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Principles of Analytics

1.1 Explain what evidence-based practice is and how it might be applied within an organisation.

Evidence-based practice is a process where you gather reliable and trustworthy information in order for an organisation to make better and more informed decisions. This practice is used to help aid people professionals by promoting critical thinking so they can analyse the sources and data used. This will result in improved decision making across the business. One of the many elements needed to achieve this in an organisation, people professionals will need to consider what sources to use. (Berends and Rousseau, 2018) recommend using the four key sources along with the six steps approach. The four sources include scientific literature, practitioners, organisational data and stakeholders. The six steps is used to assess the data to help an organisation to develop more knowledge and understanding of the business and people. Using evidence-based information will guide an organisation when implementing or updating company policies and procedures. Evidence-based practice helps to ensure that decision making is based on factual information rather than perceptions or bias. 


1.2 Explain the importance of using data in organisations and why it is necessary to ensure that data is accurate when determining problems and issues.

When carrying out activities such as planning for new policies, product development, profit generation, workforce planning and analysing performance it is essential for businesses to have information sources such as data to help inform effective planning and measure performance. For example, data regarding employee resource allocated to departments relative to workload may inform whether additional resource is needed for specific area of the business due to growth either by recruitment or reallocating existing employee hours. This type of data comparison can also help identify areas of concern, for example if data suggests an area of the business’ performance is in decline but is well resourced this could suggest further investigation is required to identify whether the decrease is due to poor management, employee performance or due to a change in market trends. This is turn can help inform the course of action to be taken whether performance management, a change in product or service development or reallocating resource to other areas of the business with growth opportunities. Data on employee skills, qualifications, turnover in the context of the business’ plans and consequent needs can help inform effective workforce and succession planning.

However, data is only as useful as it is accurate. Inaccurate or incomplete data has the potential to misinform decision making (Fan and Geerts, 2022) to the detriment of the business or provide an overoptimistic or pessimistic picture of performance. It is also crucial to view data in context and if possible supplemented by other sources of information to help ensure accuracy. Unusual data sets should be looked at further to understand any variation. For example, an unusually low production performance at one site over the course of a week may be due to maintenance issues with machinery etc. This ensures that not only is the data providing a more accurate overall picture but can also lead to opportunities to improve performance in other areas (e.g. maintenance or sourcing alternative equipment in the future if there is a recurring issue).

Data produced from automated report generating software or financial book making programmes should still be scrutinised and not necessarily taken at face value. Whilst information technology can be a useful and efficient tool even sophisticated software can generate significant errors (e.g. the Post Office Horizon scandal). Artificial intelligence software such as Chat GPT are based on sophisticated predictive text technology utilising information inputted into the AI programme. Because of this it can generate very sophisticated answers, reports and articles which appear very accurate but which may in fact not be or contain biases based on the data sampled. (Omowole 2021).

An example of how AI can produce convincing but incorrect information is the recent case of Felicity Harber v HMRC [2023] where a litigant inadvertently relied on case law which was actually generated by AI and consequently lost her case.


1.3 Explain the different types of data measurements used by people professionals.

There are a number of types of data measurements that are used such as quantitative and qualitative data. Quantitative data is data collected using numbers that can be counted or measured and is often used to check trends or patterns. Surveys are an ideal source to use to achieve this information and provide statistics. People professionals would use this to measure absence rates over a certain period of time and consider if disciplinary action is required.

Qualitative data is non-numerical and to obtain this data you would gather information from interviews, questionnaires or focus groups. (Polkinghorne, 2005). This can be used to gather information such as why employees are absent. This helps organisations to understand the most common reasons employees are absent and what changes can be made to improve the working environment.

Surveys are often used to engage with employees to assess strengths and weaknesses the organisation may have and measure the general overview of employee satisfaction within the business.

The above are just a select few of the types of data measurements used by people professionals. Once you have the information you then need to apply critical thinking to be able to complete and analysis of the available facts and arguments and then form your decision on that basis. This is also used to assess the accuracy of the data.


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

The use of agreed policies and procedures ensures that a uniform framework for decision making is used consistently for processes by all employees. Having agreed policies in place helps to promote consistency in decision making and creates certainty in expectations in terms of what is required for completing a task, decision making and behaviour. It also promotes compliance with company procedures, best practice and legal requirements. (De Maio et al., 2016).

Having policies which inform consistent decision making also contributes to having accurate data in terms of measuring sales, stock loss, recruitment, retention, areas of concern which are generating disciplinaries and the number and type of sanctions arising from the disciplinary process. Having agreed policies and procedures in place can assist with training new employees as they not only set out behavioural expectations but also ensure that knowledge of the correct ways to complete tasks is retained and passed on as employees leave and new employees are recruited.


