Your Guide to data analytics in Human Resources

1.1 Evidence-based practice.
Evidence-based practice is where practitioners can compile evidence from multiple sources to aid decision making in an organisation. It is common for organisations to have constant change, and where there is change, there is decision-making.  By gathering evidence from reliable multiple sources, professionals are more equipped to make decisions as they can take a more knowledgeable approach to the decision, according to Waite, et al (2022, pp. 46-47).  Decisions in an organisation rely on good quality evidence instead of sole opinions. These opinions can be untrustworthy and based on perception rather than facts, the people professionals described this in ‘Evidence-based practice: an introduction (CIPD, 2017, 1:20). It is common for industries such as health care to rely heavily on Evidence-based practices this is because it has increased safety, lowered risk and overall has better patient outcomes (Oxford Review, 2022).  The Department of Health (2021) stated that ‘Implementing evidence-based practice is a key part of improving outcomes for people in hospital.’ This highlights how important the implementation of evidence-based practice in a work environment can be and how most organisations completely rely on these types of procedures. 

1.2 Importance of using data.

Data is used everywhere, in professional lives and personal lives. To quote Google (2021) ‘The more data we have, the more problems we can solve and the more powerful our solutions can be.’ Data is a collection of facts and data analysis can reveal important patterns and insights about that data. In an organisation, the use of data is heavily relied upon to make decisions because leaders and people professionals want to make the best possible decision for the business. For example, data will be used for talent acquisitions, recruitment professionals can collect multiple sources of data such as CV’s, questionnaires, and screenings. They can also tailor the certain data they need to collect during the hiring process for example, during an interview there may be a theory section and a practical session. Hiring managers can analyse the collected data to conclude on which employee is best suited to that role. this was highlighted by Google Career Certificate (2021). As people professionals, it is important to emphasis the use of data within the department. Since online platforms, we have seen a reduction in paper systems and GDPR has never been more important to make sure employees data is stored correctly. However, this data can drive the organisations functionality and enables people professionals to manage employees in ways such as productivity and performance, (Michael Page, no date). 

1.3. Different types of data measurements.

Data is a collection of information which people professionals will use to analyse something for decision making. There are two types of data used in organisations which are qualitative and quantitative data. There are a variety of differences between both, but quantitative data involves numbers, (Study.com, 2021). Examples of quantitative data within human resources is information based on metrics where people professionals can analyse to identify any trends or patterns in the workplace. Organisations may have collections of quantitative data for training and development. A training matrix can provide data as a percentage, for how many employees have completed allocated training courses for example. Another use of quantitative data is absence tracking, this can be split by department or the entire organisation, this data can be used to investigate absence trends in a workplace as highlighted by Leatherbarrow and Fletcher (2019, p.597). Qualitative data can be data based on perception, opinions, narratives or even images. The Grad Coach (2021, 04:36) shared the 6 most popular qualitative data analysis methods. One method that is used frequently within people practice is ‘Narrative analysis’. Narrative analysis is where you listen, take note or record someone’s perception or opinion. Like telling a story. Examples of this will be annual appraisals and performance reviews with employees. This information is shared from one individual to another and can be used to determine employees goals, plans and overall feeling throughout their employment. 


1.6 The application of agreed policies and procedures that informs decisions.

The Mental Health Commission (HCI, no date) defines a policy as ‘a written statement that clearly indicates the position of the organisation on a given subject and a procedure as a written set of instructions that describe the approved and recommended steps for a particular act or sequence of acts.’ Policies and procedures provide guidance and transparency on how issues in a workplace should be handled. It also plays an important role in implementing strategy to an organisation. Not having policies and procedures in a workplace would cause a disruptive culture because there would not be any clear guidelines to any processes. Implementing policies and procedures also keeps things consistent and fair and will also protect the workplace against any legal action, (CIPD, 2022). The HR department have a responsibility to ensure that all policies and procedures are accessible, up to date and useful for the organisation and its employees. Most organisations have a handbook which is filled with all the company’s policies and procedures, this is highlighted by HR specialist S. Neideck (2016), she also goes onto explain the 5 key reasons why it is important to have policies and procedures. One reason being that it sets expectations. Having policies and procedures set the company’s standards of behaviour, conduct and performance for employees. For example, if an employee under performs and is not meeting the company standards, the guidance is in place for people professionals to use when deciding on how to approach that situation. 

