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AC 1.1 Explain what evidenced-based practice is and how it is applied within an organisation.

Introduction 
Evidence based practice was pioneered through the field of medicine. It was used by medical practitioners to rely on relevant evidence to make clinical decisions. Since then, evidence-based approach is used by many disciplines including HR. The basic idea of evidence-based practice is to make better decisions by critically examining the best available evidence. The practice shifts any bias, trends, or fads away from real, factual data and information. 
The process of EBP involves gathering single or multitude forms of evidence, having an increased awareness of the situation through critical thinking, using analytics to create a logical judgement, and then finally making an informed decision. 

 
Evidence based practice (EBP) is a process where decisions are made upon facts and evidence rather than assumptions, bias or predisposed ideas or intuition. It is based upon the principle of objectiveness when integrating evidence into practice to have a favourable outcome (CIPD, 2021d). EBP placed into the context of organisation means HR professionals and managers research information, collect data, and use analytics to address issues within the management or organisation and make the best-informed decision by establishing the connection between people management and business outcomes (Consultancy.eu,2021).


There are 4 components of EBP which is also is regarded as sources of evidence or data. I will explain two sources and compare the outcomes to show how each source can be used for evidence-based practice. 

Scientific literature provides data produced from scientific research or findings from empirical studies. Scientific academic journals specially psychology and sociology research literature help HR practitioners to use this source of knowledge in their professional practice (Waite, et al.,2021a). Sometimes literature reviews are done by organisations to find whether certain work concepts are supported by scientific evidence. For example, CIPD approach CEMBa to review scientific literature to learn about work motivation and its corelation to work performance (CIPD, 2021c). 

Organisational evidence are internal data drawn from within the organisation. Collected data relating to productivity, onboarding metrics, exit interviews, etc provides an invaluable insight into company’s current practices and effectiveness. HR practitioners then can revaluate policies or practices regularly to check if it is having a positive effect on recruitment, retention, and employee satisfaction. Exit interviews provide insight about the employee experience and reveals important issues in the management or company. 







Conclusion 

People practitioners have a moral obligation to use facts derived from data when making decisions. Managerial decisions that are based on personal judgement or experience can negatively affect the organisation’s performance and culture. Because a fundamental principle of evidence-based practice is that the quality of our decisions will be better the more we use trustworthy evidence. Therefore, through conscientious, explicit, and judicious use of trustworthy evidence (Sackett, D. L, et al., 1996) from multiple sources and critically appraising it will improve the quality of effective decision. 



AC 1.2 Explain the importance of using data in organisations. 
Introduction 
As mentioned above, data can come from different sources and used for different purposes. Data gives us a look into the present or past, but it is only when information is interpreted out of those facts can data make sense. Although data on its own doesn’t serve any purpose unless analysed and interpreted, it can be used to measure both internal and external business activities. 
The importance of being a data driven organisation is to maintain a competitive edge. Data culture is becoming more popular to make strategic decisions. People analytics is a tool HR practitioners can use to collect data to improve employee morale, retention, measure workforce in areas such as productivity, diversity, and inclusion (CIPD, 2021a).  One example of company using people analytics data to keep their employees is google (Withgoogle.com, 2018). Google being a data rich company launched “Project Oxygen” to better understand what can make managers great at google. To this day, they still conduct research using people analytics to create a better work environment for their employees. 
 CIPD also conducted research with several organisations as how they are using people analytics to solve some of their business challenges. One of the case studies was of Barnwood Trust who used people data from their HR information system and external salary benchmark to ensure fair pay and encourage staff to take time off. (CIPD, 2021b). So why did they use people data to make decisions? It’s because people analytics identifies factors that has an impact on employees, management, and company overall. 
In the same way, data driven HR can benefit from data as it streamlines HR function. Data provides insight to recruitment and onboarding, measures success of training, development and policies, enhances employee experience, improves productivity and wellbeing, drives diversity and inclusion. 


