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What is evidence-based practice? (AC 1.1)
People Managers make difficult decisions in the workplace, therefore, they must also know what is proven successful in order to affect desirable organisational outcomes. By selecting reliable, dependable solutions and relying less on outmoded received knowledge, fads, or superficial quick fixes, evidence-based practices enable them to make better, more efficient judgments (Young, 2023). The same CIPD factsheet further explains that when the term evidence is used, this is referring to information, facts, or data that either supports or refutes a statement, presumption, or hypothesis. Scientific studies, local organisations, seasoned professionals, or pertinent stakeholders may provide this evidence. (Young, 2023)
Barends and Rousseau (2018) emphasised the importance of using evidence-based practice in order to counter unreliable and bias management decisions. They state that people in the human resources field frequently encounter conflicting opinions and assertions about what is effective and ineffective in the workplace. These assertions can include rumors or pseudo facts all disguised as legitimate information, it is therefore hard to know what should be ignored and what shouldn't be (Levitin, 2014). This ultimately leads to us creating mental shortcuts to bypass the masses of information, which can lead to bias (Barends & Rousseau, 2018). 
One type of bias that HR professionals are at risk of having is an unconcious bias, particularly at the point of recruitment by putting certain people with certain characteristics into a box. This could lead to scenarios such as, someone deciding not to give someone an opportunity because we ascribe certain characteristics to them that they don't necessarily have (Scott & Lamb, 2018).
Evidence-based practice is therefore a useful concept for understanding whether practices in HR lead to the desired outcomes, and whether these practices are being used to the best effect (Young, 2023)
The "Rational Decision-Making Model" is one of the decision-making models used in evidence-based practice. To make decisions using this model, real data and step-by-step processes are used. The "Rational Decision-Making Model" is summarised in the diagram below.
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Figure 1: Rational Decision-Making Model (Lumenlearning.com, 2019)
However, this model may not always be effective in all scenarios. In a fast-paced business environment where time is of the essence, the rational model is somewhat limited. It's also an approach that tends to err on the side of caution. By limiting your decision making to what's available, you may not be able to take the risks necessary to succeed (SEFE&MT, 2023).
It is also important to note that applying a model like this to a group dynamic is not as easy, especially when groupthink occurs. Groupthink occurs when group dynamics dictate decision making, this may be because it excludes outside voices or does not listen to critics, or because the group's homogeneity leads to similar views on issues (Brewer, 2017).
However, when followed effectively, evidence-based practice can help mitigate or solve issues in the workplace such as absenteism, issues regarding performance management, job satisfaction and productivity, and on a larger scale, align HR practice with strategic organisational goals, cause systematic and consistent decision-making that generates effective interventions reducing speculation, uncertainty, and errors in judgment, and ensuring solid risk management.

Analysis tools and methods (AC 1.2)
The McKinley 7S Analysis tool is one appropriate tool. This is a reference to an analytical technique that businesses can use to recognise and assess their existing and future problems, obstacles, and opportunities. It is used to investigate and assess the internal and external factors that have an impact on an entity's performance. Seven categories make up the 7S approach: strategy, structure, systems, shared values, style, skills and staff. Each of these characteristics should be taken into account when assessing the present and potential organisational landscape since they are interrelated and mutually reinforcing. Organisations should better understand their flaws and strengths and implement plans for resolving any difficulties by examining each of the 7S categories. The 7S model could be used to find gaps or discrepancies between categories, assisting organisations in making wise decisions to improve performance (Kenton, 2022)
For analysing organisational design and change management in challenging circumstances, the 7S Model is a fantastic strategic tool. It can be applied to several different kinds of organisational change projects, including Digital transformation, Diversity, Equality and Incusions initiatives and Restructuring (Cascade Team, 2023)
This model, however, can disregard external organisation-related factors that influence transformation. Before making a strategic decision on change in today's complicated business culture, external variables are equally significant. Additionally, there is no empirical data to support the effectiveness of this model particularly for major business organisations. Since all of the components are fixed and there is little room for flexibility, critics also dispute the model's rigidity (Tahir, 2020)
Interviews
Interviews are a useful analysis method that may be utilised in organisations since they help in identifying problems, opportunities, and difficulties. Professionals in human resources, for instance, can spot organisational problems like outdated laws through interviews. Interviews can also be utilised to identify different opportunities that can be leveraged to improve organisational development. Employees, for instance, provide proposals for implementations that can support ongoing organisational development during interviews (Mittal et al, 2019).
Semistructured interviewing has many advantages: The participant’s voice is heard within the context of the interview; The interviewer is able to identify social cues (voice, innovation, body language, etc.) therefore, the data produced is highly personalised. However, the strengths of the interview, combined with the simplicity of the interview process, may lead to interviews being used for subjects or participants that would benefit from other methods. For example, the interviewer may not be able to work with a participant who lacks verbal communication skills or interview may be used to study topics that the participant has difficulty discussing (Affleck et al, 2013).

