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Evidence-based practice (AC1.1)
Evidence-based practice is there to help practitioners make more effective decisions based on reliable trustworthy solutions (CIPD, 2023). It dispels historical anecdotes and leads practitioners to researching actual evidence (CIPD, 2012). 
Evidence can come in different forms and CIPD (2023) describes it as ‘information, facts or data supporting (or contradicting) a claim, assumption or hypothesis’. It is having the confidence that the actions we are going to take will have a positive impact (CIPD, 2012).  
There are six steps of Evidence-based practice which we call the six As, by practising the six As, practitioners are increasing the likelihood of a favourable outcome and by combining this with the four different sources of evidence they can achieve credible effective decisions (eventbrite, 2023). The six As and four sources are shown in the table below provided by CIPD:
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Evidence can be used to prove or disprove a theory, and gathering as much evidence as possible will ultimately improve the outcome (CIPD, 2012).
Hywel Dda University Health Board (HDUHB, no date) are gathering evidence around time from job advert closing to time to interview. Normally, the interview date is put on the advert to fit in with 10-day KPI, however the trial is to not put the date on one area to see if appointing managers can keep within the KPIs. This fits in with the health boards values of ‘Putting People at the heart of everything we do, striving to deliver and develop excellent services and working together to be the best we can be’ (HDUHB, no date).
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HDUHB will be gathering the evidence over a two-month period to see how this works, if successful, this will be rolled out to other areas but if not then that area will go back to adding the date at advert. Until HDUHB gather the evidence they won’t know if it works or not. 
Evidence-based practice is important as it should eliminate bias and therefore the decision making should be based on fact. Jonny Gifford, Research Advisor at CIPD explains “We are living in a post truth era” He goes on to say, “who can you trust, what can you trust” (CIPD, 2017).
Evidence-based practice is one of the values of the CIPD Profession Map (CIPD, 2023) and this refers to the four sources. It says it isn’t there to tell practitioners what to do but to show practitioners how having the right evidence, along with their own professional knowledge and opinions will help to make better decisions in any situation. 
The purpose is in the centre of the profession map as the fundamental purpose is to champion better work and working lives (CIPD, 2023a) and around this are the values to incorporate evidence-based practice.
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Analysis tools and methods (AC1.2)
There are several analysis tools such as PESTLE, Porter’s Five Forces and Fishbone analysis which may all come with advantages and disadvantages depending on what data it is the people professionals want to analyse. The below is an evaluation of SWOT analysis.
A SWOT analysis is a framework designed to look at an organisations or projects Strengths, Weaknesses, Opportunities and Threats (CIPD, 2023b). Strengths and Weaknesses are generally within the organisation so therefore are usually internal factors and Opportunities and Threats are mainly outside the organisation which can be an advantage or highlight any risks involved (CIPD, 2019b).
The advantages of using SWOT analysis are in that it is easy to use with it being a four-box framework and it is flexible (CIPD, 2023b) however, if not used with other analysis tools such as PESTLE it may lead to the organisation having insufficient data or having too much data. The four points of SWOT can also be subject to interpretation so it is always best to complete SWOT analysis as a group so that the organisation can take on different views and expertise to ultimately result in a better outcome. 
As with analysis tools, there are also several analysis methods which include observations, focus groups and surveys, however the below is an evaluation of interviews. 
Interviews are a way of collecting qualitative data and can be structured or unstructured (Taylor and Woodhams, 2022). Interviews can provide the organisation with data for several different circumstances such as interviews for employment, return to work interviews after a sickness occurrence or exit interviews. 
The advantage of having something like an exit interview is that the organisation can collect the qualitative data to investigate the employee turnover rate and the reasons for their employees leaving the organisation. This may highlight issues within the organisation such as poor management or job expectations not being met (Waite et al, 2021).
Although the interview itself might not take up much time, the disadvantages or interviews are the time taken setting up of the interview, the preparation for it and the data analysis after it may be time consuming. 
A people professional can however, use Prescriptive analytics to make recommendations on solutions and future courses of action to follow to train and retain employees (Waite et al, 2021).
	
