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Introduction
Evidence-based practice (EBP) is needed in human resource management (HRM) that involves the use of many diverse sources of evidence to make informed and justified decisions. This report evaluates the concept of EBP, its application in HR, and explores relevant analysis tools and methods. Additionally, the principles of critical thinking, effective decision-making processes, ethical perspectives, and ways to measure organisational performance and the impact of people practices are discussed.
Evaluating Evidence Based Practice
Evidence-based practice involves making decisions through the conscientious, explicit, and judicious use of the best available evidence from multiple sources (Briner, Denyer, & Rousseau, 2009). These sources include scientific research, organisational data, professional expertise, and stakeholder perspectives. This approach ensures decisions are well-informed and aligned with organisational goals, thereby enhancing business performance (Armstrong, 2020, p. 15).
According to Rob Briner, evidence-based practice in HR involves using the best available evidence to make decisions about people practices. This includes not only academic research but also organisational data, professional judgment, and stakeholder perspectives (Briner, 2018).
In the field of Human Resource Management (HRM), contrasting theories such as Taylorism and Humanism offer different approaches to managing people in organisations. Taylorism, also known as scientific management, focuses on effective productivity through standardised work processes. In contrast, Humanism emphasises employee well-being, motivation, and development. (CH 4 Scientific Management, HTTP: Accessed,15th June 2024)
Relevance to HR Professionals 
1. Improved Decision-Making: EBP reduces errors by relying on high-quality evidence, leading to more reliable HR practices (Taylor, 2020, p. 47).
2.  Credibility: Decisions backed by robust evidence increase the credibility of HR within the organisation, fostering trust and cooperation (Marchington et al., 2016, p. 88).
3. Better Outcomes: EBP in recruitment, development, and performance management leads to higher quality hires and reduced turnover (Bratton & Gold, 2017, p. 123).
4. Strategic Alignment: Ensuring HR practices are aligned with organisational goals supports long-term objectives and competitiveness (Rees & Smith, 2017, p. 65).

Analysis Tools & Methods in HR
To diagnose issues and recognise opportunities, HR professionals use various analysis tools and methods. Some commonly used tools include SWOT Analysis (Strengths, Weaknesses, Opportunities, and Threats), PESTLE Analysis (Political, Economic, Social, Technological, Legal, and Environmental factors), and methods such as Regression Analysis and Predictive Analytics.
Predictive Analytics 
Predictive analytics uses historical data to predict future outcomes. In HR, it can forecast employee turnover, identify factors leading to high performance, and improve workforce planning (Torrington, Hall, & Taylor, 2020, p. 102).
For example, predictive analytics can analyse employee data to identify those at risk of leaving, allowing HR to proactively address retention issues. This method helps in making data-driven decisions to improve employee satisfaction and retention rates. By analysing patterns such as tenure, performance reviews, and engagement scores, HR can implement targeted interventions to reduce potential high employment turnover risks.
Predictive analytics also supports workforce planning by anticipating future hiring needs based on projected business growth and retirements. This allows HR to align recruitment strategies with business objectives, ensuring the right talent is available when needed.
Other Analysis tools & Methods 	
1. SWOT Analysis: Evaluates internal strengths and weaknesses, and external opportunities and threats. This helps HR identify areas for improvement and opportunities.
2. PESTLE Analysis: Assesses external factors that impact the organisation. This is useful for understanding the broader context adapting strategies.
3. Regression Analysis: Identifies relationships between variables. For instance, analysing the impact of training programs on employee performance can help HR allocate the relevant resources more effectively.
4. Interviews: Collect in-depth information from employees or stakeholders. Interviews provide qualitative data and insights that might not be captured through surveys.
5. Observations: Involves watching employees perform their tasks to gather data on workflows, processes, and interactions. This method helps identify practical issues and areas for improvement.
6. Job Analysis Questionnaires: Structured surveys used to gather information about job roles, responsibilities, and requirements. These are essential for creating accurate job descriptions and identifying training needs.
7. Work Sampling: Involves analysing a representative sample of work activities to understand how time is allocated across tasks. This method is useful for identifying inefficiencies and areas for productivity improvement.
8. Examination of Organisations: Involves comparing an organisation’s practices and performance metrics with industry standards and best practices. This benchmarking helps identify areas where the organisation can improve.
9. Comparison with Sector Metrics: Uses industry benchmarks to evaluate an organisation’s performance relative to its peers. This helps in setting realistic goals and identifying best practices to adopt.

