Q1. Explain what evidence-based practice is and provide two examples of how Company X could apply it. (AC 1.1)
Evidence Based Practice is the ability to understand and interpret data using their own knowledge and expertise, this allows people professionals to make decisions and guide policies and procedures based on the data gained from reliable sources (Waite et al, 2021, p47). 
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The 6A’s Model ensures that people professionals can provide accuracy and reliability in their research. If you found in Company X, staff retention was an issue, by using the above model you would ask yourselves a question, making the issue easier to address. Looking through exit interview data there would be insight into why instead of the numbers of leavers thus explaining patterns that might not have been noticed. Comparing this knowledge with a staff survey that stated positive notions that encourage staff to stay and reasons for them to find alternative employment. Aggregating the data would compare the results for inconsistency or common trends between the two. From conducting the survey as an additional style of evidence you would be able to determine what matches from the survey and the exit interviews to narrow your focus on policy changes. There can be a real risk of focusing on the wrong element from one evidence type, this can be a costly and timely mistake to your company. To apply this insight, I would look at what can be improved on, that aligns with the evidence findings and bring the changes in as soon as possible.
I have also used this method to review absences, looked for patterns in the data as individual employees and within each department for trends I asked a question about absence levels. Comparing absence trends in different ways can find a link not previously noticed. Analysed absences in your Company gives more knowledge and can give further insight as to why. This would eliminate any bias about individual employees by looking at data in this way. This can give cause for a review to the absence policy and well-being policies with this data set. Making decisions and changes based on the data found that occurs within your organisation. With ongoing reviews of the data to ensure policies support employees before absence becomes too large of a cost for the organisation to maintain. 
Q2. Explain the importance of using data at Company X to accurately determine problems and issues. (AC 1.2)
In Company X It is likely decisions are based on a mix of personal experience and judgement as stated by (Barends, Rousseau and Briner, 2014) it is not the most reliable way to made decisions and can be prone to errors being made. Despite how hard people may try, bias can interfere when making decisions in this way, using reliable sources of data to base decisions can reduce the chance of this being the case (CIPD, 2025a). Decisions based on misguided information can be expensive to a company from the waste of time making changes and the time it takes to realise the changes have been ineffective on the change needed. The impact for ineffective decisions can cause other concerns, employees losing faith in the overall management of the company or of the work of people professionals. This can lead to additional costs with employee retention, poor performance and even conflict from ineffective decision making. Ensuring quality and reliable data for decision making removes the element of bias, working from experience, or inaccurate notions of patterns within your company, this builds trust and assurance with employees, a strong base of knowledges provides a strong basis for positive results (CIPD, 2025a).
Q3. Explain the different types of data measurements that people professionals at Company X could use. (AC 1.3)
The key to data and evidence is not only the right data but from multiple sources will support a more trustworthy outcome. (Barends, Rousseau and Briner, 2014) detail the importance of looking at four types, scientific, organisational, experiential and stakeholder. Scientific is found within literature in textbooks or journals, organisational is any data provided by your company for example cashflow, customer or employee surveys, experiential comes for personal judgement or experience and stakeholder is from a group or individual who is affected by your companies’ decisions. 
Data can also further be categorised between Quantitative data which is raw data or number format for example the number of absences by an employee. Quantitative data can be recorded and displayed in graphs, charts or in spreadsheets to be compared over time (Waite et al, 2021). Whilst this data is easily recorded there is no context to the information, context makes a difference to your company for example the reasons for staff leaving or the level of disciplinary processes.  
Qualitative data is not numerical and is more descriptive in words, this style allows to record background reasoning and understanding of views and feelings. It is retrieved through interviews, open sections of surveys, appraisals and discipline investigations (Waite et al, 2021). Data obtained in is this way can give the context to Quantitative data but is harder to compare unlike statistical data. Context can be subjective to the person responding and to the person reviewing the data.
If Company X was to use a combination of data type and styles, it would lead to a well-rounded and evidenced view of any concern, this will increase the success rate of any decisions made from this data. 
Q4. Explain how the application of policies and procedures can inform Company X’s decisions. (AC 1.6)
Policies and the procedures that follow can be defined as instructions and directions for how the Company manages any issues that can arise. These policies and procedures provide guidance on what behaviour is acceptable and expected of all employees. The procedures is the process follows when policies are not adhered to. It also ensures that all departments are working from the same guidelines to ensure consistency and fairness across all employees (CIPD, 2025b). Understanding the relationship between policies, procedures and employees, Company X can use these to shape the decisions. Following the policies is not only for employees but also for all levels of management to implement. 
