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[bookmark: _Toc152415241]Introduction 
Young (2020) stated that evidence-based practice is “about using the best available evidence from multiple sources to optimize decisions.” 

[bookmark: _Toc152415242]AC 1.1 Evidence-based practice

Evidence-based practice is making decisions based on research and knowledge, using data, facts, analytics, scientific rigor and critical evaluation (Dessler, 2015). Critical thinking is an approach which focuses on effective evaluation before a decision is made, allowing critical thinking to assess the best solutions (Wilkinson et al, 2017). With organisations looking to Human Resources to add value by evaluating and finding the best possible outcomes (Dessler, 2015). 

Human Resources are often faced with situations where a decision needs to be made and the consequences of this decision being wrong have a significant detrimental effect (Waite et al, 2021), relying on an individual’s beliefs are not sustainable, so evidence-based practice is adopted to look at the evidence and make informed evidence-based decisions.  An example of where critical thinking can then be applied is when looking at staff training and development, by reviewing the situation and applying critical thought, looking at the impact before implementation leads to the avoidance of any emotional reasoning or bias which leads to a positive development for the organisation (Maund, 2001).

There has been an increase in the use of internet based digital tools alongside other more traditional evidence gathering, allowing professionals to have access to information quicker and easier which can then inform decision making. However, Waite et al (2021) also states that this provides the opportunity for fake or misleading information to be submitted which can have a negative effect on both individuals and organisations. It is important to evaluate the data and make informed decisions.

The CIPD 6 steps model (figure 1) defines the method to undertake evidence-based practice and by following these steps the right decision for the organisation will then be made.
[image: ]
Figure 1 Young (2020)
Waite et al (2021) states that when people professionals make sense of the data, they can enhance the contribution of human resources to an organisational practice, aligning with goals, values, and purpose. Barends and Rousseau (2018) state that by utilising single or multiple forms of evidence form reliable source, thus gaining insight and increased knowledge and awareness through analytics. Armstrong and Taylor (2020) state that the use of HR analytics is the use of people data in analytical processes to solve business problems. It is important that rationale and logical judgement can then be applied, we can come to an informed evidence-based decision (Waite et al, 2021).

Barends, Rousseau and Briner (2014) state there are four sources of data: 
· Scientific evidence is available through literature, this includes both HR sources as well as psychology and sociology sources. The latter being important when looking at engagement or motivation. 
· Organisational evidence, data that comes from the organisation itself. This can either be data that already exists or is gathered for the purpose of evidence-based decision making. These may include sickness and absence rates and staff turnover metrics. 
· Experiential evidence comes from those from within the organisation who have knowledge or experience of the subject that is under review. This can come from all levels including management. With the knowledge or data being built up over time and experience.
· Stakeholder evidence comes from both internal and external focus groups. This reflects the values of the stakeholders and allows to organisation to reflect on the effect that decisions may have.

[bookmark: _Toc152415243]AC 1.2 Analysis tools and methods
Analysis tools and methods are used to understand the factors that may impact activities both internal and external (Beevers, 2020). 

Analysis tool - PESTLE
One analysis tool that is widely used is PESTLE. which is a framework for identifying factors which impact on an organisation and so help determine appropriate strategy directions (Beevers, 2020). It is a simple mental mapping tool with each letter standing for a different contextual area (Taylor, 2021), PESTLE is particularly useful when analysing wider areas of impact, considering both internal and external factors that may affect the organisation.  PESTLE stands for Political, Economic, Social, Technological, Legal, Environmental or Ethical (Horn, 2009). The PESTLE tool is particularly useful when analysing externally driven change. Each part of the tool is used to consider potential changes and what the current situation and factors are and how they could influence the decisions or situation. (Waite et al, 2021).