[bookmark: _Hlk171264874]Evidence based practice in Human Resources involves making decisions based on the best evidence available for various sources to improve an organisations performance. One analysis tool which can be used in an organisation to diagnose and reduce futures challenges are surveys. Bryman et al (2018) depict surveys a useful research tool to find answers to specific questions. It is an inexpensive method and can return a faster response than interviews as the person completing the survey can complete them in their own time. Surveys can be used to gather information to have a better understanding of the strengths and weaknesses within departments and to gain an overall view of employee satisfaction. However, there are disadvantages with quantitative surveys such as not allowing the researcher to ask more questions to gain further insight to the questions they have. Questions on surveys are typically not as detailed as the researcher might need them to be. If the questions were more complex, the response rates might be lower. (Taylor & Woodhams, 2022, p. 128)
Based on this analysis, surveys are a useful tool to gain insight into individual experiences within the organisations and if they are successful, they can help to provide numerical data which can help when making future decisions.
SWOT Analysis can be used as an effective method to gather information such as qualitative and quantitative organisational data such as employee feedback and current market conditions. This information can then be used to evaluate staff retention rates, time it takes for training to be completed and employment satisfaction surveys which can highlight strengths.
It can identify weaknesses, such as high turnover rates, poor employee development programs, and the need to update HR technology. The strategies used to identify these weaknesses could be introducing exit interviews to gain employee feedback.
Opportunities can be identified by tracking market trends such as remote working, advancements in HR Software and adhering to changing workforce laws that favour employee rights. By studying industry reports, analysing the data, and attending HR conferences, an organisation can benchmark against competitors.
It monitors Threats due to economic downturns and competitive job markets by conducting risk assessments.
 SWOT provides a broad overview of organisations based on internal and external factors, it is easy to understand and can be applied to various contexts. It helps with HR strategies with goals set by organisations to identify concerns. 
On the other hand, the quality of the data depends on who is conducting the report and can introduce bias. SWOT provides only a snapshot of time and may not capture any environmental changes within the organisation. Moreover, SWOT lacks depth in quantitative analysis and can limit the effectiveness in data-driven decision making.
An organisation facing high staff turnover could use SWOT analysis to:
· Identify strengths: Strong leadership, a robust onboarding process and training scheme and regular mentorship.
· Identify weaknesses: High turnover of staff due to lack of career opportunities.
· Identify opportunities: Introducing better training, systems, and interaction with staff.
· Identify Threats: Competitive markets, pay working conditions and economic uncertainty.
Based on this analysis, the organisation could use SWOT to help develop strategies to improve staff retention, such as introducing a career development program and by investing in better new training programs.


