


TASK ONE
 AC1.1
The concept of Evidence-based Practice is to improve the effectiveness of decision – making through a process of gathering, analysing and evaluating data on a given subject. (Waite,K. et al 2021)
Whether it be decisions based on recruitment, new management structures, introduction of new shift patterns and other people and business-related issues, there are four sources of evidence which leading theorists in Evidence based practice identify for effective decision making. These are Scientific evidence, Experiential evidence, Organisational evidence and Stakeholder evidence. (Waite,K. et al 2021)

In order to ensure the quality of evidence we can refer to Briner’s six step approach to evidence based decision making. These are below:
1. Asking – enquiring about the evidence needed with questions.
2. Acquiring – Getting the evidence by systematically searching.
3. Appraising – assessing the relevance and credibility of the data or evidence.
4. Aggregating – grouping data and evidence together.
5. Applying – incorporating the evidence into a decision-making process.
6. Assessing – Judging and evaluating the outcome of the decision taken. (CIPD 2023), (Waite,K. et al 2021)
As a concept, evidence based practice is an advantageous tool but one that needs to be mastered by decision makers in an organisation. The practice of collecting the evidence itself can foster a culture of professional growth and lead to enhanced professional development. It also provides a framework for informed decision making, enabling practitioners to take into account all factors with relevant information prior to making business planning decisions which can impact on people professionals within the organisation.
As with all decision making processes there are challenges and limitations to the concept as well. Organisations or individuals may be limited in terms of accessing evidence, restricted in terms of resources and the relevance or quality of the evidence found can lead to inaccurate data obtained. If rushed the data collected may not obtain meaningful conclusions. (Taylor, S. and Woodhams, C. 2022)
The implications of making wrong decisions can impact people in an organisation immensely and people professionals can rely on their opinions and bias rather than using relevant sources of evidence to inform their decision making process on everyday working practices. 
To conclude, it is clear that using an evidence based practice approach when making business planning decisions can lead to informed decisions and assist an organisation in making judgements and outcomes on a wide range of issues. The challenges of accessing relevant and non bias evidence will always need to be considered as well as it being a resource intensive process which may be easily overlooked in organisations with limited time and employees to undertake the research.
 AC1.2 
There is a range of tools and analysis methods that can be applied to diagnose organisational issues, challenges and opportunities. 
Tools range from Porters five forces model which focusses on analysing competitive rivalry, threat of new entrants and substitutes, as well as the bargaining power of suppliers and buyers. Fishbone analysis which is a more structured approach to brainstorming and provides a visual approach to cause and effect. If analysing a companies organisational structure Mckinsey’s 7 S Framework can be used. The appropriate tool used  for organisation analysis will be dependant on the information the company wishes to derive. (De Smet, A et al 2017)
For purposes of this report we will be evaluating the environmental analysis tool PESTLE in order to recognise and diagnose issues, challenges and opportunities.
A PESTLE analysis will review the external factors that can influence an organisation, the scenarios it can be used in can guide senior management and people professionals in their strategic decision making. This analysis tool can assist in a range of business planning situations; Workforce planning and product development to name a few.
PESTLE focuses on 6 key external factors 
P = Political
E = Economic
S = Social
T = Technology
L = Legal
E = Environmental
This can provide insight into job skill gaps, new job roles, job reductions and displacement when workforce planning and any external factors which may have a profound impact on the future employment landscape. (Battista,M 2024)
When an organisation is planning for product development, analysing these external factors can assist in making decisions surrounding entering or leaving a market, if there is a need for a product and even the best time to consider launching something new. (Battista,M 2024)
Having recognised PESTLE as being an insightful tool for organisations to gain understanding of  external macro-environmental factors, there are limitations. When completing a PESTLE analysis thoroughly it can be quite resource intensive which may not always be an option in an organisation which is restricted to putting the time into completing it. It can also be subjective which opens up the data collected to being potentially biased, (Johnson, G et al 2008)
Following the utilisation of the appropriate analysis tool, consideration into the methods of analysis to obtain the data need to be made. This can be split into two forms of data being retrieved, qualitative and quantitative.
Quantitative is in numeric form and is generally gathered through conducting surveys and through HR systems. Sources of quantitative data can include diversity and inclusion data, job satisfaction surveys and labour turnover data. The data derived from using these methods enables the individual to see trends and patterns over a certain time period. (Waite, K et al 2021)
Qualitative data is derived from words and not statistical. To obtain qualitative data, an organisation can conduct interviews, questionnaires, work sampling This data can be gathered using focus groups, interview records, performance review write ups and grievance investigations. (Waite, K et al 2021)
Both methods of analysis can help an organisation obtain the evidence to identify problems and issues as well as an overview of its current standing.
(AC1.3) 
Critical thinking involves the evaluation and analysis of information that logically and systematically informs our decision making processes. Amongst a range of principles that can be applied to critical thinking are ‘well reasoned argument’ and ‘objective rational thinking’. (Hitchcock, D. 2018)
The principle of well reasoned argument is to construct arguments that are persuasive, logical and coherent. Key elements within this principle include consistency, relevance, clarity, soundness and validity.
The principle of objective rational thinking is how issues and problems are approached whilst having an awareness of bias- conscious or unconscious. This principle involves being open minded, evidence-based reasoning, being logical and avoiding common errors in reasoning. (Paul, R. and Elder, L. 2006)
CIPD (2019) podcast episode discusses critical thinking as giving three things, Firstly, the principles and standards that are set by quality criteria that judgement can be formed on. Secondly, a set of common errors that can be avoided. For example going into a debate with a preconceived notion without awareness or questioning around inferences, beliefs or assumptions. Thirdly, being able to build a persuasive argument or conversation, engaging people and taking them with you on your idea.
Questioning the validity of your sources whether the evidence may be biased is essential when critical thinking. For example the author of a journal has shares in the company they are writing about they may be more inclined to write about it favourably and not create a balanced view by presenting any negative statistics or evidence which could impact on the company’s reputation.
AC1.4
As managers it is essential to have decision making skills that are made thoughtfully and have appropriate action whilst considering the time that it will take to complete this action.
