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Introduction
The following report will be outlining the approaches to using Evidence-Based Practice in the workplace to gain insights into people practices to further improve business performance. Using practical examples and research, the reader of this report will understand how Evidence-Based Practices can be used to improve performance by using effective decision making and critical thinking skills to apply in the workplace. It also drawers upon the effectiveness of using different analysis methods and tools to diagnose challenges in the workplace and how to overcome these. The overall theme of this report is to establish that Evidence Based Practice add value to an organisation.

Evidence Based Practice (AC 1.1)
The concept of Evidence-Based Practice (EBP) originated in the medicinal field and has been adapted into Human Resource Management (HRM), specifically into being the basis of strategic decision-making. Evidence Based Practice (EBP) involves making decisions through conscientious, explicit, and judicious evidence to come to a favourable outcome (Briner et al 2017). 
Many professionals base their decisions on their sole personal judgement, but the implications of getting decisions wrong could be detrimental (Waite et al, 2021). This could potentially be risky and have financial implications for the business. Decisions in HRM need to be more evidence based and not based on blind faith (Rousseau, 2011; Rosseau, 2006). Our personal thoughts and experiences can influence evidence obtained, such as heuristics biases that accept the evidence that supports our purpose, affecting the validity and interpretation of the evidence. Using EBP can enable for a more objective decision-making process that isn’t swayed by internal and external influences, such as fads and trends.
A misconception of an EBP approach to decision making is that it is based solely on statistical information and isn’t a well-rounded approach. However, EBP uses the best available evidence from multiple sources to optimise decision-making and critical thinking. According to Barrends et al (2014) there are four sources of research to be considered prior to the decision-making process - scientific literature, valid organisational data, practitioner’s judgment, and concerns of affected stakeholders. It is important to critically appraise the evidence gained by using the following six steps: Asking, Acquiring, Appraising, Aggregating, Applying and Assessing (CIPD, 2016). This ensures for more reliable and factual evidence to base decisions on that is tailored to the organisation’s purpose. 
There is a vast amount of evidence that is readily available and a problem that could occur whilst using EBP is that there is too much and that it is written by academics – making it hard for managers to decipher and utilise (Armstrong & Taylor, 2020). With the assistance of the HR team to extract specific data the EBP can be used to improve business performance based on previously researched successful examples instead of a ‘hunch’ such as setting new strategies based on benchmarking data to improve performance.
It is important for organisations to understand the importance of using EBP when decision-making so that they can develop their own knowledge and expand upon previous knowledge in their field. Professionals will be more equipped to make factual and objective based decisions which will provide successful outcomes – based on previous research.

Analysis Tools and Methods (AC 1.2)
SWOT is a business analysis tool that focuses on a business’ strengths, weaknesses, opportunities, and threats to understand key factors to achieve an objective and it creates the basis of a strategic plan (CIPD, 2023). The information gained from a SWOT analysis can help managers to implement procedures to aid their decision making (Agarwal et al, 2012). SWOT is one of the most widely used management tools in the UK and in established business such as Ikea (Gunn & Williams, 2007; Wu, 2020).
SWOT is a simple and successful way to make decisions, compared to more complex analysis tools such as PESTLE and Porter’s Five Forces (Kaschner, 2017). Although its simplistic nature, it can scale up or down and requires the teams’ strategic critical thinking so that core problems can be understood and improved (CIPD, 2023). The SWOT analysis emphasises mostly on internal actions that can be taken whereas other tools look at more impactful external influences (Jadan et al, 2020). For a SWOT analysis to be more effective, it is suggested that it is combined with another analysis tool as it focuses more on the internal factors whereas others focus on external factors such as PESTLE and Porter’s Five Forces (Dyson 2004; Adem et al, 2018). A SWOT analysis should be repeated to stay current and up to date with everchanging trends.
Benchmarking is a method that involves comparing sector metrics from other organisations to improve people practices (Armstrong & Taylor, 2020). The data used for Benchmarking is extensive and it can include implicit/explicit data, quantitative/qualitive data and based on self-reflection (Jackson, 2001).
The resource cost can be a minimal as the HR team can provide this - depending on the detail needed line managers may need to contribute. Collaboration and employee openness are key factors for this method and will ensure its success (Sciulli et al, 2009). The effectiveness and outcome of benchmarking relies on the data included in analysis and its reliability on the current organisation (Bramham, 1997). With this type of analysis, professionals tend to imitate the most visual practices from other organisations, but this might not be tailored to all (Pfeffer & Sutton, 2006). Organisations should take inspiration from this evidence and not ‘copy’ it.

