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Slide: Evidence-Based Practice. Definition ‘The idea that good decision-making is achieved through critical thinking and drawing on the best available evidence’ Types of evidence-based Practices, Scientific literature, Organisational data, Expertise and judgement of practitioners, managers, consultants, and business leaders (Young, 2022)
Notes- Evidence-based practice is making decisions within an organisation based on collected and analysed data through multiple sources that have critically appraised. Organisations will used evidence base practices to make decisions that create value, improve culture and benefit customers and stakeholders. Using evidence to make decisions stops biasness and ideas susceptible to errors. (Briner, 2019)
The types of evidence-based practices include Scientific literature; this can be found in the form academic journals and articles. With modern day research evolving and becoming more accessible organisations can readily access relevant and trustworthy information. (Young,2022)
Organisational data through either external or internal sources can also be used. External data can be collected through customers and clients e.g. customer feedback, reviews and repeat business. Internal data can be collected through hard data: productivities and retention rates and soft data such as employee surveys and one to ones. (Young, 2022)
Expertise and judgement of practitioners, managers, consultants, and business leaders is professional and specialist knowledge built up over time through experience and should not be confused with personal opinions. (Young, 2022)
[image: Graphical user interface, text, application

Description automatically generated]
: The Importance of Data? Six Steps. Why does it need to be timely? Ethical? Accurate?
-Data is the foundation of evidence-based decision making. Without collecting, analysing, and translating the data there is no bases to make an educated and resourceful decision and could in both the short and long term negatively affect the organisation.
There are six steps to combining evidence (collecting, analysing, and relating data): asking, acquiring, appraising, aggregating, applying, and assessing. (Young, 2022)
Asking: to fix or improve within an organisation, first the problem needs to be translated into a question.
Acquiring: the process of collecting the data relating to the question
Appraising: Sorting through the data to determine if the data is relevant and authenticity 
Aggregation: Processing the data together and making it comparable 
Applying: Using the data and evidence to support the decision-making process 
Assessing: Evaluate the decision’s outcome 
Why does the data need to be timely? Organisations, demand, and technology evolves at a rapid rate, it would be redundant and negative for the organisation to use out of date data. The data may have been relevant and trustworthy at the time, however, may not be relevant at all now. 
Ethical? In an ever growingly diverse world, it is important that the data used is ethical and supports this. This could be diversity and fairness within the workplace, sustainability in the organisations processes and Wellbeing. (Clark, 2015)
Accurate? This relates back to the appraisal step in combining evidence. The data needs to be relevant to the questions being asked. If the data is not relevant, trustworthy or up to date it is not answering the questions and can negatively affect the organisation decision making and the organisation.
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:Data Measurements. Types of data measurements. Quantitative Data. Qualitative data. How to use this data to support effective decision making. (Mohdzaini, 2021)
Two types of data are quantitative and qualitative. Quantitative data is measured solely on numbers and is objective. Examples include productivity levels, retentions rates, female employees in management position, average age, or diversity in the workplace.
Qualitative data is the ‘what, why and how’ and it is subjective. Examples are one to ones, exit interviews, performance reviews. Some of this data can be translated into quantitative data for example exit interviews can be logged as numbers in reasons for leaving.
The data can then be used to highlight where improvement is needed e.g. diversity within the workplace or productivity rates. The data can then be analysed and used as evidence to support the decision-making process. 
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: Making choices and informed decisions. Using: Organisational policies, procedures, and other forms of evidence. (Gifford, 2016)
-Having policies and procedures in places helps employees give employees and managers guidelines and safety within their roles, it allows them to understand their roles within an organisation and the reasoning behind decision making and assist themselves with their own decision making, this can help create a better workplace culture, which, in time adds value to the organisation. 
Other forms of evidence to support making choices and informed decisions could be accessible information, such as, relevant organisational risk assessments or training – it could be as simple as an employee deciding whether to carry a heavy object themselves or with someone else.
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: Creating value of customers and stakeholders. Who are customers and stakeholders? What is creating value? What are the benefits?
-People professionals may not have a direct line or relationship with customers and many stakeholders; however, their role can have direct influence on customer’s and stakeholder’s experience and relationship with the organisation. Correct recruitment, training, policies and procedures will govern the employees within and organisation and will cause a knock-on effect that will reach the end consumer and back into the organisation again. For example, hiring the right sales manager into a position and training them in adherence to the organisations training protocols, policies and procedures will create better training and understanding for the sales assistant in their management, this will create better sales and repeat custom, which will increase company reputation and profits, adding value to the organisation, a better workplace culture can be developed which should fall down the change back onto the sales manager and could include rewards for meeting targets etc and the cycle continues. 
Value and benefits can be created this way, as well as other ways such as by identifying training requirements for employee or identifying out of date policies that can affect the day-to-day procedures and slow productivity. Analysing purchasing data and patterns can be shared and be used to support evidence-based decisions.
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: How can people professionals benefit others? Supporting good practice. Open cultures. Commitment. Engagement.
-By promoting good practices within an organisation people professional can help improve positive company culture and productivity. In the US ‘69% of Millennials would rather make $50k a year at a job they love than $75k a year in a boring job.’(Courtnell, 2022). By creating a company people want to work and stay in, retention increases lowering the cost of replacement recruitment and training, employee training, developing and progression is identified and acted on, adding value to the organisation as well as the individual.
Open workplace culture is the idea of adapting a ‘culture built on a philosophy of collective consciousness’ (Fletcher, 2018) The idea destroys hierarchy, fixed processes and procedures and allows for collective responsibility and creativity. According to one advertising agency that has adopted open culture ‘In five years we have tripled in size, swept up at awards ceremonies and, frankly, surprised the whole industry by coming out of the shadows and into the limelight with some of the most exciting and effective creative work in the world.’ (Jameson, 2015)
Commitment means the attachment and loyalty, the desire to remain and believe in the values and goals of an organisation. HR can develop this through communication of decisions and goals, allowing for stakeholders to see that an organisation is committed to them through benefits and progression for example. (Smith, 2015)
‘Employee engagement is the emotional connection employees feel to the company, its mission, and values. It is what drives the employee to go above and beyond the basic requirements of the job.’ (HR’s Role In Employee Engagement: The Essential Guide, 2019) People professional can manage a relationship between management and staff to support, encourage and measure employee engagement, to motivate and inspire them. A connected and engage workforce will impact profits by increased productivity and improved customer service. Organisations my also see fewer absences and higher retention.

