1.1 
What is evidence-based practice?
Ability to make informed high-quality decisions supported by the best possible evidence with the adoption of a critical mindset from multiple sources. The four sources being from stakeholders (such as employees or customers), the organisation (HR or customer data), scientific (literature) and experienced specialists (experience from people in the organisation). (CIPD, 2023).

Critical thinking is the ability to think well and to critically reflect on ideas, opinions and arguments of others. (Howlett, 2019). HR and people management involves solving problems for an organisation. 

An effective approach for decision making in an organisation is by group discussions with stakeholders. An advantage being, it offers opportunities for a range of views, reduces the risks of bias and partiality, and becomes possible to reach an outcome that can favour a majority of people in the group. At St. Michael’s school, a Senior Leadership Team meet to discuss relevant topics. Employees offer their views, costings, advantages and disadvantages on a topic. This process becomes advantageous to the school who agree on a solution because the final outcome would be to create something that is beneficial to stakeholders such as fee-paying parents.
What evidence should be considered?
CIPD identifies four primary sources of evidence that professionals should incorporate:

· Scientific literature – results from empirical studies published in academic journals. 
· Practitioners – professional judgement from managers, staff
· Organisation – this includes data, facts and figures from the organisation, customers also. 
· Stakeholders -individuals or groups inside or outside an organisation, who may be affected by the decision. CIPD (2020).
The aim is to blend scientific literature, organisational data, stakeholder insights, and professional expertise while critically appraising this information to eliminate biases and foster a critical mindset. It’s doubtful that a decision can be made based on ALL four sources of evidence, therefore people professions should form their decision on the best available evidence to help make decisions. CIPD (2020).
Organisational data for example in a small company, e.g. St. Michael’s independent school analyse their student results each year to provide an insight into potential issues within teaching and learning in the company. The school results attract the best candidates who want to be employed at a school highly ranked in the UK academically. This source of evidence helps managers identify the scale or problem, likely causes and potential solutions. (CIPD, 2023).
How do we make evidence-based decisions?
Rob Briner broke down evidence-based decision-making into six key steps to increase the likelihood of a favourable outcome by: Asking, acquiring, appraising, aggregating, applying and assessing the evidence. (Frith, 2015).
We can use a wide range of tools to gather evidence, including interviews, meetings and working groups. An effective decision-making model to follow is the De Bono’s six thinking hats, which can be used alone or in a group. This technique looks at decision making from difference perspectives. (DeBono Group, n.d) .
For example, if an organisation had to evaluate their annual appraisal process and decide whether to continue with it the next year, the De Bono model could help create an effective solution. Someone wearing the black hat identifies mistakes and risks involved with continuing with that same process, e.g. dissatisfied employees or lower productivity in work. The green hat (creative one) may suggest implementing wellbeing/mental health into the appraisal plan to consider employee wellbeing. The six thinking hats allow a group to go beyond the normal, see things from various perspectives and come to an informed decision. (Harappa, 2022)
Conclusion
Professionals are often involved in solving business problems and need to know ‘what works’ best for the business (CIPD, 2023). People professionals need to pick reliable trustworthy solutions and not get distracted by personal judgements, rumours, fads or quick fixes and use the Edward De Bono 6 steps (thinking hats) to make informed decisions (DeBono Group, n.d). Without evidence we are doomed to repeat our mistakes.

1.2
Interviews as an analysis method
Interviews are normally catalogued as a qualitative method for gathering data, identifying challenges, issues and opportunities. Interviews are a good way for organisations to investigate specific details, opinions and views. For example, interviews can help HR gain an insight into an issue such as employee engagement. Bryman and Bell (2011) state that interviews can be either ‘structured’ (strict questioning) or ‘unstructured’ (similar to a conversation). 
In order to improve employee engagement, structured interviews can highlight various opportunities, like developing employee skills by offering access to courses to empower employees to develop their skills. This will ultimately boost engagement. Interviews may also highlight flexible working arrangements, boost productivity and satisfaction by accommodating diverse needs. A disadvantage of a poorly conducted interview could crush morale, dishearten people and sidetrack set goals. Also, cost of training procedures can be an added expense as well as time consuming as this will not happen overnight.
SWOT
A simple tool which looks into a business to determine issues, challenges and opportunities. SWOT analysis identifies strengths, weaknesses, opportunities and threats with an organisation. (CIPD, 2024). The SWOT method can aid decision making in an organisation.

