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Q1. Explain what evidence-based practice is and provide two examples of how Company X could apply it.
Evidence-based practice is a process where reliable evidence is used to develop knowledge and understanding to inform people practice.  It promotes critical thinking by encouraging professionals to appraise the relevance and reliability of information before taking action (CIPD, 2021).  Rob Briner explains that EBP is similar to making important personal decisions, such as planning a family holiday or changing career.  In these situations, we naturally gather information from multiple sources, consider the quality of those sources to then make a well-balanced decision.  This illustrates the same principles of taking a structured approach and using reliable evidence in people practice. 
The 6A’s model (Ask, Acquire, Appraise, Aggregate, Apply, Assess) provides a framework for applying EBP. It helps guide professionals to define issues, gather and evaluate evidence, combine sources, take appropriate action, and assess results.
At Company X, I could apply this approach when supporting a client to improve sales performance. Drawing on my previous coaching experience, I would analyse call and performance data to identify patterns such as missed cross-selling opportunities and design targeted coaching plans. Company X could also use EBP to reduce staff turnover by reviewing exit interviews, survey data, and absence patterns to identify causes and implement evidence-based solutions such as enhanced onboarding or management training.
Applying evidence-based practice enables Company X to make informed, fair, and consistent decisions that lead to measurable benefits for clients.

Q2. Explain the importance of using data at Company X to accurately determine problems and issues.
Clients rely on Company X to provide credible findings that support their decision-making.  When any recommendations are backed by robust data, it reduces risks, improves trust, and leads to better outcomes.  
Accurate data helps us identify the real problem instead of relying on assumptions, guesswork, or biased opinions.  If the data is inaccurate, the company’s focus may be misguided, which means resources such as time and money would be wasted, and it would also affect credibility with clients. 
From my previous experience analysing raw data, I learned how easy it is to make assumptions based on a pattern. For example, if an advisor had no broadband sales, it was easy to assume they hadn’t pitched it. This shows why accurate and complete data is essential at Company X, so we avoid misinterpreting information or jumping to the wrong conclusions.  From there, I might coach an individual believing they weren’t trying, when in reality they were pitching but other factors were affecting their results. This shows how easily data can be misinterpreted if we don’t have a complete and accurate picture.

Q3. Explain the different types of data measurements that people professionals at Company X could use.
There are many types of data measurements that people professionals at Company X could use, and it’s important to understand these to analyse issues effectively.
Quantitative data is expressed as numbers and can be counted or measured, and it is helpful for identifying trends and patterns over a period of time (CIPD, 2021).  This type of data is often gathered through surveys or taken from computerised HR systems.  For example, Company X may use quantitative data to review and compare engagement or job satisfaction survey results, or to track absence levels and staff turnover.  This helps identify patterns and provides a clear picture of what is happening in the organisation.  
Qualitative data is non-statistical and based on meanings that come from words (CIPD, 2021).  It’s useful for understanding people’s views, experiences and perceptions, and helps explain why something is happening.  This data is often gathered through interviews, focus groups, or found in everyday documents such as notes from a one-to-one meeting or a documented conversation with a direct report.  For example, after discussing an issue, a manager may record the employee’s feedback and agree an action plan.  Qualitative data like this helps Company X understand the context behind the numbers and identify the root cause of issues.  
People professionals at Company X can also draw on four recognised sources of evidence described by Briner.  Organisational data, such as survey results, absence levels, and performance records, provides measurable insight into what is happening.  Scientific evidence from reliable research or CIPD guidance helps the team understand which approaches are proven to work.  Stakeholder views, gathered from employees, managers or clients, offer valuable perspectives on how issues are experienced in practice.  Professional expertise allows practitioners to apply their own knowledge and past experiences to interpret the data.  Using all these sources ensures Company X gains a fuller and more balanced understanding of any issue and leads to better recommendations for clients.
Q4. Explain how the application of policies and procedures can inform Company X’s decisions.
Policies and procedures help support people practitioners because they set clear expectations, ensure fair treatment, and provide consistent guidance for managers when dealing with employee issues.  Policies provide a clear sense of what the organisation values and expects, what it is trying to achieve, where accountabilities lie, the capabilities needed, and how people can perform at their best. According to CIPD (2025), well-designed HR policies support fairness, inclusion and legal compliance, but they only work effectively when they are clearly communicated and consistently applied.