The main principles of critical thinking (AC 1.3)
Armstrong and Taylor (2017) define critical thinking as ‘The process of analysing and evaluating the quality of ideas, theories and concepts to establish the degree to which they are valid and supported by the evidence and the extent to which they are biased. It involves reflecting on and interpreting data, drawing warranted conclusions and recognising ill-defined assumptions.’ (Armstrong and Taylor, 2017). 
Someone with critical thinking skills is able to think analytically and sensibly when the situation calls for it and it enables them to solve problems and make decisions more efficiently. They can analyse what is presented in a situation and gain insight that goes beyond what is visible to the eye (Wool, 2022).
In a book titled Critical Thinking, Beyer (1995) outlines essential aspects of the process. To think critically, it is important to be an open minded, clear and precise thinker, which allows for rational thinking. It is also vital to make assertions based on reliable, unbiased and credible facts and sources. Critical thinkers must also be able to reason with the information presented to them. Reasoning is the ability to draw conclusions from one or more premises and considering other viewpoints. Point of view is the way you view the world that shapes your construction of meaning. Critical thinkers search for understanding and view phenomena from various points of view.
To apply these principles to one's own decisions, individuals must clarify their thinking purpose and focus on the context of the task to avoid information overload and distractions. Questioning sources is also vital to ensure an unbiased influence on decisions. Individuals must also clarify terminology to ensure the information selected is most relevant to the thinking task. Individuals must also identify alternative arguments and methodologies and analyse how they work or don’t work, or how a compromise can be made to solve the issue at hand (Monash University, 2022).
Lastly it is important to respect others and be open to different points of view. This means considering the impact of decisions on different populations and being willing to change your mind when new information comes to light (Beyer, 1995)
To conclude, by applying the core concepts of critical thinking to your own ideas and those of your colleagues, you can engage in objective and rational debate and discussions and make well-informed decisions.

Decision making processes. (AC 1.4)
Future Pacing
Triana et al (2021) in short, described Future Pacing as the process of determining the future requirements of employees within an organisation and assessing how employees and other organizational stakeholders would respond to various challenges. The goal of Future Pacing is to ensure that effective actions are achieved.
For instance, HR proffesonals might use future pacing to measure employees’ feedback on whether or not they’re taking part in the decision-making process. The analysis is made based on the response. Professionals may also use surveys or questionnaires to gather feedback then use critical thinking to make sure that the feedback gathered is evaluated so that effective action can be taken.
De bono six thinking hats
Six Thinking Hats is an easy-to-use parallel thinking approach that empowers people to be more productive, more focused, and more engaged (De Bono Group, no date). De Bono Group (no date) explain that in this approach, thinking is divided into 6 distinct functions and roles, each role is assigned a different coloured “thinking hat”. Mentally wearing and switching hats focuses and directs thoughts and conversations.
The white hat asks for consideration of the facts only, meaning information known or needed. Under the yellow hat, participants must think of the positives and the benefits. The black hat calls for consideration of the negatives, meaning the risks, problems or difficulties. The red hat signifies feelings, emotions and thoughts brought on by hunches and intuition. The green hat focuses on creativity, possibility and new innovative ideas. The Blue Hat controls the thinking process and is the driving force behind the 6 Thinking Hats.
According to the De Bono group, the six thinking hats can be applied when considering leadership develpoment, team productivity, organisational change, critical, analytical problem solving and product and process improvement.
The Problem Outcome frame
Rational decision-making is the process of assessing the advantages and disadvantages of alternatives and arriving at a decision on the basis of logical considerations and evidence. It is a method of problem-solving in which a problem is identified, data is collected, alternatives are evaluated, and a decision is made on the basis of the best evidence available (Durai et al., 2018). For instance, a manager may assess the cost and benefits of adopting a new software solution in the organisation.
Despite the many decision making process available, the most appropriate will always depend on the needs of the specific situation and the circumstances in which the problems occur.