Critical thinking (AC1.3)
In simple terms, Critical thinking is the ability to think well (CIPD, 2019). It is also to think clearly and to take in considerations to ultimately reach conclusions. It is a focus area of the CIPD profession map, and it is about asking key questions. 
Logical reasoning is the basis of critical thinking and is the link between the original problem and the conclusion. In Critical Thinking ‘Critical’ does not necessarily mean that HR practitioners are being negative or disapproving, it just means that they are analysing data, ideas, or concepts, for example (Armstrong, & Taylor, 2014). It can occur when practitioners decide to come to a conclusion by looking at the evidence.
Critical thinking is useful for sorting out the facts from the opinions (Taylor and Woodhams, 2022). HR practitioners need to question if what they have read is reliable, replicable, and valid. They also need to look at their own opinions, are these free from presumptions and bias? 
Edward De Bono ‘six hats’ techniques encourage HR Practitioners to think about a problem in six different ways, for example, (De Bono Group, no date) white hat calls for only information that is fact whereas the red hat looks at feelings, hunches, and intuition.
HR practitioners can look at different research designs critically, for example, a case study design can produce large amounts of qualitative data which may be hard to analyse (Taylor and Woodhams, 2022). When thinking critically it is about not only looking at the evidence but questioning it.
To think critically, HR practitioners need to do away with common biases. It is easy to fall into false analogy, thinking that the situation they are in now is like a previous one so the same action will lead to the same outcome. Heuristics can fall in line with this, something has worked in the past so it will work again. Thinking critically makes HR professionals look at the detail in the evidence and by using the six steps to evidence-based decision making this will lead people professionals to think critically.

Decision-making approaches (AC1.4)
People professionals need to make effective decisions which may be challenging. They will need to investigate different decision-making processes to see which is the best fit for the situation they are in and the type of decision they need to make. Having good decision-making skills and understanding the impacts of their decision will help them to deal with the facts and avoid biases. Problem solving and decision-making can be linked together but they aren’t the same. Identifying a problem comes first and this then leads to making decisions on how to deal with them (CMI, 2020).
Edward De Bono’s lateral thinking ‘Six thinking hats’ is a concept where people professionals look at a problem using six different coloured hats (White, Red, Black, Yellow, Green, and Blue). The idea is that people professionals look at the problem from different perspectives, for example, if wearing the yellow hat then this is about looking at the positives and being optimistic whereas contrary to that the black hat is cautious and careful, pointing out any problems and weaknesses in an idea (De Bono, 2017). This method works best for a team decision where each person can wear a different ‘hat’ and look at the problem from six different angles with the blue hat being the lead however people professionals can look at a problem themselves using the six different coloured hats to look at the problem critically and to ensure no bias on their own views. 
When looking at implementing a change or starting a project it is important to look at who the stakeholders are. It can make a difference to people professionals if their stakeholders support the project or are against it from the start.
Stakeholder analysis is about looking at who the stakeholders are and who has the most influence and how they might be able to support the change or project. There are three steps to stakeholder analysis.
The first step is to identify the stakeholders. This can be people such as senior managers, candidates or employees that might have an interest or opinion in people professional projects. The next step is to look at prioritising the stakeholders, looking at who has more power and interest as per the table below from (MindTools):
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And the third step is thinking about whether these stakeholders support the project or not. If they support the project, then they go in green but if they are negative about it, they go in red. 
When looking at the table, if people professionals have stakeholders in red that have power and influence, they need to look at how they can build relationships and show the benefits of the project to get them to support it. 
Kurt Lewin’s Force field analysis looks at making decisions using forces for change (Pros) and forces against change or resistance to change (Cons). People professional would score each of the forces between 1 and 5 using different sized arrows, with 1 meaning that force isn’t particularly important and 5 meaning it is very important. The arrows would give people professionals a clear visual as to the forces for and against change. This is a better analysis tool then merely just making a pros and cons list as with those kinds of list people professionals can bring in more biases. More pros do not mean it is a better idea if the impact of the cons outweigh the pros (MindTools1).

