Briefing Paper
Section One

S1. AC 1.1	Evidence-based practice is the research method of using the best possible data to make the best decision for  your company, combined with the Critical Thinking process. CIPD defines it as “Evidence-based practice is about making decisions through the conscientious, explicit and judicious use of the best available evidence from multiple sources… to increase the likelihood of a favourable outcome”. 
In order to use this in any organisation, a People Professional will consult and collate various credible sources, using the ‘4 key sources’ for decision making, which are Scientific, Organisational, Experiential and Stakeholder.
(CIPD, 2023, Evidence Based Practice Factsheet).
(Waite et al., 2021, p. 48).


S1. AC 1.2	It is important to use reliable, accurate data to ensure that any decisions made are unbiased in 
any way.
As People professionals, we must ensure that any data or information that we iuse is accurate and from a reliable source, to ensure that any decisions made or changes put into place are going to be effective and make the changes that are required to benefit the business / employees as planned.


S1. AC 1.3	The types of data measurements that we, as People Professionals should use are following Briners’ 6 Step Approach of –
	Asking – What do we want to find out? – Create a question so that we are able to quantify it
	Acquiring – Gleaning information from multiple sources
	Appraising – Ensuring that the sources used are reputable and reliable, such as the CIPD, industry boards or other professional organisations,
	Aggregating – ensuring that we collect the data in such a way that we are easily abl to determine any patterns or themes that may occur.
	Applying – Using the evidence collected along with the Critical Thinking process to put a plan in place 
	Assessing – Following up on the process(s) put in place to evaluate whether it was effective, or what further changes we should make going forward.
		(Waite et al., 2021, p. 49).

S1. AC 1.6	The application of agreed policies and procedures can affect the way in which we, as People Professionals make decisions as we will use all the tools at our disposal, such as the 6 Step Approach, the 4 Key Sources along with our Critical Thinking techniques, so if policies and procedures are not in place or not being implemented correctly, then we will not be able to glean useful information back.


S1. AC 2.1	We, as People Professionals create value in various ways; for people by supporting the development of the teams understanding and increasing its knowledge capital, by supporting and developing managers skills and talent base.
For the organisation, by supporting with the selection and hiring process, the onboarding / induction processes and the training and development of current teams, including managers with management skills; as well as monitoring key performance indicators (KPIs) in various areas including staff turnover, engagement and diversity and inclusion.
And for the wider stakeholders in the supporting of both people and the organisation, as if they are both supported and guided by us as People Professionals, then in turn, the stakeholders will benefit by having better retention and turnover rates, staff satisfaction and ultimately profits.
(Waite et al., 2021, p. 61-62).


S1. AC 2.2	I see my role as a People Professional as very much one of being ‘customer-focussed’, with us as an HR team in my place of work as having many customers. Firstly, the stakeholders, for them we provide data and reports on various subjects, from absence, employee engagement through to retention and turnover. Many of these we report on weekly to the director and stakeholder teams.  We are also the first place that any new policy, procedure or training will come from, therefore it is imperative that we are fully behind the subject matter, whether it is something that has been put into place locally, or whether it has come down from Head Office, we as People Professionals need to ensure that it is rolled out to and with the teams consistently in order for it to be fully effective. 
I also see our team managers as our customers, as this is the team who I believe are possibly the most important, as they are the direct line managers of the production teams, - whom without, our business would not continue. These managers need the right support, coaching, training in a variety of areas such as interview and selection, creating skills matrices and training plans or probation reviews.
I then see ‘all employees’ as a customer of a People Professional, - whether they are a general operative in production, who may need some assistance with ill-fitting PPE for example, or a newly appointed shift manager who has not held a performance review meeting before, they all know that they can turn to us as People Professionals for help and guidance.  

















