
Introduction

The CIPD Profession Map describes a vision of a profession that is principles-led, evidence-based and outcomes-driven. People Professionals aim to take an evidence-based approach to decision making to encourage critical thinking, while integrity and value is upheld. (CIPDa). This report explores the knowledge and understanding of what evidence-based practice is and considers the approaches that can be used to support informed decision making and the value it can add.

Evidence based practice (AC1.1)

People professionals use evidence-based practice to ensure their contribution has a positive impact on the goals values and purpose of the organisation. Rather than relying on intuition, personal experience, or anecdote, “evidence-based practise is a process where evidence from reliable sources is used to develop knowledge and understanding to inform practise”. Waite et Al (2021). 

Rousseau (2006) pointed out an objectively derived evidence-based decision will reduce errors in decisions formed on opinion. Rob Briner explains EBP has three distinctive features from the way we normally use evidence. Firstly, the general approach described as conscientious, judicious, and explicit, secondly, using multiple sources of data and thirdly, taking a structured and stepped approach to decision making. He describes EBP as “making a more informed decision, doing it in a more structured way, being aware of the limitations of the data and evidence we’ve got” Briner (2021). Using this approach will ensure HR practitioners make decisions based on “sound evidence triangulated for validity”. Taylor and Woodhams (2022) P114.

Waite et Al suggests evidence-based practise promotes critical thinking where the reader judges and appraises sources of evidence to determine their relevance to the matter in hand. Barends, Rouseau and Briner 2014 identify four sources of data that could be used, scientific evidence, organisational evidence, experiential evidence, and stakeholder evidence. Using this range of evidence allows the identification and understanding of the problem faced and considering the reliability and trustworthiness of the information ensures more attention is paid to the more trustworthy sources, ensuring effective selection and interpretation of evidence. EBP also allows practitioners to critically evaluate suggested solutions. Barends et Al argue that an individual’s cognitive and information processing limits means they are susceptible to bias.  Individuals tend to ‘cherry-pick’ research that backs up a perspective (CIPDa), so it is important approaches are used which identify creditable sources of evidence to allow for critical review of theory, opinion and recommendations.

Andy Lancaster identifies a 6 step process which is “grounded in evidence based practice, six As: Asking, really translating a practical issue or a problem into a question, which is that whole kind of hypothesis; Acquiring, systematically searching for the evidence; Appraising, critically judging the trustworthiness and relevance of evidence; Aggregating, weighing and pulling together evidence; Applying, then incorporating that evidence into decision making; and finally Assessing, evaluating the outcome of the decision.” (CIPD F)

Analysis Tools (1.2)  

