	
	
	



Learner – Mrs. Alison Victoria Evans – 2230696 Unit: 5CO02 Evidence Based Practice. Assessment ID: CIPD_5CO02_23_01
Word Count - Section 1 – 3113 Actual Words (Allowance 2900 +/- 10% = 2610/ 3190)
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1.1 Making better decisions and selecting a plan of action that will generate the intended results are central to evidence-based practice. The best available evidence and critical thinking are combined to provide an evidence-based decision-making strategy. The likelihood of decision-makers relying on untrustworthy sources such as anecdotes, conventional wisdom, and personal experience is lowered. Human resources experts must take this approach because management decisions affect people's working lives and wellness in all types of organisations worldwide. (Young 2023a)

An evidence-based strategy can also be used to improve organisational decision-making by boosting responsibilities. Many managerial decisions, whether positive or negative, influence the firm's overall effectiveness. Evaluating the quality and dependability of evidence benefits both the business and the individual. This strategy guarantees that a manager takes the best decision possible and that he or she is prepared to defend that decision when challenged, using organisational facts, professional judgment, or scientific research-based insights. (Barends and Rousseau 2018)
At least four sources of evidence should be considered by people experts. Scientific literature is essential for human resource professionals to be able to look for and evaluate research for relevance and reliability. Organisational data is essential for discovering the origins of problems, finding solutions, and implementing those solutions. The experience and judgment of practitioners, managers, consultants, and business executives are required for effective decision-making. It reflects specialised knowledge acquired via repetition of specialised activity. Participants - Internal stakeholders include employees, managers, and board members, whereas external stakeholders include suppliers, investors, and shareholders. Understanding their issues gives a foundation for analysing evidence. Data collection from a variety of sources is an essential component of evidence-based practice. (Young 2023b)
This will be encouraged in six separate ways.
Evidence based practice infographic
1. Asking – converting a problem or practical difficulty into a question that can be answered.
2. Acquiring – systematically searching for and retrieving evidence.
3. Appraising – evaluating the evidence's relevance and reliability closely.
4. Aggregating – weighing and pulling together the evidence.
5. Applying – incorporating the evidence into a decision-making process.
6. Assessing – assessing how the choice was made to improve the likelihood.