2.1 Creating Value.
People professionals create value in multiple ways each day. We are core to each business and can support and guide employees in situations they may face. For example, we represent as advisors, listeners, counsellors, when a staff member is facing a difficult time with personal or professional life, HR have knowledge and tools to offer staff members in these times. Sometimes HR must support in difficult conversations, for example, disciplinary hearings are led by HR as they are equipped to complete this the right way. This creates value because we can approach the situation fairly, with the confidence we follow company policies and procedures, this was shared by Sherman (2023). We can also contribute value to an organisation through different data applications. For example, HR departments can monitor performance, use dashboards for recruitment and also implement internal software for employee profiles and communications. These applications can all be monitored by people professionals and share metrics and analytical findings to leaders, this could be for research for decision making. An example of this would be, employee turn over and reasons for leaving the company, shared by Waite et al (2022). Another great example on how HR create value is through learning and development. Most employees are eager to develop, whether that’s learning a new skill, gaining a new qualification, or wanting to step up in their role. People professionals are equipped with the knowledge and tools to support employees in their goals, they can implement performance plans, appraisals and offer coaching. HR usually are the contacts to arranging any college or off-site training. We create value because we guide employees on their development, making them more skilled for the business, shared by Malan (2020). 	

2.2. HR being customer focused.

An article by McKinsey (2006) titled ‘The Moment of truth in Customer Service’, states, “Companies can take concrete steps to improve the emotional Intelligence of their front-line workers. Doing so can pay off in improved interactions – and more profitable relationships – with customers.” Developing emotional intelligence in our staff can maximise the relationship with the customer. As people professionals, it is our job to motivate and empower our staff, so staff members feel good about the work they are doing and proud to be apart of the organisation. We can motivate our staff several ways, for example, looking through the staff benefits package. Finding out what our staff members want from collecting survey data. Also, implementing incentives and bonuses. This will drive staff to achieve the needs for the customer, this was written about by (Silicone Republic, 2016). When employees are engaged, they are committed to making improvements that will benefit both the organisation and the customers. It is important as a HR department we focus on employee engagement. An engaged workforce is key to driving the customer experience. We can encourage our employees by providing the right work environment where feedback is welcome through table talks or using frequent surveys, Perrin (2023). HR can also be customer-focused by setting the organisations standards and ensuring we implement our standards throughout the business. For example, the organisation needs to stay compliant and on top of changing laws. For example, the organisation is in a very competitive market and some competitors may have legal proceedings in place before we can recruit talent from a different competitor. The role HR has in this situation is ensuring we follow the legal guidance and keep the organisations standards high. This was shared through an interview with VP of Purolite LTD, Major (2023).


Section 2 – My findings 
	 
	 
	Age 
	Age 
	Age 
	Age 
	Age 
	Age 
	Age 

	 
	Total in each 
department 
	16 -25 
	26 - 35
	36 - 45 
	46 - 55
	56 - 65 
	 66 - 75
	76 - 80

	Department A
	182
	12
	23
	45
	44
	50
	8
	0

	Department B
	146
	4
	9
	21
	36
	70
	4
	2

	Department C
	172
	32
	12
	32
	27
	51
	17
	1

	Department D
	90
	0
	2
	4
	9
	20
	55
	0

	Department E
	262
	18
	12
	31
	56
	118
	23
	4

	Department F
	158
	74
	54
	18
	7
	5
	0
	0



We are looking at specifically departments C and D. Below you will find two different diagrams that demonstrates the data for each department and the percentage calculated.

Total headcount - 172
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I have displayed the data for department C using a pie chart format. The pie chart is an effective tool for an uninformed audience as it captures the data as a fractional part of the whole, excelr (no date). The whole is the total number in the department, which we can see is 172. Analysing the chart, it is clear that the department is varied in ages and spread across each age category almost fairly. This demonstrates good age diversity. A blog post written by MT, (2020) shares that ‘companies that embrace all ages are most likely to succeed’. The blog post goes onto say that having an age diverse workplace can offer a variety of skillsets as each generation brings their own skillset. An example of this would be the younger generation having more knowledge on the latest technology where an older generation share strong interpersonal skills. Another benefit to having an age diverse department is that it opens the mind. Employees will have different perspectives on each topic. This is an advantage to leaders who are making organisational decisions, as they can collect data from the department through employee surveys and have a variety in answers, shared by (AIHR, 2021). Development and career opportunities will be available more in a varied age department also. This is because the older generation will eventually have retirement plans, this is where the younger workforce can have opportunities for stepping up into new roles. This also means there will be a lower turnover in the department (Enterprise League, 2021).
Looking at Department D, through the bar chart, it is demonstrated clearly that it is not the same case. Whereas department C has varied ages, department D has an older generation workforce, where 61% of the department is aged between 66-75. It is fair to suggest that these employees are very skilled and knowledgeable as most have more than likely been doing the same job for quite some time. Jenkins, J (2019), shares a blog that discusses how ‘An aging workforce isn’t a burden – it’s an opportunity’. Reading through the post, Jenkins discusses how people like to see past their retirement and continue to work as this gives them a purpose and makes them feel productive. On the other side of this, what is the problem with having such a large portion of the department in an older age category? In 2018, CIPD released a survey to over 570 HR professionals which focused on the employee benefits within the UK. One question the survey asked was ‘whether they expected the aging population would have an impact on their people management policies and processes in the next 5 years’. 52% responded that it would. The findings go on to share that the highest sector was within the manufacturing business and that policies and processes will have to adapt to the employee needs, such as working hours or duties. This can be a challenging in an organisation as these changes may not fit the business needs. Another challenge often associated with an older workforce is absenteeism. More often older employees will be absent more frequently from work due to discomfort or aging challenges, shared by Darden, Q (2020). HR professionals also have a huge risk in employees retiring close together. With an older generation workforce, the organisation is at risk of employees taking retirement close together. This can be a challenge for the business and HR as professionals must source talent in a more efficient time frame so ensure we are not losing productivity, but they also need to make sure they are finding talent with a comparable skillset. In any talent sourcing, comes onboarding and training, these all take time so HR must start preparing and sourcing replacements as soon as retirement plans are made this was shared by Verlinden, (no date).



