Principles of Analytics Assignment 
Section 1 

Explain what evidence-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. (AC 1.1)
Within an organisation, evidence-based practice is vital to ensure its success as it allows them to ‘achieve better decision-making’ as discussed by Waite et al. (2021, p. 47). They have also noted that.
People professionals are often confronted with a range of people and business-related issues during their everyday working practices that require decisions of some kind to be made.
Extensive research around the subject of evidence-based practice has highlighted many ways it could be applied within an organisation. The common theme occurring is that it can allow managers of organisations to make better decisions, including whilst hiring, retaining employers, testing employee policies effectiveness, analyse future workforce needs, optimize the employee experience and link HR actions to business outcomes. There are all factors considered in Haak’s (2018) work. 
If we consider a few of the factors mentioned above and consider them in an organisation context we can see how they can be used to inform principle-led judgements and outcomes for an organisation. When considering the outcomes shown from a series of exit interviews, we are all aware that retaining talent is a significant problem, as shown in Sriganthan (2023)’s work where he notes that 83% of chief HR officers revealed that talent retention is an issue within their organisation. HR chiefs can then use evidence-based practice to investigate if there is a pattern within their individual organisation or even department to why they are failing to retain employees within. The evidence that would be used, as noted above would be exit interviews. A positive outcome from this would be for an organisation to note its failures or downfalls, be able to use the evidence-based practice to implement principle-led changes.


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. (AC 1.2)

Data is often used to make decisions within an organisation, as Wallace (2008) discusses here in their work, ‘Decision makers must be able to maximize their use of human resource data in order to manage this transition successfully.’ Un-accurate data in this instance could lead to incorrect decisions being made which then could affect the business negatively. An example of this, a company could decide to increase sales of a product as the sales over the past 6 months have been high. If this data was incorrect, and the projected sales are not as high as shown in the data, the increased production of the product could go to waste and cost the company not only a large sum of money but also a waste in employees time and the company’s resources. It’s vital that all data, including sales data are accurate to determine problems that may arise. 

When considering the employees within an organisation that could lead to problems if there is inaccurate data is that staff satisfaction could decrease. When considering staff surveys and the Quantitative Data that can be turned in to Qualitative Data to give accurate statistics of the wants and needs of the employees within the team. Data from staff surveys could show that a high percentage of staff within a department are requesting to return to the office, the managerial teams would then act on this and put in place a return to the office structure for the team, which due to the data being incorrect, perhaps many employees would not be truly happy about. This could see employees being unhappy, with moral low within the team and very damaging for the workplace culture. In an extreme example, it could lead to staff leaving the organisation and then the loss of talent and skills within the team. 


Explain the different types of quantitative and qualitative data measurements that people professionals use (AC 1.3).

When we consider quantitative data, it is factors that are ‘described in numbers’ as Mohdzaini (2022) notes in their work. Quantitative data is also ‘useful when you need to measure trends or patterns over a period of time.’ Waite et al. (2021, p. 50)  

Common examples of this type of data that people professionals may use in a workplace would be:
· number of employees
· average age of employees
· split between male and female employees
· sickness ratings
· employee turnover data
· diversity and inclusion data
· engagement or job satisfaction surveys.

When considering the purpose of this data, it ‘can be useful in understanding whether their needs are being met.’ Waite et al. (2021, p. 48).
 
When we then look at qualitative data which Mohdzaini (2022) defines as data that ‘describes the qualities observed by someone’ we can consider this as very valuable data collected by and for people professionals. Data such as:
· performance appraisals
· exit interviews
· formal communication between managerial HR and employees
· feedback sheets following training 
· capturing employee voices.

Mohdzaini (2022) note this as data that ‘can be turned into quantitative data’ such as producing statistics following a series of appraisals and turned in to statistics, for example, of a percentage of employees who are performing well or who are developing in the department. Waite et al. (2021, p. 50) have noted that qualitative data is ‘useful when you need to capture understanding of the views and perceptions of how people feel.’
Both types of data therefore are vital to give people professionals a wider view and understanding of a workforce and will allow them to foresee any issues and problems that may arise.


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

One interesting viewpoint discussed in Barbelto (2004, p. 20) work is that policies ensure that when organisations recruit, a diverse workforce is created, for example through the organisations Equal Employment Policies. They, in their work note that ‘different viewpoints can contribute to wiser decisions.’ This is an interesting viewpoint as each member of the team’s opinion is important to inform decisions. This will ensure all people within the team are happy and have an opportunity to inform decisions. 

A company’s procedure also to perform performance appraisals are also key to inform decision. Again, as Barbelto (2004, p. 114) discusses in their work. They note that performance appraisals as they ‘are used as the basis for identification of employee performance goals for the next year and relate to compensation decision’’ they go on also to discuss how they inform termination decisions. A procedure will often be followed and supported by a policy, so as they inform decisions, they also support each other to ensure the correct decisions are made and if there we’re to be a fall back within the organisation, the people professionals that have followed the correct policies and procedures can be sure they have done what is best for the interest of the company.

