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Task 1 

Evidence-based Practice Briefing Paper

Introduction
This briefing paper has been produced in order to demonstrate how the People Practice team use evidence-based practice and analytics to support the decision-making process. 

What is evidence-based practice and how it’s applied within an organisation. (AC 1.1)
Evidence based practice can be defined as a process for making the right decisions for the organisation through critically appraised evidence from a variety of references to increase our knowledge and comprehension, and to then put this evidence into practice (CIPD, 2023). Eric Barends, Managing Director of the Center of Evidence Based Management, says that we must feed our brain with evidence and research in order to make good quality decisions that benefits the organisation and the people working there (CIPD). There are four sources of data that support effective evidence-based practice, and these are: scientific literature, organisational data, experience and knowledge from people within the organisation, and stakeholders (Rousseau and Barends, 2011). People professionals can certainly aid organisations in applying effective evidence-based decisions as people professionals are often involved in many areas of the business, be that supporting the application of new or updated policies and procedures or changing the organisational structure. Using evidence from a variety of sources will help ensure the changes are necessary and will support the organisational strategy. Applying successful evidence-based practice, will save the company time and money. It’s quite common and certainly historical, that managers or people professionals make decisions based on their own professional view, however this can have a detrimental effect on the organisation as this can be seen as bias and could mean costly and poor decisions are made. 

Using data in organisations and why it’s necessary the data is accurate. (AC 1.2)
The use of data in organisations isn’t necessary, it’s essential! We use people analytics to gather data about our workforce and to support us in making evidence-based decisions that will help us determine and correct problems and issues (CIPD, 2022). We need to ensure that the data we collect is reliable and valid to enable us to make the right decisions. Reliability means ensuring data is accurate and consistent where reliability means ensuring the data collected accurately measures what we are looking for (Waite et al, 2021). Let’s look at a case study from Barnwood, they wanted to do an assessment on various job roles and pay, and when employees were taking holidays. They achieved this by implementing a new HR system and used an external benchmarking tool to review salaries. The data collected informed their decision to adjust some salaries, they implemented a new job evaluation framework and now remind staff to take holidays. (CIPD, 2021). By making these evidence-based decision using accurate data, this increased employee morale and retention. 
Google also used people analytics to inform their decision-making process. One example is “Project Oxygen” which is a research-backed project to distinguish preferable characteristics in managers. The research was based on qualitive information from employees which highlighted problems where managers were not performing. This data enabled Google to make evidence-based decisions to change their management training and development initiatives which makes them one of the top global companies to work for. The changes have seen an increase in productivity and retention (Shrivastava et al, 2018). 

Different types of data measurements used by people professionals. (AC 1.3)
There are lots of different types of data measurements that people professionals use, be it quantitative data, or qualitative. Quantitative data refers to numerical data that can be counted and analysed. For example, data on labour turnover. Qualitative data refers to data gathered from people’s words, for example, interview records (Waite et al, 2021). Once we have gathered the data, we need to make sense of it. The CIPD has developed six steps to ensure that the data collected will increase the chances of making positive evidence-based decisions. The six steps are: asking, acquiring, appraising, aggregating, applying and assessing (CIPD, 2023). As people professionals, we need to make sure that we are critically thinking about the data in hand. Critically thinking means that we can think clearly and are able to consider all data available to us, and that we can examine the views and thoughts from a variety of sources (CIPD, 2019).  
So what type of data do people professionals measure? Analytics can provide us with data on performance. Data can capture and analyse performance through various models which helps leaders make better evidence-based, unbiased and accurate decisions on how to improve performance, skills gaps and behaviour (Sharma and Sharma, 2017). We can also measure employee turnover by reviewing retention rates and causes of turnover. This can be done through exit interviews or employee surveys for example. This data will show trends which will could show problem areas, which will enable us to make evidence-based decisions dependant on what the data is telling us (Rathor, 2020). 

How the application of agreed policies and procedures informs decisions. (AC 1.6)
Policies and procedures are written to guide all employees on how they should react or respond to issues and should be linked with organisational strategy (CIPD, 2023). The HR strategy needs to be linked with the organisational strategy. In many organisations, part of the strategy will be to deliver excellent customer service. Employees are viewed as HR’s customers and therefore people professionals will have two goals in mind, by creating policies and procedures for their customers (the employees) that will support them and guide them, this sets the standard and determines how they should behave to their customers who then should be satisfied with the service being provided to them (Blackburn, 2011).
Policies and procedures therefore dictate what types of data people professionals analyse. This will be different for all organisations as all organisations will have a different strategy. One area that most organisations will analyse, and review is sickness absence. For example, an organisation may have a policy regarding sickness absence, on reviewing the data of sickness absence, it could show there’s a higher level than expected for example, and therefore this could inform the organisation’s decision to change or improve their sickness absence policies and procedures. 
Some policies and procedures are driven by legislation. For example, family friendly rights are driven by the Employment Rights Act 1996 (GOV, no date). If we look at maternity leave as an example, the ERA96 says that all pregnant employees have the right to 26 weeks of Ordinary Maternity Leave, and this is a policy that all organisations must have and cannot deny. 