References – Principles of Analytics (February 2023)
AIHR (2021) Age Diversity in the Workplace - 5 Lessons from The Intern. 6 May 2021. Available at: YouTube (Accessed: 2 February 2023).
CIPD (2023) Age diversity. Available at: https//:www.cipd.co.uk/news-views/Cipd-voice/issue-16/impact-aging-workforce (Accessed: 7 February 2023).
CIPD (17 February 2022) HR Policies Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/hr/policies-factsheet (Accessed: 20 January 2023).
CIPD (2017) Evidence-based practice: an introduction. 4th July 2017. Available at: YouTube (Accessed: 12 January 2023).
Darden, Q. (2020) Business Management Daily. Available at: https://www.buisnessmanagmentdaily.com/60927/the-aging-workforce-6-challenges-and-solutions/ (Accessed: 7 February 2023).
David Malan (2020) How does a HR business partner add value? Human Resources Career Series. 13 December 2020. Available at: YouTube (Accessed: 2 February 2023).
Department of Health (2021). Implementing evidence-based practice.  Available at: https://health.vic.gov.au/patient-care/implementing-evidence-based-practice. (Accessed: 13 January 2023).
Enterprise League (2021) Available at: https//: www.enterpriseleague.com/blog/age-diverse-in-workplace/ (Accessed: 2 February 2023 ).
ExcelR (no date) Advantages and disadvantages of pie charts. Available at: https//: www.excelr.com/advantages-and-disadvantages-of-pie-charts (Accessed: 2 February 2023).
Grad Coach (2021) Qualitative Data Analysis 101 Tutorial 6 Analysis Methods + Examples. 13 May 2021. Available at: YouTube (19 January 2023).
Google Career Certificates (2021) Making Data-driven Decisions in Business | Google Data Analytics Certificate. 9 April 2021. Available at: YouTube (Accessed: January 13 2023).
HCI (no date) How can policies and procedures help your organization operate more efficiently? Available at: https:///hci.care/policies-procedures-help-organisations-operate-efficiently/ (Accessed: 19 January 2023).
Jenkins, J. (2023). An aging workforce is not a burden - it’s an opportunity. World Economic Forum. https://www.weforum.org.agenda/2019/01/an-aging-workforce-isnt-a-burden-its-an-oppertunity/
Leatherbarrow, C. and Fletcher, J. (2019) Introduction to human resource management: A guide to HR in practice.  Fourth edition. London: Kogan Page.
Major, C. (2023) Interview at Purolite, 2 Febuary.
Michael Page (No date) The Importance of Data in HR. Available at: htpps://www.michealpage.co.uk/our-exprtise/human-resources/importance-data-hr-world (Accessed: January 13 2023).
MT. (2020) '6 Reasons why an age diverse workplace is important', Vantage Aging, 20 January. Available at: https//: www.vantageagaing.org/blog/age-diverse-workplace-important.  (Accessed: 2 February 2023).
Neideck, S. (2018) '5 Key reasons why it's important to have Policies and Procedures.', Linked In, 14 July. Available at: https:///www.linkedin.com/pulse/5-key-reasons-why-its-important-have-policies-sarah-neideck (Accessed: January 19).
Oxford Review (2022) The Essential Guide to Evidence-Based Practice-2022. Available at: https://oxford-review.com/evidence-based-practice-essential-guide/ (Accessed: 13 January 2023).
Perrin, Oraine. (2023) How HR can shape a customer experience focused workforce. Available at: https://www.employeeconnect.com/blog/hr-cam-shape-customer-experience-workforce/ (Accessed: January 28 2023).
Sherman, A. (2023) Group discussion at Purolite, 26 January.
Silicone Republic (2023) 12 ways HR can add value to the customer experience. Available at: https://www.siliconerepublic.com/advice/hr-customer-expirience (Accessed: 28 January 2023).
Study.com (12 August 2021) HR Metrics: Qualitative and Quantitative Data. Available at: https://study.com/academy/lesson/hr-metrics-qualitative-quantitative-data (Accessed: 19 January 2023).
Verlinden, N. (no date) AIHR Academy to Innovate HR. Available at: https://www.aihr.com/blog/aging-workforce-challenges/
Waite, K. et al. (2022) People Practice a Complete Guide. London: Kogan Page. 




Department C
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