There are numerous approaches which organisations and individuals will use when making decisions. The scope of the decision needs to be understood as well as the potential impact in order to determine who needs to be involved in making the decision. (Taylor, S. 2022)
 of models which can be referred to in order to assist with effective decision making processes.
A model which has been used by organisations since 1986 is Edward DeBono’s Six thinking Hats.
The model segregate’s decision making into six separate viewpoints listed below:
· Blue Hat: organisation and planning  
· Green Hat: creative thinking 
· Red Hat: feelings and instincts  
· Yellow Hat: benefits and values 
· Black Hat: risk assessment 
· White Hat: information gathering
By considering every viewpoint this model enables thinking to be approached methodically. Approaching a problem using several modes of thinking, the idea behind it is for the facilitator of a meeting to activate distinct cognitive functions which the hats symbolise when approaching a problem or situation. (Karmakar,P. and Chattopadhyay, K.N 2024)
Karmakar,P. and Chattopadhyay, K.N (2024) describe how the six hats are used below:
‘When facilitating a classroom exercise, group activity, or generating ideas workshop, there is no need to adhere to a specific sequence or structure. Depending on the desired outcome, respondents can rearrange the sequence.’
As people professionals can be faced with contradictory insights, rumour and facts posing as information, it can be difficult to assess the reliability of the information. This often leads to decision makers being prone to biases in order to make decisions easier. Examples of this can be overvaluing the opinion of an authoritative figure (authority bias), or seeking to confirm existing beliefs (confirmation bias). (CIPD 2023)
A second decision making process which organisations can utilise to make more informed decisions is future pacing.
Future pacing is a method that requires the decision maker to think ahead and visualise different scenarios or outcomes that may occur once the decision is made. This process enables both organisations and individuals to gain a predictive insight and consider the possible implication of a choice that is made. Experts in behavioural theory consider future pacing to be highly effective when strategic planning for organisations and individuals to consider how each part of the strategic plan will impact on the outcomes long term. As a result this enhances the quality of the decision. (Gavetti, G. 2012)
Organisations can achieve effective outcomes when adopting the technique of future pacing for planning ahead and setting objectives. A collective vision amongst all team members can assist in creating a work environment that is motivational in alignment with the goals of the organisation. (Senge, P.M. 1990)
When implementing changes in an organisation, if communicated effectively, future pacing can have an equivalent impact on stakeholders. Assisting all in visualising the same goal can have effective outcomes such as a reduction in staff who may be reluctant to embrace the changes enabling transition periods to be smoother. (Kotter, J.P. 1995)
A third process that can be adopted when decision making is a problem-outcome frame approach. There are five steps in this approach listed below:
1. Defining the Problem – Collecting relevant data in order to identify the reasons why problems have occurred and the impact this can have on the organisation.
2. Outcome Specification – Using SMART objectives to identify the desired outcome.
3. Solution Generating – Considering the best way to achieve the outcomes intended by consulting stakeholders an holding discussion groups, forums and panels.
4. Selection and Evaluation – Conducting an assessment of the risks, benefits, costs and feasibility and selecting the best solution.
5. Implement and Monitor – Once solution is chosen, implement and ensure the success is monitored and tracked, making necessary changes when needed.
By identifying the problems and the intended result prior to making the decision it ensures that the organisation has taken a robust approach enabling strategic and effective decision making. (Gifford,J. and Young, J. 2023)
(AC1.5) 
Armstrong (2006) suggests that ethical standards are considered in three ways amongst specialists in the field of Human Resource Management: Professional conduct, behaviour governed values and ethical standards within the organisation.
Ethics differ slightly from morals in that they are collective codes of right and wrong rather than individual codes, decision makers should have some understanding of their ethical grounds and values and the ethical perspective they are considering. (Taylor, S 2022)
When navigating workplace dilemmas there are eight ethical lenses that decision makers need to understand, being selective as to what perspective is required in a particular organisational context. CIPD (2015) categorises these lenses below:
· Fairness – All in agreement regardless of the impact.
· Merit – Competency based considering hard work and talent.
· Markets – Consideration of Marketplace eg. Location/Rate of pay.
· Democracy – Everyone has the right to have a say.
· Well-Being – Impact on individuals and their overall wellbeing in the workplace.
· Rights & Duties – Is this job their right to complete, duties not to violate the rights of others.
· Character – Commitment and care to individuals and institutions.
· Handing Down – Responsibility, conservation and handing down undamaged for future generations. CIPD (2015)
For purposes of this report three ethical perspectives will be assessed considering the ethical dilemma below in order to understand how they can be used to inform and influence moral decision making.
Ethical dilemma – An employee is underperforming and impacting on the team morale and productivity, Option 1 would be to terminate the employee, Option 2 would be to provide additional support and training.
1. Deontology
This perspective focusses on justice and fairness regardless of the consequences to the organisation and what is morally right or wrong. (Waite, K. et al 2021)
The Deontologist perspective to the above dilemma would consider the fairness, honesty and rights of the individual. The moral duty of the manager would need to evaluate the respect for the team, as well as upholding a transparent and honest approach if going with Option 1. Option 2 would require giving the individual respect and ensuring they follow through on organisational policies in terms of developing and supporting their employees. 
2. Utilitarianism
This perspective focusses on the outcome with the aim to minimise suffering and achieve happiness overall. Considering that the decision made or action taken results in these things. (Waite, K. et al 2021)
The Utilitarian perspective to the above dilemma would consider the consequences for all involved, with the short and long term impact as well as stakeholders in mind. They would evaluate the benefits and the harms of each possible option. If there are larger long term benefits to option 2 the Utilitarian may choose this one if the outcome will improve the overall happiness for the organisation and team.
3. Altruism
This perspective focusses on decisions and actions taken which will ultimately benefit someone else and their well being regardless of the impact on them as a decision maker. (Singer, P. 1995)
The Altruistic perspective to the above dilemma would consider an emphasis on support and compassion with an aim to boost the morale of the team as well as benefit the individual regardless of the effort or cost from the organisation, If the performance of the employee improves through additional training and support there would be a collective impact. It would also demonstrate leadership with compassion which in turn can foster a culture of empathy and care.
In modern day companies it is widely recognised that ethical standards need to be in enforced, this has led to many implementing a code of ethics to include guiding principles on the way in which an organisation conducts their business, including the ethical standards employees are expected to maintain. (Armstrong, M. 2006)

