Principles of Analytics 

AC 1.1

Evidence based practice is an essential factor when making any decision in an organisation. It is a collection of facts that can highlight problems or flaws within an organisation. “Effective HR decision- making is based on considering the best available evidence combined with critical thinking” (CIPD, 2023) HR professionals collect mass’ of data with facts put brought to them and as a result uses critical thinking to improve the organisation. An example of gathering could be section 2 (AC 1.5). I use this as a perfect example because it is a table showing the number of employees which has left the company and the reason why. The table shows that majority of employees resigned due to pay and benefits. This is highlighting that the company is paying employees less than competitors and offering less benefits. To solve this, the organisation could look at other, similar organisations in the area and compare the salary and benefits provided. 
AC 1.2

It is key that data is collected and not ignored within an organisation. Data shows people professionals the advantages and disadvantages and where the organisation could improve. However, if data is inaccurate issues could occur for example, time wasting. People professionals act when they see flaws within the company, and they create solutions. If the data is inaccurate and a problem has not occurred or the problem is not as severe as they believed they would be wasting time trying to solve that issue rather than using their time effectively. Inaccurate data could also look unprofessional towards clients or employees for example, HR professionals are faced with answering queries every day. To answer those questions, they use facts and data. If they are using incorrect data, this can look improper. To ensure data is accurate it can be imputed manually not via AI. Manually input data can be trusted. The six steps to evidence- based decision- making are,
“1. Asking”
“2. Acquiring”
“3. Appraising”
“4. Aggregating”
“5. Applying”
“6. Assessing”
(CIPDa, 2022). Asking is interpreting a problem and creating a solution for it. Acquiring is completing research on the topic and how others may have solved the issue at hand. Appraising is deciding whether or not the evidence you have gathered is relevant and trustworthy. Aggregating is bringing the relevant evidence together. Applying is taking that evidence you have found and start to form a solution. Assessing is interpreting whether or not outcome of the decision is going to better the organisation. These six steps are a guide to bettering the flaws that are hidden or evident within an organisation. Critical thinking is required during all six steps it is evaluating the quality of the idea including evidence- based practice. People analytics is to analyse people data to solve organisational problems and therefore is crucial to gather employee data. 

AC 1.3

	Storing data and measuring it correctly means flawless outcomes, accurate results and reliable sources and facts. Storing information like retention and absence rates can really highlight if the reason behind it is occupational. “People analytics is about analysing data about people to solve business problems” (CIPDb, 2022). Recording employees on long term sick and the reasoning why can really highlight any problems that is being caused by the organisation. For example, I work for a cleaning company, Solo Service Group.Currently at my organisation we have a retention of 3191 however, at this moment in time we have 60 employees on long term sick. Currently, 65% of employees on long term sick are off work with ‘bad backs’ or ‘lower back pain’. As a member of the HR team, we recognised that this was a problem and conducted an investigation. We found that majority of employees who were on long term sick due to their back was employees at school sites. The clearest reason for a bad back was taking the bins outside and disposing them in a large, tall waste bin. We have now provided employees with trollies. These help lift the bins and we are hoping to see a decrease of the number of employees struggling. The following four sources of evidence ensures that correct outcomes follow “Scientific” “Organisational data” “Expertise” and “Stakeholders”. (CIPDc, 2022) Scientific means being able to research about the topic. Technology has developed drastically in past years allowing research easy however, HR professionals need to be mindful that the source is trustworthy. Organisational data is taking into consideration factors such as, retention, turn over, absence, customer complaints etc. it helps highlight flaws in the organisation. Expertise is expert knowledge from employers. It is specialist knowledge. A problem can only be solved if the knowledge on how to solve it is available. This can come from past experience or studies. Stakeholders can be customers and employees (affected or interested groups). Their values and everyday lives are affected by decisions made to amend the organisation. When evaluating evidence- based practice the “profession map” (CIPDd, 2022) is essential. Every people professional need a “purpose”. This can be “principles- led, Evidence- based, Outcomes- driven”. They need a reason behind the change otherwise others would be confused on why the change needs to happen. If that is not clear others may feel less supportive of the change. They will need “Core knowledge, Core behaviours, Specialist knowledge”. If only one person does not withhold this knowledge on their own, they can ask the relevant people. It is essential that the procedures are put in place before the change is executed.
AC 1.6
	Applying policies and procedures can help implement decisions. An example of this would be our absence review policy. When someone is on long term sickness, welfare meetings are carried out. We give each employee 48 hours or more notice before the meeting takes place. The Welfare meeting is held to receive updates on the employee's welfare. If an employee feels as though they are ready to return to work and so does their doctor, we will hold a welfare meeting to ask if there are any amendments to make their return to work easier. We have many procedures in place to ensure a return to work is safe for example, we have, 
· phased returns.
· equipment to prevent bending and stretching. 
·  ‘Buddying up return’
This ensures that the long-term sick member of staff is partnered with another member. This means that if the employee cannot carry out a task, their ‘buddy’ can do it for them. Overall, this policy and procedure ensures return to works and confirms they will be done safely. 
AC 2.1
	 HR professionals are the point of contact for employees regarding all types of queries and questions and therefore it is up to them to implement employee engagement. When introducing employee engagement, it is likely employee performance can rise. When employee performances rises the organisation gains loyal customers because they are happy with the services. HR professionals and not queried by employees only, managers come to HR for guidance and help. Guiding managers in the right direction allows them to reach their full potential in their job role. Meetings are normally held between a stakeholder and a manager however, HR attends these meetings as an unbiased person who understands the situation well and can offer advice to both parties.
AC 2.2
	It is crucial for every organisation to be customer- focused. This also includes our employees. To achieve this in my organisation we refer back to the nine characteristics, “age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion and belief, sex and sexual orientation”. (CIPDe, 2022). To ensure your organisation stays customer focused these nine characteristics are crucial. An example of an organisation taking these characteristics into consideration could be extended leave. Almost all employees are “entitled to 5.6’ paid holiday a year” (UK Government,Unknown). However, this is not always ideal. Some employees may leave their family home to migrate to wales but, if a family member becomes sick, they may need to go back to their home country to help care for them. It is the organisations duty to ensure that they can help in every way possible, and this is why procedures are in place for example, extended leave. This means that the organisation will allow for an employee to have a long period of absence, but this may be unpaid. 
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Section 2