Policies help managers make decisions that are aligned with the organisational values and legal obligations.  When policies are applied consistently, employees are more likely to feel they are being treated fairly, which builds trust and reduces the risk of conflict or grievances.  Policies also reduce legal risks by providing guidance that reflects employment law, helping the organisation avoid potentials disputes or claims. 
In my previous coaching role at BT, there was a formal performance policy that set out clear expectations for how colleagues should work, how goals were set, and how feedback and coaching were provided. If an advisor wasn’t meeting the expected standards, I could use the policy to guide my assessment and ensure I was approaching the situation fairly and consistently. From there, I would explore the reasons behind the issue with the advisor and agree an action plan. This helped maintain transparency and supported the advisor to improve while ensuring I followed the organisation’s expected process
For Company X, strong policies and procedures mean managers can deal with issues confidently, professionally and consistently.  This results in fairer outcomes, supports a positive working culture, and reassures clients that decisions are based on clear standards rather than personal judgement.
Q5. Explain how the people professionals at Company X can create value for their people, their organisation and their wider stakeholders.
People professionals at Company X can create value when they help people perform at their best, support a healthy working environment, and ensure that business decisions are fair, evidence-based and aligned with organisational objectives.  The CIPD highlights that people are a core driver of value in any organisation and that investing in people capabilities can make a measurable difference to performance, culture and long-term success (CIPD, 2020).  This means that HR has an important role in helping the organisation understand how people contribute to value and ensuring that people-related decisions support both short- and long-term outcomes.  
At Company X, people professionals can create value for employees by putting practices in place that support wellbeing, learning and development.  For example, offering flexible working hours, access to counselling services, or guidance on personal development plans and online learning resources can help individuals build confidence and skills.  This increases motivation and engagement, strengthens trust, and contributes to a positive workplace culture that benefits both employees and clients.
Value is also created through effective use of data, strong people policies, and consistent people management.  By analysing trends such as absence, turnover or performance patterns, Company X can provide clients with accurate insights and make informed recommendations.  This supports better decision-making and helps organisations avoid ineffective decisions that waste resources. As the CIPD report explains, understanding people data helps organisations track whether their people investments are delivering value now and in the future (CIPD, 2020).
From my previous coaching experience, I have seen how supporting individuals through structured feedback, using data to understand performance challenges, and agreeing clear action plans can noticeably improve results.  This approach not only helps the employee but also enhances overall team performance, which delivers value to managers and the wider organisation.  
People professionals create value for stakeholders, such as customers, partners, and the community, by ensuring organisations operate ethically, legally, and responsibly.  When employees are supported and performing well, this leads to improved service, stronger client relationships and a trusted reputation. 
Q6. Imagine that you have been successful in your application for the role at Company X.  Summarise the ways that you could be customer focused and standards driven in your new role, drawing on your previous experience, as necessary.
In my role at Company X, I would ensure that I am customer focused by understanding the needs of each client and providing accurate insights and guidance based on careful data analysis.  I would listen closely to what clients are aiming to achieve and respond in a professional and supportive way, helping them make informed decisions.  My previous experience at BT strengthened my customer focus, as I regularly supported advisors and customers to resolve issues and improve performance.  This taught me the importance of clear communication, patience and building trust in order to deliver a positive experience.
I would also be standards driven in my approach by following Company X’s policies, maintaining confidentiality and ensuring all data is handled responsibly and only shared with the necessary stakeholders.  In my coaching role at BT, I worked within a formal performance framework, which required consistency, fairness and accurate recording of information.  I learned how important it is to follow agreed processes, meet expectations and maintain high professional standards at all times. 
In my new role, I would apply the same discipline by ensuring all client work meets quality standards, is evidence-based, and aligns with Company X’s values.  By being both customer focused and standards driven, I would contribute to a reliable, trustworthy service that supports strong client relationships and positive outcomes.  
Q7. The excel table inserted below shows the hours of overtime worked over a four-week period for one of Company X’s clients, Blue Mountain Patisserie. 
