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Evidence-based practice
This unit assignment addresses the significance of capturing robust quantitative and qualitative evidence to inform meaningful insight to influence critical thinking. It focuses on analysing evidence through an ethical lens to improve decision-making and how measuring the impact of people practice is essential in creating value.

CIPD’s insight 



Technology and data use in HR functions (March 2023).
Is there an ideal ratio when it comes to the size of HR teams in organisations? There are plenty of variables to consider. These include HR’s role in the business, the extent to which ‘HR responsibilities’ are delegated elsewhere, the capability and capacity of those with said responsibilities, and of course, how technology and data are used to support HR functions.
In this article, we outline the findings from our survey of 1,174 UK-based HR bosses to shed light on HR’s operating model from a technology and data perspective. Respondents were from organisations with 50 or more employees worldwide – the size we’d expect technology like HR information systems (HRIS) to become crucial for keeping track of employee records.
https://www.cipd.co.uk/knowledge/work/technology/workplace-people-management/technology-data-hr-functions

[bookmark: _Hlk131510633]Evidence-based practice for effective decision-making (April 2022) 
Evidence-based practice is about making better decisions, informing action that has the desired impact. An evidence-based approach to decision-making is based on a combination of using critical thinking and the best available evidence. It makes decision makers less reliant on anecdotes, received wisdom and personal experience – sources that are not trustworthy on their own. It’s important that people professionals to adopt this approach because of the huge impact management decisions have on the working lives and wellbeing of people in all sorts of organisations worldwide. This factsheet outlines the four sources of evidence considered key to effective evidence-based practice, before highlighting the importance of combining these to ensuring actions have the greatest chance of success. It outlines and refutes a number of misconceptions about evidence-based practice, before looking at literature which demonstrates the effectiveness of evidence-based practice. Finally, the factsheet explains the practical implications of applying evidence-based practice to real-life organisational scenarios.
https://www.cipd.co.uk/knowledge/strategy/analytics/evidence-based-practice-factsheet

People analytics (May 2021)
People analytics is about analysing data about people to solve business problems. You can find people data from HR systems, from other departments like IT, and from external sources such as salary surveys. You can use insights from people data to drive organisational change.
In this factsheet, we explain what people analytics is, why it’s important and how it’s used. We introduce key terms such as correlation, causation, predictive and prescriptive. We also discuss who is responsible for people analytics as well as the strategy and process for doing people analytics.
https://www.cipd.co.uk/knowledge/strategy/analytics/factsheet 

Please note that the purpose of this insight is to link you to CIPD’s research and evidence within the subject area, so that you can engage with the latest thinking.  It is not provided to replace the study required as part of the learning or as formative assessment material.

Preparation for the Tasks:



· At the start of your assignment, you are encouraged to plan your assessment work with your Assessor and where appropriate agree milestones so that they can help you monitor your progress.
· Refer to the indicative content in the unit to guide and support your evidence.
· Pay attention to how your evidence is presented, remember you are working in the People Practice Team.
· Ensure that the evidence generated for this assessment remains your own work.
You will also benefit from:
· Completing and acting on formative feedback from your Assessor.
· Reflecting on your own experiences of learning opportunities and continuous professional development.
· Reading the CIPD Insight, Fact Sheets and related online material on these topics as well as key research authors on the subject.
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Scenario 
Your manager has just returned from the monthly Senior Management meeting where all departmental heads have been asked to present a report that showcases how they contribute to business performance. As someone who has experience in evidence-based practice and data analytics, she has asked if you would produce a report for Senior Management that explains what evidence-based practice is and its relevance to people professionals. She would also like you to include practical examples of the types of data analysis that people practitioners use to gain insight into people practices. 

In readiness for this you are required to complete a report comprising two sections. 


Section One –Report	
For section one, you are to produce a report that provides the Senior Management team with knowledge and understanding of what evidence-based practice is and the approaches that can be taken for effective critical thinking and decision-making that ensures integrity and value is upheld. 

You must ensure that you:

· Evaluate the concept of evidence-based practice and assess how approaches to evidence-based practice can be used to provide insight that supports sound decision-making across a range of people practices and organisational issues. (AC 1.1)
· Evaluate one appropriate analysis tool and one appropriate analysis method that might be applied by organisations to recognise and diagnose issues, challenges, and opportunities. (AC 1.2)
· Explain the main principles of critical thinking and describe how these might apply to your own and others’ ideas to assist objective and rational debate.  (AC 1.3)
· Explain three decision-making processes that can be applied to ensure that effective outcomes are achieved. (AC 1.4) 
· Assess three different ethical perspectives and explain how understanding of these can be used to inform and influence moral decision-making. (AC 1.5)
· Appraise two different ways organisations measure financial and non-financial performance, providing one example of each. (AC 3.1)
· Explain how people practices add value in an organisation and identify two methods that might be used to measure the impact of people practices. (AC 3.2)

You should relate to academic concepts, theories and professional practice throughout your report to ensure that your work is critical and informed by using key academic texts, articles and relevant publications. All cited references used should be correctly acknowledged and presented in full in a bibliography at the end of your report. 


Section Two – Quantitative and qualitative analysis review
For section two, you are to provide a quantitative and qualitative analysis review using the two sets of data provided.

Firstly, review the Equality, Diversity, Inclusion and Salary data that is presented in Table 1 and provide analysis of it to show the:

a) percentage of each gender by type.
b) ethnicity as a percentage per team.
c) disability percentage as an organisational whole and by teams. 
d) salary difference across genders.
e) overall average salary paid by the organisation.

Present your findings using appropriate diagrammatical forms and make justifiable recommendations based on your evaluations. 

Table 1 – Equality, Diversity and Inclusion Salary Data – (please click on the icon to open the table)

Table 1


 
Secondly, Table 2 gives the rating feedback scores for a sample of 300 employees taken from a recent survey on hybrid working practices. Provide scrutiny of the applied scores, present written commentary on any themes or patterns that might be occurring, and present recommendations based on your findings. 

Table 2 – Feedback scores from a recent employee survey on hybrid working practices 

Table 2



Completion of the above two activities will address the following ACs:


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

· Present key findings for stakeholders from people practice activities and initiatives. (AC 2.2) 

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



Your evidence must consist of:

· Task One – Report (2900 words)
· Task Two – Quantitative and qualitative analysis review (1000 words)

Refer to CIPD word count policy 

Assessment Criteria Evidence Checklist 
You may find the following checklist helpful to make sure that you have included the required evidence to meet the task. This is not a mandatory requirement as long as it is clear in your submission where the assessment criteria have been met.

	Section 1 – Report
Assessment criteria
	Evidenced
Y/N
	Evidence reference

	1.1
	Evaluate the concept of evidence-based practice including how it can be applied to decision-making in people practice.
	
	

	1.2
	Evaluate a range of analysis tools and methods including how they can be applied to diagnose organisational issues, challenges and opportunities.
	
	

	1.3
	Explain the principles of critical thinking including how you apply these to your own and others’ ideas.
	
	

	1.4
	Explain a range of decision-making processes.
	
	

	1.5
	Assess how different ethical perspectives can influence decision-making.
	
	

	3.1
	Appraise different ways organisations measure financial and non-financial performance.
	
	

	3.2
	Explain how to measure the impact and value of people practice using a variety of methods.
	
	









	Section 2 – Quantitative and qualitative analysis review
Assessment criteria
	Evidenced
Y/N
	Evidence reference