Six Steps to Evidence Based Decision Making 
According to the CIPD, (CIPD, 2022)   evidence-based decision-making involves six key steps:
1. Asking: the right questions to address specific HR issues. This involves identifying the problem clearly and determining what information is needed to solve it.
2. Acquiring: relevant data from various sources such as research studies, organisational records, and expert opinions.
3. Appraising: and evaluating the quality and relevance of the evidence. This step ensures that the data used for decision-making is reliable and valid.
4. Aggregating: Combining evidence from various sources to get a comprehensive understanding. This involves gathering data to draw meaningful conclusions.
5. Applying: Using the aggregated evidence to make informed decisions. This step involves implementing the best solutions based on the evidence collected.
6. Assessing: Evaluating the outcomes of the decision to ensure it achieved the desired results. This involves monitoring and reviewing the impact of the decision on organisational performance and adjusting if necessary.
These steps ensure a systematic approach to decision-making, minimising biases and enhancing the effectiveness of HR practices (Taylor & Woodhams, 2016, p. 211).
Principles of Critical Thinking 
Critical thinking involves analysing and evaluating evidence before forming a judgment. Key principles include clarity, accuracy, precision, relevance, depth, breadth, logic, significance, and fairness (Cottrell, 2017, p. 33).
Application in HR
Workshops are an excellent method to incorporate into HR. By practicing activities such as debates, and case study analysis, they can help to enhance critical thinking. These activities encouraged us to question assumptions, consider multiple perspectives, and evaluate the quality of evidence. Applying these principles helps assess HR policies objectively, ensuring decisions are rational and evidence based.
For instance, when evaluating a new HR policy, critical thinking involves questioning the assumptions behind the policy, examining the evidence supporting its effectiveness, and considering potential unintended consequences. This rigorous evaluation process helps ensure that policies are well-founded and likely to achieve their intended outcomes.
Decision Making Processes
Effective decision-making processes are essential for achieving desired outcomes in HR. Three key processes include Best Fit, Problem Outcomes, and De Bono’s Six Thinking Hats.
1. Best Fit: Aligning HR practices with organisational context and culture. For example, customising recruitment strategies to fit organisational culture improves candidate suitability. This approach recognises that what works in one organisation may not work in another, and tailors HR practices to the specific needs and characteristics of the organisation.
For example, a company with a strong emphasis on innovation might prioritise recruiting candidates with creative critical thinking skills and an entrepreneurial mindset. This alignment ensures that new hires are well-suited to the organisational culture and more likely to succeed in their roles.
2. Problem Outcomes: Focusing on solutions that address specific problems. Identifying the root causes of high turnover and developing targeted retention strategies. This approach emphasises understanding the underlying issues driving HR challenges and designing interventions that directly address these issues.
For instance, if exit interviews reveal that employees are leaving due to a lack of career development opportunities, HR can develop programs to enhance internal mobility and provide more robust career development support. This targeted approach is more likely to effectively reduce turnover than generic retention initiatives.
3. De Bono’s Six Thinking Hats: A structured approach to thinking from different perspectives. This method encourages comprehensive analysis and creative solutions (De Bono, 1985, p. 56).
· White Hat: Focus on available data and facts.
· Red Hat: Consider emotions and intuition.
· Black Hat: Evaluate potential risks and downsides.
· Yellow Hat: Identify benefits and positive outcomes.
· Green Hat: Explore creative solutions and alternatives.
· Blue Hat: Manage the thinking process and ensure a balanced approach.
By systematically exploring a problem from these different perspectives, HR can develop well-rounded solutions that address both the logical and emotional aspects of decision-making.

Ethical Decision Making 
Understanding different ethical perspectives is vital for informed moral decision-making:
1. Honesty: Being transparent in communication and actions builds trust and integrity. Honesty in HR practices, such as clear communication about job roles and expectations, helps build a culture of trust and openness.
2. Equality: Ensuring fair treatment and opportunities for all employees promotes a positive work environment. For instance, by introducing fair recruitment practices that avoid bias ensures that all candidates have an equal opportunity to succeed.
3. Ethical: Making decisions that reflect moral principles enhances organisational reputation and compliance. Ethical decision-making in HR involves considering the broader impact of HR policies and practices on employees and society.
For example, when designing a diversity and inclusion program, HR must consider the ethical implications of their actions. Ensuring that all employees have equal access to opportunities and that the program fosters a genuinely inclusive environment is crucial. This involves not only meeting legal requirements but also promoting a culture of respect and fairness.
Utilitarianism Theory is an ethical theory that promotes a happy work force. This approach would involve decisions that benefits the greatest number of employees.
Utilitarianism supports a merit-based reward system and implements bonuses and promotions offered to the employees who contribute to the organisations success. This encourages productivity and boosts employee happiness. Moreover, by introducing training and development programs that support the majority and by offering flexible working arrangements can improve work-life balance and further improving job satisfaction and productivity. When it comes to conflicts within the workplace, Utilitarianism would help guide HR to make choices that would benefit the organisation even if it might not be the best outcome for all. Overall, it promotes the greatest good for the majority and encourages practices that enhance employee wellbeing and productivity. On the other hand, it is in danger of overlooking the rights and wellbeing of individuals it does not work for and can lead to ethical issues that could lead to disgruntled employees. (CIPD) 
Eight Ethical Lenses
1) Fairness – Ensuring decisions are fair and agreed upon by all.
2) Markets- Rewarding hard work and talent.
3) Democracy – Promoting equality in decision making processes.
4) Well-being – Ensuring policies and practices are beneficial for employee’s well-being.
5) Rights and Duties – Respecting and not violating workers’ rights.
6) Character – appealing to new potential candidates and current staff.
7) Handing Down – Making ethical decisions.