Conclusion
Data is an indispensable tool that provides undeniable evidence in contrast to anecdotal evidence or assumptions which might lead to wasted resources due to actions based on incorrect conclusion (Rizzolo, 2021).  Although not all data can be 100% accurate at all times, however data collection process should be maintained throughout, so it adheres to reality. Large companies with huge resources should invest in data culture and business strategy with people strategy to create optimal value creation via evidence-based decision making. 

AC 1.3 Explain different types of data measurements that people professionals use.
Introduction
People practitioners can place any research data into two broad categories: quantitative or qualitative. Depending on the nature of intended outcome, HR professionals can use either or combine them together to make informed decision. 
Quantitative data can be counted and measured and is expressed in numerical values. It is used to measure trends or patterns and is collected using surveys, closed ended or multiple-choice questions, or database reports. Data on employee turnover, absence rate, diversity and inclusion, employee engagement or job satisfaction can be gathered using quantitative data analysis (Waite,et al., 2021b).For example- data on absence rate over a given period using quantitative measurement helps to identify the frequency or averages of employee absence in each period. This helps HR professionals to understand the underlying cause on absenteeism. Any sort of absence can have a negative impact on the business function. With information from quantitative analysis, HR teams can manage direct and indirect cost of replacing absences by developing a well-rounded absence management policy, support well-being of employees, reward good attendance, consider flexible work (Simhon, 2023).
Qualitative data comes from personal accounts or documents that are observed (Hoover, 2021). It is descriptive and cannot be measured numerically. It is collected through questionnaires, interview records, focus groups, performance reviews or appraisals, exit interviews, research interviews, observations, etc.    . This type of data help HR professionals to understand the motive and action of employees. It also presents real employee voice and track work performances. For example, Periodic performance reviews allows HR to formally assess an employee’s ongoing and past performance, communicate expectations, and provide feedback on issues or areas where they can improve. The criterion of appraisals is to encourage growth and development, increase engagement, and productivity.



Conclusion
Quantitative and qualitative data are important as it helps HR better understand employee with both statistics and observations. These data are sometimes combined to complement each other to gain a holistic view and make better decisions. HR practitioners should understand that data analysis should not only benefit the HR strategy but also people strategy. By collecting, analysing, and measuring data HR should be able to create a better learning and working environment for their employees. 




AC1.6 Explain how the application of agreed policies and procedures informs decisions. 

Introduction 

 Policies and procedures are written guidelines or rules which are approved way to conduct specific situation (CIPD,2022b). Agreed policies and procedures brings clarity with situations, consistent action plan, compliance with rules and regulations, and creates high standards of work with smooth internal processes. 


HR policies and procedures help management deal with a range of employment issues in an organisation. Together, they help in successfully running of business along with creating a fair, inclusive, and positive work environment for employees and management (CIPD, 2022c). It is very important that all HR policies are highly accessible to employees, so they know to deal with outcome from a certain situation. HR policies speeds the decision-making process as guidelines on how to act and conduct a situation is already in place. For instance- Employee conduct policy outlines the guidelines on drugs and alcohol use, and if an unfortunate case was to occur it helps managers and HR practitioner to say what is and what is not acceptable at work (Snook, 2021).  Thus a decision made by people practitioners using agreed policy guidance, he or she will feel more comfortable delegating the decision to people as they will have set guidelines within which to make choices (Referenceforbusiness,n.d.).


In UK where it is a legal requirement to have a health and safety policy to ensure their employees have a safe working environment (HSE,2019). Employers have a duty that their employees are provided with training on how to act when there is potential risk to health and safety. In grievance policy, employers must follow a formal procedure to address an employee’s problem (GOV.UK,2016) and employee can know what steps to follow. If these policies and procedures are not followed or implemented correctly, it affects the business strategy. Policies and procedures reflect the value and vision of the company and if not done correctly it impacts the reputation too. 