AC 1.4

	Reason for Leaving
	Percentage of leavers 

	Retirement 
	5.55%

	Ill Health
	11.11%

	Resignation- Change of career 
	9.25%

	Maternity Non- returner
	3.70%

	Resignation- Promotion
	7.40%

	Resignation- Pay and benefits related 
	18.51%

	Resignation 
	12.96%

	Dismissal- Summary
	5.55%

	End of Contract
	3.70%

	Resignation- Moving from the area
	3.70%

	Failed probation period
	1.80%

	Resignation- Job not as expected
	11.11%

	Redundancy
	1.80%

	Resignation- Caring responsibilities 
	1.80%


	Team
	Average Length of Service recorded via months

	Property Team
	98.23 

	Business Services
	94.5 

	Customer Services
	89.25 

	Governance
	79 

	Community Engagement and Partnerships
	74.6 

	Housing
	73 

	People Services
	33 

	Tenancy Team
	26 

	Green Spaces
	24.1 

	Finance
	23.5 

	Income
	22 

	Supported Housing
	21.3 

	Lettings
	14.5 

	Regeneration
	11 



AC 1.5







	To prevent any confusion, I would have changed the format of the table providing the information. Personally, I would have changed the time frame to months rather than years, so it is easier to understand. This is what I did within the two tables I have provided. The first graph shows that the majority of leavers left due to pay and benefits. This shows that the organisation is not competitive enough. The organisation needs to conduct research and gather information on similar companies in the area and the pay and benefits they offer. The organisation does not need to match other organisations but must remain similar to retain competitive. The employees are meaning after they have started with the company. This shows that the organisation is not stating clearly on the job description what they offer. This will need to be a factor that is looked at and evaluated. In the average length of service graph we can see that the most retention is within the property team. This could imply that the job is easier or includes more benefits than the regeneration team for example. This team has the shortest length of stay and implies that the team is neglected compared to the others. The regeneration team has such little retention, the likelihood is the team is unorganised because they are unable to keep someone within that job therefore, there is no one who can fully understand and develop their knowledge on the area. The average length of time for the regeneration team is 11 months. For employees to leave in less than a year highlights that the job is not what is expected and was not advertised properly. Redundancy is one of the lowest ranking for reason for leaving. This then implies that most employees do not spend their career there and leave when given the opportunity. This shows that the organisation does not look after their employees. 11.11% of the leavers, left due to ill health. This could be improved by catering for the employees. Granted this cannot always be applicable however, if someone is on long term sick due to a bad back the organisation could cater for the. For example, if the job was a lot of activity and moving around they could change their job role or, if someone is on long term sick due to stress, workload could be decreased or deadlines could be extended. The evidence- based data highlights major flaws within the organisation. This now gives the organisation an opportunity to change. If change is not made the a,Lunt of employees leaving will continue and the average an employee stays with the organisation will decrease, continuing a massive decrease in the organisations success. 
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