Analysis method - Interviews
Interviews are a method of collecting data, they obtain factual data and insights into attitudes and feelings. Interviews are a qualitative method but can become more quantitative by using content analysis (Armstrong and Taylor, 2020). Marchington et al (2021) states that interviews are based on the assumption that the answers offered are valid indicators of the subject and these provide access to observable and reportable behaviour. Interviews can take three forms, these being:
· Structured, which is where information is gathered on a pre-prepared set of questions. This ensures that all required topics are covered and gives a level of consistency across all interviews. However, it can also be said that they are too rigid and do not allow and spontaneity or revealing reactions (Armstrong and Taylor, 2020)
· Unstructured, where no questions have been prepared and the person being interviewed is left freely to talk about the subject, this is to enable the interviewee to disclose how they feel and give insight to the interviewer. However, this can be difficult to collate and analyse and there is no structure (Marchington et al, 2021).
· Semi-structured, which is where areas of interest have been pre-determined, with key questions to be asked. The interviewer will have a check list but will not follow this rigidly, allowing them to adapt to the interview and respond to the interviewee’s disclosure. It does eliminate some of the issues highlighted in the other two styles, however it does require a certain amount of skill from the interviewer (Armstrong and Taylor, 2020).

Advantages of interviews are that the information is being gathered directly from those involved in the situation, providing attitudes and insights that surveys and questionnaires will not reveal. They enable the interviewer to probe questions and check that the interviewee’s understanding (Armstrong and Taylor, 2020). However, interviews are time consuming and require considerable interview skills, including being able to recognise what is important and remain impartial and not influence the responses from the interviewee (Armstrong and Taylor, 2020)

[bookmark: _Toc152415244]AC 1.3 Principles of critical thinking
Critical thinking is the process of analysing and evaluating the quality of ideas and theories to establish how valid they are and how they are supported by evidence and to which extent are they biased (Horn, 2009). Critical thinking is a necessary part of evidence-based practice, this means reflecting on and interpretating data, drawing warranted conclusions and recognizing unjustified assumptions (Armstrong and Taylor, 2020). Critical thinking requires conscious and explicit consideration of the different needs of groups and forms an equitable solution, critical thinking at work is reflective, accepts feedback and is self-correcting (Horn, 2009)

Armstrong and Taylor (2020), state that critical thinking requires the ability to:
· Recognize problems and establish ways of dealing with them.
· Gather pertinent information.
· Identify unstated assumptions and values.
· Interpret data, to appraise data and evaluate arguments.
· Recognise any existence or non-existence of logical relationships between propositions. 
· Draw warranted conclusions and make valid generalisations.
· Test assertions, conclusions, and generalisations
· Reconstruct ideas by analysing relevant evidence.

The word critical often has negative connotations, but in this context, there are many positive aspects, such as using the data, theory, and evidence to test a hypothesis, approving an idea or evaluating an argument (Armstrong and Taylor, 2020). Critical thinking can occur whenever people weigh up evidence and then make a decision or judgement. The aim being to come to a well-reasoned conclusion that can be tested against the relevant criteria and standards (Armstrong and Taylor, 2020). 

Checking source validity is a crucial element of critical thinking. During my career I have utilised this when looking to embed new ways of developing staff, by undertaking research and looking to gain the best insight into what credible others have done before me such as other Health Boards within Wales, learning from credible sources and ensuring there is no bias or alternative gain associated with the solution (Gill, 2018). 

Objective rational thinking focuses on the evaluation of the main objective that has been set out, this is making sure that the objectives set out also fall in line with the wider organisation’s objectives (Marchington et al, 2021). As an example of this within my own practice, we would be looking within our area at the digital skills and literacy within the team and how to improve them, I then worked with the Learning and Development team for the Health Board to look at how Digital and Development could work together to improve digital literacy across the Health Board, meeting both the team and organisations objectives.
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Decision making is about making choices often in conditions of uncertainty, it involves analysing the situation, identifying possible actions, weighing them up implementing it and evaluating its effectiveness (Armstrong and Talor, 2020). It is important to note there will always be issues with decision making but there are considerations that can be put into place to mitigate these:
· ‘Rule of thumb’ idea of how things have worked in the past so they will work again, not all short cuts or current ways of working are sensible ones and these need to be challenged and the relevant evidence provided to support any decisions (Beever, 2020).
· Bounded rationality, where all decisions will be limited in some way, this could be limitations of budgets, scope of project or the individuals themselves. It is important to acknowledge these limitations and make the best-informed decision taking them into account (Waite et al, 2021)
· Two heads are better than one, brings the notion of individuals versus group thinking. It is important to include and evaluate as much evidence as possible when making a decision to ensure that it has addressed the full issue and not just one element or perspective (Waite et al, 2021).

