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Task 1
1.1 Evaluate the concept of evidence- based practice including how it can be applied to decision-making in people practice. 
Evidence-based practice (EBP) is a systematic process where decisions and actions are undertaken using the best available evidence (CIPD, 2023). Evidence used within the decision-making process comes from various sources, including:

· “Peer-reviewed research
· Work-based trial and error testing
· Practitioner experience and expertise
· Feedback from practice, practitioners, customers, clients, patients, or systems” (The Oxford Review, 2024).

EBP is crucial in the workplace as it encourages critical thinking and informed decision-making, ensuring that decisions can be justified to those involved. It can be applied in different practices such as measuring performance, recruitment, reward and recognition and wellbeing. Briner (2022) highlights three distinctive features of EBP: a general approach that is conscientious, explicit, and judicious; the use of multiple sources of data such as analytics, journals, and articles; and a structured and stepped approach that is systematic. This structured approach noted by Briner will allow our organisation to consider the use of reliable information sources, reducing error rates, thus providing line managers confidence to proceed using advice provided by HR.

The decision-making process in EBP closely follows six steps:

1. ‘Asking
2. Acquiring
3. Appraising
4. Aggregating
5. Applying
6. Assessing” (CIPD, 2024).

These steps can be used as a checklist to ensure the necessary stages are used to make key decisions and can form part of the self-evaluation process.



According to CIPD (2023), there are three main benefits of evidence-based practice: it ensures key decisions are based on facts, eliminating natural bias. This is important as it will demonstrate the ability to be able to use sound evidence and data to make well informed decisions. However, according to Middleton (2002) it is important to consider reliability and validity. This may require you to check the primary source for further clarification.

The use of EBP promotes a trusted profession due to increased knowledge and professionalism. According to CIPD (2021), 25% of L&D practitioners lack the skills to make informed evidence-based decisions, and only 16% utilise data and metrics. By introducing evidence-based practice we would need to ensure that all our HR specialists are fully trained in the concept and are aware of how to access sources of information when needed. 

Finally, it allows professionals to influence peers, fostering a positive workplace outlook. “The HR Department plays a key role in fostering employee engagement and job satisfaction, which then leads to improved employee retention, productivity and a more positive workplace culture” (Forbes, 2023, para 3). Through the introduction of EBP we will ensure that we can demonstrate the impact that HR practices are contributing towards the success of the organisation.

1.2 Evaluate a range of analysis tools and methods including how they can be applied to diagnose organisational issues, challenges and opportunities. 
There are a range of tools and methods that can diagnose organisational issues, challenges and opportunities.  These include PESTLE analysis, SWOT analysis, Force Field analysis, interviews and observations.
SWOT Analysis
According to Mind Tools (2024), “A SWOT Analysis can help you to challenge risky assumptions and uncover dangerous blind spots about your organisation’s performance”(Mind Tools, 2024, para 5).  It helps to analyse what is working well within the organisation, identifies current strengths, and improvements for the future. A good example of how we use a SWOT Analysis is the Self-Evaluation Review required by the Welsh Government and ESTYN for continuous improvement.
 
CIPD (2024), states that this is a simple and easy to use tool as a four-box method, enabling the development and encouragement of strategic thinking and being proactive to mitigate any challenges and threats. An example of this collaborative thinking is carried out by involving all staff in discussions to inform strategic planning during corporate days, leveraging expertise from various functions within the company. However, Kokemuller (2019) states that the boundaries between managers and employees can become blurred during this collaborative approach, therefore clear distinctions need to be set out to establish roles and responsibilities. Encouraging mass participation in SWOT Analysis can be time-consuming, however the CIPD state (2024), this technique will enable the organisation to utilise a full range of expertise across the company to anticipate future business threats and take action to minimise their impact, thus saving time and money in the long run. 
Interviews
According to Learneo, Inc (2024) Interviews help you to gather information to help fix or solve a problem. Interviews can be extremely useful to obtain a variety of perspectives, utilising expertise to gain valuable insights and identifying organisational challenges. Targeting internal and external stakeholders, our organisation conducts various interviews as part of the annual CI cycle. These include interviews with learners and employees (i.e., end of probation, informal coffee catchups, exit interviews). These interviews contribute to service improvement and self-evaluation, helping to inform part of the CI cycle. This not only plans for success but helps to embed mitigation strategies into our corporate plans to address any issues, challenges and opportunities.
According to Gov.UK (2020), interviews can be time consuming to conduct and require the participants to give some of their time. However, by making the purpose of the interview clear from the outset and the desired outputs of the conversation, interviews can be an excellent way of gathering qualitative data.