Managers can use these six ways to guarantee that the evidence's quality is not missed. The evaluation procedure differs based on the data source, but the same questions are usually asked. How and where is the evidence gathered? Is this the best evidence available currently? Can it be used to reach a decision? Could it be biased one way or the other? (Young 2023c) 
1.2. To evaluate an organisation's opportunities, threats, weaknesses, and strengths, a SWOT analysis can be employed. It offers a structure for matching the objectives, initiatives, and assets of a business with the surroundings in which it functions. Because the SWOT tool is so user-friendly, businesses venturing into new markets can make use of it. The SWOT analysis approach contains benefits as well as drawbacks. The fundamental four-box architecture is one advantage. Enhances comprehension of the pros and cons of the organisation and facilitates the growth of strategic reasoning. It can help senior managers focus on their advantages and embrace new ones. It can assist an organisation in foreseeing potential business hazards and implementing strategies to mitigate or completely eradicate their effects. Because of this, an organisation may be adaptable and capable of spotting and seizing business opportunities. It is too simple to use insufficient data while using a SWOT analysis, which is why some users overestimate the amount of data used for decision making. It is possible that the information used was predicated on assumptions that turned out to be false. Getting hold of reliable internal data sources can be politically and administratively challenging, especially in larger organisations. If things are not organised properly, key details could be missed. Because change happens so quickly, it is becoming harder and harder to predict future occurrences that could have an impact on an organisation. To be effective, the strategy must be used on a consistent basis. (Haan 2023)
[bookmark: _Int_99du0Tkc]People analytics is the study of people data to solve business problems. Employers can utilise people analytics to learn more about how to enhance employee morale by assessing the elements that drive employee engagement and altering their practices accordingly. Increasing retention by identifying problem areas and tailoring incentives to minimise attrition for different staff groups. It can be used to examine both internal and external stakeholders' workforce performance, well-being, and inclusion and diversity. It enables more effective evidence-based decisions to be made to increase workforce wellbeing and organisational performance. It can demonstrate how human resource policies and processes effect worker and organisational performance. It can be used to determine the financial and social return on investment of transformation programs. All professionals that meet the CIPD Profession Map requirements should be aware of evidence-based practice and have an introspective mindset. People analytics standards are also defined as a specialist knowledge by the CIPD Profession Map. (CIPD 2022a)
1.3 Critical thinking is studying and evaluating the quality of ideas to demonstrate their validity and support, whether they are biased or not, and the magnitude of this bias. Critical thinkers must reflect on and analyse the evidence they have collected and decided. Critical thinkers must be objective logical thinkers with well-reasoned arguments who do not consider bias when making decisions. Everyone has prejudices, whether they realise it or not. Conscious bias is bias that individuals are aware of and when they are being biased, they know they are being biased and often do it intentionally. Unconscious bias refers to the assumptions and associations held outside of our consciousness. It affects everyone and is triggered by our brain automatically making judgements (Armstrong 2023a).
There are three parts to critical thinking for human resource professionals. The first is to challenge the arguments, viewpoints, and ideas of others. The second is the way they formulate claims and defences, which they then impart to others. The third element involves identifying instances in which professionals employ critical thinking techniques to shape their argument development or case-making while presenting a business case. (CIPD 2019).
Organisational success requires creative and critical thinking, yet it is all too often assumed that employees and organisations either have it or do not. Consultants may not understand the intricacies of the business as well as internal management, but they also lack the biases and assumptions that typically limit employee thinking. In summary, employees are sometimes too close to the problem. There are several activities and routines to employ to guarantee that practitioners are not wearing blinkers when faced with current issues or obstacles. The simplest method to accomplish this is through feedback. Of course, providing feedback can be challenging. Nobody enjoys harsh criticism, and without the proper mechanisms in place, the value of feedback may be lost in negative interpersonal dynamics. Implementing clear and defined policies and guidelines for feedback between managers and employees is one of the most beneficial things an organisation can do. Feedback should be cooperative rather than confrontational. It should give both parties time to consider, explain, and develop their arguments. It should also be explicit, preferably combining both written and spoken communication to detect thinking flaws and provide innovative solutions. (Bouygues 2022).
Social media has grown in popularity in recent years, fuelling the emergence of fake news and influencer culture. Fake news is false or misleading information presented as news. Influencers have a large following and can quickly spread false information to their millions of followers, implying that users of social media platforms must be critical thinkers and not believe everything they read online (BBC 2023). 