As mentioned by (Leatherbarrow and Fletcher, 2019, p.55) its not just the policies and procedures themselves but the way they encourage obedience of them and the actions taken if they are not followed, says a lot for the organisation and management of the company. Company X should utilise their disciplinary policy fairly and evenly across all levels of employees, this enforces the idea that the expected behaviour outlined in your policies and procedures should be adhered to. Your disciplinary policy should outline the exact measures that would be taken due to different levels of breaches of the policies. This would give a sense of security by employees that they are fairly treated and reviewed on their conduct. A further example is Company x’s GDPR policy, it should outline the expectations of how data is treated and should provide the framework for customer trust and risk management. All data kept is at risk of a breach ensuring the policy covers what to do in a breach and what actions may be taken on an accidental breach shows not only the compliance of regulations but a full understanding of what is at stake. 
By following your policies and procedures you are creating a positive impact on employees and fostering benefits for customers too. Clear guidance not only provides structure and fairness but ensures your company is within legal guidelines reducing the likelihood of employment tribunals (CIPD, 2025b). 
Q5. Explain how the people professionals at Company X can create value for their people, their organization and their wider stakeholders. (AC 2.1)
It has become critical for companies to consider wider stakeholders as well as their own shareholders in decision making and increasing the company’s value to them (Goedhart, M. and Koller, T. 2020). 
As stated by (Waite, K et al, 2021) creating value is achieved through its people, developing this understanding about the employees is extremely important, enhancing them and you enhance the business. 
Company X can create value by investing in its people with the goal to maintain or improve staff retention, thus reducing the cost of training new staff. Having an effective onboarding system with the integration of new staff into your company can set them on the right path immediately. Offering learning and development to staff shows a desire to invest in them as people not just for what they can do for your company. Ensuring high staff retention at your company also gives a positive external opinion of your company attracting higher skilled candidates for future vacancies. Potential candidates seeing frequent vacancies would not create a positive opinion of working conditions for your company. Investing in employees with fair rewards and training has a bigger impact than on just the employees themselves it creates a positive attitude and outlook for the Company as whole. People professionals can work strategically within the goals of the organisation to provide this framework of fostering positive relationships with employees for Company X. 
Q6. Imagine that you have been successful in your application for the role at Company X. Summarise the ways that you could be customer focused and standards driven in your new role, drawing on your previous experience, as necessary. (AC 2.2)
Looking at being customer focused for your Company I would look at customer behavior and the science behind it for a deeper insight, find what we do well and what our pinch points are helps to find what customers are happy about and what they are annoyed by as stated by (Devine, J., Lal, S. and Zea, M., 2012). I would look to understand and evaluate the customer experience; this method has worked very well in the past for me to gauge customer satisfaction and how we are viewed as a Company.  Ideally, we need to be known for our integrity, flexibility, customer satisfaction levels, reliable and trusted in our field. By maintaining high standards and to achieve these aspects it will not only bring new customers but keep the ones we already have as outlined by (Beaujean, M., Davidson, J. and Madge, S. 2006) it is far cheaper to retain customers than to attract new ones, this has always been a successful focus for me in the past. Customers habits from my experience stick with what they know works and where they have had previous positive experiences even if they have not been fully satisfied by the product or service by making positive changes in the customer to frontline staff service, even a complaint can result in a positive experience for the customer. 
Q7.
After analysing the data, I have created the below diagrammatic forms to highlight the concerns I and put together that need to be assessed and addressed. In Fig 1 it can be identified that that bakery significantly works more overtime above their contracted hours than the other two departments. This is concerning as it could create conflict across the departments making staff feel a divide in the pressure and workload felt. Conducting a review of the staffing hours in the bakery department would be required to determine if staff want more contracted hours to provide stability and financial security rather than relying on overtime to increase their salary. It might be the case that it is the sheer workload managed by three members make the overtime necessary to complete their workload. Addressing this issue further would provide further insight on whether new staff for the bakery department would be required to alleviate this workload. Despite the bakery department at Blue Mountain Patisserie working the most hours over their contracted hours, it is worth noting that shop staff are working considerable over their contracted hours. A survey with staff could help gain some insight into the current overtime arrangement to ensure there is issues of concern that needs attention just as it does with the bakery staff. 