(AC3.1) 
In order to improve decision making processes and add value to an organisations daily activities managers can measure the financial and non financial performance. This report will look at two ways in which organisations can do this.
Key Performance Indicators
Abbreviated to KPI’s these are measures which are quantifiable and can track the performance of an organisation. 
KPI’s for financial performance can include working capital, gross profit and seasonality. Organisations measuring financial KPI’s can make comparisons against past years and even against industry competitors, measuring the financial decline or improvement in its performance. (Stobierski, T. 2020)
KPI’s for non financial performance can include employee engagement surveys, customer retention rate and internal process quality. Non financial KPI’s can give insight into areas such as process efficiency and environmental impact complementing the financial metrics to enable organisations to have informed decision making processes. (Kaplan R, S. and Norton, D.P. 1992)
In a University with an estate that can be utilised by both staff and external bodies an example of a financial KPI based on seasonality would be seasonal revenue per available square meter. This would calculate the revenue generated per square meter of space to provide insight into how space is used effectively during term time and during holidays. Within the same estates team an example of a non financial KPI based on internal process quality would be maintenance request completion time. This would measure the time it takes for maintenance requests to be undertaken and evaluates how efficient the internal process is.
The advantages of KPI’s is how simple, straightforward and accessible they are to use, they can provide focus for an organisation to identify where areas need to be improved, they can be flexible and adapt to changes and contain timely data for decision makers. (Parmenter, D. 2015)
KPI’s can have disadvantages if not balanced with long term strategic goals, they can also have a narrow focus if over relied upon, managers also need to ensure the quality of the data collected is accurate. (Parmenter, D. 2015)
Balanced Scorecard
Another way organisations can measure performance is using a strategic planning and management system called the balanced scorecard. The system uses four perspectives to provide objectives which are actionable these are below:
· Financial
· Customer
· Internal business processes
· Learning and growth
If focussing on the customer perspective, a University estates team could review student and staff  feedback surveys on the facilities and set targets to achieve higher scores in the following years. Actionable objectives can be set across all the four perspectives.
The advantages of the balanced scorecard are the holistic view it provides, it enables strategic alignment and improved performance measurement. It is a disadvantageous tool to implement in an organisation with limited time and resources due to its complexity. The focus can get lost if too many measures are put in place and non financial measures can be harder to quantify when subjective. (Kaplan, R.S. and Norton, D.P. 1996)