How ethical perspectives inform and influence ethical decision making. (AC 1.5)
Utilitarianism
Utilitarianism is an ethical theory that holds that the best way to do something is to do it in such a way that it maximizes the overall well-being or happiness of as many people as possible (Everett et al., 2020). The theory is consequentialist, which means that the right or wrongness of something is determined by its effects. For instance, a company may use utilitarianism to inform its decisions by considering the effects that a decision could have on all of its stakeholders (i.e., employees, customers, shareholders).
A problem with utilitarianism is that it takes a “black and white” approach where there are little room for “grey areas” it cannot say with absolute certainty that the outcomes of our actions are good or bad because the outcome of our actions happen in the future, which we cannot predict accurately. It also struggles to account for values such as justice or individual rights e.g religion (Tardi, 2023).
Deontological ethics
Deontological ethics is a branch of philosophy that focuses on the relationship between obligation and morality of human conduct. The word deontology comes from the Greek word deon, meaning duty, and the Greek word logos, meaning science. In deontological ethics, an act is morally good because of a characteristic of the act itself, rather than because the result of the act is good. 
Deontological ethics teaches that at least certain acts are morally necessary, regardless of their effects on human well-being (Britannica, 2023). For instance, an individual could use Deontological ethics as a guide to make decisions by thinking about whether or not an action respects the intrinsic worth and dignity of others.
An example of someone following Deontological ethics in the workplace would be if employees are expected to adhere to company regulations, even if doing so could lead to financial losses. This is because the act of following the rules is considered good and moral, the negative result, therefore does not matter. This of course could be a detriment to the organisation in the long term.
Social Justice
This ethical point of view focuses on the equitable allocation of resources and advantages in society. It argues that all people should be given equal access to resources and opportunities, and that the social, economic and political fabric should be organized in ways that promote equality and justice. For instance, a person might use the social justice point of view to guide their decisions by thinking about how a decision might affect marginalized or underprivileged groups (Dawson, 2018).
Social justice decisions are implemented in the workplace in scenarios that involve fair promotions, equal pay and and creating inclusive and safe work environments (India Employer Forum, 2023).

Measures of financial and non-financial performance. (AC 3.1)
Financial performance measurements 
Common financial metrics include earnings, profit margin, average order value, and return on assets (Patterson, 2022). 
The cash flow statement, according to some analysts, is the most significant financial statement as it shows a comparison of net income to cash flow. The cash flow statement allows analysts to see how much cash was spent on stock buybacks, dividend payments, and capital expenditure. It also shows where cash flow came from and what it was used for, such as operating cash flow, investing cash flow, and financing (Kenton, 2023). A company’s financial performance gives investors an idea of its overall health. It’s an indication of the company’s economic condition and the performance of its management team. It also gives an indication of its future prospects: whether its business and profits are expected to increase and the prospects for its stock price.
Non-financial performance measurements
Non-financial indicators of perffomance include outcome-based metrics such as stakeholder satisfaction, market share, category ownership, and new product adoption rate. The board of directors and management of many organisations are definitely interested in non-financial performance measurements, studies by Deloitte Touche Tohmatsu Limited and others have discovered, even though their capacity to monitor these elements is still insufficient. This is because measures of financial performance such as earnings or return on assets are seen as lagging indicators of success.  These measurements don't fully represent a company's strengths and problems by itself (Patterson, 2022).
Results from a study by Chang and Huang (2010) indicated that certain HR practices might be related to internal stakeholder satisfaction and organisational effectiveness. It is therefore suggested that organisations should alter and underline some HR practices as well as the importance of internal customers in enhancing organisational effectiveness. These results demonstrated the value of internal clients in raising staff morale, organisational commitment, employee productivity, turnover rate, and the capacity of the company to recruit top talent. Meaning that a measurement of customer and stakeholder satisfaction would be a reflection of the orgsnisations satisfactory performance.
Utilising non-financial metrics primarily benefits long-term business plans and corporate strategy because of better compliance. Non-financial indicators give enough information on the success of various operations and take into consideration diverse intangible assets (Ahrens and Chapman, 2007). However, non-financial measures have the drawbacks of being expensive to carry out and they can potentially be very time-consuming.

