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The below report critically evaluates Evidence-based practice (EBP) as a process used to inform decisions by practitioners in organisations. The aim of this report is to highlight the effectiveness of the process, as well as limitations, to guide practitioners to the best outcomes and solutions to business problems. The report will examine various methods adopted for business challenges, types of data available and the concept of critical thinking, with the aim of evaluating the benefits of its application in organisations. 
1.1
According to Waite, et al. (2021) Evidence based practice is the process of using reliable sources of information, to inform people practices. The idea of the practice is to move away from using gut instinct or a familiar method when deciding what solutions to implement. The process of evidence-based practice seeks to examine the best solution, using the best sources of data for the identified problem. Waite, et, al (2021) cited Barends, Rousseau and Briner (2014) p47 explain that it ‘’involves the use of multiple sources of scientific evidence and empirical research as a means of attaining knowledge’’.
There are six steps to EBP, as identified in Waite et all, (2021) they are outlined as Asking, acquiring, appraising, aggregating, applying and assessing. When assessing the asking stage, this is key because how you do it and what you need to ask, fields the success of the 5 steps that follow for EBP. The evidence-based podcast (Karen Plum, EBM: module 2) highlights the need to critically evaluate if there is a problem, i.e. compare against other areas and to scrutinise the question or problem that the organisation is seeking to resolve, doing so informs how thorough the sources of data and key findings will be, thus ensuring maximum effectiveness in finding solutions to the problem. 
When acquiring the evidence to determine which solution to choose to the business problem, looking for and finding suitable evidence is key. The more sources of data and the route by which the data is found is important in determining the validity, removing bias and ensuring that the best solution to the identified business problem, is reached. This can be seen by what Barends, Rousseau and Briner (2014) cited in Armstrong, M (2022) have determined that the organisation should use, they have suggested the use of four sources of data, Scientific evidence, organisational evidence, experiential evidence and stakeholder evidence to strengthen the information gathered to inform practices. 
Although the significance of evidence-based practice and its benefits have been explored by many researchers in Human Resource Management, the implementation of EBP has been examined by Carol Gill, (2018). The paper concludes a ‘’knowing’’ gap of the HR practitioner in being able to apply the evidence-based research in practice, a lack of knowledge by the practitioner and limitations to the literature available. It explores the power struggles between HR professionals and management in the ability for the evidence-based research to be applied as well as cost implications of doing so. 
However, although there may be a lack of knowing and a power struggle to adopt EBP, the benefits of adopting it to resolve business challenges and implement effective solutions, can be seen in practice through application of policies, reward structures, employee engagement and conditions of employment. (Waite, et, al. 2021)




1.2  
There are a range of methods that can be used to assess challenges in an organisation, one useful framework is the SWOT analysis, the method was first credited by Albert Humphrey in the 1960’s. SWOT: Strengths, Weaknesses, Opportunities and Threats is a concept of listing what they are and can inform the organsation of how to deal with challenges and find solutions.
Benefits of the SWOT framework, according to the CIPD.org factsheet (19th July, 2023) are noted for it’s simplicity, it helps frame the strengths and weaknesses of the organisation and encourages the development of strategic thinking. It can enhance the organisation by acting on future threats.
Some disadvantages are too much data being captured and the inability to prioritise what challenges to overcome, furthermore, the data may be biased when gathering the information, this has been evaluated by Coman and Ronen (2008), their paper identifies similar flaws of the SWOT analysis and they have presented a ‘’focused SWOT methodology’’ focusing on the strengths to help discover and diagnose the core competencies and problems of an organisation. 
Their framework consists of four steps; be concise, listing four – five items per list, weakness that are actionable and for the lists to be significant, capturing what can add value to the business whilst being authentic.  
Once a SWOT has been conducted a practitioner may wish to consider an appropriate analysis method. The data can be collected using qualitative and quantitative methods. If the organisation wanted to look at reasons for low performance, they could gather the data through Key Performance Indicators and speak to managers in the organisation to understand their thoughts. One method that could be used to gather that information is interviews. White et al, (2021) 
The feedback from interviews can add weight to what the data is highlighting, according to sociologygroup.com, (2019) interviews are flexible for the interviewees allowing them to talk openly about the reasons for low performance and the interviewer might get a better response rate. 
There are some limitations to using interviews, it can be time consuming and according to the sociologygroup.com (2019) an interview can cause biases and provides less anonymity in comparison to a survey for example. 










