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[bookmark: _Toc157926421][bookmark: _Toc157926504][bookmark: _Toc161165460]SECTION 1
[bookmark: _Toc161165461]Introduction 
In today’s dynamic business, landscaping with the effectiveness of decision-making is paramount for organizational success. Individual practices have played a crucial role in the leveraging of evidence-based practice (EBP) and analytics towards driving strategic initiatives and ensuring optimal people management (Manuti and Davide, 2023). This briefing paper delves into the EBP and its application in organizations, highlighting the essentials of data utilization and ethical standards in the process. 
[bookmark: _Toc161165462]AC 1.1 Understanding Evidence-Based Practices

EBP is the systematic technique toward decision-making that is oriented to the best available evidence with the confessional expertise and stakeholders' preferences. It involved the critical evaluation of the research findings, data analysis, and the practical application towards achieving new outcomes (Baran and Woznyj, 2021). In the people practice context, EBP translated to the use of reliable evidence to the norm talent acquisition training and the delivery of performance management and the other HR functions. This ensured that the decision was not solely based on intuition or past experiences, but it was a robust foundation for proven methods and data-driven insights (Pilla et al., 2022). The previous delivery focused on factual information and examples of implementation of the EBP under the people's practices. They were on a journey fraught with both the challenges and the trumps. It initially navigated the intricacies of the research data analysis, and the stakeholder buy-in presented the steep learning curve. It witnesses the tangible effects of evidence-based decisions on personal retention performance and talent engagement fueled by passion or this technique. 
I vividly recall a project where that analyzed the employee retention surveys, which led us to revamp our internal foundation strategy (Horani et al., 2023). Data revealed the disconnect between the personnel and leadership related to the implementation of the town hall meeting and the direct anger feedback channels. Employee retention soared by 10%, fostering a more collaborative and manufacturing working environment. 
These experiences solidified my beliefs in the EBP’s transformative power. It's not merely about the number of algorithms (Chungil, 2023). It's about humanizing data that understands its lived-in stories and the transition for those for insights into real-world solutions. It's all about embracing dynamic decision-making to prove that we are dating to the ever-evolving workforce and the organizational desire. 


[bookmark: _Toc161165463]AC 1.2 The Power of Data in Organization

The data serves as the lifeblood of the EBP. Organizations collect a vast amount of data through various sources like the HR information system, employee surveys, performance reviews, and external benchmarks (Cooke et al., 2021). The analysis data effectively helped the detention trends with the prediction of outcomes and making informed choices. For instance, analyzing staff turnover data can reveal the underlying issues with employee engagement or the employees and tailor interventions towards addressing the root cause. I witnessed the power of data firsthand, which has been humbling to the experiences. It's becoming a potent tool in my arsenal that reveals hidden patterns and sheds light on the prior obscured truths. It was analyzing the staff turnover data that wasn’t just about crunching numbers anymore (Burgess, 2023). It is becoming a quest for acknowledgement of the human stories that are behind the statistics. Why were the brightest talents walking out the door? Was it the skills gaps and the other for every data point that resonated for the echo of personnel's voices with their frustrations and the desire to be subtly encoded under the cold numerical landscape? 
It ensures data accuracy becomes more than just a technical exercise. It was because of the moral imperative. Accurate data could lead us down misleading paths, making accurate problems and perpetuating ineffective solutions (Greiwe and Nyenhuis, 2020). The responsibility for the wielding of this powerful tool was instilled in me with the confounded respect for its eliciting tools with their instilled in me to a profound respect for its delimiting nature (Yaqoob et al., 2021). Every data point was becoming the thread in the tapestry of our corporations, and it is weaving the narrative with inaccurate threads that could risk unraveling the entire fabric. 

[bookmark: _Toc161165464]AC 1.3 Data Measurement Used by the Individual Professionals 
The individual professionals utilized the numerous data types to gain comprehensive insights. These include: 

[bookmark: _Toc161165465]Quantitative data
The measurable numerical data adds the absenteeism rates from the performance scores to the training completion rates. This data enabled the objective analysis and comparison across the data group or periods (Lou et al., 2023). 
They dig more deeply than the absenteeism and the training operation. It mentions the metrics that are particular to the person role, like their talent acquisition cost per hire, personnel retention rate by the department (Water Economics and Policy, 2022), or the productivity index by the team. It shows how these numbers informed the decision, like optimizing recruitment strategies or tailoring the return or grad based on the performance data. 


