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Briefing Paper 
The aim of this paper is to help showcase how people professionals use analytics and evidence-based practice to help inform their decisions.

A.C 1.1 
Evidence-based practice is the process where informed practice is introduced based on a variety of reliable sources to help develop knowledge and understanding. (Waite et al, 2021). By using evidence-based practice, those who work in the people function are provided with the opportunity to not only support current practice within HR but also future practice and will be able to strive for better decision making. The CIPD (2023), expand on this by using definitions presented by CEBMa. They explain that evidence-based practice is about making decisions with assistance from the most reliable evidence from multiple sources, which in practice can increase the likelihood of an outcome that is favourable. They provide six steps for people professionals to adhere to when looking at evidence-based practice, all of which can help toward achieving a favourable outcome, these are asking, acquiring, appraising, aggregating, applying and assessing. People professionals may find themselves leaning on evidence-based practice within an organisation for several reasons, for example, when reviewing and restructuring organisational design, conditions of employment, or when introducing and applying new policies. Waite, et al (2021), emphasises that ‘getting it wrong’ can have detrimental consequences and therefore, people professionals should not be relying on one opinion when it comes to decision making. 
A.C. 1.2 
By using a wide variety of data, we can develop a greater factual knowledge and understanding on a wider range of both people and organisational issues. As a result of using data to develop knowledge, we can support our organisation in maintaining a positive work environment and culture, employee satisfaction, performance, and levels of reward (Waite et al, 2021). Alongside this, organisations can use data to measure the effectiveness or success of a specific strategy that has been put in place to help overcome a challenge. The CQL (2023), expand on this further explaining that by collecting data you can see how well the specific strategy is performing, or whether this needs to be re-evaluated or changed at all. When using data in organisations it is important to ensure that this data is accurate as this enables better decision making when dealing with issues or problems. People professionals or those working in a HR function are more likely to be more confident in their decisions if they have accurate evidence to base these on. To expand on this, SafeGraph (2023) explain that collecting data is an intensive task for those involved and if the data obtained is not accurate organisations will find themselves spending a substantial amount of time, resources and money to identify, solve and re-collect updated measures of data. As a result of this, it is important the data collected is accurate to help increase productivity. The more accurate the data is, the less time employees will spend to try and fix any errors and because of this, will be more focused on tasks they wish to prioritise. 
 
A.C. 1.3 
As a people professional, there are numerous types of data measurements that can be used to inform decision making. Quantitative data is a form of data that is presented in numbers. People professionals may use this form of data when they are looking to measure patterns or trends within an organisation over a specific period, for example, this may be used when identifying absence rates, employee satisfaction surveys or employee turnover rates within a specific department, (Waite et al, 2021). There are a number of benefits that come from collecting quantitative data, for example, as this data relies on concrete numbers this can help to remove any bias which results in the findings becoming more accurate. Collecting this form of data can also be less time consuming as it can be seen as easier for people professionals to send out employee satisfaction surveys rather than having sit down in-depth conversations to gauge employee satisfaction, (Indeed, 2023). Another form of data measurement that can be used is Qualitative Data. This form of data is in the form of words and is useful when you need to understand views or how employees are feeling. It can be obtained and collected in the form of interview records, written feedback sheets or written evidence from performance reviews or appraisals. Stolle (2022), explains that using qualitative data can capture the feelings and opinions of employees as they change and is useful when gathering data on a small group of employees as this can be directly tailored to fit that audience. However, this form of data requires employees to answer questions in environments that they may feel uncomfortable in and as a result this could influence their answers or alter the way they are feeling. Therefore, people professionals should identify the best possible method of data measurement to ensure the most accurate results. 

AC 1.6

Company policies are put into place for employees to have a clear outline of their boundaries and an idea of behaviour that is acceptable and unacceptable. These should include clear rules and understanding for employees to follow in line with an organisation’s values and it is through these policies that people professionals can make informed decisions. For example, Waite et al (2021) discusses social media policies and how having these can inform decision making. When these are managed correctly, they can provide people professionals with different communication processes which can then be used to collect data on a range of issues with the organisation. As a result of this, people professionals should be able to collect enough data to help assist within decision making. Furthermore, if an organisation is looking to inform decisions based on their level of absentees, people professionals will be able to gather data based on their HR systems recorded absences and align this with their policies to ensure that the decisions they would like to implement are in line with organisational values. It is also important that when using company policies and procedures to inform decisions, that the relevant policies are being looked at to come to the best possible decision for that organisation. 

 A.C 2.1

As people professionals, it is important that not only should we be championing and encouraging the current organisational values, but there are also ways in which those working in a HR function can be used to create new values through different practices. However, Personnel Today (2012) explain that people professionals should bring it upon themselves to prioritise which is of the most importance and should ensure that the benefit of adding value is added through the initiative of the HR function. We should expect stakeholders to be concerned with issues such as costs and business reputation and therefore, people professionals could find themselves developing and implementing cost efficiency measures such as managing absence. Lattimer (2019), goes into more depth the certain practices that HR can create values through. An example of these could be through talent acquisition and retention strategies and for people professionals to excel in this they must be instrumental in recruiting the correct talent and implementing new practices or strategies to keep employees within an organisation. Alongside this, people professionals can also foster values in ways such as allowing employees to have an in-sight into job autonomy, rewarding performance, developing employees further and ensuring that employees opinions and views on work matter (Waite et al, 2021). 