1.3. 
The CIPD podcast 154: Critical Thinking summarises three key points to consider if a practitioner is looking to think more critically, the ability to critic the ideas, problems and solutions. Secondly the ability to critic other people’s thoughts about problems and ideas for solutions, and thirdly the ability to critic your own thoughts and beliefs. This can be identified by the steps to take when applying evidence-based research.
When Human Resource (HM) practitioners use critical thinking, it’s important they understand the issue, use logic and separate between what is fact and opinion. There are several ways that critical thinking plays a role in life, business and its significance in evidence-based research. When analysing data or the business solutions the HR practitioner may want to carefully examine it and the ability to think critically can help when reviewing, removing biases and identifying any limitations to the suggestions made and determine if it supports or contradicts the original problem. Evidence-Based Management podcast, Module:2. 
One way of applying critical thinking in practice could be If an organisation wanted to establish what effect, Hybrid working had on the organisation. There might be some sections of the organisation assuming that Hybrid working was negatively impacting performance, and others assuming it was working well. Some may believe that working from home has negatively impacted the culture of the organisation or it could be a combination of several things.
The HR practitioner could speak to a variety of stakeholders and senior managers, scrutinise the data to see what effect there is on performance and meet with employees to gain more understanding. Critical thinking helps recognise and avoid common errors in reasoning, such as faulty assumptions. Evidence-Based Management podcast, Module:2.  In the example given above, the HR practitioner may wish to spend time with employees gathering information on their perspectives.  Critically evaluating the research and evidence, can identify gaps that will need investigating. Thus, leading to the generation of knowledge and new ideas that the organisation may wish to implement. They may conclude that hybrid working is successful overall and not impacting on performance but may want to consider increasing time spent in the office for new employees to get the best out of training. 












1.4 
According to www.mindtools.com ‘’The Six thinking hats concept was created by Edward de Bono, and is a way of investigating issues from a variety of perspectives, but in a clear and conflict-free way’’.  
The idea behind the model is to move away from typical behaviours seen when deciding what course of action to take to a business problem. The model seeks to explore six different ways of thinking to a problem. Once exploring all six hats there will be a good range of perspectives to the problem. The behaviours covered include, big picture thinking, creativity, positives, critical thinking, emotive and factual based arguments. The use of adopting these behaviours will hopefully achieve the desired outcome. 
In practical terms this model might be used if a HR department wanted to change its operating model to better align with the business strategy. This method could help to explore all perspectives, drawing on ideas with which to create new ways of working, consider risks of changing the current operating model and the positives of doing so. 
Another decision-making process is Best fit vs best practice, best fit is the concept of HR strategy linked to the environment of the business so it can be more efficient. In joining the HR strategy to that of the organisations will help inform better decisions, allocate resources and create competitive advantage, thus improving the overall performance of the business. If the HR department wanted to align its recruitment process to the business strategy, and enhancing technology was an objective, it may want to combine the expertise of the HR and recruitment department to ensure it was effectively selecting the right people to support the business objective. Best Fit and Best Practice Approaches in Strategic HRM - MBA Knowledge Base (mbaknol.com)
Best practice is what the organisation defines as best practice that influences the performance of the organisation resulting in employee engagement, higher performance and lower levels of absenteeism and attrition. Applying best practice can include employee involvement in the development of the business’ targets, rewarding achievement and offering employee learning and development opportunities. 
Action learning is another technique for decision making that may be used by the organisation, this theory brings together small groups of people from varying areas of the business to tackle challenges and create solutions to problems. The actionlearning.com websites highlight the benefits of this model in improving existing training programmes, employee development, implementing new strategy and embedding learning into an organisation. Supporting a consultative approach between individuals from different teams can bring about change, similarly with De Bono’s six-thinking hats, but when looking at limitations, both could be costly and time consuming for it to work in practice.