[image: ]

: Social Media. How can it be used to improve communication and practices? Externally. Internally. Risks

-Social Media has fast encroached all our lives and should be carefully utilised by organisations to improve communications and practices both internally and externally. Social media can include internal forums such as Microsoft teams, through this channel organisations can collaborate on project, share documents and policies, procedures and risk assessments can be kept up to date and available to all staff at all times, staff can message each other both privately and in groups, emojis/likes can also be added to comments to show appreciation. Private Facebook groups can have a similar use as a communication platform and can be an alternative to leaflets or mass emails that are not engaged with.

Externally social media can be used to spread awareness of an organisation or support recruitment campaigns as well as organisation using platforms too publicly thanks and apricate their staff or customers, positive word of mouth discussing a good relationship or service with an organisation or alternatively advertise negative views of an organisation – this is where social media can have a negative effect on and organisation or a stakeholder. Bad reviews can affect recruitment and customer engagement with an organisation. Some organisations may review employee’s personal social media, being able to advertise where you work and then add a negative perception of the organisation can breach organisation policies and put employment at risk.  (Fournier,2020)
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Within my own role at TSDSU, the recruitment, training and policies I provide directly impacts the customers. As a Venue manager, it is important that all my bar staff are trained and understanding of satisfactory customer service and providing a high standard service. This is provided with regular one to one, identifying training and progression and ensuring a safe and diverse working environment, this attitude reflects on to the customer and a better service is provided.
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Review of trends and themes that are shown through the data analysed from a mini survey carried out in three departments: Research and Design, Administration and Marketing.

Research and Design and Administration show a similar ‘Non-Participant’ rate where as Marketing shows a 100% engagement within the department. ‘For organisations, research has repeatedly shown that measures of engagement go together with higher performance.’ (Gifford & Young, 2021)

Looking at the statics in Marketing it shows that the Management of this department is communicating and adding value to the organisation, this can be seen as majority of employees feel they have the scope to use their own initiative in their job role, are provided with the opportunity develop their skills, believe their line manager values their work, they do not feel they are expected to work outside office hours and have a low absence rate and feel they have a healthy work/life balance. However, communication can be improved as 100% of the department were unaware of the availability of job-sharing opportunities. ‘CIPD’s 2020 Resourcing and talent planning survey report recommends: Increase efforts to develop and update internal skills focusing on internal mobility and Increase focus on flexibility and work-life balance by explicitly offering flexible working arrangements.’ to increase productivity, motivation and value. (Quilliam, 2021)
Administration shows strong trends of a ill work/life balance, ‘It’s difficult to fulfil commitments outside my work because I spend too much time on my job.’ and ‘I’m expected to complete my work outside of my contracted hours’ have a very high agreement rate and could relate to poor productivity or understaffing with the department. Research in understaffing shows a reduction in productivity and quality, increased stress and increase in illnesses, (6 knock-on effects of being understaffed, 2022) this knock-on effect can be seen as 89.23% disagreed that ‘Absence rates in my department are low’.

In Research and Design have good understaffing of flexible opportunities within the organisation, communication and awareness of these policies can be improved upon. Within this department it also shows the work/life balance is similar to that of the Administration department and may be suffering from understaffing as well. The lack of belief in job security can also play a part in the under-productivity of the department as ‘study found that employees who feel their job security threatened were more likely to suppress personal values and pretend to embrace organisational ones. Such responses were linked to their intention to leave and reduced affective commitment.’ (Houghton, 2017)


	
	Research & Design
	Administration
	Marketing

	Working days lost in three-month period
	250
	31.5
	2.5

	Projected average loss in 12 months (if cont.)
	1000
	126
	10

	Cost of pay for absentee assuming full remuneration
	£65,660
	£2962.50
	£560
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