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

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

	2.3
	Make justified recommendations based on evaluation of the benefits, risks and financial implications of potential solutions.
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1.1 
Evaluate the concept of evidence based practice including how it can be applied to decision-making in people practice. 
The CIPD have noted evidence based practice as one of three values on their Profession Map coming from the principle of ‘creating better working lives’ (CIPD, 2024). The definition of evidence based practice is that it’s about making decisions using the best available evidence from multiple sources and the aim is to attain knowledge to increase the likelihood of a favourable outcome of your decision (Waite et al., 2021)(CIPD, 2019). Collecting evidence from multiple sources can tell us whether claims are accurate or not. Multiple sources can include academic research, organisation data, stakeholder concerns, and practitioner expertise (CIPD, 2024). What works for one organisation doesn’t work for another due to different industries and cultures. Once we gather the evidence we must evaluate it critically to ensure it’s valid, reliable, and free from bias. Gathering qualitative and quantitative data from both primary and secondary sources can provide us with a wealth of evidence and gan give us a clearer picture to base our decisions (Taylor and Woodhams, 2021). Quantitative data is made up of facts and figures and often tells us how often something is occurring, or how many are there. Examples of qualitative data would be closed questions responses in surveys and running reports of staff data that give numerical value. Quantitative data gives us an explanation as to why something is happening. Examples of qualitative data are open questions in staff surveys and interview answers. Primary data is data from our organisation that we have collected ourselves, and secondary data is data collected elsewhere, often used as a benchmark. Examples would be information from the Office of national Statistics or CIPD reports (Taylor and Woodhams, 2021). 
CIPD (2023) state there are 6 steps to evidence based practice to increase the likelihood of a favourable outcome:
1. Asking- what is the problem we are seeking to resolve? We must ask critical questions to ensure the problem is valid and can be investigated. 
2. Acquiring – based on the critical questions asked, is there sufficient evidence to support the problem and is there a potential for a solution? Can we collect our own data to give insight into the problem?
3. Appraising- once we have collected the evidence, we must think critically about the source of the evidence, its reliability and validity. Are any of our internal biases effecting how we interpret the evidence?
4. Aggregating – here we can make recommendations based on the evidence pulled together. 
5. Applying-  actioning the recommendations based on our findings. What are the benefits and risks of applying the recommendations?
6. Assessing-  once our the recommendations have been actioned, what is the impact on the organisation. Has it resolved the issue? Has it added value?

There are limitations to evidence based practice. It can be time consuming to find different sources of research, critically evaluate them, collect data, analyse. Qualitative data can be particularly time consuming to collect and analyse. For example, conducting interviews can take hours to conduct and to analyse the responses. Taking smaller samples can reduce the time taken but can run the risk of missing important data. We base our decisions on the evidence gathered. If the sample is not representative of the organisation, then key evidence may be missed which effects application of data. 
Having the evidence doesn’t make it easier for individuals to accept and embrace change. Our organisation has recently changed its performance management process after staff expressed that their appraisals were not effective in a staff survey. We digitised the process, created new questions to guide the conversation, and provided training for all staff on the new process. Some staff didn’t see an issue with the old system and were reluctant to change. We encouraged them to try the new system and the feedback received was positive overall. 
The benefits to evidence based practice is that we can measure need for change, and the impact of change. This can help us encourage stakeholders to buy into changes for the greater good. 
1.2 Evaluate a range of analysis tools and methods including how they can be applied to diagnose organisational issues, challenges and opportunities.
PESTLE is an outward looking framework that focuses on different external factors and how they may cause challenges within an organisation. (Taylor and Woodhams, 2022).The factors include Political, Economic, Social, Technology, Legal and Environmental. For example, in our current organisation, a PESTLE analysis will tell us that the upcoming general election may cause changes to the way we are governed. This is turn has an economic effect with regards to the amount of funding we may receive. The ongoing cost of living crisis has a social effect on our customers and what they can afford to spend on product and attending events. Technology is always evolving, especially with social media trends which means different means of attracting a larger audience to our platforms. The Media Law bill was passed before the closing of parliament and there are many implications of the bill. We are always looking to be more sustainable in our production and broadcasting, but also with increasing travel how this effects our carbon footprint. Using a PESTLE analysis, the organisation can attempt to and mitigate potential issues and make informed decisions, as well as act upon potential opportunity for growth (CIPD, 2024). PESTLE can be oversimplistic and may only scratch the surface of external factors. There are many factors within these categories which can effect organisations which can be complex (Taylor and Woodhams, 2022).
 One method of collecting data for analysis is staff surveys. These give us an opportunity to collect primary data specific to our organisation. We can collect qualitative and quantitative data by asking open and closed questions. We can collect a large number of responses with less effort than conducting interviews. Limitations are that there is no opportunity for follow up questions due to the anonymity of responses. Staff engagement may vary therefore we can only encourage honest responses, but not everyone will take the time to complete (Taylor and Woodhams, 2022).

 1.3 Explain the principles of critical thinking including how you apply these to your own and others’ ideas. 
Critical thinking is “the ability to think well and critically reflect on the ideas, opinions and arguments of others”  (CIPD, 2019). This is looking at both sides of the argument, questioning the validity and reliability of the source, its contents and the context surrounding. 
Thaler and Sunstein (2009) talk about our two systems of thinking, which are automatic, and reflective. Critical thinking is a reflective thinking which is deliberate and self-conscious. When thinking critically about a topic, we may question the validity of the source and what is being said. For example, has the article come from social media from a self-proclaimed expert, or a peer-reviewed journal article? If it’s a research paper, how recent is the information, what was their motivation for researching the topic? We learn over time and from personal experience to question our sources and context of the information.
Biases are part of the automatic thinking system, which is rapid and feels instinctive (Thaler and Sunstein, 2009). One bias which is often discussed in people management is an Unconscious bias. This is a “perception applied to opinions or judgements without being consciously aware” (Waite et al., 2021). It is our brain making quick judgements influenced by information and experiences we’ve had before. Once we become aware of our unconscious bias, we can make a conscious effort to reduce the bias by critically thinking about our decisions and what has influenced them. Our biases can change over time with exposure to diverse people and situations, and with education. 



1.4 Explain a range of decision-making processes. 
De Bono Six Thinking Hats (1985) is a way of thinking about a problem from different perspectives. Each hat is a different perspective. The white hat focuses on facts and figures, yellow hat is an optimistic outlook looking at the potential benefits. Black hat looks at the risks and problems that may occur. Red hat is the gut feeling, intuition, and emotions. Green hat looks at the topic creatively. Blue hat ensures the mechanism has been followed and that each hat has been considered. This method can be used in meetings where each individual ‘wears’ a hat. A problem is considered and ideas shared from each hats perspective. It’s a good way of ensuring a number of variables are considered and done objectively. Examples of where De Bono’s decision making would be used in people management is during an application for flexible working. 

John Adair (2022) introduces the Depth Mind principle. The principle that the three functions of thinking, which are analysing, synthesizing, and valuing, happens across different levels of consciousness. For example, your mind is processing the information while you’re asleep or participating in an unrelated task (Adair, 2022). Depth mind principle would be automatic thinking because it’s instinctive and we are not actively thinking about the topic. He recommends thinking about a decision critically, then take a break from thinking, and coming back to it after a period of time after completing a different task. Often, the solution will be at the forefront of your mind because your Depth of Mind has been processing the information in the background. Depth of Mind principles would be used on an individual basis, such as how to tackle an employee relation issue. 

Adair (2022) also looks at the rational approach to decision making. There are 5 steps to this approach. 
1. Define the objective: what are you trying to achieve? 
2. Collect relevant information: it is good principle not to make decisions in the absence of critically important information that is not immediately available, as long as a delay in acceptable. 
3. Generate feasible options: open your mind and consider all possibilities. Feasible means it is capable of being done and can attain the desired end goal.
4. Make the decision: establish the selection criteria, what must be fulfilled and what is the desired outcome must be separate, including any options we may have
5. Implement and evaluate: this is the point of no return. The decision is actioned, and what are the positive and negative outcomes of that decision. 
This approach to decision making is useful when designing a new role within an organisation, and recruiting this role. 

