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People practitioner’s guidance paper

AC 1.1. What is evidence-based-practice?
Evidence based practice is when information from reliable sources is gathered and analysed in order to make better informed decisions. As people professionals we are regularly required to make decisions on people polices, policies and procedures, terms of employment etc. Considering the importance of these decisions it is vital that our recommendations are evidence-based and are in line with our schools’ values and principles. According to Barends, Rousseau and Briner (2014), there are 4 types of data that can inform decisions: ‘scientific evidence, organisational evidence, experiential evidence and stakeholder evidence’(Waite et al, 2021 (p48). Scientific evidence is available through literature. This literature should come from peer reviewed academics, who have rigorously analysed vast amounts of data for us to deem a trustworthy source. Organisational evidence comes from the organisation itself. In the case of our school, this could be data from our internal HR and operational systems such as ITRENT and SharePoint. Experiential evidence comes from the people within the organisation who have knowledge and experience of the subject under review. This information can be gathered from any off the staff at our school (depending on the information needed) and the children that attend our school. Stakeholder evidence could come from our board of governors, the wider community, NPT county borough council, and government research and statistics (Waite et al, 2021).  As people professionals of a learning organisation, it is not only our responsibly to ensure better working lives for our staff and organisation, it is also our responsibility to ensure that any decisions we make impact positively on children’s learning outcomes (Keating & Moorcroft 2006). Using evidence-based practice to guide us, we can ensure we can make the most informed decision that move us closer to our schools’ principles, values and goals.

AC 1.2. Importance of using accurate data
According to Leatherbarrow & Fletcher (2019) data can be collected for a number of reasons, including: recording, planning, measuring and monitoring, controlling, and decision making. As people professionals in a school, we are required to make decisions that not only impact on the daily running of the organisations, and the best work life and wellbeing of staff, but the decisions we make will fundamentally have an impact on the wellbeing and educational outcomes of our customers (our children).  Therefor it is of vital importance that the evidence we use to inform our decisions are backed up by accurate data that is reliable and valid. Evidence that is reliable must not only be accurate but also consistent in its results over a period of time. For example: If we wanted to find out if a particular reading scheme was financially feasible, then a one snap look at outcomes would not be a reliable source as it would only measure outcomes at that particular time (maybe at the beginning where teachers and children are more enthusiastic and engaged). For evidence to be valid, we must ensure that the data collected measures what it’s supposed to be measuring. For example, if we wanted to know how successful the program is, and sent out teacher questionnaires of said question, we might get a positive result. However, the question is very broad and may not include important information that might steer our decision to probe further, for example, a small number of children who are unresponsive to the programme, or the additional workload of staff causing stress or tension amongst colleagues. For these reasons we must gather information from a wide variety of sources using different techniques and at different periods of time (Cascio. & Boudreau 2010)

AC 1.3.  Quantitative and qualitative data
There are a variety of ways that data can be collected, but all data can be categorised into two types; Quantitative, and Qualitative.
Quantitative data is expressed as a number and can be counted and measured. It is good for measuring trends and patterns and can be gathered through surveys, HR systems or reliable published sources. Quantitative data can be useful to collect data on issues like absence rates, recruiting, diversity and inclusion data etc. (Waite et al, 2021).  Although quantitative data can be a very accurate way of gathering statistical information that can predict trends, it cannot (without further investigation) explain why a particular trend is happening. 
Qualitative data is based on meaning that come from words. It is useful for understanding people’s views and feelings and delving deeper into an investigation. It can be gathered through interviews or open-ended questionnaires and in a HR role, is often collected from discipline and grievance investigations and performance reviews (Waite et al, 2021). However, qualitive data need to be carefully analysed. According to (Haak,T) All humans are prone to cognitive biases, that influence the way they interpret the outcomes of workforce analytics projects. As we are often dealing with feelings and emotions, and as us analysts are human, we are subject to unconscious bias towards what we might want to see. A solution to gathering and interoperating information that is reliable might be to gather larger volumes of information, both quantitative and qualitative, over a planned period of time. However, we must be mindful of the time and cost of analysing large amounts of data. The benefits must outweigh the cost to the company.

