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[image: ]Good morning, everyone. We know it’s important to be able to make effective and informed decisions at work, but do we really understand how data helps us do this? By the end of today’s session, I hope you will have a better understanding as to why HR professionals rely on data and evidence-based practice to guide us to make the right decisions. 










Evidence-based practice (EBP) is a method using examples of practice to justify and inform decision-making. As described by Waite. K, et al (2021) EBP “promotes critical thinking, where the reader judges and appraises sources of evidence to determine their relevance to the matter in hand” meaning the method of practice is thoroughly analysed by researching and understanding the outcomes, and whether it is suitable for their end goal. In the NHS, it is especially important to take clinical evidence-based practice into consideration for patients. 
There are many sources of evidence-based practice that can help influence our decisions. Organisational data collates people analytics using both quantitative and qualitative methods. It investigates the behaviour and culture of employees, skills gaps, retention rates and wellbeing. It is important for managers to collate this information to recognise human capital as well as understand any profits and/or losses. (CIPD 2021). 
Expertise data from professional practitioners and consultants provides valuable and reliable input to evidence-based practice. This type of information is reliable as it has been examined using the same process repetitively and researched over a long period of time.
Lastly, scientific data is another accurate source especially in the health sector. Similarly, to expertise, scientific data is examined thoroughly over a long period of time and enables professionals to provide the correct and safest advice. One example of this would be collating qualitative information around the symptoms and side effects of Covid-19, and publishing to the Government to be able to advise the public (Scientific Advisory Group for Emergencies, 2022)
Using data helps make better decisions, solve problems, understand employee performance as well as understand consumers or in our case, our patients’ needs. Any form of data should always be handled appropriately. It should be collected, studied, and stored in an ethical, timely and accurate manner while meeting the legal requirements. The Data Protection Act (2018) outlines the laws in what data should be used for and how. It’s important to abide by these rules otherwise there is a possibility of legal complications. The CIPD Profession Map describes the core behaviour of ethical practice as “building trust by role-modelling ethical behaviour and applying principles and values consistently in decision-making” CIPD (2021). Accurate data, which also aligns with reliable data, creates confidence in decision-making and prepares employees for changes. Timely statistics help organisations make real-time decisions. For example, when the pandemic struck in 2019, the NHS required and were provided with information in a timely and accurate manner to be able to make the best possible decisions for the safety of patients and staff; it was vital to know every key bit of information that unfolded to be able to do this. (Scientific Advisory Group for Emergencies, 2022).
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Quantitative and qualitative are two data measurements used to collate analytics by people professionals. Quantitative data is numbers or statistics which can be measured and displayed in a graph. This is useful when collecting information e.g., absence rates, recruitment data such as the number of posts filled, and turnover. We have recently been involved in a project where Welsh Government required daily figures of sickness for 3 weeks consistently; we had this information through our colleagues in the services in a spreadsheet format and input the figures into the database. Each week this intelligence was accumulated and formatted into a graph for the Government to review. Qualitative information comes from words and is used to understand the thoughts and feelings. This is carried out through interviews, disciplinaries, exit interviews, and staff surveys. We will be using qualitative data methods by collating staff stories and feelings to feed into our People Culture Plans which will help us on our culture journey and making Hywel Dda a great place to work. (Jenkins, S. 2022)
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When using evidence-based practice, Briner’s (2019) six steps encourages organisations to delve deep into their research and determine the best practices for decision-making. 
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Policies and procedures help companies lead by example as it shows the employee what is expected of them, the ground rules and what is not tolerated. Our organisation holds a Standards of Behaviour policy which ‘sets out the expectations required and provides supporting guidance so that all employees and Independent Members are supported in delivering that requirement’ (Hywel Dda University Health Board, 2020). 
Policies not only outline behaviours and code of conduct, but they also illustrate the day-to-day operations in the services. They help steer what decisions to make, for example, if employees do not follow this policy, “disciplinary action may follow.” (Hywel Dda University Health Board, 2020). It is also possible for such incidents to be report to the General Medical Council (GMC), Nursing & Midwifery Council (NMC), etc. meaning it could cost someone their job. Due to consequences with non-adherence, it helps make fair decisions and appropriate choices. 
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In the Health Board we work with a variety of internal and external stakeholders; internal being our employees and external can been seen as our patients (customers). Ultimately everything we do is to benefit the patient; the common goal is to provide excellent patient care. People professionals can help influence the culture and wellbeing of staff which in turn affects care. We guide our culture by encouraging employee engagement to understand how our staff really feel, promote learning and development, and create a trustworthy environment. Burnout is a rising issue, employees are exhausted which is in turn affecting patient care by causing medication errors through poor communication and lack of concentration (Motlok, A. 2018) Hywel Dda offer a new Ecotherapy Programme which supports staff at risk of burnout, giving them an opportunity to recover in nature. This can be seen as benefitting both our internal and external stakeholders as people professionals impact the culture of the organisation, and “culture comes from HR” (PeopleFluent, 2016). By contributing to the wellness of our staff and listening to their needs, we can encourage them to work in a more open, engaging culture which in turn benefits patient experience and better care.
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Creating value is meeting the needs of the customers which helps sell products. As the CIPD Profession Map (2021) describes it from a people professional perspective, we ‘value what people bring to organisations’ meaning we see them for more than their skill. We value them as people, their personality, behaviour, skill, knowledge, and personal values. This is also known as human capital. People professionals support value creation to internal customers and stakeholders by rewarding, championing development, actively seeking employees’ opinions on work issues and the recruitment process. If employees feel valued at work it is more likely they will perform better (Spatz, 2018) and will be more committed to achieving goals. By creating value to external customers through positive interactions, it encourages them to keep paying for services and promote them to further potential clients. People professionals must ensure those responsible for liaising with external customers and stakeholders must be trained and have the correct knowledge to be able to help with queries. 
