AC 1.1.
Evidence-Based Practice (EBP) is a structured approach to decision-making that integrates multiple sources of information to ensure informed, effective and justified outcomes. Waite et al (2021) outlines four key elements: 
1. Best available evidence – using data, research and proven practices to identify what works. 
2. Professional expertise - drawing on skills, experience and knowledge of practitioners.
3. Stakeholder input – considering the needs, insights and preferences of employees and leaders.
4. Organisational context – aligning decisions with business priorities, culture and practical constraints. 
In context of an organisation, Taylor and Woodhams (2022) describe EBP can be applied in various ways:
· Recruitment and Selection: Using validated assessment tools and recruitment data to predict candidate success and reduce bias.
· Employee Engagement: Analysing survey results and qualitative feedback to identify factors influencing morale and productivity.
· Workforce Planning: Combining labour market trends, turnover rates and skill gap analyses to ensure the right talent is available at the right time.
· Learning and Development: Evaluating the effectiveness of training programs using metrics such as employee performance and return on investment.
By combining reliable data, professional expertise and stakeholder feedback, EBP ensures that decisions are not based on assumptions or trends but on concrete, actionable evidence. This approach supports the people function in delivering sound, credible recommendations that drive business success while maintaining employee trust and satisfaction. This concise explanation will help new practitioners understand the value and application of EBP in their roles. 
AC 1.2
Data is a critical asset for organisations, serving as the foundation for informed decision making. By leveraging data, businesses can identify patterns, trends and insights that enable them to solve problems, seize opportunities and achieve strategic goals. McCartney & Fu (2022) state that in the people function, data plays a key role in areas such as workforce planning, employee engagement, diversity and inclusion and performance management.
Accurate data is particularly important when diagnosing problems and issues. Incorrect or incomplete data can lead to flawed conclusions, ineffective intervention and wasted resources. For example, relying on inaccurate turnover data could result in unnecessary recruitment drives or missed opportunities to address underlying retention problems. Similarly, faulty survey results might obscure critical issues in employee satisfaction, leading to misguided policies that fail to address real concerns.
Ensuring data accuracy involves validating its source, completeness and relevance. Reliable data allows organisations to confidently identify root causes, evaluate the success of initiatives and making sound predictions for the future. It also enhances credibility with stakeholders by demonstrating a commitment to evidence-based decision making. 
Moreover, Phillips & Phillips (2009) state that accurate data supports fairness and transparency, reducing bias in critical decisions such as hiring, promotions or workforce restructuring. This fosters trust among employees and ensures compliance with ethical and legal standards.
In summary, accurate data is essential for solving problems effectively, making sound business decisions and maintaining trust within the organisation. It ensures that decisions are grounded, driving better outcomes for both employees and the business. 
AC 1.3.
People professionals use various types of data measurements to analyse workforce trends, evaluate HR initiatives and support decision making. These measurements can be broadly categorised into qualitative and quantitative data. Bhattacharyya (2018) explain quantitative data as following: 
1. Quantitative Data – this type of data is numerical and can be measured objectively. It is useful for identifying patterns, benchmarking and tracking progress over time. Examples include:
· Descriptive Metrics: Basic statistics such as headcount, turnover rates and absenteeism figures.
· Performance Metrics: Productivity levels, sales target or KPIs tied to employee performance. 
· Financial Metrics: Cost per hire, training investment per employee or return on investment (ROI) for HR initiatives. 
Quantitative data provides clear, actionable insights and is often used for forecasting comparisons and monitoring trends. 
2. Qualitative data – this type of data is non-numerical and focuses on understanding behaviours, opinions and motivations. (Catley et al 2017) list the following methods that qualitative data can be gathered through:
· Employee Surveys and Feedback: Insights into engagement, job satisfaction and workplace culture.
· Exit Interviews: Qualitative reasons behind turnover trends.
· Focus Groups: In-depth exploration of employee experiences or reactions to initiatives.

