Principles of Analytics


Q1.1 
Jolley (2020) says ‘The term ‘evidence-based practice’ needs no interpretation: it is what it says it is, that is, practice based on evidence’. Evidence-based practice can be defined as above, practice based on evidence, but the actual use of evidence based practice is very broad, you could use evidence based practice in order to determine the effectiveness of a given process or procedure, by measuring the effectiveness based on any number of factors, such as feedback from staff on a training course, number of complaints received when x is completed in x way, etc.

Waite et al (2021, p47) states that ‘Evidence-based practice is a process where evidence from reliable sources is used to develop knowledge and understanding to inform practice.’ Evidence based practice can be used by people professionals in order to understand trends within their organisation, to implement change based on facts and analytics and to help inform changes in procedure and policy, and to introduce new procedures/policies. 

Rycroft-Malone (2004) states that evidence-based practice can consist of audit/performance data, feedback from customers, knowledge about the organisation and individuals within it, social and professional networks and local and national policy. Through the use of all of these forms of research, people professionals can empower themselves and their organisation in order to make informed decisions based on real world and organisational data, which can help organisations to make better decisions, lower their costs and make more informed business decisions which affects anybody with the organisation, including stakeholders.

Q1.2  
Data is important to all organisations as it is the data which allows an organisation to operationalise its workforce and inform all decision making. Data can also be used from a strategic level to allow strategic planning and assess the workforce’s overall performance.

Haak (2019) states that ‘Workforce analytics is the approach of measuring behaviours of people and analysing them to improve people and business performance.’ Workforce analytics look at the data of people within an organisation. This is an example of how people professionals can use data to better their organisation. Workforce analytics can provide information such as workforce planning, improving business performance, learning and development, retention and compensation (Lal, P, 2015) Because data is so valuable in multiple facets of organisations, it is important for all data produced by, and used as evidence within the organisational context to be accurate, as this can affect decisions making at all levels of the organisation, and can even affect and organisations culture. 

If data is mismanaged or unorganised, it can lead to failures within any organisation due to poor decision making, by organising and maintaining accurate records throughout their workforce, people professionals can add a lot of value to an organisation by being able to identify business trends, employee needs, and getting a clear perspective for all stakeholders within an organisation by providing a completed canvas for clear decision making.  

Q1.3 
Quantitative data as described by CIPD (2022) is quantifiable and objective. It is often referred to as statistical data, whereas qualitative data can be seen as more subjective data, such as written feedback or opinions. Both are useful to people professionals.
Quantitative data can be used to look at what exactly is happening within an organisation, such as sales, targets being met, staff retention statistics etc.
Qualitative data on the other hand can be looked at to figure out why the quantitative data is the way that it is, for example by looking results from ‘exit interviews’ an organisation may be able to determine trends in people’s answers as to why they have such a high rate of leavers within certain areas of an organisation, or throughout the entirety of an organisation. 

Raghupathi, W. and Raghupathi, V. (2021) state that there are four types of analytics. 
· Descriptive
· Predictive
· Prescriptive
· Discovery
Descriptive analytics is the simplest form which is used to summarise data using existing business procedures, such as sickness rates for the organisation. This can be broken down as far as a departmental level if needed. 

Predictive analytics is an advanced form of analytics which predicts the future direction of a business by using historic data. For example, it may be possible depending on which sector you are in to predict sales figures for Christmas next year based on historic sales data.

Prescriptive analytics are also a form of analytics which makes use of algorithms within software packages to be able to predict the most efficient means for a business to be able to achieve their targets.

Finally, discovery analytics is the use of software or business intelligence tools to be able to determine future products or services using simulations and research and development work.  
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Q1.5 
Based on the findings in graph and table 1, it appears that most staff seem to be leaving of their own accord, the most common reason for this is pay/benefits related. Additionally, many staff are leaving since the job is not what they expected, as well as ‘Ill Health’. It would be interesting to determine specifically what health reason is given, as we may gain more insight as to whether people are leaving due to stress of work-related pressures which may be addressable. 

In the case due to Pay/Benefits and the job not being what they expected, it may be worth considering looking at our recruitment campaigns and making it more clear to all new starters what the job entails, ensuring that their salary is highlighted as well as what benefits can be offered. This may see a reduction in staff turnover which in time would lower recruitment costs and increase staff retention. Additionally, seven staff have given the reason for leaving as simply “resignation”. It would be interesting to see what the specific reason for the resignation was, as this may increase other leaver reasons and help identify what areas need to be addressed in order to keep the workforce happier and retain staff.

Whilst looking at the findings in graph 2, (Average length of service), it appears that that there are certain areas of the workforce which are turning over staff at an incredibly high rate, for example, the regeneration team, supported housing, tenancy team, lettings and income/finance are all unable to retain staff for at least 2 years on average. 