1.4 De Bono's six thinking hats could be used to obtain more insight into employees and the organisation (De Bono, E. 1985). Each hat represents a distinct point of view that can be applied to decision making. The blue hat is where people practitioners would highlight the problem they are facing and what they hope to achieve by resolving it. The white hat is where practitioners highlight what they already know about the problem and how they intend to gather facts and data to solve it. The black hat is when people practitioners highlight the risks associated with this and what could go wrong; interviews are an effective way of gathering additional information, but one risk is that an employee may feel uncomfortable sharing their thoughts with the interviewers if they do not believe it will benefit them. The green hat emphasises what could be done differently and what choices are available. This is where they would emphasise what needs to be done in the organisation to improve. The yellow hat will emphasise all possible positive outcomes as well as how the decision will benefit the organisation. The red hat represents the decision, which will be evaluated to determine if it is the best answer. (Setyaningtyas 2019)
To assist the organisation in benchmarking, a paired comparison analysis could be used. This is the procedure through which different options are directly compared to determine their relevance. People practitioners could investigate the salaries of our competitors to see whether they should increase the salary rates we provide. People practitioners should develop a table with the options' title rows and columns, which they can then compare side by side with the salary offered by competitors and assess the difference in importance. They could use this for benchmarking salary as well as comparing input from current or previous employees. (Cotton 2023).
A stakeholder analysis is the process of identifying these persons prior to the start of a project. By addressing important stakeholders early in the project, you may take advantage of their knowledge and experience to assist the project be completed successfully. It will also make it more likely that they will agree with the proposal. Completing a stakeholder analysis ensures that everyone knows exactly what success looks like and how they can contribute to it before the project even starts. Before starting any kind of complex corporate project, it may be strategically beneficial to conduct a stakeholder analysis. The project is more likely to succeed if stakeholders are identified early on and modification of the message to win their acceptance and support from a variety of stakeholders. This helps practitioners make decisions about who to communicate to. (Armstrong 2023b)
1.5 When it comes to resolving ethical issues, people should be able to acknowledge that not everyone will have the same point of view, and people should collaborate to find a solution that works for everyone concerned. (Armstrong 2023c). To aid with ethical decision-making, the CIPD's eight ethical lenses could be employed, none of which represent the 'correct' or 'wrong' ways of making decisions in the workplace but provide alternative viewpoints on work challenges. (CIPD 2015)
Kantianism, or Kant's moral theory, believes that certain activities are forbidden even if the result is happiness. It is associated with Deontological theory and may be used to inform and affect moral decisions. Decisions should be moral and ethical in this method, and they may not always favour the desired goal. For instance, if a decision would benefit many people but was unethical, it should be avoided. One benefit is that any decisions made will be moral, as there will be no grey areas between what is good and wrong. The problem of this is that morality and immorality are subjective; what is moral to one person may not be moral to another. This could lead to a decision in the workplace that is not moral for everyone involved. According to this idea, judgments should be made based on moral obligations to individuals and society. As a result, the decision will be ethically sound (Cuneo 2020).
Utilitarian ethics is used to determine right from wrong by focusing on the outcome and can help to explain and influence moral decisions. This viewpoint holds that an organisation's decisions are moral if they benefit the majority of those affected by the decision. Utilitarianism has the advantage of being an easy theory to execute because it is a universal concept that everyone can understand, as the objective of avoiding harm while increasing enjoyment is something that everyone has or will experience. This theory, on the other hand, urges decision-makers to rely on everyone having the same morality because what is moral to one person may not be moral to another, meaning that utilitarian conclusions may be accepted by some but not by others and may cause more harm than good. This theory makes no allowance for justice or individual rights (Mulgan 2020).
The purpose of equity theory is to describe and analyse employee relational happiness. Workers strive hard to achieve a balance between what they offer and receive from their employers, and they recognise that how their peers perceive this balance influences their satisfaction with it. You may rely on them as an employee to provide time, loyalty, effort, tolerance, flexibility, excitement, personal sacrifice, skill, and trust in superiors. The outcomes include both tangible components such as compensation, employment security, and employee rewards, as well as intangible elements such as respect, success, recognition, and reputation. The idea behind equity theory is that people are motivated and influenced by fairness, and that disparities in workplace justice would encourage people to want to rectify things. (HR Zone)
