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Recording, Analyzing and Using HR Information.
Activity 1.
The aspect of data management is quite essential to any business. As such, it is a fundamental tool for a corporation to strategize its improvements. Data management enables the human resource personnel to refer back data and then compare it against benchmarks (Kinman & Wray, 2018). Further, evaluating the available data provides evidence for possible future structures in the organization which includes defining emerging trends and informing where changes can be made for probable improvements. In addition to this, some specific procedures need to be thoroughly adhered to whenever gathering and storing information in the organization as addressed below.
Reasons for collecting Human Resource data.
There are varied reasons as to why an organization needs to collect as well as store human resource data. One of the reasons is to define absence management. This is a paramount practice in every organization, and it is the longest running causes of persistent concerns to the managing team. In this rationale, collecting HR data aids in approving the absence of workers in their official duties. This helps in scraping crowds of problems which might be projected to the organization’s manager. In addition to this, data on absence management helps the managing team to involve the organization in a significant extra cost. More importantly, collecting and recording information on individual’s absence as a result of lateness or sickness allows the organization to take further interventions to monitor individual performance, defining specific problem areas as well as launching the basis for designing the necessary action to address the matter.
The other reason for collecting HR data is to meet the legal requirements.  Through law, all organizations whether large or small must preserve records of some specific data for example; recording additional hours worked by an employee to accomplish the provision of the minimum wage act of 1998. Making recordings of specific personal data enables the employees to evaluate as well as monitor practices for regulating compliance.
Types of data that are collected within the organization and how each supports HR practices.
Some of the fundamental types of data collected in an organization include; the Organizational Records and Statutory Records. Organizational Records encompasses all the necessary recruitment documentation, staff turnover data, lateness and absenteeism records as well as learning and development records. Organizational records support human resources practice in that they allow the HR managers to track as well as monitor recruitment and staffing levels if need be (Kinman & Wray, 2018). Further, absenteeism records help in observing staff sickness very closely. This helps in ensuring organizational productivity as well as confirming that the managing team is not threatened by the underlying issues. For that reason, maintaining and monitoring absenteeism helps the employees to practice a higher degree of efficiency; a factor which shifts to excellent benefits to the organization and individual development as well. Statutory Records on the other hand stores data on national insurance contributions, tax, employee’s sickness and lateness, and the number of hours worked. These types of records impact to the HR practices by allowing the department to act per regulatory requirements.
Methods of storing records and the benefits of each.
Storing records electronically is one of the best approaches. Its benefits include; the fact that it can store enormous amounts of data using a significantly reduced space. More importantly, HR officials can quickly generate the data and shares it with other officials with an increases speed. Another benefit is that materials are easy to modify. Information is safe and can be easily retrieved.
The other method is the hard copy format. It is beneficial in that one can easily access amendments as they are in the master document (Ellinger & Hamlin, 2016). The signature can be well seen and cannot be deleted accidentally. Documents can be accessed without any source of power.
Essential items of UK legislation.
The Data Protection Act of 1998; the act is grounded on eight policies that govern the organization processing personal information (Bennett, 2018). Its principles are that organizational data should be processed fairly and lawfully, shall not be processed unless certain conditions are satisfied, obtained for specified and lawful purposes. Information must be adequate, relevant and not excess, stored for no longer than is necessary, accurate and up to date and it should be processed per the granted rights.
Freedom of Information Act 2000; the act offers public access to data held by the public authorities in two ways. First, the public authorities are obliged to publish certain data concerning their organizational activities (Bennett, 2018). Secondly, the members of the general public are permitted to demand data from public authorities. 
Activity 2.
This section provides a critical analysis of CIPD data regarding the Absence Management in the private sector as observed in the survey report for 2018. The data used in this section is founded on the CIPD report survey published in May 2018.
Health and Well-being at Work Survey for May 2018.
	Health and Well-being
	Level of well being

