefit staff and the company, including employee exit surveys giving leavers a voice to air feedback to impact change.
You can also log diversity and inclusion details to inform future decisions. Wellbeing is a much more well-known factor in a modern workplace; therefore, wellbeing surveys can be crucial to creating a positive working environment. Plus, measuring data can assess change agendas, and policies and practices, Rousseau and Barends in 2011 said that “Blind faith has no place in professional practice.” Increasingly, it is being emphasised that people professionals should adopt an evidence-based management approach to the development of HR strategies, policies and practices expressed by Armstrong (2023, P. 109).

AC 1.6
Workplace policies and procedures play an important role in informing decisions, as they make clear the values of the organisation and establish positive cultures. The CIPD’s profession map describes the legal obligations: `building trust by role modelling ethical behaviour and applying principles and consistently in decision making`, Waite et al (2021, P. 59). Evidence provides a base for grounded and transparent approaches to informed decision making and is essential for legal and reputational purposes, as well as contributing to company policies for consistent decision-making and equitable treatment of employees.

Policies and procedures such as social media can support and drive customer-focused strategies, as they allow for high exposure to customers, gets you to where the customers are and encourages collaboration and feedback. 

Applying policies and procedures can eliminate the opportunity for bias, research by Koch and partners 2015 identified that most people cannot recognise when their judgement is biased, Waite et al (2021, P. 60), therefore policies must be implemented correctly to best inform decisions and judgements. 



AC 2.1

People professionals create value for people, organisations, and wider stakeholders by ensuring ethical principles are maintained whilst in the process of selecting and hiring new employees. They can measure staff talent, and evaluate gaps that are missing, they fill in what can be missed, and `make something as complex as organisations and their people simple enough for the flow of value through people to be understood` Eugene Burke (CIPD, 2021).

During onboarding, people professionals play an important role in designing, developing, and evaluating the policies of the process. They will often be the first point of contact of the organisation to ensure the process is completed correctly, during the onboarding lifecycle, the employer brand is on full display and must show its full value (CIPD (d), 2023).

When people professionals keep their eyes on data to anticipate future trends and impacts to their organisation, they can lead to support and develop employee talent (CIPD (b), 2022), they are also central to performance management and reward, by empathising HR practices and processes that are fit for the purpose to help employees see the connection between organisational and individual objectives (CIPD (c) 2022).

When people professionals are involved in the job design, it creates job autonomy for the workforce, establishing the strengths and weaknesses in a job to form the basis of a clear job and person description to find the best fit for the organisation. “The success of businesses starts and ends with your people. People practitioners bring management practice to managing people especially in professional areas such as employee relations." Alan Price, CEO, Bright HR (CIPD (e), 2023). People professionals must be the independent voice between employers and employees, they add value by providing opportunities for individual voices or collective channels. 

AC 2.2
A Gifford et al report on `Customer views on HR`, summarises that HR can be customer-focused by engaging more seriously in finding out customer needs and experiences of current HR services. 
HR needs to be responsive, clear about its services, and efficient in responding effectively.

By being standards driven, you set quality standards and they should be a priority for any organisation, for example in Hywel Dda’s organisation leadership development, our aim is to have a leader in every seat, whatever grade or band level they are. By setting these standards, we ensure they are focussed into every customer interaction. 

Within organisational development, the importance is high in achieving and maintaining a strong customer focused ethos, our direct customers are the leaders within Hywel Dda, the leaders with control over their teams, who look after the population of Mid and West Wales, therefore our direct customers have ultimate responsibility, the best approach for providing customer satisfaction is by developing a customer focus. 

Armstrong (2023, P. 4) notes three components; HR systems, HR strategies, HR policies and practices, and they all need to be value-driven. Hywel Dda has clear sets of values, and any organisation with a value-drive philosophy will aim to ensure their current and future employees have the right set of skills and values. When every employee displays values such as integrity, humility, resilience, vision, empathy, compassion the end result is high customer satisfaction, preserving the customers beliefs in the service.
 
