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Principles of Analytics
1. Explain what evidence-based practice is and how it might be applied within an organisation. (AC 1.1)
Evidence-based practice refers to a process where evidence from reliable sources is used to develop knowledge and understanding to improve practice. It can encourage critical thinking in challenging situations and allows the reader to judge multiple sources of data before making an informed decision (Waite et al.,2021, p.47). It can be applied in an organisation as it can promote good decision making, which can drive the business so they can achieve increased productivity and efficiency. There are six steps to evidence-based decision making and these are asking, acquiring, appraising, aggregating, applying and assessing data, which can lead a business making more effective decisions (CIPD, 2023). These steps will help the organisation to apply evidence to the practice and will contribute to good decision making. Using data from different sources can provide a more advanced approach when looking at employee performance, by conducting fairer appraisals to evaluate performance. A downside is that making the wrong decision, for example conducting poor appraisals due to inaccurate data, can cause issues between the employees and the business, which may cause conflict. Additionally, evidence-based practice can help if any issues arise by looking at solutions from multiple sources providing, they are reliable. For example, they could look at a fairer appraisal process and see if it’s worked for others. This could lead to increased employee retention and engagement, as staff would feel as they are getting accurate feedback on their performance to allow them to improve. Overall, using evidence-based practice with reliable and multiple source data allows businesses to gain a better understanding of working practice. 

2. 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)
It’s important as it allows them to have a better understanding of the working practice and how the data must be reliable for it to be used. This will benefit the business, as it will stop the same mistakes happening when it comes to decision making and will help them grow, (Ibarrera, 2020). Additionally, it can strengthen the integrity of HR and their input as they can see what has been done before if an issue arises. Which will allow them to back up their information with evidence and it helps to make decisions, as high-quality data is more useful compared to inaccurate.  Moreover, if a business regularly uses recruitment sites to attract certain employees on the market, using data can potentially provide cost savings. They will be saving money on the recruitment sites as they might not be worth the money if the employees end up leaving after a short period of time. 
Furthermore, data is important for businesses as they need to ensure that they have accurate data when looking at issues as it can cause problems with productivity and can affect the businesses reputation and brand them as unreliable. ‘Reliability is concerned with consistency and accuracy’, (Waite et al.,2021, p.51). This is important as unreliable data can cause problems in an organisation when wrong decisions are made. Using a staff survey to gauge how employees feel about a certain conflict that has happened recently, can provide both positive and negative outcomes. A positive outcome would be that the issue gets resolved and there is accurate data to document it from multiple reliable resources. On the other hand, it could lead to high staff turnover and poor performance, due to the employees not wanting to be in an organisation that has inaccurate data. 

3. Explain the different types of data measurements used by people professionals. (AC 1.3)
Data measurements are described as either quantitative or qualitative data. Quantitative data looks at numerical data such as pie charts or graphs that use figures, (McLeod, 2023). This can be based off employee absence and turnover rates. Which can be measured by looking at who has the most absence and which months and years were most popular with leaving and absence rates. 
On the other hand, qualitative data involves descriptive data such as staff surveys or employee performance reviews, (McLeod, 2023). Staff questionnaires could be used when measuring qualitative data as it is more efficient. However, the questions will need to be specific to the aim of the survey, as some employees might not fully understand and will use it as a tick box exercise.  It can help to get employee feedback by conducting exit interviews to see how they are feeling to gather information about why they are leaving. Also, to see if there is anything they could have done differently to avoid this. Both data types help the business to have an insight on things they can improve on and a better understanding of their organisation in more depth by using evidence-based practice. There are four types of data that are outlined by the CIPD, and they are Scientific Literature, Organisational data, professional and stakeholders, (Waite et al.,2021, p48). All can help when dealing with disciplinary action with an employee. You would gather information from Acas to know what the legislation is and by gathering organisational data from within your own business. The length of service is useful as wealth of experience could be irreplaceable. This can be found by looking at how many disciplinary’s this person has had over a period and what actions have been taken to resolve. 

4. Explain how the application of agreed policies and procedures informs decisions. (AC 1.6)
The application of agreed policies and procedures informs decisions by putting in place fair policies that contribute to ethical practice and which do not discriminate. An example could be an equality and diversity policy, as it will promote a positive workplace culture and environment for all staff, especially when treating everyone fairly. It will also improve the internal process in a business, by ensuring consistency (Rethore, 2024). In addition to this, having agreed policies and procedures that comply with the law and legal compliance can offer guidance to staff on how to handle a variety of situations. This can help people to understand what is expected of them and by ensuring that they follow the organisation’s rules and culture. Moreover, GDPR plays a vital role in a businesses policy as they need to ensure that data is recorded and stored correctly. Also, when a workplace has a code of conduct it allows them to set policies and procedures in place so that they remain fair and consistent across the board. For example, if a business has a strict uniform policy that they require everyone to adhere to, they include it in their code of conduct so that they remain fair and non-bias with their employees. Policies support and drive client focus as a business must ensure that they treat their clients fair and ensure that it’s consistent, this will lead to employee engagement as they will feel valued in their role. 

