

GUIDANCE PAPER 

This guidance paper will demonstrate how people professionals use and interpret analytical data and various sources of evidence, in order to make unbiased, reliable and informed decisions in an organisation. Should employers not use evidence-based practice methods in the workplace, this could severely impact the wellbeing of its employees.



What is Evidence Based Practice (AC 1.1) 
Evidence-based practice is used in organisations to guarantee that we “focus on important problems/opportunities, and do what’s more likely to work.”(CIPD, 2021). Applying evidence-based practice is a reliable way of making good decisions, and this is done by quite simply “gathering, analysing and evaluating data”.(Waite et al.2021,p.46). 
Evidence-based practice helps HR professionals to carry out smart decisions in the day to day running of the business but also helps foresee issues that could arise in the business, in present and future.(Waite et al.2021,p.47). There are many forms of evidence-based practices including “terms and conditions of employment, organisational design and reward structures” (Waite et al.2021,p.47) that are typically used by HR professionals to problem solve. Using this method prevents professionals from making “biased and unreliable management decisions” according to Barends, Rosseau and Briner, as individuals are likely always going to look for “short-cuts” to make faster, and likely easier, decisions (CIPD,2022). Everyday decisions taken by a business can impact employees’ “working lives and wellbeing” (CIPD, 2022), therefore it’s crucial that people professionals are using evidence based practices to not only justify business decisions, but also allowing them an opportunity to explain the rationale where needed. The consequences are too high risk to depend on one’s personal views, therefore “relevant sources of evidence can be reviewed to inform decision-making.”(Waite et al.2021,p.47). 
There are four sources of evidence-based practice which HR professionals use to identify challenges or opportunities for an organisation; “Scientific literature (empirical studies), Organisation (internal data), Stakeholders (values and concerns) and Practitioners (professional expertise).”(CIPD, 2021).                Organisational evidence, which is typically referred to as employee data, can be used by HR to explain macro trends such as employee retention or turnover rates or micro data such as number of sickness and absence case (Waite et al.2021,p.48). Beneficial documentation which proves the “value of internal and external interest groups” is used as stakeholder evidence. This grants organisations access to view how their choices might be perceived by stakeholders (Waite et al.2021,p.48). People professionals use a step-by-step process to carry out their decision-making process by; 1. Asking a question, 2. Acquiring the evidence, 3. Considering if the evidence is reliable, 4. Collect all the evidence together, 5. Apply the evidence in to the final decisions and 6. Assess how successful the chosen decision was.(CIPD, 2021). 










Why use data in organisations (AC 1.2)
Typically a company’s most important asset is its people. When HR professionals obtain large ranges of diverse data points, it aids us to understand the challenges that face organisations and its employees (Waite et al.2021,p.49). This concept of unleashing the power of big people data allows companies to analyse and understand macro level trends “and the way groups of people think” (Moore,A. 2019). The data provides an unbiased view is transparent and therefore leads to the formation of “informed judgements” (Moore,A.2019). According to Technopedia,“data is extracted and categorised to identify and analyse behavioural data and patterns, and techniques vary according to organisational requirements.(Moore,A.,2019). 
It is important to note that whilst making decisions, following the data “yields more effective outcomes than decisions based on a single source of evidence.”(Moore,A.,2019). Making data based decisions and allowing data to drive your decision making unleashes new insights on a company’s success or failure explains HR professionals at KMPG (KPMG,2015). By using data, studies show that these types of decisions also lead to a happier work environment as employees are often asked to partake in the decision making (Waite et al.2021,p.49). 
Data accuracy is crucial not only because it’s often relied upon as the golden source of record, but also it often has a number of downstream implications and feeds a number of processes. The critical choices that are made in organisations need to be supported with sources that are justifiable and of course   accurate, before the next steps are implemented (Waite et al.2021,p.51). Today, the credibility of people  analytics is often enhanced in a number of different ways, both in a prescriptive manner (i.e. collecting the same data at different points in the year, or asking different groups the same questions) but also a technological manner (i.e. using different collection tools and leveraging AI / machine learning to analyse the data) (Waite et al.2021,p.51). 



