A resource detailing standards-driven is the CIPD’s profession map commercial drive (CIPD (f), 2023), you can create value by demonstrating drive and personal responsibility by creating a culture that prioritises the understanding of customer needs to enhance customer value. By creating a deeper understanding of your customers, during onboarding of new employees, or development training, this creates the instincts to deliver high-quality service to apply and maintain the customer service standards. 

Delivering an exceptional service to customers from a HR perspective can be aided by a SWOT analysis, by gaining an understanding of the strengths and weaknesses of the organisation, when highlighted, change can be delivered as they are often internal factors that can be controlled by HR. 












SECTION 2 - 

AC 1.4
In this section I used Microsoft Excel to assess the leaver data supplied by the organisation. Firstly, I sorted the leaver data to group the reasons for leaving the organisation, there were 54 leavers with 15 different reasons for people leaving.
I decided to express the totals by percentage as they can compare reasons with different types of observations. Using a scale of 0 to 100, the reasons can be compared quickly and easily.

I also sorted the average length of service in each team by adding the individual team’s length of service together for e.g., the tenancy team of which there was 3 members, spending 2 years 7 months, 9 months, and 3 years 2 months with the company. Then I totalled the number of months together which totals at 78 months and divided by 3 (as there was 3 members of the team), totalling 26 months as the average length of service for the tenancy team. 
The average length of service is shown in ascending order as it can be easily compared across the table efficiently. 

	Reasons for Leaving
	Number of Leavers
	Percent %

	Retirement
	3
	5.555

	Resignation - Whilst under Investigation
	1
	1.852

	Resignation – Promotion
	4
	7.407

	Resignation - Pay / Benefits related
	10
	18.519

	Resignation - Moving from the Area
	2
	3.704

	Resignation - Job not as expected
	6
	11.111

	Resignation - Change of Career
	5
	9.259

	Resignation - Caring Responsibilities
	1
	1.852

	Resignation
	7
	12.963

	Redundancy
	1
	1.852

	Maternity non returner
	2
	3.704

	Ill Health
	6
	11.111

	Failed Probation Period
	1
	1.852

	End of Contract
	2
	3.704

	Dismissal – Summary
	3
	5.555

	
	54
	100%





	Company Team Name
	Average length of service in months

	Regeneration
	11

	Lettings
	14.5

	Supported Housing
	21

	Income
	22

	Finance
	23.5

	Green Spaces
	24

	Tenancy Team
	26

	People Services
	33

	Housing
	73

	Community Engagement and Partnerships
	75

	Governance
	79

	Customer Services
	89

	Business Services
	94.5

	Property Team
	95



AC 1.5
The data collated into the graphs indicates that there is a high number of leavers due to pay related benefit concerns 18.5% total, and a high number of resignations in general, 67% in total. The organisation management would do well to look at the job benefit and pay packages to install a scheme that staff are happy with, employee cooperation would be extremely beneficial to stop the rise in resignations, to find out what the workforce would be happy with, taking into account exit interview notes on the topic, and gathering feedback via an anonymous survey with current employees on what will help reduce the number of people leaving. 

Employees leaving due to the job not being as expected 11% total should be a high concern, as a result HR could be more involved in making the job descriptions more accurate and creating more autonomy for the workforce, they can establish the strengths and weaknesses of the different roles, to form the clear job description to get the right fit to stay a considerable amount of time with the organisation. This particularly is required for the lettings team with 4 out of 5 employees leaving within a year in the job, noting that the job was not as expected as the main reason. 

Positively, based on the findings, there are clearly great cultures in customer services, business services and property teams within the organisation. Management should take time to understand the positive culture where the employees feel appreciated and are staying a long time within the organisation, the property team the highest average team in post with 95 months. Use this evidence-based information to enhance the average months of service time for the people services (33 months), tenancy (26 months), green spaces (24 months), finance (23.5 months), income (22 months), supported housing (21 months), lettings (14.5 months) and regenerations teams (11 months), to bridge the gap to the other 6 company departments. 
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