 (AC3.2) 
Adding value to an organisation stems from the strategic activity conducted by their human resource managers. Dealing with the everyday tools such as recruitment and selection, induction processes, payment processes and training as normal, adding value to the organisation comes from their integral contribution to achieving strategic objectives. Building reputation, improving the effectiveness of knowledge management systems and assisting in the development of a workforce that is positively and actively engaged whilst planning ahead and ensuring the organisation is better placed than its competitors. (Taylor, S. and Woodhams, C. 2022)
The concept of value is in relation to the advantages and benefits the above activities create whilst contributing to the goals of the business and fostering a culture of positivity within the workplace. (Becker, B. et al 2001) Measuring the value for different stakeholders in an organisation will differ for each one, for example shareholders getting greater returns or employees with great levels of engagement or higher income. (Taylor, S. and Woodhams, C. 2022)
The concept of impact relates to outcomes and changes that are measurable from the practices, policies and interventions put in place by HR. It is the consequences of strategic actions that impact on overall business outcomes, well being of the workforce and performance of the organisation. (Ulrich,D. and Brockbank, W. 2005)
Decisions made that can create value and impact on the bottom line are important to measure in order to justify expenditure on people practices. In order to do this organisations can conduct a cost and benefits analysis. Analysing the value of a people practice area by looking at the cost of training, onboarding, or any activity to initiate it against the benefits in terms of longevity and performance. (Hill, S. 2021)
Evaluating the effectiveness of people practices can also be measured by conducting engagement or feedback surveys with employees and stakeholders. Utilising data collected in surveys or interviews that ask questions about their workplace challenges, achievements, satisfaction and their suggestions for the organisation practices. (Taylor, S. and Woodhams, C. 2022)
Both methods will enable the practitioner to make a judgement on how effective the people practices have been on the return on investment.




