Evidence-based Practice
Introduction 
This report is split into two sections with section one focusing on different areas of evidence-based practice, its significance to People Professionals and approaches that can be used for effective decision-making. Section two will cover data analytics. Each section is covered within the CIPD Profession map as seen below. 
[image: ]Figure 1.1 CIPD Profession Map (CIPD, 2023a)
Evidence-Based Practice (AC 1.1) 
The basis of evidence-based practice is the idea that good decision-making is achieved by critically evaluating the best evidence available from a variety of sources (Young, 2023b). By selecting dependable, trustworthy solutions and relying less on quick fixes, or out-of-date received knowledge, evidence-based practice assists people professionals in making better, more effective judgements (Young, 2023b). 
Due to the abundance of information available, we tend to make decisions more quickly and avoid overloading our brains by taking mental shortcuts (Young, 2023b). When we often depend and rely solely on our intuition rather than seeking additional information that we require, problems arise (Jolley, 2020). When faced with making important decisions, professionals need to consider the availability of evidence, what is relevant to a situation and avoid using personal judgement alone (Barends, Rousseau, and Briner 2014). While previous experience can provide people professionals with a level of expertise on certain topics, Young (2023b) states that other sources of evidence should also be considered before making important decisions. Many professionals are unaware of evidence available that would help support resolving issues encountered daily (Gifford, Young and Barends, 2023b). Barends, Rousseau and Briner (2014) explain that majority of managerial decisions are not based on the best available evidence and experience can be susceptible to bias and errors. Decisions made purely based on previous experience can be risky and have profound consequences (Waite et al, 2021). 
Decisions made by people professionals affect people's lives and the outcomes of the company, thus they should make the best choices possible (Jacobs, 2015a). Professionals should consider four equally important sources of data, each of which should be thoroughly and meticulously evaluated (Jacobs, 2015b). According to Briner (2015), they comprise of academic or scientific evidence, evidence based on stakeholder values and concerns, evidence from the organisation itself, and professional experience. According to Bruner (2015), the information obtained from each of these four sources may be extremely relevant and reliable, irrelevant, and wholly unreliable, or any combination of these. While it’s not always possible to draw on all four sources, it’s far more advantageous to use more than one to generate better decisions (Gifford, Young and Barends, 2023a). 
Analysing evidence should be done with caution. It is crucial that we recognise the risks involved in trusting evidence that could be inaccurate or misleading (Jolley, 2020). Evidence derived from non-research sources is especially susceptible to prejudice and human error (Jolley, 2020). According to Gifford, Young, and Barends (2023a), professionals should refrain from selectively choosing data to confirm their previous notions, since this may lead to missed opportunities or unfavourable outcomes.
Barends, Rousseau, and Briner 2014 outline a particularly effective six-step approach that can support professionals through the process of evidence-based practice. This six-step approach ensures that the quality and reliability of evidence is very high by taking into consideration its credibility (Gifford, Young and Barends, 2023a). Although it may not always be possible for professionals to use this approach in their daily practice, they should strive to do more before making critical decisions (Gifford, Young and Barends, 2023a).
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Figure 1.2 Evidence-Based Practice (Hill and Houghton, 2021)
Professionals will be able to generate evidence-based reports and solutions that withstand scrutiny if they take the time to evaluate the quality of information and the relevance of data sources (Taylor and Woodhams, 2022b).


Analysis Tools and Methods (AC 1.2) 

Among the most popular analysis concepts taught include Porter’s Five Forces, PESTLE and SWOT analysis (Anton, 2016). As discussed in Anton’s (2016) report, whilst each concept supports analytical-strategic thinking, they have all remained nominally isolated from each other despite their clear interdependency.