The value people practice adds to an organisation. (AC 3.2)
HR plays an extremely important role for organisations that view their employees as their most valuable resources. In the broadest sense of the word, 
HR encourages employees to perform to the best of their ability and fosters a culture of high morale within the organisation. In the early 2000s, strategic HR emerged as a major perspective on the role of this functional area in building and sustaining a robust organisation (Kokemuller, 2019). 
Kokemuller (2019) claims that HR plays a critical role in a company’s long-term success, workforce quality and performance. The success and profitability of a company is often directly linked to the talent, motivation and performance of its workforce. People create and sell products, interact with customers and work together to make decisions. 
One of the main ways HR contributes to a company is through the promotion of this link and convincing company leaders to invest in employee training and development and reward performance through higher compensation and regular promotions. HR therefore positively impacts a company in the long term by prioritisng learning and development of its people. Customer satisfaction may be strongly impacted by an employee's capacity to handle interactions with customers. When staff members are properly trained, they may offer consumers better customer service or knowledge that helps them make informed purchasing decisions. Revenue growth and lower customer attrition rates as well as improved customer satisfaction may result from improved customer service (Indeed, 2023). It is therefore vital to measure the impact of people’s professionals to justify the costs of the initiatives introduced and to ensure there are constant improvements and goals being achieved.  This can be measured in a few ways.
 Return on investment 
Small and modest enhancements in processes such as onboarding, recruitment and talent management can lead to surprisingly high Return of Investments for an organisation (Josebachvili, 2017). 
Adjustments to customer satisfaction ratings or staff engagement levels would be considered non-financial measures of ROI, while financial benefits could include cost savings, higher output, or income. For example, ROI could be used to measure the impact and effectiveness of learning and development within an organisation.
When considering training and development choices, the metrics used to measure will rely on the objectives and the nature of your learning and development programm. For example, if an organisations goal is to double the number of data inputs per hour and minimize data entry mistakes by 50% within six months. The metrics used would be performance-related measurements, for example length of time taken to complete tasks, accuracy of data and number of submissions that were successful before the training. The same would be measured after the training to identify the improvements, if any (Randhawa, 2023).
Absenteeism rates
Absenteeism can be defined as absences from work that become habitual. They can be unannounced and unplanned. Absenteeism can have a negative effect on a large scale, contributing to employee disengagement and low job satisfaction. With employees who are not salaried and do not clock in using timecards for example, absenteeism can be difficult to record and track. To keep an eye on unexcused absences, chronic tardiness, and other indicators of absenteeism on their teams, HR departments should collaborate with managers. By monitoring these absenteeism reports, you can spot patterns over time in various departments and teams. Monitoring of absenteeism and having the correct processes in place through sickness and wellbeing polices to bring down absenteeism rates can ensure a productive and healthy workforce (Klemp, 2023).

Talent Acquisition and Retention
For small businesses and start-ups that want to expand quickly, hiring and retaining talent is crucial. High-performing businesses are built on this principle. The systems that a company uses to find, attract, hire, train, inspire, and retain its top talent are largely created and managed by HR. This entails creating solid job designs and selecting the appropriate personnel to match. Additionally, it entails creating effective interviewing and screening procedures, organising orientation and training sessions, creating effective employee evaluation tools, and creating enticing compensation plans that make the most of what your company has to offer. For instance, a startup might offer company shares, whereas an established small business might offer a generous holiday policy (Kokemuller, 2019).
A team that is highly engaged, performing well, and offering better customer service may have a high retention rate. Engagement is crucial because workers who care more about a company's mission will feel more a part of their roles and be more dedicated to their work. High retention rates translate into lower turnover rates, which is crucial because the cost of turnover can seriously harm a company's profitability. To avoid the costs that come with turnover, businesses typically try to minimize it. According to reports, replacing an employee costs businesses between six and nine months of their employee's salary (Tenney, 2023). People practices such as recruitment and retention and its effectiveness can therefore, in part, be measured by looking at company profit.



Analysis and key findings of Quantitative data. (AC 2.1) (AC 2.2)
Organisation gender statistics
Microsoft excel was utilised to conduct a data analysis of the data provided. Table 1 shows that out of 260 employees, 118 are female, 140 are male and only 2 identify as non-binary, making up less than 1% of the employees who took part in the survey (figure 2). The male/female split is somewhat even, with males making up just under 54% of the organisation and women making up around 45%. The slightly higher number of males is consistent with the worldwide sex ratio, of 102 males for every 100 women (United Nations, 2022).
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Figure 2: Graph displaying percentage of each gender across the organisation by type