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

People Professionals can create value for the organisation and the people who work within them by several means. They can add value through providing expert advice to managers with regards to managing performance, ensuring procedures are correctly followed, legal obligations are complied with and the best outcome is achieved. People Professionals can also assist in ensuring that other post disciplinary measures such as additional training needs are identified both individually and may also identify patterns of training needs across several incidents. (Jo et al., 2023).

People Professionals can also add value to areas which impact on people and the organisation such as structural change through acting as a central point for both legal advice to managers and as a conduit between employees and managers throughout the process and any consultations. This provides value by helping to identify and address concerns raised by employees and minimise any impact on morale. (Mohamad, 2013).

People Professionals can also add value through providing support, in conjunction with occupational health or other services when appropriate, in order to promote positive health and wellbeing at work whilst minimising the impact on the business in terms of employee absences or employees leaving the business. (Kinder, Hughes and Cooper, 2002).  



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

As a People Professional within HR at Dunbia, the customer is the management team as well as employees. The focus is on delivering a good service in terms of advice to managers, collecting good quality data, analysis of data and support with change. Our employees more widely are also our customers and there is a strong focus on providing consistent good quality performance management, personal development support, advice, facilitation of training, support with change and wellbeing. The benefits of providing this customer focused approach internally is it helps to maximise the potential for our employees and consequently the business to provide excellent service to our external customers who purchase our products. (Aburayya et al,. 2020). Enhancing and maintaining standards can be promoted through behaviour modelling to demonstrate the standards of work and behaviour expected. Standard may also be improved by having clear policies and processes in place and ensuring these are followed consistently. A culture of being customer focused and being standard driven can be fostered through promoting and rewarding positive behaviour through recognition and reward of employees demonstrating a focus on customers and working to high standard. This need not be at significant cost to the company and can take the form of verbal recognition by management, employee of the month schemes and other rewards. 


1.5

The two diagrams below show the percentage of leaver reasons and the average length of service for leavers for each department. The reason most often raised for leaving is resignation due to pay and benefits, followed by job not as expected and ill health. Based on those results it would be prudent to review company pay and benefits package compared to competitors and similar occupations to check if the existing package is competitive. A consultation with employees regarding what benefits they feel would be attractive to them and further information gathering from leavers regarding why they feel the existing pay and benefits package is insufficient. One issue with the data is the second largest reason for leaving is resignation with no further information given. This is an issue because it may lead to an under reporting of the actual reasons for leaving and does not provide actionable information. The third largest joint reasons giving for leaving is the job was not as expected and ill health. The fact that so many raised that their job was not as expected, suggest that the analysis of the information in job advertisements and during interviews needs to be carried out. This will allow an opportunity to improve the information provided to candidates and ensure that candidates are recruited for the correct roles going forward. It also provides and opportunity to review the roles themselves and ensure that the job specifications match the task that the employees undertake. With regards to ill health it would be useful to have additional data to differentiate between ill health caused by employment factors such as stress or physical activity and illness caused by external factors. It may be beneficial to review the existing systems in place for identifying employees with health issues and whether existing support systems are sufficient.

The graph providing data for length of service shows significant differences in the length of service between departments. The data does not provide information regarding the underlying causes of short lengths of service within some departments and this is a limitation of the data. However, the data does provide a starting point for further information gathering and analysis of the departments with the lowest average lengths of service. Areas with very low lengths of service suggest a high turnover of employees in those departments which raises concerns regarding experience and knowledge retention and the impact on performance. It would be beneficial to understand why length of service in the housing department in on average three times longer than in the shelter housing department. Some additional information gathering methods such as departmental staff surveys interviews and department meetings maybe useful as a starting point to understand the underlying causes of the low length of service in some departments. An action plan could then be developed with a view to increasing the average length of service in those departments. My recommendation is to change the length of service to months instead of years as you have to manually change the data which could lead to inaccurate information being inputted. A formula could be used to make it easier for the user.
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Percentage of Leavers by Leaver Reason



Total	
Dismissal - Summary	End of Contract	Failed Probation Period	Ill Health	Maternity non returner	Redundancy	Resignation	Resignation - Caring Responsibilities	Resignation - Change of Career	Resignation - Job not as expected	Resignation - Moving from the Area	Resignation - Pay / Benefits related	Resignation - Promotion	Resignation - Whilst under Investigation	Retirement	3	2	1	6	2	1	7	1	5	6	2	10	4	1	3	

Avg. Length of Service by Department




Total	Regeneration	Lettings	Supported Housing	Income	Finance	Green Spaces	Tenancy Team	People Services	Housing	Community Engagement and Partnerships	Governance	Property Team	Customer Services	Business Services	0.91666666666666663	1.2083333333333333	1.7777777777777777	1.8333333333333333	1.9583333333333333	2.0138888888888888	2.1666666666666665	2.75	6.083333333333333	6.2222222222222223	6.583333333333333	7.465686274509804	7.479166666666667	7.875	Departments


Number of Years




