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In the contemporary business landscape, the shift from intuition-based decision-making to Evidence-Based 

Practice (EBP) marks a significant evolution in the People Profession. The unit 5UIN (Using Information in 

Human Resources), and its successor 5CO02 (Evidence-Based Practice), represent the core of this transition

for Human Resources professionals. At its heart, using information in HR is not merely about data collection; it is

about the systematic process of identifying, analyzing, and interpreting diverse data sources to drive organizational

performance and employee wellbeing. This technical guide explores the depth of research methodologies,

analytical frameworks, and practical implementation strategies required to master these units and apply them in a

professional context.

The Theoretical Framework of Evidence-Based HR

Evidence-Based Practice is defined by the Center for Evidence-Based Management (CEBMa)as the process of

making decisions through the conscientious, explicit, and judicious use of the best available evidence from multiple

sources. To understand the technical underpinnings of 5UIN, we must break down the four critical pillars of

evidence:

•  Scientific Evidence: Peer-reviewed research, academic journals, and published findings regarding 

organizational behavior and human resource management.

•  Organizational Data: Internal metrics such as turnover rates, absence data, performance appraisals, and 

financial reports generated from HRIS (Human Resource Information Systems).

•  Practitioner Expertise: The professional judgment and experience of HR experts who have navigated similar 

organizational challenges.

•  Stakeholder Values and Concerns: The perspectives of employees, managers, shareholders, and the 

community who are impacted by HR decisions.

The integration of these four pillars ensures that HR interventions are not only theoretically sound but also 

practically viable and ethically responsible. In the context of the 5UIN assignment, learners are often tasked with

researching a specific area—such as employee engagement or health and wellbeing—and must demonstrate their

ability to synthesize these sources into a coherent business case.

Technical Analysis of Research Methodologies

Effective HR research requires a rigorous approach to data gathering. This involves a choice between Primary 

Research and Secondary Research, each serving distinct purposes in the decision-making cycle.

1. Primary Research Methodologies

Primary research involves the collection of original data specifically for the project at hand. In HR, this often takes

the form of:

•  Surveys and Questionnaires: Utilizing Likert scales to quantify employee sentiment. These require careful 

design to avoid response bias and ensure statistical reliability.

•  Semi-Structured Interviews: Providing qualitative depth that surveys cannot capture, allowing researchers to 



explore the 'why' behind employee behaviors.

•  Focus Groups: Useful for brainstorming solutions to specific issues, such as improving workplace culture or 

diversity and inclusion initiatives.

2. Secondary Research Methodologies

Secondary research involves the analysis of existing data. For the 5UIN/02 unit, this is often the starting point for

any critical review. Key sources include:

•  Governmental and Regulatory Reports: Such as data from the Office for National Statistics (ONS) regarding 

labor market trends.

•  Industry Benchmarks: Reports from bodies like the CIPD (Chartered Institute of Personnel and Development) 

that provide average turnover or engagement rates within specific sectors.

•  Academic Databases: Utilizing platforms like JSTOR or ResearchGate to find empirical studies on HR 

interventions.

Analytical Frameworks: PESTLE and SWOT

To provide a technical breakdown of how external and internal factors influence HR strategy, practitioners utilize

structural analysis tools. These are essential for the "critical review of different information sources" required in the

5UIN curriculum.

PESTLE Analysis in HR

The PESTLE framework allows HR professionals to categorize external pressures that dictate resource allocation

and policy changes:

•  Political: Changes in government leadership or policy regarding labor unions and employment rights.

•  Economic: Inflation rates, unemployment levels, and currency fluctuations that affect recruitment budgets and 

salary benchmarking.

•  Social: Shifting demographics, such as an aging workforce or the rise of the "Gen Z" employee, which impacts 

engagement strategies.

•  Technological: The adoption of AI in recruitment and the shift toward remote work technologies.

•  Legal: Compliance with GDPR, the Equality Act 2010, and Health and Safety legislation.

•  Environmental: The increasing importance of Corporate Social Responsibility (CSR) and sustainable 

workplace practices.

Mathematical Models and HR Metrics

A technical writer in the HR space must address the quantitative aspect of information usage. Data without analysis

is merely noise. Below are the core formulas used to evaluate organizational health during a 5UIN-style audit:

1. Employee Turnover Rate

This metric identifies the rate at which employees leave an organization. A high rate often indicates underlying

issues with culture or management.

Formula: (Number of Leavers during period / Average Number of Employees during period) x 100

2. Absence Rate (Bradford Factor)

The Bradford Factor is used to identify frequent short-term absences, which are often more disruptive than

occasional long-term sickness.

Formula: S² x D = BWhere S is the total number of separate absences and D is the total number of days of



absence.