Three examples of decision-making tools are outlined below:
De Bono’s Six Thinking Hats
De Bono (2009) decision making tool known as the six thinking hats is a structured method of thinking that moves away from a predominant form in organisations of judgement thinking (Horn, 2009). This approach is usually undertaken in group discussions and personal thinking. These six hats represent six modes of thinking and encourage a proactive and pluralist approach to thinking, where all six hats are used equally when considering the problem (Horn, 2009). The figure 2 (NHS England and NHS Improvement, 2022) shows the six modes associated with the six hats:
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Figure 2 NHS England and NHS Improvement (2022)

Future Pacing
A decision-making process focusing on identifying future needs of employees in an organisation and evaluating how employees and stakeholders would deal with issues (Triana et al, 2021) This process is focused on looking at the future needs of employees or the organisation and evaluation how the organisation would be able to deal with predicted issues. This can be utilised through staff surveys, identifying staff needs and looking at what staff are requesting and putting actions into place to address these going forward. One example of this is the learning that can come from undertaking from exit interviews with staff, it allows people professionals to gather information regarding the reasoning for staff turnover and implement solutions to support this, this could be like additional training or support being put in place for staff or initiatives to improve the retention rate, with the overall reasoning to understand and promote change (Taylor and Woodhams, 2022a).

Action Learning
The action learning This approach focuses on the evaluation of outcomes and performance, which allows allowing people professionals to ensure effective outcomes are realised (Wood, 2020). Action Learning is a highly practical and cost-effective group-coaching methodology (Action Learning Centre, 2017) which looks to positively disrupt fixed organisational cultures, understand the real underlying issues, and offer an inventive way to approach and resolve those issue (Action Learning Centre, 2017).

[bookmark: _Toc152415246]AC 1.5 Ethical perspectives
The CIPD professions map includes evidence-based practice and part of our values. Ethics and ethical thinking underpin several parts of the CIPD Profession Map, most noticeably in core knowledge and behaviour (Marchington et al, 2021). An ethical decision is one that is morally acceptable to the larger community, where consequences of actions have been considered (Armstrong and Taylor, 2020). When gathering, analysing and storing data ethical approaches should be taken and legal standards need to be met (Waite et al, 2021). Ethics means the standards someone uses to decide what their conduct should be (Dessler, 2015). Achieving consistent standards and undertaking evidence-based practice ensures that organisations maintain sound ethical practices (Maund, 2001). It is recognised that an important part of leadership is the recognition of ethical responsibilities (Adams, 2007) and ensuring ethical practices are put in place (Rees and French, 2016).

Three examples of ethical perspectives are:
· Teleological – when an action is judged on the greater good, even if felt to be morally unsound (Adams, 2007) This is sometimes referred to consequentialism, which argues that actions must be judged by their consequence (Waite et al, 2021)
· Utilitarianism, is the aim for the greatest good for the greatest number, based on the theory of morality and considers the result in happiness as doing the right thing (Waite et al, 2021). Utilitarianism depends solely on the consequences it brings about, with the right thing to do being that which brings about the highest principle of morality and to maximize happiness (Armstrong and Taylor, 2020). Setting out that actions should be judged by their results, this is often linked to the term ‘that the end justifies the means.’ Utilitarianism is criticized as it fails to respect individual rights and that it implies that all moral judgments can be translated into a single currency, when it is known that this is not the case (Armstrong and Taylor, 2020).
· Deontology, is doing the ‘right thing’ based on justice, fairness and equality, based on the assumption there are fundamental rights and wrongs (Waite et al, 2021). Adams (2007) states that this involves the evaluation of actions based on their inherent rightness. The theory maintains that some actions are right or wrong irrespective of their consequences (Armstrong and Taylor, 2020). Marchington et al (2021) suggests an example of this would be whether we should be guided by religious principles when many of the population do not practice religion.

The CIPD (2015) set out the eight ethical lenses which are detailed below in figure 3. Ethical questions are inevitable in our working lives, even a decision to just ‘go with the flow’ is an ethical choice in itself. The eight lenses offer different ways of looking at a problem that requires a decision, recognizing that there are multiple factors, and no one answer will be suitable for all (CIPD, 2015).
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Figure 3 CIPD (2015)
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Measuring performance is essential in any organisation, it allows them to facilitate change and improvements whilst also assuring alignment to the organisational objectives.