Conclusion
 
Organisation policy and procedure help in maintaining consistency in informed decision making as it sets clear guidelines and expectations on how the organisation operates.  These policies not only help with effective decision making but also regulate legal compliance to ensure customers and employees are supported with the decisions made within established policies and procedures. 
Customers also look favourably on companies that demonstrate their ability to make decisions based on the agreed policy and procedures. 




AC2.1 Explain how people professionals create value for people, organisations, and wider stakeholders. 

Introduction 
HR resources support the day-to-day activities of people function, but there is more to that which is value creation. The role of HR being transactional has long being criticised, and employees want to see the transformational aspect of HR. 
Stakeholders value means creating the optimum level of returns- financial, emotional, and functional (Indeed, 2021). 

According to Brockbank (2018), HR professionals can create value for its employees with an integrated HR strategy. By aligning HR practices and policies such as employee development, performance evaluation, employee life cycle, job design, structure, etc with business strategy, people professionals can boost employee morale, set clear guidelines and expectations. 
According to Burke (1971) having a clear understanding that people and HR processes- hiring, training, or reward should be seen as a form of investment. One example through which HR professionals can create value is through employee life cycle. From employers’ point of view, creating value starts at the initial stage of attraction. However, understanding the employee life cycle from employees’ point of view is different (CRC, 2019a). For example, personal growth is the key to retaining talent within the company (CRC, 2019b) and if a company doesn’t realise by acknowledging this, their talent will move elsewhere. Through HR best practices, HR professionals need to ensure that a purpose driven attribute in talent management need to be embedded to have a better talent acquisition (Komm, A. et al, 2022).  By incorporating purpose driven metric into compensation and performance, HR can drive employees’ motivation and perception that companies are not just fixed on the transactional element of work. 

Monitoring the different stages an employee goes through an organisation helps HR professionals to make informed decisions that will benefit both the stakeholders and organisation. Successful application of employee life cycle can help identify the gaps in recruiting, onboarding and retention processes. 






Conclusion 
Long term value create should take account the interest of all its stakeholders. Value creating companies create more jobs (Geodhart and Koller, 2020) and the notion of value creation has changed from profit to investment in human capital. People professionals are challenged to deliver organisational goals along with creating long term value which means that HR value proposition should produce positive outcomes for all key stakeholders. 






AC2.2 Summarise ways in which you can be customer-focused, and standards driven in your own context.

Introduction 

In today’s world, customers focused shift from service economy to experience economy where experience is regarded as a repository for value and companies can exploit that to create competitive advantage (Rao, 2017). This means that customers are seeking the experience that comes from buying a service or product. 

Customer centric approach is a strategy that puts customers at the heart of their decision-making process to ensure loyalty, satisfaction, and retention. (Frankenfield,2021). As HR professionals, it is important to understand the needs and demands of customers. Being customer-focused and standards driven is to be commercially driven which requires an HR professional to understand the business strategy through its HR function (Change board Team, 2011a). This means that HR strategy should align with the commercial strategy for maximum efficiency. For example, when initiating a new project, it requires an in-depth knowledge of the cost-benefit associated with the decision made will have an impact on the business and its people. By closely working with business leaders and understanding what the organisation’s overarching goals and values are, people professionals can link people strategies with commercial strategies. In the same 
To build a strong customer base, HR can take approaches to encourage team collaboration, build a customer-centric culture, act on customer feedback to improve processes or service, using data to create shared value, and most importantly think from the customers’ perspective. 
Standards are an agreed way of doing things and provide a reliable basis for organisation to regulate quality and safety of products and services (CIPD,2022a). HR practitioners can use regulatory standards to create customer-focused ethos which adds credibility to the organisation. This ensures taking accountability, responsibility and sustainable practices while driving profitability and commercial strategy of the business. 







Conclusion 

Inconclusion, HR practitioners can add value by closely collaborating with business leaders to deliver the strategy through targeted interventions, processes, and policies (Change board Team, 2011b). Understanding commercial element of the organisation HR can create synergy between the other areas of HR expertise and organisation’s main goals.