[bookmark: _Toc161165466]Qualitative Data 
Subjective data like employee feedback, interview transcripts or open-ended survey responses. This data was delivered to the more profound acknowledgement of the personnel's perception, motivation, and experiences (Middleton et al., 2023). 
It was a sharing of particular experiences when analyzing the open-ended interview for the existing interview that led me to propose changes in the company culture that addressed employee consideration and raised morale. It describes the satisfaction of seeing qualitative data-driven recommendations put into action and generating significant influence on the company culture. 
[bookmark: _Toc161165467]Operational data
Data related to the HR processes and the system, such as the requirement cycles, on boarding timeframes or training costs. This data helps assess efficiency and determine regions for their improvement. 
[bookmark: _Toc161165468]AC 1.6 Application of Agreed Policies and Process 
The application of the agreed policies and the procedure played a crucial role in the decision-making of the EBP (Shrm.org, 2023). Within an organization for instance situations like the absence or the employees' particular policies and procedures were utilized to guide decision-making. It developed the policies and procedures for the bedrock of sound decision-making under the people practices EBP, ensuring the decision aligning under this framework, promoting consistency and fairness in the process management (Malte et al., 2022). 
[bookmark: _Toc161165469]Examples
the audience policy which highlighted the rules for handling employee absence and tardiness to ensure efficient company operation and least the unscheduled absences (Forseth, 2024). This policy defined excused and unexcused as the absence of the utilized procedure for the reporting of balance which set to the consequences for the policy violation and emphasized the essential of attendance as a shared responsibility. 
Enforcing these policies consistently organizations could address absenteeism effectively by maintaining productivity and creating a fair work environment (TeamSense, 2023). In addition, the car communication of these attendees' policies and absence of procedures is crucial during the discussion of absenteeism with the employee, ensuring transparency and fairness in addressing the attendance issues (TeamSense, 2023). To create consistent policies, the procedures were the cornerstone for sound decision-making. They deliver a framework from the following:
[bookmark: _Toc161165470]Fairness objectivity
It developed the process of ensuring their partial and consistent treatment of the personnel, minimizing biases and promoting trust.
[bookmark: _Toc161165471]Informed choices
Transparent policies that guided the decision-making processes that enabled the informed choices aligned with the organizational values and the EBP principles (Sudeep, Parekh and Evans, 2020).
[bookmark: _Toc161165472]Effective problem-solving
It is a defined procedure that equips us to handle difficult situations and systematic, effective criteria.
[bookmark: _Toc161165473]AC 2.1 Creating Value for the individual, organization and stakeholder.
It effectively implements the EBP and analyses the individual practices deliveries with the value across the various levels. 
[bookmark: _Toc161165474]Individuals
EBP was driven by the initiatives that ensured the personnel received the relative training opportunities for growth and fair treatment that were leading to higher retention satisfaction and productivity (McClain et al., 2021). 
[bookmark: _Toc161165475]Organization 
The data-driven decisions that were optimized to the talent magnet, minimizing the hiring cost and eliminating employee turnover, ultimately contributed to improving the organizational performance and profitability.
[bookmark: _Toc161165476]Stakeholders 
The stakeholders benefit from the improved financial performance and reputation linked with ethical and practical people management practices. Demonstrating the infector decision through the data-driven evidence could build trust and credibility with the senior agent, personnel and external stakeholders. 
[bookmark: _Toc161165477]Encourage Employee Experiences 
The use of data towards determining the potential roadblocks in on boarding learning and the development and career progression that are designing interventions to improve employee satisfaction and retention (Hanleybrown et al., n.d.). 
[bookmark: _Toc161165478]Optimizing organizational performance. 
The data-driven insights informed workforce planning talent acquisition strategies and the performance magnet program that led to a more effective and productive working environment. 
[bookmark: _Toc161165479]AC 2.2 Customer focus and the standards in the individual practices 
As the internal consultants for the personnel well-avenged and the talent development, we prioritize with the clients focused and ethical standards in everything we can do. As part of individual practices, I commit towards being customer-focused and standards-driven in my work. This included:
[bookmark: _Toc161165480]Understand client desire. 
We actively interact with the managers and the personnel to develop their challenges and aspirations and tailor our solutions to their particular desires (Spiker, Reinhardt and Bruening, 2020). 
[bookmark: _Toc161165481]Delivering high-quality services
 We are upholding professional standards in data analytics research and communication that ensure accurate and actionable insights for our internal customers.
[bookmark: _Toc161165482]Understanding stakeholder desire 
It actively seeks feedback from the manager, the employee, and the other stakeholders to acknowledge their demise and opportunities. 
[bookmark: _Toc161165483]Delivery exceptional services 
It delivers the tally accurate and professional services to internal clients that ensure their satisfaction with the HR resources and supports (Nguyen et al., 2020). 
[bookmark: _Toc161165484]Upholding prediction services 
It maintains the confidentiality of the data integrity and the objective in all the data analysis and decision-making processes. 
[bookmark: _Toc161165485]Continuous learning and improving 
It is embracing the learning opportunities, keeping abreast of the developing trends in individual analytics, and applying the new knowledge to encourage my effectiveness.
[bookmark: _Toc161165486]Example:
[bookmark: _Toc161165487]Customer-Focused 
The customer focused including the actively engaging with the customer to understand their challenges and aspiration that tailoring the solution to meet their particular desire. For example, the conducting of regular feedback session that meet heir stakeholder to address their desire and opportunist that demonstrating with the customer centric approach. 
[bookmark: _Toc161165488]Standards-driven entails
In contrast, the being of standards-driven entails upholding from the professional standards in the data analytics research and communication to ensure the accurate insights and maintain confidentiality in decision making process. Thise commitment to excellence and adherence from the development standards that contributed to the delivering of high-quality services and building trust with the internal customer. 
[bookmark: _Toc154912996][bookmark: _Toc157926446][bookmark: _Toc161165489]Conclusion 
Embracing the EBP and Data-driven insight for the people practices team could be a significant contribution towards organizational success. This briefing or the paper serves as a starting point for our presentation at the annual learning and development event, where we leverage evidence and analytics to care for the organization and its stakeholders. Throughout the commitment towards continuous learning with ethical practices, the clients focus on ensuring people practices that remain as the key derives of organizational excellence. 


