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A briefing paper on how evidence-based practice and analytics are used by the people function.

· Explain what evidence-based practice is and how it might be applied within an organisation. (AC 1.1)
Evidence based practice is all about making decisions based off the most valuable evidence available such as trends/figures or information from trusted resources. This method prevents people from making snap decisions or assumptions as it allows you to take a step back to study all available information to achieve the best outcome. (Evidence-based practice: an introduction 2017)
An organisation should have certain systems in place before applying evidence-based practice, first step would be to ensure leaders and managers possess the knowledge and skills needed to carry out EBP and also getting in the habit of making more evidence based decisions by reviewing published evidence and high quality research. A company may use the rational decision-making model this is where decisions are based off analysis and facts and are carried out in a process, by following this model managers are less likely to go wrong. The CIPD recommend several sources of evidence to consider these are internal and external values and opinions, this source would include employees, directors, department managers, customers, suppliers and stakeholders and a people professional would look to gather information of any concerns they may have. Scientific literature on people management is another source to consider.

· Explain the importance of using data in organisations and why it is necessary to ensure that data is accurate when determining problems and issues. (AC 1.2)
An organisation would need processes in place to gather information needed for EBP, Inaccurate data can lead to misinformed decisions being made. A CIPD survey found that the most common metrics reported to management are employee head count, employee turnover rate and absenteeism rates, therefore an up-to-date HR system that collects all relevant data is essential for a business. If the company isn’t currently carrying out exit interviews that could be a huge loss of valuable data, If there were to be any concerns about retention/turnover rates there would be no leaver reasons collected to report back to company directors, organisations that lack any holding of data would find it difficult to track and plan the company’s growth. Another factor to think of before looking at data such as surveys is how many people were answered the survey and was it given to every department in the organisation, all these factors can affect the results and eventually any decision made from the gathered data. To ensure that the data being collected is accurate and valid you may carry out frequent audits, this could be financial records and market trends. By carrying out solid data risk management, organizations can ensure their data assets are gathered, stored, and used in a manner that allows them to make critical, data-driven business decisions with confidence. (teammate 2023)
 
· Explain the different types of data measurements used by people professionals. (AC 1.3)
Qualitive data or in other words data captured using numerical information such as employee headcount or ages, this can be used to show turnover rates, absence rates and leaving figures. Qualitative data can be classed as performance appraisals or exit interviews, surveys and group discussions also count as qualitative data. (CIPD 2022). When addressing concerns surrounding an employee's performance managers will carry out a performance discussion/appraisal, it’s important that the points of improvement discussed during the meetings are recorded and kept on file as you may want to refer to the agreed improvements if there is no change in the employee's performance. It's common for the HR department to hold all disciplinary information as a way of keeping track of sanctions given, this would include minutes from investigation meetings and any evidence gathered each sanction given will be visible on the employees records for 12 months, if any other issues arise within the 12 months a people professional would need to refer to data help previously to understand what level of warning the employee is on. An example of data that is a mix of both qualitative and quantitative is managing absenteeism by using the Bradford Factor, this is a formula used to get an idea of an employee's absence occasions throughout a 12 month period the downside of the Bradford factor is although it will allow HR to track the number of days an employee has been absent it won’t show reasons for each absence which is an important fact to take into account before escalating to a possible formal absence meeting, this information would have been gathered separately via returns to works or sick papers. 
 
·  Explain how the application of agreed policies and procedures informs decisions. (AC 1.6)
It’s important that every company big or small has policies and procedures in place these would be stored in a company handbook and openly available to all employees, it gives clarity to employees dealing with a certain issues for example if an employee felt discriminated against they could see clearly from the policy what the organisations stance on that subject is. managers use these as guide on a range of employee issues, certain policies would need to comply with the law, but others could be related to reward and mirror the company's strategy and long-term goals. without relevant policies and procedures in place there would be a lack of useful data to analyse, reasons for ending an employee's employment can be based off the policies that have been embedded although it’s recommended to follow ACAs code of practice companies will also have written procedures to deal with situations such a redundancy, conduct and capability (CIPD 2023). Certain polices such a compassionate leave are actively reviewed, for example changes have been made recently to the number of paid days an employee would be entitled following the death of a loved one raising from 3 to 5 days, each company is able to choose the number of days they will allow off paid. Compassionate leave can be a difficult policy to implement and follow as everyone’s circumstances are different, if the policy limits compassionate leave to immediate family members such as father, mother, daughter, son, brother or sister, some people may have an auntie uncle, grandparent that they see a parent.
 
