Section One
· Explain what evidence-based practice is and how it might be applied within an organisation. (AC 1.1) 

Evidence-based practice is a process where evidence is gathered from sources to help make fully informed, knowledge-based decisions (Waite et al. 2021, p47). Evidence must be based on multiple relevant sources to increase insightfulness and must be judged logically, the result of good evidence-based practice can strengthen the integrity of HR, adding value to the business as all decisions are based solely on fact. In the organisation, evidence can be used to make decisions on areas such as organisational design, reward systems or policies, as relying on opinion can be a risk to the business, gathering evidence would eliminate any potential bias of opinions which is beneficial. Evidence based practice can be used for problem solving during recruitment, finding out how effective recruitment has been, or during staff surveys, where results need to be critically analysed. Critical Thinking is vital when applying evidence-based practice in an organisation, for example writing policies. Everyone is prone to bias, and therefore it is important to gather quality evidence by thinking about who conducted the research and by considering the methods, validity, reliability the sample size. 
Briner (2019) founded a useful six-step approach to assist people professionals with evidence-based decision-making. He proposed that to increase the likelihood of a favourable outcome its best to begin ‘asking’, which means translating the idea or issue into an answerable question. You then start ‘acquiring’ evidence by systematically searching, and ‘appraising’ trustworthiness of the sources. The next stage is to start ‘aggregating’ all evidence together to ‘apply’ this into decision-making. Lastly, it is important to ‘assess’ the outcome of the decision.


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

Barends, Rousseau and Briner (2014) identified four sources of data that should be used to gather evidence before making a decision within an organisation. For example, if an organisation felt they had high sickness rates they should look at scientific literature to find theories and scientific studies based on sickness rates, and how they can be improved. It is also useful to examine organisational data to learn about the nature of the absences and identify any patterns. It is also important to consider the views of stakeholders such as employees and managers. Gathering experiential evidence from those who have any relevant knowledge and experience in this area is beneficial as professional knowledge that is accumulated over time is invaluable as it is based on experience not opinion.
Using various data forms in an accurate manner is extremely important they have a significant impact on organisational culture and perception. For example, if we wanted to change the culture in the organisation, we would need to consider all four sources of data, such as by conducting staff surveys, holding interviews and researching the outcome in other organisations. These results need to be analysed carefully using appropriate techniques, as if answers are interpreted incorrectly due to bias or difference in opinion this could negatively impact the business. Data needs to be measured using a valid indicator to ensure it has validity, for example when looking at workplace culture we could issue a staff survey, where the questions would be relevant and focussed on culture. Reliability refers to consistency and stability over time. Therefore, to determine reliability the same workplace culture survey can be sent out after a given period to the same individuals with the same questions.

Reliability/validity, making an informed decision, 4 data types, benefits of accurate data risks of not accurate, important to make fair consistent decisions, necessary to make reasonable fair decisions, how it helps performance and culture. Use examples- 


· Explain the different types of data measurements used by people professionals. (AC 1.3) 

Qualitative data is non-statistical, and therefore is based on words. For example, it can be gathered by conducting exit interviews or by asking open questions on a survey. It is an insightful approach as it helps to capture understanding of employees opinions and feelings. Qualitative data can be transformed into quantitative data by conducting a thematic analysis, by grouping together patterns and themes. Using qualitative data can help to improve culture in the workplace, as decisions would be based on the employee voice. However, it may be difficult on occasions to condense vast amounts of information to make an informed decision.

Quantitative data is statistical and can be measured. It is useful for capturing themes or patterns, which can then be analysed and contribute towards decision making. People professionals often use quantitative data for looking at labour turnover patterns, absence rates over time, success of recruitment advertisement or employee satisfaction. This data can be gathered from reports and staff surveys, which is beneficial to the business as if used correctly we can improve workplace culture and performance.

Data can also be analysed by looking at correlation, where two or more events happen at the same time and may or may not have a link between them. For example, there is a link between absence rates and employee performance, if absence rates increase employee performance decreases, which is a negative correlation. However, low employee performance may not have an effect on absence rates, and therefore we cannot assume there is a correlation. A way to test this is by looking at the same events at multiple different points in time and seeing if the result stays the same. Causation is when we are certain that one event causes another, for example during school holidays, less staff with children are in the office. 


· Explain how the application of agreed policies and procedures informs decisions. (AC 1.6)

Hr policies and procedures are created to give guidance on how a wide range of issues should be handles within an organisation. They are important for maintaining fairness and consistency in an organisation, an help to legally protect the business. HR policies shape people’s behavior and ensure that employees are all treated fairly, for example we are legally obligated to follow policies during disciplinary meetings or dismissal of a staff member. They also help to address complaints and grievances made by employees, and outline how to solve them appropriately. There are many policies within organisations that are used to inform decision making. An equal opportunities and diversity policy would be applied when making decisions in the recruitment, selection, training, appraisal, development, and promotion of all employees. Policies such as a probationary period policy would be used to make decisions on whether an employee is eligible to pass their probationary period, and if not, it would clearly state the process for failing the employee’s probation period.
It is vital that organisations use policies to establish consistency throughout the business. For example, if an employee applied for a support loan or a commission claim, the money calculation process would have to be fair and taken directly from what the policy states they are eligible for. 
Policies are important to create a customer focussed strategy, as treating people fairly, providing flexibility and transparency can help to improve work place culture and employee engagement. Engagement in an organisation is important to remain customer focussed, as this can increase efficiency and standard of the work produced. If staff are being compliant with the terms of the policies, such as the code of conduct, the workplace will be a more positive environment, which can help with retention of vital staff members. 