For example, if a large organisation faces challenges in retaining top talent, the HR department could conduct a SWOT analysis. Their strength being the organisation has a positive reputation in the industry, a weakness could be high turnover rates in the younger employees. An opportunity could be new HR technology to streamline processes and improve employee engagement and a threat could be that the market is very competitive. CIPD say, (CIPD, 2024) conducting a SWOT analysis can help HR departments identify and address internal and external factors affecting their strategic goals. 
The implementation of new HR technologies was highlighted as a key opportunity for improving efficiency and employee engagement (Harvard Business Review, 2017).





1.3
What is critical thinking?
During a CIPD podcast Howlett states that “critical thinking is the ability to think well and to critically reflect on the ideas, opinions and arguments of others”. (Critical thinking, 2019).

Critical thinking requires you to use the ability to reason and make logical sound arguments. Critical thinkers question ideas and assumptions rather than accepting at face value. 

According to Howlett (Howlett, 2020) there are 3 key parts to critical thinking for people professionals:
· critiquing the ideas opinions and arguments of others
· how they construct arguments and opinions themselves and communicate to others
· identifying when others are using critical thinking techniques that impact how people professions are building a case

Howlett (CIPD podcast, 2019) implies that critical thinking is a useful tool in understanding how other people work.

Why is critical thinking important?
Critical thinking in the workplace “enhance communication, creativity and problem solving” (HR Profiling Solutions, n.d.)

Critical thinking in an organisation lets you to link up ideas, find faults and solve complex issues and evaluate arguments. Employees who connect and associate with coworkers, develop strategies and overcome issues are more likely to succeed. (HR Profiling Solutions, n.d.)

Main principles of critical thinking and how they can be applied
We must collect thorough comprehensive information. Poor decisions usually come from ignorance of the facts.

Objective, rational thinking involves evaluating ideas and decisions based on evidence rather than personal opinions. After identifying the clear problem, evidence would need to be gathered. For example, if an organisation’s objective is to hire a candidate based on their qualifications rather than on personal feelings, they would need to conduct structured interviews with set scoring criteria. Your own idea may be to propose a new interviewing system, but a team member suggests revisiting the current interviewing questions and scoring sheets to make it more effective, and fair.
Well-reasoned argument- For example, a member of the team says staff morale is low, so wants to implement a flexible working policy to improve employee satisfaction. Firstly, you would need to define what is meant by ‘flexible’, would that mean employees choosing their start and end time, compressed hours or home working? The CIPD (CIPD, 2023) reveal that 38% of organisations say home working has increased their efficiency, although others have left their employment due to lack of flexible working. When investigating, fairness would need to be considered, for example would a department be able to start at 10am and another department start at 8am. Feedback from other departments would need to be gathered and considered as evidence.  

In conclusion, by implementing a flexible work policy in HR, an organisation must construct a well-reasoned case supported by evidence and logic. By approaching the team for suggestions, with an open mind, you avoid letting personal biases affect judgements.



1.4
It’s useful to use a unified model for decision making and problem solving like the Bridge model (below). Adair associates thinking to crossing a stream jumping from stone to stone to reach the other side. In order to get a team across, you need to be able to construct a simple bridge, so everyone knows where they are in decision making and problem-solving discussions. (Adair, 2019), The image below shows how each phase blends into the next.
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The Bridge Model
Best fit
This approach involves customising HR strategies and practices to align with the specific needs, culture and goals of the organisation.

Conclusion
By applying a best fit decision-making process, organisations can ensure their HR strategies are tailored and supported with their unique context. This method fosters a more engaged, productive and cohesive workforce, which determines organisational success.
For example, an organisation seeking to introduce a training and development plan in a retail company who are customer focused, have high employee turnover and have a diverse workforce, would need customer training programmes which include role play scenarios focusing on communication skills. In comparison, a high-risk construction company with skilled staff have to be compliant and would need to implement thorough safety training, including hands on training with a certification outcome. The organisation would need to emphasise safety.
Future pacing
“The process of future pacing decision making entails thinking about the future affects of a choice before making it”. (CIPD Assignment Help, n.d.)).