How people professionals create value for people, organisations and wider stakeholders. (AC 2.1)
All businesses who sell a product/ service want to be profitable. And people professionals are key in supporting this. But how? There are many ways in which HR create value, be it through developing the structural capital: which refers to software systems and processes for example or be it through human capital: which refers to developing the people within the organisation (Waite et al, 2021). If we look at stage five of the employee lifecycle, HR can add value to the organisation and to the employees by supporting personal development. Brian Hults wrote an article for Harvard Business Review where he explains how he helped an organisation increase net sales by 27% after implementing basic HR tools such as job redesign and competency model development. He supported the sales staff in getting training to further develop their knowledge on the products (Hults, 2011). Therefore after understanding the issues, Brian Hults was able to add value by implementing changes to the development of the employees which in turn increased the organisation’s profit. 
Another key area where HR can increase value is by implementing wellbeing policies and initiatives. Be it through supporting an employees’ physical health or mental health. Supporting employees will not only increase their loyalty to the organisation, but it will also benefit the organisation through increased productivity and employee engagement (CIPD, 2023). This is important because we would hope to see better retention rates, therefore less time and money spent on recruitment and which then creates value. 

How to be customer-focused, and standards-driven. (AC 2.2)
As people professionals, we must always be customer-focused, who our customer is will vary. By using the Profession Map from the CIPD, which sets out the purpose, values, core knowledge, behaviours and specialist knowledge and sets the standard for people professionals (CIPD, no date), we can use this to guide our commercial drive. As people professionals we must show that we are customer focused in our own context and able to understand the commercial focus of the organisation, and the cost implications within the organisation. We should show our ability to achieve agreed goals with high standards and always maintain personal resilience. 
If we follow all the above, we can support the organisation in identifying and providing solutions to problems and issues. We can do this in several ways and within my own context, one area that is a focus for me is collaborating with a variety of departments to join forces to achieve the same strategy. This is important as joining forces will help the customer experience to be more uniformed and effective (Indeed, 2023). I do this through regular meetings and setting collaborated goals for each department. Another key area for me is the wellbeing of the staff. Understanding that the wellbeing of the staff is a key priority not only benefits the employee, but it also benefits the organisation as employees are more productive and happier when they know their wellbeing is a priority. Since COVID-19, there has been a big increase in organisations prioritising employee work-life balance and wellbeing from 14th to 5th in HR focuses (HR Zone, 2021). 

Conclusion
To conclude, the use of accurate data within the People Practice team is essential to making the best decisions possible based on the evidence provided which creates value to the employees, organisation and stakeholders. 


Task 2
(AC 1.4)





(AC 1.5)

Employee turnover and retention are key HR metrics for any people professional to analyse. Both can have a big cost to the business. Turnover refers to the employees who leave an organisation where retention refers to the employees who have a certain number of lengths of service (CIPD, 2023).  
By analysing the data, there are a few key areas that need addressing. Looking at the largest figure first, resignation that is pay/ benefits related at 18%, I would delve into this a little deeper. I would want to know what roles did these leavers have? If exit interviews were done, I would want to know if there was further information saying what pay or benefit these leavers were going to receive in their new role. I would possibly do a salary benchmarking exercise depending on what further detail I had.
By looking at the second largest percentage of leavers, this doesn’t give us a lot of detail and would require further investigation. Are these leavers from the same department/ job role? Is there an issue with the managers? Were exit interviews done? What did these say? Without more information, this percentage really doesn’t tell us much. 
11% of leavers say that the job wasn’t as expected. In this case, I would again check if exit interviews were done and what was said. I would also look at the recruitment process. Did the leaver receive a detailed job description before accepting the role? What was the onboarding process? Should the leaver have had more training? Were reviews done? What was said? 
One thing is clear after looking at the data in the table, further investigation is needed, and one area in particular that would provide us with more detail, is the exit interview. Therefore this data alone shows us exactly how important the exit interviews are and how they are crucial to the organisation continually examining leaver data.
By analysing the data on average length of service, it is difficult to compare departments as the number of employees per department varied so much. The Regeneration department had one employee with 11 months service whereas the Property department had 17 employees with an average of 95.1 months service. The data provided was a list of leavers and does not include the employees still working at the organisation therefore this graph doesn’t provide a true reflection on the average length of service per department as it doesn’t record how many people work for each department. My recommendation would be to look back at the previous 12 months and record all employees who have worked there for the past 12 months or longer, and then calculate the average length of service. This would then include existing members of staff which would provide a much more detailed indication of length of service per department. I would take particular interest in those departments that had a low length of service and would do further investigation into this to determine why that department had a lower length of service than any other. If I was to discover an issue, my recommendation would be to create a retention strategy. Why is this important? Firstly, there is a cost to hiring new employees. Secondly, hiring new people all the time affects the culture and morale negatively (Indeed, 2022). 
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Reasons for leaving


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	1.8518518518518517E-2	1.8518518518518517E-2	1.8518518518518517E-2	1.8518518518518517E-2	3.7037037037037035E-2	3.7037037037037035E-2	3.7037037037037035E-2	5.5555555555555552E-2	5.5555555555555552E-2	7.407407407407407E-2	9.2592592592592587E-2	0.1111111111111111	0.1111111111111111	0.12962962962962962	0.18518518518518517	

Average length of service (months)

Average	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	21.333333333333332	22	23.5	24.166666666666668	26	33	73	74.666666666666671	79	89.25	94.5	95.058823529411768	