Ethics (AC1.5)
Ethical values in the workplace provide a moral compass where employees should feel valued and if people professionals’ base decisions on good ethical values this can positively impact on people’s lives inside and outside of work (CIPD, 2019a).
CIPD (2015) created the eight ethical lenses to look at decision making through eight different perspectives although there is not a one size fits all approach or right and wrong answers, it will give people professionals different ways of looking at workplace issues. 
When reviewing other ethical perspectives, Utilitarianism is about looking at the outcome. People professionals using this perspective would look at morals and the consequences to overall well-being when a particular action is made. If well-being is increased, then this is more acceptable. Utilitarian views are sensitive to the outcomes so if the same action in a different situation has an adverse effect on well-being, then it is less likely to be accepted (Taylor & Francis, 2016). Deontology does not focus on the outcomes but more the rules. If an action follows the normal moral process, then this is more acceptable. This looks at whether the process is right or wrong following a set of rules. The deontological process can be outdated. Since Covid-19, the workplace has changed but the rules around the processes may not have. For example, the rules in Resourcing in Hywel Dda University Health Board are that you work from home two days a week and in the office three days a week. If an employee was having personal issues where they needed to work from home more days, then a deontological answer would be not as it does not follow the rules however the utilitarian approach would look at the outcome of well-being and productivity to have a more informed answer. 
Altruism looks at the good of others even if it means sacrificing themselves. This is shown in personal acts of charity (Seglow, 2013). August Comte sees altruism as the opposite of egoism (Duignan, 2023) and that by eliminating people’s pain and making them happier in turn has a positive impact on their moral. 

Financial and non-financial performance (AC3.1)
Organisations can monitor performance in several different ways and these ways usually come under financial and non-financial. 
People professionals don’t have to have a finance background to understand financial Key Performance Indicators (KPIs) but if they have a basic understanding then it can improve decision-making (Stobierski, 2020).
With financial KPIs, there are usually a lot of different metrics that all come together in a financial statement. For example, gross profit and net profit. Gross profit shows the profit of a product but not considering the tax, interest, or other expenses (Stobierski, 2020) whereas the net profit would show what is left after all overheads have been take off. When looking at a product, people can be misled into thinking that there is a profit to be made (when only looking at gross profit) when in fact, when looking at net values, the product could come in at a loss.
The Welsh Government have advised that ‘it is essential that strong financial control is maintained’ (NHS Wales, 2021). Therefore, all health boards in Wales have been advised they need to start saving money.
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To monitor this financial performance, HDUHB have set up a financial control group to monitor spending and discuss vacancies being advertised. Every vacancy has a cost associated to it and any vacancy that is not essential to support patient care will be rejected so that this target it met.
Organisations can also measure non-financial performance using key performance indicators (KPIs). It is essential that an organisations KPIs are relevant. For example, in HDUHB one of the KPIs is ‘time to hire’ so this measures the days between the candidate being offer the post and the employee starting in post. This is different to ‘time to fill’ (hibob, 2023) which calculates the days between the vacancy being advertised and the employee starting in role.
The time to hire KPI is there to see how well the candidate journey went and how quickly the employment checks were completed. They also look at numbers of applications for vacancies and how many times the vacancy has been advertised. If it is ‘hard to fill’ so the data shows it has been advertised more than three times, then people professionals investigate the reasons for this. Is it the job title? Is the job description correct? etc. 


Adding value and measuring impact (AC3.2)
People professionals are there to add value to an organisation and this can be measured in several different ways to include higher earnings or greater employee engagement (Taylor & Woodhams, 2022, pg 135).
A Cost-benefit analysis can be used when looking at a particular project and then looking if the value added would outway the costs involved. If the beneifts are greater than the costs then this is deemed a good decision (Stobierski, 2019). People professionals can use the cost-benefit analysis to add value in employee engagement for example. If the costs of providing equipment and resources to work from home a few days a week means that staff are more engaged and therefore happy to go into work meaning less sickness absence.
Cost-benefit analysis can be used by people professionals in all kinds of organisations but is a better method if the project is short or mid term. They can bring exceptional benefits by analysing the outcome before making the decision. However, with all analysis tools, there can be advantages and limitations to cost-benefit analysis. 
The advantages of this method are in that the people professional will be using data to support the decision made, if the data is correct then this can be evaluated to make the decision easier (Stobierski, 2019). However, the limitations can come if the data isn’t correct, reliable or if people professionals are using old data. This can then mean that the outcome isn’t correct or current.  
People professionals can use Evaluation methods to look at learning and performance gaps. They need to look at what is expected of employees when it comes to performance targets and if there are any patterns to what is being missed. By evaluating this data, alongside doing emplolyee feedback forms, people professionals can identify where the gaps are (CIPD, 2023c). Within the evaluation model there are other models that can be used by people professionals that all tie in together to evaluate the problem or project. For example, The Kirkpatrick Model (Kirkpatrick partners, no date) looks at learning and development in four different stages. Starting right at the beginning on the reaction to the training from participants, then following on with learning and how they took part in the training – were they committed and confident. The next stage is behaviour where people professionals look at how the participants took what they learnt back into their work and finally the results, after re-evaluating again, were the gaps filled. 