An organisation who anticipates a shift to remote working trends following the Covid 19 pandemic need to adapt their people practices in order to accommodate and ensure the continued productivity and engagement of their staff. The organisation would have already implemented a temporary remote working arrangement, therefore would need to develop a broader policy that outlines organisational expectations. The organisation may want to use De Bono’s (DeBono Group, n.d) 6 thinking hat method in their decision making, for example a member of the team wearing the white hat will need to gather data, trends and case study data on remote working and hardware needs, whilst someone with the red hat will recognise the impact of employee fears of remote working and social interaction.

Currently employees may experience challenges in managing stress and work life balances, but future pacing may mean the implementation of wellbeing initiative and flexible working to support health. Following research, the CIPD recognise that 15 hours of remote working are linked to job satisfaction which boost commitment to an organisation. (CIPD, 2019). By future pacing in relation to remote working trends, organisations can adapt their people practices, facilitating change in work patterns and ensure continued success and wellbeing of their employees.

Action Learning approach
Revan’s theory behind action learning is that people learn better when they talk to one another, reflect and plan. (Revan n.d).

For example, an organisation is experiencing challenges related to employee engagement, including low morale, lack of communication, and detachment from company goals. To apply the action learning approach HR professionals form action learning teams to identify challenges and gather qualitative and quantitative data. CIPD's research on employee engagement serves as a foundation for problem-solving workshops conducted by HR leaders. Teams explore evidence-based practices to address the identified challenges, drawing on CIPD publications such as "Employee Engagement: An Evidence Review" (CIPD, 2021).

1.5 
CIPD say “Ethics are the heart of professionalism” (CIPD, 2023). Ethical practice in an organisation is abiding to moral principles and standards that guide behaviour and decisions making within an organisation. These values include honesty, integrity, fairness, accountability and respect to employees, customers, suppliers and stakeholders.
Utilitarianism 
An ethical theory with the best action being the one that maximises overall happiness or minimises suffering.
Bentham and Mill put forward that “it’s right if it tends to promote happiness or pleasure and wrong if it tends to produce unhappiness or pain”. (Encyclopaedia Britannica, 2024) This perspective can be used to inform and influence moral decision-making by underlining outcomes and aiming for the greatest good for the greatest number. This approach can be assessed through various lenses to ensure comprehensive and fair decision making.
For example, a large company that is facing financial difficulty must reduce costs to avoid bankruptcy, so management are considering redundancies. Following the Utilitarian lens approach (CIPD, 2015), the consequences of cuts would affect employees immediately, but ensures the survival of the company by temporary upholding jobs, although the company is at risk of bankruptcy and may result in total job loss anyway. Management are likely to opt for redundancies as an appropriate step to ensuring the survival of the company and the wellbeing of the majority of employees. While this involves difficult and painful decisions in the short term, the long-term benefits of a secure company capable of future growth and re-employment opportunities for those affected outweigh the immediate suffering caused by layoffs.
Justice
Ensures that decisions and actions are steered by fairness, equality and impartiality. (CIPD, 2015)
For example, if two employees (male and female) in the same role learn that the other earns more, the organisation would need to conduct a thorough review of pay to prevent any future inconsistencies. This signals commitment to equal pay for equal work and respects the principle of fairness. The Financial Times reports that it will take decades to close the gender pay gap (Financial Times, n.d.), however Brown reports that the average gap has reduced to a low 9%, down from 9.2% the previous year. (Brown, 2024). This exposes that men dominate the top of the pay ladder.

Another example is a manager who authorises a profitable contract with a supplier, owned by a family member. The company would need to withdraw the manager from the decision-making process to maintain fairness and avoid conflicts of interest. The organisation needs to have clear policies to address such conflicts, ensuring transparency and integrity. 