Based on the Summary of Eight Ethical Lenses (CIPD, 2015) Utilitarianism promotes choices that would benefit the workforce leading to a happy majority and a productive organisation.

Deontological Theory founded by Immanuel Kant and based on CIPD’S character lens – that each of us should work to develop the best ethical character for our roles. It promotes courage, honesty, and loyalty. It focuses on rules, duties, and obligations. In HR, this theory involves decision making based on ethical principles and company policies.
Deontological theory ensures fair and equal treatment for all employees and is non-discriminative and follows a strict ethical recruitment practice with policies in place, upholding a strong code of conduct and applied fairly to all employees. This ensures fairness and equality and builds trusting relationships. On the other hand, they can be rigid and not flexible and may not always lead to overall happiness or efficiency within the team.

Eight Ethical Lenses
1) Fairness – Ensuring all decisions are fair.
2) Merit – Rewarding based on hard work and talent.
3) Markets – Ensuring salaries are in line with market standards.
4) Democracy – Promoting equality in policies.
5) Well-being – Ensuring Policies support employee well-being.
6) Rights and Duties – Adhering to workers’ rights and responsibilities. 
7) Character – Making decisions based on ethical standards.
8) Handing Down – Providing clear and correct information.
Based on the Summary of Eight Ethical Lenses (CIPD, 2015) Deontology promotes a clear set of rules and guidelines, and encourages a positive workforce leading to a happy majority and a productive organisation

Equality Theory promotes fair and equitable treatment of all employees, ensuring equal opportunities and resources for success. To apply this theory to HR practices, an organisation must ensure fair pay and equal access to benefits for all employees. They must also provide a clear development plan, encourage diversity in leadership, and develop policies that provide and inclusive culture with training on unconscious bias. By promoting equality and diversity, ensures a fair and just work environment which improves employee morale and reduces turnover. However, true equality can be challenging to achieve which may lead to conflicts if seen as providing preferential treatment.
Eight Ethical Lenses
1) Fairness – Ensuring fair and equitable treatment.
2) Merit – Rewarding hard work and talent fairly.
3) Markey – Setting salaries based on market standards.
4) Democracy – Ensuring equal participation in decision-making.
5) Well-Being – Promoting policies that enhance well-being.
6) Rights & Duties – Ensuring workers’ rights are protected.
7) Character – Upholding ethical decision-making.
8) Handing Down – Providing accurate and transparent information
Based on the eight ethical lenses (CIPD, 2015) The Ethical Theory promotes fairness and equality to encourage a more inclusive culture.

Each ethical theory provides unique perspectives and guidelines for HR practices:

· Utilitarianism – Focuses on maximising overall happiness and utility, making decisions that benefit the majority.

· Deontological Theory – Emphasises following rules, policies, and consistency to ethical principles.


· Equality Theory – Ensures fair and equitable treatment for all employees promoting equal opportunities and an inclusive culture.

By integrating these theories into HR practices, organisations can navigate ethical problems and create a more inclusive and productive work environment.
.




The Taylorism theory was designed by Frederick Winslow Taylor in the early part of the 20th century, according to Winslow Taylor, Taylorism helps to improve economic efficiency and labour productivity. 
Its key concept is to standardising work processes by breaking tasks down into smaller and more manageable steps to find the most effective way to complete them. 
Secondly, by hiring the best people for the job based on their skills and ability and to enhance their performance by providing excellent quality training. 
Next, is the management-worker separation. 
This theory is based on managers planning and organising task, while workers execute the task under supervision. This creates financial incentives to motivate higher productivity. 
 