Main Principles of Critical Thinking (AC 1.3)
Critical thinking involves interpreting the data obtained and making an informed conclusion and sorting through ‘ill-defined assumptions (Armstrong and Taylor, 2020). Critical thinking is a cognitive skill that involves the ability to think in analytical and evaluative ways. This is by using mental processes such as attention, categorisation, selection and judgement (Cottrell, 2011). There are multiple principles of critical thinking such as rational thinking, awareness of biases, questioning the data and the media’s influence.
Many professionals instinctively use an intuitive decision-making process which is quick and based on limited information. The decisions that follow this intuitive approach can be biased and affected by heuristics – this effects the objectivity of the decision and increases more errors in decision-making (Russ et al, 1996). A more rational approach to decision making can be adopted so that professionals can think critically and use a more evidence-based approach. 
Another principle of critical thinking is to question the validity of the evidence that you have been presented with. In our modern world where we have vast amounts of evidence at our fingertips – it’s important to determine whether the evidence is factual or solely opinion and subject to biases. Many professionals use social media for their research, and it can impact an individual’s decision-making process (Kirkpatrick, 2011). Instead of focusing on the information in front of us, the information presented should be questioned using numerous to do a critical review of the evidence gathered (CIPD, 2016). Some of the ways to conduct effective questioning involves asking open ended questions, asking questions to reconsider your thoughts and by picking apart the methodology and conclusions drawn in the evidence. By critically appeasing the evidence and asking these types of questions, it will filter out whether the evidence is opinion based and biased or objective and justified research.

Decision Making Processes (AC 1.4)
There are numerous decision-making processes to aid decision-making for performance management. De Bono (2017) developed a theory of ‘Six Thinking Hats’ which reflects his beliefs that it is more valuable to use simple methods effectively than complicated methods for decision-making. The Six steps are described further in Figure 1.
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Figure 1 – De Bono’s Six Thinking Hats.

This six-hat technique involves looking a problem through different perspectives using one step at a time, it encourages professionals to consider alternative ways of thinking based on the hat’s purpose. It has been found that this process is effective and is a powerful tool for organisations to use to get the best business results (Aithal & Kumar, 2017).
Another well-known decision-making process is Lewin’s Force Field Analysis (Tahir, 2019) that involves analysing a situation and identifying what the forces are that drive or resist change. This is completed by defining the change, identifying the driving and restraining forces, evaluate both forces to then develop and action plan. Professionals can then analyse the factors that are influencing the change and provide a roadmap to be successful. This analysis has been found to be effective when being carried out in small groups and with the groups’ involvement (Ramalingam, 2006). 
Lastly, the Brainstorming decision-making process is used to generate group ideas. Osborn (1963) formulated a more systematic approach for brainstorming that includes withholding criticisms until the end of the process, total freedom to express ideas, the more ideas the better and suggestions regarding improvements are sought. It is important to ensure that all group members are involved with this process and to eliminate biases such as group think. Dennis & Williams (2003) used computers for groups to share their ideas so that more participants would speak up, another way was to set a time limit on brainstorming so that the team worked together to real the group goal (Wegge & Haslam, 2005).