Justice must be incorporated into any decision-making process, ensuring ethical dilemmas are resolved in ways that uphold fairness, promote trust and support a positive organisational culture

Altruism
Is an ethical perspective that focuses on selfless actions for the benefit of others. (CIPD, 2015)
Altruism can be explored through different lenses. For example, a leader whose character demonstrates empathy and fairness inspire similar behaviours in their employees. By leading with a general concern for others, creates an overall trust and respect. An example of altruism in the workplace would be implementing programmes that recognise and reward selfless behaviours. St. Michael’s school have a ‘peoples award’ where staff are acknowledged for teamwork for staff that have gone above and beyond to help others. By recognising and rewarding colleagues for collaborating effectively with colleagues, leading to a successful outcome, enhances team cohesion, which ultimately leads to higher levels of motivation and job satisfaction.

“Some believe they are driven by altruism, with no regard for themselves or their wellbeing, while others claim self-interest drives even the noblest action”. (Positive Psychology, 2020).

3.1 
Financial Performance
“Revenue generation is the process whereby businesses find ways to drive income, increase profitability and measure financial performance” Dealhub (2023). This can determined as the amount of income an organisation makes for the performance of its duties. At St. Michael’s School, management evaluate the organisational income less expenditure periodically. Expenses are incurred in various ways, e.g upgrade of resources, training staff, employees’ salaries, cost of utilities. These costs are offset from the income generated by student fees. Focusing only on revenue may overlook other factors crucial to St. Michael’s School's financial health, which can be seen as a weakness.
As referenced on Investopedia.com, “return on investment can also be used to measure financial performance as it tries to directly measure the amount of return on a particular investment, relative to the investment’s cost’. Shareholders might invest in building a student boarding house. Management can assess the return on investment by comparing income from student fees to the initial capital, thereby evaluating the organisation's financial performance. “Essentially, ROI can be used as a rudimentary gauge of an investment’s profitability” (Investopedia, 2023).
Revenue generation is an approach which an organisation can measure financial performance. Revenue generation can be determined as the total amount of income an organisation makes for the performance of its duties. At St Michael’s School, to determine revenue generation, senior management evaluate the organisational income less expenditure periodically. Expenses are incurred in various ways, e.g. upgrade of resources, training staff, employees’ salaries, cost of utilities and maintenance. These costs are offset from the income generated by student fees.
Return on investment is also used to measure financial performance as organisations use a specific amount of money to start up a business. In the case of St Michael’s School, shareholders may invest funds in building a new boarding house for students. Management can determine if the organisation has attained a return on investment through evaluating the income generated by student fees and creating a comparison with the initial capital. If the income has fully covered the initial capital, it is possible to determine the financial performance of the organisation. Through return on investment, management also consider other unforeseen costs that have been applied to the running of the organisation such as employee training, additional staff and/ or investment in extra equipment.
Focusing solely on revenue generation may result in overlooking other important aspects that contribute to the financial well-being of St Michael’s School and can be perceived as a weakness.
Non – financial Performance
Customer satisfaction can be used to determine non-financial performance. At St Michael’s School, management invest in ensuring that products or services meet the customer requirements. “High customer satisfaction ratings can indicate good service quality, which can lead to customer loyalty and increased reputation” (Study Rocket, no date).

Poor customer satisfaction is therefore used to determine that the organisation is experiencing non-financial performance. By collecting feedback from surveys management can identify the main aspect causing dissatisfaction or under performance. It is important to remember that Some of the collected data will be subjective and may be emotive to the individual submitting the feedback. However, the data It should be effectively evaluated through critical thinking and monitored for common trends. As referenced by HBS, “this information can be used to set KPIs, ‘the metrics organizations use to track, measure, and analyse the financial health of the company” (Harvard Business School Online, 2020). This information can be used to set KPIs, individual/ departmental targets or determine areas of financial investment for the future. Collective data demonstrates a commitment to evidence-based decision-making and continuous improvement.

