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Introduction:
This briefing paper covers the ways in which the People Practice Team uses analytics and evidence-based practice to inform fair and effective decision-making, in turn creating the most value for the organisation. 
The points covered in Section One include how evidence-based practice can be applied, the importance of data, the different types of data measurements used, the application of policies and procedures in decision making and the ways in which others can customer-focused and standards driven. 
Following this, Section Two presents two diagrammatical formats of organisational data, the findings have been analysed and potential issues and solutions to these issues are examined and discussed. 

Section One:
(AC 1.1)

Rousseau (2021) defines evidence-based practice as a process of making decisions through a ‘conscientious, explicit and judicious’ use of the best evidence from numerous sources, this in turn increasing the chances of a ‘favourable outcome’. Waite et al. (2021) present a model of how evidence-based practice leads to decision making, it begins with a single or multiple forms of evidence, this leading to an increased awareness of the situation, use of analytics is then included, and from this, logical judgement and rationale lead to reliable decision making. 
When applying this within an organisation, there are six ways in which evidence can be gathered from different sources, these are; asking, acquiring, appraising, aggregating, applying and assessing (Young, 2023). These will help to support the organisation in creating a positive culture with employee engagement and satisfaction, to also create positive external and internal views of the organisation and also to help recognise issues that are present (Waite et al. 2021, pp. 49).
It is recommended by many authors that people professionals should use at least four sources of evidence before introducing a new practice or making an important decision. This includes using the judgement and expertise from other people professionals such as employers, managers and colleagues, using evidence from scientific literature such as peer-reviewed journals, evidence from the organisation itself such as performance indicators or financial data and finally, evidence from stakeholders such as suppliers and employees (CIPD, 2023). Overall this will help people professionals to avoid making decisions based on outdated insights and will create a more trusted profession with an increased positive impact (Gifford, et al, 2023). 







(AC 1.2)

The importance of using data in organisations is becoming a prominent topic in emerging academic research, with research suggesting that by using business analytics and data to guide decision making, organisations are more productive and ‘experience higher returns on equity than competitors who don’t’ (Brown, et al, 2011). Furthermore, people analytics is important in HR as this analyses data about people in order to solve business problems, for example, it can be used to measure workforce performance and wellbeing, it can measure the impact of HR processes and policies and it can help managers to make better hiring decisions according to the data (CIPD, 2022). The use of data in organisations can also benefit the employees as they can use the data to create learning solutions that are more tailored to their actual needs (Haak, 2019). It is important to use different types of data analytics, for example, descriptive analytics can help an organisation to describe past results, such as absence days. Diagnostic analytics can help to uncover why past results have occurred, for example uncovering patterns in sickness absence. Predictive analytics helps to predict future patterns and prescriptive analytics can help to provide future solutions (Waite et al. 2021, pp. 51).
It is also necessary to ensure that data is accurate, valid and reliable when determining problems and issues, this will enable better decision-making by decreasing risk and increasing the outcome of consistent results (SafeGraph, no date). This can be done by collecting the data over different time periods and using a variety of collection methods such as written responses and data (Waite et al. 2021, pp. 51).

(AC 1.3)

When informing the decision-making process, people professionals can use numerous approaches to collect and analyse data; this includes both qualitative and quantitative data which is beneficial when needing to gain insight into teams and individuals within the organisation (Webster, 2017).
Qualitative date can be gathered through methods such as focus groups and interviews, for example, exit interview records, discipline and grievance interview records and written documents from appraisals and performance reviews (Waite et al. 2021, pp. 50). This data is based on meanings from observations, images and words and therefore it is useful for understanding concepts such as employee emotions, perceptions and motivations, allowing people professionals to find solutions for dynamic and complex issues in their organisation such as any development obstacles employees may be facing (Linkedin, 2023).
When looking at quantitative data, this can be gathered through methods such as surveys or data held on HR systems; the methods are based more on statistics and numerical measurements, helping people professionals to recognise any correlations, trends or patterns in organisational data (Linkedin, 2023). For example, it can be used to review and compare employee job satisfaction and engagement, employee absence rates, labour turnover and diversity and inclusion data, all of which will also help to forecast future scenarios (Waite et al. 2021, pp. 50).
In some contexts, both qualitative and quantitative data can be used, for example when needing to analyse employee workload, quantitative methods ca be used to track if employees are meeting targets and qualitative methods can be used to gather employee perceptions on workload, including stress levels etc (Webster, 2017). All of which will help people professionals to gain the best insight into the most effective solution. 

(AC 1.6)

The application of policies and procedures help organisations and people professionals to inform decisions as they provide a defined framework that helps to achieve consistent decision-making. They ensure that the decisions made align with the organisations goals, values and missions, as well as ensuring that regulatory and legal requirements are also adhered to during the process (Indeed, 2023). 
Policies and procedures help to provide a clear view on an organisations stance on a particular subject, for example there are a variety of policies throughout the employee lifecycle such as policies on selection, induction, reward, health, safety and well-being and learning and development (George, 2023). 
Disciplinary and grievance policies and procedures help employers to ensure that both theirs and their employee’s perspectives are treated with fairness and consistency, that time-scales are adhered to and that the correct points of contact are used. Furthermore it ensures that employers adhere to the legal requirements under unfair dismissal law (Suff, 2023). Other legal requirements that can inform decision making include the Data Protection Act 2018, the Human Rights Act 1998 and the Freedom of Information Act 2000. These acts, along with policies and procedures, also focus greatly on ensuring that employers take ethical and transparent approaches when decision making, for example by helping to avoid backdoor recruitment, biased selections and unequal pay matters (Waite et al. 2021, pp. 59).