3.1 Performance within an organisation can be evaluated using both financial and non-financial metrics. Performance management is to monitor, preserve, and improve worker productivity while also integrating it with organisational objectives. However, organisations have a range of options for gauging their success. Performance evaluation is essential for the decision-making process because it is a part of evidence-based people management practice (Cotton 2022).
Balanced scorecards can be used by organisations to evaluate both financial and non-financial performance, track performance, and focus on long-term success. Balanced scorecards evaluate a company's financial elements, how it appears to shareholders, and what the company's financial objectives are. It enables the organisation to aggregate all the information into a single report that is simple to read and evaluate, as well as provides the management team with the knowledge required to teach staff. Balanced scorecards, like stakeholder feedback, recognise the existence of different stakeholder groups within an organisation and can provide insights into each group. One of the primary advantages of the balanced scorecard is that it provides a thorough and balanced perspective of an organisation's performance. It goes beyond conventional financial indicators. It considers other factors that are crucial for long-term success, such as customer satisfaction, innovation, and employee development. Organisations may effectively articulate their plan, link actions with objectives, and measure progress. The framework also aids in the development of an accountability and learning culture by encouraging managers and staff to improve their performance based on data. Despite its benefits, it also has some issues that must be addressed. One of the most difficult tasks is creating a realistic framework that matches an organisation's standards. This necessitates a thorough examination of both the external and internal settings, as well as the commitment of management. Another problem is ensuring that it is routinely updated, as the organisation's strategy and goals may change over time. (Becker 2001)
Return on investment (ROI) is another method for measuring financial performance and is used to evaluate an investment's profitability and directly assesses the amount of return on investment. ROI, like a balanced scorecard, allows an organisation to determine if it has invested in a high-quality product that increases turnover and promotes staff retention. Because ROI does not allow an organisation to analyse non-financial performance, they must use an alternative method. One of the advantages of utilising ROI as a performance indicator is that it is simple to grasp. Managers must understand performance measurements for them to be effective in enhancing performance. Another advantage is that ROI considers everything for which a manager is accountable, including revenue generation, spending control, and asset management. Another benefit is that ROI is associated with return on equity (ROE). As a result, boosting ROI can lead to increased shareholder value. A downside is that ROI is a short-term performance measure. Organisations can mitigate the impact of this issue by combining short-term and long-term success metrics. Another issue with ROI is that income is easily manipulated. This aspect is especially problematic if the management has a short-term emphasis. For example, the manager may be planning to depart the organisation within the next year. The management could manipulate income to obtain a bonus, but this could have significant ramifications for the organisation once the manager has moved on to other endeavours. (Campbell 2017)
3.2 People practice adds value to a business in a multitude of ways, both directly and indirectly, and in the short and long term. People practitioners assist organisations in hiring the best people for the position, managing performance, and providing long-term planning and critical thinking to help them achieve their goals and objectives. People management processes are often designed by HR, L&D, or OD specialists within the organisation, but they cannot be delivered directly without the support of line managers. In partnership with their HR business partner, line managers may build reactions and solutions to HR concerns with greater speed and alignment to business strategy. (Quilliam 2023) 
Surveys could be used to gauge how effectively this is working for the organisation. The surveys might include a list of questions asking staff how they believe they are performing, what they wish to improve on, and then upskilling them accordingly. After the employees have been upskilled, the prior surveys can be compared to the new surveys to determine how effective it was. A Harvard Business Review at Facebook suggests that for three reasons, it would be a big mistake to abandon Employee Surveys today. It says that Surveys are still great predictors of behaviour, they give employees the chance to feel heard, and they are a vehicle for changing behaviour. (Judd 2018)
Collecting absence data is another method for measuring the value of people's practice. People practitioners would assess this data to identify any further needs and to enable educated business decisions across the firm in the short and long term. Absence levels must be recorded as a basis for action so that they may be measured and tracked against targets for reducing absenteeism. The most effective approach for tracking absenteeism may be a human resources information system. It allows the company to manage short-term absences while also examining any employees who have taken long-term leave, which helps the organisation. Absence has a direct impact on the organisation and may be measured using Excel spreadsheets, which are then translated into graphs and charts. A Bradford Index can be used to initiate action. This can be difficult in measuring how people practitioners add value as line managers often carry out HR processes. (Armstrong 2023d).

