SECTION 1
INTRODUCTION
Evidence-based practice and the use of data analysis have become more mainstream over the last few years. The structures of HR departments have been changed and the contribution of people practitioners to the whole business has greatly increased. In the report, I provide the key terms, applications, and examples of evidence-based practice as well as the role of HR professionals in creating value within the organization.
1.1.
An evidence-based practice can be defined as the process in which any decision is evaluated against data, real experience, experts’ opinions, and other types of relevant information (Miller, 2018). It is    “ a combination of using critical thinking and the best available evidence” (CIPD, 2022) to ensure that the decision-maker is minimising the risk of relying on personal opinions, popular ideas or bias. 
The evidence-based process can be divided into six steps:
1) ASKING – transforming the problem into a question
2) ACQUIRING – searching for suitable evidence
3) APPRAISING – critically judging the consistency, reliability and integrity of evidence
4) AGGREGATING – weighing and grouping together the evidence
5) APPLYING – using the evidence to decide
6) ASSESSING – evaluating the outcome of the decision
(Briner, 2019)
It is significant for people practitioners to properly adopt this approach as the decisions they make influence all aspects of the organization as well as employees’ wellbeing. That is why, they should gather all available and relevant evidence, constantly challenge stereotypical views, and consider everything thoroughly before making a decision.
Data analysis helps us develop factual knowledge and understanding of the problems in an organization. There are 4 types of analytics:
Descriptive – summarising current or past data through existing intelligence processes, for instance, the summary of absence days per department.
Diagnostic – drilling down into past data to understand the causes of the problem.
Predictive – using statistical models to predict the possible outcome.
Prescriptive – recommending future solutions based on analysed data.
										(Waite, et al. 2021)

1.2
There are numerous reasons why using data in an organization is vital for its success.  Firstly, good data provides indisputable evidence that leads to correct conclusions and allows people practitioners to measure the effectiveness of the given strategy. By monitoring data, we can be proactive and identify any challenges before they become major issues. Moreover, we can visualise any correlations in departments and systems, and determine the roots of problems. These, in turn, allow us to increase efficiency through effective planning and prioritizing of work. Whenever a company faces an organizational change, HR people can use data to explain their decisions to stakeholders and illustrate their arguments. Good data collection enables organizations to keep track of projects, identify high-performing programs and set future goals. Finally, an effective data system can support an organization in improving employees’ lives and quality of work (12 Reasons Why Data Is Important, no date).
Barends, Rousseau and Briner (2014) describe 4 sources of data:
Scientific evidence – can be found in various types of literature, depending on the subject. The most common is management and HR literature which cover most topics; however, we can also reach for sociology or psychology literature, especially when searching for data about motivation, engagement, or types of behaviour. 
Organizational evidence – external – comes from customers and clients, for example, customer satisfaction; or internal – comes from the organization itself, such as employee turnover or sickness absence data.
Experiential evidence – expertise and judgement of people within the organization. It is specialised and professional knowledge accumulated over time.
Stakeholder evidence – comes from internal and external interest groups. Knowing the stakeholders’ values and concerns may result in adjusting the outcomes of decisions or prioritizing problems. 
When gathering the evidence, we need to ensure that our data is reliable and valid. Reliability can be achieved by using different data sources and collection tools along with collecting the data at different time periods. Validity refers to how precisely the data measures what it is intended to measure. Using evidence that is not credible can lead to false assumptions, nondeliberate neglect of the issue and making harmful decisions for the organization (Waite, et al. 2021).
1.3
HR departments use quantitative and qualitative types of data to reflect the qualities of employees and measure current issues in an organization.
Quantitative data involves information that is expressed numerically and can be used to produce statistics and measure patterns over a period of time or in a particular department. The most common examples are salary, retention and turnover rate, overtime hours, absence reports, demographic data, and different types of surveys. Demographic data can give us numerous information such as retiring age, or the number of minorities being recruited. The Labour turnover rate helps HR people estimate current and future manpower requirements (Loy, 2021).
Qualitative data involves actions and information that are observed and expressed as words.  It is useful when trying to understand the views and perceptions of how employees feel about the subject under review. These data can be collected through brainstorming, surveys, interviews, or observations. Brainstorming is a great method to gain ideas from people with different experiences, knowledge, and perspectives. Surveys can be used to determine trends, capture employees’ perceptions about the quality of work, or assess the effectiveness of current programs. Exit and stay interviews are a great source of information about issues happening on the shop floor that HR may not be aware of. Observations are often conducted by supervisors to record employees’ behaviours, habits, or problems they encounter during their shifts. However, it is worth remembering that notes from the observations can be affected by bias thus it is recommended that two or more people are assigned to assess each employee’s performance (Currence, 2019).
To achieve the best results in identifying trends and areas for improvement within the organization both quantitative and qualitative data should be combined. For instance, the absence report of an individual person will be supported by notes from disciplinary or welfare meetings. The high turnover rate in a particular department should be matched with exit interviews and satisfaction surveys to gain a deeper understanding of current issues. Measuring performance is achieved by collecting quantitative data on employee productivity and qualitative data such as observations or examining employees’ perceptions (Smith, 2017, Lawson 2017).
1.6
HR policies and procedures are written rules and instructions that all members of an organization must adhere to. They provide guidance for HR members, management, employees, and contractors in their day-to-day operations. They describe the rights of all parties as well as their responsibilities and the consequences of not following them. They cover different aspects of HR management including recruitment, overtime, absence management, learning and development, vacation and leave, assessment of performance, reward system, termination of employment, code of conduct, etc. Policies and procedures are especially important in a decision-making process as they cover various HR matters and can provide clear solutions to different problems. Adhering to policies enables the HR department to be consistent and fair while judging and reviewing data. Having clear procedures in place, people practitioners can eliminate unethical and unprofessional practices while making decisions about recruitment, rewards or selecting employees for development. HR policies support business goals and strategy as well as can help to make important decisions about organizational change. Certain HR policies are introduced to comply with legislation and case law such as disciplinary, dismissal and grievance policies. They protect both the employees from unfair treatment and the organization from legal claims. There is no doubt that HR policies contribute to boosting the overall success of a business; however, they need to be clear, transparent and properly implemented both by HR professionals and managers (George, 2022; Lee 2022; Indeed, 2021).
2.1
Each organization is created to provide value for its customers and internal and external stakeholders. Apart from clients and business partners, there are 3 main stakeholders: senior management, line managers and employees. Other stakeholders may include the local community, trade unions, suppliers etc. HR professionals play a crucial role in creating value for all of them. This, in general, can be achieved by the development of structural and human capital. Structural capital includes software systems, processes, databases, and supply chains, while human capital consists of the knowledge, skills, abilities, and expertise of people within the organization. HR professionals are especially involved in adding value through the proper management of human capital which has an indirect impact on strategic investment and operational decisions (Waite, et al. 2021). 
HR department is responsible for the quality of the employees and their performances. This has an enormous impact on the success of the organization which is dependent on the motivation, capabilities and achievements of its people. Careful selection of applicants and proper management of the recruitment process is one of the main aspects of value creation. Apart from acquiring the right talent, people practitioners need to identify skill gaps and implement learning and development programs based on the company’s needs. Remembering that employees are the main asset of the company HR people ought to cooperate with managers and supervisors to keep the workforce motivated and create a positive culture within an organization (Schaefer, 2019).
Another important task of HR professionals is to protect the company from lawsuits. They need to constantly follow changes in employee rights, health and safety regulations and business legal requirements, promote fair practices and advise managers when needed. 
HR department adds value to the organization by participating in long-term planning and strategic thinking. They assess the strengths and weaknesses of the company and highlight threats and opportunities. They play a crucial role in implementing organizational changes and promoting business goals and strategies (Hurst, 2021).
		
