	
SECTION 1
AC1.1 – Explain what evidenced based practice is and how it might be applied within an organisation.  It should also identify how different types of evidenced-based practice-led judgements and outcomes for an organisation.
Evidence-based practice is, quite simply, taking an evidence-based approach to your work: using the right data and the right information in a structured way. (CIPD, 2019). Information is gathered through various means including data bases and questionnaires. Adferiad is a charity led by a board of Trustees. Every quarter a board report is completed with information taken from our databases, for example total number of working hours lost to sickness, short term sickness and long-term sickness.  The data is discussed with the board of Directors and Trustees giving them an awareness and insight into the day-to-day situations within the organisation. In this case it allows the Board to make informed judgement and rational decisions. According to the principles of evidenced base practice, evidence from four sources should be taken into account: The scientific literature, The organisation, The Practitioners and the Stakeholders. (Evidence-based Management: The Basic Principles, no date). The scientific literature in the case of our sickness data could be external publications on sickness in the workplace, the second source is the organisation, where the information is taken from our internal database. The Practitioners are the Trustees and Directors analysing the data, making practice-led judgements, and giving outcomes, and finally the stakeholders, who are the employees who will be affected by any decisions. 

AC1.2 – Explain the importance of using data in the organisation and why there is the need to ensure that data is accurate when determining problems and issues.
Collecting and using data is an important function in any organisation and is used for a variety of reasons. Data can be collected in difference forms, including reporting from HR systems, exit interviews and questionnaires. The more data you have at your disposal, the better position you’ll be in to make good decisions and take advantage of new opportunities. (Team, 2019).  By obtaining a wide range of data it can help identify what’s going well, and also highlight any problems or issues.  Adferiad offers internal training, once the training has been delivered questionnaires are given to the attendees for feedback which is analysed and used to determine how well the training has been delivered and received and if it highlights any issues which need to be addressed. There are six steps to evidence-based decision making. Asking, Acquiring, Appraising, Aggregating, Applying and Assessing, (Evidence based practice | Rob Briner - Researcher, Teacher, Writer, Speaker & Consultant, no date).  The evidence received from the questionnaires was used to decide if the training was relevant and helpful and assessed to see if it needed to be updated to provide the most useful and informative training.  

AC1.3 – Explain the different types of quantitative and qualitative data measurements that people professionals use.
Adferiad’s Board report is taken using quantitative data, the sickness data used in the report is taken from the HR database, it measures absence, short and long term absence and is expressed as numbers.  There are many forms of data that can be produced using databases and can include total number of employees, leavers and recruitment data.  Quantitative data is often gathered through surveys or through data held on computerised HR systems, (Hussain et al., 2021). 
People professionals also provide information for the board that can include exit interviews.  As an organisation Adferiad send a link to access an online exit interview to any leaver and encourage them to complete as honestly as possible.  The questions are based on their experiences during their employment. Adferiad stress the feedback provided is used to learn and develop as an organisation.  This data is measured by people professionals to get the view and an understanding as to why staff want to leave the organisation. Qualitative data is non-statistical and based on meanings that come from words, (Hussain et al., 2021).  However, exit interviews can also be quantitative as the information could be recorded as ‘how many’ exit interviews have we received which is gathered a number as apposed to a persons view or feeling.

AC1.6 – Explain how the applications of agreed policies and procedures informs decisions.
Organisations need structure and rules to follow to ensure the smooth day to day running of the business.  Organisations need to set guidance for employees to follow and adhere to, for compliance and for processes. The policies and procedures need to be transparent and clear to ensure that all employees have a good, sound knowledge and understanding. Policies and procedures are an essential part of any organisation, together policies and procedures provide a roadmap for day-to-day operations, (PowerDMS, 2020).  HR play an important role in the implementation of the policies and procedures and is needed to ensure that these are used to make inform decisions that bring value to the organisation.  Adferiad Recovery has introduced a QCS system where all our policies and procedures are easily accessible for all staff.  By giving the staff a clear understanding, you are supporting employees to follow process to make good informed decisions, when everyone is following policies procedures, your organisation will used time and resources more efficiently. (PowerDMS, 2020).

AC2.1 – Explain how people professionals create value for people, organisations and wider stakeholders.
People professionals create value for people by various means including onboarding, recruitment, staff welfare and learning and development.  Their role is to be caring and empathetic and to build good relationships and trust, to support and to give good consistent advice. Our customers - for People Professionals this is our employees, are at the heart of all we do need, CIPD states that, we put people at the centre of our approach – balancing consideration, compassion and fairness, and supporting others to do the same. (CIPD, 2019). Recruitment and onboarding are the start of the journey with the organisation for the employee, and is important to engage them from the start to make them feel they are valued.  Once onboarded, Adferiad have a policy to maintain regular contact with the new employee to ensure that people professionals are there to support them throughout their journey with Adferiad.  This will create value to the employee making them feel supported, it will create value to the organisation as keeping in touch with employees and building trust can help to identify strengths and weaknesses within the organisation. There could be an instance where the staff does not feel they have been given sufficient training to do their role. CIPD also states that we’ll work to encourage a culture of trust, people development and wellbeing, to enable everyone to be their best at work. (CIPD, 2019).