TASK TWO 
TABLE 1 ANALYSIS. Equality, Diversity, Inclusion and Salary Data.
This section of the report will scrutinise the quantitative and qualitative data and discuss what it is telling us in order to make justified recommendations. Firstly, it will analyse the equality, diversity, inclusion and salary data and then it will review the feedback scores utilising the tools and methods that have been discussed in task one.
Having Equality, Diversity and Inclusion in the workplace can bring benefits to an organisation, embracing this can enable an organisation to succeed in competitive markets. It is important for organisations to provide equal opportunities in order to comply with legislation. However, managing diversity is not as conventional in its approach and is about recognising and valuing peoples differences to enhance the workplace. (Waite,K et al 2021)
Companies can analyse the quantitative and qualitative data derived by utilising the HR Metrics to track progress and assess challenges whilst collaborating with other departments to achieve strategic decisions in people practice. (HiBob 2023)
Diagram A Percentage of each gender by type

The data in Diagram A shows that there is an almost equal split of female and male employees with only 1% if the workforce being non-binary.
Any organisation over 250 employees needs to understand the ratio of gender within the company for gender pay gap reporting which was introduced in 2017. Gender pay gaps are influenced by educational, cultural, economic and societal factors. (CIPD, 2024)
The impact of knowing there is a considerable even percentage split between male and female with 1% being non-binary means that comprehensive data can be analysed with invaluable comparisons to gender pay gap reporting. (CIPD, 2024)

Diagram B Ethnicity as a Percentage per Team

Diagram B Ethnicity as a Percentage per Team



The data in Diagram B shows the Facilities, Lettings, Marketing and Regeneration teams are 100% dominated with White British employees. 
Key decision makers and high earners such as Directors in the organisation are either white British or Indian with a similar ratio of both nationalities in both the Governance and Finance departments.
 Pakistani employees are only featuring in Customer service roles and a very small percentage of the property team. It appears all other ethnicities are represented in a minority across all the departments.
The company has a percentage of White British employees that far outweighs other ethinicities with the Facilities, Lettings, Marketing and Regeneration departments being 100% White British. The implications of these front facing departments which control the message relayed to all stakeholders can lead to reduced creativity and innovation, a negative impact on the company culture, a risk of organisation reputation opening up the company to public criticism and missed marketing opportunities not being equipped to serve and understand diverse markets.
Other ethnicities will accept lower level jobs in other departments. Turnover by demographics for departments could also be affected, impacting on employee retention and engagement rates (HiBob 2023)

Diagram C 1.0 Disability Percentage as an Organisational whole






Diagram C 1.1 DisabilityPercentage as an Organisation by Teams

The disability percentages within the organisation demonstrate a level of diversity across the individual teams, although there is a low representation of these individuals in higher level roles. The impact of this could mean a lack of involvement for these individuals when making key strategic decisions in people practice, therefore disabled employees may not be able to bring in different perspectives and experiences during the decision making process. Implications of not having this perspective could lead to this protected characteristic being treated less favourably which would be considered unlawful discrimination under the Equality Act 2010. (ACAS 2023)
The data could also be showing that there is an issue within the organisation with declaring disabilities, employees may feel that the company culture is not accepting of this characteristic and fail to declare for fear of unfavourable treatment. Training the leaders within the teams that have no disabled workers could encourage a more inclusive environment where issues and suggestions are encouraged. (ACAS 2023)
Diagram D 1.0 Female Staff Salary

Diagram D 1.1 Male Staff Salary
Diagram D 1.2 Non Binary Staff salary

Diagram E Overall average Staff Salary







Diagram E Overall Average Staff Salary


The staff salary data when compared against male, female and non binary shows a well distributed representation across all salaries for female staff. Male staff are represented in the average salary at a much greater proportion showing 52 being paid between £29k and £33k versus 18 females. National statistics show that the gender pay gap decreased to 14.3% in 2023, however the figures for the average salary in this organisation are way above the national average. (Office for National Statistics 2023)
Non binary employees are paid significantly lower than the average salary of £31k with the highest paid individual being £10k under the average. 
This can impact on the organisation by leading to feelings of resentment and inequality and also tarnish the reputation from stakeholders who value equality and diversity. Without a thorough review, pay inequities can lead to legal and compliance risks. (CIPD 2024) 
RECOMMENDATIONS
1. Develop a Diversity and Inclusion Strategy 
Benefits – Increased ability to serve more diverse customers, fostering a workplace that is culturally competent, reduction in exposure to legal risks ie. Discrimination claims in line with the Equality Act 2010 (ACAS 2023)
Risks – Potential backlash from the current workforce, resisting any potential changes causing conflict and tension. If strategy is not executed properly it could damage the organisational image or brand, opening up the organisation to public criticism and loss of stakeholder credibility, ultimately a loss of respect and business.
Financial Implications – Costs for recruitment and retention, revising job descriptions, offering competitive packages to attract underrepresented groups. Additional and ongoing training costs including workshops and seminars as well as time taking employees out of the workplace. Limitations to invest in a well executed strategy. (Ali,L 2022)
2. Conduct a Pay Equity Review
Benefits – Supports strategic objectives in diversity and inclusion, creates a more inclusive work environment, ensures organisation remains compliant, demonstrates organisational commitment.
Risks – Disparities uncovered could uncover legal challenges and reveal that the organisation is non compliant with anti-dicrimination laws leading to costly legal claims. Pay adjustment or changes could cause resentment from employees who are not benefitting. Overall disruption to operations within the organisation.
Financial Implications – Addressing pay gaps could lead to a change in the organisations compensation structure, potential for legal action could have costs associated with it. (CIPD 2024)