Ethical Perspectives (AC 1.5)
According to CIPD (2022), Ethical practice is the application of ethical values in an organisation’s behaviour and the decisions that are disclosed to stakeholders. Ethics from a Deontologist viewpoint hold emphasis on duty and morality in individual’s behaviour – Deon originates from the Greek work meaning ‘duty’. This theory is associated with Kant’s notion that one should follow principle and what is right for one is right for all. This perspective focuses on the nature of the action and the motive to determine whether something is right or wrong – some actions are intrinsically right or wrong. This theory influences moral decisions by adhering to set rules and duties over the outcome and consequence of an action. 
The CIPD (2015) identify ‘eight lenses’ which offer a different perspective on workplace difficulties. These lenses are the Fairness lens, Merit lens, Markets lens, Democracy lens, Well-being lens, Rights and Duties lens, Character lens, Handing Down lens. All organisations are different and will require those making the decisions to figure out which lenses are suitable for their situation. These ‘lenses’ help professionals to see what is right and wrong and is dependent on interpretation. Perspectives could differ in an organisation on what is ethical, the lenses may also conflict with each other for certain cases.
Another perspective is Hedonism which focuses on pleasure and happiness as the ultimate goals in life. The moral value of an action is determined by the amount of pleasure it brings and absence of pain- seek to maximise pleasure and minimise pain. This theory may overlook certain situations and not present the best outcome needed – it could affect one person positively but another person negatively.
Understanding these different ethical perspectives and being able to be sensitive to the perspectives that matter in the organisation will be a core skill of a HR Professional in the future (CIPD, 2015). These unique perspectives depend on personal beliefs, cultural beliefs, personal morals, and the organisational situation, but an organisation could use a multi-perspective approach to consider all perspectives so that decisions are ethical.

Financial and Non-Financial Performance (AC 3.1)
There are many ways to measure financial and non-financial performance, a Balanced Scorecard (Kaplan & Norton, 1996), uses future orientated strategic planning to measure successful financial performance in an organisation (Benková, 2019). It uses Key Performance Indicators that cover all areas of the business to achieve the desired organisational strategy and mission. Both private and public sector organisations have used BSC approaches, however private and profitable organisations focus more on the financial metrics to increase profitability (Madsen & Stenheim, 2014).
A benefit of BSC is that it helps to promote longitudinal growth in an organisation (Kaplan & Norton, 1996) and not just short-term goals. The implementation of this also sparks the conversation about the organisations’ weaknesses and how to gain clarity on the main goals. On the other hand, BSC can lack an integration between different levels of an organisation (Mohobbot, 2004). The BSC is set at the managerial level, it is their responsibility to escalate the main objectives of the BSC to all levels to be the driving forces of the change. A BSC also only looks at internal contributing factors and doesn’t look at external factors influence on the organisation (Mohobbot, 2004). Organisations should measure the impact of external factors, including stakeholders, before implementing a BSC.
Most organisations fail to utilise and act on customer satifsaction feedback and ignore its impact on performance measures (Zembke & Bell, 1990). Research shows that there is a link between customer satisfaction and positive organisational performance. A public sector organisation’s performance would need to use customer feedback as numerical goals are limited. If a customer feels that the public sector organisation is ignoring their concerns, it could lead to more complaints due to less action being taken (Zamil & Shammot, 2011).
A benefit of high levels of customer satisfaction is that it can increase customer loyalty and retention (Anderson & Sullivan, 1993). These non-financial factors are crucial to increase customer base and the organisations’ reputation. Customer satisfaction measures have been known to have poor reliability, predictive validity on performance and doesn’t have objective data to show causation. It is important to also look at the effect that customer dissatisfaction could also have on an organisation, using social media to post dissatisfaction and ‘cancel culture’ can ruin reputation – proving the importance of withholding positive customer satisfaction.
 