People professionals use a range of different analysis tools to diagnose organisational issues, challenges, and opportunities. Environmental analysis tools such as Porters five forces, SWOT and PESTLE; route cause analysis such as force field analysis and business growth tools such as Ansoff matrix, are just to name a few.
PESTLE is a diagnostic tool which allows an organisation to understand the external factors which can “impact upon strategy and influence business decisions” (CIPD b). It considers the political, economic, social, technological, legal, and environmental factors that can impact on an organisation. When completing a PESTLE analysis, the scope of the analysis should be considered, e.g., present and/or future scenarios may be explored. Identification of who should be collecting the data is critical especially as collection from more than one people can improve the diversity of the evidence used. PESTLE supports a range of different planning including workforce planning, organisational change, strategic planning, marketing planning. It looks outside the organisation and encourages professions to imagine future trends and possibilities.
Practitioners gather and analysis the information paying particular attention to areas of risk to the organisation. Solutions to challenges and risks can then be identified and findings discussed with decision makers and stakeholders to agree actions. PESTLE analysis should be completed regularly to aid ongoing monitoring of the external environment, it can be used in conjunction with other tools sauch as SWOT, Porters five forces to aid better competitor analyse and scenario planning.
While the tool is simple to use, it helps organisations to identify future threats and opportunities, while improving understanding of the external environment and encouraging external and strategic thinking, however it does have disadvantages. Evidence collected can be over simplified, too much data can result in little being used effectively and information may be based on assumption. The tool needs to be used repeatedly and in such a fast-paced environment it can be difficult to predict future threats.
In conjunction with such tool, HR professionals use a range of analysis methods. The choice of analysis method will depend on the nature of the challenge or project. Anderson et al (2019) and Bryman et al (2018) identify that research projects typically use one or more data collection methods including surveys, interviews, focus groups and participant observation. Many also use people analytics.  Analysing data about people can be used to solve organisational problems. Marley and Boudrea (2016) describes it as ‘a number of processes, enabled by technology, that use descriptive, visual and statistical methods to interpret people data and HR processes.' 
Importance of Critical Thinking (1.3) 
Critical thinking helps practitioners make sound business decisions and solve complex problems, “it's the ability to think well and to reflect objectively on the ideas, opinions and arguments of others” (CIPD C)
Warren Howlett (CIPD c) suggests there are three main parts to critical thinking that can impact on people professionals. Practitioners use critical thinking to critically assess and evaluate the information, argument or case being explored, but also how they themselves construct opinions and arguments. Practitioners should also consider when others are using critical thinking techniques to impact on their argument.
As with evidence-based practice asking good questions is important to critical thinking. Critical thinking ensures practitioners challenge facts and data for accuracy, validity, and reliability, remain objective in their research and presentation, and analyse assumptions and bias. A critical thinker tests claims and assumptions rather than accepting them at face value, thus leaving them able to solve problems more effectively and creatively (Paul and elder 2019).
Cottrell’s (2019) principles of critical thinking expand on this concept further: “the principles of identifying evaluating, weighing up, reading between the lines, recognising drawing conclusions, and presenting a point of view allow the individual to follow step by step in order to realise a critical mindset and develop transferable skills that can be used in a professional environment” (Taylor and Woodham p200)
Tom Coburn (CIPDc) identifies that critical thinking provides a set of standards or quality criteria that can be used to measure thinking and its results such as recommendations, solutions, or ideas. It also improves the awareness of common errors that can be made, how to identify them and what questions can be asked to challenge them. It also provides a means to engage in strategic conversations particularly where the expertise isn’t universal internally.
Critical thinking supports people professionals in all areas of their work eg work force planning, creating new policies, recruitment and retention etc. Its principles ensure the best solution is found. Careers Wales use evidence-based practice and the principles of critical thinking when reviewing resource problems on the careers connect service. Comparing outputs from the same job role across the different delivery areas ensured fact was considered rather than opinion. Using triangulated evidence resulted in senior leaders understanding the issue free from bias and historical views, it identified issues around the different standards expected across the areas, while eliminating personal agendas and fake news, which previously clouded the problem. Critical thinking allowed leaders to question each other’s views and to challenge potential solutions and recommendations. It ensures leaders take advantage of the opportunity to further their understanding of the delivery model while recognising common errors such appeals to popularity.