Qualitative and Quantitative Data (AC 1.3)
Qualitative data is used by people professionals to understand how people are feeling and where you are looking to gather sentiment and engagement versus a statistic. Examples often include moments in a career where there could be heightened sensitivity and emotion; “exit interviews, written evidence from performance appraisals or open text boxes from L&D written feedback sheets”,are all useful ways of capturing this kind of data.(Waite et al.2021,p.50).
Exit interviews in particular are an interesting technique to capture qualitative data as you can often link the sentiment in the comments to reason of departure, using examples and real time feedback to inform the organisation “to make improvements or change practices” (Leatherbarrow,C.,Fletcher,J.p.164). On the flip side, given the sensitivity and likely emotion attached to an exit interview, the data itself “may not be totally reliable” (Leatherbarrow,C.,Fletcher,J.p.164) especially if the employee under question is over emphasising feedback or un-wanting to disclose truthful feedback in fear of retaliation or future implications with their next employer. 
Surveys can be a successful way of collecting qualitative data also, as employees are able to give “more detailed feedback” from using open text boxes. Concerning matters such as bullying or stress at work can also be followed up from HR interviews (Edgecumbe,2021). 
Quantitative data are figures that are “measured and counted”(Waite et al.2021,p.50). This data is needed by people professionals when observing how trends are formed. The information is often obtained from surveys, which are then stored on professional HR systems (Waite et al.2021,p.50). Many organisations will use quantitative data to track the efficiency and inefficiency of its employees, which will in turn “rank employees and work units, and to award raises or promotions.”(John.C, Chron). Quantitative data is clear and concise, and is generally preferred when analysing data due to it being quick and easy to organise and search for within organisations’ databases (Pickell,D.2021).


Policies and Procedures (AC 1.6)
Policies and procedures are put in place by the HR department, in order to assist employees in any decisions that they may need support with. Policies and people processes are usually designed to ensure they align with the “mission, goals and values of the business”(Indeed,2021).
Decision making in people issues that come to HR are then, for the most part, easier to deal with as the policy framework is in place to help guide the decision making and "avoid making a poor judgement”,when faced with critical decisions (Waite et al.2021,p.58).
Having policies and procedures in an organisation will enhance how quickly decisions are made on a variety of topics, due to people professionals having quick access to these coherent instructions (CIPD,2022). Typically, organisations will have key policies that align to moments that matter (i.e. performance, promotion), workplace culture (i.e. working hours, culture, conflict resolution) and broader organisational policies (i.e.health and safety measures). (White,G.,date unknown). Following the procedures every time a decision needs to be made in the organisation will show “fairness, consistency and ethics”. (Chron, 2021). Forbes Magazine states that staff view their employers as fair when their decisions are followed from a consistent, agreed policy/procedure, that is applied to each and every employee (Chron, 2021). 
Further to these statements, EmploySure explain that the benefit of having a company policy is that you are “avoiding any allegations of favouritism or discrimination”, when having to address any employee related problems.(EmploySure,2020). In order to eliminate bias when forming a decision, people practitioners need to be able to demonstrate that they have utilised a variety of sources, in order for the evidence to be deemed credible, and “challenge stereotypical views and opinions” that one may have(Waite et al.2021,p.60).
Creating value for people, organisations and stakeholders (AC 2.1)
Employees ultimately want to be treated fairly and with respect. HR professionals can facilitate this environment by surveying employees on satisfaction with the workplace, collecting feedback on important business topics as long as providing sufficient and appropriate training and development opportunities to enhance career growth (Waite et al.2021,p.60). Dieffenbacher supports the above by saying,“value must be created for employees to motivate them to give their best in achieving the overall business goals. They need to be respected and carried along in every decision-making process.”(Dieffenbacher, S., 2022). HR professionals directly influence whether an employee has a “positive employee experience”,and as outlined by McKinsey, where an employee does have a positive experience, then the organisation is 1.3 times more likely to perform better (Komm et al.,2021). Gartner explains that people want and now expect their employers in today’s world to “recognise their value and provide value to them on a human level. Deeper relationships, a strong sense of community and purpose-driven work are essential to thriving”.(Wiles, 2022). People professionals can facilitate these desires by working with the businesses to ensure competitive rewards packages, great learning experiences and strong talent attraction strategies. These in turn lead to a stronger workforce, who are happier and therefore helping the organisation thrive. 
One example is attracting the right talent - with a strong attraction, sourcing and hiring framework and a positive onboarding experience, HR professionals are creating value to their organisations by bringing top talent and new skillsets who will benefit the organisation(Waite et al.2021,p.62). Observing KPI’s and data from exit interviews, employees’ welfare and progression, can indeed provide value for the organisation as it will inform better people processes and strategies to support the organisation. 
People professionals in any organisation selling products and services, will strive to create value for its wider stakeholders, through its customers (Waite et al.2021, p.61). Human Capital is an essential source of value, as data is obtained from the “skills, abilities and expertise that the organisation possesses”(Waite et al.2021,p.61)




