Value of People Practices (AC 3.2)
People practices are used across the employee life cycle in an organisation and refer to the processes and approaches that are used by the HR team. Examples of people practices include the selection and hiring of new employees and efforts to retain its best talent such as implementing rewards and benefit packages, improving the induction and employee training needs and performance management to maintain employee engagement. Organisations need to remain competitive so they need to add value through its people (Waite et al, 2021). this can be completed using different people practice methods. The implementation of people practices can lead to positive changes in the organisation such as influencing employee performance and well-being, motivation and employee engagement and affecting workplace culture (Armstrong & Taylor, 2020, p. 15-16). When an organisation implements people practices, it is investing into its people and ensures that employees are valued and more motivated. Measuring the value of these people practices are crucial for the human resource function to not only measure the effectiveness of its practices, but to also justify the spend and resources used (Taylor & Woodhams, 2016, p. 16).
A cost benefit analysis is used for data-driven decision-making and can be used to compare the costs and benefits of using people practices determining whether it is beneficial and useful. It evaluates investments in recruitment, attraction, performance and development and retention (CIPD, 2021). It analyses whether the potential investment in a people practice is justifiable and whether it will positively affect the business and bring a return. If the benefits outweigh the costs, then it would be beneficial to continue. Vice Versa, a different approach to may want to be taken to achieve their goal. This type of analysis can justify whether the people practice approach would be profitable and impactful or if it would be financially risky for the organisation to undertake.
Before the people practice method is implemented, a Stakeholder analysis can be completed to understand the internal and external stakeholder’s requirements of what support they need from the organisation in order for the people practice to be implemented successfully – referring to anybody that would be affected by the project directly or indirectly (Grimble & Wellard, 1997). CIPD (2021) explains that organisations should use prescriptive data and gain stakeholder’s perspectives on determining strategies. It would involve interviewing stakeholders to gain an understanding of how the people practice method would impact them, then identifying patterns and trends from the data to see whether any coincide with the goals of the practice. This type of analysis would be beneficial as it could identify gaps that the stakeholders have brought forth about the project which could positively or negatively impact the business. This analysis method involves identifying the stakeholders that would be directly or indirectly affected by the people practices, whether it be positively or negatively affected (CIPD, 2023). A higher level of focus of communication and engagement is made with the stakeholders who have the highest influence and interest in the workplace as they would be the most influential of the outcome of the people practice.  Efforts are made to change negative mindsets by providing further clarity and understanding of their concerns, this could be provided through training and a one-to-one session to clear up any miscommunication. To add more value to the people practice, stakeholders could be interviewed intermittently at different stages of the implementation to ensure that their needs are being met, if they are not then the strategy should be amended. By completing this analysis, the people practices that are implemented are more structured and valuable to its stakeholders as they show a driven and longer term approach rather than a reactive approach to a short-term crisis that has arisen (Taylor & Woodhams, 2022, p. 108). This would increase productivity in the workplace to spend more time on the implementation of the people practice rather than reacting to the potential barriers created by stakeholders.
Another way to measure the effect of people practices is by using direct feedback from the groups that will be affected by the people practices so that their needs can be understood further. According to the CIPD (2021), organisations should gain stakeholder’s perspectives on determining strategies. Both internal and external stakeholders can be directly and indirectly effected by people practices and their insight is extremely important in understanding the effectiveness of the people practices. Direct feedback can be gathered using stakeholder surveys, which provide organisations with qualitative and descriptive data from employees as to whether the people practices are meeting their needs. Depending on the structure of the survey, open ended questions can be used to delve further into employee’s feedback such as determining their satisfaction, engagement and experience of the people practice. Surveys can be administered in a fast and cost-effective way and are more convenient for employees to complete rather than other methods (Taylor and Woodhams, 2022, p. 128). Due to its cost effectiveness, surveys can be used before, during and after the people practice implementation and can influence the direction of the people practice. Organisations can utilise this data to make more informed and data driven decisions to adapt the people practices to its own people and in turn increasing the effectiveness of the people practices. If the employee’s needs aren’t being met, the impact of the people practices will be less effective.
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Task Two
Introduction
This section of the report will be analysing quantitative and qualitative organisational data on Diversity and Inclusion and making evidence-based recommendations on how to improve upon the figures. It will also look at the benefits, risks and financial implications of the recommendations shared.

Findings (AC 2.1 & 2.2)

Figure 2 – Gender Pie Chart

Figure 2 shows a near equal split between males and females, whereas only 1% of the organisation identify as non-binary. This data could suggest that there could be a non-inclusive culture within the business. Many individuals hide their gender identity and have received negative comments at work. A Small-Wins method can be used to set small achievable goals for managers to help to succeed the bigger goal of being more inclusive. This could include setting the goals of bias education training, looking at biases in the recruitment process, develop policies to be more inclusive to those that identify as non-binary

Figure 3 – Ethnicity Percentage Chart

Figure 3 shows that the White British group portrayed the largest percentage across every department whereas, Asian – Bangladesh was the least represented ethnic group. Out of 18 departments, 8 of them had only White ethnic employees. Overall, 94% of employee’s ethnicity is White ethnic groups.
Diagnostic analytics would be useful by conducting satisfaction surveys on existing employees, this could portray trends between job satisfaction and ethnicity within departments. It would also be beneficial to look at turnover demographics to see whether there is a pattern of low retention rates in non-white British ethnic groups – this would outline serious problems within certain teams.