1.5 Assess how different ethical perspectives can influence decision making.
Ethics are collective codes of right or wrong (Taylor & Woodhams, 2022). There are different ethical outlooks individuals live by. CIPD has eight ethical lenses for HR professionals to work by which include Fairness, Merit, Markets, Democracy, well-being, rights and duties, Character and Handing down (CIPD, 2015). Individuals work best when their internal ethical code matches that of their organisation
One ethical perspective is Deontology which means the emphasis is on behaviour rather than consequences. It’s each individual duty to do the right thing irrespective of the consequences of the actions. For example, it is wrong to lie, no matter how big or small the lie. (BBC, 2014).  Within people practice, it may be related to following a code of conduct within the organisation as this is a clear set of rules that all most follow with no uncertainty. Deontology treats everyone the same, but treating everyone the same isn’t always giving the same opportunities for everyone. Sometimes following the rules regardless of the consequences have negative impacts. 
Altruism is the practice of making sacrifices for other people benefits (The Decision Lab, 2024). An example in people practice is keeping staff employed who are not meeting performance targets, and other individuals working overtime to compensate. People lean towards Altruism although at times it makes no logical sense as it’s against their best interests, or that of the organisation. Altruistic behaviour can benefit individual well-being. For example, volunteering our time and money makes us feel good about ourselves. On the other hand, altruistic behaviour can work with our biases. We are more likely to help someone who is like us. Businesses may have a more Altruistic view if their mission is to help humanity and not to create profit. 
Stakeholder theory means the organisation functions in the best interest of the stakeholder (Taylor & Woodhams, 2022). Stakeholders could be employees, customers, suppliers and the wider community. All stakeholders work together to serve their best interests as a collective. The company will focus on retaining staff, providing training, and giving them the chance to grow. There is less focus on producing a high profit and meeting targets. This does mean that the organisation may be less financially competitive than those focused on profit, therefore may be less resilient to financially difficult periods.
3.1 Appraise different ways organisations measure financial and non-financial performance. 
A non-financial performance measurement would be customer feedback. In sectors such as hospitality, reviews can be left publicly on online forums, or privately on customer feedback forms. Usually a numerical rating is given. The higher the rating the better the organisational performance. People are sometimes more ready to leave negative reviews than positive or moderate ones (Beaton, 2018). This sometimes means ratings are negatively skewed. There is usually a space to leave a comment which means the data can be qualitative and quantitative and we know the reasoning behind the rating, and action can be taken. 
A financial performance measurement would be a return on investment for both private and public sector organisations. Public sector organisations cannot generate a profit, therefore they must spend and invest all their funds, but with costs increasing faster than available funds it is important to gain a good return on investment. For private sectors, the focus is often on making a profit. In the first few years of a new business no profit is made, due to a large investment, but this doesn’t mean the business is not successful. They must have a return on their investment to generate a profit in the future. Return on investment is not always easy to measure. Our organisation has conducted research in the past to discover how much does the organisation generate in the local and national economy (Daniels, 2024). This research does cost therefore smaller public funded organisation may not be able to afford such research. The value of investments do fluctuate, therefore a fall in investment value short term does not mean a failure for the business. An investment is usually a long term financial decision. 

3.2 Explain how to measure the impact and value of people practice using a variety of methods. 
Impact and value: concepts and definitions of impact and value; how people practice creates value. Impacts: for example short and long term, positive and negative, direct and indirect impacts. 

The impact is the effect something new has on a situation or a person (Cambridge dictionary, 2024). Value is the importance or worth of something or someone (Cambridge dictionary, 2024).
The CIPD profession map says our fundamental purpose is to champion better working lives (CIPD, 2024). The aim is that the actions we take makes a positive impact on the organisation and individuals working lives and adds value to the organisation and the wider community. 
HR add value by continuous improvement activities. What has previously worked well may no longer work as effectively therefore change is required to maintain a positive outcome. It is important to collect data regularly to measure the effectiveness of the organisation. This way, we can detect if changes need to be made to continue an upward trend. Practices that may need to change for continuous improvement could include performance management, learning and development, processes and policies and employee relations. (CIPD, 2024). 
HR add value with change management activities. Organisations must change with the times to keep up with the markets, technology, customer demands and the law. (CIPD, 2024). Some external factors implemented change that we couldn’t have predicted, like the COVID-19 pandemic. HR is at the centre to drive and implement change. If not done correctly, it may have a negative impact. Failure may be due to lack of knowledge, the complexity of the situation, stakeholders are resistant to change, lack of commitment, ineffective change management (CIPD, 2024). HR’s role for change management is to direct and guide senior managers and employees through the change, giving reassurance, information, communicate the changes. If done well, it can have a positive impact on the organisation with improved staff retention, attracting new talent, reduced staff absence and better well-being. It may also have financial benefits for the organisation with increased profit and improved productivity. (CIPD, 2024) 
Regular reporting quantitative data from HR systems can give us an insight into organisation performance, as well as spending on recruitment, absence and training. Qualitative data from staff surveys, exit interviews, staff forums may tell us why there is a need for change, and could give insight into what actions needs to be taken to make improvements. These methods will also tell us if the changes implemented has had a positive impact. 

With reference to a people practice issue, interpret analytical data using appropriate analysis tools and methods (AC 2.1) & Present key findings for stakeholders from people practice activities and initiatives. (AC 2.2). 

We have used both qualitative and quantitative data to present the following information and recommendations. The qualitative data has been taken from the HR system with staff equality and diversity information, their departments, teams and salaries. The data is anonymised to ensure staff confidentiality, so that the equality data cannot be linked to individuals. The quantitative data is the staff survey conducted on their opinions on the current hybryd working arrangement. Staff were asked if they strongly agreed, agreed, not sure, disagreed, or strongly disagreed with 14 different questions. We have not omitted any data.  

Equality, diversity and inclusion data


Figure 1 shows gender by type within the organisation
Figure 1 shows that the organisation has the majority male population, with 54%. Only 1% note they identify as non-binary, and none identified as transgender. The average percentage of individuals in England and Wales who do not identify as the gender they were assigned at birth is 0.5% (ONS, 2021). Our workforce is representative of the UK population based on this data. 
[image: ]Figure 2 shows the ethnicity of staff divided as each department

Figure 2 shows the ethnicity of staff within different departments. The majority of our staff identify as White British across all departments. In England and Wales, 74.4% of the population identified as ‘White British’  (ONS, 2021). The above data tell us that 91.15% of our staff identify as ‘White British’. We are above the national average. 


Figure 3 Shows the disability percentage across the whole organisation
Figure 3 shows that only 8% of the organisation identify as disabled. This is below the national average of 17.8% in England and Wales (Office of National Statistics, 2021). Disabled staff may be under represented due to lack of awareness of what falls under the definition, and others may not want to disclose. 

Figure 4 Disability rates by team in percentages
Figure 4 shows the rates of disability by team. Business Services, Governance, Marketing, Regeneration and Supported Housing Teams have no disabled staff members. The team with the highest percentage of disability is IT (22.22%), closely followed by Finance and Customer Service (20%). 
	Gender
	Average of Salary FTE
	Median of Salary FTE

	Female
	 £31,900.30 
	£26,645

	Male
	 £31,812.18 
	£29,500

	Non-binary
	 £19,500.00 
	£19,500


Figure 5 Mean and median salary across genders
Following the guidance form the CIPD (2024) regarding gender reporting, we’ve calculated the median and mean salary for male, female and non-binary staff (figure 5). The non-binary average salary is significantly lower than the other genders. The male average salary is only slightly lower than the female average salary.  Female median salary is almost £3,000 lower than the male, indicating there are a number of female on lower paid salaries, but those in senior roles have significantly higher salaries than the males. 


Figure 6 the average salary within departments divided by gender
Figure 6 gives a breakdown on the gender salary divide within departments. Only the business services and property team contain non-binary staff. Within these departments, we can see that non-binary staff are the lowest paid. The Regeneration team only has female staff, seven other departments have a higher average salary for females than male.

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

Our recommendations are focused on increasing diversity within the workforce as we are not representative of the general population (ONS, 2023). 

Attracting and retaining diverse talent
We recommend conducting a similar data analysis on job applicants to discover if we’re attracting the diverse candidates. We then recommend looking at where we are advertising roles to attract talent. If our candidates are diverse, but not successful in the recruitment process, we recommend looking at the short listing data to discover why they diverse candidates the recruitment threshold. We would recommend unconscious bias training for all staff who involved in the recruitment process and review our application form to minimise the personal data presented to the recruitment panel. 
To retain talent, we recommend looking at our leavers data. How many of our leavers over recent years have been from a diverse background or have a disability. Are reasons for leaving related to discriminatory behaviour? All staff to receive equality and diversity awareness training to ensure colleagues are treated with respect and dignity, including training on the definition of disability. It may be that our disability rates are under reported. Individuals may not be aware that the health condition or difficulty they have could be a disability. Including neurodiverse, cancer survivors, learning difficulties, physical and metal health conditions. With accurate disability data, we can make reasonable adjustments to retain staff. 
Having a diverse workforce adds value to the organisation. Diverse employers attract and retain talent, improves workforce performance, (Leigh, 2022) and it gives employers a unique viewpoint to which they could identify a gap in the market other backgrounds may not have seen (CIPD, 2022). The risk could be an employment tribunal due to discrimination or harassment (CIPD, 2022). If a case is brought and lost, this would bring a significant financial and reputational cost to the employer, and in turn affect attracting and retaining talent, incurring more recruitment and training costs. 