1.3 Explain the principles of critical thinking including how you apply these to your own and others’ ideas. 
‘Critical thinking is defined as the process of thinking carefully about a subject or idea, without allowing feelings or opinions to affect you’. (Cambridge Dictionary, 2024, para 1). 
There are 3 main principles according to CIPD, (2019). First, critiquing the ideas, opinions and arguments of others.  This provides you with an opportunity to establish a well-rounded perspective of a topic to ensure that you do not take anything at face value. Second, constructing arguments and opinions yourself, allowing you to be open-minded and demonstrates your confidence and professionalism independently from external pressures and influence from others. Finally, identifying when others are using critical thinking techniques, allows an individual to practice through the influence modelled by experienced and successful peers. 
Critical thinking helps individuals navigate an increasingly complex world by making sound choices and avoiding bias (Forbes 2023). This ensures decisions are based on firm evidence, both quantitative and qualitative.  According to the Clear-Thinking Team (2023), critical thinking allows you to avoid cognitive bias, which results in the misinterpretation of large datasets or information.
This could be conducted as part of the Learning and Development cycle and be fed into the bi-annual appraisals. An example of this is where reflecting on the recent dismissals of two staff members. Critical Thinking was used within decision-making, ensuring performance data and reflective practice supported the final decision.
The RED Model is a useful, simplistic tool that can fulfil the fundamental principles of Critical Thinking, an approach characterised by the recognition of assumptions, the evaluation of arguments, and drawing conclusions (Pearson, 2017). This model enables the user to logically utilise the concept of critical thinking, ensuring that when you are participating in any discussions or are being presented with ideas, you are using the necessary skills to rationally form an argument and own judgements.
In conclusion, Critical Thinking is an essential skill to practice, allowing for a thorough understanding of the decision-making process. it is important to look through different lenses during the process which will enable you to make judgements based on evidence rather than personal biasness.
1.4 Explain a range of decision-making processes. 
De Bono’s 6 Thinking Hats
“Six Thinking Hats” investigates an issue from multiple perspectives in a clear, conflict-free manner. It encourages individuals or groups to move beyond habitual thinking, explore different approaches, and then think constructively about solutions (Mind Tools, 2024). This process involves looking at a problem from six perspectives, each represented by a different coloured hat. For example: 
· White – looks at only the facts
· Yellow – looks at the positives
· Black – plays the devil’s advocate and looks at negatives
· Red – looks at intuition and hunches
· Green – look for opportunities and new ideas
· Blue – Manages the thinking process (debonogroup.com).
 This tool is a “simple, effective parallel thinking process that helps people be more productive, focused, and mindfully involved” de Bono Group, 2024, para 1).  This practice could be implemented in team meetings where decisions need to be made and practices support collaborative working.
For example, after dismissing two assessors, our organisation used this tool during the reflection process. Although HR guidelines were followed, evidence-based data was not optimally used, such as comparing performance data with others previously marked as underperforming. Managers wore different coloured hats to review the process, leading to improvements in our Poor Performance and Capability Process to avoid similar mistakes in the future.
PDCA
According to Mind Tools (2024), “The PDCA cycle is a continuous loop of planning, doing, checking and acting. It provides a simple and effective approach for solving problems and managing change” ( Mind Tools, 2024, para 25). 
The PDCA (Plan, Do, Check, Act) cycle is a four-step tool that helps organisations solve problems and make strategic planning decisions. For example, to alleviate the expanding workload on assessors due to external demands, we employed a new tutor for Essential Skills delivery (plan). This role was introduced on a 12-month trial (do). We then we able to measure the impact on team performance, engagement, and morale (check). Regular performance benchmarks and interviews revealed that the new role did not alleviate the workload and caused more confusion. Consequently, we reverted to our previous working methods (Act). It is a simple tool to follow through any simple and complex changes within the organisation.
Stakeholder Analysis
According to CMI (2024), a stakeholder analysis is a process that can be used to identifying stakeholders to assess their interests, influences and impact. This is then used to create suitable strategies to manage the relationship.
 A model that could be used is the Mendelow’s matrix of power and interest (1991). This model allows for the identification and prioritisation of a range of stakeholders throughout a project or change. The matrix prepares four engagement strategies according to their level of power and interest, determining what level and frequency of engagement is appropriate.
[image: Mendelow's Matrix]
(Image and data sourced: Professional Academy – 2024).
For example, during the recent planning for changes to middle managers’ roles, stakeholders were plotted within Mendelow’s Matrix to determine subsequent engagement strategies. By engaging high-power, high-interest stakeholders (i.e., Directors), we devised an appropriate engagement strategy, communicating with them regularly and involving them in key-decision making processes. It is important to monitor the placement of stakeholders within the Matrix, as a change in interest/power could result in stakeholders transitioning from advocates to blockers of decisions.
Conclusion
De Bono’s 6 Thinking Hats, PDCA and Stakeholder Analysis are valuable tools for decision-making and strategic planning. Using these tools help organisations to address issues, challenges, and opportunities effectively, leading to better decision-making and improved outcomes.

