Elisabeth Guglielmoni - 2319307
	 
   Word Count: 2145


Explain what evidence-based practice is and how it might be applied within an organisation. (AC 1.1)
Simply, Evidence-based Practice (EBP) is making decisions based on the best available evidence and reliable sources, which have been critically appraised, by peer review.  
We live in a Globalised society where there are many opinions and an abundance of information, the ‘Post-Truth Era’ (Gilford  et al., 2017). Evidence-based practice is designed to help support organisations make the most effective decisions. 
It is important that organisations do not follow ‘fads and fashions’ (Barends & Rousseau, 2018)[endnoteRef:1].  HR have been known for getting too excited by fads and fashions and instead Gilford suggests organisations should focus on the evidence. (Gilford  et al., 2017). Gilford says that ‘we can be guided by what is popular and talked about and evidence- based practice is a move away from that’ (Gilford  et al., 2017). [1: 
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Organisations can use EBP to make informed business decisions that are developed with knowledge and understanding. When evidence is not used, the process may need to undertaken again. This will be costly for the business. Research can save money. (Barends & Rousseau, 2018). 

Explain the importance of using data in organisations and why it is necessary to ensure that data is accurate when determining problems and issues. (AC 1.2)
Data is crucial for organisations to help them effect informed decision-making. Organisations can use data to identify trends relating to their customers’ behaviour and it can be used to design and implement appropriate HR policies and procedures for staff. (CIPD, 2022). These, in turn, optimise operations and improve efficiency, support strategies, and allow an organisation to foster growth.  Without data, managers often make decisions from judgement and personal experience (Barends & Rousseau, 2018). Judgement and best practice are not a reliable source of evidence and can cause issues for Organisations.
Sometimes when data is used, it can be collected inaccurately without an organisation being aware. For example, in terms of staff retention, an organisation might collect data on retention from one team that represents poor retention and then implement measures to address the entire organisation, which may be unnecessary. Considering how data is collected, who it relates to and whether it is appropriate to use in justifying a particular measure is highly important. Using inaccurate data can be costly to an organisation.  This can cause problems because high-level decisions can affect staff members’ work and personal lives. As Gilford says, using data can support our decision making, ‘Our brains are complex, and therefore we have to feed our brain with good quality evidence’ (Gilford  et al., 2017). 
Data can be wrapped in biases, such as:  Conformation Bias, where people/organisations want the outcome to confirm a view they already hold, and Authority Bias, where a person/organisation can look to people with authority and see their opinion as valuable because of the person’s position of power.  Data collected in these scenarios can be unreliable, which can lead to misinterpreted data and misleading opinions.  It important to see where data comes from and who funded the studies/evidence. Large organisations can fund their own research which can help them support their marking campaigns with purposefully misleading data. (BBC News, 2015). We should not base our opinions from just one source and Barends suggests we need a wide range of sources for managers to make good quality decisions. (Gilford  et al., 2017). Organisations can conduct regular audit checks and provide quality control training to help collect data accurately. Alternatively appointing a third-party researcher could be an effective way to collect unbiased and good quality data. 

Explain the different types of data measurements used by people professionals. (AC 1.3)
There are many different data measurements used by people professionals. When making a decision or introducing a new practice Organisations can use models to support their research and to know their evidence is valuable. The four sources of evidence: scientific literature, organisational data, expertise and judgement of practitioner and stakeholders (Barends & Rousseau, 2018).
The ‘Six Steps to Evidence-Based Decision Making’ is a model used by Organisations. It includes the steps to take when collecting evidence from different sources: Asking, Acquiring, Appraising, Aggregating, Applying and Assessing. (Barends & Rousseau, 2018).
Qualitative data is a research method designed to collect words and language and can be used to formulate hypotheses to interpret the information. People Professionals can conduct interviews, focus groups, and case studies. This data can be collected in smaller sample sizes. A negative to this method is that People Professionals need to consider who conducts the interviews as staff may be less truthful if their line manager is an interviewer / focus group member. A third-party researcher could be instructed to collect the data to prevent bias and to acquire more accurate data. This can be an expensive way to collect data and more time consuming.
Quantitative data is a method that utilises numbers, maths, and statistical analysis. Data can be gathered through surveys, experiments, and observation.  To conduct, a large sample size is needed. This can be a cost-effective way to collect data as a survey can be sent by email. An issue can be that surveys can be interpreted incorrectly, difficult to interpret and the questions can be misleading. 