How to be customer-focused, and standards-driven (AC 2.2)
One of the biggest challenges facing People professionals is the ability to deliver an excellent experience that is customer-focused whilst also protecting the franchise and upholding standards. The two are mutually exclusive, you will need to be commercially driven in order to “deliver results that create value for the organisations” according to CIPD’s Profession Map.(CIPD,date unknown) but at the same time you will need to balance that with ensuring compliance with regulation and policies. 
Having a strong customer focus in any organisation is imperative in order to “strengthen company culture and streamline processes”(Herrity.J,2022). By putting the customer at the centre (in HR’s case, the customer is often the employee) you take the journey in their shoes, not the ones laid out by the function. Having a relentless focus on the customer requires every employee to uphold the same vision for customer service, the strategic intent of delivering great service remains constant throughout the organisation (Herrity.J,2022). When you are a customer-focused business, you will be distinct from your competitors and you will have a “close relationship with the customer base”.(Fontanella,C.,2021). 
The CX (Customer Experience) ultimately shapes the way the business is perceived and its outlook. Organisations such as Apple, will instil customer service values into its store employees through rigorous training, as they are “screened and trained with a great deal of scrutiny before they make it out onto the sales floor to interact with customers.”(Shields,K.,2021). Mike Sims (CEO of ThinkLions), believes also that giving staff meticulous training and opportunities will aid them to “build their skills and abilities, which advances them professionally while immediately benefiting business”.(Fontanella,C., 2021). Organisations that are customer-focused and standards-driven will ensure that each employee is given “a set of guiding principles for managing new customers to maintaining customer loyalty.”(Bartram,F.,date unknown). Taking the Ritz Carlton as an example of an excellent customer-focused organisation; every member of staff from its housekeeping to management team, are all trained to provide the highest quality in personal service to their customers, which is the key to their success (Bartram,F.date unknown). The Ritz Carlton is also known for its high standards, which if compromised, would diminish the organisations ability to sustain the same level of customer focus that has been foundational in the organisation’s success. 
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TASK 2 

(AC 1.4)

	Dep
	Total in Department
	Age Range
	
	
	
	
	
	

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

	A
	182
	12
	23
	45
	44
	50
	8
	0

	B
	146
	4
	9
	21
	36
	70
	4
	2

	C
	172
	32
	12
	32
	27
	51
	17
	1

	D
	90
	0
	2
	4
	9
	20
	55
	0

	E
	262
	18
	12
	31
	56
	118
	23
	4

	F
	158
	74
	54
	18
	7
	5
	0
	0





	Department  C
	Total in Department
	Age Range
	
	
	
	
	
	

	
	172
	16-25
	26-35
	36-45
	46-55
	56-65
	66-75
	76-80

	%
	
	19%
	7%
	19%
	16%
	30%
	10%
	1.00%





	Department D
	Total in Department
	Age Range 
	
	
	
	
	
	

	
	90
	16-25
	26-35
	36-45
	46-55
	56-65
	66-75
	76-80

	%
	
	0%
	2%
	4%
	10%
	22%
	61%
	0
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Department C demonstrates that the workforce age range is diverse.
The challenges that face Department C are that the company culture could become strained due to "preconceived notions about those in a different age group.”(Boatman,A., date unknown). An example of this would be perhaps younger employees assuming that older employees are incompetent using technology, or that communication lines are blurred due to the younger workforce using different channels to communicate with one another, rather than the traditional methods i.e via email or telephone.(Boatman,A.,date unknown). A solution to this would be that HR professionals communicate effectively through consistent tone of voice and that the information that is conveyed to the department is “accessible to everyone”.(Boatman,A.) 
We are able to see that the number of staff in the age range 26-35 in Department C is very low. This could be due to a lack of growth opportunities/managerial roles available, in the department for this particular age. A report by Deloitte claims that,“younger staff in organisations where older employees dominate the hierarchy and issue orders, are more likely to report difficulties adapting to having more autonomy and an increased leadership role.”, this highlights the issue that the department needs to adapt in order to retain talent in this age group.(Poirel,G. And Coppola,M, 2021). Increasing their (26-35 age group) responsibilities through promotions and giving them the chance to “put their skills to use” is a great opportunity for the department to preserve the talent of younger employees.(Heyward,C.,2020).  

We are able to gather from the data provided, that in Department D there are 6 employees under the age of 45. This will result in a possible retirement surge in the department, in or around the same time, which would ultimately leave the department needing to hire a number of new staff to fill the gaps. 
Should the majority of employees in the age range of 55+ retire, the department may face issues such as losing key “knowledge and experience” in their field, as well as having to spend time and money acquiring new talent for the organisation.(Morgan Stanley, date unknown). 
The risk facing Department D is that a department consisting of “only people in a particular age demographic”,will become outdated and non-functional.(McQuerrey,L.,Chron,date unknown). 
In contrast to this, the benefit to the surge in retirements occurring in the workplace will be that, “New opportunities may emerge in the wake of retirements. Young workers could have a clearer path to promotion and growth”.(Morgan Stanley, date unknown). What we can take away from the data provided is that there is a need in Department D for people professionals to assist young employees with their career development, through appropriate training, in order to enhance their skill-set and grow in to the positions.
There are advantages and disadvantages to the “retirement wave” in any organisation, however; people professionals should not necessarily make the assumption that older workers will retire and should instead offer their employees “phased retirement options”.(CIPD,date unknown). In order to solve this issue facing Department D, HR could carry out an “age assessment audit”, that would help to “identify particular ageing workforce challenges and develop specific plans to address them”.(Silkin,L.,2020).
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