1.5 Ethics
The CIPD has explored ethical decision making and devised a framework to aid the application of philosophy in the workplace by its use of the eight ethical lenses. CIPD, (2015) The lenses help explain how ethics in the workplace can be defined as the moral code that guides the behaviours of employees with respect to what is right and wrong regarding conduct and decision making. It considers the employees’ best interest and the best interest of those impacted and includes the employees and the organisation. 
The Utilitarian theory in Human resource management is based on the principles of minimising harm and maximising overall welfare for the organisation and its stakeholders. According to this theory, HRM designs and actions should be guided by their positive net impact on the overall well-being and happiness of all those affected by them. Greenberg, J. (1990)
An example of this in practice in HR could be a company implementing a new performance evaluation system. The HR department may evaluate different systems and choose the one that, based on cost, implementation difficulty, and potential benefits, maximises overall utility for the organisation and its employees. The strengths of this are that it focuses on maximising overall welfare and achieving the greatest good for the greatest number of stakeholders.
Utilitarianism also emphasises the importance of Evidence based decision making, encouraging HR practitioners to consider data and research when choosing the best course of action. However, there is the potential for sacrificing individual rights or needs for the greater good of the organisation. Colquitt, et al. (2001) In the example above, the chosen performance evaluation system could prioritise overall productivity and performance without adequately considering the potential negative impact on individual employees’ well-being or work-life balance. 
Equity theory, developed by psychologist J. Stacy Adams in 1963, states that individuals seek fairness and equity in social exchanges. According to this theory, individuals compare their inputs (such as effort) and outcomes (such as salary) with those of others to determine if they are being treated fairly. Colquitt, et al. (2001) When evaluating compensation and reward systems, an organisation might use this theory to determine fair and equitable pay structures. Therefore, confirming the reliability of the theory based on it aligning with common human perceptions of fairness. 
On the contrary, it can be subjective in that the individual’s perception of fairness may not always align with objective reality. Factors like biases and subjective expectations can influence perception. Colquitt, et al. (2001)
Justice theory focuses on individuals’ perceptions of fairness in the workplace. It encompasses three dimensions: distributive justice, procedural justice and interactional justice. One practical application of justice theory in HR can be seen in the performance appraisal process. If performance evaluations are conducted fairly, organisations can enhance employee perception of procedural justice. This includes providing clear criteria, transparency, consistent evaluation methods and opportunities for employee input. This can result in higher employee satisfaction, trust and acceptance of appraisal outcomes. Bobocel & Rupp (2001)
This highlights the strengths by taking a comprehensive approach, considering multiple dimensions of fairness and providing a comprehensive framework for organisations to assess and address fairness perceptions. On the other hand, the strength might equally be the limitation due to the complexity of it, the various dimensions of justice theory can be challenging to measure and operationalise pragmatically. Bobocel & Rupp (2001)
3.1
Balance sheets and cash flow statements are two financial statements used to measure the financial performance of a business. They provide valuable insights into a company’s liquidity, solvency and overall financial health. They offer information on the companies’ financial position, liquidity and solvency (Hall, 2015) The main benefit is that it allows for the assessment of a company’s ability to meet its short-term obligations (liquidity) and long-term obligations (solvency). 
However, balance sheets have certain limitations, firstly, they provide information at a specific point in time therefore not reflecting fluctuations in financial performance (Hall, 2015) Additionally balance sheets rely on historical cost accounting, which may not accurately reflect the current value of certain assets or liabilities (Helfert, 2016). Therefore, balance sheet analysis should be complimented by other financial statements and ratios to provide the bigger picture of a company’s financial performance.
An example in practice of the balance sheet can be seen in the combined ratio in the Car Insurance sector. The combined ratio is made up of two parts, the expense ratio, which is all the money that is paid out to run the business such as wages and marketing and the loss-ratio which is the cost of settling claims. What remains from the cost of settling claims and paying expenses is profit and will impact the balance sheet. 
Cash flow statements provide insights into a company’s cash inflows and outflows over a specific period. They are divided into three sections: operating activities, investing activities and financing activities (Brigham et al., 2014). They are useful for assessing a company’s ability to generate cash from its core operations, finance investments in long-term asses, and meet its financing needs (Helfert, 2016) Positive cash flows indicate the ability of the company to generate cash from its core operations, whereas negative cash flows may be indicative of underlying issues. (Bodie et al., 2017). In contrast, positive cash flows from investing and financing activities suggest a company’s capacity to finance growth and manage its liabilities (Bringham et al., 2014) A limitation to the cash flow statements is that they do not provide insights into a company’s profitability as they focus solely on cash movements (Helfert, 2016) 
In contrast to financial measures of performance, Armstrong, M. (2022) highlights the importance of non-financial measures needing to be considered i.e., customer satisfaction, employee engagement and innovation.  The Balanced Scorecard (BSC) is a performance measurement framework that incorporates both financial and non-financial indicators to evaluate organisational performance. Kaplan and Norton, 1992). According to Ittner and Larcker, (2003) The strength of the BSC lies in its ability to provide a holistic view and align non-financial measures with overall business strategy. The holistic view enables organisations to measure performance from various angles and incorporate a balanced approach to decision-making. 
Key Performance Indicators (KPI’s) are metrics used to measure progress towards organisational goals. They are selected based on relevance to the organisation’s objectives i.e, customer satisfaction and employee productivity. However, Armstrong, M. (2022) highlights that not everything can be considered ‘’key’’ and typically the number used in an organisation should be between 6-12. 
An example of non-financial KPI’s could be the health and wellbeing policy of an organsation and what support is offered to promote this. Surveys such as the Great Places to Work survey can position a company and highlight the impact of fostering a good working environment, which in turn can help boost employee engagement and productivity. 
3.2
The role of the HR function is to support the overall business strategy using a variety of people practices, as outlined in Hutchinson, S. (2013). The knowledge and behaviours that the HR team adopt, which is underpinned by its ‘purpose’ in helping to support and deliver the practices, is highlighted in the Profession Map (CIPD factsheet Profession Map). 
According to Hutchinson, S. (2013) Assessing how that support is delivered depends on the structure of the organisation and has given rise to how the HR role can be categorised. Ulrich (1997) has developed the business partnering model to highlight this, a model widely adopted and based on three elements, HR shared services, HR centres of excellence and the HR business partner. 
This model highlights the support from HR in helping the business operate and contribute to the overall business strategy. The Ulrich model aims to improve efficiencies and deliver a more strategic role, with the aim of adding value. 
A method that might be adopted to measure the impact of people practices carried out by HR teams, can be seen in retention strategies. Taylor and Woodhams, (2022) highlight that a large amount of turnover ‘’occurs in the first six month of a new role’’. A HR team can plan an effective strategy that highlights the cost of the turnover with recommendations to help reduce it, whilst highlighting the return on investment of the strategy.  Adopting the Ulrich approach, the HR team can work with centres of excellence such as the recruitment and the learning and development teams by investing in effective induction training thus, ensuring employees remain in employment. Taylor and Woodhams, (2022)
Another method that could be adopted are employee surveys these can highlight concerns with employee satisfaction and identify a need for training and development they can inform the management and HR teams to initiate change, thus promoting higher levels of engagement and employee satisfaction which can be translated into a more productive workforce to help increase profitability. CIPD, Viewpoint, employee-voice. 