Staff Survey
300 staff members responded to the survey on our hybryd working procedure. They were asked 14 questions and asked how strongly they agreed or disagreed with a statement. What was found was that there was a general positive attitude towards hybryd working. 
Positive: 
· Enjoy working from home
· Feel that hybryd working supports their work life balance and wellbeing
· Do not miss engaging with their colleagues
· Do not feel fully supported when working from home
· Hybryd working has its place and feel more connected to company culture
Negative:
· Difficult to separate work and personal life while working from home
· Working from home effects cross functional communication and collaboration
· Working from home doesn’t allow to meet targets
· Most strongly disagree that working from home reduces stress
Mixed
· 1/3 not sure whether they find working remotely a challenge, 42% don’t find challenging, 25% find it challenging
· split whether hybryd working makes increases productivity
· split opinion regarding ease of resource access
· split whether reasonable recognition was received. 
Due to the negative opinion regarding work life balance, collaborative working, productivity and recognition, we would recommend reviewing the hybryd working policy. Key elements for review include the definition of hybryd working for each team, the expectation of what’s deemed necessary communication. This includes praise for good performance and constructive feedback, review resources needed and their availability (CIPD, 2024). Conducting follow up interviews with a sample of staff investigate further. For example, the question with regards to stress. If baseline stress levels were already low, we wouldn’t expect to see a further reduction compared if they were high. Strategies such managing email response expectations and limiting meetings may reduce stress levels and improve work life balance.
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Evidence-based practice
Assessment Criteria marking descriptors.
Assessors will mark in line with the following assessment criteria (AC) marking descriptors, and will indicate where the learner sits within the marking band range for each AC. 
Assessors must provide a mark from 1 to 4 for each assessment criteria within the unit. Assessors should use the mark descriptor grid as guidance so they can provide comprehensive feedback that is developmental for learners. Please be aware that not all the mark descriptors will be present in every assessment criterion, so assessors must use their discretion in making grading decisions.
The grid below shows the range for each unit assessment result based on total number of marks awarded across all assessment criteria.  
To pass the unit assessment learners must achieve a 2 (Low Pass) or above for each of the assessment criteria.
The overall result achieved will dictate the outcome the learner receives for the unit, provided NONE of the assessment criteria have been failed or referred. 
Please note that learners will receive a Pass or Fail result from the CIPD at unit level. Referral grades can be used internally by the centre.

	Overall mark
	Unit result

	0 to 19
	Fail

	20 to 25 
	Low Pass

	26 to 32
	Pass

	33 to 40
	High Pass




Marking Descriptors

	Mark
	Range
	Descriptor

	1
	 Fail 
	Insufficient demonstration of knowledge, understanding or skills (as appropriate) required to meet the AC.
Insufficient examples included, where required, to support answers.
Presentation and structure of assignment is not appropriate and does not meet the assessment brief.
Insufficient or no evidence of the use of references to wider reading to help inform answer.

	2
	Low Pass
	Demonstrates an acceptable level of knowledge, understanding or skills (as appropriate) required to meet the AC.  
Sufficient and acceptable examples included, where required, to support answers.
Required format adopted but some improvement required to the structure and presentation of the assignment.
Answers are acceptable but could be clearer in responding to the task and presented in a more coherent way.
Sufficient evidence of the use of references to wider reading to help inform answer.

	3
	Pass

	Demonstrates good knowledge, understanding or skills (as appropriate) required to meet the AC.
Includes confident use of examples, where required, to support each answer.
Presentation and structure of assignment is appropriate for the assessment brief.
Answers are clear and well expressed.
Good evidence of the use of references to wider reading to help inform answer.

	4
	High Pass
	Demonstrates a wide range and confident level of knowledge, understanding or skill (as appropriate).
Includes strong examples that illustrate the point being made, that link and support the answer well.
Answers are applied to the case organisation or an alternative organisation.
Answers are clear, concise and well argued, directly respond to what has been asked.
The presentation of the assignment is well structured, coherent and focusses on the need of the questions.
Considerable evidence of the use of references to wider reading to inform answer. 






Marking grid and feedback for learner

	Unit 5CO02: Assessor Feedback to Learner


	Centre number
	669

	Centre name
	University of Wales Trinity Saint David

	Learner number (1st 7 digits of CIPD Membership number)
	

	Learner surname
	

	Learner other names
	



	Section 1


	AC Number
	Assessment Criteria
	Mark 
1-4

	1.1
	Evaluate the concept of evidence-based practice including how it can be applied to decision-making in people practice.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.2
	Evaluate a range of analysis tools and methods including how they can be applied to diagnose organisational issues, challenges and opportunities.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.3
	Explain the principles of critical thinking including how you apply these to your own and others’ ideas.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.4
	Explain a range of decision-making processes.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.5
	Assess how different ethical perspectives can influence decision-making.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	3.1
	Appraise different ways organisations measure financial and non-financial performance.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	3.2
	Explain how to measure the impact and value of people practice using a variety of methods.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	Total marks for TASK 1

	Enter total marks here

	Total marks for TASK 1 (resubmission 1 if applicable)

	Enter total marks here

	Total marks for TASK 1 (resubmission 2 if applicable)
	Enter total marks here




	Section 2


	AC Number
	Assessment Criteria
	Mark 
1-4

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

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

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

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

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

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	Total marks for TASK 2

	Enter total marks here

	Total marks for TASK 2 (resubmission 1 if applicable)

	Enter total marks here

	Total marks for TASK 2 (resubmission 2 if applicable)
	Enter total marks here








	Total marks for UNIT

	Enter total unit marks here
	Grade
	Enter grade here

	Total marks for UNIT (resubmission 1 if applicable)

	Enter total unit marks here
	Grade (resubmission 1 if applicable)
	Enter grade here

	Total marks for UNIT (resubmission 2 if applicable)

	Enter total unit marks here
	Grade (resubmission 2 if applicable)
	Enter grade here

	Assessor Feedback Summary

Please enter your summary and developmental points for the learner here. Please use a different font colour for any resubmission comments. 



	Assessor name
	Please enter your Assessor name here

	Assessor signature
I confirm that I am satisfied that to the best of my knowledge, the work produced is solely that of the learner.
	Please enter your Assessor signature here

	Date
	Please enter date here


	IQA name
	Siriol Thomas

	IQA signature
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	Date
	17 June 2024





Gender by type




Total	
Female	Male	Non-binary	118	140	2	

Organisation Disability




Total	
Disabled	Not disabled	21	239	

Disability Percentage 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	0	0.14285714285714285	0.2	0	0	0.2	0	8.3333333333333329E-2	0.1111111111111111	5.2631578947368418E-2	0.22222222222222221	0.1	0	0.18181818181818182	5.0505050505050504E-2	0	0	9.0909090909090912E-2	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	1	0.8571428571428571	0.8	1	1	0.8	1	0.91666666666666663	0.88888888888888884	0.94736842105263153	0.77777777777777779	0.9	1	0.81818181818181823	0.9494949494949495	1	1	0.90909090909090906	



Department Salary with Gender divide










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	38487.857142857145	28360	27316.363636363636	92613.75	41555	30415	25500	21030	29892.857142857141	27395	48966.666666666664	29470	29133.333333333332	36562.857142857145	26446.842105263157	36118	22722.222222222223	30384.375	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	28500	24750	27983.75	98500	25600	38049.285714285717	34750	21030	31250	33663.333333333336	35166.666666666664	25860	24750	40862.5	31782.405063291139	23500	33425	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	21500	17500	Departments


Annual salaries




[image: ]
Version 1 - Released June 2023
	2

image1.png
CIPD

Championing better
work and working lives




image2.png
CIPD

Championing better
work and working lives




image3.png




image4.png




image5.emf
General employee  data.xlsx


General employee data.xlsx
Fictional general employee data

		Forename		Surname		Date of Birth		Ethnicity		Gender		Disability status		Team		Role		Salary FTE

		Aayla		Secura		5/12/72		White British		Non-binary		Not disabled		Business Services		Administrator		£21,500.00

		Aberforth		Dumbledore		11/4/85		White British		Female		Not disabled		Business Services		Administrator		£21,500.00

		Adi		Gallia		9/26/65		White Other		Female		Not disabled		Business Services		Complaints and Compliments Manager		£38,850.00

		Agen		Kolar		4/10/86		White British		Female		Not disabled		Business Services		Governance Manager		£39,465.00

		Ahsoka		Tano		11/17/99		White British		Female		Not disabled		Business Services		Head of Business Services		£62,500.00