AC1.4 Conduct common calculations to interpret organisational data.


 To better understand and interact with data, basic calculations can be used like averages, frequencies or percentages. 
To display the data for Department C and D, I will be using percentages to visualise it. Data visualisation is important when interpreting data as it communicates information derived from raw data in a clear manner. Without data visualisation it is difficult to see the correlation between the two departments and examine the factors that are easily missed but plays a huge part in the successful running of the 
departments. It helps us see in resource allocation, performance of individual departments, and employee engagement (Prijic, M., 2022). 
Here we can see there are six age-groups of people ranging from 16- to 80-year-old. 

	Age Group
	Depart. C Numbers 
	Depart. C
Percentage
	Depart. D 
Numbers
	Depart. D
Percentage

	Age 16 to 25
	32
	18.6%

	0
	0


	Age 26 to 35

	12
	6.9%

	2
	2.2%


	Age 36 to 45

	32
	18.6%

	4
	4.4%


	Age 46 to 55

	27
	15.6%

	9
	10%


	Age 56 to 65

	51
	29.6%

	20
	22.2%


	Age 66 to 75

	17
	9.8%
	55
	61.1%

	Age 76 to 80
	               1  
	0.6%
	0
	0

	Total
	172
	         100% 
	90
	           100%





AC1.5Present findings in different formats to enable informed decision-making. 




Figure1- Department C (Total employees-172)

In Department C, we can see the age diversity however, there is still a large amount of aging workforce. 51 individuals which is 29.6 % of the 172 individuals employed in the department are between age 56-65. It is seen that they are nearing retirement age. In a policy briefing from CIPD (CIPD,2016), they highlight that HR professionals have an important role in embedding a cultural change in work as individuals live and work longer. So it is necessary to provide a well-rounded flexibility strategy as older individuals often have health and caring responsibilities, launching an age confident campaign to build awareness as older individuals experience prejudices against their health, flexibility and skills in general. 
As people professionals, we need to cater to the specific needs of the people in different age groups. We can study trends, patterns, and motivation of how different generations of people view work and what life stage each group is on.








Figure 2-Department D (Total employees-90)



In contrast to Department C, we can see that there are no employees employed between the age of 16-25 and only 2 people between age of 26-35. From people professional point of view, a workforce with only a particular age group of people runs with a risk of continuity.  It is concerning as there is lack of diverse ages in the workforce. Having a multi-generational workforce can bring diverse skill sets in the department (CIPD, 2015b). Young professionals having a greater familiarity with technology than the mature counterparts (McQuerry, 2016). 

In department D, 55 out of 90 employees are working even after the state pension age. Although there are many reasons why some employees chose to continue working, it is an HR professional’s duty to provide the support they need. For example- flexible hours or competitive wages could help the aging workforce to support the extension of working life. Research conducted by the CIPD, it was found that those in the 25-40 age group values work that will make them feel appreciated in the workplace (CIPD, 2015b). However, those in the younger age group may treat their job as a steppingstone to other things in their life.  

Conclusion
So as a people professional, understanding that there is a lack of shared interest when it comes to different age groups as different employees are at different stage in life. Creating a succession plan, measure the age demographics of the workforce on an annual basis to see what is changing, being open to new talent pool and opening recruitment plan for all age groups are some of the ways an HR professional can help create value and organisational performance.  
Creating a purpose-driven job where all employees feel they are creating a difference due to their work, and recognising and rewarding employees for their loyalty and dedication is something HR practitioners should bear in mind no matter what generation group they are working with. 


TASK 1 main body count- 1506 words 

TASK 2 main body count- 482 words
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Department C 

percentage	
16-25 age	26-35 age	36-45 age 	46-55 age 	56-65 age 	66-75 age 	76-80 age 	18	7	18	16	30	10	1	

Department D 
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