PESTLE analysis is a rigorous process of collecting information about external factors that can influence an organization's decisions (Battista, 2023), whereas the SWOT analysis identifies both internal and external components that can impact an organisation’s desired goals (Haan, 2023). Porter’s model offers a multifaceted analysis tool (Grundy, 2006) which highlights possibilities and threats while gauging a company's competitive advantage (Goyal, 2020). It encourages businesses to concentrate on their response to a change in the external environment by focusing primarily on external elements, in contrast to the SWOT analysis (Goyal, 2020). 

The five factors (buyer bargaining power, seller bargaining power, rivalry, entry barriers, and substitutes) are used to assist managers in determining whether performance levels are good and bad (Grundy, 2006). Although it is more difficult for an organisation to downsize or outsource when the forces are stronger, there are possibilities for negotiations and higher profits when the forces are weaker (Anastasiu, Gavriş, and Maier, 2020). Although the idea is helpful for developing short-term strategies, it merely offers a glimpse into the larger business at a certain historical period in today's ever-changing environment (Goyal, 2020).

Similarly, to Anton’s report, Goyal (2020) highlighted that Porter’s model is “inter-linkable” with other models which can support strategic thinking and offer a significant edge in comprehending the wider business environment (Battista, 2023). The idea can be modified to fit a variety of domains, including human resources, to determine what factors will influence the composition and arrangement of human capital in the future, as demonstrated by Anastasiu, Gavriş, and Maier, (2020) below:
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Figure 1.3 Porter’s Five Forces Model adapted to human resources.
Some methods used for collecting important data include surveys and interviews (Taylor and Woodhams, 2022b). Although surveys can be completed more quickly than interviews because they are time-efficient (Taylor and Woodhams, 2022b), they are only useful for general claims (Phellas, Bloch, and Seale, 2012) and provide a broad overall involvement score that may significantly oversimplify the situation (Young, 2023a). Conversely, by asking insightful questions to elicit more information, interviews can provide considerably greater rewards because they allow for a deeper dive into specific aspects (Young, 2023a) (Jain, 2021). Inquiring questions instead of filling out forms can also make it a satisfying experience for participants (Seale, 2012). Additionally, interviewers can establish rapport with participants, which can be advantageous for both present and future research (Jain, 2021). Though mostly qualitative, interviews can be categorised through coding to facilitate quantitative research (Phellas, Bloch, and Seale, 2021).
[bookmark: _Hlk152015463]It can take some time to organise this strategy, and accumulating a lot of data might make analysis time-consuming (Taylor and Woodhams, 2022b). In the case of in-person interviews, for example, travel expenses and time can be incurred (Jain, 2021). These are important points to keep in mind.

Critical thinking (AC 1.3) 
Using a variety of sources, evaluating each one's reliability, relevance, and accuracy are all parts of critical thinking (CT) (Frank, Magnone, and Netzer, 2023). It's a multifaceted process of thought that calls on a variety of abilities and skills (Cottrell, 2023), including reasoning, generating compelling arguments, and identifying biases or inaccuracies (Frank, Magnone, and Netzer, 2023). People are readily deceived into selecting less-than-ideal solutions because of a wide range of complex factors, including tunnel vision and confirmation bias, which can influence how they react to different situations (CMI, 2015). Being aware of outside effects on our thoughts and decisions is crucial because it can be challenging to recognise personal biases (Cottrell, 2023). Since it is simpler to identify biases in the opinions of others, involving more people in the decision-making process may be more beneficial (CMI, 2015).
As noted by Haber (2020) critical thinkers should be able to analyse a topic from various perspectives and should practise doing so when making decisions. This ability to think critically also extends to thinking about the wider picture (Roper, Prouska and Ayudhuam, 2010). When analysing data, Professionals should ensure they don't accept anything at face value (CIPD, 2016), similarly, they should not dismiss data if it challenges their beliefs (Briner, 2015). When utilised constructively, scepticism can aid in decision-making regarding the likelihood of something being true, useful, or productive (Cottrell, 2023).
Howlett (Howlett and Codburn, 2019) outlined three qualities of a critical thinker in their CT podcast: evaluating the ideas, viewpoints, and arguments of others; identifying the methods by which others formulate their thoughts and arguments; and recognising when these methods are being used by others. All three of these qualities, according to Howlett, make a critical thinker more prepared to generate a discussion at a meeting, especially when there might be participants who lack knowledge.