Explain how the application of agreed policies and procedures informs decisions. (AC 1.6)
We have policies and procedures in the workplace to keep employees and employers safe, to clearly defined roles and parameters of responsibility (Health and Safety at Work Act, 1974).  This can ensure fair treatment of employees. There can be a power imbalance between an employer and employee. Contracts and legislation support employees and can keep them safe against companies with greater resources.  
The People Profession and all organisations have a duty of care to carry out the best possible practice and provide good working conditions and abide by the Law (Human Right Act 1998). There are Laws which an Organisation will have to consider and abide by when creating policies and procedures such has minimum wage (The National Minimum Wage Act, 1998), average hours worked per week, protection against unlawful dismissal / discrimination (Employee Rights Act, 1996). 
People Professionals during the recruitment process will need to be aware of the 9 Protected Characteristics (Equality Act, 2010). Under the Act, discriminating against a candidate and deeming them unsuccessful for one or more of the following characteristics is illegal.  This law has been designed to prevent discrimination based on age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, or sexual orientation. 
When a new starter joins an organisation, they will be vetted to check they have the right to work in the UK and sign an Employment contract which protect the employer and employee. (Codes of Practice, 2010). 
When People Professionals are looking at policies, they need to begin by researching the law, collecting data, sharing knowledge and critical thinking. These can all be applied when making informed decisions. It is also important to have policies and procedures to have data to review and improve performance. 

Explain how people professionals create value for people, organisations and wider stakeholders. (AC 2.1)
The People Professionals are the hub of any organisations, their role is invaluable in creating a space of support for the other teams to succeed.
One of the most important and fundamental people is a line manager. They implement polices, and support learning and development (Mintzberg, 1990). Having a good management helps people enjoy their job, feel valued, and therefore creates good retention. 
Good People Professionals and line managers create a space where employees’ needs are met. They are the point at which people’s personal and home lives link to their work.  It is known that there is a link between investment in human capital and creation of value (Crook et al,. 2011). Organisations can create value through the different business models they choose to adopt. Some of these will provide more support to their stakeholders. 
If line managers are developed and well equipped to do their job this will lead to high-performing workforce who are committed and engaged. This will result in a positive work-life balance for employees, successful business, and good relationships with stakeholders. (Quilliam, 2023). The people profession creates value by developing an environment for happy staff which leads to happy customers. 
Summarise the ways in which you can be customer-focused, and standards-driven in your own context. (AC 2.2)
The Welsh Government’s customers are the Welsh people. The Government of the day and Ministers focus is to provide a ‘stronger, fairer, greener Wales’ (Welsh Government, 2023). All policies and procedures are designed with Welsh citizens in mind. (Welsh Government, 2021).
The Welsh Government aims to achieve the goals and objectives of Welsh Ministers. Gathering social data on current issues for customers, and working to enact policies that deal with these issues. This is particularly important for those unable to vote, or otherwise represent themselves. 
It is important to maintain an awareness of how the Welsh Government is perceived publicly, and consider how perceived issues can be addressed. 
External stakeholders are also customers. They provide an insight into localised issues and provide a system of checks and balances for Welsh Government activity in a business context. 
The Welsh Government is standards-driven and collects data on all areas of their business and work to be able to further analysis outcomes. When researching the Welsh Government uses evidenced based practice to make decisions.

Section Two 

54 employees left an organisation over a yearly period, shown as a percentage and each reason for leaving. (AC1.4)
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The average length of service in each team and shown in ascending order. (AC1.4)
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From analysis of the findings, comment on any issues that might be revealed in the data and recommend potential solutions. (AC 1.5) (diagrams shown above). 
The data was laid out poorly, and difficult to calculate as the number of years were recorded in two units, of years and months e.g., 1 year and 4 months. I had to create a new table which was time consuming and would have been a business cost. My suggestions would be to input the data in one unit of months, so 1 year and 4 months to would be written as 16 months. Which would make it more clearly laid out.  I would also suggest that a member of the team check this data monthly and provide updates, so this data is regularly reviewed. I would also suggest that a third-party company be instructed to review the data and use better equipped software to layout and collect leaver data and not just an Excel spreadsheet. 
From reviewing the data I was able to see that 19% of employees left in one year due to ‘pay and benefits’, this is the highest reason for leaving. A suggestion could be made to review the pay within this business. If there is budget to increase salaries, they could do that or suggest a pay increments where staff start at the bottom of a band and work their way up to the top of a band over several years. This could also help with employees leaving due to promotions too, as employees generally will work to the top of the band before moving onto a promotion.  If there is no budget to increase salaries, the company could review the benefit scheme. My suggestion would be to increase annual leave days per year, Flexible-working, good development opportunities / progression and secondments. If they also want to look at their business culture, having benefits which link to families could be a good way to create good retention and 'a job for life’ attitude, they could offer child-care support.  
11% of employees left due to ‘ill health’ and 3 of 54 total leavers were from the Property team. I would suggest conducting exit interviews (Harvard Review, 2016) on all leavers so collect qualitative data on why they left and I would suggest using an external provider to conduct this. I would also suggest that interviews are conducted on the members of team who are in the Property team to work out if there is a reason for the illness, such as lack of support or well-being issues in the team or line management issues. (Suff, 2023). 
In the Regeneration team, the average length of service was 0.92 years, so employees are staying within this area for less than a year on average, which is the lowest within the business. I would suggest interviewing the current team to understand why. The Business Service and the Property team have the longest average length of service. Interviewing them could be useful to see why employees are staying in this area. As there is such a low retention rate in the Regeneration team, looking at the recruitment process. My suggestion would be to review if jobs being accurately represented at application stage. 
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