AC2.2 – Summarise the ways in which you can be customer-faced and standards-driven in your own context.
As people professionals we set and enforce the standards for the organisation, we are there for help, guidance and support to our customers, for people professionals this is our employees.  We drive the policies and procedures of the organisation ensuring they are maintained and adhered to.  We need to encourage best practice, success and achievements. By committing to deliver these standards we are creating value to our organisation. CIPD have defined eight core behaviours, ethical practice, professional courage and influence, valuing people, working inclusively, commercial drive, passion for learning, insights focused and situational decision-making. (CIPD, 2019). 
Collecting and analysing data by means of exit interviews, sickness reports and training is a basis to begin to understand the strengths and weaknesses of the organisation.  Exit interviews can help to understand why an employee wishes to leave the organisation and in doing so can help us to identify any issues which we can learn from to help with retention of staff.  Training staff and encouraging development is key to drive standards and to make employees feel valued.
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SECTION 2
AC1.4
The table below shows the age ranges of Department C and D as a percentage of the total in each department.
	
	Age
	Age
	Age
	Age
	Age
	Age
	Age

	
	16-25
	26-35
	36-45
	46-54
	55-65
	66-75
	76-80

	Department C
	18.60%
	6.98%
	18.60%
	15.70%
	29.65%
	9.88%
	0.58%

	Department D
	0%
	2.22%
	4.44%
	10%
	22.22%
	61.11%
	0%
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Adferiad Recovery has recently gathered data from 2 departments within the organisation and the results are shown in Department C and Department D.  The data was collected using the six stages of evidenced based decision making, Asking, Acquiring, Appraising, Aggregating, Applying and Assessing, (Evidence based practice | Rob Briner - Researcher, Teacher, Writer, Speaker & Consultant, no date). The information was requested evaluate the age range in each department. Adferiad are striving for diversity in the workplace and have collated this information to address any issues that the data may highlighted.   
Department C has a wide range of ages which can add value to the organisation, as each range has a different outlook and a variety of opinions learning from each other’s experience, An age diverse workplace means a variety of experiences and points of view, (MT, 2020). Each age group will bring different ideas and dynamics to the department which leads to good decision making, in turn adding value to the organisation. There are many advantages to age diversity in the workplace however it also comes with its disadvantages, having a wide range of ages may lead to a difference of opinion, some older loyal employees could become resentful if a new younger Manager was employed to oversee the team and the dynamics of the way the department was managed could lead to resentment and resilience to change. Wisestep states that there are pros and cons of age diversity in the workplace and point 4 states that it’s ‘Not comfortable with each other’s attitude or behavior’, (Reddy, 2016). 
The majority age for department D is 56 and over.  Vantage states 5 benefits for older workers, 1. Experience, 2. They are reliable, 3. They have confidence, 4. Age Diversity is Smart Business and 5. They can be cost effective, (5 Key Benefits of Hiring Older Workers, VANTAGE Ageing, 2018). Advantages of older employees are many, they bring experience and loyalty to the organisation, they could have been with the organisation for many years and have gained skills, experience and indepth knowledge. This age category can also help retention as loyal staff that stay within the same organisation have a strong work ethic which is invaluable. The skills and knowledge can be transferred to a younger employee with less skills.  However there are also disadvantages, the older employees who could have been with the organistation for many years could struggle to adapt to change, they have the skills but could find it difficult to cope with any change in technology.
Having a larger ratio of older employees than younger employees can mean department do not have age diversity which can have a negative impact on the organisation. Research shows that age-diverse workforces have a positive effect on employee engagement, productivity and the bottom line, (Bowers, 2020). Adferiad Recovery needs to look at the disparity in the age range of Department D. Recruitment is a large part in any organisation and ensuring the engagement of suitable new employees is key.  To ensure you maintain age diversity in your teams and departments it is important to ensure you consider age diversity and build your team around knowledge and experience, McKnights Senior Living has 9 steps to strengthen age diversity and inclusion in the workplace, and step 3 states, Ensure that recruitment practices are inclusive and that hiring processes are ‘age blind’ (Bowers, 2020). 
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Department D	Age 16-25	Age 26-35	Age 35-45	Age 46-55	Age 56-65	Age 66-75	Age 76-80	0	2	4	8	20	55	0	




Department C	Age 16-25	Age 26-35	Age 36-45	Age 46-55	Age 56-65	Age 66-75	Age 76-80	32	12	32	27	51	17	1	


Department C	Age 16-25	Age 26-35	Age 35-45	Age 46-55	Age 56-65	Age 66-75	Age 76-80	32	12	32	27	51	17	1	




Department D	Age 16-25	Age 26-35	Age 35-45	Age 46-55	Age 56-65	Age 66-75	Age 76-80	0	2	4	20	20	55	0	