2.1, 2.2, 2.3 HR and other managers within an organisation can solve business problems and make choices with the use of people data and analytics. Data of many kinds can be utilised to track and shed light on people's behaviours. Qualitative data has linguistic, descriptive, and interpretive qualities. In computing, quantitative data indicates the quantity, amount, or frequency of an event. Qualitative data can assist in comprehending what, how, or why particular behaviours were prompted. Quantitative data is information that can be counted or quantified numerically. Although quantitative data has greater specificity and reliability, its availability is temporally constrained. The creation and monitoring of weekly work hours, staff retention rates, personnel count, and age can all be done with quantitative data. (CIPD 2022b)
After analysis of the data below are a series of graphs depicting the information in different grammatical forms. The data shows the largest proportion of employees are Male at 54% of the workforce and the disability chart shows a lower percentage with disabilities with an overall total of 8%.
There are seven teams that have no employees with disabilities while eleven teams have varying degrees of employees with disabilities. Excluding teams with no disabilities, the IT team employs the most disabled persons (22.22%), while the Property team employs the fewest (5.05%). The ethnicity information shows of the 18 teams, 4 of the teams are 100% white British.
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Recommendations 
As an organisation, it is advised that there is a review of the equality, diversity, and inclusion (EDI) policy on a regular basis. The organisation's culture should support employees in sharing information about their health and disabilities and in asking for reasonable adjustments when necessary, so it can be determined if it is effective in meeting the needs of the business and fit for its intended purpose. Line managers must receive the necessary training to equip them with the abilities to manage a diverse workforce and the knowledge to comprehend both our policy objectives and their legal responsibilities under the Equality Act of 2010. In addition to knowing how to facilitate discussions regarding health issues and disabilities with staff members, line managers must also be aware of the steps involved in setting up and carrying out modifications. (Ali 2022)
The salary data suggests that there is a gender wage discrepancy in the Performance Officer function and the Green Space Team Leader earns the same as a Green Space operative. A gender pay gap report is highly recommended to clarify any pay differences and indicate what steps will be taken. Gender pay disparities are reported by comparing what women earn to what men earn. The gender pay gap and the equal pay gap are not the same and this confusion arises regularly. An equal pay claim can be submitted to the employment tribunal by anyone who feels they are not being paid equally. Men and women alike may submit petitions. The Equal Pay Act of 1970 entered effect at the end of 1975, guaranteeing equal pay for equal labour to both men and women. Since 2010, 'equality of terms' clauses in the Equality Act 2010 have outlined the law on equal pay. (Wild 2023)
The organisation must closely examine the experiences of their ethnic minority personnel and avoid becoming complacent when it comes to racial inclusion. It is advised to get ready for the obligatory ethnicity pay gap reporting, report voluntarily ahead of time if at all feasible, and create an action plan to address any disadvantage based on ethnicity. Support top leaders in setting the example by starting constructive dialogue about race and being visibly present to convey the significance of race and ethnicity in the organisation. Assist line managers in leading their teams in a welcoming and inclusive manner. Speak with workers about the best terms to use individually and as a group when discussing ethnicity, through employee network groups. (Wahab 2021) 
Benefits - Increase the success of the organisation. Maintain employee happiness and motivation. Prevent major or legal issues such as bullying, harassment, and discrimination from occurring. To better serve a wide range of customers. Improve thinking and problem-solving abilities. 
Risks - Employees from certain cultures may be less likely to speak up. Integration across multinational teams can be challenging in the face of prejudice or negative cultural preconceptions. Professional communication in different languages and cultures can be misconstrued or difficult to grasp. 
Financial Implications - If wage disparities between genders and ethnicities are not addressed, the company's reputation among current and prospective clients and employees may suffer.
	Average of Salary FTE
	Column Labels
	