· Explain how people professionals create value for people, organisations and wider stakeholders. (AC 2.1) 

According to Ulrich (2023) ‘Value is defined by the receiver more than the giver’, for people professionals this means being an ‘employer of value’, using practices such as staffing, training and communications to create value for people, organisations and wider stakeholders. CIPD (2019) demonstrated through their new Profession Map that the purpose of people profession is to promote better work and working lives, which sits in the heart of the map as everyone connected to the world of work has a role in delivering this. The map explains that people professionals need to be evidence-based, outcomes-driven and principles-led to create value. 
People professionals create value for staff by conducting appraisals and exit interviews, enabling staff to use their voice and giving them a sense of importance. It is also vital that staff have an efficient learning environment, where training is given in all necessary areas, and is closely monitored. People professionals create value for individuals by prioritising learning and development, as it shows the organisation is invested in them. 
They create value for the organisation by careful selection of employees and conducting a high quality induction. It is important that employees are carefully chosen as this has a major impact on the culture in the workplace. Conducting an effective induction can benefit the business as it can reduce absenteeism and increase employee satisfaction and commitment. According to CIPD 2022, 28% of their induction process to enhance retention. 
They create value for wider stakeholders by keeping staff engaged. Engagement is important within organisations to promote better workflow and higher standards of work. This impacts wider stakeholders as the business will be preforming better due to the maintenance of high engagement.



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

In HR, our customers are our staff. We have a duty of care to our staff to protect them from harm. This is embedded into the business within our policies such as whistleblowing, health and safety or bulling and harassment. These policies are referred to often, and they are communicated to staff during their induction. According to Jha (2024) HR policies are crucial for organisational success, fostering compliance and consistency. They ensure legal adherence, drive performance, and resolve conflicts. HR policies enhance communication, trust, and workplace culture, supporting a motivated, inclusive, and engaged workforce. This is important as if staff are motivated and engaged, productivity is boosted, and a higher standard of work is being produced. This is vital as the business as a whole is focussing on the external customers and providing work of the highest standards.

It is important that a PESTLE analysis is conducted often, to evaluate the Political, Economic, Sociological, Technological, Legal and Environmental factors that can influence decision making within a business CIPD (2024). For example, as HR to remain focussed on our customers (the staff) we need to consider factors such as economic downturn which could cause redundances and increased unemployment. Or a change in politics which would need to be communicated quickly to staff so that they can communicate to their customers. This is important as stakeholders such as clients or investors need to be aware of any changes being made in the business, as it may have an impact on them. 

Training staff is an important factor in remaining customer focussed from a HR perspective, as it means we need to track progress and notice areas that need developing. For example, if we can see staff are having trouble on the phone with clients, we can provide phone training. As this would help our staff to remain customer focussed and provide a better experience for our wider stakeholders. This can also increase job satisfaction for our employees, and create healthy client relationships.


Section Two
7. 

· show as a percentage the number of employees leaving each department, each year
· present the overall total leaving rate for the whole organisation as a percentage, for   each year.  (AC 1.4)

Present your findings using at least two appropriate diagrammatic forms so it can be easily understood by end users.  
















Having analysed your findings, comment on any issues that the data has revealed and propose potential solutions. (AC 1.5)




















8. Having analysed your findings, comment on any issues that the data has revealed and propose potential solutions. (AC 1.5)

The pie chart shows that staff turnover rates have improved since 2020. In 2020 the rate was 34.25 this could be due to the loss of staff during covid 19, and the lack of flexible working opportunities. This has decreased by 20.07% in 2023 as now businesses have more ability to offer flexible working to accommodate individuals. The decrease in turnover rates could also be a result of more thorough recruitment processes. It is apparent that in 2020 there was a much higher total number of staff, and therefore the recruitment may have been more lenient. Recruitment is important in organisations as it has a huge impact on culture, if the people do not fit the culture, or do not preform well enough, it can cause valuable, long term staff to leave. 
The bar chart depicts that parking and despatch is the department with the highest turnover of staff in each year, with a mean value of 42.08. Some solutions to this would be to review exit interviews and gather qualitative data, as this may reveal that there is a management or cultural issue within the team. There is also the option to interview current team members and ask about the working environment and culture. This would ensure that employees have a voice. 
To improve retention for 2024 it could be useful to conduct regular performance conversations or reviews. As ‘quiet quitting’ could be caught early by asking questions and offering support. Quiet quitting Is a term used for individuals who do the basics of their role but do not offer anything more. They often disengage from the group or change their attitude as they plan to leave the organisation. 
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Percentage turnover in each department from 2020-2023

2020	Administration 	Maintenance 	Marketing 	Production	People team	Research 	&	 Design 	Sales	Packing and despatch	Finance 	18.181818181818201	55.555555555555557	0	30.303030303030305	16.666666666666664	25	45.238095238095241	58.333333333333336	40	2021	Administration 	Maintenance 	Marketing 	Production	People team	Research 	&	 Design 	Sales	Packing and despatch	Finance 	40	33.333333333333329	0	16.161616161616163	0	0	8.5714285714285712	40	0	2022	Administration 	Maintenance 	Marketing 	Production	People team	Research 	&	 Design 	Sales	Packing and despatch	Finance 	40	33.333333333333329	0	16.161616161616163	0	0	8.5714285714285712	40	0	2023	Administration 	Maintenance 	Marketing 	Production	People team	Research 	&	 Design 	Sales	Packing and despatch	Finance 	11.111111111111111	14.285714285714285	0	16.022099447513813	40	25	4.4444444444444446	20	0	Departments


Turnover (%)





Total	
2020	2021	2022	2023	34.261838440111418	17.687074829931973	17.687074829931973	14.184397163120568	