[bookmark: _Toc161165490]SECTION 2
AC 1.4 Calculations to Interpret Data

Overall number of leavers was 54.

	Reason for Leaving
	Percentage of different Reason for leaving 

	Resignation
	66.67

	Dismissal
	5.56

	End of Contract
	3.70

	Maternity non returner
	3.70

	Ill Health
	11.11

	Failed Probation Period
	1.85

	Retirement
	5.56

	Redundancy
	1.85









	Team
	Average Length of Services in Each Team (in Months)

	Regeneration
	11

	Lettings
	15

	Income
	22

	Finance
	24

	Green Spaces
	24

	Tenancy Team
	26

	People Services
	33

	Supported Housing
	55

	Housing
	73

	Community Engagement and Partnerships
	75

	Governance
	79

	Customer Services
	89

	Business Services
	95

	Property Team
	95










AC 1.5 Analysis of Findings

Analysis and Findings 
This data indicates the significant portion of the resignation in term of factors like change of carrier, pay/benefits and job dissatisfaction. Employees faced multiple issues towards compensation and the carrier growth opportunities. 
Steady employee retention allows managers and supervisors to invest in their team members end help them develop into more productive employees. When employees stay with a company long-term, they often accept more responsibilities, seek professional development and help the company grow.
This data indicates the significant portion of the resignation in term of factors like change of carrier, pay/benefits and job dissatisfaction. Employees faced multiple issues towards compensation and the carrier growth opportunities. This situation can be overturned by providing proper growth opportunities to the working employees to keep them in the company and moving them to the next step when right time comes.
[bookmark: _Toc161165491]Addressing the Ke Employee Retention Challenges
[bookmark: _Toc161165492]Compensation and benefits dissatisfaction
[bookmark: _Toc161165493]Issues: employees need to be more satisfied with their commitment and the benefits, leading to rising registration.
[bookmark: _Toc161165494]Solution: Review and encourage the compensation packages by conducting research to ensure competitiveness and deliver additional benefits or increments to improve employee satisfaction.
[bookmark: _Toc161165495]Lack of Internal Growth Opportunities Awareness
[bookmark: _Toc161165496]Issue: Employees are unaware of the internal growth opportunities under the company, leading to the development and potential registration.
[bookmark: _Toc161165497]Solution: The implementation of the clear communication strategy to alert employees to internal career path and providing the training and development programs developed the mentorship opportunity and created the transparent promotion process to encourage longer-term commitment and growth within the corporation.
Recommendation 
Conducting exit interviews and surveys towards gathering feedbacks from the leaving employees and using that data to improve the job satisfaction and review compensation packages and assessing the carrier development paths. 
Send out anonymous surveys to learn what team members like and dislike the most about working for the company. Ask them what changes they would like to see in the workplace. Ask them what changes they would like to see in the workplace. Have them also list any incentives that would help them feel more satisfied and valued and stay longer. By directly sourcing team members, one can customize employee retention strategies more effectively.
Promote wellness and kindness to create better work culture. When people feel that their well-being is valued, they feel more confident. 
Reward your employees with adequate compensation and benefits when possible. Data shows that quite a high number of people have resigned so providing them better compensation packages can help in keeping them in the job for long term.
Employees need to be alerted to internal growth opportunities. People in senior management, especially, need to consider whether roles could be filled by internal candidates across regions or lines of business instead of immediately looking externally. Ideally, senior managers, and employees should understand which roles are a potential fit for current employees, given their specific sets of experiences and skills, so that they can successfully find new opportunities, without having to look outside the company.
Employees need opportunities to learn different skills that might be required by new roles. Identifying paths and courses that can teach key skills is a start, but employees also need the chance to practice new skills, learn from mistakes, and reflect on the experience. For example, customer support representatives at Fidelity Investments can learn a new skill in the morning, practice it in live customer calls (with a manager observing) in the afternoon, and then reflect on the experience with others who are learning the same skill.
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Percentage of different Reason for leaving 	
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