When we consider an organisation such as a Health Board that provide care for all their patients, where simultaneously with the care provided, decisions need to be made regarding everyone’s care. NHS England and NHS Improvement have noted their ‘Shared Decision Making’ procedure that ‘ensures that people are supported to be as involved in the decision-making process as they would wish’. (NHS England and NHS Improvement, 2019)


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

People professionals daily in their work aim to create value for people, organisations, and wider stakeholders. Waite et al. (2021, p. 61). in their discussion on how human capital development can create value. They note human capital being the ‘development of knowledge, skills, abilities and expertise that an organisation passes through its people.’ They then go on to note all the areas that obtaining human capital data can add value to, they note,

This data provides valuable information and insight into how value can be added through people management, strategic investment, and operational decisions at corporate level and at the front-line management. 

If we therefore consider this idea at an individual level. People professionals can create value for people whether they are consumers, customers or employees and it’s important to consider that every one of the above are important. They can use data and the analysing of data to improve produce, services, or an employee experience for the customers, consumers, and employees. This is working on an individual one to one scale, ensuring this is creating value for everyone. This then, as we consider the wider picture will create value for the whole organisation and the stakeholders as for example the sales of a certain product increase or retention of employees increase, the organisation runs more efficiently and in turn this can create value of profit for an organisation and its stakeholders.


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

As we aim in the recruitment team of Hywel Dda University Health Board to recruit in the most effective way, ensuring that the best talent is placed into our services, whether this is customer facing or in support services which support the customer facing staff. We ensure we have systems whilst recruiting, i.e., fair recruitment policies, scoring schemes for interviews, interviewing structures and identification checks to ensure we are placing the correct employees to provide our services at the highest of standards. 

We also ensure we are standards-driven as we develop new and innovative plans and structures to conduct our recruitment campaigns. This also ensures we are customer-driven as we work to assess where our audiences are, often using statistics produced by various social media platforms to strategically plan when and where is best to target various vacancies. We then as a department have seen a great development in the use of social media as we achieve a high standard of work. This is a common theme as Taylor (2020, p. 146) discusses in his work. 

The most significant recent development in recruitment is unquestionably the rapidly increasing use of social media as a means of bringing job seekers and employers together.

Another factor we use frequently within the team is learning and development initiatives to ensure staff are equipped with the latest information when ensuring we are customer focused. Our teams provide regular training sessions, i.e., interviewing skills training to ensure we are recruiting the best talent but also providing the best experience for our customers, which are our potential candidates. Dierdoff and Ellington (2017, p. 383) have noted the importance of learning and development schemes in their work by noting that ‘Team training is one of the critical elements promoting team effectiveness.’

Section 2

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

	Department C
	18.6%
	6.9%
	18.6%
	15.6%
	29.6%
	9.8%
	0.5%

	Department D
	0%
	2.2%
	4.4%
	10%
	22.2%
	61.1%
	0%


Presented below, please find each age range for department C and D displayed as a percentage: 
(AC 1.4) 


Presented here are the findings of department C and D in diagrammatic forms. Read below on the findings of these analytics.



Department C’s workforce is varied when looking at age demographics. The largest percentage of workers are in the 56-65 age category. Considering the evolving workplaces that we are now working in, with technology now playing such a vital role in our working lives as Schmid and Dowling (2020) discusses that ‘new technologies enable an almost seamless interaction between machines and humans.’ As Kelling (2018) has highlighted in research whilst discussing older workers, there are employees who do not want to change their way of working in accord to their new work environment. Department C must consider this and plan within their workforce to provide training, through learning and development initiatives to ensure their workforce can conduct their work as their technology develops. Extensive research has shown the benefits of learning and development as Taylor (2020, p. 590) highlights that it ensures that ‘organisations have knowledgeable, skilled and engaged people they need.’
As we also consider the 18.6% of employees in the department are between the ages of 26 and 35, perhaps this is the age where people are searching to develop their careers and may consider working elsewhere to obtain this goal. As with any department and any workplace issue that may arise, as (Time Recruitment, no date) discusses in their work, good communication ‘enables colleagues to build a more trustworthy relationship with one another.’ 




We can see above that over half of the department’s employees are between 66 and 75 years of age. This could raise an issue to the department with the United Kingdom Government issuing state pension at the age of 67 or 68 (Department of Working Pensions, 2017). This could see the team numbers dramatically drop or the structure of the team change as Taylor (2022, p. 562) notes in his work.
Employees who are nearing the state retirement age and have a choice about exactly when they retire will often choose to wind down slowly given the opportunity, moving on to part-time hours. 
This could leave a need to recruit or put more pressure on other members of the team. A possible solution for this could be to HR planning, again as Taylor (2022, p. 53) notes that in recent years, many managers are thinking how to secure the skills their teams require for the future as the baby boom of the 50’s will soon be retiring. It’s vital to have open conversations with the team to ensure the HR or managerial team are clear what everyone situation and timeline is for retirement to try and strategically plan for this possibility.   
Only 2.2% of the department’s workers are below the age of 35. Nair (2020) in her research has highlighted that how young workers can be ‘great morale booster for the rest of your team.’ As also their workforce is an aging workforce, department D may see the above benefits of individuals working in their workforce being under the age of 35. Despite this, an issue that may arise from the goal to recruit a younger workforce is the need to abide by The Equality Act 2010 which protects people from discrimination and ensures employers update relevant employment and recruitment policies and processes (Compact Law, no date). They must ensure they are treating carefully as Previtalia, Nikander and Ruusuvuori (2022) have noted as they discuss that ‘despite the endorsement of inclusive policies, everyday ageism goes unnoticed un work-related settings.’
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