According to Cottrell (2023), critical thinkers can scrutinize their own viewpoint and verify the data that backs it. Inquiring helps us develop. Being confrontational or constantly critical of others is not related to critical thinking. Critical thinking abilities can be used to identify fallacies and flawed reasoning, but they can also be utilized to support opposing views and work with others to solve issues and gain knowledge (Lau, 2011). Critical thinking is a crucial talent for communicating ideas clearly, analysing and interpreting the significance of viewpoints or ideas offered, and applying knowledge to new situations (Kivunja, 2015). 

Decision-making Processes (AC 1.4) 
There are sometimes as many options for how to proceed with a decision as there are for the decision itself (CMI, 2015). As stated by Butler (2010), decision-makers frequently approach problems by following the conventional path and attempts should always be made to find new approaches to solving issues whenever conventional methods prove to be inadequate. There are a range of decision-making process available that people professionals can utilise to help facilitate the best possible outcome for their organisations. Among them include De Bono’s Six thinking Hats, Lateral thinking and Kepner and Tregoe’s model.
According to Aidal and Kumar (2017), De Bono's Six Thinking Hats technique is a multifaceted way to thinking that is applicable to decision making in complex organisations. This metaphor stands for six distinct cognitive processes to analysis and CT that are used to comprehend a situation and attempt to identify a workable solution (Kivunja, 2015). According to De Bono (2017), every colour has a distinct emotional connotation associated with its intended use. For instance, the white hat, perceived as neutral and focused on facts and figures, contrasts with the yellow hat, which is sunny, optimistic, and symbolises positive thinking. This idea is highly adaptable and may be used in a group/team setting or by one individual donning each of the six hats one at a time (Aithal and Kumar, 2017). This method has the potential to produce positive results for organisational issues since it aids in the development of strong solutions resulting from diverse thought processes, and the prompt identification of potential solutions (Aithal and Kumar, 2016).
In contrast to vertical thinking, which focuses exclusively on facts, lateral thinking is more focused with the creation of unique concepts and fresh perspectives (Bala, 2014). Despite having a strong connection to creativity (De Bono, 1990), it has little to do with original thoughts and viewpoints (Bala, 2014). To create a decision framework, lateral thinking replaces the traditional method of formulating broad inquiries with a procedure that begins by challenging accepted assumptions (Butler, 2010). Finding a creative solution after making a decision is crucial to lateral thinking (Butler, 2010).
And lastly, Kepner and Tregoe's model is another decision-making process that experts can find useful. Determining which elements matter most when making a decision is the idea behind this model (CMI, 2015). The knowledge needed to address a particular issue can be obtained by asking the appropriate questions in the correct sequence (Markopoulos et al, 2022). When ample time is given to thoroughly assess choices, this approach can prove to be highly efficacious (CMI, 2015).
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Figure 1.4 Kepner and Tregoe’s method thinking foundations (Markopolous et al, 2022, p. 199)
Ethical Perspectives (AC 1.5) 
Making decisions and judgements regarding the appropriate path of action to follow is the focus of ethics (Armstrong, 2016). Values are an individual's inner beliefs that guide their behaviour, while ethics is concerned with how a moral person ought to behave (Josephson and Hanson, 2002). 
[bookmark: _Hlk151112986]Deontology holds that some behaviours are inherently good or bad, independent of the outcomes (Armstrong, 2016). Conversely, utilitarianism places more emphasis on the results of decisions and favours making choices that will benefit most people (Armstrong, 2016). Utilitarianism would be considered society-centred in medical practise, whereas deontology is patient-centred (Mandal, Ponnambath, and Parija, 2016).
Deontology's inflexible theory prevents people from choosing between moral principles, even while it does not require to foresee the effects of a particular choice (Josephson and Hanson, 2002). Effective decision-making can be informed and influenced by utilitarianism when the choice will benefit most workers or the organisation. Nevertheless, it has a history of disregarding individual rights and implies that moral judgements can be translated into a single unit of value (Armstrong, 2016).
Other noteworthy strategy includes the Stakeholder theory, which involves contributions to the decision-making process from a range of internal and external stakeholders. A stakeholder's ultimate decision may be impacted by their diverse backgrounds and experiences, which can have both positive and negative effects (Goyert et al, 2017). While stakeholders can offer many perspectives and aid organizations in seeing the big picture, there are instances when stakeholders solely care about their personal interests (Goyert et al, 2017).