[image: A green and white text on a green background

Description automatically generated]

Evidence based practice Report (Section Two)
AC2.1/2.2/2.3

When people professionals are looking at data there are two types, Qualitative and Quantitative.
Qualitative data is looking at words and meanings whereas Quantitative data focuses on the numbers. The quantitative data can show people professionals what is happening, but the qualitative data can show the reasons why (Taylor & Woodhams, 2022, Page 121).
The tables below show quantitative data and show that there is fair split between males and females in the organisation.












The data below shows us that although the average salary across genders is close, this can be quite different within departments. When looking at business services and IT, the female employees are quite a bit higher than the male but with the more manual jobs (such as property team) the males employees earn more. 

When looking at the data there looks to be a gender pay gap in the roles such as Directors and Heads of service, but when you look at the data more closely, although females are coming short on the average Director salary compared to male employees, this is due to the Executive Assistant being in there. If the Executive Assistant data were input under another category, for example Business services, this would bring the average salary for female directors from £92,613 to £113,833. There is only one male employee in this category earning £98,500 as a Director of Customer Service but there is a female employee as Director of People Services who earns £102,500 so there is a pay gap here but when looking at averages, this does not show. 

When looking at gender pay gaps, people professionals need to look at what factors might be affecting the overall pay like salary-sacrifice payments to included pension etc (CIPD, 2023d). Organisations need to ensure that they are being fair with salaries as per the Equal Pay Act 1970 and what can be seen from the data is that whether male, female or non-binary, the salary is dependent on the role and each person is paid equally. 









The table below shows the percentage of ethnicity per team. It clearly shows that there are more White British employees within the organisation, but the Community Engagement and Partnerships team are the most diverse when it comes to ethnicity. On the other hand, the lettings, marketing, and regeneration teams have all white British employees. 






The tables below show disability as a percentage by organisation and by team. There are only 8.08% of staff in the organisation that consider themselves to have a disability with seven on the eighteen teams not having any employee that considers themselves to have a disability.













With the data available the organisation has some improvements to make when it comes to equality and diversity. The Equality Act 2010 advises that employers have a legal responsibility to ensure that there is no unlawful discrimination against eight protected characteristics which include Race, Nationality and Disability as per the above tables (Taylor & Woodhams, 2022a, page 46). 
To increase equality and diversity, the organisation could look at gaps and offer fair opportunities to a diverse population (Taylor & Woodhams, 2022a). They could look at where they advertise their vacancies, do these reach out to candidates overseas, have they looked on LinkedIn to headhunt? 
The benefits of employing people from overseas include filling vacancies that are on the government shortage occupation list and recruiting into jobs that require specific skills that aren’t available in the UK (CIPD, 2023e), however, the risks can be quite significant and if an organisation knowingly employs someone without the right to work in the UK they could face a jail sentence of up to five years and an unlimited fine (gov.uk, 2023).
Financial implications to consider are the costs involved in relocation packages and Certificate of Sponsorships for visas. The benefits for an overseas candidate should include, but not limited to, temporary accommodation and travel costs (CIPD, 2023e).
Reasonable adjustments could made for people with disabilities to apply for roles. If they have learning difficulties, they could have the interview questions early, the older population who aren’t confident with technology may find it easier to fill out a paper application form.