AC 1.6. Policies and procedures
People professionals in schools are responsible for helping create and regularly review a variety of policies outlining the values of the school and how it intends to fulfil its responsibilities. HR policies include policies for recruitment and retention, staff grievance and discipline, staff pay and performance management, equal opportunities etc. To evaluate the effectiveness of these policies, data needs to be collected and analysed (Keating & Moorcroft 2010). For example: If our equal opportunities policy states that we actively encourage people from ethnic minorities, but our data shows that we hire none, and through our literature research we know that people from ethnic minorities are less likely to apply for a job if do not currently hold all the credentials, then we might think of revising our recruitment policy to include interviewing people from ethnic minorities who are close to the benchmark (Leatherbarrow & Fletcher 2019). When Introducing or developing a policy or procedure, a consultation should take place with all relevant stakeholders and both legal and ethical requirements should be considered. The reasoning behind the policy should be transparent and well publicised and the procedural steps should be clear so that everyone knows the exact steps to follow should a HR issue arise (Keating & Moorcroft 2010). Therefore including all data and evidence to all stakeholders at the policy making stage, will ensure that better informed decisions are made, that are in line with our goals and values.

AC 2.1. Creating value 
According to (Leatherbarrow & Fletcher 2019), ‘HR, as a process, needs to add value to the organisation; if it does not then it has no place in the organisation. It becomes a drain on resources (p104)’. Therefore, as people professionals our role is expanding from the welfare of individual workers, to the business partner that adds to the wealth of the company. Creating value can be achieved by developing structural capital, and human capital. Developing structural capital includes improving software systems that the organisations use. Developing human capital is the development of the organisations’ people. People practitioners have the most opportunity to add value by developing its people.  According to Waite et al. (2021) We can contribute to the wealth of the company by a number of means including: ‘Supporting the careful selection and hiring of employees; Rewarding performance; and Developing employees’ (Waite et al, 2021 p62). However, simply collecting vast amounts of data on people processes will not be enough to add value to the company. A CIPD survey of 1,560 HR and business leaders found ‘Less than half of organisations collect data on key people issues such as recruitment and employee wellbeing, despite these being identified among the main challenges businesses face’ (Webber 2023). In the same report the CIPD also found that there were gaps between data that had been collected and what was being regularly reviewed. (Webber 2023). In order to add real value to an organisation, HR measurement systems must contribute to improved and effective decision making. This can only be achieved, by skilful, collecting and analysing of data. The results from the above mentioned CIPD survey suggest that more work is needed to train up people professionals to be competent and confident researchers and analysts who can transform data from descriptive, into predictive data that can inform strategic change (Cascio. & Boudreau 2010).
AC 2.2 Customer-focused, and standards-driven
As People Professionals of a school, our primary customers are the children. Our standards are for our children to have access to an education with opportunities to reach their potential and goals. We aim ‘To ensure all pupils receive appropriate support to reach their academic and personal potential’ (Ysgol Bae Baglan 2019). With every decision and recommendation, we make, whether it be decisions about staff or children, we must consider how it will affect the children’s education and wellbeing (Keating, and Moorcroft, 2006). We must start by asking questions, gathering information and analysing the results before making decisions. Familiarity with the CIPD’s Profession Map is a guide to evidence-based decision-making, and evidential understanding of impact and outcomes. It suggests that evidence should combine: Behavioural science and academic research, Organisational data, Stakeholder concerns, and Practitioner expertise. For example: when looking at our data for staff absence, we might find it financially feasible to hire supply staff to cover some members of staff that have frequent days off. But with further enquiry into behavioural science, and information from other members of staff (Practitioner expertise) we might find that the type of children that they are supporting are unable to deal with change which affects them emotionally and their day-to-day learning. Or by looking at organisational data and practitioner expertise we might find that other staff are taking the weight of the absentees which could be causing stress and resulting in retention issues. In this case we might consider making other staffing arrangements that better reflect our standards for staff and children. All decisions that we make can ultimately affect the children, which in turn affects the parents, which can affect the reputation of the school, which affects our stakeholders, which ultimately affect the business and its workforce. Therefor it is vital that People practitioners are proactive about using data to inform decisions that support our school standards and that positively affect our customers (the children).