Ethics-related decisions about what to do and how to act at work will never cease to exist (CIPD, 2015). As a result, how People Professionals make decisions is critical to organisations because executed decisions can have a big impact on people's lives and an organisation's reputation (Russell and Weeks, 2019c). 

Clark (2015) explored the eight ethical lenses in their report, which attempts to support ethical decision-making and provide People Professionals with many viewpoints on how to handle ethical challenges at work. When addressing workplace problems, decision-makers must have solutions to ethical questions from which they cannot stray (Clark, 2015). For the people professionals of the future, it will be essential to comprehend the various ethical viewpoints and show consideration for those that are relevant in each organisational environment at a given moment (Clark, 2015).

Financial and Non-Financial Performance (AC 3.1) 
The most valuable resource for a business is its people, hence performance management is essential to its success (Gifford, 2022). Workers must be held accountable for their work, be given the tools, resources, and support they need to succeed (Gifford, 2022). Owing to an organization's goals, performance management seeks to maintain and enhance employees' performance (Gifford, 2022).
Businesses can gauge their non-financial performance using customer satisfaction. Due to its ability to predict future financial performance by indicating the organization's level of effectiveness in supplying goods and/or services, it is the most widely used type of non-financial performance (Marr, 2012). By pointing out discrepancies between customer expectations and service delivery, interventions aimed at enhancing performance can be initiated (Marr, 2012). Customer satisfaction can be measured using both qualitative and quantitative measures such as surveys and focus groups to help gain more insight (Marr, 2012). Measuring customer satisfaction is done on an ongoing basis, therefore focus groups can be time consuming and expensive to administrate (Marr, 2012). 
Financial performance indicators include revenue, gross profit, net profit, cash flows, return on investment, and productivity. After deducting costs directly related to producing and delivering goods and services, a company's gross profit represents its profit and provides information about how well it manages its production costs, including labour and supplies, to generate revenue from the sales of its goods and services (Tamplin, 2023). A business might make a little profit overall, but it might also borrow excessively and manage its debt poorly Tamplin, 2023).
Due to recent announcement of NHS overspending (NHS, 2023), Hywel Dda University Health Board have introduced a Financial Control Group to help manage recruitment by introducing a more thorough approval process where managers are required to provide detailed justification of why they need to fill their vacancies. Their request is approved through different levels (From Finance department to Executive level) before they can begin the recruitment process.
While gross profit can evaluate a company's potential for profit, net profit considers administrative expenses, rent, and insurance to display the profit from all facets of the company's operations which increases its inclusivity by offering information on how well overall financial management is doing (Tamplin, 2023). Since gross profit does not consider additional costs, it would be wise to measure both together. 