		Alastor		Moody		5/31/64		White British		Male		Not disabled		Business Services		Performance Officer		£28,500.00

		Albert		Runcorn		8/7/56		White British		Female		Not disabled		Business Services		Performance Officer		£38,500.00

		Albus		Dumbledore		5/27/85		White British		Female		Not disabled		Business Services		Procurement Manager		£43,000.00

		Albus Severus		Potter		10/18/93		White Irish		Female		Not disabled		Business Services		Procurement Officer		£25,600.00

		Alecto		Carrow		4/20/01		White British		Female		Not disabled		Community Engagement and Partnerships		Engagement Administrator		£21,800.00

		Alexsandr		Kallus		10/23/64		White and Black Caribbean		Male		Not disabled		Community Engagement and Partnerships		Engagement Assistant		£23,000.00

		Alice		Longbottom		5/29/84		White British		Female		Not disabled		Community Engagement and Partnerships		Engagement Assistant		£23,000.00

		Alicia		Spinnet		3/23/84		White British		Female		Not disabled		Community Engagement and Partnerships		Engagement Manager		£44,000.00

		Amelia		Bones		1/9/86		Indian		Female		Not disabled		Community Engagement and Partnerships		Engagement Officer 		£26,500.00

		Amilyn		Holdo		5/7/79		Mixed - Other		Male		Disabled		Community Engagement and Partnerships		Engagement Officer 		£26,500.00

		Amos		Diggory		10/3/85		White British		Female		Not disabled		Community Engagement and Partnerships		Engagement Officer 		£26,500.00

		Amycus		Carrow		4/28/77		White British		Male		Not disabled		Customer Services		Customer Services Administrator		£22,000.00

		Anakin		Skywalker		1/25/90		Chinese		Female		Not disabled		Customer Services		Customer Services Advisor		£23,685.00

		Andromeda		Tonks		9/6/88		Pakistani		Female		Not disabled		Customer Services		Customer Services Advisor		£23,685.00

		Anthony		Goldstein		2/14/98		Pakistani		Male		Disabled		Customer Services		Customer Services Advisor		£23,685.00

		Antioch		Peverell		11/26/88		White British		Female		Not disabled		Customer Services		Customer Services Advisor		£23,685.00

		Antonin		Dolohov		8/14/84		White British		Male		Disabled		Customer Services		Customer Services Advisor		£23,685.00

		Arabella		Figg		11/10/82		White British		Female		Not disabled		Customer Services		Customer Services Advisor		£23,685.00

		Argus		Filch		10/18/83		White British		Female		Not disabled		Customer Services		Customer Services Advisor		£23,685.00

		Ariana		Dumbledore		11/12/79		White British		Female		Not disabled		Customer Services		Customer Services Advisor		£23,685.00

		Arihnda		Pryce		2/19/71		White British		Female		Not disabled		Customer Services		Customer Services Advisor		£23,685.00

		Armitage		Hux		9/20/80		White British		Female		Disabled		Customer Services		Customer Services Advisor		£23,685.00

		Arthur		Weasley		4/19/60		White British		Male		Not disabled		Customer Services		Customer Services Manager		£42,565.00

		Asajj		Ventress		12/3/78		White British		Female		Not disabled		Customer Services		Head of Customer Services		£65,000.00

		Astoria		Greengrass		3/2/85		White British		Female		Not disabled		Customer Services		Receptionist		£23,000.00

		Augusta		Longbottom		10/5/93		White British		Female		Not disabled		Customer Services		Receptionist		£23,000.00

		Augustus		Rookwood		5/10/68		White British		Female		Not disabled		Directors		Chief Executive		£140,500.00

		Aurora		Sinistra		4/25/72		White British		Male		Not disabled		Directors		Director of Customer Service		£98,500.00

		Aurra		Sing		3/4/74		White British		Female		Not disabled		Directors		Director of Finance		£98,500.00

		Babu		Frik		7/5/71		Indian		Female		Not disabled		Directors		Director of People Services		£102,500.00

		Bail		Organa		11/25/93		White British		Female		Not disabled		Directors		Executive Assistant		£28,955.00

		Baron		Papanoida		7/22/79		White British		Female		Not disabled		Facilities		Building and Facilities Manager		£41,555.00

		Barriss		Offee		1/28/81		White British		Male		Not disabled		Facilities		Facilities Officer		£25,600.00

		Barty		Crouch		4/1/89		White British		Male		Not disabled		Finance		Finance Administrator		£22,555.00

		Bathilda		Bagshot 		3/8/85		Indian		Female		Not disabled		Finance		Finance Assistant		£26,895.00

		Baze		Malbus		6/20/87		White British		Female		Not disabled		Finance		Finance Assistant		£26,895.00

		Bellatrix		Lestrange		4/6/59		White British		Male		Not disabled		Finance		Finance Assistant		£26,895.00

		Ben		Quadinaros		1/16/70		White British		Female		Disabled		Finance		Finance Business Partner		£37,455.00

		Ben		Solo		9/19/93		White British		Male		Not disabled		Finance		Finance Manager		£46,895.00

		Bertha		Jorkins		5/8/69		White British		Male		Not disabled		Finance		Head of Finance		£65,000.00

		Beru Whitesun		Lars		10/18/89		White British		Male		Not disabled		Finance		Management Accountant		£35,000.00

		Bib		Fortuna		1/30/95		Black - Other		Male		Disabled		Finance		Management Accountant		£35,000.00

		Biggs		Darklighter		7/17/86		White British		Male		Not disabled		Finance		Project Accountant		£35,000.00

		Bill		Weasley		11/9/71		White British		Female		Not disabled		Governance		Audit Assistant		£25,500.00

		Bix		Caleen		5/12/67		Indian		Male		Not disabled		Governance		Audit Manager		£35,000.00

		Black		Krrsantan		7/8/91		White British		Male		Not disabled		Governance		Performance Manager		£34,500.00

		Blaise		Zabini		3/21/80		White British		Female		Not disabled		Green Spaces		Cleaning Operative		£21,030.00

		Bob		Ogden		6/6/75		White British		Female		Not disabled		Green Spaces		Cleaning Operative		£21,030.00

		Boba		Fett		10/4/66		White British		Male		Not disabled		Green Spaces		Green Space Operative 		£21,030.00

		Bodhi		Rook		2/12/79		White British		Male		Not disabled		Green Spaces		Green Space Operative 		£21,030.00

		Bo-Katan		Kryze		5/6/71		White British		Male		Not disabled		Green Spaces		Green Space Operative 		£21,030.00

		Breha		Organa		4/11/64		White British		Male		Not disabled		Green Spaces		Green Space Operative 		£21,030.00

		Cad		Bane		12/22/79		White British		Male		Not disabled		Green Spaces		Green Space Operative 		£21,030.00

		Cadmus		Peverell		8/12/92		White British		Male		Not disabled		Green Spaces		Green Space Operative 		£21,030.00

		Cal		Kestis		5/4/95		White British		Male		Disabled		Green Spaces		Green Space Operative 		£21,030.00

		Caleb		Dume		10/13/86		White British		Male		Not disabled		Green Spaces		Green Space Operative 		£21,030.00

		Cara		Dune		5/10/78		White Other		Male		Not disabled		Green Spaces		Green Space Operative 		£21,030.00

		Carson		Teva		7/16/75		White British		Female		Not disabled		Green Spaces		Green Space Team Leader		£21,030.00

		Cassian		Andor		10/20/76		White British		Female		Not disabled		Housing		Extra Care Activities Co-ordinator		£24,000.00

		Cedric		Diggory		5/17/55		White British		Female		Not disabled		Housing		Extra Care Activities Co-ordinator		£24,000.00

		Cere		Junda		2/12/82		White British		Female		Not disabled		Housing		Extra Care Manager		£34,000.00

		Cham		Syndulla		1/28/69		White British		Female		Not disabled		Housing		Extra Care Officer		£28,900.00

		Charity		Burbage		8/5/89		White British		Female		Not disabled		Housing		Extra Care Officer		£28,900.00

		Charlie		Weasley		5/26/76		White British		Female		Not disabled		Housing		Extra Care Supervisor		£31,000.00

		Chew		Bacca		7/29/82		White British		Female		Not disabled		Housing		Head of Housing		£65,000.00

		Chirrut		Îmwe		7/13/96		White British		Female		Not disabled		Housing		Independent Living Co-ordinator		£22,600.00