Decision Making Processes (1.4)
“Simon (in Boddy, 2019) denotes decision making as the process of firstly recognising a problem or opportunity, and then resolving that problem or opportunity” (Taylor and Woodhams 2022 p200). Practitioners use decision making skills to consider alternatives before deciding on an appropriate course of action.
Several decision-making models exist including best fit, future pacing, problem-outcome frame, action learning approaches, Kepner and Tregoe, Deming’s PDCA Cycle ‘the Deming Wheel’ and De Bono six thinking hats.
The rational model of decision making is a model where individuals use information to decide between choices, usually taking into consideration the consequences which may be incur. It takes a step-by-step process to make the decision.
Adair’s 5-step model (Appendix 2) relies on relevant information being collected and ensuring options suggested are feasible in terms of cost and time etc. When making the decision, decision makers should consider the advantages and disadvantages, consequences of implementing proposed solutions and the risks involved before implementation. Examples where the model could be used include, considering the financial impact of introduction a flexi system, or absence process.
Some would view rational decision making as a superior method, but Watson suggests that “the quality of decisions is enhanced by the creative method used to solve it”. (Taylor and Woodhams 2022).
The six thinking hats (de Bobo, in Watson, 2014) challenges the problem or opportunity from six different distinct directions, the six different coloured hat allows leaders the space to consider the problem from all six angles or emotions when decision making. These include the bigger picture, information and facts, feelings and emotion, new ideas, positively and negatively. Looking at a problem from these distinct aspects also allows for better collaboration, allowing more stakeholders to be involved. When facing a human resource problem where different stakeholders are involved this process is useful to ensure all views are considered. Initially conflict may be experienced but the process identifies a project manager to facilitate this.
Future pacing is a creative method to decision making which is usually carried out alone. By using mental imagery, the decision maker considers the factors that might impact on the decision e.g., places, people etc and visualises the effects if certain decisions are made. Although a well-rounded approach, it can be open to bias. This process can be used effectively by people professionals conducting a disciplinary hearing. “By taking into account the effects of the decision on not only themselves but also by the employee, it feeds as a catalyst to decision making” (Taylor and Woodham 2002 p202)