Adding value and Measuring impact (AC 3.2) 
Adding value to the organisation and its stakeholders, such as shareholders and the local community, is the main goal of the people management role in an organisation (Taylor and Woodhams, 2022b). According to Taylor (2018), organisations can enhance the value they provide by accomplishing their business goals, offering superior administrative support, and serving as champions for efficient personnel management.
Numerous techniques, like as cost-benefit analysis, can be used to assess the worth and impact of people practises. It is the process of weighing the anticipated or estimated financial advantages and costs of a decision that is quantified in monetary terms (Gov, 2020). It is a data-driven methodology that allows individuals or organisation to impartially assess a choice or possible initiative and as a result, it provides an unbiased and fact-based assessment of options, that can help a business become more logical and data-driven (Stobierski, 2022). Decisions can be justified if the anticipated benefits surpass the expenses; if the reverse is true, a business could choose to reconsider its decision (Stobierski, 2022). Since it might be more challenging to create precise projections as you go farther into the future, cost-benefit analysis is best applied to short- to mid-length projects (Stobierski, 2022).
Evaluation is crucial because it guarantees that training initiatives are implemented in a way that maximises and demonstrates their worth to the organisation in question (Kirkpatrick and Kirkpatrick, 2016). The Kirkpatrick model is a well-known evaluation tool with four stages (Reaction, Learning, Behaviour and Results) that is used to examine the outcomes of learning initiatives and training courses (MindTools, 2023). The fourth stage, referred to as Results, is an indicator the training’s entire effects, including its moral and financial ones (Smidt et al, 2009). For everyone engaged to understand the initiative’s goal, it is crucial that results are expressed in quantifiable terms (Kirkpatrick and Kirkpatrick, 2016).











Quantitative and Qualitative Analysis Review (AC 2.1, 2.2 and 2.3)
The significance of people analytics is in its ability to address organisational issues through the analysis of personnel data and the measurement of worker performance, well-being, and inclusion and diversity for both internal and external stakeholders (CIPD, 2022). 
Using surveys or data, quantitative data describes trends or patterns across time and is expressed in numerical terms (Waite et al., 2022). However, as opposed to quantitative data, which is objective, qualitative data is subjective and enables in-depth exploration of concepts and experiences through the collection of viewpoints and emotional perceptions (focus groups and interviews) (Waite et al., 2022).

Equality, Diversity and Inclusion Salary Data







Out of the 260 employees in this organisation the data has shown whilst there are predominantly male employees (54%), female employees (45%) are earning more on average (£31,900) and above the organisational average (£31,757). The data also shows an occupational segregation with more males employed in trade roles (Property team) and females in administrative and head of department roles which are the highest paying roles. Non-binary employees are being paid less; however, they are in lower paid roles (Administrator and Apprentice). Females are paid the most where over half of the team are female employees, for example business services, customer services and directors and this is also the case for male employees (Finance and Property team).
It’s worth acknowledging that there are 3 females’ salaries over £95,000 and one male (Directors), thus when calculating averages, these could impact an unrealistic organisational average salary. 
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It is clearly indicated within the two graphs above that White British (WB) ethnicity is predominantly employed within this organisation, with 4 teams having 100% WB employees (Facilities, Lettings, Marketing and Regeneration) and over 80% of 10 teams are WB. Whilst there are some ethnic groups employed in highest paid roles in in some teams (Head of IT and Director of People Services), WB employees are mainly occupying the highest paying roles (£40,000 +).





[bookmark: _Hlk151232263]From the data available, within this organisation, there are far more non-disabled then disabled employees. There are fewer disabled employees in trade roles, with most non-disabled employees occupying more physical roles as well as managerial/higher paying roles, mainly Directors.