	Working when unwell
	64%

	Organizational taking steps to discourage absenteeism
	63%

	Reported common mental health over last 12 months
	55%

	Stress related absenteeism 
	51%

	Benefits of investing in health and well-being 
	75%

	Average level of absence
	6.2 days per year


Fig. 1.1
[bookmark: _GoBack]Figure 1.1 above presents a private sector data on health and well-being survey report released in May 2018. The level of well-being was found to be featured by a variety of factors. About 64% of laborers were found to execute jobs while feeling unwell, 63% of the total organizations were found to take initiatives for alleviating absenteeism, and stress-related issues facilitated about 51% of sickness. Also, 75% of the organizations reported that they had benefited from investing in health and wellbeing over the last 12 months. The average rate of absenteeism had increased to 6.2 days per employee per years.
I applied secondary research design to allow for wider access to material data. I relied on the internet to evaluate information on the CIPD websites in conjunction with other HR publications to gain industry standpoint regarding absence management. The data was interpreted by comparing and contrasting findings to acquire my internal information. 
The report asserts that employee absence is a significant threat and a cost to many organizations. The survey report focuses on analyzing the issues of health, well-being as well as the absence of employees in their usual workplaces. In this concern, the survey report highlights some essential material facts about employee’s health and well-being challenges that the current day organizational may face as well as where they need to pay attention for resolution by building healthier workplaces. CIPD survey reports the following:
i. Private organizations adore more reactive than proactive approach to well-being. About 63% of the private organizations report that they act flexibly following the individual needs than the case with the standalone well-being strategy (Whysall et al., 2018). Lack of employees’ well-being is reflected in the findings that budgetary constraints and value for money tend to be greater.
ii. Organizations with a reliable well-being focus are found to take a fairly holistic approach (Whysall et al., 2018). About 3/5 of the private sector’s organizations argue that their health and well-being activity is designed to enhance good work.
iii. A quarter of private organizations record no achievements from their health and well-being activity.  About 25% of the private institutions report that they have had no benefits amounting to their health as well as well-being project over the last 12 months.
iv. A mixed approach to managing disability as well as long-term health conditions. About 3/5 of private sector institutions asserts that they have adopted a supportive framework for managing individual with disability together with a long-term health condition, however, only half of these organizations have adopted a framework for recruiting as well as retaining individuals with these special conditions.
v. Absence level. The absence level in the private sector has increased significantly compared to the 2016 survey report (Johnson et al., 2018). The average level has increased by 0.8 days to 6.2 days in a year from 5.4 days in a year per employee in 2016.
vi. More absence is caused by mental ill health. Private sector organizations agreed that mental ill health is the leading cause of long-term absence. Other causes include stress, acute medical conditions, and musculoskeletal injuries. Private sectors report that 51% of absence was caused by mental health conditions over the last year.
Solutions.
With an effective understanding of the ideal causes of absence, many private sector organizations have growing attention to mental health issues. They have been encouraging openness about mental health for providing effective support to people with mental illness. Further, more organizations are taking initiatives to identify as well as minimize stress in the workplace. Also, many organizations providing line managers with tailored support to enable them to cope with the dynamic nature of health and well-being amid the staff. This is by training them to support those with mental ill health, disability, and other long-term health conditions.
My analysis also identified some core challenges for HR going forward. These included; understanding the underlying patterns of absence as well as attendance to manage sickness absence. Private organizations are challenged in tailoring policies as well as descriptions of organizational and employees’needs; a factor which is subject to budgetary constraints (Johnson et al., 2018). There is a challenge in establishing a more robust framework that would promote good mental health for workers and hence be managing absence. It has been very challenging for private organizations to devise a persuasive business case for investing in a healthy culture.
In summary, the majority of private sector employees have a perception that they can reduce their absence levels. Private organizations must ensure that they share an understanding on the cost of absence and stimulate support to the management for identifying and curbing absence issues. They need to regularly monitor employees, review as well as act per the data they gather concerning the level as well as causes of employee’s absence. This initiative is essential for developing line managers and enabling them to manage short-term absence.
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