TABLE 2 ANAYLSIS – Feedback scores on Employee Survey.
More than three quarters of employees believe this practice to be beneficial to their wellbeing and work-life balance.
 A significant proportion cannot access resources easily but conflict management is better managed within a hybrid working environment. It would be interesting to review whether those with lack of resources are in similar roles and whether these roles can be reviewed as possibly being removed from the hybrid working policy due to their nature.
There is an equal divide in satisfaction over how employees are recognised with nearly an equal split in scores 1, 2, 4 and 5. With further investigation these patterns may be department and line management related.









Table 2 Analysis

Looking at the feedback scores on hybrid working it can be identified that there is a clear divide in satisfaction in the workforce in terms of enjoying this way of working. 
Despite the high proportion of employees favouring the 1’s and 2’s in terms of satisfaction with supporting wellbeing and work life balance, 250 out of 300 employees do not feel any less stressed when working from home which is conflicting.
Nearly 200 out of a workforce of 300 scored negatively regarding being able to meet targets whilst working from home which should be a focus point within a strategic plan for this organisation. Not meeting targets will negatively impact on the business goals and objectives.
Surprisingly, despite some of the low scoring areas above, hybrid working has a positive score for employees feeling connected with the company. This may be due to having to reach out to other departments or colleagues more frequently due to lack of resource access, more meetings attended due to the ability to connect from anywhere. 
RECOMMENDATIONS
1. Provide coaching and resources to help navigate time management when hybrid working so targets can be met.
Benefits – An improvement in efficiency and productivity, targets met, collaboration, leverage of technology to improve on meeting targets.
Risks – Inconsistent application could lead to resentment in the workforce and perceived as unfair. If time is not dedicated then leaders may struggle to support and monitor.
Financial Implications – Investment into training resources, possible introduction of new technologies, budget limitations to invest in training resources.
2. Assigning different work options based on Persona Creation – Creating a persona based on satisfaction, roles or individuals that can be completed without supervision and those who require face-to-face communication extensively. (Cheatle,D. 2021)
3. Conduct focus groups to assess the preferences and needs of the workforce, identify the factors that have contributed to the split in satisfaction with hybrid working processes, individual work styles, family commitments or job roles. (Dale,G. 2021)
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Disabled	
Total	8.0769230769230774E-2	Not disabled	
Total	0.91923076923076918	














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	



Female Staff Salary FTE




Female	
£17,500.00	£21,030.00	£21,500.00	£21,750.00	£21,800.00	£22,300.00	£22,500.00	£22,600.00	£23,000.00	£23,500.00	£23,685.00	£23,750.00	£24,000.00	£24,500.00	£25,000.00	£25,500.00	£25,600.00	£25,690.00	£26,500.00	£26,540.00	£26,750.00	£26,895.00	£26,900.00	£27,090.00	£27,500.00	£28,000.00	£28,500.00	£28,900.00	£28,955.00	£29,500.00	£29,600.00	£29,855.00	£29,900.00	£30,210.00	£31,000.00	£33,200.00	£33,425.00	£33,500.00	£34,000.00	£34,500.00	£37,455.00	£38,500.00	£38,850.00	£39,465.00	£39,950.00	£41,255.00	£41,500.00	£41,555.00	£42,000.00	£42,500.00	£43,000.00	£44,000.00	£45,000.00	£46,200.00	£46,800.00	£48,000.00	£62,500.00	£65,000.00	£72,000.00	£98,500.00	£102,500.00	£140,500.00	3	3	6	4	1	2	6	2	3	5	8	3	2	3	1	1	1	1	3	1	1	2	1	1	6	1	2	2	1	1	1	1	1	4	1	1	3	1	2	1	1	1	1	1	1	1	1	1	1	1	1	2	1	1	1	1	1	2	2	1	1	1	