1.5 Assess how different ethical perspectives can influence decision- making. 
Utilitarianism 
“Utilitarianism is generally held to be the view that the morally right action is the action that produces the most good’ (Stanford Encyclopaedia of Philosophy, 2014, para 1). The main aim of Utilitarianism is to ensure that decisions are made to provide the greatest pleasure for the maximum amount of people. According to CIPD (2015), as part of the 8 ethical lenses, Utilitarianism is built upon three basic principles which refer to ethical conduct : “about myself and others, about good and bad, and about what I should do.” The Wellbeing Lense used in the workplace ensures decisions align with the moral expectations of both staff and employers. 
Examples include policies which can be utilised to ensure greatest satisfaction across as many people of the company as possible. Such policies include pay, performance management, flexible working, pay, EDI, etc. Utilitarianism promotes a standardised framework of honesty, inclusion and fairness, however it can be quite difficult to please everyone all the time, so decisions need to be made in consideration of the organisational needs in balance with those of the employee.

Deontology
“Deontology is an ethical theory that uses rules to distinguish right from wrong” (Ethics Unwrapped, 202, para 1). It outlines the basic principles that common rules are followed and adhered to by all. It provides the flexibility to use our human instincts to make decisions and base judgements on our beliefs and values. Deontology links to the eighth CIPD Character Lens (2015). 
According to Ethics Unwrapped (2023), by using a rule-based approach like Deontology presents positive outcomes, such as creating clear guidelines for judgment, eliminating the need to weigh costs and benefits in every situation, and enabling informed decisions devoid of emotional bias. However, its reliance on intuition can lead to rushed and unsatisfactory outcomes. Additionally, it is challenging to determine if others share the same moral principles, and rigid adherence to rules can lead to the dismissal of individual actions and context, potentially undermining the ethical validity of decisions.
This links closely with the practice of evidence-based practice and enables people practice practitioners to be able to use unbiased, ethical processes to make decisions affecting the work force.
Altruism
According to Merriam-Webster, Altruism is the “unselfish regard for or devotion to the welfare of others”. It is often seen as the opposite to selfishness, disregarding any traits to put the needs of others beyond your own. Those demonstrating the traits defined within the principles of Altruism are seen as sincere, where individuals/entities undertake acts without expecting recognition and reward. However, it also has significant drawbacks. Employees, especially in healthcare, may suffer from burnout due to the prioritisation of others. Altruistic acts may not always meet expectations, and the focus on those in need can lead to neglect of others. These factors suggest that while altruism has positive impacts, it must be proportionate to the activities being undertaken, to avoid negative consequences.
Altruism is essential in the workplace to provide support and guidance to new members of staff or staff that are struggling to meet deadlines. Examples of staff could be those placed in coaching and mentoring roles or those involved in staff training.