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“People professionals support the vision and goals of the organisation through great people interventions.” (CIPD, no date). We support the organisation in many ways but for today, I’m going to focus on exit interviews. These are discussions between a manager and an employee deciding to leave an organisation where questions are presented to the employee based on their experience of working there. It can be seen as closure for both involved and helps organisations understand what they can improve on as well as what is working. In Hywel Dda, people professionals are responsible for the design of these interviews and for identifying themes and patterns that come from them which can be acted on to improve employee experience. Parkview Health system worked with Work Institute to create a robust exit interview process as key objectives to reduce turnover within the first year. They liaised with ex-employees and received a 65% participant rate; from these conversations they identified financial reason were not the most common reason why they left, and their recruitment process could be better. By carrying out exit interviews and finding out the real reason why employees left and taking onboard some feedback, Parkview Health system have successfully achieved 36% reduction in first-year turnover and 33% increase in excellent scores for their recruitment. (Parkview Health System, 2013). Being involved in the exit interview process benefits organisations as it encourages an open culture, commitment, and engagement from employees. 
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Social media provides lots of opportunities for companies to grow. It allows employees to communicate easily, share information and ideas quickly as well as promoting the business. It’s great for networking and platforms such as LinkedIn.com are the perfect place to share and find information to expand your knowledge. Evidence proves social media benefits employees and strengthens relationships (Bizzi, L, 2018). Internal communication occurs between the employees and managers and employees with other employees. External communication occurs between the organisation and suppliers, external candidates, and customers. A CIPD report highlights the advantages of social media to organisations and some of these include giving the employee a voice, learning and development, a shared purpose, a sense of community and better relations (CIPD, 2014). However, it does come with some disadvantages. Due to the nature of social media, it can be difficult to manage therefore false information could be spread and it can result in negative comments to an individual or organisation or accusations of bullying (SHRM, 2016). As well as this, it does put companies at risk of losing their staff to other companies as opportunities are widely available and advertised on social media (Bizzi, L. 2018). 
We all have a role to play in customer satisfaction by ensuring a customer-focused attitude. I have already mentioned our Standards of Behaviour policy which sets the tone for us as employees. We also have our values which we embed in our everyday, one being “putting people at the heart of everything we do” (Moore, S. no date) no matter whether they are colleagues, managers, patients, or external stakeholders. As a Personal Assistant in the Organisational Development service, I am at the forefront of our team, and I am the first person our customers encounter when wanting to use our service. By building relationships with all our customers, this helps me keep a customer centric attitude and encourages them to put their trust in us as a team. Hywel Dda are working on a Programme Business Care to build a new hospital and are ensuring a customer-focused approach by engaging with customers to participate in the feedback of the potential ideas for the hospital (Hywel Dda University Health Board, 2022) which provides customer satisfaction as it ensures they are taking their real opinions into consideration. 
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Thank you. 
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Of 412 employees within this team, 95% of employees participated in the survey and 5% chose not to participate. Non responders create a bias and not a true representation of the company over all (Rogelburg, 2006)
The most striking result from this survey is that 99% of staff feel they are expected to complete work outside of their contractual hours. This could mean the company is more outcome-focused, as 74% feel they can work on a flexible basis to suit their needs. 
Secondly, it is evident that the department highlights the importance of learning and development as 98% of employees agree or strongly agree they have scope to use their own initiative in their role as well as 97% agreeing they have opportunities to develop skills. 
Alternatively, 96% of participants disagree or strongly disagreed they were aware that they have an opportunity to job share. 
It is also important to note that 24% of those involved do not feel entirely secure in their role at work. Job security is a key factor linked to the psychological contract employees have at work which encourages them to perform better and show a commitment to work (Wilson. W, 2022). 
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The department received a 94% response rate and 4% of employees did not participate in the survey.
It is clear to see employees feel they are expected to work outside of their contracted hours as 100% of those that participated agree or strongly disagree with this question. It is important to mention that 95% feel it is difficult to fulfil personal commitments due to work and 93% disagree or disagree the company provides flexi-time. This indicates there is an unfair work-life balance in the department. 
As well as this, 95% of participants disagree or strongly disagreement that absence rates in their department are low. This could be due to the limit in work-life balance and experiencing burnout. 82% also are not aware their department offer job sharing which could help a lot of these issues that I have mentioned. Job sharing is beneficial to the organisation as there is always cover, which could help with sickness rates (Heathfield, S. 2019)
Surprisingly, 80% of staff couldn’t determine whether they have scope to use their own initiatives in their role. 
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In Marketing, 100% of employees responded to the survey. 
A striking 100% of employees disagree or strongly disagree they can work from home. However, 100% of employees do also feel the organisation provides flexi-time and only 11% feel it is difficult to maintain a work-life balance. This suggests due to the nature of the job, this may not be as much of a worry as we initially thought it to be. 
 It is worth mentioning 100% of employees were unsure whether the organisation provides job sharing opportunities, however due to the flexibility of the role perhaps this is not something that has been sought for. 
It is positive to mention that 94% of staff agree or strongly agree that absence rates are low in their department and 83% of staff are able to use their own initiative in work. 
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Working days lost in a three-month period for each department based on the above figures. 
Research and Design
1876 / 7.5 hours = 250 days
Marketing
237 / 7.5 hours = 32 days