Examples of financial performance measurement are:
· Return on investment is assessing the overall impact of activities on the desired outcome which is usually organsational performance looking at evaluating whether the change or investment was financially beneficial and to justify the spend (Armstrong and Taylor, 2020). There is a difficulty in measuring this as although you will have the costs of an activity you may not be able to tangibly measure the outcome or effect, but it is important to be aware of costs and benefits (Marchington et al, 2021). 
· Revenue generation is one way that an organisation can measure its financial performance, this how much income the organisation generates from the performance of its duties, this is more affluent in private companies, whereas the NHS or public sector bodies still measure revenue but they are not measuring it in the same way, they are more focused on the best usage of available funds and also cross charging when other organization’s utilise their services for care across borders in order to generate revenue into the organisation.

Examples of non-financial performance measurement are:
· Balanced scorecard which is a strategic management performance metric that helps organisations identify and improve their internal operations to help their outcomes (Holbeche, 2001). It measures past performance data and provides organisations with feedback on how to make better decisions in the future. Marchington et al (2021) states that traditional approaches to management accounting focus on short-term financial performance; it is important to take into account longer term needs and expectations. The scorecard is dynamic and should reflect the specific needs of the organisation at a point in time (Holbeche, 2001). The balance scorecard provides assurance around financial reporting, delivering reliable information whilst safeguarding fairness (Marchington et al, 2021).
· Customer satisfaction is used to measure an organisations non-financial performance, measuring that the output of the organisation is meeting the need of the customer and that the level of satisfaction is being achieved. A low rate of customer satisfaction can result in a negative effect on the organisations reputation so actions and decisions will need to be put in place to make improvements.
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There are many examples of where People Practices are principles led, evidence based and outcomes driven, reducing bias and utlising information in the most effective way (Gifford et al, 2023). Decisions made on the best information means are proposals checked robustly, reducing the risk of undertaking ineffective practices (Gifford et al, 2023). With a stronger body of knowledge and trusted profession the influence increases enabling a positive impact,  People practices are adding weight to our professional judgement by and supporting our cases with strong evidence from diverse sources (Beevers, 2020). below are Two Examples are:
· Surveys are one of the most dominant approaches in social science and business management research, as they require little to low funding, and are quick to administer and can provide a much wider coverage than a case study (Marchington et al, 2021). Staff Surveys are A qualitative type of action research,  that creates data that is collated, analysed and then action plans created to inform practice (Armstrong and Taylor, 2020). Surveys are A useful tool to gain insight into thoughts, feelings and opinions to help inform the decision-making process (Fink, 2014). Surveys can be used to identify correlations between employee engagement and processes (Taylor and Woodhams, 2022b)
· Benchmarking – Benchmarking is the Process of obtaining evidence to provide guidance on initiatives and improvements, this often coming from other organisations which include CIPD (Armstrong and Taylor, 2020). Jolley (2020) states benchmarking is a form of standard that is set, with the organisation then working towards meeting or exceeding that expectation. It gives the organisation the ability to compare with the ‘best’ in their field and can be a useful tool (Holbeche, 2001). Benchmarking brings a sense of equity and clarity across teams, borders or organisations with a recognised standard to be reached. Benchmarking can also be useful when looking to develop or adopt ideas which have worked elsewhere, or it can confirm that the organisation is taking the right actions (Armstrong and Taylor, 2020). 

[bookmark: _Toc152415249]Conclusion

Evidence-based practice is widely used by many disciplines to inform practice and is now more recently being adopted by HR professionals to bridge the gap between research and practice (Gill, 2018). The ability to draw on evidence to make informed decisions supports HR practice within organisations, improving relationships and outcomes.
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	Section 2

	Assessment criteria reference
	Assessment criteria

	AC 2.1
	With reference to a people practice issue, interpret analytical data using appropriate analysis tools and methods

	AC 2.2
	Present key findings for stakeholders from people practice activities and initiatives

	AC 2.3 
	Make justified recommendations based on evaluation of the benefits, risks and financial implications of potential solutions.