· Explain how people professionals create value for people, organisations and wider stakeholders. (AC 2.1)
People professionals are involved in each stage of employees work life cycle, from recruitment selection right to end of employment, a 2022 CIPD podcast explained how the HR role has changed throughout the years from simply creating contracts ensuring people get paid and that companies are lawfully compliant, today the workplace is hugely different and there are many more steps in the life cycle and the role that people professionals play in it. People issues are a bigger focus than years ago topics such as diversity and inclusion, mental health, retention and development. In between the start and end of an employment, a HR professional is involved in training and development, wellbeing, recognition and reward. Although there is an argument that most HR departments can’t cover all these needs and that as a department it is still seen as a ‘paper pushing function’. Larger companies may have a ‘Talent Team’ which focuses on maximising the potential of those working in the organisation through development opportunities with their main aim being retaining top talent. HR create value for line managers and leaders by assisting with recruitment needs in the relevant departments, administrative tasks, professional advice and dealing with any performance concerns they may have within their department,
 
· Summarise the ways in which you can be customer-focused, and standards-driven in your own context. (AC 2.2)
The HR department may not deal directly with the external customers of the company but that’s not the say we don’t have a responsibility to serve internal customers, whether this be by always conducting yourself in a professional manner, being open to collaboration with other departments and listening to their opinions or concerns. Seeking feedback from other departments on how HR as a department can improve or what they would like to see from the department is good way to get feedback and make employees feel that their voice is being heard. Shared services are where tasks are spread across a number of departments for example the onboarding process of an employee is started by HR and shared with Payroll, this involves both departments sharing information such a job title, personal details and pay rates, fostering a collaborative approach with other departments is a way of strengthening the working relationship resulted in positive results for the overall organisation. Ensuring HR as a department is up to date with the latest developments and trends and any ethical standards relevant to people practice. 
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[bookmark: _Int_GAeVabbB]Looking at the leavers information gathered you can clearly see the leading reason for employees leaving is due to pay/benefits related reasons, these results may prompt the organisation investigate what rewards/benefits are currently in place and ways to improve or incorporate other benefits.  although pay increases and bonus’ are the most sought-after reward there are many non-financial rewards organisations can implement such as extra annual leave for length of service milestones, it’s important that there’s an element of fairness when it comes rewarding employees, appraisals/check ins are a good opportunity for an employee to raise any concerns which can be addressed long before they come to the decision to resign. Research suggests that over a third of employers in the UK cannot state their annual turnover rate, 70 percent don’t know how their turnover rates compare with other companies in their industry (Taylor 2010). A CIPD survey of over 6,000 UK workers found that 1 in 5 workers would look to quit their current job within 12 months, a third (35%) of those are moving for better pay and benefits elsewhere. From the data gathered joint third is ‘ill health’ this relates more to the employee’s personal situation and not a negative point against the organisation, this is as long as the company has supported those individuals throughout their sickness/health issues during their employment, people professionals have a duty of care to all employees anyone in that bracket should’ve been offered welfare meetings and occupational health referrals depending on their situation. The second most popular reason for leaving was ‘Resignation’ at 12.9% this reason is quite broad, and the company may have benefited from digging deeper to find out the reasons surrounding the resignation this could’ve been done via an exit interview with the employee or an exit survey. Only 1.85% of leavers were due to a failed probation period, I think this data reflects good recruitment and selection methods, if this number was higher it could be recognised when reviewing recruitment costs. Although the regeneration department has the lowest average length of service, it’s important to understand this is due to the fact that there is only one employee in the department who has a service length of just 11 months, it’s possible this could be newly created department in the organisation.  ‘job not as expected’ was joint third at 11.11%, this leaver reason could relate a poor job advert/job description, taking a look at current role profiles and comparing it to the actual day to day role can lower this percentage, if the advert is showing 5 main responsibilities but in reality the role requires the employee to take on a lot more responsibly this can cause them to feel stressed and out of their depth eventually resulting in a resignation. 
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