Advantages and Disadvantages to this theory, they are:
· Advantages: Increased efficiency, predictability, and control over work processes.
· Disadvantages: Dehumanisation of workers, lack of flexibility, high turnover, and absenteeism.
On the other hand, there is Humanism. This theory focuses on the holistic development and well-being of employees. 
The key principles involved in Humanism are, firstly, the wellbeing of the employee. Implementing policies such as work-life balance can help employees balance home lives and professional development. Health and safety policies to ensure a safe work environment. 
Secondly, motivation and employee engagement by creating recognition for work which creates engagement and encourages commitment to the organisation. 
Next comes a robust training and development program for continuous improvement leading to career progression within the organisation.
 And lastly, employee participation to empower employees to make decisions and feel included with structured feedback and open communication. 
Again, there are Advantages and Disadvantages to the humanist approach:
· Advantages: Higher job satisfaction, innovation, creativity, and retention.
· Disadvantages: Implementation challenges, potential for reduced efficiency, and complexity in managing diverse needs.
Comparing Taylorism v Humanism approaches for the purpose of HR Management
Focus:
· Taylorism: Efficiency and productivity through standardised processes.
· Humanism: Employee well-being and development.
Management Approach:
· Taylorism: Centralised control with a clear management-worker separation.
· Humanism: Decentralised and participatory approach, encouraging employee involvement.
Motivation:
· Taylorism: Extrinsic motivation through financial incentives.
· Humanism: Intrinsic motivation through meaningful work and personal growth.
Flexibility:
· Taylorism: Rigid, standardised processes.
· Humanism: Flexible, adaptive approach valuing employee input
Both Taylorism and Humanism offer valuable insights for HRM. Taylorism drives productivity through efficiency and control, suitable for tasks requiring standardisation. However, its dehumanising aspects can lead to dissatisfaction. 
Humanism, on the other hand, fosters a supportive environment that enhances job satisfaction, innovation, and retention. Balancing these approaches can help organisations optimise both efficiency and employee well-being, leading to sustainable success. (Taylor, Woodhams, p.14-15)

Measuring Organisational Performance 
Organisations measure performance using both financial and non-financial metrics.
Financial Performance – Cash Flow 
Cash flow analysis tracks the inflow and outflow of cash, ensuring liquidity and financial health. Regular monitoring helps find trends and make informed financial decisions (Rees & Smith, 2017, p. 159).
For Example, analysing cash flow can help an organisation understand its financial position and plan for future investments. Positive cash flow shows that the company can cover its expenses and invest in growth opportunities, while negative cash flow may signal financial difficulties that need to be addressed.
Non-Financial Performance – Productivity
Productivity patterns assess the efficiency of workforce output compared to input. This can be measured through performance evaluations, output data, and employee engagement surveys. High productivity shows effective HR practices and contributes to organisational success.
For example, tracking the productivity of different departments can reveal areas where performance is low. HR can then investigate the causes and implement strategies to improve productivity, such as improved training programs or process improvements.
Additional Performance measures
1. Employee Engagement: Measuring employee engagement through surveys helps HR understand how connected employees feel to their work and the organisation. High engagement levels are associated with higher productivity and lower turnover.

2. Customer Satisfaction: Tracking customer satisfaction scores provides insights into how well the organisation meets customer needs. This can be linked to employee performance and used to find areas for improvement.

3. Innovation Metrics: Measuring the number of innovative ideas generated, patents filed, or new products launched can help assess the organisation's innovation capability. This is particularly important for companies that compete on innovation and need to continually develop new products and services.
Adding Value through People Practices 
People practices add value by improving employee engagement, satisfaction, and performance. 
Two methods to measure this impact include:
1. Cost-Benefit Analysis: Evaluates the financial return of HR initiatives compared to their cost. For example, analysing the return on investment of a training program by comparing the costs with productivity improvements (Armstrong, 2020, p. 231).
2. Return on Investment (ROI): Measures the profitability of HR investments. For instance, calculating the ROI of employee wellness programs by comparing health-related cost savings to program expenses.