Organisation ethnicity statistics
A large majority of employees within the 260-person workforce, 237 are White British with a further 5 employees being “White-Other” (Table 1). The second most prevalent ethnicity in this workforce is Indian, with only 4 individuals of that ethnicity. All other ethnic groups have less than 4 individuals belonging to them.
The Facilities, Lettings, Marketing and Regeneration teams are made up of 100% White British employees, with a further 4 teams consisting of over 90% White British Employees (Table 2). Overall, there is not much ethnic diversity within teams. According to the data the Community Engagement and Partnerships Team has the most ethnic diversity within the teams, with all staff members belonging to 4 different ethnic groups out the 10 ethnic groups displayed in the survey. Despite the low overall diversity within the teams, across the entire organisation, each ethnic group in the survey is represented by at least 1 individual.
Table 1: Number of individuals belonging to each ethnic group across the organisation
	Ethnicity
	Count of Ethnicity

	White British
	237

	White Other
	5

	Indian
	4

	White and Black Caribbean
	3

	Pakistani
	3

	White Irish
	2

	Chinese
	2

	Black - Other
	2

	Asian - Bangladesh
	1

	Mixed - Other
	1

	Grand Total
	260


Table 2: Ethnicity as a percentage per team
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[image: ]Figure 3: Graph displaying ethnicity per team

Organisation disability statistics
Non-disabled individuals make up most of the population from this survey at just over 92%, with 8.08% being disabled. This is not reflective of the greater population where 1 in 6 people experience significant disability, representing 16% of the world population (World Health Organization, 2023)
The teams with the highest number individuals with disability status are IT (22%), Finance (20%), Customer Services (20%) and People Services (18%), (Table 3)
Some teams are made up of 100% non-disabled employees, these teams are Business Services, Directors, Facilities, Governance, Marketing, Regeneration and Supported Housing. It is important to investigate whether these roles are accessible to disabled people and to question if managers within these departments are open to put adaptations in place to support varying disabilities. 
It is also important to note that no-one at Director level is of disability status, which could suggest a pay disparity between non-disabled and disabled employees which evokes questions regarding whether all employees are given the same opportunities.
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Figure 4: Graph displaying disability status as a percentage throughout organisation

Table 3: Disability status as a percentage by teams
	Count of Disability status
	Disability status
	

	Team
	Disabled
	Not disabled

	Business Services
	0.00%
	100.00%

	Community Engagement and Partnerships
	14.29%
	85.71%

	Customer Services
	20.00%
	80.00%

	Directors
	0.00%
	100.00%

	Facilities
	0.00%
	100.00%

	Finance
	20.00%
	80.00%

	Governance
	0.00%
	100.00%

	Green Spaces
	8.33%
	91.67%

	Housing
	11.11%
	88.89%

	Income Team
	5.26%
	94.74%

	IT
	22.22%
	77.78%

	Lettings
	10.00%
	90.00%

	Marketing
	0.00%
	100.00%

	People Services
	18.18%
	81.82%

	Property Team
	5.05%
	94.95%

	Regeneration
	0.00%
	100.00%

	Supported Housing
	0.00%
	100.00%

	Tenancy Team
	9.09%
	90.91%

	Grand Total
	8.08%
	91.92%
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Figure 5: Disability status across all teams
Organisation salary figures
 The average salary across the orgainisation is £31,757.46. The data shows that women are paid on average around £143.84 more than the average yearly, male employees on average are paid £54.72 more yearly (Table 4). Non-binary employees on average are paid £12,257.46 less per year than the overall average yearly salary of the organisation, which is a significant difference (Figure 6). However, this data does not reflect years of service, qualifications, age or prior experience.
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Figure 6: Salary difference across genders
Table 4: Salary differences across genders and average salary across organisation
	Gender
	Average Salary

	Female
	£31,900.30 

	Male
	£31,812.18 

	Non-binary
	£19,500.00 

	Average salary across organisation
	£31,757.46




Analysis and key findings of Qualitative data. (AC 2.1) (AC 2.2)
Attitudes towards Hybrid Working across the Organisation
It is clear from the data that there are mixed opinions regarding hybrid working practices. Most employees enjoy homework a few days a week. 247 out of 300 either strongly agree or agree that hybrid working supports their wellbeing and work-life balance. Interestingly though, 193 expressed they find it difficult to separate work from personal life, which contradicts earlier findings. Further, 240 out of the 300 expressed they did not feel supported working from home. Despite this, opinions regarding finding working from home a challenge were somewhat evenly split.
It is not clear whether hybrid working makes people feel more productive in general, as opinions were split somewhat evenly in this case too. However, 142 strongly disagreed that working from home allowed them to meet their targets compared to only 40 who agreed with the statement, suggesting productivity is not improved with current practices. This could be due to difficulty accessing resources to meet these targets as 112 strongly disagreed with the statement “I can easily access resources at home”.
179 people felt as though working from home does indeed affect cross functional communication and collaboration, which could link to why 186 disagreed that hybrid working has made them feel more connected to company culture. Perhaps this is due to feelings of isolation.
Perhaps the most shocking finding from the data was that 250 people disagreed with the statement “I feel less stressed when away from the workplace” which, yet again contradicts the 247 people who agreed that hybrid working supports wellbeing.