AC 2.2

People professionals or those working in a HR function should understand their organisation and how they can be more customer focused themselves. Bluestone National Park resort is a luxury short break holiday destination, that welcomes guests from all around the world (Bluestone National Park Resort, 2023). Whilst those working in the HR function within the organisation may not be required to communicate with the guests or external customers on a face-to-face basis, it is important to understand that they have their own internal customers to interact with in the form of employees, line managers and directors. Gray (2014) explains that there is a link between employee health and well-being and engagement, the more positive an employee’s health and well-being is then the more engaged and productive they are at work. Therefore, as people professionals we need to understand that the way we interact and provide custom to our internal customers can greatly affect the way that they interact with our external customers and as a result, the values of our organisation start to slip. Assisting our employees with low morale, well-being and productivity and providing help where necessary can positively impact their performance and employees as a result can become more customer focused. As an organisation that provides a variety of goods and services to our external customers, we as people professionals in theory provide a service to our internal customer which sets them up to exceed our guests needs and expectations. 

TASK 2 


A.C 1.4 
As presented in the leavers table, I calculated that there were 54 leavers across several departments through the organisation. In the table below, I have presented the main reasons listed for leaving the organisation and the percentage of employees leaving for that specific reason.  
	Dismissal 

	5.55%


	End Of Contract 

	3.70%


	Failed Probabtion 

	1.85%


	Ill Health 

	11.11%


	Maternity - Non-Returner 

	3.70%


	Redundancy 

	1.85%


	Resignation 

	12.96%


	Caring Responsibilities 

	1.85%


	Change of Career 

	9.25%


	Job not as expected. 

	11.11%


	Relocating 

	3.70%


	Pay Related 

	18.51%


	Promotion 

	7.40%


	Under Investigation 

	1.85%


	Retirement 

	5.55%




It is important to present data in the form of percentages so organisations can clearly see any growth or decline in a particular area over a period. Verhulst (2016), supports the use of percentages when presenting data and states that studies on the re-call of quantitative data shows that data is more successfully remembered and re-called when it is in the form of a percentage. 
In the table below, the average length of service has been calculated in years across several departments in the organisation and is ranked in ascending order. 
	Team 
	Average Length of Service (Years)

	Regeneraton 
	0.11

	Lettings 
	1.075

	Supported Housing 
	1.5

	Income 
	1.9

	Finance 
	2.05

	Green Spaces 
	2.08

	Tenancy 
	2.2

	People Services 
	2.9

	Housing 
	5.9

	Community Engagement and Partnerships 
	6.3

	Governance 
	6.7

	Customer Services 
	7.3

	Business Services 
	7.95

	Property 
	7.96





A.C 1.5 
As we can see from the graph above, the most common reason for employees leaving the organisation is pay-related. The CIPD, (2023) explain that organisations should be reviewing their pay structure in relation to the needs and aspirations of potential or existing employees. With pay related issues being the highest, it could be within the organisations best interest to do an in-depth review of their organisational pay structure to see if any changes could be made in line with the business needs. However, there could be inaccuracies. All data relies on human input and when human error occurs the data can be inaccurate and unusable. (Sagacity Solutions 2023). 

The chart above, this could suggest that different demographics are applying for different roles, for example, we could have employees nearing the age of retirement that work in the regeneration department thus making their length of service shorter. When analysing this data further, the average length of service could suggest that the opportunities to progress in some departments are more common than others. If we look at the reasons for employees leaving organisations, we can see that 7.40% of employees leave the organisations for promotions elsewhere. This suggest that employees may not feel they are able to progress in teams such as Finance, which could result in a shorter average length of service. However, whilst collecting this data, I would suggest that in the future the data is inputted into the table in either months or years not both as this makes it difficult to convert both units at the same time into years.
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Reasons for employees leaving the Organisation as a Percentage 


Dismissal 	End Of Contract 	Failed Probabtion 	Ill Health 	Maternity - Non Returner 	Redundancy 	Resignation 	Caring Responsibilities 	Change of Career 	Job not as expected 	Relocating 	Pay Related 	Promotion 	Under Investigation 	Retirement 	5.5500000000000001E-2	3.6999999999999998E-2	1.8499999999999999E-2	0.1111	3.6999999999999998E-2	1.8499999999999999E-2	0.12959999999999999	1.8499999999999999E-2	9.2499999999999999E-2	0.1111	3.6999999999999998E-2	0.18509999999999999	7.3999999999999996E-2	1.8499999999999999E-2	5.5500000000000001E-2	
Reasons For Leaving 


Percentage




Average Length of Service (Years)	
Regeneraton 	Lettings 	Supported Housing 	Income 	Finance 	Green Spaces 	Tenancy 	People Services 	Housing 	Community Engagement and Partnerships 	Governance 	Customer Services 	Business Services 	Property 	0.11	1.075	1.5	1.9	2.0499999999999998	2.08	2.2000000000000002	2.9	5.9	6.3	6.7	7.3	7.95	7.96	Team 


Average Length of Service (Years)



