Applying evidence-based practice and analytics
How EBP in People Practice can inform decision making

Evidence-based practice (AC 1.1)
Management decisions can have a huge impact on staff and the way organisations operate, therefore it’s imperative that these decisions are backed up by more than anecdotal evidence. Anecdotal evidence can be useful but isn’t enough on its own to provide a sound rationalisation for why a strategic decision is taken.
This is where the people profession can offer value to a decision-making process by offering management with robust quantitative or qualitative evidence to inform decisions. This will give managers greater confidence in their critical thinking process. (Reed, 2023)
Drawing on the best evidence not only means relying on one source of evidence but rather a variety of evidence types. These could be from the experience and expertise of practitioners, research if it’s peer reviewed, work-based research from trial-and-error testing, or by receiving feedback from stakeholders. (Oxford Review 2022)

The Importance of using data (AC 1.2)
Decision making can have big consequences on an organisation, its staff, and stakeholders. The growth of technology and the internet has given people professionals access to greater sources of data than ever before, sometimes at a quicker pace that previously possible. These new sources can have a positive influence on informing decision making, reducing potential risks for managers.
However, this data is only useful if valid, meaning steps need to be taken to avoid misleading and weak sources of information. Not taking precautions could be catastrophic for an organisation and damaging to the people profession. Appraising data is an essential step in a six-step approach to evidence-based decision-making. This step allows professionals to assess the consistency, integrity, and reliability of data before using it further. Questions must be asked at this stage such as: how current is the data? Is it from a reputable source? Has the data or evidence’s findings been peer reviewed? Was the data collected in a consistent and accurate way? (Waite, K et al, 2021)
Data can have an impact on the culture and performance of an organisation or business and can ultimately have a say in whether a decision succeeds or not. When the decision is important, and has wide-reaching consequences, more and more organisations are seeing why using such a valuable tool as evidence-based analytics is important to inform sound decision-making. This is increasingly true in the health and social care sector where qualitative data is in greater use than. (McCarthy and Rose, 2010)

Quantitative and Qualitative Data (AC 1.3)
People professionals have two types of data available to them. Firstly, quantitative data, which would include figures on e.g. how long people stay with the organisation, how much absence is taken by staff, how many applicants are received for a recruitment position. The second type of data in qualitative data which would include interviews, staff feedback, performance evaluations and reviews.
Both data types are useful and give an insight into the organisation. The key is to find the right balance of data types to inform a decision. Ensuring a multiple sources is key as well as recognising the quality of each type of data and understanding the context in which the data was collected. (Gifford, 2016)
Having a balance of quantitative a qualitative data helps to make sure that any human error, misconceptions, or individual perceptions don’t influence the data. Observations of people’s behaviour is another way to collect qualitative data. This can be a good way to make sure that people aren’t aware that you are collecting data. If people know you are collecting data on them, they are more likely to change their behaviour, which will not give a true result. If you are questioning the quality of one of the data sources that you have access to, it’s important to consider replacing this source with a better-quality source. (Open Sourced Workplace 2020)

Application of Policies and Procedures (AC 1.6)
Policies have an important role to make sure that organisations comply with legal and ethical practices. Some of the laws that can relate to the workplace are The Data Protection Act 2018 (GDPR), Freedom of Information Act 1998 and The Human Rights Act 1998. These need to be considered particularly when processing personal data. As laws change a company’s policies and procedures will need to be updated or amended.
Organisations need to be aware of following sound ethical practices. Applying agreed policies and procedures have an important place to ensure that unethical practices are avoided. (Waite, K et al, 2021)
Businesses that include procedures that value customer feedback by listening and implementing changes where needed will ensure a customer-focused strategy. Having established policies and procedures also demonstrate to customers and stakeholders that the organisation has considered legal and ethical compliance, this should provide customers and staff with assurances of how the organisation operates. (Executive Compass, 2013)
Staff in organisations mostly have shared goals and need to abide by a code of ethics when attaining these goals. It’s up to people practitioners to challenge that these ethics are being followed and not being compromised by people on occasion to cut corners. Managers need to set a good example by acting according to ethics. This not only shows good leadership and promotes a good culture, but because managers are the people making strategic decisions, these decisions carry a high level of consequences. If news was to get out that strategic decisions were being made is an unethical way, this would harm the organisation’s reputation and have damaging consequences. An organisation or business needs to demonstrate responsibility and accountability, which will help build a trusting relationship with customers, stakeholders, and employees. (CIPD, 2022)