Introduction
Data can be categorised in two ways:
· Quantitative focuses on facts and usually derived from statistics and surveys. It is expressed as a number and can be counted and measured (Waite et al, 2021). Examples of quantitative data are data sets for monitoring working hours, or other staff metrics. 
· Qualitative is non-statistical and looks at the meaning of words and feelings, usually sourced from interviews, surveys and focus groups. Qualitative is useful to understand the views and perceptions of how people feel. The information for qualitative research may already exist, through other HR procedures such as a disciplinary or it may be gathered for a specific purpose (Waite et al, 2021) 
It is important to note that both qualitative and quantitative analytics require a level of scrutiny to discover what the data is really telling us. 

Firstly, we will be looking at quantitative data regarding equality and diversity within the organisation, and then qualitative data from a survey regarding hybrid working. After analysing the data, the following findings were derived, and recommendations made. 



AC 2.1 Interpret Analytical Data and AC 2.2 Key Findings for Stakeholders 
a) Percentage of each gender by type


Statistics show that the split is near equal between the two genders male and female. Out of the total number employees (260), 118 are female and 140 are male. 

b) Ethnicity as a percentage per team
The graph shows the ethnicity split between the teams and the whole organisation, with the majority being white British, with nine other ethnicities being present at an average of 1% each. 


c) Disability percentage as an organisational whole and by teams
It shows that 8% of the organisation is recorded as disabled, but the spread of these individuals is across several teams. Some teams have no employees who have a disability (Business Services, Directors, Governance and Regeneration), and the team with the highest percentage of employees with disabilities is IT (22%).
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	Column1
	Disabled
	Not disabled

	Business Services
	0%
	100%

	Community Engagement & Partnerships
	14%
	86%

	Customer Services
	20%
	80%

	Directors
	0%
	100%

	Facilities
	0%
	100%

	Finance
	20%
	80%

	Governance
	0%
	100%

	Green Spaces
	8%
	92%

	Housing
	11%
	89%

	Income Team
	5%
	95%

	IT
	22%
	78%

	Lettings 
	10%
	90%

	Marketing
	0%
	100%

	People Services
	18%
	82%

	Property Team
	5%
	95%

	Regeneration
	0%
	100%

	Supported Housing
	0%
	100%

	Tenancy Team
	9%
	91%

	
	
	

	Whole Organisation
	8%
	92%



d) Salary difference across genders
The graph shows the average salary per team with the table showing the difference in pay between genders across the teams. On average the salary across the genders is near equal, however, when looking at the data it is important to note that there are some roles within the team that have significantly different pay (e.g., the Executive Assistant within the Directors Team), there is also a discrepancy in that the Greenspace team leader earns the same at the operatives within the same team.

	Column1
	Female Average Salary 
	Male Average Salary
	Non-Binary Average Salary
	Average Team Salary

	Business Services
	£38,487.86
	£28,500.00
	£21,500.00
	£35,490.56

	Community Engagement & Partnerships
	£28,360.00
	£24,750.00
	£0.00
	£27,328.57

	Customer Services
	£27,316.36
	£27,983.75
	£0.00
	£27,494.33

	Directors
	£92,613.75
	£98,500.00
	£0.00
	£93,791.00

	Facilities
	£41,555.00
	£25,600.00
	£0.00
	£54,355.00

	Finance
	£30,415.00
	£38,049.29
	£0.00
	£35,759.00

	Governance
	£25,500.00
	£34,750.00
	£0.00
	£31,666.00

	Green Spaces
	£21,030.00
	£21,030.00
	£0.00
	£21,030.00

	Housing
	£29,892.86
	£31,250.00
	£0.00
	£30,194.44

	Income Team
	£27,395.00
	£33,663.33
	£0.00
	£30,364.21

	IT
	£48,966.67
	£35,166.67
	£0.00
	£39,766.67

	Lettings 
	£29,470.00
	£25,860.00
	£0.00
	£27,665.00

	Marketing
	£29,133.33
	£24,750.00
	£0.00
	£28,037.50

	People Services
	£36,562.86
	£40,862.50
	£0.00
	£38,126.36

	Property Team
	£26,446.84
	£31,782.41
	£17,500.00
	£30,614.14

	Regeneration
	£36,118.00
	£0.00
	£0.00
	£36,118.00

	Supported Housing
	£22,722.22
	£23,500.00
	£0.00
	£22,863.64

	Tenancy Team
	£30,384.38
	£33,425.00
	£0.00
	£31,213.64

	
	
	
	
	

	Whole Organisation
	£31,900.30
	£31,812.18
	£19,500.00
	£31,757.46



e) Overall average salary paid by the organisation.
The pie chart below shows the average salary paid by the organisation by gender, the overall average salary is £31,757.46 which is just under the averages for both male and females, however it is significantly more than the salary of the non-binary staff. 