In conclusion, there are numerous positives to each of the ethical perspectives, however, it is important to consider their utility depending on the context and employ strategies to mitigate against their limitations. Ideally, a range of approaches should be utilised when making decisions in the workplace, ensuring that fair and consistent approaches are used to derive the most successful outcome.

3.1 Appraise different ways organisations measure financial and non-financial performance. 
There are many ways in which organisations measure the financial and non-financial performance of their business. According to Balance Scorecard.com, this will differ between the private and public sector. The public sector tends not to measure their success through profit making.  The use of budgets and customer satisfaction can be used to indicate successful performance. Within the private sector there are more options for benchmarking financial and non-financial performance such as ROI, gross and net profit and customer feedback.
Financial – Return of Investment
Return on Investment (ROI) is a metric that evaluates an investment’s efficiency or profitability by directly measuring the return relative to its cost, facilitating the comparison of different investments (Investopedia.com, 2023).
According to Investopedia.com (2023), they state the benefits and limitation of the use of this technique. It’s simplicity is a major asset, employing straightforward formulas to calculate returns and provide clear measurements of profitability, however one significant drawback is the potential oversight of time in financial return. Delays in generating returns can significantly impact the overall effectiveness of investments, particularly if unforeseen contingencies prolong the expected timeframe.
For example, the use of ROI that has been used within the organisation when deciding to recruit 2 new members of staff. The initial spend of the annual salaries were considered and measured against the extra number of learners that we would be able to recruit as a result. This measurement was calculated over a three-year period to identify the breakeven point and when the investment would start making a profit.
Non-financial – Benchmarking
According to Imperial College, London (2024), Benchmarking is a tool that organisations can use to make improvements to their operations and management which can benefit the organisation in different areas such as productivity, environment and financial. Within our organisation, benchmarking is used to measure performance in comparison with other providers in the network within Wales.  The data comparisons allow us work towards exceeding sector averages. Indeed.com (2024) states that the key advantages to benchmarking are increasing efficiency, setting clear business goals, motivating employees and providing knowledge of competitor’s activities.
However, these strengths are tempered by limitations that require careful consideration. As stated by LinkedIn (2024), firstly, finding direct comparisons can be challenging, especially when industries or markets differ significantly in their operational contexts or strategic goals. Additionally, benchmarking primarily relies on quantitative information, which may overlook subjective factors crucial for understanding outcomes or customer perceptions. 
In summary, while the analysis of ROIs and benchmarking offers clear benefits in terms of data-driven decision-making and competitive insight, its effectiveness hinges on overcoming challenges such as finding suitable comparisons, integrating qualitative insights, and fostering a balanced competitive environment that supports rather than detracts from collaborative efforts. These challenges can be mitigated through conducting interviews with market intelligence analysts and ensuring a full awareness of the sector through networking with competitors.






3.2 Explain how to measure the impact and value of people practice using a variety of methods. Impact and value: concepts and definitions of impact and value; how people practice creates value. Impacts: for example, short and long term, positive and negative, direct and indirect impacts. 
 Personnel Today (2012) state that there are several functions within the practice of people management that will add value to the organisation including those of recruitment, staff induction, absence management and CPD. 
Management of absenteeism:
Management of staff absenteeism is an important function of HR that can add value. Measuring days off work through absence will allow an organisation to be more productive. This data could be calculated using the Bradford Score (Unison, 2024). According to Unison (2024), this method is used as a tool that places a value on patterns to allow you to identify trends of absence. This can be used to look at putting strategies in place to alleviate the barriers to reduce absenteeism. Another method for managing absence is conducting return to work interviews. According to Unison (2024), RTW interviews are a good way to manage staff absence. These meetings will help you to identify trends in absences and access qualitative data from employees to improve health and wellbeing in the workplace.
Recruitment:
An effective recruitment process will help an organisation to reduce costs lost when replacing and retraining staff. According to the CIPD (2024), a good recruitment and selection process is vital as it ensures that organisations have the relevant skills and abilities for current and future needs. A method that can be used to measure the effectiveness of the recruitment process is the measurement of staff retention. According to LinkedIn (2024), retention rate measurement is one of the most important methods to determine success of recruitment. A method that could be used to undertake this activity would be to analyse the period each staff member has been employed. UK Money (2023) have identified that the UK has the highest staff turnover in Europe, with 16.8% of staff leaving their job each year. This figure could be used to provide a comparable figure for the organisation to benchmark retention rates.