It may be worth considering looking at the reasons specifically for why these members of staff are leaving, and seeing what can be done as an organisation to support these areas of business. It may be a case that the manager’s in these areas need retraining, as if staff feel like they are unsupported by their manager’s, they may feel like they are unable to perform well in their roles and therefore look for employment elsewhere. It may also be to do with the induction/onboarding process for new staff in these areas, training should be look at to ensure that staff are confident enough to be able to delivery in their roles. It may be a case that these are entry level roles and staff are progressing/moving on after gaining experience, in which case it needs to be looked at how we can make these roles more attractive. Potentially be looking at salary figures/benefits to make it more enticing to stay, as retention is clearly an issue in these areas. 
 

Q1.6 
 Barbeito, C.L. (2004) says that ‘a policy that clearly describes the chain of command is an important tool as it defines the expectations for board/staff communication through the executive’.  

Application of policy is important for any organisation, as it provides the structure and guidance for its staff and stakeholders to abide by. This framework of rules and regulation sometimes has a legal requirement, such as the data protection act (2018) which states that everyone responsible for personal data must follow rules which protect the individual’s data.  (Gov.UK, 2023) Whilst this is legislation in the UK, organisations have a duty to have policies in place to protect their employees from breaching the data protection act, and a responsibility to the general public, staff and stakeholders to keep everybody’s personal data safe. 

It is important for organisations to maintain appropriate policies for their organisation, however policies can be a negative for many organisations, as well as a positive. An example of when policy would be a negative, is when simply, there is too much of it. Whilst policy holds an important role in empowering staff and letting them know what is and isn’t acceptable, too much policy can limit staff productivity, and therefore reduce the overall effectiveness of a workforce. 
Through having correct policy and procedure in place, people professionals can measure their organisations effectiveness by using different forms of data analysis to the impact it is having on their organisation, as cited earlier in Q1.2 and Q1.3. Through using data analytics policy and procedure can be a very powerful tool if handled correctly, updated regularly, and carefully selected to fit the organisations, and HR’s needs. 

Q2.1
Foster S. (2010) says that one area that HR is able to create value in, is through technology. Through using technology, people professionals are able to create cost savings for their organisation through the use of HR management systems. For example, in the recruitment space, the use of the internet in general has vastly improved the amount of exposure an organisation can achieve through the effective use of marketing.

People professionals through monitoring data as discussed earlier can also easily identify trends within their organisation which can then be used to increase productivity in certain areas of the business. If a HR specialist can identify early a department where there are several leavers, and find out the reason why in exit interviews, they may be able to better support that area of the business to change their approach to dealing with staff, looking into providing staff more benefits, and making that area of the business more attractive so that retention is higher. This example increases employee productivity, can reduce costs for the business in terms of recruiting new staff, advertising etc, and therefore save the business valuable time and money.

Through the effective use of tools provided to them, workers within the HR remit can provide serious value to a business that is struggling by streamlining efficiency, increasing productivity, and creating a happier and therefore more efficient workforce.

 

Q2.2
As part of my current role, I create value by analysing data through our HR management system which allows me to identify areas in which staff are struggling to complete training and ensuring that they are compliant within their role. As the NHS is a public service, it is essential that especially staff in clinical settings, but also all staff, are compliant to their training standards, and competent within their role. 

Another part of my role is facilitating the organisation of non-mandatory courses, which help keep our staff engaged. Monitoring bookings for these non-mandatory courses and helping provide managers with feedback on these courses helps the organisation by ensuring that we are producing content, which is appropriate, engaging, and adds value to our staff. Through providing these services, our team can provide opportunities for continuous professional development for our staff, and to keep them engaged with the organisation and their roles.

By monitoring course bookings and feedback, I am easily able to identify when we need to market our courses, when courses are unable to be filled any longer, getting rid of these courses, and by looking at the in-depth feedback provided by our staff, identify what learning opportunities are of interest, helping us an organisation to create informed decisions on what areas of learning we should be focusing on in order to keep our staff interested and engaged. 

Additionally, promoting and engaging through face to face events is a key part of my role, as the NHS and Hywel Dda have such a wide range of staff on different sites, some staff do not have access to I.T equipment. What this means is that without the face to face engagement my team and I offer, they would be entirely unaware of the training and development opportunities which the health board is financing on behalf of their staff. Through going out and engaging with our workforce, we are further promoting that Hywel Dda is a good place to work and providing opportunities to those who otherwise would be unable to access them.  
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Dismissal - Summary 3 5555555556
End of Contract 2 3703703704
Failed probation Period 1 151851852
1l Health 5 FERTEREELeY
Maternity non returner 2 3703703708
Redundancy 1 151851852
Resignation 7 1296296295
Resignation - Caring Responsibilities 1 1851851852
Resignation - Change of Career H 5259250259
Resignation - Job not as expected i 1nann
Resignation - Moving from the Area 2 3703703708
Resignation - Pay / Benefits related 10 1851851852
Resignation - Promotion a 7.407207407
Resignation - Whilst under Investigatior 1 1851851852
Retirement 3 5555555556
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