		Cho		Chang		6/2/77		White British		Female		Not disabled		Housing		Independent Living Co-ordinator		£22,600.00

		Cikatro		Vizago		11/20/96		Asian - Bangladesh		Male		Not disabled		Housing		Independent Living Manager		£42,500.00

		Cin		Drallig		5/15/76		White and Black Caribbean		Female		Not disabled		Housing		Independent Living Officer 		£27,500.00

		Cliegg		Lars		3/24/86		White British		Female		Not disabled		Housing		Independent Living Officer 		£27,500.00

		Cobb		Vanth		2/25/62		White British		Male		Not disabled		Housing		Independent Living Officer 		£27,500.00

		Colin		Creevey		8/15/79		White British		Male		Not disabled		Housing		Independent Living Officer 		£27,500.00

		Corban		Yaxley		6/17/80		White British		Female		Not disabled		Housing		Independent Living Officer 		£27,500.00

		Cormac		McLaggen		8/17/87		White British		Male		Disabled		Housing		Independent Living Officer 		£27,500.00

		Cornelius		Evazan		9/10/71		White British		Female		Disabled		Housing		Independent Living Officer 		£27,500.00

		Cornelius		Fudge		11/5/87		White British		Female		Not disabled		Housing		Independent Living Officer 		£27,500.00

		Crix		Madine		4/5/62		White British		Male		Not disabled		Income Team		Head of Income		£62,000.00

		Cut		Lawquane		2/25/89		White British		Female		Not disabled		Income Team		Income Administrator		£21,500.00

		Cuthbert		Binns 		8/2/75		White British		Female		Not disabled		Income Team		Income Administrator		£21,500.00

		Dak		Ralter		8/6/88		White British		Female		Not disabled		Income Team		Income Administrator		£21,500.00

		Darth		Bane		9/22/05		White Irish		Female		Not disabled		Income Team		Income Apprentice		£17,500.00

		Darth		Maul		12/28/71		White British		Female		Not disabled		Income Team		Income Manager		£41,255.00

		Darth		Sidious		7/21/63		White British		Female		Not disabled		Income Team		Income Officer		£30,210.00

		Dean		Thomas		7/29/86		White British		Female		Not disabled		Income Team		Income Officer		£30,210.00

		Dedalus		Diggle		1/16/62		White British		Female		Not disabled		Income Team		Income Officer		£30,210.00

		Dedra		Meero		4/27/77		White British		Male		Not disabled		Income Team		Income Officer		£30,210.00

		Delphi		Riddle		2/24/93		White British		Male		Not disabled		Income Team		Income Officer		£30,210.00

		Demelza		Robins		4/4/59		White British		Male		Not disabled		Income Team		Income Officer		£30,210.00

		Dennis		Creevey		5/7/82		White British		Male		Not disabled		Income Team		Income Officer		£30,210.00

		Depa		Billaba		7/9/85		White British		Male		Not disabled		Income Team		Income Officer		£30,210.00

		Dexter		Jettster		5/10/90		White British		Male		Not disabled		Income Team		Income Officer		£30,210.00

		Din		Djarin		11/8/68		White Other		Female		Not disabled		Income Team		Income Officer		£30,210.00

		Dirk		Cresswell		7/31/95		White British		Male		Disabled		Income Team		Tenancy Support Officer		£29,855.00

		Dolores		Umbridge		3/21/68		White British		Male		Not disabled		Income Team		Tenancy Support Officer		£29,855.00

		Draco		Malfoy		1/6/51		White British		Female		Not disabled		Income Team		Tenancy Support Officer		£29,855.00

		Dryden		Vos		7/9/82		White British		Female		Not disabled		IT		Data Analyst		£45,000.00

		Dudley		Dursley		3/11/76		Black - Other		Female		Disabled		IT		Head of IT Services		£72,000.00

		Eeth		Koth		2/17/64		White British		Male		Disabled		IT		IT Analyst		£46,000.00

		Eloise		Midgen		9/28/67		White British		Male		Not disabled		IT		IT Analyst		£46,000.00

		Elphias		Doge		10/24/94		White British		Male		Not disabled		IT		IT Helpdesk Administrator		£24,000.00

		Emmeline		Vance		11/19/68		White British		Male		Not disabled		IT		IT Helpdesk Administrator		£24,000.00

		Enfys		Nest		9/10/94		White British		Male		Not disabled		IT		IT Helpdesk Lead		£29,000.00

		Eno		Cordova		7/26/62		White British		Male		Not disabled		IT		IT Systems Manager		£42,000.00

		Enric		Pryde		9/13/61		White British		Female		Not disabled		IT		IT Trainer		£29,900.00

		Ernie		Macmillan		11/8/82		White British		Male		Not disabled		Lettings		Lettings Assistant		£26,750.00

		Even		Piell		1/18/94		White British		Male		Not disabled		Lettings		Lettings Assistant		£26,750.00

		Ezra		Bridger		2/23/65		White British		Female		Not disabled		Lettings		Lettings Assistant		£26,750.00

		Fenn		Rau		2/23/65		White British		Male		Not disabled		Lettings		Lettings Assistant		£26,750.00

		Fennec		Shand		1/10/90		White British		Male		Not disabled		Lettings		Lettings Assistant		£26,750.00

		Fenrir		Greyback		6/16/63		White British		Female		Not disabled		Lettings		Lettings Co-ordinator		£22,300.00

		Figrin		D'an		4/22/92		White British		Male		Not disabled		Lettings		Lettings Co-ordinator		£22,300.00

		Filius		Flitwick		3/8/85		White British		Female		Not disabled		Lettings		Lettings Co-ordinator		£22,300.00

		Finis		Valorum		10/27/55		White British		Female		Disabled		Lettings		Lettings Manager		£41,500.00

		Firmus		Piett		10/15/74		White British		Female		Not disabled		Lettings		Lettings Team Leader		£34,500.00

		Fleur		Delacour		9/26/62		White British		Female		Not disabled		Marketing		Events Officer		£26,900.00

		Frank		Bryce		10/14/71		White British		Female		Not disabled		Marketing		Graphic Designer		£34,000.00

		Frank		Longbottom		1/28/90		White British		Female		Not disabled		Marketing		Marketing Assistant		£26,500.00

		Fred		Weasley		7/2/94		White British		Male		Not disabled		Marketing		Social Media Lead		£24,750.00

		Gabrielle		Delacour		4/19/58		White British		Female		Not disabled		People Services		Head of People Services		£72,000.00

		Galen		Erso		6/10/88		White British		Male		Not disabled		People Services		Health and Safety Manager		£48,950.00

		Gar		Saxon		3/31/93		White British		Male		Not disabled		People Services		Health and Safety Officer		£33,500.00

		Garazeb		Orrelios		7/16/70		White British		Female		Not disabled		People Services		Health and Safety Trainer		£29,600.00

		Garrick		Ollivander		9/22/72		White British		Female		Disabled		People Services		HR Systems Lead		£33,200.00

		Garsa		Fwip		11/15/90		White British		Female		Not disabled		People Services		Learning and Development Manager		£39,950.00

		Garven		Dreis		8/27/82		White British		Female		Disabled		People Services		People Services Advisor		£27,500.00

		Gellert		Grindelwald		5/24/78		Chinese		Male		Not disabled		People Services		People Services Business Partner		£40,500.00

		George		Weasley		6/17/80		White British		Male		Not disabled		People Services		People Services Business Partner		£40,500.00

		Gial		Ackbar		3/23/57		White British		Female		Not disabled		People Services		People Services Co-ordinator		£25,690.00

		Gilderoy		Lockhart		2/17/96		White British		Female		Not disabled		People Services		Wellbeing and Engagement Lead		£28,000.00

		Ginny		Weasley		8/5/84		White British		Female		Disabled		Property Team		Administration  Assistant		£21,500.00

		Godric		Gryffindor		4/13/98		White British		Female		Not disabled		Property Team		Administration Assistant		£21,500.00

		Graham		Montague		2/20/80		White British		Female		Not disabled		Property Team		Commercial Manager		£48,000.00

		Greef		Karga		11/29/89		White British		Male		Not disabled		Property Team		Development Administrator		£24,000.00

		Gregar		Typho		6/5/64		White British		Female		Not disabled		Property Team		Development Manager		£46,200.00

		Gregory		Goyle		8/4/98		White British		Female		Not disabled		Property Team		Development Officer		£26,540.00