3.2 
Adding value to an organisation
CIPD say that ‘value is commonly understood as ‘worth’; however, not everything of value has an economic worth’. In an organisation, value is expressed as ‘the excess of benefits or returns relative to the producer’s costs. (CIPD, 2017).
Combining qualitative and quantitative data can enhance an evaluation by offsetting the limitations of one data type with the strengths of the other (BetterEvaluation, n.d.).
Measuring value involves using a combination of qualitative and quantitative methods to evaluate the effectiveness of various initiatives and practices. 
Employee Engagement Surveys
Surveys can be both qualitative and quantitative. CIPD say that accounts from people data can be used to push organisational change (CIPD, 2024). Organisations can Issueing surveys to employees to assess their level of engagement, job satisfaction, commitment to the organization, and perceptions of leadership effectiveness. Typical questions include career development, communication, and work-life balance. Employee survey feedback offers insights into initiative effectiveness. Surveys can include questions about employees' perceptions of the initiative, its impact on their work experience, and suggestions for improvement. Positive feedback and increased employee satisfaction scores suggest that the initiative has been successful. Data from Gallup indicates that 80% of employees who report receiving meaningful feedback in the past week are fully engaged (Gallup, 2022).

Employee Feedback and Testimonials
Gather qualitative feedback from employees through focus groups, interviews, or employee testimonials to understand their experiences with HR practices. Positive feedback and success stories can indicate that HR initiatives are making a positive impact on employee satisfaction and engagement.

By organising targeted training, people practices can bridge skill gaps and enhance productivity. LinkedIn finds that companies investing in development see 24% higher profit margins.
Engaged employees perform better, stay longer, and have higher morale. Gallup research shows that such teams are 21% more profitable (The People Development magazine, 2019).

In order to know if it’s been successful, the organisation would need to measure changes in employee engagement levels before and after implementing the feedback and testimonials initiative. Higher levels of employee engagement, as indicated by survey scores can suggest that employees feel connected to the organization and are more invested in its success.




























The chart shows that males are the majority gender, although females make up a substantial proportion, but non-binary constitute a very small fraction of the employees within the organisation. 
0.8% of non-binary employees suggests potential areas for improving diversity and inclusion efforts. The organization might consider targeting recruitment to better include non-binary individuals. The organisation may want to implement initiatives that specifically aim to increase representation of non-binary employees. CIPD say that 47% of employers don’t have an inclusion and diversity strategy (CIPD, 2022). A recommendation would be to update hiring policies to ensure they are free from gender bias and promote equal opportunities for all employees. Research within CIPD say that diverse workforces are valuable for decision making (CIPD, 2022).




Chart 2 clearly shows that the white british group are overwhelmingly the largest group employed across the organisation. Four teams represent 100% white british, whilst other teams such as Governance have a noticable representation of white and black caribbean (33.3%). Community Engagement and partnerships have the largest range of ethnicity across their team, representing  4 ethnicity backgrounds. Some ethnic categories like Chinese, Indian and Pakistan have minimal or no representation in most teams. Following CIPD research, there was a marked difference of black and ethnic minority people at the top of UK organisations (CIPD, (n.d.). 
According to the Government website 69% people from all other ethnic groups were employed compared to 77% of white people (Gov.uk, 2023). This disparity suggests potential biases in the employment process that affect non-white individuals. To combat the problem, the organisation could train managers to recognise unconscious biases and recognise commitment to diversity in recruitment. The images the organisation portrays may not be inclusive and put applicants off applying.








Chart 3 shows the majority of teams have a low percentage of disabled employees. Many teams have 0% representation of disabled individuals, including Business Services, Directors, Facilities, Governance, Marketing, Regeneration, and Supported Housing, indicating a potential lack of inclusivity or barriers to entry and retention. 22.2% of the IT team are disabled, which is the highest compared to any other of the teams, suggesting that this department may be more inclusive or better equipped to accommodate disabled employees by providing necessary adjustments to support disabled employees. For example, the IT team may have accessible office space and assisted technologies to support.
According to the Government website, between 2013 to 2020, disability employment in organisations has steadily increased, narrowing he disability employment gap. (Gov.uk, 2023). This suggests that organisations are developing and enforce policies that promote inclusivity and support for disabled employees, ensuring that all employees feel valued and included.
According to an Equality and Human Rights Commission survey, non-disabled people are more likely to be employed than disabled people (Taylor, 2022). Disabled employees are significantly underrepresented across the organization, suggesting employers have negative attitudes about employing disabled people. Disabled people face many challenges and according to the charity SCOPE, “37% believe employers will not hire them because of their impairment” (Scope, 2023). 
  




