Ethical Perspectives (1.5)
CIPD describe ethical practise as “building trust by role modelling ethical behaviour and applying principles and values consistently in decision making” (CIPD E). The CIPD set out standards for people professionals in the CIPD professional map which includes ethics under its core behaviours.
“Practitioners’ ability to recognise and resolve ethical dilemmas is fundamental to remaining effective and gaining trust with its key stakeholders, when exercising professional judgement.” (CIPD d)
Theories of ethics attempt to provide a clear, unified account of what ethical obligations are. (CEBE)
Deontological theory identifies that actions are right or wrong irrespective of their consequences. Armstrong 2019 associate the theory with “Kant’s notion of the categorical imperative”, where what is deemed right for one is right for all, and that one should do to others as one is done to oneself. Individuals are seen as a means to an end rather than the means, which safeguards vulnerable individuals. The theory is rigid, ensuring decisions are not clouded by emotion and justice is unconditional. It creates a sense of duty and provides autonomous ethical decision making. The theory’s biggest disadvantage is its disregard for consequence. Its lack of flexibility does not consider the repercussions of actions taken and their enormity.
Utilitarianism is the belief that the highest principle of morality is to maximize happiness, the overall balance of pleasure against pain. Actions are justified when they result in the greatest good to the greatest number. (Armstrong 2019). As Sandel (2010: 33) explained, utilitarianism says that ‘the morality of an action depends solely on the consequences it brings about; the right thing to do will be whatever brings about the best state of affairs.’  Utilitarianism has one main flaw – justice.  Unlike the Deontology theory, utilitarianism can fail to encourage right and just behaviour. For example, in trade union negotiations utilitarians will focus on satisfying the majority of the employees whereas Deontological will focus more on the right and wrong of the situation and ensure everyone is treated fairly.
Freeman (1984), suggests organisations should be managed on behalf of its stakeholders i.e. its employees, owners, customers etc.  This is known as Stakeholder Theory.  As Legge (1998: 22) described it, “management must act in the interests of the stakeholders as their agent, and also act in the interests of the organisation to ensure the survival of the firm, safeguarding the long-term stakes of each group.” (Armstrong 2019)
To help People Professional navigate decision making ethically, CIPD identifies eight ethical lenses, through which different perspectives on work dilemmas can be viewed. They do not aim to present a right or wrong way but aim to help practitioners define ethical behaviour, identify non ethical practice, and support the creation of a positive ethical culture within a workplace. (CIPD D)
“Understanding the different ethical perspectives and demonstrating sensitivity to the ones that matter in a particular organisational context at a particular time, will be a core skill for the HR professional of the future – one that the CIPD is committed to continue developing.” (CIPD D)
Measuring Financial and Non-Financial Performance (3.1)
Performance measurement is critical to organisational survival.
Many methods focus on the organisations financial position, quantitative measures such as profit and loss, which identifies the difference between the revenue and outgoings resulting in a profit or loss, and cash flow statements, which look at money coming in and going out of the business, are commonplace. 
Proctor implies that “profit and loss accounts have always been considered the most significant measure but it's complex governance and controversial nature have shifted this view”. (Taylor and Woodham)
Generally, organisations tend to fail because of cash flow problems rather than making a loss, so cashflow statements may give a more useful measure, and as “cashflow statements are less subjective they cannot be manipulated so depict an honest representation of the financial position” (Procter 2006). Cashflow statements clearly state if an organisation can meet its debt, so it is also an indicator for investors (Taylor and Woodham).
As a non-profit organisation Careers Wales use cashflow statements to demonstrate liquidity and value for money. As the organisation is funded by Welsh Government it is essential all spending is open and transparent and all actions are taken to reduce wastage and improve efficiency.
Non-financial measures of performance are also required as financial measures are not solely adequate as a measure. They do not consider the soft skills required to develop an organisation and drive financial performance. Also, for nonprofit organisations such as Careers Wales, where although financial positivity and value for money is essential the performance of the business is measured very differently.
Benchmarking is an action-based method used within Careers Wales that focuses on the collection of data to compare levels of performance (Mullins 2013). Measures such as internal outcomes for example number of customers engaged, number of schools supported etc are benchmarked against previous year’s performance, but also the impact of the work on national measures such as unemployment rates, NEET figures, destination of school leavers, increased skills development etc, are considered and compared with previous data, alongside performance for careers companies working in other countries. 
Careers Wales also use customer satisfaction surveys as a performance management tool to ensure the careers guidance delivered fulfils the customers needs and exceeds the service expectations.
 Measuring the impact and value of people practice (3.2)
Human resource practitioners are expected to evidence the impact and value of people practice to an organisation’s performance. Its primary aim to “add value to the organisation, its stakeholders, including shareholders, employees and surrounding community” (Taylor and Woodhams), but how can value be measured, particularly when value means different things to the different parties involved e.g., employees may value good working conditions, whereas community stakeholder value sustainability?
To measure impact of evidence-based decisions made on the bottom line, HR practitioners can use several tools including cost benefit analysis, return in investment, etc.
Cost benefit analysis, “excess of benefits or returns relative to the producer’s costs (CIPDg ). When Citigroup invested heavily in its onsite health support, it used cost benefit calculations to measure the impact of its new initiatives.  “CITI estimates that having on site health facilities resulted in a saving of 20358 working hours per year …equating to £814000in terms of hours saved. (North 2008:24)
Return on investment is another method that can be used to measure value added, it is a calculation of the benefits gained because of investing in an HR initiative or programme.  This impact measurement is often used to quantify the short-, medium- and long-term impacts of a new initiative or programme. 
However, this focus on financial capital doesn’t capture the true value. Integrated Reporting focuses on six capitals – financial, manufacturing, intellectual, human, societal and relationship and notion – with the value of sustainability at the centre oppose to shareholder and all capitals ranked equally (CIPD, 2018). This multifaceted approach using measures a such as staff satisfaction surveys, absence data, wellbeing measures etc can give a better measure of impact and value.
Using a range of financial and non-financial measures allow organisations to justify any monies spent, ensure agreed objectives are achieved, promote continual improvement in people practice activities and inform future business decisions.





Appendices
Appendix 1
CIPD 8 ethical lenses
“Fairness - Everyone in an organisation should be able to agree to it, whatever their place in it
Merit - Jobs and their rewards should track talent and hard work.
Markets - Jobs and their rewards should follow from voluntary market exchanges.
Democracy - No one should be subject to a regime in which they have no say.
Wellbeing - Work should be good for us.
Rights abd Duties - Everyone has rights to do some things and to be free of some things, and everyone has duties not to violate others’ rights
Character - Each of us should work to develop the best ethical character for our roles.
Handing down - We can’t reinvent or master the world, and are instead responsible for conserving and maintaining the small part of it over which we currently have stewardship, and for passing it on undamaged to our descendants”