Section Two
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We can see from the above diagram that the most common reason for leaving is resignation due to pay/benefits. Therefore, we could suggest that the company undertake a SWOT analysis of their most local competitors to see what they are offering, and whether they would be able to make any changes with regards wages or other monetary benefits, such as tiered salary rates, a bonus scheme or incentive, membership of an external benefits group or the options to buy/sell annual leave perhaps. 
The next most common reason is simply ‘resignation’, which is not particularly helpful when try to analyse this data, therefore I would suggest some work on the exit interview process, to ensure that they include the reason for the resignation.
Closely following is due to ill health, which would also need some further investigation, as this could be due to a number of reasons, for example an aging workforce, where as people get older they natural occur more ailments, or are injuries being incurred in the workplace, and therefore is there a training need.
Equal to ill health, is that the job is ‘not as expected’, so here I would suggest a review of the recruitment process, from the job advert itself, through interview and selection – do the interviewers know the job role well enough, is the onboarding process concise and whether there is a solid training plan in place, with regular reviews during the probationary period. Again, further investigation would be needed with regards to any specifics that may have been mentioned at the exit interviews, as well as who is interviewing them and which team they are in – is this more of a problem in a certain team perhaps, or were most interviewed by a certain person, who may need to further training with regards to their interviewing skills.
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From the above diagram showing the average length of service by team, we can see that the Regeneration and Lettings teams both have the shortest lengths of service at a little under and over 12 months each, however without further investigation it is not possible to recommend anything just yet, as this may be due to a number of factors, - that the team was only set up for a fixed term perhaps, or that they were all hired at the same time.
Supported Housing, Income, Finance, Tenancy Team, Green Spaces and the People Services team are then all around the same average length of service, however there is no particularly helpful data there.
Lastly, the Community Engagement and Partnerships, Housing, Governance, Customer Services, Business Services and Property Teams all have a lot longer length of service, - between 5 and 8 years, which we can see is considerably more than the Regeneration and lettings teams, so I would suggest a staff satisfaction survey, to try to ascertain why these teams have such a difference in length of service, and then try to implement some of the values in the longer serving teams into the rest of the company.  Or it may be that there is a lot more pressure and stress on the other teams, in which case we can look at ways to help alleviate this, or implementing programs give a better work life.









References


AC 1.1 		https://www.cipd.org/uk/knowledge/factsheets/evidence-based-practice-factsheet/#what-is-evidencebased-practice 
Waite, K., Beevers, K., Small, N., Tomlinson, K., Hussain, S. (2021) Business Culture and Change. People Practice A Complete Guide. London: Kogan Page
 
AC1.2 	Waite, K., Beevers, K., Small, N., Tomlinson, K., Hussain, S. (2021) Business Culture and Change.  People Practice A Complete Guide. London: Kogan Page
 
AC1.3   		https://www.cipd.org/uk/knowledge/factsheets/evidence-based-practice-factsheet/#what-evidence-should-we-use 
 
AC1.6		  
 
AC2.1   		https://www.cipd.org/uk/knowledge/podcasts/purpose-and-value-of-hr/ 
Waite, K., Beevers, K., Small, N., Tomlinson, K., Hussain, S. (2021) Business Culture and Change. People Practice A Complete Guide. London: Kogan Page
		 














Tracey Brann
UWTSD Student No. 2314508
CIPD No. 87943845
Word Count: 1437

image1.png
%age of Total Leavers with Reasons for Leaving

25 2% 2% 2%

- Resignaton -Pay / Beneftsrelated - Resignation < liHeath
- Resignation -Job not s expected  » Resignation - Change of Career + Resgraton - Promotion
 Dismissa - Summary - Retrement - End of Contract

« Maternity non retumer + Resignaton - Moving rom the Area  « Failed Pobation Period

« Redundancy - Resigration - Caring Responsbilities - Resignation - Whils under Investigation




image2.png
Average LoS (months) by Team

-llll'llIIIIII
\\* &

& < F S &
f & & j z;? ;,v @f’ « ;f\ <
@;’“ & &

o