Table 2 – Hybrid Working Practices

The data suggests that staff prefer hybrid working practices with a mixture of working from home and being on site. It also suggests that they feel less supported when working from home and they find it difficult to separate work from personal when working from home, with stress still being a factor wherever they are working from.

AC 2.3 Recommendations
Following the analysis of the data and the key findings, the following recommendations have been made.
· Ensure there is an adequate equality, diversity and inclusion policy in place (Umeh et al 2023). An effective strategy will add value to the organisation and contribute to wellbeing and equality of all employees (Ali, 2022). This would be linked to staff training and awareness of the Equality Act 2010 (UK Gov, 2015) and have giving managers the skills to manage a group of employees who will have diverse needs (Malone, 2021). The cost of training would be £125 per employee (excluding the cost of the managers time), this would mitigate the risk of the organisation being challenges for discrimination and being taken to tribunal due to a lack of training or understanding by managers. The organisation should actively promote equality and diversity within the workplace and include this in recruitment campaigns (ACAS, 2022a)
· Encourage employees to disclose information regarding protected characteristics such as ethnicity and disability, to support any requests for reasonable adjustments and ensure the organisation is adhering to policy (ACAS, 2022b). Awareness campaigns and spot checks should be undertaken by both the workforce departments and managers, to ensure characteristics are recorded and requirements are in place for employees. This will mitigate the risk of employees challenging the organisation for not supporting them and their needs.
· Review of salary equity within teams and ensuring that there are clear differences in pay relating to roles and responsibilities, with a clear banding and progression pathway (Cotton, 2023). By having a clear development pathway and equity between roles, employees will engage in their development and have a clearly defined career pathway that they can follow. There may be a cost incurred initially to achieve the equity and definition in wages and roles, this would then become the norm.
· Learning from CIPD Better Working Lives, ensuring staff well being is being supported and flexibility where practical (CIPD, 2023), looking at how best to support staff and productivity in the workplace.
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Percentage of Gender by Type


Female	Male	Non-binary	0.45	0.54	0.01	

Ethnicity per team

White British	Business Services	Community Engagement 	&	 Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings 	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Whole Organisation	0.78	0.57999999999999996	0.8	0.8	1	0.8	0.67	0.92	0.88	0.9	0.89	1	1	0.91	0.99	1	0.91	0.82	0.91	White Irish	Business Services	Community Engagement 	&	 Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings 	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Whole Organisation	0.11	0	0	0	0	0	0	0	0	0.05	0	0	0	0	0	0	0	0	0.01	White Other	Business Services	Community Engagement 	&	 Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings 	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Whole Organisation	0.11	0	0	0	0	0	0	0.08	0	0.05	0	0	0	0	0	0	0	0.18	0.01	Indian	Business Services	Community Engagement 	&	 Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings 	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Whole Organisation	0	0.14000000000000001	0	0.2	0	0.1	0.33	0	0	0	0	0	0	0	0	0	0	0	0.01	Mixed Other	Business Services	Community Engagement 	&	 Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings 	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Whole Organisation	0	0.14000000000000001	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0.01	White and Black Caribbean	Business Services	Community Engagement 	&	 Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings 	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Whole Organisation	0	0.14000000000000001	0	0	0	0	0	0	0.06	0	0	0	0	0	0	0	0.09	0	0.01	Chinese	Business Services	Community Engagement 	&	 Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings 	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Whole Organisation	0	0	7.0000000000000007E-2	0	0	0	0	0	0	0	0	0	0	0.09	0	0	0	0	0.01	Pakistani	Business Services	Community Engagement 	&	 Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings 	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Whole Organisation	0	0	0.13	0	0	0	0	0	0	0	0	0	0	0	0.01	0	0	0	0.01	Black other	Business Services	Community Engagement 	&	 Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings 	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Whole Organisation	0	0	0	0	0	0.1	0	0	0	0	0.11	0	0	0	0	0	0	0	0.01	Asian- Bangladesh	Business Services	Community Engagement 	&	 Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings 	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Whole Organisation	0	0	0	0	0	0	0	0	0.06	0	0	0	0	0	0	0	0	0	0.01	