Figures 4 & 5 – Disability Percentage Across the Organisation.
Figure 4 shows that 92% of employees are not disabled and that 8% are. Figure 5 shows the disability percentage across all teams in the business. The highest percentage of disabled employees are in the IT team accounting for 22.2% of the team. Six teams did not have any disabled employees in their teams.
The organisation can benchmark with other organisations that have built a good reputation and successfully adapted their workplace to be more accessible to those who have a disability to attract them to the organisation. By benchmarking against other organisations, you can see what people practices have been implemented successfully and effectively, eliminating those that have been ineffective and costly.

Figure 6 – Median Gender Salary

Figure 6 demonstrates that the Non-Binary median salary is £19,500, Female is £26,645, Male is £29,500 and the Organisations’ median salary is £29,500. The gender pay gap between Female and Male is 10.71%, Female and Non-Binary is 36.64%, Male and Non-Binary is 51.28%. 
Prescriptive data should be gained through a regression analysis which can establish relationships between salary and the variables that determine lower salaries between genders. This analysis can also make future predictions based on historical data from the organisation – if this is readily available. This can predict whether the organisation is improving or moving in the opposite direction to reduce the gender pay gap.

Figure 7 – Average Organisational Wage

Figure 7 shows the average wage paid by the organisation (£31,757) compared to each department in the organisation. It shows that Business Services, Directors, Facilities, Finance, IT, People Services and Regeneration Teams are paid above the average salary. It also shows that Community Engagement and Partnership, Customer Service, Governance, Green Spacing, Housing, Income Team, Lettings, Market, Property Team Supported Housing and Tenancy Team departments are paid lower that the average wage.
A compensation analysis can be completed to enable an organisation to understand how they compare with other businesses regarding paying their employees (Indeed, 2022). This analysis looks at salary distribution and identifies anomalies of individuals that aren’t be paid fairly in an organisation.

Figure 8 – Hybrid Working Responses

Figure 8 shows the response rates from the organisation regarding a Hybrid Working Practice Survey. The positive reoccurring theme is are that more employees enjoy working from home and that they feel connected to the company’s culture by having a better work-life balance and hybrid working and that they are still able to reach their team and work as a team. It also shows that employees feel more connected to company culture and believe that they have a better work-life balance and better wellbeing. The negative themes are that people feel stressed regardless of their location and they don’t feel supported when working from home and that they find it hard to separate their work and personal life when working from home. It also found that a lot of participants were not sure how to answer the question about finding working remotely a challenge. The above survey suggests that there is a lack of effective communication within teams which could potentially be caused by a lack of structure when hybrid working. The organisation could implement training for managers to effectively manage their teams that are working remotely to ensure productivity, collaboration, and accountability for their work.
It would be beneficial to gain further understanding into the reasonings behind why employees are expressing certain answers – especially about not being supported when working from home and about the stress levels of employees whether working from home or in the office. This can be completed using use semi-structured interviews where probing questions are asked but the interviewee is allowed to elaborate on their answers (Armstrong, 2020) to understand this qualitative data further to help to meet employee’s needs.




Recommendations (AC 2.3)
Using methods such as benchmarking, policy development, performance management training, interviews, and surveys can be beneficial to a business as they help provide opportunities for the organisation to improve and understand employee needs so that employees feel respected and valued, creating a more inclusive environment. Providing further training to all employees regarding dealing with biases and flexibility in the workplace can improve relationships in the business (CIPD, 2021) and it could lead to a fairer opportunity across the organisation (Olsen et al, 2018). Implications can be avoided if acted upon quickly when they arise and legal counsel and be sought to reduce the impact that these problems have on the business.
If issues arise regarding problems with diversity and inclusion in the workplace it could potentially be going against the law. Discrimination and harassment towards employees with protected characteristics goes against The Equality Act (2010), paying employees unequally is also against the law (ACAS, 2022) and managers legally must consider any flexible working requests. An organisations’ reputation can also be tarnished and its reputation with stakeholders, customers and employees could be affected.
If the recommendations aren’t followed, then it could lead to financial implications for the business. If an employee isn’t treated fairly and given equal opportunities, then this could affect the effectiveness of their productivity at work which could cost the business’ time and finances. Failing to manage an employee effectively could have negative effects on time sensitive projects and ultimately affecting the profitability of the affected area of the organisation. If training cost agreements aren’t implemented then it fails to retain the talent and upskill of the employee and in turn loses its return of investment, again causing a financial implication. Also, by failing to react to problem regarding diversity and inclusion, it could lead to employee’s taking the organisation to an employee tribunal causing another financial losst  to the organisation. 
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Identifying gender from the Employee population