2.2
Our company operates in the automotive industry, which has faced many challenges and uncertainty during the last few years. Our main aim is to produce sustainable business growth and profitability which is why we need to stay customer oriented. As HR professionals we need to know our customers, market demands and external factors influencing our organization. Combining these with the knowledge about internal issues and employees’ perceptions we can play a pivotal part in implementing a new customer-focused strategy and supporting company goals. We need to be focused on employee satisfaction and engagement as a happy employee is more productive, loyal to the company and makes improvements that will benefit the customer. Fostering a positive culture and introducing a fair reward system and training program will contribute to our company’s success and customer satisfaction making our brand outstanding on the market (Perrin, 2022; Brown 2015).

CONCLUSION
HR practitioners play a significant role in most aspects of an organization adding value for all the stakeholders and creating a safe and positive culture for employees. The use of evidence-based practice and people analytics improves the process of making decisions and solving business problems. Even though collecting and analysing evidence can be time-consuming, it may contribute to company success by improving performance and even saving money. 
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The analysis of diagrams presenting age distribution in departments C and D draws our attention to the issue of the ageing of our workforce. While we can be proud of retaining a high percentage of experienced employees aged over 50 & 60, we should foresee the potential risks of that. There is a big age variance in Department D, with over 80% of staff at their retirement age or close to it, and no employees under the age of 25. Knowing that the majority of the department may leave very soon taking with them their skills and experiences should be alarming for us. First of all, we need to attract the young generation to our company through apprenticeship programs, cooperation with schools and high-standard training. We may consider being salary competitive for people under 23 and offer hourly rates higher than government guidance. Whilst the recruitment and training process of new employees can be long, we need to think about how to create a safe and friendly environment for the current employees to utilise their skills as long as possible. We may provide flexible work options, and age-friendly policies as well as promote lifelong learning. A retirement scheme with an option to gradually reduce working days can help us and the employees prepare for their leaving.  During this time, they can contribute to our company by mentoring and guiding their younger colleagues (World Economic Forum, 2021). In Department C the age variance is not as high as in Department D. The number of people in each age category is quite similar which is a good sign for us. However, the biggest group is still represented by employees aged 56-65. There is also 1 person over 75 years old and we need to make sure the appropriate support for her is provided. Having so many employees approaching retirement age we may need to examine their productivity and general performance. If needed, we may reskill them and move them to lighter positions that do not require heavy lifting and bending. Elderly people are more prone to illnesses and serious health conditions which is why it is worth checking their absence records. We have to organize for them regular appointments with Occupational Health to ensure there are no health issues that could prevent them from working safely. A safe working environment should be always one of our main goals. However, no matter how much we try, we cannot help getting older thus our recruitment team as well as the whole company must start acting straight away. Replacing such a huge number of pensioners will be a difficult challenge for us. If our plan of investing in young workers fails or does not bring the required numbers, we have to be ready to recruit migrants to fill the labour supply gap. Another solution is rising productivity by utilizing new technologies. This will not only reduce the number of vacancies but also attract young people who are more technology-oriented than the elderly. The most important thing, however, is creating a positive culture in which people feel supported and respected (CIPD, 2015).
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