Average Salary Per Team

Female Average Salary 	Business Services	Community Engagement 	&	 Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings 	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Whole Organisation	38487.86	28360	27316.36	92613.75	41555	30415	25500	21030	29892.86	27395	48966.67	29470	29133.33	36562.86	26446.84	36118	22722.22	30384.38	31900.3	Male Average Salary	Business Services	Community Engagement 	&	 Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings 	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Whole Organisation	28500	24750	27983.75	98500	25600	38049.29	34750	21030	31250	33663.33	35166.67	25860	24750	40862.5	31782.41	0	23500	33425	31812.18	Non-Binary Average Salary	Business Services	Community Engagement 	&	 Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings 	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Whole Organisation	21500	0	0	0	0	0	0	0	0	0	0	0	0	0	17500	0	0	0	19500	Average Team Salary	Business Services	Community Engagement 	&	 Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings 	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	Whole Organisation	35490.559999999998	27328.57	27494.33	93791	54355	35759	31666	21030	30194.44	30364.21	39766.67	27665	28037.5	38126.36	30614.14	36118	22863.64	31213.64	31757.46	



Average Salary FTE



Female	Male	Non-binary	31900.3	31812.18	19500	

Hybrid Working Survey Responses

Fully agree	I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	112	161	7	22	10	98	69	62	8	41	47	90	41	70	Agree	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	57	86	14	20	63	95	79	54	178	60	100	87	4	69	Not Sure	I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	19	11	30	18	101	23	5	5	3	1	6	7	0	2	Disagree	I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	94	34	155	138	53	70	82	78	39	57	35	27	5	71	Strongly disagree	I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	18	8	94	102	73	14	65	101	72	142	112	89	250	88	



Title	Page 4
image1.png




image2.svg
      


image3.png




image4.svg
  
.MsftOfcThm_Accent1_lumMod_40_lumOff_60_Fill {
 fill:#97D0FF; 
}

  


image5.png




image6.png




image7.svg
  
.MsftOfcThm_Background1_lumMod_85_Fill {
 fill:#D9D9D9; 
}

  


image8.png




image9.svg
  
.MsftOfcThm_Accent1_lumMod_40_lumOff_60_Fill {
 fill:#97D0FF; 
}

  


image10.png
Asking
1 Translating a practical issue or problem i
into an answerable question I

Appraising
Critically judging the trustworthiness
and relevance of the evidence

Applying 1
Incorporating the evidence into the i
decision-making process

To increase the likelihood of a favourable outcome





image11.png
White
Information/
data needs

Green
Ideas

Yellow
Benefits/positives

Black
Negatives/risk

Blue
Managing the
thinking process

Red
Emotion/gut
feeling




image12.png
‘Summary of the eight lenses

E TR R TR

Everyone in an Jobs and their rewards Jobs and their rewards No one should be
oorganisation should should track talent and should follow from subject to a regime in
be able to agree to it, ‘hard work. voluntary market ‘which they have no say.
whatever their place ‘exchanges.
init.
Work should be good ‘Everyone has rights to Each of us should work We can't reinvent or
for us. ‘do some things and to to develop the best ‘master the world, and
be free of some things, ‘ethical character for our are instead responsible
and everyone has roles. for conserving and
duties not to violate ‘maintaining the small
others’ rights. part of it over which
we currently have
stewardship, and for
passing it on undamaged

to our descendants.




image13.png
Disability Percentage by Team

120%
100%

0%
0%
0%
0%

0%

mDisabled m Not isabled




image14.png




image15.svg
   


image16.png




image17.svg
  
.MsftOfcThm_Accent2_Fill {
 fill:#293B90; 
}

  


image18.png




image19.svg
  
.MsftOfcThm_Background1_lumMod_85_Fill {
 fill:#D9D9D9; 
}

  


image20.png




image21.png




image22.png




