Principles of analytics (BMPD3001)
AC-1.1
The purpose of using evidence-based practice, is to make good, justified decisions using a range of different data sources that has been accurately collected to back-up your decisions. When making decisions from different evidence sources, it’s important to use critical thinking, determining whether the evidence you’re using is the best data available, ensuring it has been collected accurately, to avoid natural bias, short-term fads and outdated insights. (CIPD, 2023)
Organisations should consider four sources of evidence before decision making, these are professional expertise, scientific literature, organisational data, and stakeholder views. When examining sources of data, organisations should use 6-steps, asking, acquiring, appraising, aggregating, applying, and assessing to assist them in making a justified and positive decision (Barends, Rousseau and Briner, 2018).
An organisation can benefit by evidence-based practice, through looking at the organisational data to review absence and attrition data, and to act accordingly. If the data shows that absence rates are high, organisations can implement surveys to gather the stakeholder views on the issue. If for example, data comes back to show stress being a factor- they may look improve their wellbeing programme, which comes at cost, the data collected will help an organisation make a factual business case for implementation.

AC-1.2 
It’s important to use data in an organisation as it can be a guiding force for effective decision making, performance evaluation and for strategic planning. Businesses that use data effectively, can gain an accurate insight into how they are performing and how their stakeholders feel. Using and understanding how to analyse the data, allows organisations to make better decisions about where resources should be focused. People analytics are a good example of using data to improve. Using this, Financial Times discovered through their qualitative data that they have a high retention rate, but their employees felt that their career growth was an area to improve. Using this data, Financial Times implemented initiatives aimed at providing career advancement opportunities. The outcome of this was that their employee’s engagement scores have improved by 5%. (CIPD, Financial Times).
Accurate data allows organisations to make decisions using evidence-based practices and implement effective problem-solving. Accurate data is essential for correctly identifying problems, which means that an efficient plan can be implemented to resolve them. An example is analysing departmental performance, having accurate data gives the department accountability, and an effective performance improvement plan can be implemented. Inaccurate data can cause distrust and demotivation.
Inaccuracies in data can have legal implications, which can lead to repercussions, damaging the company culture and reputation. An example of this would be the Data Protection Act 2018. (UK Government, 2018)













AC-1.3
People professionals can use different types of data measurements when analysing data. If data can be expressed as a quantity or numerical amount, it can be categorised as quantitative data. An example of this, is if an organisation wants to calculate their organisation’s diversity data, they can quantify the percentage of different genders (CIPD, 2022).
Alternatively, when trying to understand the beliefs and perceptions of how stakeholders feel, they can use qualitative data. Qualitative-data includes data collated from employee exit interviews, to understand reasons for leaving. Qualitative-data can be turned into quantitative data- for example, when analysing exit interviews, you can quantify how many leavers have left an organisation, but also finding why an employee felt they have needed to leave.
Using these data measurements together, you can get more insight into how stakeholders are feeling with data to back up their findings. You can then act on their findings. For example, if the quantitative data is showing they have a high absence rate, they may look to create an employee survey to understand how staff are feeling. By giving the employees a voice, they can then take positive action on the results.

AC-1.6 
Policy and procedures set out the rules and processes to be followed in an organisation. These policies should collaborate with the business key performance indicators (KPIs), whilst also outlining the companies’ expectations and standards, and ensuring compliance with legislation (Waite et al., 2021).
When developing and applying policies and procedures, they should create standards, outline procedures, and show actions to follow not met. An example of a good policy is a companies’ attendance/absence reporting policy, which should outline how an employee should report absences, and when disciplinary action is needed. At Bluestone their absence policy is if an employee is not able to attend work, they must call the business absence line at least 30 minutes before the start of their shift. 
Some policy and procedures are legal meaning the business must adhere to them. The Health and Safety at Work Act 1974 sets out the main duties of an employer and an employee to be compliant with health and safety legislation. If an organisation fails to adhere to this, they can be penalised through legal action.
Policies and procedures need reviewing regularly. As businesses and legislations change, their policies need to be updated. These changes need to be communicated to ensure compliance.
Having well designed policies can have a positive impact, creating an efficient workforce and ensuring employees feel valued. Alternatively, having poorly designed policies which do not collaborate with organisations goals or legal requirements can have a negative impact. For example, if policies do not have the correct legislation regarding Right to Work documents- managers may not know the requirements, causing potential legal action against the company which can result in monetary loss and reputational damage(Daniels, 2019).
In summary, the application of agreed policies and procedures informs decisions by creating standards. Standards promote accountability, consistency, compliance, and continuous improvement. Effective policies and procedures collaborate with the business goals and KPIs, which will contribute to the success of an organisation.