 Exit interviews could also be used as another method to gather qualitative data. The Harvard Business Review (2016) state that exit interviews provide insight into the reasons for staff leaving the organisation, revealing problems in the organisation and shedding light into competitors’ offerings. This information can measure reasons for leaving which could be addressed to improve retention.



















Task 2
Introduction
As part of this task, I am going to be reviewing organisational data using both quantitative and qualitative data to provide recommendations to identify any trends, causes of and areas for improvements based on results of gender, ethnicity, disability and salary differences.  
A) Percentage of each gender by type
           
B) Ethnicity as a percentage per team
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C) Percentage of disabled per organisation


D) Salary gender across genders

   
E) Overall organisation salary paid by the organisation
The overall average salary of the organisation currently stands at £31,900.30

Findings
1. The Directors team is 80% female. According to Gov. UK (2022), the ratio of women in a directors’ role stands at 39.1%. This is 40.9% less than our company. This impact of this is that a variety of opinions may not be considered when making key strategic decisions. 

2. White employees form the majority of the workforce with only 6% being from an ethnic background. According to Gov.UK (2021, updated 2024), the overall population of those from an ethnic background is 18.3%. This demonstrates employee ethnicity ratios do not reflect the overall demographics of the population. The organisation needs to consider attracting applications from those from an ethnic background to ensure EDI is being fulfilled.

3. The organisation currently employs 8% certifying as disabled. The average salary is comparable with those without a disability. According to the TUC (2022), the salary pay gap was 17.2%.  Within our organisation the gap currently stands at 1%. This is insightful as it demonstrates to disabled employees that they will not be discriminated against despite their disability.









Recommendations:
1. To further investigate the gender split within the Directors team 
Benefits – To ensure a diverse leadership team. According to Howarth (2021), diversity can lead to better decision making and utilise a broader range of ideas and solutions representing the ideas of  stakeholders. 
Risks – Targeting one gender group could be seen as being gender bias. “Developing and implementing initiatives to improve gender diversity can yield valuable benefits for employers but you must remain conscious of how they do so in order to avoid unintended consequences” (Walters, R, 2024, para 3). As stated by Acas (2023), It is very important when advertising a role, you do not request specific details which could potentially exclude someone with a protected characteristic. Therefore, it is very important to consider the language used within the job description to prevent discrimination.
Financial implications – The recruitment process could be more costly due to having to reach a wider audience. wider reaching to attract a range of applicants. According to CIPD (2022), the median cost to recruit a senior manager is £3,000. Additional costs will need to be considered to extend breadth of advert.
2. To raise the percentage of employees from ethnic groups.
Benefits – According to CIPD, companies who ensure equal progression and opportunities across people from black and ethnic minority backgrounds will benefit from attracting and retaining the best people, addressing skill shortages, and improving performance in the process. 
Risks – This figure may not be achievable due to the demographics of the local area, which may not reflect the national average. 
Financial implications – According to CIPD, the risks of not having a diverse workforce is that those from ethnic backgrounds miss out on job opportunities leading to people’s skills being under used. This will result in less productivity and potential loss of income as a result.

Part 2 – Hybrid Working Practices Results






















Key findings:
1. 49% of employees are facing difficulties accessing online resources while working from home. According to Deloitte (2023), based on surveys carried out, hybrid workers feel that they are more likely to feel disconnected (23%) and have difficulty accessing work files and systems (23%).  This raises concerns for the organisation as it could link to lack of morale and a drop in productivity and performance. 

2.  Working from home could lead to additional conflict (39%). Deloitte (2023), state that 18% of remote workers feel that there is ineffective collaboration with colleagues and clients when working from home. Within the organisation, the current data shows that 60% of staff believe this to be case. This could result in increased absenteeism and morale being affected with the culture of the organisation being lost. 