Looking into the data a little deeper and analysing overtime on an individual level as a percentage over employees contracted hours in Fig 2 shows a different concern. As the bar chart of data shows there appears to be a large disparity between the amount of hours overtime worked between individuals within the same department. The data shows a 42% difference in overtime between the lowest and highest overtime worked for an employee in the barista department. This shows a large in balance of workload within the department, this could indicate that one individual is being relied upon regularly for overtime with the nearest staff member being at 43% to their 59%. Conflict and resentment could arise from this level of disparity within the department, not to mention the concern should this staff member leave that leaves a lot of overtime to be covered by the remaining baristas causing additional workload and a higher risk of burnout for staff in the department. High workloads and burnout can have a further impact on absences causing an increasing pressure on remaining staff, this would not be sustainable and needs addressing. 
Further qualitative data needs to be obtained to give context to this data to provide a more thorough understanding of why we are seeing these numbers with Blue Mountain Patisserie. Overall, there is a significant amount of overtime being worked at present and I fear this is not sustainable. It would also be useful to consider if this has been a consistent pattern or is this a trend for an expected busy period that is not actually going to happen for a longer period. In the interim while gathering more data a well-being survey across all staff would help with some further understanding and to ensure that staff are feeling supported in their roles and are equipped to manage at these current overtime levels. We can then asses if we need more staff to cover a portion of this overtime to reduce these work levels.

Q8.
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Average of overtime over contracted hours per Department 

Percentage 	Shop staff	Baristas	Bakery	44	37	54	


Week 1	J Scott	P Mean	S Kidding	D Jaques 	K Ritter	H Barrel 	L Guarani 	K Pathos 	B Sykes 	S Grant 	P Perfect 	H Dumpty 	R Rickson	K Gerbil 	S Lund 	B Bathbun	H John 	R Rabbitt 	P Harlum 	M Hubbard	P Boots	Shop Staff	Baristas 	Bakery 	Week 2	J Scott	P Mean	S Kidding	D Jaques 	K Ritter	H Barrel 	L Guarani 	K Pathos 	B Sykes 	S Grant 	P Perfect 	H Dumpty 	R Rickson	K Gerbil 	S Lund 	B Bathbun	H John 	R Rabbitt 	P Harlum 	M Hubbard	P Boots	Shop Staff	Baristas 	Bakery 	Week 3	J Scott	P Mean	S Kidding	D Jaques 	K Ritter	H Barrel 	L Guarani 	K Pathos 	B Sykes 	S Grant 	P Perfect 	H Dumpty 	R Rickson	K Gerbil 	S Lund 	B Bathbun	H John 	R Rabbitt 	P Harlum 	M Hubbard	P Boots	Shop Staff	Baristas 	Bakery 	Week 4	J Scott	P Mean	S Kidding	D Jaques 	K Ritter	H Barrel 	L Guarani 	K Pathos 	B Sykes 	S Grant 	P Perfect 	H Dumpty 	R Rickson	K Gerbil 	S Lund 	B Bathbun	H John 	R Rabbitt 	P Harlum 	M Hubbard	P Boots	Shop Staff	Baristas 	Bakery 	Normal working hours	J Scott	P Mean	S Kidding	D Jaques 	K Ritter	H Barrel 	L Guarani 	K Pathos 	B Sykes 	S Grant 	P Perfect 	H Dumpty 	R Rickson	K Gerbil 	S Lund 	B Bathbun	H John 	R Rabbitt 	P Harlum 	M Hubbard	P Boots	Shop Staff	Baristas 	Bakery 	Average number of overtime hours worked  per week over 4 weeks 	J Scott	P Mean	S Kidding	D Jaques 	K Ritter	H Barrel 	L Guarani 	K Pathos 	B Sykes 	S Grant 	P Perfect 	H Dumpty 	R Rickson	K Gerbil 	S Lund 	B Bathbun	H John 	R Rabbitt 	P Harlum 	M Hubbard	P Boots	Shop Staff	Baristas 	Bakery 	Average overtime worked as a percentage against normal working hours	J Scott	P Mean	S Kidding	D Jaques 	K Ritter	H Barrel 	L Guarani 	K Pathos 	B Sykes 	S Grant 	P Perfect 	H Dumpty 	R Rickson	K Gerbil 	S Lund 	B Bathbun	H John 	R Rabbitt 	P Harlum 	M Hubbard	P Boots	Shop Staff	Baristas 	Bakery 	29.333333333333332	46.25	46.25	31.333333333333336	46.875	62.5	22.666666666666664	60	63.749999999999993	53.125	54.6875	31.25	29.6875	16.666666666666664	42.5	39.0625	59.375	28.125	46.333333333333329	57.499999999999993	57.499999999999993	
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