Appendix 2
Adair 2016 identified a 5-step model:
1 – Define the objective
2 – Collect relevant information
3 – Generate feasible options
4 – Make the decision (selection criteria – requirements that must, should, might be met)
5 – Implement and evaluate
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Laura overton: Evidence-based L&D - ‘Why does evidence matter?’ | Podcast | CIPD
It can be used to measure the workforce,internal and external stakeholders, in areas such as performance, wellbeing, and inclusion and diversity. It can ‘enable more effective evidence-based decisions on improving workforce wellbeing and organisational performance, can demonstrate the impact of HR policies and processes on workforce and organisational performance, and used to estimate the financial and social return on investment of change initiatives’. (CIPD FACTSHEET)
So stop analysis paralysis and I love the work that Rob Bryan has been doing with the CIPD in the past about evidence based decisions. And they say get your evidence, as much as you can, from as many sources as you can but just enough to help you make that decision. So you don't have to know everything about everything but look at multiple sources of evidence to help you inform your decision. Focus on action. Don't focus on just pure analysis. So that would be my tip.

Decision Making
Simon believed there were two main forms of decision making – rational and satisficing. Rational occurs where the individual finds out as much information as they can before taking a decision whereas satisficing occurs when the individual finds the first satisficing information which is good enough (Taylor and Woodhams 2022).




Part 2 - Quantitative and Qualitative Analysis Review


Introduction

Employee data can help HR professionals gain a deeper understanding of their organisation and identify any problem areas saving the organisation future time and talent. (Hi Bob 2023).
Bryman et Al 2018 says qualitative data is usually based around words and meanings rather than quantitative data which is the collective and analysis of numbers. Anderson et Al 2019 suggests quantitative data can help create a picture of what is happening, and qualitative data can help the HR professional understand why things are happening.

Equality, Diversity, Inclusion and Salary Quantitative Data Review  - Quantitative
Percentage of each gender by type



Gender across the organisation is fairly balanced with 118 employees identifying as female, 140 identifying as male and 2 identifying as non-binary.
Ethnicity as a percentage per team

Only 6% of the workforce are of an ethnic minority background with 94% being white. Several of the teams are made up entirely of white employees, these include business services, facilities, green spaces, income team, lettings, marketing, property team, regeneration, and tenancy team.
Disability percentage as an organisational whole and by teams

92% of the workforce do not identify as disabled. 


The 21 people who are disabled as spread across a number of teams. However, business services, directors, facilities, goverance, marketing, regeneration and supported housing do not have any disabled employess in their teams.
Overall average salary paid by the organisation
Average Salary Overall: £31,757
Salary difference across genders

Females earn on average the most (£31,900.30), closely followed by Males (£31,812.18), with non-binary employees earning on average more than a third less than their female and male counterparts.
Both non-binary employees are in the lowest 10% of earnings band for the whole organisation. Of the top 10% of earners 15 are female and 11 are men.
Individual Team Analysis

Gender balance across the teams is relatively even, except for the property team, by far the largest team. In particular, the trade roles within the property team, which are the most common roles employing 68 employees, but over 90% are male and none are of ethnic minority or disabled, and average earnings are below the organisation average at £29,901.



Recommendation One:
Increase equality, diversity, and inclusion to boost wellbeing, add value and contribute to the equality of outcomes and impact on all employees.

a) Develop an EDI strategy for the organisation

As well as complying with legislation, such as Equality Act 2010 organisations benefit from having an effective EDI strategy. Diversity within a workforce supports better decision making, problem solving and innovation as people from different backgrounds and cultures bring different viewpoints to the same issue. This strategy should focus on more than just increasing diversity, it should also create feelings of empowerment, a sense of belonging, and create a safe space for employees to contribute their ideas and to achieve their full potential. (CIPDj).


b) Promote EDI

CIPD (2019e) identify five actions to promote EDI:

