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Evidence-based practice is about making better decisions, informing
action that has the desired impact (Young, 2022)
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Evidence based practise is a process where evidence from reliable sources is used to develop knowledge and understanding to inform practice (Waite et al., 2021).  As an organisation, we can use data collected from Surveys (Organisational Evidence), Customer Reviews (Stakeholder Evidence) and Benchmarks (Experiential Evidence) to help us. Using the 5 A’s of Evidence-Based Practice (Briner, 2019), Asking a critical question, Acquiring the evidence, Appraising and Assessing the evidence, Applying the best evidence to make a plan and take action and then Assessing the outcomes of the action taken, this can be used to inform principle-led judgements and outcomes for the organisation.
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Accessing and using a wide variety of data helps us to develop factual knowledge and understanding on a wide range of organisational and people issues. In turn, this helps the people function and the organisation to support:

· a positive culture and to maintain employee satisfaction
· recognition of issues illuminated through data
· employee and organisational performance and reward levels
· positive internal and external perceptions of the organisation (Waite et al., 2019)
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There are two types of Data Measurements which we use in People Practice, Quantitative and Qualitative. By using Quantitative Data such as labour turnover, absence rates, recruitment and engagement or job satisfaction surveys, we can track productivity enabling the promotion of employee’s, but we can also use this information to justify the termination or discipline of poorly performing workers. Qualitative contains human observation such as probation review meetings, exit interviews and feedback. This can be used to capture the understanding of the views and opinions of how people feel (John, 2022).  People professionals use four types of data analytics to discover what the data is telling us. Descriptive is used to define data using existing processes, Diagnostic focuses on past performance, Predictive places emphasis on predicting the possible outcome and Prescriptive is used to recommend future solutions.
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Policies and procedures are there to set out expectations. They keep management accountable for how they conduct themselves, they ensure we are compliant with the law and they are there to be used to defend against any employee claims we may have in the future. Using accurate data enables us to put new policies in place, for example, the decision to implement a performance management system. In this situation, performance management data from the business scientific evidence, insights from key stakeholders and professional HR expertise would be used to develop the best performance management system for the specific context (Rousseau, 2020). We conducted a survey in 2020, after Covid lockdown number 1, to gather information on whether employee’s wanted to have the option to work from home. We listened to what they had said and introduced the Hybrid working policy, which adds value to the business as a whole as it is something prospective employee’s look for in a business and it shows we are flexible and that we value our employee’s opinions. 
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People Professionals work with Internal and External Customers & Stakeholders using strategic influencing. They demonstrate their own value by positively influencing employee teamwork, they define a clear purpose and goal for each team, they measure team performance and they reward team excellence (Bright HR, 2022). Organising training for staff who need/ask for it, getting staff involved with surveys where they can voice their ideas & sending them praise for a job well done all helps HR to have a positive influence in the workplace, making employee’s feel included in decision making. HR professionals build trust to build the companies reputation for credibility, reliability and intimacy while acting for a greater good than just their own. They adapt to the style of the target to avoid any unconscious biases and they connect to goals and values (Ulrich, 2018).
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A well-run human resources department manages an essential link to company success, quality workers and exceptional performance. The long-term success and financial performance of a company is usually directly correlated to the talents, motivation and accomplishments of its people. People make and sell products, work with customers and collaborate on decisions. A primary way HR adds value to a company is by promoting this link and persuading company leaders to train and develop employees and reward strong performance through increased compensation and regular promotions. HR is largely responsible for building and managing the systems that recruit, attract, hire, train, motivate and retain a company's best employees.  HR adds value to a business through legal protection from discrimination and wrongful termination lawsuits. HR professionals must be continually up to speed on employee laws and educate business owners and managers (Kokemuller, 2019). HR professionals play a stronger role in planning. HR directors commonly serve on company management teams and participate in strategic planning. This includes assessments of company strengths and weaknesses and projections of opportunities and threats. HR participants contribute the current view and future expectations of people and resource needs, discussion of compensation and training changes and research on emerging opportunities and threats.
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Good HR Practice is needed for a HR department to reach its full potential and for an organisation to optimise its human capital investment. They form the foundation and guidance for managing the company’s employee’s and should coordinate with the executive business plans. A crucial HR practice is to always maintain transparency and be open with employees regarding the success and failures of the business. Organizations that foster an open environment of feedback and communication make employees feel trusted, respected, and valued. Choosing employee benefits that provide the greatest value which may help to retain the best employee’s. Employee incentives such as Pay Rises, Bonuses and recognition for the work they do shows employee’s that you care about them and the value they add to the business. 
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People professionals can create value by enhancing working practises using social media. It can be used to promote engagement and involvement, it can support the inclusion of individuals and teams, it encourages collaborative working, supports employee morale, it can be used to support well-being and is a great way of communication. Business pages and social media accounts are hugely beneficial, people like to hear from other real people. Companies that allow their staff to share the happy environment of their workplace will engage and deliver a positive brand representation to a wider audience. Social media can also be a great place to recognise the achievements of employee’s such as work anniversaries, new members and employee’s of the month. Although it does have a lot of advantages, it does come with some disadvantages especially if it is poorly managed. It could be used to spread false information, bullying and intimidation, it can pose a data security risk and can instigate negative mental health effects.
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HR professionals understand the impact culture has on employee engagement and business performance. But what is harder to establish, is which particular aspects of culture drive superior business performance and positive engagement by managers and staff and how to measure it. A strong customer culture is founded on the belief that “what’s best for the customer is best for the business”. HR plays a strategic role when it engages in activities that can be directly seen to support the business strategy and drive business performance. Development and measurement of the firm’s level of customer-focused culture is one of those activities. By helping to strengthen customer-focused behaviours of leaders and staff, identifying weaknesses and their relevance to business results, and measuring progress, HR professionals make the link between culture and business performance tangible, relevant and a top priority for senior management.
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Quality of Work Survey
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The charts below represent the data collected from the survey in each department:
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Survey Results Outcome