Section 2:
Figure 1: Percentage of each gender by type

The above chart highlights the split between three genders, males make up the largest proportion of gender at 53.85% and females making up 45.38% with 0.77% for non-binary. Caution must be taken when considering these numbers because depending on a person’s appetite to select their gender, they may have opted to choose Male or Female instead of non-binary if they didn’t feel comfortable this can result in the data not accurately highlighting the true gender of the organisation. 
The organisation may want to consider adding other genders to ensure inclusivity, as well as the option for ‘’prefer not to say’’ so the organisation understands how comfortable people are in declaring their gender, this can inform their diversity and inclusion initiatives to help promote inclusivity. 











Figure 2: Ethnicity as a percentage per team 
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This graph shows that across the eighteen teams White British is the prominent ethnicity, with the property team having the highest percentage at 37.69%. This highlights a lack of diversity in the organisation’s workforce and could lead to a lack of help for those who experience discrimination, bullying or harassment as well as a lack of innovation and restricted views in the workplace. 
The HR team may want to consider educating managers on the benefits of diversity, creating a diversity and inclusion policy with an employee consultation committee, creating mentorship programmes with senior leaders and reviewing the recruitment and selection process to allow for blind screening to minimise unconscious bias. 
The cost to do this should be minimal and can be educated through training videos or group sessions. The benefits can help improve overall employee satisfaction as it will educate and ensure inclusivity for all. 













Figure 3: Disability percentage as an organisational whole and by teams.