Male Staff Salary FTE





Male	
£21,030.00	£22,000.00	£22,300.00	£22,500.00	£22,555.00	£23,000.00	£23,500.00	£23,685.00	£24,000.00	£24,750.00	£25,600.00	£26,500.00	£26,750.00	£26,895.00	£27,500.00	£28,500.00	£29,000.00	£29,500.00	£29,855.00	£30,210.00	£32,000.00	£32,500.00	£33,425.00	£33,500.00	£33,950.00	£34,500.00	£35,000.00	£38,500.00	£40,500.00	£41,000.00	£42,000.00	£42,500.00	£42,565.00	£46,000.00	£46,895.00	£48,000.00	£48,950.00	£62,000.00	£65,000.00	£72,000.00	£98,500.00	11	1	1	2	1	1	2	2	3	1	1	1	4	1	3	15	1	24	2	6	1	19	3	4	5	1	4	2	2	2	1	1	1	3	1	2	1	1	1	1	1	



Non Binary Staff Salary FTE






Non-binary	
£17,500.00	£21,500.00	1	1	



Overall Average Staff Salary FTE















Female	Total	31900.296610169491	Male	Total	31812.178571428572	Non-binary	Total	19500	













Average of Salary FTE	
Total	31757.461538461539	Person Count	
Total	260	



FEEDBACK SCORES

FULLY AGREE	
ENJOYMENT	SUPPORT	ENGAGEMENT	SUPPORT AT WORK	CHALLENGE	SEPARATE WORK FROM HOME	MORE PRODUCTIVE	COMMUNICATION 	&	 COLLABORATION	CONNECTED	MEETING TARGETS	RESOURCE ACCESS	LESS CONFLICT AT HOME	LESS STRESSED AT HOME	EQUAL RECOGNITION	112	161	7	22	10	98	69	62	8	41	47	90	41	70	AGREE	
ENJOYMENT	SUPPORT	ENGAGEMENT	SUPPORT AT WORK	CHALLENGE	SEPARATE WORK FROM HOME	MORE PRODUCTIVE	COMMUNICATION 	&	 COLLABORATION	CONNECTED	MEETING TARGETS	RESOURCE ACCESS	LESS CONFLICT AT HOME	LESS STRESSED AT HOME	EQUAL RECOGNITION	57	86	14	20	63	95	79	54	178	60	100	87	4	69	NOT SURE	
ENJOYMENT	SUPPORT	ENGAGEMENT	SUPPORT AT WORK	CHALLENGE	SEPARATE WORK FROM HOME	MORE PRODUCTIVE	COMMUNICATION 	&	 COLLABORATION	CONNECTED	MEETING TARGETS	RESOURCE ACCESS	LESS CONFLICT AT HOME	LESS STRESSED AT HOME	EQUAL RECOGNITION	19	11	30	18	101	23	5	5	3	1	6	7	0	2	DISAGREE	
ENJOYMENT	SUPPORT	ENGAGEMENT	SUPPORT AT WORK	CHALLENGE	SEPARATE WORK FROM HOME	MORE PRODUCTIVE	COMMUNICATION 	&	 COLLABORATION	CONNECTED	MEETING TARGETS	RESOURCE ACCESS	LESS CONFLICT AT HOME	LESS STRESSED AT HOME	EQUAL RECOGNITION	94	34	155	138	53	70	82	78	39	57	35	27	5	71	STRONGLY DISAGREE	
ENJOYMENT	SUPPORT	ENGAGEMENT	SUPPORT AT WORK	CHALLENGE	SEPARATE WORK FROM HOME	MORE PRODUCTIVE	COMMUNICATION 	&	 COLLABORATION	CONNECTED	MEETING TARGETS	RESOURCE ACCESS	LESS CONFLICT AT HOME	LESS STRESSED AT HOME	EQUAL RECOGNITION	18	8	94	102	73	14	65	101	72	142	112	89	250	88	






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




























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	






























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	
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