Table 5:  Feedback scores from an employee survey on hybrid working practices 
	Questions
	Fully Agree
	Agree
	Not Sure
	Disagree
	Strongly Disagree

	1. I enjoy working from home on some days of the week
	112
	57
	19
	94
	18

	2. Hybrid working practices support my work-life balance and well-being.
	161
	86
	11
	34
	8

	3. I miss engaging with my colleagues in the workplace
	7
	14
	30
	155
	94

	4. I feel fully supported when working at home
	22
	20
	18
	138
	102

	5. I find working remotely a challenge
	10
	63
	101
	53
	73

	6. I find it difficult to separate work from my personal life when working from home 
	98
	95
	23
	70
	14

	7. Hybrid working practices make me more productive
	69
	79
	5
	82
	65

	8. Working from home does not affect cross functional communication and collaboration with my team
	62
	54
	5
	78
	101

	9. Since hybrid working has been in place, I feel more connected to our company culture. 
	8
	178
	3
	39
	72

	10. Working from home allows me to meet my targets
	40
	60
	1
	57
	142

	11. I can easily access resources at home
	47
	100
	6
	35
	112

	12. Working from home removes conflict
	90
	87
	7
	27
	89

	13. I feel less stressed when away from the workplace
	41
	4
	0
	5
	250

	14. I get the same amount of recognition about my work when working from home
	70
	69
	2
	71
	88
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Figure 6: Feedback scores from an employee survey on hybrid working practices


Recommendations (AC 2.3) 
To address the lack of racial diversity, one recommendation to improve diversity in the workplace could be to adopt a Diversity Mentoring Program. They have been shown to improve the work climate by making Black, Asian, and Minority Ethnic (BAME) people more represented in leadership roles, developing an inclusive culture, benefiting the whole organisation (Akekelwa, 2023). Establishing a Mentoring Program for the entire organisation can help foster the development of an inclusive culture which benefits the organisation as a whole (Akekelwa, 2023). 
The annual cost of a mentorship program at a company with more than 250 employees can range from $7,500 to $10,000 (Reeves, 2023), which would be a massive cost to most organisations, particularly smaller or newer organisations. However, the financial loss might not be as significant considering companies in the top quartile for racial/ethnic and gender diversity were respectively 35 and 15 percent more likely to have financial returns above their respective national industry medians (Hunt et al, 2015).  It would therefore be in the best interest of the organisation to investigate ways in which diversity within the organisation can be improved. Another recommendation to improve equality and diversity in the workplace would be to recognise the holidays of other cultures and ethnicities (G-P, 2022)
Regularly reviewing Equality, Diversity and Inclusion policies would be another recommendation. If policies are reviewed internally there will be no significant financial loss to the organisation. The Equality Act 2010 ensured legal protection for nine characteristics which include age, disability, race etc. and ensured a safe working environment and a culture (CIPD, 2022)
The data also showed that employees felt that it was difficult to access resources, so it is important that staff are provided with the required tools. Employers who allow remote work are not required by law to supply the tools required for such work, but they should make every effort to guarantee that workers can complete their tasks safely and effectively (CIPD, 2023). It is important to consider the Fianacial impact of such considerations.   This would come at a great financial cost however some would argue that without this cost, employees would not be able to do their job efficiently, leading to losses greater than the initial financial cost.
Employees felt unsupported; therefore, performance management that is suitable would be a recommendation. Job outputs should be stated properly, goals reviewed on a regular basis, performance should be discussed regularly, and constructive criticism given when necessary, through frequent one-to-ones. Everyone benefits from having a feeling of continuity and structure, which also helps to build relationships and facilitate good communication to foster a supportive environment and less isolation at a low financial cost (CIPD, 2023).  
It is however important to note, it is not clear if this data reflects the organisatoin as a whole and if every employee took part in the survey.
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