3. Revenue Per Employee

A crucial metric for measuring productivity and the financial impact of HR interventions.

Formula: Total Revenue / Total Number of Employees

Comparison of Data Collection Methods

The following table provides a technical evaluation of different data collection strategies used within HR research

projects:



Method Technical 
Complexity

Data Type Pros Cons

Quantitative Surveys Medium Numerical Easy to scale; allows 
for statistical 
significance testing.

Lacks context; 
potential for "survey 
fatigue."

Qualitative Interviews High Narrative Deep insights; 
uncovers hidden 
organizational issues.

Time-consuming; 
difficult to generalize 
findings.

Secondary Data 
Analysis

Low to Medium Varies Cost-effective; 
provides historical/
industry context.

Data may be 
outdated or not 
specific to the firm.

Observation High Behavioral Captures actual 
behavior rather than 
reported behavior.

Subject to observer 
bias; ethically 
sensitive.

The HR Research Process: A Step-by-Step Field Guide

To successfully execute an assignment like 5UIN - Using Information in Human Resources, or to conduct a real-

world HR audit, professionals should follow this procedural workflow:

Step 1: Problem Identification

Define the scope. Are you investigating high turnover in the engineering department or the impact of a new 

wellbeing initiative? Without a clear Research Question, data collection will lack focus.

Step 2: Literature and Source Review

Conduct a critical review. Search for existing internal data (exit interviews, engagement scores) and compare them

with external benchmarks (CIPD reports). This establishes the "current state" versus the "desired state."

Step 3: Data Collection and Cleansing

Gather your data using the methodologies discussed. Data cleansingis vital here—removing duplicate entries,

correcting errors in HRIS exports, and ensuring the data set is robust enough for analysis.

Step 4: Analysis and Interpretation

Apply statistical tools or thematic analysis. Look for correlations—for example, does a decrease in training spend

correlate with an increase in voluntary leavers? Use visualization tools like Tableau or PowerBI to identify trends.

Step 5: Developing the Business Case

Translate findings into actionable recommendations. Use the ROI (Return on Investment)approach to justify costs

to stakeholders. If an employee wellbeing program costs £50,000 but is projected to save £80,000 in reduced

turnover and absence, the business case is clear.

Case Study: Improving Employee Wellbeing through Data

As mentioned in the 5UIN assignment snippets, the health and wellbeing of employees is a frequent research

topic. Consider an organization facing a 15% increase in mental-health-related absences.

The Challenge



Management assumes the cause is high workload. However, HR decides to conduct an evidence-based review.

The Technical Execution

1.  Quantitative Phase: Analysis of absence records categorized by "Reason for Absence." Correlation analysis 

between overtime hours and stress-related leave.

2.  Qualitative Phase: Focus groups with department heads and anonymous pulse surveys for staff.

3.  Findings: The data revealed that the issue wasn't the total volume of work, but rather a lack of autonomy and 

poor managerial support.

The Solution

Instead of hiring more staff (the original plan), HR implemented a Management Training Program focused on

supportive leadership and redesigned roles to increase autonomy. The result was a 20% reduction in stress-related

absences within six months, saving the company significantly in recruitment and temporary staffing costs.

Ethical and Legal Considerations in HR Research

When using information in Human Resources, technical writers and practitioners must adhere to strict ethical 

guidelines. The CIPD Code of Professional Conduct and GDPR (General Data Protection Regulation)are the

primary frameworks here.

•  Confidentiality: Individual responses in surveys must be anonymized to ensure honest feedback and protect 

employee privacy.

•  Informed Consent: Participants must know why their data is being collected and how it will be used.

•  Data Security: HRIS data must be encrypted and access limited to authorized personnel only.

•  Bias Mitigation: Practitioners must be aware of confirmation bias—the tendency to search for data that 

supports their pre-existing beliefs while ignoring contradictory evidence.

Synthesis and Future Implications

The mastery of 5UIN and 5CO02 concepts is a prerequisite for any HR professional aspiring to senior leadership. 

The ability to navigate complex datasets, apply rigorous analytical frameworks like PESTLE, and translate technical 

findings into compelling business narratives is what separates administrative HR from strategic HR. As Artificial 

Intelligence and Machine Learning continue to permeate HRIS platforms, the role of the HR professional will shift 

further toward data interpretation rather than simple data entry.

Understanding the nuances of primary and secondary research, the mathematical foundations of HR metrics, and

the ethical implications of data usage provides a robust foundation for organizational success. By adopting an

evidence-based approach, HR can move beyond being a support function to becoming a primary driver of

sustainable competitive advantage, ensuring that the people strategy is always aligned with the broader objectives

of the business.
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