The importance of evidence-based practice and analytics in People Practice and how this informs justified decision-making.
This guidance paper outlines what evidence-based practice and analytics are, specifically relating to people practice and how this is used to inform decision making. Section 1 outlines what evidence-based practice is and why it is important. It will then discuss the different types of data that, as people professionals, we can measure and analyse to inform decision-making within our organisation to support our organisational strategy. Section 2 provides a working practical example of how people professionals can examine, interpret and present data in different formats and what it means for the organisation. 
Section 1
(AC 1.1) Explain what evidenced-based practice is and how it might be applied within an organisation. It should also identify how different types of evidence-based practice can be used to inform principle-led judgements and outcomes for an organisation.
As people professionals the solutions we advise and the decisions that the management team make have a significant influence on our employees’ lives. Therefore, it is vital that all decisions made are based upon the best evidence available and through critical thinking, this is called evidence-based practice. 
There are 4 main sources of evidence that can be used in evidence-based practice to inform justified decision-making (Barends, Rousseau and Briner, 2014). The first source is  scientific research, for example findings from academic journals and reports. When using scientific evidence we need to evaluate whether the evidence is relevant to the context and if the evidence is trustworthy. 
The second source of evidence is organisational evidence which comes from within the organisation. Organisational evidence can be internal such as employee turnover rate or external such as customer satisfaction survey results. We can use this type of evidence to assess areas where the organisation is succeeding as well as identifying potential issues or areas requiring improvement (Severson, 2019). 
We can also use evidence from the professional experience and judgement of managers, and other professionals. This experience is built over time by reflecting on the outcomes of actions and decisions that have been made in similar scenarios in the past. We can use this evidence to show how effective actions/decisions have been in the past. 
The final source is stakeholder evidence. Stakeholders are those who might be affected by an organisation’s decisions and the consequences. These may be internal such as employees and managers or external, for example suppliers or customers. This is evidence can show an organisation what is important to its stakeholders and needs to be focussed on. 


(AC 1.2) Explain the importance of using data in organisations and why there is the need to ensure that data is accurate when determining problems and issues
It’s important to use data in organisations to identify trends as well as problems or issues. Raw data doesn’t show much and needs to be analysed to determine what it shows and what it means. For example, Starbucks use data about customers purchase history and preferences to inform their marketing strategy and promotions (Marr, 2018).
People professionals can collect and analyse data about the people in their organisation, this is people analytics. By using people analytics we can identify problems or issues which may impact employees and provide solutions, for example we can use people data to identify reasons employees resign so we can improve employee retention (Ferrar, 2017). We can also use data to support and justify decisions, for example, if we were to change team structures it would be important to clearly explain the reasons for the change to employees and have accurate data which supports so they can understand why the change is needed.
When using data to determine problems and issues in organisations we must ensure that the data is accurate. If inaccurate data can lead organisations to drawing incorrect conclusions or identifying issues that aren’t actually present (Faragher, 2018). We need to critically examine data to ensure that it has internal validity, the data is measuring what we want to measure (McLeod, 2013). If the data is not accurately measuring what we want to then this could mean failure to notice a significant problem in the organisation. We also need to ensure that data is relevant to our organisation; if the data is from a similar organisation or within our industry sector to examine its relevance to our organisation.   
(AC 1.3) Explain the different types of quantitative and qualitative data measurements that people professionals use.
There are different types of data measurements that people professionals use. Quantitative data is statistical or numerical data which is used to measure trends or patterns over a specific period. Qualitative data is non-numerical information which can be used to gain an understanding of individuals’ views (Waite et al, 2021). 
One example of quantitative data that people professionals might use is sickness absence data. As people professionals we can record employees’ sickness absence either manually using Excel Spreadsheets or using a HR information system. People professionals can use this data to frequently measure sickness absence levels or to identify significant trends or patterns in absences. Employees who have a high number of sickness absences may require additional support or there could be underlying issues which need to be addressed, thus allowing us to spot potential issues and resolve these early on. High levels of sickness absence in an organisation can have a huge cost impact on businesses, lower productivity, demotivate other employees and implications on the service to the customer (Personnel Today, 2015).  This shows us that it is important to measure and monitor sickness absence so issues can be managed appropriately to avoid negative impacts of sickness absence.
One example of qualitative data that people professionals might use is answers and notes from employee performance appraisals. This may include discussing areas where the employee is performing well and areas where performance is poor or requires improvement. The qualitative data from performance reviews may be in the form of meeting minutes alongside a more formal structured performance report. This data can then be used to set objectives for the employee or to indicate to people professionals any areas where additional training may be required.
(AC 1.6) Explain how the application of agreed policies and procedures inform decisions.