Creating Value as People Professionals (AC 2.1)
The people profession can really add value to the strategy of an organisation rather than serving a mostly administrative purpose. HR can provide expertise to advise managers and develop role specification. This would help the person in that role be able to carry out their duties more efficiently, thereby contributing effectively to the business goals. HR can be a key to providing staff with training opportunities to help them grow as individuals, work with staff to improve work engagement and motivation, and analyse causes behind issues such as absenteeism.
People professionals are also there to ensure ethical practices are followed which can protect the business from damaging its reputation. Some organisations have been given fines from the ICO following data breaches since the introduction of GDPR. HR can add value by arranging appropriate training for staff and making sure that policies are up to date and are observed. (Personnel Today, 2012)
Having a sound selection and onboarding process is a big way that HR practitioners can add value to a company. A rigid and role-specific selection process will vastly increase the chance of a successful applicants fitting into their role quickly and well. It can be easy for a company to think once the recruitment process is over, and the person is in their job that things will fall into place. This can end in disaster and is where a strong onboarding process is essential. The last thing you want is for the ‘perfect’ candidate to end up leaving because the role wasn’t what they expected. Managing people’s expectations and making sure they have the support they need will vastly improve a new employee’s initial experience with the company and is well worth the time and effort of the company in the long term. (Ghosh, P, 2021)

Being customer-focused and standards-driven (AC 2.2)
Mudiad Meithrin provide services to parents of young children in Welsh-medium setting. This provision is facilitated by our staff. By collecting feedback though forums and surveys and analysing data on the reach and popularity of our services we can improve or service to reach the standards of the organisation and its stakeholders whilst also achieving high rates of customer engagement and satisfaction.
The HR department’s role in this would be to ensure that job roles are fit for purpose, that the recruitment procedures make it possible to recruit a suitable individual for the role with high level skills who can continue to deliver a high-level service to customers. Mudiad Meithrin has a programme for staff to support the improvement of Welsh language skills where necessary. Mudiad Meithrin also has a training academy which organises courses for staff as needed. Staff and managers have a chance to influence the type of courses on offer. 









Section 2 – (AC 1.4)

1. Table showing each age range as a percentage of total employees in Department C
	
	
	Age
	Age
	Age
	Age
	Age
	Age
	Age

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

	Department C
	172
	32
	12
	32
	27
	51
	17
	1

	
	
	18.60%
	6.98%
	18.60%
	15.70%
	29.65%
	9.88%
	0.58%



2. Table showing each age range as a percentage of total employees in Department D
	
	
	Age
	Age
	Age
	Age
	Age
	Age
	Age

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

	Department D
	90
	0
	2
	4
	9
	20
	55
	0

	
	
	0%
	2.22%
	4.44%
	10%
	22.22%
	61.11%
	0%



Calculation used: I will use the highlighted column for this example.

Number of staff in the age group i.e. 55
_______________________________                 x 100              = Percentage of 61.11%
          Total in department D i.e. 90 				











Section 2 - (AC 1.5)


Department C has a good balance of age ranges which doesn’t suggest a bias in favour of any age range in the recruitment process. The age balance also points towards the roles being appealing to a wide range of applicants. Although the biggest age range is 56-65, where people might be considering retirement soon, this model is quite sustainable in the medium to long term as there are sufficient numbers in other categories to step up or cover work during recruitment drives.
Age diversity in a team is said to be a good thing and can lead to a successful and innovative business. On the other hand, it might prove a challenge for managers to keep everyone happy, as different generations are at a different stage in their life and personal development. The key for managers is to engage with all ages and understand what is important to them and what support they need to perform at their best. (CV Library, 2019)
If a business employs staff of a wide age range the chances are that they will understand their customers better as they will also be from various ages. This will help keep the business customer focused and innovative. Different ages can work well together if a healthy work culture is encouraged. To enable this managers will need to be wary of any age-based discrimination and foster a workplace where staff are mutually appreciative of other staff’s strengths and perspectives. People have faced discrimination for being seen as too old and some for being seen as too young. This can be a major obstacle to a healthy work culture.




There is a very low percentage of staff under 55 in department D. Managers may want to look at why the roles aren’t appealing to younger applicants. There might also need to be a review of the recruitment process to see if there’s a bias towards a particular age group. This could be discriminatory and against the Equality Law 2010. The lack of balance within the age groups would call the future of the department into question, as it doesn’t look to be healthy or sustainable. There are a lot of people in the department who might be looking at retiring soon and although this may mean that their knowledge of the job is excellent it could leave the employer at risk if several staff members leave at the same time. The employer might want to look at offering apprenticeships or developing a buddy system in order that some of this knowledge is passed on to others while the employee is still with the company. (Unison, 2017)
Increasingly people are looking at ways of working for longer in life and this should be encouraged. However, employers should be considerate of any support or modifications that the employee would like to see from their employer. Working longer is a great way for workers to improve their financial stability, remain socially engaged and stay active it is also a vital contributor to the economy of the country. (Andrews, E, 2021)
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Department C - Total Staff 172

Department C	172	
16 -25	26 - 35	36 - 45	46 - 55	56 - 65	66 - 75	76 - 80	Age	Age	Age	Age	Age	Age	Age	0.186	6.9800000000000001E-2	0.186	0.157	0.29649999999999999	9.8799999999999999E-2	5.7999999999999996E-3	


Department D - Total Staff 90

Department D	90	
16 -25	26 - 35	36 - 45	46 - 55	56 - 65	66 - 75	76 - 80	Age	Age	Age	Age	Age	Age	Age	0	2.2200000000000001E-2	4.4400000000000002E-2	0.1	0.22220000000000001	0.61109999999999998	0	