Administration
20 / 7.5. hours = 3 days
Estimation of the projected average loss of working days over 12 months if these rates were to continue.
Research and Design
250 x 4 = 1000 days

Marketing
32 x 4 = 128 days

Administration 
3 x 4 = 12 days 
Cost of pay assuming all absentees are contractually paid full remuneration whilst off sick during the three-month period. 
Research and Design
1876 x £35.00 = £65,660.00
Marketing
237 x £12.50 = £2,962.50.00
Administration 
20 x £28.00 = £560.00
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Research and Design. (412 employees, 22 employees did not 

participate in the survey)

Agree or strongly agree Neither agree nor disagree Disagree or strongly disagree

It’s difficult to fulfil commitments outside my work because I 

spend too much time on my job.

48%

13% 39%

The organisation provides flexi-time. 74% 24% 3%

I’m allowed to work from home 89% 5% 6%

I’m aware that that the organisation has the opportunity to job 

share 2% 2% 96%

I have scope to use my own initiative in my job role 98% 2% 0%

I’m provided with the opportunity to develop my skills 97% 3% 1%

My line manager values the work I do. 77% 10% 12%

I feel secure in my job role 62% 7% 24%

I’m expected to complete my work outside of my contracted hours

99% 0% 0%

Absence rates in my department are low   74% 25% 1%
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Administration (65 employees, 4 employees did not participate in 

the survey) 

Agree or strongly agree Neither agree nor disagree Disagree or strongly disagree

It’s difficult to fulfil commitments outside my work because I 

spend too much time on my job.

95% 2% 3%

The organisation provides flexi-time. 7% 0% 93%

I’m allowed to work from home 0% 30% 70%

I’m aware that that the organisation has the opportunity to job 

share

13% 5% 82%

I have scope to use my own initiative in my job role 5% 80% 15%

I’m provided with the opportunity to develop my skills 24% 8% 57%

My line manager values the work I do. 30% 30% 41%

I feel secure in my job role 84% 7% 10%

I’m expected to complete my work outside of my contracted hours 100% 0% 0%

Absence rates in my department are low  5% 0% 95%


image13.emf
Marketing (18 employees all responded to the survey) Agree or strongly agree Neither agree nor disagree Disagree or strongly disagree

It’s difficult to fulfil commitments outside my work because I 

spend too much time on my job. 11% 0% 89%

The organisation provides flexi-time. 100% 0% 0%

I’m allowed to work from home 0% 0% 100%

I’m aware that that the organisation has the opportunity to job 

share 0% 100% 0%

I have scope to use my own initiative in my job role 83% 17% 0%

I’m provided with the opportunity to develop my skills 78% 6% 17%

My line manager values the work I do. 67% 6% 28%

I feel secure in my job role 56% 17% 28%

I’m expected to complete my work outside of my contracted hours

11% 0% 89%

Absence rates in my department are low  94% 6% 0%


image14.emf
Department   Hours lost through absence  Average hourly pay  

Research and  D esign  1876 hours lost through absence  £35.00  

Administration  237 hours lost through absence  £12.50  

Marketing  20 hours lost through absence  £28.00  
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