· Involve all employees in inclusion - Carry out a survey on inclusion to measure employees’ feelings and identify areas which needs improvement eg Create positive action interventions to improve areas that have underrepresented groups(CIPD 2019e)
· Develop line manager capability – deliver EDI training to all managers and measure how manages manage diverse networks to ensure all groups have a voice
· Build senior commitment to inclusion – appointment an EDI strategic lead from the senior management team.
· Evaluate policies and practises – in particular evaluate the recruitment process to ensure new employees are recruited for attitude rather than skills (Johns et al 2016) in Taylor and Woodham 2022.
· Examine organisational culture, climate and values – review goals and values of the organisation, recruitments and selection, onboarding, disciplinaries etc. Celebrate diversity through events and awareness activities CIPD 2019e).
The main business benefits of taking inclusion and diversity seriously are talent and corporate reputation. (CIPD J). Cost of the creation and promotion of an EDI strategy will be relatively low but the risk of not improving EDI is great; risks such as reduced creativity, unhappy and unmotivated employees, serious legal issues arising such as bullying and discrimination, struggle to attract and retain good staff (ACAS a)


Recommendation Two:
Improve diversity in the trade roles – set goals for representation in the organisational recruitment strategy.

Many organisations find it difficult to recruit professional trades people, the sector has a reputation as a male dominated sector, and it can be difficult to recruit a diverse team from such a competitive pool.

Continue to recruit apprentices, targeting diverse candidates eg offer incentives for candidates from different ethnic backgrounds, disability and gender.

Offer work experience placements to young people who are still in education/or unemployed adults from this underrepresented groups to encourage them to retrain/qualify in these trade roles.

Review current recruitment policies to ensure job descriptions and application processes are inclusive and fair e.g. write inclusive job descriptions, widen adverts to include diverse groups and talent pools, allow for reasonable adjustments to every step of the process including inclusive interviews etc.


Hybrid Working Practices Data Review – Qualitative 

     


 



  			

Most employees felt hybrid working made them more productive and more connected to company culture. Most said they didn’t find hybrid working challenging, enjoyed working from home and homeworking removed conflict. 
  


Employees had spilt feelings about how they accessed resources at home, whether hybrid practices made them more productive or whether they get the same recognition for their work when working from home.


     

     


  

  
Most employees disagreed that they were less stressed away from the workplace, felt fully supported working from home and that they missed colleagues in the workplace.
More felt that working from home does affect cross functional communication and collaboration with the team and more disagreed that working from home allows employees to meet targets.


Recommendation:

The survey results show most employees enjoy hybrid work, with perceived increased productivity, closer alignment to the company culture and less work conflict. However, many reported issues including lack of support and reduced cross functional communication.

CIPD has jointly produced practical guidance to support effective hybrid working that will support the organisation to improve effective hybrid working:
· Provide management training - focusing on how to manage hybrid teams including performance management, remote communication, collaboration, and relationship building.
· Review HR processes and procedures to ensure they support hybrid working in practice, whilst also enabling inclusion and wellbeing.
· Carry out listening activity with all employees to ensure hybrid is delivering the anticipated benefits. Explore any concerns and seek solutions for any challenges.
· Review hybrid working policies and principles regularly, measuring the impact on workers with protected characteristics., 
· Consider other flexible working solutions other than hybrid working. Other solutions may provide better solutions for the organisation and individuals.
(CIPD K)
The cost of these recommendation is relatively low compared to the risk involved. Not equipping managers with the tools to manage a hybrid team, and not listening to employees feeling and views on home working could lead to serious issues with communication, coordination, connection, creativity, and culture. (Havard Business Review 2022)
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Asian - Bangladesh	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	0	0	Black - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	Chinese	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	Indian	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	3.8461538461538464E-3	0	3.8461538461538464E-3	0	3.8461538461538464E-3	3.8461538461538464E-3	0	0	0	0	0	0	0	0	0	0	0	Mixed - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	3.8461538461538464E-3	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	Pakistani	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	7.6923076923076927E-3	0	0	0	0	0	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	White and Black Caribbean	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	3.8461538461538464E-3	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	3.8461538461538464E-3	0	White British	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	2.6923076923076925E-2	1.5384615384615385E-2	4.6153846153846156E-2	1.5384615384615385E-2	7.6923076923076927E-3	3.0769230769230771E-2	7.6923076923076927E-3	4.230769230769231E-2	6.1538461538461542E-2	6.5384615384615388E-2	3.0769230769230771E-2	3.8461538461538464E-2	1.5384615384615385E-2	3.8461538461538464E-2	0.37692307692307692	1.9230769230769232E-2	3.8461538461538464E-2	3.4615384615384617E-2	White Irish	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	3.8461538461538464E-3	0	0	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	0	White Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	3.8461538461538464E-3	0	0	0	0	0	0	3.8461538461538464E-3	0	3.8461538461538464E-3	0	0	0	0	0	0	0	7.6923076923076927E-3	Team 