The table below shows qualitative data and the results of a hybrid working questionnaire given to 300 employees. 
Overall, the data confirms that employees like hybrid working, but some changes need to be made.
It shows that employees like the work/life balance of working from home (WFH) but feel like they struggle to separate work and personal life and don’t feel fully supported. Also, there are several responses to ‘I find working remotely a challenge’ as ‘not sure’. To dig into some of these answers a little more deeply it would be a good idea to set up a focus group. Focus groups are for researchers to understand specific answers or opinions (Taylor & Woodhams, 2022, page 129). Sometimes when just answering a survey like this the researcher isn’t getting the full picture. To be able to look at resolving the issues, researchers need to understand what’s causing them. 
Andrew Kakabadse states that employee engagement when WFH is still under question (People Management, 2023). If employees work in the office for at least two days a week they feel more engaged and productive then when they WFH the whole week.
When looking at stress levels and ‘I feel less stressed when away from the workplace’ this again would require more information. Are the employees saying they feel no more stressed WFH as they do when they are working from the office, or are they in fact saying they feel more stressed WFH? 
CIPD (2012) advises that ‘to make hybrid working inclusive and fair, organisations should’ ensure that all correct policies and procedures are in place and realise that hybrid working isn’t a one size fits all approach. Again, when looking at the stress element of the survey, researchers need to understand the situation at home. If someone is a carer and they prefer to be at home to care for a relative this might be a benefit for that employee, however, if the employee suffers from domestic abuse or is alone and has no other company and their only release from it is being away from home then they wouldn’t necessarily support hybrid working.
The Covid-19 pandemic showed us that in some circumstances mental health issues were on the increase due to people having to stay home, this had people feeling stressed and anxious, lonely and had strains on relationships (BBC News, 2021).
To reduce stress when WFH it is recommended that managers take the time to check in on their staff (Mind, 2023) by setting up face-to-face meetings when they can or by contacting them online (via Microsoft Teams for example). It is also important to have the correct WFH equipment, the benefits of this are that the employee is equipped with the tools to do a good job, but the financial implications are the cost of things like laptops, chairs, licenses for IT packages. The risks that could be involved in WFH are issues with internet connection and also employees not always being available when they should.  CIPD (2023f) advises that managers are unable to monitor every task when hybrid working but regular 121s with staff and performance targets identify good or poor performance. 
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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	0.77777777777777779	0.7142857142857143	0.73333333333333328	0.8	0.5	0.3	0.33333333333333331	0.25	0.77777777777777779	0.52631578947368418	0.33333333333333331	0.5	0.75	0.63636363636363635	0.19191919191919191	1	0.81818181818181823	0.72727272727272729	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	0.1111111111111111	0.2857142857142857	0.26666666666666666	0.2	0.5	0.7	0.66666666666666663	0.75	0.22222222222222221	0.47368421052631576	0.66666666666666663	0.5	0.25	0.36363636363636365	0.79797979797979801	0	0.18181818181818182	0.27272727272727271	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	0.1111111111111111	0	0	0	0	0	0	0	0	0	0	0	0	0	1.0101010101010102E-2	0	0	0	
























Female - Average of Salary FTE	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 - Average of Salary FTE	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 - Average of Salary FTE	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	Female - Average of 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	31757.461538461535	31757.461538461539	31757.461538461539	31757.461538461539	31757.461538461539	31757.461538461543	31757.461538461539	31757.461538461543	31757.461538461543	31757.461538461539	31757.461538461543	31757.461538461539	31757.461538461543	31757.461538461535	31757.461538461539	31757.461538461539	31757.461538461535	31757.461538461535	Male - Average of 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	31757.461538461539	31757.461538461539	31757.461538461539	31757.461538461539	31757.461538461539	31757.461538461535	31757.461538461539	31757.461538461535	31757.461538461539	31757.461538461535	31757.461538461535	31757.461538461539	31757.461538461539	31757.461538461539	31757.461538461514	31757.461538461539	31757.461538461543	Non-binary - Average of 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	31757.461538461539	31757.461538461539	








Total	Female	Male	Non-binary	31900.296610169491	31812.178571428572	19500	



Ethnicity as a percentage by 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	



Disability percentage for whole organisation







Disabled	Total	8.0769230769230774E-2	Not disabled	Total	0.91923076923076918	





Disability percentage by 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	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	



Hybrid Working Survey

Strongly/Agree	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	169	247	21	42	73	193	148	116	186	100	147	177	45	139	Not Sure	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	19	11	30	18	101	23	5	5	3	1	6	7	0	2	Strongly/Disagree	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	112	42	249	240	126	84	147	179	111	199	147	116	255	159	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	
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‘The Profession Map includes areas relevant to all people professionals (purpose and values, Core knowledge
and Core behaviours), and optional areas dependent upon your role (Specialist knowledge).
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