(AC 2.1)

In the simplest term, people professionals create value when the work that they do helps someone to reach their goals and to create optimum value, to achieve this, the development of both human capital and structural capital must be focused on (Mallick, 2021). When looking at creating value through human capital, people professionals do this by persuading leaders to train and develop employees, by rewarding efficient performance and by effectively managing the employee lifecycle through recruitment, attraction, training and the retaining of the organisations best employees (Kokemuller, 2019). For example, to create value in learning and development, people professionals will determine the most critical resources, produce tailored programs and prioritise the criteria that best aligns with the organisations strategies (Mallick, 2021). When looking at structural capital, people professionals create value by effectively managing the software systems used, the databases and the supply chains (Waite et al. 2021, pp. 62). Furthermore, value can be created by using social media to enhance the working practices, overall bringing increased and better communication into the organisation which provides a variety of benefits to all those involved. Some benefits include increased collaborative working, increased support of inclusion of teams and individuals, increased employee morale and increased well-being (Waite et al. 2021, pp. 64).








(AC 2.2)
As people professionals we must have the commercial drive of creating value by focusing on people and business, as well as demonstrating our own personal commitment to stay resilient in delivering the results that create value for organisations (CIPD, 2023). Ways in which we can become more customer-focused is by carrying out customer and market research, specifically finding out the customers perceptions on how our HR team is delivering its services (Gibson, 2017). These findings can then be shared with stakeholders and used to develop strategy, vision and values that are customer-centred, which can then be turned into future action (InsideHR, 2023). To be standards-driven, we can put more focus into understanding the economic, environmental and political trends that can affect our organisation, as well as understanding behavioural science and putting a focus on ethical concerns, this bringing back the importance of using data and evidence-based decision making (Woolnough, 2017). By making decisions in a principled and sustainable way through data and evidence, we can help build an organisational culture that supports good work and values the people in it (Bond, 2022). The CIPD Profession Map further emphasises this by stating the three key principles that people professionals should follow; ‘work matters, people matter and professionalism matters’ (CIPD, 2023).







Section Two
AC 1.5:




Looking at the data from the two diagrammatical forms above, it is clear to pinpoint the weaknesses in the organisation and which areas require more attention than others. Graph 2 clearly shows that more than half of the organisation has a low average in length of service and Graph 1 clearly presents the potential reasons for this. The data shows that the top reason of employee resignation in the organisation is in relation to pay and benefits, this could be due to a lack of communication of benefits available or poor introduction of them. The organisation can improve on this by periodically reviewing pay policies and ensuring they are fair and transparent to employees. Conducting a market analysis and employee surveys can also help to ensure the organisation is paying its employees correctly and allows employees to provide feedback on what they like and dislike (Indeed, 2023). It is also important to ensure that the people professionals have the financial awareness, knowledge and skills to make informed-decisions regarding pay and benefits, therefore some training sessions may need to be introduced. Finally it is important that employees are aware of the packages available and that the organisation is communicating effectively how these can be accessed and how they are changing. (Cotton, 2023). 
Following this, another large reason for employee resignation is ill health, the organisation can improve on this by giving the employees more flexibility over how they do their work and when and where they work, as research suggests that high demand and low job control increase the risk of cardiovascular complications, diabetes and mental health issues (Kelly, 2021). The organisation should also ensure the employees with long term health conditions are able to easily access information such as the work adjustments available, their rights under the Equality Act, health insurance benefits and occupational health services (CIPD, 2022).
The data above also presents ‘job not as expected’ being an equally large reasoning in employee resignations. To avoid this, the organisation should set job expectations early when recruiting new staff, the job description should include the outcomes that the employee will be responsible for, why these are important and how they will align with the organisations values and strategy – this will help employees to clearly understand what they will be focusing on (O’Connell, 2020).
It is also important that the organisation is aware of emerging risks in the data such as the increase in resignations due to career change. This could be due to career switching becoming more acceptable since the pandemic as employees are becoming more loyal to their career rather than their organisation and seek greater purpose that doesn’t provide burnout. Therefore further research and solutions on this topic should be focused on by the organisation (Christian, 2022). 
[bookmark: _GoBack]All of the issues revealed link to how the organisation must increase its ability to communicate effectively with its employees, an internal communication specialist may be required to support clear communication and technology communication channels may need to be reviewed to ensure that they are accessible for everyone (Peters, 2022). 
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Reasons for Employees Leaving

Percentage (%)	
Failed Probation Period	Redundancy	Resignation - Caring Responsibilities	Resignation - Whilst under Investigation	End of Contract	Maternity non returner	Resignation - Moving from the Area	Dismissal - Summary	Retirement	Resignation - Promotion	Resignation - Change of Career	Ill Health	Resignation - Job not as expected	Resignation	Resignation - Pay / Benefits related	1.81	1.81	1.81	1.81	3.63	3.63	3.63	5.45	4.45	7.27	9.1	10.9	10.9	12.72	18.18	Reasons for Leaving


Percentage (%)



Average Length of Service in Teams

Average Length of Service (Months)	
Regeneration	Lettings	Supported Housing	Income	Finance	Green Spaces	Tenancy Team	People Services	Housing	Community Engagement and Partnerships	Governance	Customer Services	Business Services	Property Team	11	14.5	21.3	22	23.5	24.1	26	33	73	74.599999999999994	79	89.25	94.5	95.4	Team


Months
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