Percentage




Disability as % of whole team




Total	
Disabled	Not disabled	21	239	

Disability as a % by Team










Disabled	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	(blank)	0	3.8461538461538464E-3	1.1538461538461539E-2	0	0	7.6923076923076927E-3	0	3.8461538461538464E-3	7.6923076923076927E-3	3.8461538461538464E-3	7.6923076923076927E-3	3.8461538461538464E-3	0	7.6923076923076927E-3	1.9230769230769232E-2	0	0	3.8461538461538464E-3	0	Not disabled	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	(blank)	3.4615384615384617E-2	2.3076923076923078E-2	4.6153846153846156E-2	1.9230769230769232E-2	7.6923076923076927E-3	3.0769230769230771E-2	1.1538461538461539E-2	4.230769230769231E-2	6.1538461538461542E-2	6.9230769230769235E-2	2.6923076923076925E-2	3.4615384615384617E-2	1.5384615384615385E-2	3.4615384615384617E-2	0.36153846153846153	1.9230769230769232E-2	4.230769230769231E-2	3.8461538461538464E-2	0	(blank)	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	(blank)	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	Team


%





Average by Gender	
 Female 	 Male 	 Non-binary 	31900.296610169491	31812.178571428572	19500	Gender


Average Salary



















Female	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	(blank)	7	5	11	4	1	3	1	3	14	10	3	5	3	7	19	5	9	8	Male	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	(blank)	1	2	4	1	1	7	2	9	4	9	6	5	1	4	79	2	3	Non-binary	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	(blank)	1	1	(blank)	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	(blank)	



I enjoy working from home on some days of the week

Agree	Not Sure	Disagree	169	19	112	


Hybrid working practices make me more productive

Agree	Not Sure	Disagree	Agree	Not Sure	Disagree	247	11	42	


I  find working remotely a challenge

Agree	73	Not Sure	101	Disagree	126	


Since hybrid working has been in place, I feel more connected to our company culture. 

Agree	186	Not Sure	3	Disagree	111	


Working from home removes conflict

Agree	177	Not Sure	7	Disagree	116	


I can easily access resources at home

Agree	147	Not Sure	6	Disagree	147	


Hybrid working practices make me more productive

Agree	148	Not Sure	5	Disagree	147	


I get the same amount of recognition about my work when working from home

Agree	139	Not Sure	2	Disagree	159	


I miss engaging with my colleagues in the workplace

Agree	21	Not Sure	30	Disagree	249	


I feel fully supported when working at home

Agree	42	Not Sure	18	Disagree	240	


I  find it difficult to separate work from my personal life when working from home 

Agree	193	Not Sure	23	Disagree	84	


Working from home does not affect cross functional  communication and collaboration with my team

Agree	116	Not Sure	5	Disagree	179	


Working from home allows me to meet my targets

Agree	100	Not Sure	1	Disagree	193	


I feel less stressed when away from the workplace

Agree	45	Not Sure	0	Disagree	255	


