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Brinrer (2019) uses a 6-stage approach also known as the Bradford factor that guides you through evidence-based decision-making. The stages are Asking, Acquiring, Appraising, Aggregating, Applying and Assessing. 
When using data it is important to ensure the data is reliable. A wide data set ensures accuracy, knowledge and understanding for the organisation and supports a positive organisation culture, staff satisfaction, staff engagement and positive staff moral. The data can be used to identify themes, problems and issues that are affecting the organisation That said the data validity is critical and must be accurate and able to be used in a constructive, effective manner. For example, if you were using the data to review staff sickness and unknowingly the source data related to staff holiday instead, the outcome of the evidence-based decision would reflect inaccurate data and therefore would impact adversely on the decision-making process.

AC1.2
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Evidence-based practice is used within our profession. It compiles multiple valid and reliable forms of evidence used to develop your skills, knowledge, understanding, analysis, logic, judgement and rationality to make informed decisions. 
EBP will form a key part of your continual professional development, you will review current and future HR trends within the professional practice sector.  It is essential that the process remains fair, honest, legal, and equitable for the organisation and aligns with its values, vision, and mission statement.
For example, when recruiting a senior position in an organisation, EBP reviews accurate and current evidence across Scientific based literature on recruitment themes, organisational data e.g. staff surveys / feedback, Experiential – knowledge shared from Professional representation within the organisation e.g. members from the Senior Nurse Management Team and Stakeholders both internally and externally e.g. Shareholders, Employes and Patients.  

AC1.3
People Professionals, make meaningful interpretations of the data when analysed. The measurements of data are known as Quantitative and Qualitative.
Quantitative data is numerical based data that is counted and measured. An example of using Quantitative data would be when analysing staff turnover / retention rates, staff absence rates over a set period e.g. a 6-month period and recruitment success rates within a set period. The data can be interrupted by departments, to identify areas of concern whilst allowing a bigger picture approach throughout the whole organisation. 
Qualitative data is non-statistical and measures individual responses, thoughts and feelings from the questions asked. This approach is personable, and opinion based. An example of using Qualitative data would be when analysing staff exit interviews, staff satisfaction / morale surveys based on open text answers and can also be used as part of the employee appraisal / performance review process. 
When analysing both data measurements it is important to examine what the true data is displaying, how it has been collated, has the data been accuracy checked and scrutinised? The following four analytic metrics can be used; descriptive – tends to be used for summarisation, diagnostic – focuses on past performance to review what occurred and reason. Predicative analytics is used to predict the probability of outcomes based on statistical data set e.g. using the current workforce statistics to predict the aging workforce and probably turnover rates. Prescriptive analytic data recommends solutions based on individual outcomes of action taken once the data has been analysed. 
With all methods used the reliability and validity of the data must be scrutinised and tested in order to stand the test of time and to be a reliable method used when planning or implementing changes throughout the organisation. For example if reviewing sickness absence over a 3 year period, you should ensure that the period of time is valid e.g. sickness rates from March 2019 – 2025 would not give valid results due to the Covid-19 UK lockdown workforce figures except keyworkers faced furlough and / or redundancies. It would be more prudent to analyse the data from 2021/2022 - 2023/2024 for credible results. 

AC1.6
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Hywel Dda have standard operating procedures and policies throughout the organisation and all employees are treated fairly and appropriately in line with the Equality Act 2010. They are also a method of driving forward vision and value of the Health Board whilst driving forward positive behaviour within the organisations culture. 
The Managing Attendance at Work All Wales Policy is adopted by all Health boards in Wales. The policy ensures individual treatment according to the individuals needs and circumstances whilst outlining the employees' requirements to engage, it adheres to the Equality Act 2010 and the Agenda for Change for Medical and Dental services. It also details both parties' responsibilities whilst supporting management to deliver the required support to the employee and lastly reaffirms the employees right to sickness absence, sickness pay whilst they are unable to fulfil their working duties due to illness or injury. The NHS Wales Managing Attendance at Work Policy covers core principles of NHS Wales that drive forward the positive workforce culture of putting patients and users of the service first, seek to improve care whilst focusing on wellbeing and prevention, reflect and learn from experiences, to work in partnership and as a team and to value all NHS employees. 
This policy can also be used as a performance metric during an employee's annual Performance Appraisal and Development Review (PADR). For example, any reasonable adjustments to their working practices can be agreed and documented whilst ensuring the positive values and culture of the health board are encompassed.   