AC-2.1
People professions contribute value to an organisation by developing the structural and human capital of an organisation.
Structural capital is the development of systems which an organisation uses, focusing on the procedures and processes that contribute to the implementation of organisational objectives, whereas human capital focuses on the development of people, analysing their skills, abilities, and wellbeing of employees within an organisation.
The employee lifecycle demonstrates there are six stages of which an employee goes through during their time in an organisation. The six stages are, attraction, recruitment, onboarding, development, retention, and separation (Waite et al., 2021).
By being involved in the organisation’s creation of KPIs and organisational values, people professionals can implement an effective plan regarding talent acquisition and recruitment. It’s important that each employee has a positive experience in the onboarding stage, with each employee being taught about the company values, and what is expected from an individual working for the organisation. At Bluestone, an new employee’s first day must be on a day that is designated to a company induction. During this induction, it covers what the aims of the business are, the company values, and the importance of following the “Bluestone-Way”. This makes an employee aware of expectations from the start. This is important when monitoring employee performance, as it establishes performance goals which align with organisational objectives. 
When developing learning and development strategies, people professionals can add value to the organisation by cultivating them around business needs. By upskilling stakeholders to business needs, it not only helps the organisation gain skills within the organisation for their benefit, but also makes an employee feel valued (Cattermole, 2019).
Another way that people professionals add value, is when developing policies and procedures. They need to align them with an organisation’s values, and governmental policies. If these are not aligned, a company may find themselves with legal repercussions. 

AC-2.2 
Achieving a customer-focused mindset is crucial for a successful organisation. A customer approach goes beyond just providing a product/service, it involves understanding and exceeding customer expectations throughout their customer journey. By gaining an insight into an organisation’s customers, the more effective they are going to be in engaging, pleasing, and retaining them (Waite et al., 2021).
Identifying the strengths and weaknesses of organisations means that actions can be made to help deliver high customer satisfaction. On the professional map, under customer focus, it shows that you should look to create a culture that prioritises the understanding of customer needs(CIPD, 2023).
You can be customer-focused by involving their customers in training of employees. Collecting feedback on how an organisation is performing is crucial. Understanding customer’s needs, and identifying the weaknesses of the service provided, more effective training can be developed. An example of this would be, Black Pool Mill. The feedback gives a rating out of 5 for, food, drink, ambiance, service and asks the customer if they would return. We act on this customer feedback, looking to improve the product on offer.
Implementing clear standards to guide internal stakeholders which infuse your company values. You can be standards-driven by collecting and acting on feedback. Using this feedback, you can adapt to improve customer satisfaction, which will raise the standards of your product. A people professional can be standards-driven by implementing regular training. This ensures that employees are trained effectively, to meet customer needs. If you make changes to your product without the necessary training, the standard of service is going to drop which will affect how your external stakeholders view you.
Dave Ulritch (2019) has developed a concept called outside-in, which looks at how professionals can look from the outside-in at the services they provide. The concept is where someone looks at their organisation from the outside, to understand what’s happening and how it affects an organisation. It shows how a people professional should look at the business conditions and the key stakeholders. By implementing this concept with a customer-focused mindset it means that you can identify the strengths and weaknesses within the business, but also from the outside- looking at what our customers, partners, investors, and community think are our strengths and weaknesses and how we can improve on this. (HR from the Outside-In).
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Principles of analysing data– Task2