		Griselda		Marchbanks		8/29/91		White British		Male		Not disabled		Property Team		Electrical Manager		£41,000.00

		Han		Solo		4/6/67		White British		Male		Not disabled		Property Team		Electrical Supervisor		£32,000.00

		Hannah		Abbott		10/13/61		White British		Male		Not disabled		Property Team		External Works Manager		£38,500.00

		Harry		Potter		7/13/90		White British		Male		Disabled		Property Team		Gas Manager		£41,000.00

		Helena		Ravenclaw		1/28/81		White British		Male		Not disabled		Property Team		Gas Supervisor		£38,500.00

		Helga		Hufflepuff		12/7/67		White British		Male		Not disabled		Property Team		Head of Property		£72,000.00

		Hera		Syndulla		6/26/82		White British		Male		Not disabled		Property Team		Operations Manager		£46,000.00

		Hermione		Granger		11/1/63		Pakistani		Male		Not disabled		Property Team		Planner		£22,500.00

		Hondo		Ohnaka		4/26/53		White British		Female		Not disabled		Property Team		Planner		£22,500.00

		Horace		Slughorn		12/24/90		White British		Female		Not disabled		Property Team		Planner		£22,500.00

		Hugo		Weasley		1/13/67		White British		Female		Not disabled		Property Team		Planner		£22,500.00

		Iden		Versio		12/13/76		White British		Male		Disabled		Property Team		Planner		£22,500.00

		Ignotus		Peverell		11/6/89		White British		Female		Disabled		Property Team		Planner		£22,500.00

		Igor		Karkaroff		2/19/92		White British		Female		Not disabled		Property Team		Planner		£22,500.00

		Irma		Pince		10/11/65		White British		Male		Not disabled		Property Team		Quantity Surveyor		£48,000.00

		Jabba		the Hutt		4/20/70		White British		Male		Not disabled		Property Team		Quantity Surveyor		£48,000.00

		James		Potter		11/8/80		White British		Female		Not disabled		Property Team		Repairs Co-ordinator 		£23,750.00

		James Sirius		Potter		6/4/74		White British		Female		Not disabled		Property Team		Repairs Co-ordinator 		£23,750.00

		Jan		Dodonna		10/13/70		White British		Female		Not disabled		Property Team		Repairs Co-ordinator 		£23,750.00

		Jango		Fett		4/14/63		White British		Male		Not disabled		Property Team		Surveyor		£33,500.00

		Jar Jar		Binks		9/17/84		White British		Male		Not disabled		Property Team		Surveyor		£33,500.00

		Jaro		Tapal		2/7/67		White British		Male		Not disabled		Property Team		Surveyor		£33,500.00

		Jek		Porkins		9/1/62		White British		Female		Not disabled		Property Team		Surveyor		£33,500.00

		Jocasta		Nu		1/3/63		White British		Male		Not disabled		Property Team		Cleaning Operative		£21,030.00

		John		Dawlish		7/14/61		White British		Male		Not disabled		Property Team		Cleaning Operative		£21,030.00

		Jun		Sato		3/2/03		White British		Non-binary		Not disabled		Property Team		Trades Apprentice		£17,500.00

		Justin		Finch-Fletchley		11/19/01		White British		Female		Not disabled		Property Team		Trades Apprentice		£17,500.00

		Jyn		Erso		1/25/04		White British		Female		Not disabled		Property Team		Trades Apprentice		£17,500.00

		Kanan		Jarrus		5/28/97		White British		Male		Disabled		Property Team		Trades Operative (Electrical)		£32,500.00

		Kassius		Konstantine		8/10/88		White British		Male		Not disabled		Property Team		Trades Operative (Electrical)		£32,500.00

		Katie		Bell		1/30/82		White British		Male		Not disabled		Property Team		Trades Operative (Electrical)		£32,500.00

		Kaydel Ko		Connix		4/3/76		White British		Male		Not disabled		Property Team		Trades Operative (Electrical)		£32,500.00

		Kelleran		Beq		12/12/86		White British		Male		Not disabled		Property Team		Trades Operative (Electrical)		£32,500.00

		Kendra		Dumbledore		7/25/80		White British		Male		Not disabled		Property Team		Trades Operative (Electrical)		£32,500.00

		Ketsu		Onyo		7/23/72		White British		Male		Not disabled		Property Team		Trades Operative (Electrical)		£32,500.00

		Kingsley		Shacklebolt		6/1/82		White British		Male		Not disabled		Property Team		Trades Operative (Electrical)		£32,500.00

		Kino		Loy		10/2/54		White British		Male		Not disabled		Property Team		Trades Operative (Electrical)		£32,500.00

		Kit		Fisto		9/27/77		White British		Male		Not disabled		Property Team		Trades Operative (External Works)		£29,500.00

		Kylo		Ren		4/24/63		White British		Male		Not disabled		Property Team		Trades Operative (External Works)		£29,500.00

		Lama		Su		10/16/56		White British		Male		Not disabled		Property Team		Trades Operative (External Works)		£29,500.00

		Lando		Calrissian		9/2/65		White British		Male		Not disabled		Property Team		Trades Operative (External Works)		£29,500.00

		Lavender		Brown		11/30/83		White British		Male		Not disabled		Property Team		Trades Operative (External Works)		£29,500.00

		Leia		Organa		10/20/93		White British		Male		Not disabled		Property Team		Trades Operative (External Works)		£29,500.00

		Lily		Potter		12/12/89		White British		Male		Not disabled		Property Team		Trades Operative (External Works)		£29,500.00

		Lily Luna		Potter		8/13/80		White British		Male		Not disabled		Property Team		Trades Operative (External Works)		£29,500.00

		Lom		Pyke		5/20/75		White British		Male		Not disabled		Property Team		Trades Operative (External Works)		£29,500.00

		Lor San		Tekka		4/6/89		White British		Male		Not disabled		Property Team		Trades Operative (External Works)		£29,500.00

		Lott		Dod		9/7/83		White British		Male		Not disabled		Property Team		Trades Operative (External Works)		£29,500.00

		Lucius		Malfoy		10/28/60		White British		Male		Not disabled		Property Team		Trades Operative (External Works)		£29,500.00

		Ludo		Bagman		2/6/64		White British		Male		Not disabled		Property Team		Trades Operative (Gas)		£32,500.00

		Luke		Skywalker		6/13/74		White British		Male		Not disabled		Property Team		Trades Operative (Gas)		£32,500.00

		Luminara		Unduli		1/18/84		White British		Male		Not disabled		Property Team		Trades Operative (Gas)		£32,500.00

		Luna		Lovegood		8/18/60		White British		Male		Not disabled		Property Team		Trades Operative (Gas)		£32,500.00

		Luthen		Rael		10/11/68		White British		Male		Not disabled		Property Team		Trades Operative (Gas)		£32,500.00

		Lux		Bonteri		8/8/91		White British		Male		Not disabled		Property Team		Trades Operative (Gas)		£32,500.00

		Mace		Windu		3/27/70		White British		Male		Not disabled		Property Team		Trades Operative (Gas)		£32,500.00

		Mafalda		Hopkirk		7/13/00		White British		Male		Not disabled		Property Team		Trades Operative (Gas)		£32,500.00

		Marg		Krim		8/14/81		White British		Male		Not disabled		Property Team		Trades Operative (Gas)		£32,500.00

		Marge		Dursley		5/5/51		White British		Male		Not disabled		Property Team		Trades Operative (Gas)		£32,500.00

		Marietta		Edgecombe		8/4/67		White British		Male		Not disabled		Property Team		Trades Operative (Joinery)		£29,500.00

		Mart		Mattin		10/18/93		White British		Male		Not disabled		Property Team		Trades Operative (Joinery)		£29,500.00

		Marvolo		Gaunt		3/15/88		White British		Male		Not disabled		Property Team		Trades Operative (Joinery)		£29,500.00

		Mary		Riddle		1/23/88		White British		Male		Not disabled		Property Team		Trades Operative (Joinery)		£29,500.00

		Mas		Amedda		2/10/70		White British		Female		Not disabled		Property Team		Trades Operative (Joinery)		£29,500.00

		Max		Rebo		11/11/93		White British		Male		Not disabled		Property Team		Trades Operative (Joinery)		£29,500.00

		Maximilian		Veers		4/19/95		White British		Male		Not disabled		Property Team		Trades Operative (Joinery)		£29,500.00