Recommendations
Positive Action could be utilised in organising open days or internships to encourage more applications from people with disabilities, women, and ethnic minorities, as well as to help provide exclusive opportunities for them to learn more about the types of roles in the Property team, Finance, and Green Spaces (Gov, 2023). In addition to saving organisations money on labour and recruiting expenses, internships help people acquire soft skills like confidence and interpersonal skills (Ismail, 2018). Employers should use caution when considering Positive action since it may be interpreted as positive discrimination if there is no valid justification for it which could lead to a tribunal (Taylor and Woodhams, 2022a). 
Underrepresented staff could gain better access to opportunities through mentorship or shadowing (Taylor and Woodhams, 2022a). This cost-effective, highly individualized development approach demonstrates the organization's commitment to personal development (CMI, 2020). Unstructured or informal mentoring can be perceived as a type of patronage or as giving an unfair advantage to the mentee (CMI, 2020). By investing in the education and training of existing employees, companies can avoid the costs associated with recruiting new staff.
The organization may consider incorporating skills-based assessments to assess candidates' suitability for the position and ensure structured interviews to avoid unfair bias which could help recruit more female candidates (Government, 2017). Interviews should be conducted face to face wherever possible to avoid creating barriers with candidates and allow them to present their best selves (Lucy et al, 2023). Having more women (even ethnic minorities) in a pool of candidates has been shown to increase their likelihood of being offered a job (Johnson, Hekman and Khan, 2016). 

There is a long-standing view that part-time (PT) and flexible working (FW) jobs are concentrated in less skilled occupations (House of Commons Trade and Industry Committee, 2005). As there are more women in PT and FW roles than men, this could explain why there are more males in trade roles (Wild, 2023). This organisation could consider looking into providing more FW conditions for different roles which could make non-administrative roles more appealing for women. Working PT can come with negative perceptions about ability; however, PT workers are ambitious, capable, experienced, and able to manage their workload flexibly and fully commit to their careers (Government Equalities Office, 2019). 
Organisations may not be able to offer PT hours to every team and it might not be appealing for some employees to consider working less hours as it would mean taking home less income. FW however, may be more appealing and it would help the organisation reduce operating costs and office space (McCartney, 2023). Providing these opportunities will help promote better equality, diversity, and Inclusion and drive greater attraction and retention (CIPD, 2023).

























Hybrid Working Practices 

In a recent survey, 300 employees were asked to provide their feedback on hybrid working (HW). The survey results show that while employees enjoy working from home (56%), they also feel that HW supports their work-life balance (82%). Moreover, the majority strongly disagreed/ disagreed (85%) that it made them feel less stressed when away from the workplace and 80% of the employees don’t feel fully supported when HW. 
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Recommendations
The response received from these employees could be influenced by several factors and using this survey alone is not enough to gather sufficient information to base decisions on. A focus group or interviews could have been conducted to provide in-depth justifications. Even though interviews are mostly qualitative, responses could have been classified into several categories before being subjected to statistical analysis (Phellas, Bloch, and Seale, 2012). Focus groups promote conversations and might have offered more detailed responses to questions (Taylor and Woodhams, 2022b). However, in contrast to surveys, these methods could prove to be challenging as it can be difficult to gather participants, and data collecting and analysis take time (Taylor and Woodhams, 2022b). Interviews and Focus groups can create loss of working time and incur travel expenses should participants be required to attend in person (Jain, 2021).
Those struggling to meet targets or require more support could benefit from informal arrangements (De Menezes and Kelliher, 2017). Employees with caring or parental responsibilities could benefit from this as it could give them better flexibility in their personal lives and reduce stress levels. However, HW can make it more difficult to measure performance, and can affect engagement levels (Kakabadse, 2023). The risk of employees working from home too many days of the week can also create social isolation and possibly increase family conflicts (Kakabadse, 2023). Therefore, employers could consider suggesting staff work in the office more days a week to help alleviate these personal issues. Employees degree of work engagement has been found to rise with the number of days they are physically present in the office, according to Kakbadse, 2023). 
To better support staff at home, organizations could use advanced technology to better enable remote working (McCartney, 2023). Even if office technology does not directly generate revenue, it can improve efficiency, reduce costs, and help attract and retain talented employees (Juma, 2023). Introducing hotdesking into the office could foster collaboration between employees who don't normally meet, improving team ethics and productivity, and saving operational costs and office space (McCartney, 2023).
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Percentage of each Gender by Type in the Organisation