	

	Row Labels
	Female
	Male
	Non-binary
	Grand Total

	Chief Executive
	 £ 140,500 
	
	
	 £     140,500 

	Director of People Services
	 £ 102,500 
	
	
	 £     102,500 

	Director of Finance
	 £     98,500 
	
	
	 £       98,500 

	Director of Customer Service
	
	 £ 98,500 
	
	 £       98,500 

	Head of IT Services
	 £     72,000 
	
	
	 £       72,000 

	Head of Property
	
	 £ 72,000 
	
	 £       72,000 

	Head of People Services
	 £     72,000 
	
	
	 £       72,000 

	Head of Customer Services
	 £     65,000 
	
	
	 £       65,000 

	Head of Finance
	
	 £ 65,000 
	
	 £       65,000 

	Head of Housing
	 £     65,000 
	
	
	 £       65,000 

	Head of Business Services
	 £     62,500 
	
	
	 £       62,500 

	Head of Income
	
	 £ 62,000 
	
	 £       62,000 

	Health and Safety Manager
	
	 £ 48,950 
	
	 £       48,950 

	Commercial Manager
	 £     48,000 
	
	
	 £       48,000 

	Quantity Surveyor
	
	 £ 48,000 
	
	 £       48,000 

	Finance Manager
	
	 £ 46,895 
	
	 £       46,895 

	Community Safety Manager
	 £     46,800 
	
	
	 £       46,800 

	Operations Manager
	
	 £ 46,000 
	
	 £       46,000 

	IT Analyst
	
	 £ 46,000 
	
	 £       46,000 

	Data Analyst
	 £     45,000 
	
	
	 £       45,000 

	Development Manager
	 £     44,350 
	
	
	 £       44,350 

	Regeneration Manager
	 £     44,000 
	
	
	 £       44,000 

	Engagement Manager
	 £     44,000 
	
	
	 £       44,000 

	Procurement Manager
	 £     43,000 
	
	
	 £       43,000 

	Customer Services Manager
	
	 £ 42,565 
	
	 £       42,565 

	Independent Living Manager
	
	 £ 42,500 
	
	 £       42,500 

	Regeneration Paralegal
	 £     42,000 
	
	
	 £       42,000 

	IT Systems Manager
	
	 £ 42,000 
	
	 £       42,000 

	Building and Facilities Manager
	 £     41,555 
	
	
	 £       41,555 

	Lettings Manager
	 £     41,500 
	
	
	 £       41,500 

	Income Manager
	 £     41,255 
	
	
	 £       41,255 

	Electrical Manager
	
	 £ 41,000 
	
	 £       41,000 

	Gas Manager
	
	 £ 41,000 
	
	 £       41,000 

	People Services Business Partner
	
	 £ 40,500 
	
	 £       40,500 

	Learning and Development Manager
	 £     39,950 
	
	
	 £       39,950 

	Governance Manager
	 £     39,465 
	
	
	 £       39,465 

	Complaints and Compliments Manager
	 £     38,850 
	
	
	 £       38,850 

	Gas Supervisor
	
	 £ 38,500 
	
	 £       38,500 

	External Works Manager
	
	 £ 38,500 
	
	 £       38,500 

	Finance Business Partner
	 £     37,455 
	
	
	 £       37,455 

	Project Accountant
	
	 £ 35,000 
	
	 £       35,000 

	Audit Manager
	
	 £ 35,000 
	
	 £       35,000 

	Management Accountant
	
	 £ 35,000 
	
	 £       35,000 

	Lettings Team Leader
	 £     34,500 
	
	
	 £       34,500 

	Performance Manager
	
	 £ 34,500 
	
	 £       34,500 

	Graphic Designer
	 £     34,000 
	
	
	 £       34,000 

	Extra Care Manager
	 £     34,000 
	
	
	 £       34,000 

	Trades Supervisor
	
	 £ 33,950 
	
	 £       33,950 

	Surveyor
	 £     33,500 
	 £ 33,500 
	
	 £       33,500 

	Performance Officer
	 £     38,500 
	 £ 28,500 
	
	 £       33,500 

	Health and Safety Officer
	
	 £ 33,500 
	
	 £       33,500 

	Community Safety Officer 
	 £     33,425 
	 £ 33,425 
	
	 £       33,425 

	HR Systems Lead
	 £     33,200 
	
	
	 £       33,200 

	Trades Operative (Electrical)
	
	 £ 32,500 
	
	 £       32,500 

	Trades Operative (Gas)
	
	 £ 32,500 
	
	 £       32,500 

	Electrical Supervisor
	
	 £ 32,000 
	
	 £       32,000 

	Extra Care Supervisor
	 £     31,000 
	
	
	 £       31,000 

	Income Officer
	 £     30,210 
	 £ 30,210 
	
	 £       30,210 

	IT Trainer
	 £     29,900 
	
	
	 £       29,900 

	Tenancy Support Officer
	 £     29,855 
	 £ 29,855 
	
	 £       29,855 

	Health and Safety Trainer
	 £     29,600 
	
	
	 £       29,600 

	Trades Operative (External Works)
	
	 £ 29,500 
	
	 £       29,500 

	Trades Operative (Joinery)
	 £     29,500 
	 £ 29,500 
	
	 £       29,500 

	IT Helpdesk Lead
	
	 £ 29,000 
	
	 £       29,000 

	Executive Assistant
	 £     28,955 
	
	
	 £       28,955 

	Extra Care Officer
	 £     28,900 
	
	
	 £       28,900 

	Trades Operative (Painting)
	