Policies and procedures provide guidance to an organisation. They set expectations for employees and managers but also ensure that the organisation is compliant with the law. Evidence can be obtained from policies and procedures that are implemented in an organisation, for example, sickness absence data can be derived from an organisation’s sickness absence policy and procedure. Equally, evidence such as absence evidence can also inform policies and procedures, for example if we found there was high sickness levels we may need to consider either implementing a sickness absence policy or make that changes to the absence management procedure so that absence levels can be more effectively managed to help reduce absence levels. 

Certain areas of the law and legislation outline an organisation’s legal obligations which inform policies and procedures so that decisions are compliant with the law. This is important because if organisations aren’t compliant with the law this could leave them open to grievances from employees, possible fines for breaches or employment tribunals. One example of where an organisation has failed to comply with their legal obligations was H&M, they were found to have used return to work type interviews to gain a ‘broad knowledge of staff’s private lives’ (Moss, 2020). H&M had breached General Data Protection Regulations (GDPR) and were fined £32.1 million. This example shows us the financial consequences of organisations that don’t comply with the law as well as the damage to its reputation. It’s important to use evidence from legislation to inform decision making so that organisations can ensure decisions, policies and procedures meet their legal obligations. 

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

One of the main aims of an organisation is to create value for its customers, which also creates value for its stakeholders. For an organisation to create value for its customers it needs to create value through its people. The people within an organisation need to have the knowledge and skills to continue to meet the needs of its customers. This creates value for the organisation and wider stakeholders such as customers, suppliers, and the community. 
One way people professionals can create value for the people in the organisation is by investing people such as providing structured training and development opportunities for employees. By doing this we can ensure that we are supporting the organisation to build the people capabilities that the organisation needs and therefore creating human capital that will help the organisation in the future (Burke, 2016).
An organisation’s product/service needs to set them apart from other organisations in their industry to effectively create value for its customers. This means that the organisation needs the best people working for them. Therefore, it is also important for people professionals to facilitate the effective selection and hiring of new employees. We need to appoint the right person for roles within the organisation as they need to ensure that there is the range of skills and knowledge amongst its employees. In contrast, if an organisation recruits the wrong person for role, for example they don’t have the knowledge or skills needed to do the job, then this can have consequences for the organisation such as the cost implications that can come from performance issues such as not meeting targets which could negatively impact the morale of other employees (Suryavanshi, 2021). 
(AC 2.2) Summarise the ways in which you can be customer-focused, and standards-driven in your own context 
For most organisations (except not-for-profit organisations) it is important that the business is profitable so it has the financial ability to invest in the organisation to continue to meet customer expectations, organisational goals and grow (Dyer, 2018). Within organisations the role of people professionals doesn’t directly generate profits for the organisation (CIPD, 2021). Therefore, it’s important that the work of people professionals supports the wider organisation through people processes, policies and strategies which are in line with the overall business strategy and are customer-focused.
The CIPD People Profession map outlines how people professionals should apply a customer-focused and standards-driven approach called commercial drive to create value for the organisation. As people professionals it is also important that we have a full understanding of the strengths and weaknesses of our organisation so that we can ensure high customer service and satisfaction. For example, if we identify that an employee is under performing in their role and not meeting their key performance indicators (KPIs) then this will have a negative impact on customer satisfaction as that individual’s customers may not be getting the service or support that they require from the organisation. People professionals can effectively identify performance issues if the organisation has an efficient performance review process. If an issue such as this example is identified through performance reviews, we can establish the main issues with the employee’s performance to seek and provide appropriate solutions. For example, if it is a training issue then the people practice team could arrange for the employee to attend a training course. This will then support improving their performance and thus enhance customer satisfaction. 
  


