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Section 1 - Report

Evidence-based practice (AC 1.1)

Evidence based practice for People Professionals is key to ensuring we are providing the best possible working environment. Evidence based practice is making a decision based on the best available evidence provided by multiple sources that we have critically appraised (CEBMa, no date). Eric Barends says that we must feed our brains with good quality and sufficient evidence to enable us to make informed decisions (CEBMa, 2017). It’s important that when we are doing our research that we take the evidence from the four main sources which are; scientific, organisational, experiential and stakeholder (Barends and Rousseau, 2018). Scientific evidence refers to information gained from literature where organisational evidence is gained from the company itself be it through people management metrics or information from customers. Experiential evidence comes from the experience and knowledge gained from people within the company and stakeholder evidence comes from groups of people be it internally or externally. It’s important that when we look at data, we make sense of it. Following the 6 A’s supports people professionals through the evidence-based, decision-making process. The 6 A’s are: asking, acquiring, appraising, aggregating, applying and assessing (Waite et al, 2021). Evidence-based practice has been spoken about in the medical world for years but now we are seeing more professions take on this concept of making evidence-based decisions. The CIPD (2023c) says there are three main benefits to evidence-based practice which includes ignoring fads and fashions and out-of-date examples but instead looking at fact; constructing a positive image of the profession through building on knowledge researched; and finally, ensuring employees feel confident in the decisions made my management, ensuring that challenges and issues within the organisation are dealt with in a professional manner. However, EBP also comes with limitations. The Centre for Evidence Based Management (no date) says that we don’t always have the best available evidence in particular when it comes to installing new technology for example as we don’t yet have the scientific evidence which means there isn’t enough valid and reliable evidence to support us in making evidence-based decisions. They also say that an important limitation to consider is that not everybody has the skill to critically assess the information provided to them and therefore they are far more prone to confirmation bias. One example of how we can use evidence-based practice to inform our decision-making within the people profession department is by doing employee satisfaction surveys. These surveys gain insight into how employees feel and can help the organisation makes decisions depending on the information provided. One limitation that comes with this is that not everyone will take part in these surveys. Judd, O’Rourke and Grant (2018) wrote in The Harvard Business Review that those employees who don’t take part in surveys were 2.6 times more likely to leave within the following 6 months. 





Analysis tools and methods (AC 1.2)

Any successful, organised and strategic business will have their own ways on how they recognise and deal with issues or opportunities. It’s important to do this so that a company can plan, prepare and be ahead of the game (Marmol and Feys, 2015). There are several analysis tools to support an organisation to do this such as Force Field analysis, Porter’s five forces, or the Ansoff matrix for example. All these analysis tools support an organisation to analyse competitiveness within the industry and profitability. They support the organisation on making evidence-based decisions which affects the company strategy (CIPD, 2017b). One analysis tool that’s used frequently is PESTLE which investigates the external environment through six key areas which are Political, Economic, Social, Technology, Legal, Environmental. PESTLE analysis has two main criteria’s; what external influences are out of the organisations control and what effect will this have on the organisation (Cadle, Paul and Turner, 2010). PESTLE analysis can be advantageous to the organisation as it’s easy to use, helps gain a better understanding of the company, stimulates external and strategic thinking, decreases the chance of potential external threats and identifies opportunities. However, it does have its disadvantages too which include gathering too much information which doesn’t pinpoint the main areas of concern, the analysis can sometimes be based on ones thoughts and opinions rather than evidence, some industries are fast paced and therefore change happens before an analysis can be done, and lastly the analysis needs to be conducted on a regular basis to ensure its effectiveness (CIPD, 2024a). We also need to be flexible when doing a PESTLE analysis, something we all had to learn to do during the COVID-19 pandemic. Any organisation who had done a PESTLE analysis pre COVID-19 had to quickly adapt to changing environments and therefore although it’s a useful too, we must be adaptable (Linkedin, no date).
There are a variety of analysis tools that are used within an organisation to support the recognition of issues and opportunities. For example, employee questionnaires can be used to look at employee engagement. Or if there’s an issue with a particular job role, a job analysis can be done to gain evidence on that role. But one of the greatest tools available is the use of people analytics. This means using data about people to solve business problems (CIPD, 2023a). People analytics connects people data with business data and therefore supports senior management in making well-informed decisions, it also supports HR in making decisions regarding HR policies or procedures (CIPD, 2024b). For example, an organisation with high sickness absence will use the available data to inform their decision on whether they need to update their sickness absence policy. One major limitation to people analytics is GDPR. Since the new GDPR laws were introduced in 2018, HR have a greater obligation to protect employee data which could impact how and when they can analyse people data (Marr, 2020). 