3. Predictive and Advanced Analytics
By combining historical data with algorithms, people professionals use predictive metrics to forecast future trends, such as identifying flight risks or skill gaps. 
By leveraging both quantitative and qualitative data, people professionals gain a holistic view of the workforce. This enables them to make evidence-based decisions that improve organisational performance and employee experience. 

AC 1.6
Agreed policies and procedures provide a structured framework for decision making within organisations. They outline consistent, fair and transparent approaches to handling workplace matters, ensuring that decisions align with legal requirements, organisational goals and ethical standards. Lee & Jung (2024) state policies need to adhere to the following: 
Consistency and Fairness
Policies and procedures ensure that all employees are treated equally, reducing the risk of bias or favouritism. For instance, following a structured disciplinary policy helps managers handle issues fairly and uniformly, promoting trust and accountability. Similarly, recruitment policies ensure that hiring decisions are based on merit, supporting diversity and inclusion.
Legal Compliance
Adhering to policies ensures decisions comply with employment laws and regulations, mitigating risks of legal disputes. For example, robust grievance and whistleblowing procedures guide the organisation in addressing employee concerns effectively while maintaining compliance with legal standards.
Guidance for Complex Situations
Policies act as a roadmap for decision-making in complex scenarios. For example, when managing redundancies, a clear redundancy policy ensures the process is handled sensitively, ethically and in line with business needs.
Supports Evidence-Based Decisions
Policies and procedures provide the foundation for collecting and analysing consistent data. For instance, performance appraisal processes generate insights that inform decision on promotions, training or workforce planning. 
In summary, agreed policies and procedures provide clarity, consistency and a legal safety net for decision-making. By following them, organisations ensure fairness, maintain employee trust and support sound evidence-based decisions. 
AC 2.1
People professionals play a critical role in driving success by aligning workforce strategies with organisational goals and fostering positive experiences for employees and stakeholders. They create value in the following ways:
For People
People professionals champion employee wellbeing, engagement and development. They design initiatives such as training programs, career development opportunities and well being support that empower employees to thrive in their roles. By creating inclusive and supportive workplaces, they enhance job satisfaction, retention and productivity. They also act as advocates for fair treatment, ensuring employees feel valued and heard through effective policies and practices.
For Organisations
By aligning HR strategies with business objectives, people professionals contribute to organisational success. Gibson (2021) suggests using workforce planning, talent acquisition and performance management to ensure the organisation has the right people in the right roles. Evidence-based challenges and improve outcomes. Additionally, fostering a positive culture boosts brand reputation, aiding in attracting and retaining top talent.
For Wider Stakeholders
People professionals influence the broader ecosystem, including customers, investors and communities. By promoting diversity, equity and inclusion they help organisations reflect and serve diverse markets. Ethical practices and sustainable employment initiatives enhance corporate social responsibility, benefiting the community and strengthening stakeholder trust.
In summary, people professionals create value by enabling employees to succeed, supporting organisational goals and fostering trust and collaboration with wider stakeholders. Their work drives both individual and collective success.

AC 2.2
Customer focus and adherence to high standards are essential for delivering exceptional service and achieving organisational success. In context as a people professional, Baker (2009) states to prioritise these values in the following ways:
Customer-Focused Approaches
1. Understanding needs: Actively listening to employees, managers and stakeholders to identify their needs and expectations, ensuring that HR solutions are tailored to their requirements.
2. Proactive communication: Providing clear, timely and empathetic communication to address queries or concerns, building trust and rapport.
3. Continuous Improvement: Seeking feedback from stakeholders to refine processes, policies and services, ensuring they remain relevant and effective.
4. Personalisation: Offering flexible and bespoke solutions, such as career development plans or well-being support to meet the unique needs of employees.
Standard-Driven Practices
1. Compliance: Ensuring all processes align with legal and organisational policies to maintain fairness, transparency and ethical integrity. 
2. Consistency: Applying policies and procedures uniformly to across the organisation, fostering trust and accountability. 
3. Quality Assurance: Regularly reviewing HR practices, such as recruitment or performance management to ensure they meet high professional and ethical standards.
4. Professional Development: Continuously updating my own knowledge and skills to provide evidence-based, best in class solutions. 
By balancing a customer-centred approach with rigorous adherence to standards, organisations can deliver meaningful support to employees and the organisation whilst maintaining trust, integrity and professionalism. This ensures long-term value for all stakeholders.