Your task is to:
· calculate the average number of overtime hours worked by each employee during the four-week period.
· calculate the average overtime hours as a percentage of the normal working hours.
· analyse the results and provide written comments on any issues that the data has revealed suggesting potential problems and solutions.
[image: ]
The overtime data for Blue Mountain Patisserie shows patterns that may indicate issues with workload, staffing levels, or how work is being managed across departments.  Some employees are working much higher levels of overtime than others, and in some cases the overtime adds up to more than half of their normal hours, meaning they are working their full contract plus a large amount extra.
In the Shop Staff team, there are clear inconsistencies.  For example, some employees such as D Jaques and B Sykes are consistently working high overtime each week, while others such as R Rickson and H Dumpty work very little.  This may suggest uneven or unfair distribution of workload, or that certain employees feel under pressure to work more hours, possibly due to having different skill levels or experience.  It could also be that some employees have personal or family commitments that mean they are not able to work overtime, which may explain why their overtime levels remain low.  When someone is working 50-60% more than their contracted hours, this can lead to fatigue, increased stress and mistakes.  The data may also indicate that the team is understaffed or struggling to meet demand during busy periods.
In the Barista team, the only full-time employee is understandably doing very little overtime.  However, the part-time baristas are consistently working extra hours, which suggests that their contracted hours aren’t enough to meet business demand.  This may indicate the need to review staffing levels or adjust the contracted hours for these roles.
In the Bakery team, overtime levels appear more balanced, but some employees still work much more than others in the four-week period.  For example, P Harlum works consistently higher overtime, which may point to higher demand in this role or a shortage of trained staff.
To address these issues, Blue Mountain Patisserie could review its rota planning, consider whether certain teams need additional staffing, and ensure overtime is offered fairly and consistently.  Coaching or upskilling may also be helpful if skill differences are contributing to the uneven workload distribution.  Overall, the data highlights opportunities to improve well-being, fairness and efficiency across the business.
A good point for the business to consider is the long-term implications of relying too heavily on overtime for both employees and the organisation.  Employees may experience reduced work-life balance, which can negatively impact morale, engagement and wellbeing.  Over time, this could lead to increased absence or higher staff turnover, placing additional pressure on remaining employees. 
From a business perspective, overtime can also be costly and may not be a sustainable solution if demand remains high.  Regularly reviewing overtime data would enable managers to monitor trends, identify pressure points early and make necessary adjustments, such as redistributing workloads more effectively or reviewing staffing levels.  Using data on an ongoing basis to check for patterns and spot issues early would support healthier working conditions and more efficient workforce planning.  
Q8. Finally, present your findings using at least two different types of diagrammatic forms (for example, pie charts, bar graphs, or line graphs) to make the information easier to understand.
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Figure 1. Average Overtime Hours Worked per Employee
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Figure 2. Total Overtime Hours Worked Per Week
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Hours of overtime worked over a four week period for Blue Mountain Patisserie
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1 Scott 16 8 12 8 375 11 29%
P Mean 10 14 5 7 20 925 6%
S Kidding 8 10 9 10 20 925 6%
D Jaques 9 5 21 11 375 1175 31%
KRitter 8 5 9 8 16 75 a7%
HBarrel 12 12 11 5 16 10 63%
Shop Staff |L Guarani 11 7 10 5 375 85 23%
K Pathos 10 11 15 12 20 12 60%
B Sykes 10 14 13 14 20 1275 64%
S Grant 14 7 9 4 16 85 53%
P Perfect 5 8 10 12 16 875 55%
H Dumpty 4 7 7 7 20 625 31%
RRickson 2 4 5 8 16 475 30%
K Gerbil 12 10 1 2 375 625 17%
S Lund 10 8 8 8 20 85 3%
Baristas  |B Bathbun 5 7 5 7 16 625 39%
Hlohn 4 5 4 5 8 475 59%
R Rabbitt 2 3 2 2 8 225 28%
P Harlum 6| 8 9 9 375 8 21%
Bakery | M Hubbard 8 5 7 5 20 65 33%
P Boots 8 6| 6| 6| 20| 6.5 33%)
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