AC2.1
People professionals create value for all employees within an organisation alongside its stakeholders. Hywel Dda aims to deliver the best care within its resources. This includes having the right staff for the right job. This is just one example where people professionals add value from the start of a recruitment drive right through to the successful onboarding of the successful candidate and further through their employee lifecycle. Regardless of a position banding the post requires job matching process to be completed to ensure equality, consistency, transparency and honesty. This procedure is an All Wales initiative.   

AC2.2
Within Corporate Nursing, the duties I complete are varied but remain customer focused and are standard driven. This approach is both internal e.g. for our Senior Nursing Management team and an external e.g. Patients, the Executive board and the NMC mechanism. For example when I am creating documentation for the  Clinical Informatics team, customer focus is at the forefront of the design stage, the documentation must be patient focused, enabling the user to complete the required legal documentation with a safe care mindset, ensuring all  necessary nursing documentation is accurately recorded as part of WNCR (the Welsh Nursing Care Record for all in-patients). Fundamentaly we uphold the standards of practice from The Nursing and Midwifery Council, which in turn holds our professional Nursing workforce to account and where appropriate these standards are called into review in disciplinary and fitness to practice hearings. Trade union officials are also privy to the standards and are consulted during periods of change implementation. 






[image: ]Table 1 – Review of turnover rates 2020 – 2023
The following data has been analysed and interpreted from the file data file Turnover rate 2020 – 2023.xlsx [image: ]Figure 1 – raw data file 
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Findings
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AC1.5
I would like to highlight the following observations that the data has revealed alongside proposals for solutions. 
Throughout 2020 and 2021 the UK government placed the Nation into lockdown following the Covid-19 pandemic. Turnover rates during this period should be taken into account, potential furloughs, redundancies and staff resignations. 
The Packing and Dispatch and Maintenance departments had the highest turnover rates during 2020 – 2021. The Administration departments turnover may be due to staff redundancies following the recovery strategy post lockdown.  
2022 – 2023 the highest department turnover was within the People team. It is important to note that the previous departments turnover rates had recovered from the lockdown period. Looking at the organisation 2020 had the highest turnover rates (34%) most likely due to the Pandemic, during this period the UK government assisted businesses by funding furlough for non-essential workers, to assist with the control of the Covid-19 infection, however there was set key requirements for the funding, which may have affected these departments e.g. part time staff. 
2021 rates stood at 18%, 2022 rates raised slightly to 22% with 2023 reducing to 14%.
The data reveals overall the turnover rates per department have fluctuated over the set period. This indicates a natural workforce flow as people come and go due their personal life circumstances. However it is important to note I recommend further analysis by   suggest staff surveys and reviewing the appraisal records over this period in order to identify the thoughts, feelings and concerns of the staff, as this data is statistical and not Qualitative. 
The Finance department has had a 0% in turnover since 2020, indicating that this department has a workforce of positivity and good morale. However it is important to note that 1 staff member has left the department, succession planning may be required alongside any training / learning and development needs identified for staff that may have taken on additional duties to backfill the position.  
Departments of concern are the People team, Research and design and Packing and despatch. The turnover rates for the People team stand at 40% I propose a team meeting with a People Professional representative present to hold the opportunity to discuss staff concerns and to identify solutions to improve the morale of the department, perhaps an open text staff satisfaction survey may be suitable.
The Research and Design department turnover rates have returned to 2020 levels, a review of staff morale and satisfaction may be required alongside a review of its operating procedures to ensure they remain up to date and fit for purpose. 
The Packing and Dispatch department turnover rates are sporadic, a review of personal within the department would identify themes e.g. the age of personal may be of School leaving age that may choose to have a summer job for a season before leaving for University. I would also like to propose a sustainability review to ensure that the department is working in the most effective and efficient manner possible, whilst maintaining the wellbeing and safety of the department. 
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