AC 1.4
Departmental Turnover Rates

Overall Turnover Rate

AC 1.5
Key Issues Identified:
Firstly, the high turnover in Maintenance, Packing and Despatch. In 2020, the maintenance department had an exceptionally high turnover rate of 56% while packing and despatch peaked at 58%. In 2021 -2023, though both departments showed improvement, packing and despatch remained above average at 40% in 2021 and 50% in 2022 before reducing to 20% in 2023. Maintenance’s turnover reduced considerably but remained high at 14% in 2023. This can cause high physical demands, lack of recognition and limited career progression could be contributing factors.
Secondly, the fluctuations in administration turnover. The administration department saw a significant spike from 18% in 2020 to 45% in 2022, before improving to 11% in 2023. This fluctuation suggests possible internal issues such as job dissatisfaction, management challenges or restructuring. This can cause a change in workloads, unclear role expectations or poor leadership. 
Thirdly, the turnover in people team. In 2021, the people team reported no leavers but saw a dramatic increase to 50% in 2022 and 40% in 2023. Such high turnover within the team responsible for HR processes can signal deeper organisational issues. This can cause role misalignment, burnout or lack of engagement. 
Another issue identified is the low or zero turnover in some departments. The finance, research and design experience 0% turnover across several years, except for 25% in isolated cases. While stability is generally positive, it may also indicate limited growth opportunities or stagnant roles. This might cause lack of mobility and professional development. 
The overall organisational turnover trends show that the total turnover rate dropped significantly from 34% in 2020 to 14% in 2023. This improvement reflects positive progress but highlights certain departments like maintenance, packing and despatch that still require focused efforts.
Proposed Solutions:
1. Addressing turnover in Maintenance and Packing and Despatch

· Conduct Employee Surveys: Implement regular surveys to identify pain points, including job satisfaction, working conditions and workload concerns.
· Improve working conditions: Address health and safety concerns, provide better equipment and ensure fair workloads to reduce physical strain.
· Introduce Career pathways: Create clear progression plans with training opportunities to enhance retention.
· Recognition programs: Develop reward and recognition schemes to improve employee morale.

2. Reduce turnover in Administration and People Team

· Training and Development: Offer tailored training for managers to address leadership gaps and enhance people management skills.
· Workload Balancing: Monitor workload distribution and ensure job roles are realistic to reduce stress.
· Employee Engagement: Improve communication and involve employees in decision-making processes to boost their sense of value.

3. Encourage growth in Departments with low turnover

· Professional Development: Provide opportunities for upskilling, cross-departmental projects and mentoring to keep employees engaged. 
· Role Reviews: Conduct regular performance reviews to ensure employees remain challenged and motivated.
· Succession Planning: Create development plans to prepare employees for leadership roles, ensuring long-term retention.

4. Monitor organisational turnover trends
· Regular Reporting: Use data dashboards to track turnover rates and identify trends early.
· Exit Interviews: Conduct structured exit interviews to gather insights into why employees leave.
· Proactive Interventions: Develop department-specific retention strategies for areas with consistently high turnover rates such as Maintenance and Packing and Despatch.

Conclusion
The data highlights a significant improvement in overall turnover from 34% in 2020 to 14% in 2023, showcasing effective retention strategies. However, issues persist in high-turnover departments like Maintenance, Packing and Despatch and Administration. Targeted interventions such as improving working conditions, enhancing leadership skills and offering career development opportunities will help address these challenges. By using ongoing data analysis and implementing employee-focused solutions, the organisation can sustain progress and ensure a stable, engaged workforce.
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