The data presented in the chart is quantitative data. The average salary for females is slightly higher to that of males, which suggests the organization has relatively fair pay practices between male and female employees, indicating progress towards gender pay equity. According to the Office of National Statistics, the gender pay gap between male and female employees has decreased, and in April 2023 stands at 7.7%. (Office of National Statistics, 2023) The organisation fits in with these stats.
The average salary for non-binary employees (£19,500) is significantly lower compared to both female and male employees, which indicates a substantial pay gap and potential disparity in the organisation or there may only be minimal (2 non-binary employees) in the organisation to make comparison in salary. A recommendation would be to implement a comprehensive pay equity audit and inclusive hiring practices to address salary disparity, although there may be a financial risk in conducting a pay equality audit and revising policies. The long-term benefits of an inclusive and equitable workplace outweigh the initial costs and risks, making this recommendation both financially and ethically justified.











The data highlights a need for addressing pay equity within the organization, especially concerning non-binary employees. The organization shows a creditable balance in pay equity between male and female employees. The overall average salary is £31,757, although chart 4 shows non-binary employees have an average salary of £19,500. Non-binary employees may be employed in lower paid roles than men and woman, who may occupy more senior paid roles.
The organisation needs to work on recruitment processes to improve fairness and give an opportunity for every candidate to present themselves well or build inclusive workplaces. A gender pay gap report carried out by CIPD have seen people from more diverse groups applying for roles, because organisations have engaged with candidates at stages of recruitment and accommodating candidates’ needs and removing any potential hurdles in selection processes. (CIPD, 2024)
CIPD say “inclusion is what’s needed to give diversity real impact, and drive towards a world of work where all employees are empowered to thrive”. (CIPD, 2019)
The benefits of promoting pay equity and inclusivity through audits and policy adjustments outweigh the short-term costs. These initiatives will lead to a more equitable, inclusive, and productive workplace, ultimately benefiting the organisations reputation.







The majority of employees agree that hybrid working support work-life balance and well-being (247) and makes them feel more connected to company culture (186), but nearly all employees (255 or 85%) disagreed with feeling less stressed when away from the workplace. Stress may be from difficulty in adjusting to remote working. CIPD findings state just under half of emplyees have increased stress due to lack space or privacy when working from home. (CIPD, 2022).
Working from home negatively affects peoples abilities to meet their targets (199), whilst 193 employees agreed to finding it difficult to separate work from personal life when home working. The majority of employees feel less supported when working from home (240).
259 employees do not miss engaging with colleagues in the workplace, whilst 177 (59%) say working from home removes conflict.
There are challenges in terms of work-life separation. A CIPD guide on managing performance says clarity from managers on performance expectations is critical and any issues on underperformance need to be tackled immediately (CIPD, 2024). A recommendation for chart 6 is to ensure that employees have regular conversation/s about performance and progress, plan regular one on one meetings, set clear goals and appraise regularly. (CIPD, 2024).
A CIPD report found that 46% of surveyed participants said their wellbeing was boosted due to the lack of commute. (CIPD, 2021), which suggests a reason why wellbeing stats had improved in chart 6.
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Chart 1
Percentage of gender by type in an organisation




Total	



Female	Male	Non-binary	0.45384615384615384	0.53846153846153844	7.6923076923076927E-3	

Chart 2
Ethnicity per team

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	0.1111111111111111	8.3333333333333329E-2	5.2631578947368418E-2	0.18181818181818182	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	0.77777777777777779	0.5714285714285714	0.8	0.8	1	0.8	0.66666666666666663	0.91666666666666663	0.88888888888888884	0.89473684210526316	0.88888888888888884	1	1	0.90909090909090906	0.98989898989898994	1	0.90909090909090906	0.81818181818181823	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	0.14285714285714285	5.5555555555555552E-2	9.0909090909090912E-2	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	0.13333333333333333	1.0101010101010102E-2	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	6.6666666666666666E-2	9.0909090909090912E-2	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	0.1	0.1111111111111111	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	0.1111111111111111	5.2631578947368418E-2	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	5.5555555555555552E-2	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	0.14285714285714285	0.2	0.1	0.33333333333333331	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	0.14285714285714285	TEAMS within the organisation