Female	Male	Non-Binary	118	140	2	

Ethnicity Percentage Across Departments































Asian - Bangladesh	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	0	0	Black - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	Chinese	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	Indian	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	3.8461538461538464E-3	0	3.8461538461538464E-3	0	3.8461538461538464E-3	3.8461538461538464E-3	0	0	0	0	0	0	0	0	0	0	0	Mixed - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	3.8461538461538464E-3	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	Pakistani	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	7.6923076923076927E-3	0	0	0	0	0	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	White and Black Caribbean	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	3.8461538461538464E-3	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	3.8461538461538464E-3	0	White British	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	2.6923076923076925E-2	1.5384615384615385E-2	4.6153846153846156E-2	1.5384615384615385E-2	7.6923076923076927E-3	3.0769230769230771E-2	7.6923076923076927E-3	4.230769230769231E-2	6.1538461538461542E-2	6.5384615384615388E-2	3.0769230769230771E-2	3.8461538461538464E-2	1.5384615384615385E-2	3.8461538461538464E-2	0.37692307692307692	1.9230769230769232E-2	3.8461538461538464E-2	3.4615384615384617E-2	White Irish	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	3.8461538461538464E-3	0	0	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	0	White Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	3.8461538461538464E-3	0	0	0	0	0	0	3.8461538461538464E-3	0	3.8461538461538464E-3	0	0	0	0	0	0	0	7.6923076923076927E-3	Department
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Organisation Disability Percentage

[CATEGORY NAME]
[PERCENTAGE]

Not Disabled	Disabled	92	8	
Disability Percentages Across Departments







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	3.8461538461538464E-3	1.1538461538461539E-2	0	0	7.6923076923076927E-3	0	3.8461538461538464E-3	7.6923076923076927E-3	3.8461538461538464E-3	7.6923076923076927E-3	3.8461538461538464E-3	0	7.6923076923076927E-3	1.9230769230769232E-2	0	0	3.8461538461538464E-3	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	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	Departments


Disability Percentage




Median Salary Across Genders

Median Salary	
Male	Female	Non-Binary	Organisation	29500	26645	19500	29500	Gender


Salary



Organisational Average Salaries

Average Wage	Business Services	Community Engagement and Partnerships	Customer Service	Directors 	Facilites	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	35491	27329	27494	93791	33578	35759	31667	21030	30194	30364	39767	27665	28038	38126	30614	36118	22864	31214	Department


Average Wage



Hybrid Working Survey Responses

Agree	I enjoy WFH 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	WFH 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	WFH allows me to meet my targets	I can easily access resources at home	WFH removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when WFH	0.56330000000000002	0.82330000000000003	7.0000000000000007E-2	0.14000000000000001	0.24329999999999999	0.64329999999999998	0.49330000000000002	0.38669999999999999	0.62	0.33329999999999999	0.49	0.59	0.15	0.46329999999999999	Not Sure	I enjoy WFH 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	WFH 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	WFH allows me to meet my targets	I can easily access resources at home	WFH removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when WFH	6.3333333333333339E-2	3.6666666666666667E-2	0.1	0.06	0.33666666666666667	7.6666666666666661E-2	1.6666666666666666E-2	1.6666666666666666E-2	0.01	3.3333333333333335E-3	0.02	2.3333333333333334E-2	0	6.6666666666666671E-3	Disagree	I enjoy WFH 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	WFH 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	WFH allows me to meet my targets	I can easily access resources at home	WFH removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when WFH	0.37330000000000002	0.14000000000000001	0.83	0.8	0.42	0.28000000000000003	0.49	0.59670000000000001	0.37	0.6633	0.49	0.38669999999999999	0.85	0.53	I enjoy WFH 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	WFH 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	WFH allows me to meet my targets	I can easily access resources at home	WFH removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when WFH	I enjoy WFH 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	WFH 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	WFH allows me to meet my targets	I can easily access resources at home	WFH removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when WFH	I enjoy WFH 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	WFH 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	WFH allows me to meet my targets	I can easily access resources at home	WFH removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when WFH	
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