For instance, conducting a cost-benefit analysis of a new training program involves calculating the total cost of the program, including productivity, and reduced turnover. If the benefits outweigh the costs, the program is considered a worthwhile investment.
Similarly, calculating the ROI of wellness programs includes assessing health-related savings from reduced absenteeism and healthcare costs. Positive ROI shows that the program is beneficial for both employees and the organisation.
Evidence-based practice is crucial in HR for making informed and effective decisions. By integrating various sources of evidence, HR professionals can enhance decision-making, credibility, and outcomes. Utilising tools like predictive analytics and adhering to critical thinking principles ensures decisions are rational and objective. Additionally, understanding ethical perspectives and implementing robust performance measurement methods contribute to overall organisational success. Embracing evidence-based practice adds significant value to people practices and organisational performance. 









Section 2 – Qualitative and Quantitative Analysis Review 
Table 1 – Equality, Diversity, and Inclusion Salary Data

a) percentage of each gender by type.



Visualisation of Gender Distribution per Team

Pie Chart 
The pie chart provides a visual representation of the proportion of each gender within the organisation. It shows that:
· 53.85% of the employees are Male.
· 45.38% of the employees are Female.
· 0.77% of the employees are non-binary.
Based on the gender distribution data, it suggests that:
1. Gender Diversity is balances between both Male and Female employees. 
2. Inclusion Support: with non-binary individuals representing 0.77%, the organisation should consider policies and practices that promote inclusion and support for non-binary employees. This could include the introduction of gender-neutral facilities, inclusive Language, and diversity training.
3. Regular Monitoring and reporting gender distribution to track progress can identify areas form improvement by helping to maintain transparency and accountability regarding diversity.
4. Introducing Diversity Programs into the recruitment process, retraining current employees and promoting a diverse workforce can help to improve inclusivity in an organisation.
5. Encourage feedback from Employees about their experiences and perceptions relating to diversity and inclusion can provide valuable information for making informed decisions and improvements.

b) ethnicity as a percentage per team.


i) Bar Graph 


















ii) Stacked Bar Graph




Visualisation of Ethnicity Distribution per Team

Bar Graph – The bar graph shows the distribution of each ethnicity within different teams. Each bar represents a team, with separate bars for each ethnicity within the team.
Stacked Bar Graph – The stacked bar graph provides a more comprehensive view of the overall structure of each team by stacking the percentages of each ethnicity. This allows for a clearer comparison of diversity across all teams.
Based on the ethnicity distribution and graphs, this organisation has numerous teams that have limited or no representation of certain ethnic groups. Introducing initiatives to attract a more diverse applicant can help to improve this data.
1. Introducing mentorship and support programs would help to support a more inclusive workforce.
2. Conducting regular audits to monitor diversity within teams and tracking progress over time can help to identify areas needing attention regarding diversity and inclusion.
3. Training programs for employees to raise awareness about the importance of diversity and inclusion can create a more supportive and inclusive environment.

4. Reviewing and updating recruitment practices to ensure that recruitment practices are inclusive and free of bias. This can include using a diverse interview panel and standardise evaluation criteria.
5. Employee resource groups for different ethnicities to provide a platform for employees to share experiences and provide a supportive team network.
By focusing on these areas, the organisation can enhance its diversity and inclusion efforts leading to a more balanced workforce.




c) disability percentage as an organisational whole and by teams. 

i) Disability per team





ii) Disability per Organisation



	Count of Role
	Column Labels
	
	