3. 49% of employees do not feel that working from home helps with work productivity. According to a CIPD survey in 2023, only 13% say working from home has decreased their organisation’s productivity/efficiency.  The impact that this has on the organisation is that this could lead to a drop in performance as staff will not meet targets, thus resulting in a drop in performance. 








Recommendations:
1. Ensure all staff working from home have the necessary resources and equipment 
· Benefits – According to Microbyte (2022), it will save you money if you invest in the right tools and platforms at the start.  Staff will feel that they have the best use of resources to be able to function effectively whilst working from home, in turn allowing staff to meet their targets and improve productivity. 
· Risks – Data security. Microbyte (2022), states that employees will be subject to intense security measures and full data protection rules.
· Financial Implications – This could be costly to the organisation. According to LinkedIn (2023), employers need to ensure that they invest in software/hardware and good security measures to ensure smooth operations. This will need to be considered as part of capital expenditure.

2. Regular, face-to-face meetings are scheduled to minimise conflict and improve collaboration. 
· Benefits – Indeed (2023) state that face-to-face meetings can be critical in creating a strong culture, developing rapport and connecting with people on a different level. This will help the organisation to provide more direct support to staff and raise levels of collaboration and teamwork.
· Risks – IOB Business (2023) state that there risks that need to be considered when deciding on face-to-face meetings. Meetings can be disrupted by unexpected events such as traffic or bad weather; may not be practical for those living in different locations and time zones; more costly than online meetings.
· Financial implications – Lystloc (2022) state that there are costs associated with face-to-face meetings. These include travel expenses, accommodation, venue rental. Virtual meetings can save between 50% to 80% of the cost of face-to-face.

3. Investigate ways of improving staff performance to enable them to meet targets.
· Benefits – Forbes (2022) state that by reviewing existing policies and adjusting management styles, this will help to improve staff performance, therefore improving productivity and performance.
· Risks – These changes in methods and principles of measuring performance could affect the morale and motivation of some employees and in fact cause productivity to even drop further (Forbes, 2022).
· Financial implications – The costs to review current policies and to train line managers.
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% of Ethnicity of Directors Team - 5 Employees

White British	Indian	80	20	Ethnicity


% of Ethnicity



% of Ethincity in Finance team - 10 Employees

White British	Indian	Black Other	80	10	10	Ethnicity


% of Ethnicity



% of Ethnicity of Governance team - 3 Employees

White British	Indian	66.666666666666657	33.333333333333329	Ethnicity


% of Ethnicity



% of Ethnicity of Green Spaces team -
 12 Employees

White British	White Other	91.666666666666657	8.3333333333333321	Ethnicity


% of Ethnicity 



% of Ethnicity of Housing Team -
18 Employees

White British	Asian Bangledesh	White and Black Caribbean	88.888888888888886	5.5555555555555554	5.5555555555555554	Ethnicity


% of Ethnicity



% of Ethnicity of Income Team - 
19 Employees

White British	White Irish	White Other	89.473684210526315	5.2631578947368416	5.2631578947368416	Ethnicity


% of Ethnicity



% of Ethnicity of IT Team - 9 Employees

White British	Black Other	88.888888888888886	11.111111111111111	Ethnicity


% of Ethnicity



% of People Services Team - 11 Employees

White British	Chinese	90.909090909090907	9.0909090909090917	Ethncitiy


% of Ethnicity



% of Ethnicity in Property Team - 99 Employees 

White British	Pakistani	98.98989898989899	1.0101010101010102	Ethnicity


% of Ethnicity



% of Ethnicity of Regeneration team - 5 Employees

White British	White British

5	100	Ethncity

% of Ethnicity



% of Ethnicity of Supported Housing Team - 
11 Employees

White British	White and Black Caribbean	90.909090909090907	9.0909090909090917	Ethnicity