5. Explain how people professionals create value for people, organisations and wider stakeholders. (AC 2.1)
HR create value for people as they help to sell the services to their customers, which creates value for all its stakeholders, (Waite et al.,2021, p.61).  They play a vital role in creating value as they hire the correct selection of people who align with their organisational culture. By doing this, it creates an inclusive culture that ensures the working environment is respectful for everyone. Also, having a good onboarding for staff is beneficial to ensure that they are eased into the workforce. They aim to ensure that the employees are well supported throughout their employment, as engaged and trained staff can drive the businesses success, which plays a part in creating value for stakeholders. Moreover, HR create value for organisations using social media, by making sure they have the right brand awareness which can be created through digital marketing. This helps the organisation to attract the right employees for them, which will help its culture. It is important to remember that to remain competitive in a fast-paced environment or a big organisation that value is created through the people and what their attitudes to the workplace are, (Waite et al.,2021, p.61). HR can also create value by using reward systems such as monetary compensation or non-monetary, and will improve employee morale and motivation, whilst benefiting the business. Lastly, the employee lifecycle is different for everyone, but HR can help them through the cycle if any are struggling which creates an open and honest culture where employees feel valued. Improved quality of work will be produced where the employees are motivated, (Schooley, 2023). 

6. Summarise the ways in which you can be customer-focused, and standards- driven in your own context. (AC 2.2).
Our external customers are our clients who rely on our services that we provide, and our internal customers are our employees as we have a duty of care to them. We can be customer focused by showing our clients empathy and compassion, for example if they are struggling with deadlines, we could offer to expand it or provide a more flexible solution that will benefit them. Monitoring the feedback, we gain from both our clients and our employees ensures that we can identify issues that need improvement to make it a better experience for them. Furthermore, to be standards driven in our organisation, we ensure that we are compliant with all the up-to-date legislation and any changes that could affect our clients to ensure that everything is correct and legal. We perform regular quality of work checks to limit errors. For example, we will need to ensure that the quality of service is high to attract potential clients and to keep the existing ones. This ensures that we gain high client satisfaction and could lead to potential growth of the client base. Moreover, this could impact our internal customers as they will feel pride when being involved in a company that promotes good quality of work, and they listen to the clients and understand their needs. This will increase employee engagement and motivation. We have an impact on them as we display core behaviours as found on the progression map which can provide support and guidance to our employees. We act with integrity and ensure ethical practice is followed, through consistency and solid decision making and policies (CIPD, 2024).  

	
Section 2 
· show as a percentage the number of employees leaving each department, each year 
· present the overall total leaving rate for the whole organisation as a percentage, for each year.  (AC 1.4)

Present your findings using at least two appropriate diagrammatic forms so it can be easily understood by end users.  
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1. Having analysed your findings, comment on any issues that the data has revealed and propose potential solutions. (AC 1.5)
After analysing my findings, it is evident that 2020 had the biggest turnover, predominately in the packing and despatch department. A correlation can be made between the impact of covid on manufacturing businesses. It is clear that this department produced the highest turnover. However, it may be worth looking at the age demographic as it’s a physical job and could lead to stress and more incidents at work. The managers play a vital role in a department, and they help it run smoothly, if there is a negative working environment it could impact staff retention rates. This is because people will not want to attend work and could lead to an increase in sickness absence as a result. A solution to this would be HR conducting exit interviews. Alternatively, it would be beneficial if staff leaving fill out a survey, this would indicate staff concerns and areas for improvement. Subsequently, this would allow us to see a decrease in the turnover within the packing and despatch department. In addition to this, I can clearly see that the marketing department had the lowest turnover overall, this could mean that the current workload and staffing levels is suitable and works well for them.
Additionally, marketing shows that there a significantly low proportion of turnover. This could be due to there not being much change in the industry. They had a steady turnover the last four years, which shows them to be a successful department. On the other hand, packing and despatch have the highest rate, it could be due to increased stress in the department. Additionally, this could be due to a poor working environment or being short staffed, covering annual leave can contribute to high stress levels. In support of this Forbes (2024) asserts that too much stress can take a negative toll on employee’s health and wellbeing, which can in turn contribute to increased leaving rates. 
When analysing the total turnover per year I can see that 2020 has the highest turnover. The reasons for this could be the impact that covid had on local business, private and public sector organisations. Many businesses were putting staff on furlough which was not paying very well. This could have contributed to the increase in turnover. To fix this issue, a business could only hire the number of staff that is needed and implement flexible working arrangements.  










Reference list
CIPD, (2023) ‘Evidence-based HR: Make better decisions and step up your influence’, Evidence-based HR: Make better decisions and step up your influence | CIPD, (Accessed on: 11 December 2024)
Ibarrera, (2020) ‘What is Data Accuracy, Why it Matters and How Companies Can Ensure They Have Accurate Data’, https://dataladder.com, (Accessed on: 12 December 2024)
Mcleod,S (2023) ‘Qualitative vs Quantitative Research Methods & Data Analysis’, https://www.simplypsychology.org, (Accessed on:12 December 2024)
Pham,E (2024), ‘Workplace stress: Causes, impacts and solutions’, Workplace Stress: Causes, Impacts And Solutions, (Accessed on: 16 December 2024)
Robbins L, (2021) ‘How Important is Data Accuracy to Your Organisation?’ How Important is Data Accuracy to Your Organisation? » BDI,(Accessed on: 14 November 2024)
Rethore C,(2024) ’5 Reasons why policies & Procedures Are Crucial for Businesses’ 5 Reasons Why Policies & Procedures Are Crucial for Businesses, (Accessed on: 29 November 2024)
Schooley, S (2024) ‘Boosting Business Success: The benefits of highly motivated employees’, Benefits of Highly Motivated Employees, (Accessed on: 16 December 2024)
Waite, K.et al (2021) People practice: a complete guide. London: KoganPage.





Number of employees leaving each department per year
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