		Maz		Kanata		2/11/91		White British		Male		Not disabled		Property Team		Trades Operative (Joinery)		£29,500.00

		Mee		Deechi		4/15/74		White British		Male		Not disabled		Property Team		Trades Operative (Joinery)		£29,500.00

		Meena		Tills		6/25/57		White British		Male		Not disabled		Property Team		Trades Operative (Joinery)		£29,500.00

		Merope		Gaunt		4/9/90		White British		Male		Not disabled		Property Team		Trades Operative (Joinery)		£29,500.00

		Migs		Mayfeld		8/20/89		White British		Male		Not disabled		Property Team		Trades Operative (Joinery)		£29,500.00

		Millicent		Bulstrode		9/6/62		White British		Male		Not disabled		Property Team		Trades Operative (Joinery)		£29,500.00

		Minerva		McGonagall		1/25/76		White British		Male		Not disabled		Property Team		Trades Operative (Painting)		£28,500.00

		Moff		Gideon		12/12/88		White British		Male		Not disabled		Property Team		Trades Operative (Painting)		£28,500.00

		Molly		Weasley		8/1/69		White British		Male		Not disabled		Property Team		Trades Operative (Painting)		£28,500.00

		Mon		Mothma		10/14/82		White British		Male		Not disabled		Property Team		Trades Operative (Painting)		£28,500.00

		Morfin		Gaunt		5/30/74		White British		Male		Not disabled		Property Team		Trades Operative (Painting)		£28,500.00

		Morgan		Elsbeth		5/30/74		White British		Male		Not disabled		Property Team		Trades Operative (Painting)		£28,500.00

		Mundungus		Fletcher		10/15/87		White British		Male		Not disabled		Property Team		Trades Operative (Painting)		£28,500.00

		Myrtle		Warren		7/7/68		White British		Male		Not disabled		Property Team		Trades Operative (Painting)		£28,500.00

		Nala		Se		9/29/79		White British		Male		Not disabled		Property Team		Trades Operative (Painting)		£28,500.00

		Narcissa		Malfoy		1/6/92		White British		Female		Not disabled		Property Team		Trades Operative (Plastering)		£28,500.00

		Neville		Longbottom		3/29/52		White British		Male		Not disabled		Property Team		Trades Operative (Plastering)		£28,500.00

		Newt		Scamander		2/7/84		White British		Male		Not disabled		Property Team		Trades Operative (Plastering)		£28,500.00

		Nicolas		Flamel		12/25/78		White British		Female		Not disabled		Property Team		Trades Operative (Plastering)		£28,500.00

		Nien		Nunb		6/6/92		White British		Male		Not disabled		Property Team		Trades Operative (Plastering)		£28,500.00

		Nossor		Ri		9/29/89		White British		Male		Not disabled		Property Team		Trades Operative (Plastering)		£28,500.00

		Nute		Gunray		1/8/66		White British		Male		Not disabled		Property Team		Trades Operative (Plastering)		£28,500.00

		Nymphadora		Tonks		6/2/83		White British		Male		Not disabled		Property Team		Trades Supervisor		£33,950.00

		Obi-Wan		Kenobi		6/12/73		White British		Male		Not disabled		Property Team		Trades Supervisor		£33,950.00

		Ody		Mandrell		9/29/86		White British		Male		Not disabled		Property Team		Trades Supervisor		£33,950.00

		Oliver		Wood		9/6/86		White British		Male		Not disabled		Property Team		Trades Supervisor		£33,950.00

		Olympe		Maxime		8/31/90		White British		Male		Not disabled		Property Team		Trades Supervisor		£33,950.00

		Onaconda		Farr		9/25/78		White British		Female		Not disabled		Regeneration		Development Manager		£42,500.00

		Oppo		Rancisis		10/26/55		White British		Female		Not disabled		Regeneration		Regeneration Co-ordinator		£25,000.00

		Orn Free		Taa		5/18/79		White British		Female		Not disabled		Regeneration		Regeneration Manager		£44,000.00

		Orson		Krennic		9/26/67		White British		Female		Not disabled		Regeneration		Regeneration Officer		£27,090.00

		Osi		Sobek		8/20/59		White British		Female		Not disabled		Regeneration		Regeneration Paralegal		£42,000.00

		Owen		Lars		9/30/86		White and Black Caribbean		Female		Not disabled		Supported Housing		Assistant Project Worker		£21,750.00

		Padma		Patil		11/12/75		White British		Female		Not disabled		Supported Housing		Assistant Project Worker		£21,750.00

		Padmé		Amidala		6/9/93		White British		Female		Not disabled		Supported Housing		Assistant Project Worker		£21,750.00

		Pansy		Parkinson		8/7/96		White British		Female		Not disabled		Supported Housing		Assistant Project Worker		£21,750.00

		Parvati		Patil		5/24/97		White British		Male		Not disabled		Supported Housing		Project Worker		£23,500.00

		Paz		Vizsla		12/20/76		White British		Female		Not disabled		Supported Housing		Project Worker		£23,500.00

		Peli		Motto		5/25/85		White British		Female		Not disabled		Supported Housing		Project Worker		£23,500.00

		Penelope		Clearwater		10/3/62		White British		Female		Not disabled		Supported Housing		Project Worker		£23,500.00

		Penn		Pershing		1/2/93		White British		Female		Not disabled		Supported Housing		Project Worker		£23,500.00

		Peppi		Bow		10/12/74		White British		Female		Not disabled		Supported Housing		Project Worker		£23,500.00

		Percival		Dumbledore		2/8/90		White British		Male		Not disabled		Supported Housing		Project Worker		£23,500.00

		Percy		Weasley		8/15/66		White British		Female		Not disabled		Tenancy Team		Community Safety Co-ordinator		£24,500.00

		Peter		Pettigrew		7/1/76		White British		Female		Not disabled		Tenancy Team		Community Safety Co-ordinator		£24,500.00

		Petunia		Dursley		11/29/61		White British		Female		Not disabled		Tenancy Team		Community Safety Co-ordinator		£24,500.00

		Phineas		Black		11/5/81		White British		Female		Not disabled		Tenancy Team		Community Safety Manager		£46,800.00

		Pius		Thicknesse		9/7/70		White Other		Female		Disabled		Tenancy Team		Community Safety Officer 		£33,425.00

		Plo		Koon		5/20/93		White British		Male		Not disabled		Tenancy Team		Community Safety Officer 		£33,425.00

		Poe		Dameron		5/31/78		White Other		Female		Not disabled		Tenancy Team		Community Safety Officer 		£33,425.00

		Poggle		the Lesser		1/7/71		White British		Male		Not disabled		Tenancy Team		Community Safety Officer 		£33,425.00

		Pomona		Sprout		11/5/59		White British		Female		Not disabled		Tenancy Team		Community Safety Officer 		£33,425.00

		Ponda		Baba		8/3/66		White British		Male		Not disabled		Tenancy Team		Community Safety Officer 		£33,425.00

		Pong		Krell		10/14/80		White British		Female		Not disabled		Tenancy Team		Community Safety Administrator		£22,500.00
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		Table 2.		Feedback scores from a recent employee survey on hybrid working practices. 

										1		2		3		4		5



		The ratings shown represent statements on a scale of 1-5 where:

		1 = fully agree, 2 = agree, 3 = not sure, 4 = disagree, 5 = strongly disagree





		Feedback from 300 employees



																				Total

		I enjoy working for home on some days of the week								112		57		19		94		18		300

		Hybrid working practices support my work-life balance and well-being.								161		86		11		34		8		300

		I miss engaging with my colleagues in the workplace								7		14		30		155		94		300

		I feel fully supported when working at work								22		20		18		138		102		300

		I find working remotely a challenge								10		63		101		53		73		300

		I find it difficult to separate work from my personal life when working from home 								98		95		23		70		14		300

		Hybrid working practices make me more productive								69		79		5		82		65		300

		Working from home does not affect cross functional  communication and collaboration with my team								62		54		5		78		101		300

		Since hybrid working has been in place, I feel more connected to our company culture. 								8		178		3		39		72		300

		Working from home allows me to meet my targets								41		60		1		57		142		301

		I can easily access resources at home								47		100		6		35		112		300

		Working from home removes conflict								90		87		7		27		89		300

		I feel less stressed when away from the workplace								41		4		0		5		250		300

		I get the same amount of recognition about my work when working from home								70		69		2		71		88		300
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