AC.14-
	Reasons for leaving
	
Quantity of leavers
	Actual Percentage
	Rounded results

	Caring Responsibilities
	1
	1.85%
	2%

	Redundancy
	1
	1.85%
	2%

	Failed probation
	1
	1.85%
	2%

	Resigned whilst under investigation
	1
	1.85%
	2%

	Relocation
	2
	3.70%
	4%

	End of contract
	2
	3.70%
	4%

	Maternity - non returner
	2
	3.70%
	4%

	Retirement
	3
	5.56%
	6%

	Dismissal
	3
	5.56%
	6%

	Promotion
	4
	7.41%
	7%

	Change of career
	5
	9.26%
	9%

	ill health
	6
	11.11%
	11%

	Job not what expected
	6
	11.11%
	11%

	Resignation - No reason
	7
	12.96%
	13%

	Pay/Benefits
	10
	18.52%
	19%

	
	
	
	
	
	
	

	
	

	
	
	

	
	
	


To work out the reasons employees leave as a percentage, I divided the quantity of leaving reasons, by the overall number of leavers, then multiplied them by 100. I rounded the percentages to a whole-number but have displayed in the table above the actual percentages. It’s important to collect this quantitative data, to show reasons why employees are leaving, so organisations can instigate plans of improvement to retain employees.


AC.14-
	Department/Team
	Department Leavers
	Average length of service (Years)

	Regeneration
	1
	Less than 1 year

	Lettings
	4
	1

	Supported Housing
	3
	2

	Tenancy Team
	3
	2

	Finance
	2
	2

	Green Spaces
	6
	2

	Income
	2
	2

	Housing
	5
	3

	People Services
	1
	3

	Community Engagement & Partnerships
	3
	6

	Governing
	1
	7

	Customer Services
	4
	7

	Property Team
	17
	8

	Business Services
	2
	8


To work out the average length of service per team, I added up the length of service per individuals in a department and divided them by how many employees have left that department. For example, I have added up the length of service for the 17-employees who left the property team, and then divided it by 17. I’ve rounded the years of service to the nearest whole number. 










AC1.5-

The pie-chart identifies that the highest reason for employees leaving is for pay/benefits reasons. Analysing this data, organisations may look to improve their company benefits to help them attract talent- but also retain them, having positive impacts on two-stages of the employee lifecycle. You can also identify that 13% of employees resigned but with no data as to why. This data is useless, as no information is collected to determine why they left. Exit interviews are a great tool for gathering data- they capture accurate leaving data which organisations can make decisions using evidence-based practices (CIPD, 2022). The data also shows that 11% have left because the job is not what they expected. By referring to the employee lifecycle, these issues could underly problems within the recruitment and onboarding stages. If job descriptions are inaccurate, employees may feel misinformed. Current onboarding plans should be reviewed, and how they can be improved so employees understand what their role in the business is.

On average many of the leavers are employees with a length of service that is 2-years or greater. By using the pie chart and bar chart together, organisations can look at why employees with a large amount of service are leaving. The property team on average have 8 years length of service, yet 17 of them left in 2022. By using data together, you can get an understanding of your strengths and weaknesses. On the pie chart, 7% of leavers have left for promotions, which may display that employees may feel that career development is a problem. Identifying this, organisations may look to launch employee surveys to gather qualitative data as to how employees feel organisational career opportunities. Using the qualitative data collected, along with the quantitative data displayed on both graphs- organisations can make an evidence-based decision to review and improve their learning and development strategies. (Waite et al., 2021)
Using this data together, you can make informed decisions, using evidence-based practices to make positive changes.
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Average length of service per team in 2022
Rounded to the nearly whole number
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Leaving data to show why employees have left an organisation in 2022


Caring Responsibilities	Redundancy	Failed probation	Resigned whilst under investigation	Relocation	End of contract	Maternity - non returner	Retirement	Dismissal	Promotion	Change of career	ill health	Job not what expected	Resignation - No reason	Pay/Benefits	0.02	0.02	0.02	0.02	0.04	0.04	0.04	0.06	0.06	7.0000000000000007E-2	0.09	0.11	0.11	0.13	0.19	
Caring Responsibilities	Redundancy	Failed probation	Resigned whilst under investigation	Relocation	End of contract	Maternity - non returner	Retirement	Dismissal	Promotion	Change of career	ill health	Job not what expected	Resignation - No reason	Pay/Benefits	