	Row Labels
	Disabled
	Not disabled
	Grand Total

	Business Services
	0.00%
	3.46%
	3.46%

	Community Engagement and Partnerships
	0.38%
	2.31%
	2.69%

	Customer Services
	1.15%
	4.62%
	5.77%

	Directors
	0.00%
	1.92%
	1.92%

	Facilities
	0.00%
	0.77%
	0.77%

	Finance
	0.77%
	3.08%
	3.85%

	Governance
	0.00%
	1.15%
	1.15%

	Green Spaces
	0.38%
	4.23%
	4.62%

	Housing
	0.77%
	6.15%
	6.92%

	Income Team
	0.38%
	6.92%
	7.31%

	IT
	0.77%
	2.69%
	3.46%

	Lettings
	0.38%
	3.46%
	3.85%

	Marketing
	0.00%
	1.54%
	1.54%

	People Services
	0.77%
	3.46%
	4.23%

	Property Team
	1.92%
	36.15%
	38.08%

	Regeneration
	0.00%
	1.92%
	1.92%

	Supported Housing
	0.00%
	4.23%
	4.23%

	Tenancy Team
	0.38%
	3.85%
	4.23%

	Grand Total
	8.08%
	91.92%
	100.00%



Visualisation of Disability Distribution per Team and Organisation

Bar Graph - The bar chart shows the percentage of disabled and not disabled employees within each team. Each bar represents a team, with separate bars for disabled and not disabled employees.
The stacked bar graph - provides a view of the overall composition of each team by stacking the percentages of disabled and not disabled employees. This allows for a clear comparison of the disability representation across different team’s organisation.
The Pivot Table – Provides the overall data in percentage for an overall view of disabled and not disabled employees to provide the statistics.
Based on the disability distribution within the organisation, these improvements could be introduced:
1.Accommdations, adaptions to the workplace and providing support programs to make the work environment more accessible and inclusive for disabled employees.
2.Raising awareness and provide training on disability and inclusion to foster a more understanding and work culture.
3. Conducting regular reviews, surveys, and audits to monitor the representation and satisfaction of disabled employees which can then be used for company policies and procedures.
4. Reviewing and updating recruitment practices to ensure they are inclusive of candidates with disabilities. This could include an updated application processes and accommodations during interviews.
5. Introducing employee resource groups for inclusivity and support.
6. Providing a mental health resources and support system to ensure employees know how and where to access support if needed.
By focusing on these areas, the organisation can enhance its efforts in supporting disabled employees and fostering an inclusive and diverse workplace.








d) Salary Across Genders and overall salary paid by the organisation.

i) Salary across Genders 


	Salary FTE
	(All)

	
	

	Row Labels
	Sum of Salary FTE

	Female
	 £      3,764,235.00 

	Male
	 £      4,453,705.00 

	Non-binary
	 £            39,000.00 

	Grand Total
	 £      8,256,940.00 


















ii)Overall salary paid by the organisation.


	Salary FTE

	

	Sum of Salary FTE

	 £     8,256,940.00 



ii) Average Salary 


	Row Labels
	Average of Salary FTE2

	Female
	 £                     31,900.30 

	Male
	 £                     31,812.18 

	Non-binary
	 £                     19,500.00 

	Grand Total
	 £                     31,757.46 




Analysis of Data
1.Female vs. Male – The total salary for females is slightly lower than that for males. This could be due to a variety of factors such as the number of employees, their work roles and pay differences.
-  Female Total Salary is £3764,235 but averaged to £31,900.30.
-  Male Total Salary is £4453.705.00 averaged to £31812.18. 
2. Non-binary Total Salary – The total salary for non-binary individuals is significantly lower, Indicating wither fewer employees or lower paid employees
- Non-binary total salary is £39,000.00 giving an average of £19,500.00
The overall grand total of all salaries paid by the organisation is £8,256,940.00.
On average, there is slight difference between Male and Female salaries. However, the non-binary average is going to be significantly lower due to the fact there are only two people working for the organisation and both at entry level so unless one of the employees were promoted to a more senior position, the average cannot be compared and taken into consideration when analysing this data.

Recommendations for improvement 
1.Conduct a thorough pay review analysis to ensure there is no gender-based pay disparity and implement corrective action if any are found.
2. Enhance recruitment and support around non-binary individuals to ensure equitable pay structures.
3. Regular monitoring by establishing an audit routine of salary data across different genders to ensure pay equity within the organisation.
By addressing these areas, the organisation can promote a fair and equal work environment for all employees.