	 £ 28,500 
	
	 £       28,500 

	Trades Operative (Plastering)
	 £     28,500 
	 £ 28,500 
	
	 £       28,500 

	Wellbeing and Engagement Lead
	 £     28,000 
	
	
	 £       28,000 

	People Services Advisor
	 £     27,500 
	
	
	 £       27,500 

	Independent Living Officer 
	 £     27,500 
	 £ 27,500 
	
	 £       27,500 

	Regeneration Officer
	 £     27,090 
	
	
	 £       27,090 

	Events Officer
	 £     26,900 
	
	
	 £       26,900 

	Finance Assistant
	 £     26,895 
	 £ 26,895 
	
	 £       26,895 

	Lettings Assistant
	 £     26,750 
	 £ 26,750 
	
	 £       26,750 

	Development Officer
	 £     26,540 
	
	
	 £       26,540 

	Engagement Officer 
	 £     26,500 
	 £ 26,500 
	
	 £       26,500 

	Marketing Assistant
	 £     26,500 
	
	
	 £       26,500 

	People Services Co-ordinator
	 £     25,690 
	
	
	 £       25,690 

	Procurement Officer
	 £     25,600 
	
	
	 £       25,600 

	Facilities Officer
	
	 £ 25,600 
	
	 £       25,600 

	Audit Assistant
	 £     25,500 
	
	
	 £       25,500 

	Regeneration Co-ordinator
	 £     25,000 
	
	
	 £       25,000 

	Social Media Lead
	
	 £ 24,750 
	
	 £       24,750 

	Community Safety Co-ordinator
	 £     24,500 
	
	
	 £       24,500 

	IT Helpdesk Administrator
	
	 £ 24,000 
	
	 £       24,000 

	Development Administrator
	
	 £ 24,000 
	
	 £       24,000 

	Extra Care Activities Co-ordinator
	 £     24,000 
	
	
	 £       24,000 

	Repairs Co-ordinator 
	 £     23,750 
	
	
	 £       23,750 

	Customer Services Advisor
	 £     23,685 
	 £ 23,685 
	
	 £       23,685 

	Project Worker
	 £     23,500 
	 £ 23,500 
	
	 £       23,500 

	Receptionist
	 £     23,000 
	
	
	 £       23,000 

	Engagement Assistant
	 £     23,000 
	 £ 23,000 
	
	 £       23,000 

	Independent Living Co-ordinator
	 £     22,600 
	
	
	 £       22,600 

	Finance Administrator
	
	 £ 22,555 
	
	 £       22,555 

	Planner
	 £     22,500 
	 £ 22,500 
	
	 £       22,500 

	Community Safety Administrator
	 £     22,500 
	
	
	 £       22,500 

	Lettings Co-ordinator
	 £     22,300 
	 £ 22,300 
	
	 £       22,300 

	Customer Services Administrator
	
	 £ 22,000 
	
	 £       22,000 

	Engagement Administrator
	 £     21,800 
	
	
	 £       21,800 

	Assistant Project Worker
	 £     21,750 
	
	
	 £       21,750 

	Administration Assistant
	 £     21,500 
	
	
	 £       21,500 

	Administrator
	 £     21,500 
	
	 £      21,500 
	 £       21,500 

	Income Administrator
	 £     21,500 
	
	
	 £       21,500 

	Green Space Operative 
	
	 £ 21,030 
	
	 £       21,030 

	Cleaning Operative
	 £     21,030 
	 £ 21,030 
	
	 £       21,030 

	Green Space Team Leader
	 £     21,030 
	
	
	 £       21,030 

	Trades Apprentice
	 £     17,500 
	
	 £      17,500 
	 £       17,500 

	Income Apprentice
	 £     17,500 
	
	
	 £       17,500 

	Grand Total
	 £     31,900 
	 £ 31,812 
	 £      19,500 
	 £       31,757 




Part 2 - Feedback Scores – Hybrid Working
Of the 300 Employee responses, 255 disagree that they feel less stressed when they are not at work. There is also a majority vote of 249 out of 300 disagreeing with the statement about missing engaging with colleagues at work. Two hundred and forty employees responded that they did not feel fully supported at work. The overall trend implied by the data suggests a lack of support and indicates that this has an impact on morale. According to the findings, line managers must include employees in their decision-making process, and they must also foster a positive organisational culture in which employees feel valued and appreciated.
The team must set boundaries to understand when the workday begins and ends, take breaks, and know when to leave the working area. It is critical to turn off when work is finished to avoid burnout and can be beneficial to have some communication 'rules' for teams. Employees may need help to set boundaries between work and personal time and to cultivate healthy habits such as daily exercise, healthy eating, and getting plenty of fresh air, as well as maintaining positive social contact and support. Managers must lead by example. (CIPD 2023)
Employees can save significantly by avoiding commuting-related costs such as transportation. Meanwhile, businesses can significantly reduce overhead costs such as office space, utility bills, and other operating costs. 
Risks: Some people may lack space and privacy; others may have a poor internet or mobile phone signal; and there may be an increased risk of domestic abuse with less time apart from an abuser. Disabled employees may be missing out on reasonable workplace adjustments. 
Financial Implications - Hybrid working increases the risk that employees will intentionally or unintentionally steal internal information.
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