Chart 3
Disabilities within each team of the organisation







Disabled	
Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0.14285714285714285	0.2	0	0	0.2	0	8.3333333333333329E-2	0.1111111111111111	5.2631578947368418E-2	0.22222222222222221	0.1	0	0.18181818181818182	5.0505050505050504E-2	0	0	9.0909090909090912E-2	Not disabled	
Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	0.8571428571428571	0.8	1	1	0.8	1	0.91666666666666663	0.88888888888888884	0.94736842105263153	0.77777777777777779	0.9	1	0.81818181818181823	0.9494949494949495	1	1	0.90909090909090906	Percentage


Teams




Chart 4
Average salary in the organisation by gender

Average of Salary FTE	[VALUE] 

[VALUE]
[VALUE]

Female	Male	Non-binary	31900.296610169491	31812.178571428572	19500	

Chart 5
Overall average FTE salary paid by the organisation

Average of Salary FTE	

Female	Male	Non-binary	Overall Average	31900.296610169491	31812.178571428572	19500	31757.461538461539	Salaries by gender types compared to overall average


Average salary in organisation



Chart 6
Feedback scores from a recent employee survey on hybrid working practices.
















Fully agree	
Hybrid working practices make me more productive	Hybrid working practices support my work-life balance and well-being.	I can easily access resources at home	I enjoy working from home on some days of the week	I feel fully supported when working at home	I feel less stressed when away from the workplace	I find it difficult to separate work from my personal life when working from home 	I find working remotely a challenge	I get the same amount of recognition about my work when working from home	I miss engaging with my colleagues in the workplace	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	Working from home does not affect cross functional  communication and collaboration with my team	Working from home removes conflict	69	161	47	112	22	41	98	10	70	7	8	40	62	90	Agree	
Hybrid working practices make me more productive	Hybrid working practices support my work-life balance and well-being.	I can easily access resources at home	I enjoy working from home on some days of the week	I feel fully supported when working at home	I feel less stressed when away from the workplace	I find it difficult to separate work from my personal life when working from home 	I find working remotely a challenge	I get the same amount of recognition about my work when working from home	I miss engaging with my colleagues in the workplace	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	Working from home does not affect cross functional  communication and collaboration with my team	Working from home removes conflict	79	86	100	57	20	4	95	63	69	14	178	60	54	87	Not sure	
Hybrid working practices make me more productive	Hybrid working practices support my work-life balance and well-being.	I can easily access resources at home	I enjoy working from home on some days of the week	I feel fully supported when working at home	I feel less stressed when away from the workplace	I find it difficult to separate work from my personal life when working from home 	I find working remotely a challenge	I get the same amount of recognition about my work when working from home	I miss engaging with my colleagues in the workplace	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	Working from home does not affect cross functional  communication and collaboration with my team	Working from home removes conflict	5	11	6	19	18	0	23	101	2	30	3	1	5	7	Disagree	
Hybrid working practices make me more productive	Hybrid working practices support my work-life balance and well-being.	I can easily access resources at home	I enjoy working from home on some days of the week	I feel fully supported when working at home	I feel less stressed when away from the workplace	I find it difficult to separate work from my personal life when working from home 	I find working remotely a challenge	I get the same amount of recognition about my work when working from home	I miss engaging with my colleagues in the workplace	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	Working from home does not affect cross functional  communication and collaboration with my team	Working from home removes conflict	82	34	35	94	138	5	70	53	71	155	39	57	78	27	Strongly disagree	
Hybrid working practices make me more productive	Hybrid working practices support my work-life balance and well-being.	I can easily access resources at home	I enjoy working from home on some days of the week	I feel fully supported when working at home	I feel less stressed when away from the workplace	I find it difficult to separate work from my personal life when working from home 	I find working remotely a challenge	I get the same amount of recognition about my work when working from home	I miss engaging with my colleagues in the workplace	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	Working from home does not affect cross functional  communication and collaboration with my team	Working from home removes conflict	65	8	112	18	102	250	14	73	88	94	72	142	101	89	Employee survey questions
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