Section 2
(AC 1.4) For department’s C and D, present each age range as a percentage of the total in each department.
The below table displays the number of and the percentage of employees in departments C and D within each age range. 
	
	Age Range (Years)

	
	16 - 25
	26 - 35
	36 – 45
	46 – 55
	56 – 65
	66 – 75
	76 - 80

	Department C
(Total: 172)
	32 (18.6%)
	12
(6.97%)
	32
(18.6%)
	27
(15.7%)
	51
(29.65%)
	17
(9.88%)
	1
(0.6%)

	Department D
(Total: 90)
	0
(0%)
	2
(2.2%)
	4
(4.44%)
	9
(10%)
	20
(22.22%)
	55
(61.11%)
	0
(0%)



To calculate the percentage for each age range I have divided the number of employees in each age range by the total number of employees in the department then multiplied this by 100 and rounded up/down the number to give the percentage. 
For example, for department C there are 172 employees in total. Then in the 16-25 age category in department C there are 32 employees so to calculate the percentage I have done:
32 divided by 172 equals 0.18604651 then multiply by 100, equals 18.6046512, rounded up to 18.6%.
It is important to express data as a percentage as it allows us to compare sets of data more quickly and clearly. In the above table the percentages more effectively show the proportion of employees in each age category and so the distribution of employees across all age ranges is clearer.








(AC 1.5) Present your findings using two different diagrammatic forms so it can be easily understood by end users and from analysis of the findings, comment on any issues that might be revealed in the data and recommend potential solutions.
Chart 1

Chart 2Age Category

Chart 1 shows the percentage of employees in each age category in department C compared to department D. From this bar chart we can see that in department C there is a more even distribution of employees across all age categories up to the 66-75 age category in comparison the distribution of employees in department D. This tells us that department C has more diversity in terms of age, whereas department D has no employees of the age of 25 years or younger. Research conducted by the CIPD (2018) found that diversity in teams, such as age diversity, supports a positive team performance. This could suggest that if we were to diversify department D this may support performance of the team. 
The data in chart 2 shows us that across both departments C and D the majority of employees are between the ages of 56 and 75 years, which is something which is of significant importance when it comes to workforce planning. This is because these employees are approaching or are already within the age range that are likely to retire in the next few years as the current age for receiving a state pension is from 67 years old (Pensions Act, 2014). This may mean that within the next few years there could be a significant decrease in the number of employees working in these departments due to retirement. As department C has a good distribution of ages it would mainly be important to ensure that if those in the older age categories have specialised knowledge and experience this be passed onto others in the team to ensure that we are effectively upskilling the younger employees in the team. However, as in department D there are only 2% of employees aged 16-35 it would be important to perhaps focus on recruiting people into apprenticeships or graduate trainee roles to ensure that we not only help to increase the department’s age diversity through positive action but to ensure that we have a younger workforce to train and upskill in order to future-proof the workforce.
Conclusion
As people professionals it is important that we use evidence-based practice and analytics to ensure that we are making sound and justified decisions within the organisation. The decisions that we make with regards to policies, processes and people-related issues have a significant impact on the people in our organisation and therefore also on the wider business. By using analytics and an evidence-based approach we can ensure that the decisions made are right for and support our organisation’s goals and strategy. As well as this we can provide employees, management and customers with reasons and evidence to detail why decisions have been made. 
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