AC 2.1: Table 2 – Feedback scores from a recent employee survey on hybrid working practices. 
After analysing the data from Table 2, the data summary and key insights from the survey are as follows:
1. I enjoy working from home on some days of the week:
· Fully Agree (1): 112
· Agree (2): 57
· Not Sure (3): 19
· Disagree (4): 94
· Strongly Disagree (5): 18

Insight: Most employees enjoy working from home on some days, with a sizeable portion (169) expressing positive sentiments.
2. Hybrid working practices support my work-life balance and well-being:
· Fully Agree (1): 161
· Agree (2): 86
· Not Sure (3): 11
· Disagree (4): 34
· Strongly Disagree (5): 8

Insight: A majority feel that hybrid working supports their work-life balance, with very few disagreeing.
3. I miss engaging with my colleagues in the workplace:
· Fully Agree (1): 7
· Agree (2): 14
· Not Sure (3): 30
· Disagree (4): 155
· Strongly Disagree (5): 94
Insight: Many employees miss engaging with colleagues, indicating a need for better remote engagement strategies.


4. I feel fully supported when working at home:
· Fully Agree (1): 22
· Agree (2): 20
· Not Sure (3): 18
· Disagree (4): 138
· Strongly Disagree (5): 102
Insight: Many employees feel unsupported when working from home, highlighting an area for improvement.
5. I feel less stressed when away from the workplace:
· Fully Agree (1): 41
· Agree (2): 4
· Not Sure (3): 0
· Disagree (4): 5
· Strongly Disagree (5): 250
Insight: A considerable number of employees feel more stressed when away from the workplace, indicating high stress levels associated with remote work.


Visualisation and Presentation:
· Bar Charts: Create bar charts for each statement to show the distribution of responses.
· Pie Charts: Use pie charts to represent overall positive (Fully Agree + Agree) vs. negative (Disagree + Strongly Disagree) sentiments for each statement.
Key Findings:
· Positive Findings:
· Hybrid working supports work-life balance (247 positive responses).
· Enjoy working from home on some days (169 positive responses).

· Negative Findings:
· Feeling unsupported when working from home (240 negative responses).
· High stress levels when away from the workplace (255 negative responses).
· Support for Work-Life Balance:
· Bar chart showing a high number of "Fully Agree" and "Agree" responses.
· Feeling Supported at Home:
· Bar chart highlighting the high number of "Disagree" and "Strongly Disagree" responses.
· Bar chart highlighting the high number of "Disagree" and "Strongly Disagree" responses.
Making Recommendations 
Evaluations & Recommendations 
1. Support Systems:
· Finding: Many employees feel unsupported when working from home.
· Recommendation: Implement regular check-ins, provide virtual support groups, and ensure managers are trained to support remote teams effectively.
· Benefits: Improved employee satisfaction and reduced feelings of isolation.
· Risks: Potential costs for training and support resources.
· Financial Implications: Initial investment in support systems but potential long-term gains through higher productivity and retention.
2. Stress Management:
· Finding: Elevated levels of stress when away from the workplace.
· Recommendation: Introduce stress management programs, offer resources for mental health support, and encourage regular breaks and flexible working hours.
· Benefits: Reduced stress levels, better mental health, and higher overall productivity.
· Risks: Costs associated with implementing innovative programs.
· Financial Implications: Investing in employee well-being can lead to lower absenteeism and higher engagement.
3. Improved Communication Tools:
· Finding: Employees miss engaging with colleagues.
· Recommendation: Invest in advanced communication and collaboration tools to facilitate better interaction among remote teams.
· Benefits: Enhanced team collaboration, better communication, and reduced feelings of isolation.
· Risks: Financial cost of new tools and the learning curve associated with them.
· Financial Implications: Upfront costs for tools but potential for improved teamwork and productivity.

By analysing the provided data, we can draw meaningful insights into employee thoughts regarding hybrid working practices. Presenting these findings visually will help stakeholders to understand the key issues and positive aspects. Finally, making justified recommendations with a clear evaluation of benefits, risks, and financial implications ensures that stakeholders can make informed decisions to improve employee experiences and outcomes.
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