% of Ethnicity



% of Ethnicity of Tenancy Team - 11 Employees

White British	White Other	81.818181818181827	18.181818181818183	Ethnicity


% of Ethnicity



% abled/disabled employees

quantity	
Disabled	Abled	21	239	

Disability % by Team

Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	People Services	Property	Supported Housing	Tenancy 	0	4.7619047619047619	14.285714285714285	0	0	9.5238095238095237	0	4.7619047619047619	9.5238095238095237	4.7619047619047619	9.5238095238095237	4.7619047619047619	9.5238095238095237	23.809523809523807	0	4.7619047619047619	Team


% of  employees disabled



Salary difference by gender


non binary	male	female	19500	31812.18	31900.3	
Q1 I enjoy working from home on some days of the week

I enjoy working from home on some days of the week	Strongly agree	Agree	Neutral	Disagree	Strongly Disagree	112	57	19	94	18	
Number of Responses



Q2 Hybrid working practices support my work-life balance and well-being.

Hybrid working practices support my work-life balance and well-being.	Strongly agree	Agree	Neutral	Disagree	Strongly Disagree	161	86	11	34	8	
Number of Responses



Q3 I miss engaging with my colleagues in the workplace

I miss engaging with my colleagues in the workplace	Strongly agree	Agree	Neutral	Disagree	Strongly Disagree	7	14	30	155	94	
Number of Responses



Q4 I feel fully supported when working at home

I feel fully supported when working at home	Strongly agree	Agree	Neutral	Disagree	Strongly Disagree	22	20	18	138	102	
Number of Responses



Q5 I find working remotely a challenge

I find working remotely a challenge	Strongly agree	Agree	Neutral	Disagree	Strongly Disagree	10	63	101	53	73	
Number of Responses



Q6 I find it difficult to separate work from my personal life when working from home 

I find it difficult to separate work from my personal life when working from home 	Strongly agree	Agree	Neutral	Disagree	Strongly Disagree	98	95	23	70	14	
Number of Responses



Q7 Hybrid working practices make me more productive

Hybrid working practices make me more productive	Strongly agree	Agree	Neutral	Disagree	Strongly Disagree	69	79	5	82	65	
Number of Responses



Q8 Working from home does not affect cross functional  communication and collaboration with my team

Working from home does not affect cross functional  communication and collaboration with my team	Strongly agree	Agree	Neutral	Disagree	Strongly Disagree	62	54	5	78	101	
Number of Responses



Q9 Since hybrid working has been in place, I feel more connected to our company culture. 

Since hybrid working has been in place, I feel more connected to our company culture. 	Strongly agree	Agree	Neutral	Disagree	Strongly Disagree	8	178	3	39	72	
Number of Responses



Q10 Working from home allows me to meet my targets

Working from home allows me to meet my targets	Strongly agree	Agree	Neutral	Disagree	Strongly Disagree	40	60	1	57	142	
Number of Responses



Q11 I can easily access resources at home

I can easily access resources at home	Strongly agree	Agree	Neutral	Disagree	Strongly Disagree	47	100	6	35	112	
Number of Responses



Q12 Working from home removes conflict

Working from home removes conflict	Strongly agree	Agree	Neutral	Disagree	Strongly Disagree	90	87	7	27	89	
Number of Responses



Q13 I feel less stressed when away from the workplace

I feel less stressed when away from the workplace	Strongly agree	Agree	Neutral	Disagree	Strongly Disagree	41	4	0	5	250	
Number of Responses



Q14 I get the same amount of recognition about my work when working from home

I get the same amount of recognition about my work when working from home	Strongly agree	Agree	Neutral	Disagree	Strongly Disagree	70	69	2	71	88	
Number of Responses



% of Employees by Gender

Female	Male	Non Binary	45.384615384615387	53.846153846153847	0.76923076923076927	Gender


% of each gender



% of Ethnicity of Business Team - 9 Employees

White British	White Other	White Irish	77.777777777777786	11.111111111111111	11.111111111111111	Ethnicity


 % of ethnicity



% Of Ethnicity in Community Engagement and Partnership Team - 7 Employees
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% of Ethnicity Of Customer Srrvice Team - 
15 Employees

White British	Chinese	Pakistani	80	6.666666666666667	13.333333333333334	Ethnicity


% of Ethnicity
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