Looking at the results displayed from the Administration Team, which has 65 employee’s, 4 of which did not respond, they all feel as though their work continues outside of their hours, they either know they are not or think that they are not allowed to work from home and they are not provided with any flexible working. These issues could be the main cause of them not feeling valued by their manager, being disgruntled and not using their own initiative in their job roles, resulting in them potentially leaving the business.  Robert Half (Robert Half, 2019) found that the benefits of offering flexible working included Reduced stress and Burnout & Better Job satisfaction which Administration seem to be lacking in.

The largest department, Research and Design who have 412 employee’s, 22 of which did not respond, seem to have the most mixed results. Although they agree that they are expected to work outside of their hours, with almost half of the employee’s saying they find they find it difficult to fulfil commitments outside of work, they say they feel secure in their job role and they feel valued by their line manager. They are allowed to work from home & they are being offered flexible working which could be contributing factors to their happiness.  In a study conducted by Forbes (Robinson, 2022) they found that remote working increased employee happiness by 20%, which seems to be the case in this department.

The Marketing department reflects a  more accurate collection of data due to 18 out of 18 staff responding to the Survey. The majority agree that they are provided with opportunities to develop their skills & they are able to use their own initiative in their job roles. A small buisness study (Kokemuller, 2019) found that the advantages of employee involvement were that the employee was more commited, had better ideas and increased productivity. Contrary to this, 8 out of the 18 say that they don’t feel secure in their role, which could lead them to having less motivation.
Although the survey can provide quick data it does have it’s disadvantages, especially due to non respondants. It is important that we take these into consideration. The Government Statistical Service (O’Farrell, 2020) found that the failing response rates increase the risk of non-response bias, which can mean the different departments may be over or under-represented in the results. We need to listen to these responses & find out how we can improve them and what the underlying issues are.
Absences
Having reviewed the number of absences for each department, I have identified the following:

Administration has cost the business 0.19% of the yearly salary for the whole department in 3 months.

Research and Design has cost the business 0.23% of the yearly salary for the whole department in 3 months.

Marketing  has cost the business 0.05% of the yearly salary for the whole department in 3 months.

Figures demonstrated in tables below:

[image: image11.png]Marketing | £560

Administration £2,963

Research and Design 66,660

Cost of pay for absentees lost while off sick

0 10000 20000 30000 40000 50000 60000 70000





Reference list (Data Analysis)
Kokemuller, N. 2019. Advantages & Disadvantages of Employee Involvement. (online) Small Business - Chron.com. Available at: https://smallbusiness.chron.com/advantages-disadvantages-employee-involvement-21399.html  (Accessed 13 June 2022)
O'Farrell, K. 2020. Do you understand your survey non-response rates? – GSS. (online). Available at: https://gss.civilservice.gov.uk/blog/do-you-understand-your-survey-non-response-rates  (Accessed 13 June 2022)
Roberthalf (2022) 5 benefits of flexible working for your employees. (online) Available at: https://www.roberthalf.co.uk/advice/human-resource-management/5-benefits-flexible-working-your-employees (Accessed 13 June 2022)
Robinson, B. 2022. Remote Work Increases Employee Happiness By 20%, New Study Finds. (online) Forbes. Available at: https://www.forbes.com/sites/bryanrobinson/2022/05/05/remote-work-increases-employee-happiness-by-20-new-study-finds/?sh=5e854d6b3183  (Accessed 13 June 2022)

Word Count 511.