Fig 1
	 
	 
	Age range (years)

	 
	Total in each department
	16 - 25
	26 - 35
	36-45
	46-55
	56-65
	66-75
	76-80

	Department C
	172
	55.4
	20.6
	55.4
	46.4
	87.7
	29.2
	1.7

	Department D
	90
	0
	1.8
	3.6
	8.1
	18
	49.5
	0


This table (fig1) shows the age distribution of employees for 2 departments. The age range has been presented as a percentage of the total in each department.


Fig 2


Data from (fig 1&2) show that 55% of department C are age 16-25. However, this drops significantly at ages 26-35. Further information is needed from qualitative data in order to form an evidence-based decision.  My recommendation is an investigation into why this age group are leaving. I recommend collecting historical qualitative evidence from exit interviews from people age 26-35 and analysing for a common theme, and to continue regularly monitoring exit interview data. I would also recommend distributing a questionnaire to the 16–25-year-olds with questions focused on what attracted them to the role, and how they would like to develop. And to the remaining 26–35-year-olds in this department with questions focused on their current role satisfaction and how we can improve as a department in order to optimise the employee experience.. These investigations are vital for predicting employee turnover so we can make decisions that can prevent talent from leaving which is costly to the company (Haak 2019). We could also look at our interview model to see if we can make better hiring decisions, recruiting staff that are less likely to leave.



Fig 3

Data (fig 1&3) show that department D has a significantly older workforce with the majority in the 66-75 age range. These figures predicts a future workforce need and the department is at risk of losing most of its workforce as they will soon retire (haak 2019). The Department has not recently recruited any 16–25-year-olds and only 1.8% of their workforce are 26–35-year-olds suggesting work is needed to attract a younger workforce. I would recommend further investigation into the recruitment policy to ascertain whether the standard for recruitment is too high in relation to experience needed, and if found that is the case then to look at our resources for training young people. We might also look at the way we advertise for vacancies, and if we are using the right tools to attract younger people. We might want to gather experiential evidence from department C as to their policies and practices on recruiting young people as they have evidence of success in this area (fig 1&2).
The Data that we have from these charts are limited as it comes from one source. It can be described as organisational data as it comes from the organisation itself. It is reliable as it comes from an organisational database and is quantitative in nature so in its descriptive form, is not subject to human bias. However, before any decisions that might change the organisations direction on recruitment or retention, I suggest that at this point, we need to gather more information from a variety of sources. We are still at the questioning stage of the Six steps to evidence-based decision making, which are: Asking-Acquiring-Appraising-Aggregating-Applying-Assessing (Waite et al 2021 p49). The next step would be acquiring more information from a wide range of sources both quantitative and qualitative in order to investigate more accurately into the findings from these data. When information has been appraised to be reliable, it can it be aggregated (gathered together into themes and patterns) into evidence to inform decisions. Once the decision has been applied it must then be regularly assessed for effectiveness.
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'Department C'

Department C	Total in department	16 - 25	26 - 35	36-45	46-55	56-65	66-75	76-80	172	55.4	20.6	55.4	46.4	87.7	29.2	1.7	Field1
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Department D	Total in department	16 - 25	26 - 35	36-45	46-55	56-65	66-75	76-80	90	0	1.8	3.6	8.1	18	49.5	0	Field1
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