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

Number of Employess in each team










Female	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	7	5	11	4	1	3	1	3	14	10	3	5	3	7	19	5	9	8	Male	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	2	4	1	1	7	2	9	4	9	6	5	1	4	79	2	3	Non-binary	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	Teams


Number of Employees




Salary Differences Across Genders in each Team

Female	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	38487.857142857145	28360	27316.363636363636	92613.75	41555	30415	25500	21030	29892.857142857141	27395	48966.666666666664	29470	29133.333333333332	36562.857142857145	26446.842105263157	36118	22722.222222222223	30384.375	Male	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	28500	24750	27983.75	98500	25600	38049.285714285717	34750	21030	31250	33663.333333333336	35166.666666666664	25860	24750	40862.5	31782.405063291139	23500	33425	Non-binary	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	21500	17500	Average	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	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	Genders in each Team


Salary




Percentage of Different Ethnic Groups in each Team





















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	5.5555555555555552E-2	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	0.1	0	0	0	0	0.1111111111111111	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	6.6666666666666666E-2	0	0	0	0	0	0	0	0	0	0	9.0909090909090912E-2	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	0.14285714285714285	0	0.2	0	0.1	0.33333333333333331	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	0.14285714285714285	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	0.13333333333333333	0	0	0	0	0	0	0	0	0	0	0	1.0101010101010102E-2	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	0.14285714285714285	0	0	0	0	0	0	5.5555555555555552E-2	0	0	0	0	0	0	0	9.0909090909090912E-2	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	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 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	0	0	0	0	0	0	0	0	5.2631578947368418E-2	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	0.1111111111111111	0	0	0	0	0	0	8.3333333333333329E-2	0	5.2631578947368418E-2	0	0	0	0	0	0	0	0.18181818181818182	Teams


Percentage of Ethnic Groups




Percentage of Different Ethnic Groups as an Organisational Whole



















































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	5.5555555555555552E-2	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	0.1	0	0	0	0	0.1111111111111111	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	6.6666666666666666E-2	0	0	0	0	0	0	0	0	0	0	9.0909090909090912E-2	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	0.14285714285714285	0	0.2	0	0.1	0.33333333333333331	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	0.14285714285714285	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	0.13333333333333333	0	0	0	0	0	0	0	0	0	0	0	1.0101010101010102E-2	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	0.14285714285714285	0	0	0	0	0	0	5.5555555555555552E-2	0	0	0	0	0	0	0	9.0909090909090912E-2	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	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 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	0	0	0	0	0	0	0	0	5.2631578947368418E-2	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	0.1111111111111111	0	0	0	0	0	0	8.3333333333333329E-2	0	5.2631578947368418E-2	0	0	0	0	0	0	0	0.18181818181818182	Teams


Percentage of Ethnic Groups




Percentage of Disabled and Non-Disabled Employees as an Organisational Whole











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	Teams


Percentage of Disabled and Non-Disabled Employees




Percentage of Disabled and Non-Disabled Employees Per Team











Disabled	
Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	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	Teams


Percentage of Disabled and Non-Disabled Employees




Percentage of Disabled an Non-Disabled Employees in the Organisation








Total	
Disabled	Not disabled	8.0769230769230774E-2	0.91923076923076918	

Hybrid Working Survey Results

Fully Agree/Agree	I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	0.56333333333333335	0.82333333333333336	7.0000000000000007E-2	0.14000000000000001	0.24333333333333335	0.64333333333333331	0.49333333333333335	0.38666666666666666	0.62	0.33666666666666667	0.49	0.59	0.15	0.46333333333333332	Not sure	I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	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	Strongly Disagree/Disagree	I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	0.37333333333333335	0.14000000000000001	0.83	0.8	0.42	0.28000000000000003	0.49	0.59666666666666668	0.37	0.66333333333333333	0.49	0.38666666666666666	0.85	0.53	Questions and Responses Provided


Percentage from each Response
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