The organisation has 8.08% of its workforce who are known to have a disability with the remaining 91.92% not disabled. This could highlight a lack of inclusivity in the organisation and could mean that some employees have not declared their disability because they do not feel comfortable, resulting in employees feeling excluded. A lack of inclusivity can deter employees from wanting to apply to organisations and make current employees feel isolated. 
The organisation may want to consider the way it collects the information so that employees feel comfortable highlighting their disabilities, this can be gathered via medical forms or staff surveys. They may wish to create or update their diversity and inclusion policy and take a consultative approach by arranging employee consultation groups where they can suggest ways to improve it, such as what adjustments they need to help them at work. Training can be provided to managers to educate them on the importance of inclusion and supporting employees with disabilities. The time and cost to complete these should be minimal and will improve employee confidence resulting in higher levels of engagement and productivity. 







Figure 4: Salary difference across Genders


Figure four highlights that women are earning £88.12 more than men in this organisation, average salary for women is £31.900.30 and for men is £31.812.18. Typically, women tend to earn less than men due to the social pressures that influence the gender pay gap, i.e., taking time out to have a family and/or working part-time. It is positive to see that pay in this organisation is equal, however, this is only between two genders, there is a significant difference between the average salary paid to that of non-binary, the average salary for this group is £19.500.00 which is £12.400.00 less than what females are receiving and some £12.312.00 less than that of males. 
The impact of unfair pay can result in low levels of employee satisfaction and some groups feeling ostracised. The organisation may want to ask employees to complete surveys to gauge peoples understanding of the topic, support promotion and pay transparency, promote parental leave to all groups and improve their training and promotion of their diversity and inclusion policy. This will ensure inclusivity and improve employee satisfaction. 
E: Overall average salary paid by the organisation is £31.757.46










Table two


For analysing the above results, fully agree, Agree and not sure has been grouped together as positive and the percentage amounts are the total of those numbers combined. 62% of the total respondents enjoy working from home on some of the days, and 86% feel that hybrid practices support work life balance and well-being. This could support the fact that the respondents like having the option to work from home and the flexibility that comes with it. 
83% disagree with the statement of missing engaging with their colleagues, this could be due to an unhappy environment when working in the office as the question that relates to office conflict being removed was agreed by 61%.  However, not missing engaging with colleagues could also highlight that they feel connected whilst still working from home. 
Interestingly there may be a lack of support from management as 80% of the respondents disagreed to the statement around feeling supported. 66% disagree that working from home allows them to meet their targets and it was a 50/50 split between respondents feeling that they can easily access resources at home. This could indicate a lack of confidence in what they are doing due to a lack of support from management. 
Management may want to schedule more 1-2-1 catchups with employees and increase meetings on Microsoft teams to improve communication and enhance employee satisfaction. Training and development might be needed as it was highlighted that some felt they didn’t have the resources when working from home. Focus groups on ways to improve hybrid working can be effective and can ensure that everyone’s views are considered resulting in greater employee satisfaction and higher levels of performance. 
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Total Gender




Total	
Female	Male	Non-binary	0.45384615384615384	0.53846153846153844	7.6923076923076927E-3	








Total	Community Engagement and Partnerships	Customer Services	Finance	Green Spaces	Housing	Income Team	IT	Lettings	People Services	Property Team	Tenancy Team	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	Disabled	Not disabled	3.8461538461538464E-3	1.1538461538461539E-2	7.6923076923076927E-3	3.8461538461538464E-3	7.6923076923076927E-3	3.8461538461538464E-3	7.6923076923076927E-3	3.8461538461538464E-3	7.6923076923076927E-3	1.9230769230769232E-2	3.8461538461538464E-3	3.4615384615384617E-2	2.3076923076923078E-2	4.6153846153846156E-2	1.9230769230769232E-2	7.6923076923076927E-3	3.0769230769230771E-2	1.1538461538461539E-2	4.230769230769231E-2	6.1538461538461542E-2	6.9230769230769235E-2	2.6923076923076925E-2	3.4615384615384617E-2	1.5384615384615385E-2	3.4615384615384617E-2	0.36153846153846153	1.9230769230769232E-2	4.230769230769231E-2	3.8461538461538464E-2	













Average of Salary FTE	
Female	Male	Non-binary	31900.296610169491	31812.178571428572	19500	Count of Gender	
Female	Male	Non-binary	118	140	2	



Hybrid Working Survey 

I enjoy working from 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 home	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	I enjoy working from 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 home	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	I enjoy working from 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 home	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	Fully Agree	I enjoy working from 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 home	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	40	47	90	41	70	Agree	I enjoy working from 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 home	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 from 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 home	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 from 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 home	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 from 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 home	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	
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