Critical thinking (AC 1.3)

Critical thinking is the ability to take in information and objectively evaluate, analyse and interpret it. To be successful at critical thinking, one must be able to see other points of view, they must be able to reflect on information and be resourceful with that information (Makematic, 2019). Howlett (2019) says there are three key parts to critical thinking; the first is the ability to analyse ideas, opinions and arguments of other people. The second is how they build and communicate their argument and the third is being able to recognise when somebody is critiquing what you are saying. Critical thinking done well means you can rationally make an argument, think and understand where that information has come from. You must be able to think about how valid that information is and be certain that information is correct and current to build on your argument. 
The key skills a person must have to be able to think critically are the abilities to be open, observant, logical, reflective and unbiased. It’s a skill that many employers now seek when recruiting (Wells, 2023). Some explain critical thinking as being like a detective. Cottrell (2019) says that you must question everything, don’t limit those questions to yes/no answers, ensure the questions are objective and ask further questions. Being able to critically analyse our own thoughts and opinions is also a key skill. Our brains like to make quick decisions and like to think one way more than the other therefore when critically analysing information held within our brains, it’s important we slow down and evaluate what we think we know (Cottrell, 2023). We must also be conscious of cognitive bias which is a systematic error in the way we think and our judgement. It can affect how we take in information, our decision-making process and how we view things. Generally, people tend to think one way more than the other, they can be in favour of something or opposed to something, it’s part of human nature that we think in this way (Ruhl, 2023). There are two main types of bias – conscious and unconscious. Ruhl (2023) says that conscious bias means that you’re aware of how you behave and your opinions towards something whereas unconscious bias means you’re unaware of this type of behaviour. So, when we are in the workplace and having to make evidence-based decisions, we must always bare this in mind. For example, when we are having to deal with disciplinaries or conflict, we must be completely unbiased and look only at the facts presented to us and critically think about the information to help us make evidence-based decisions on the outcome. To decrease the chances bias, we must always use a broad range of evidence, reflect, and question everything (Waite et al, 2021). 

Decision-making processes (AC 1.4) 

When it comes to making people practice decisions within the organisation, we must take a systematic approach to avoid making poor decisions. There are processes to support us in doing this. 
Let’s firstly look at the Kepner and Tregoe model which helps set goals and explore all options. Markoupoulos et al (2022) says that the Kepner-Tregoe method gives a holistic approach in understanding issues and encourages us to ask the right questions. By following this model, we are less likely to make biased decisions and more likely to make evidence-based decisions. The KT Matrix helps us make the best choice, which may not be the perfect choice, therefore we must accept there may be some risk involved (Smith, 2015). There are four basic steps: Step 1 is Situational Appraisal which identifies the problem and priorities what needs to be done. Step 2 is Problem Analysis; establishing the cause of the problem. Step 3 is Decisions Analysis; identifying solutions and making the best possible decision on which route to take. And lastly step 4 is Potential Problem Analysis; identifying issues which might lie ahead and creating solutions for these (MindTools, no date). This type of model could be used in disciplinaries for example to identify the issue, what caused the disciplinary, what action needs to be taken, and what could result after the disciplinary. 
Another model to consider is De Bono’s Six Hats. The basic concept of De Bono’s Six Thinking Hats is for an individual to ‘put on’ a different colour hat that has a different meaning. It encourages the individual to think about one thing at a time in a certain way (de Bono, 2009). The white hat considers all the facts and figures, and the yellow hat is the positive one, looking at all the opportunities. The black hat is cautious and considers the risks. The green hat is the creative one and the red hat is the emotional one. And lasty we have the blue hat who takes control of all the hats and manages the process (Payette and Barnes, 2017). This method is great when a group get together to make decisions. For example, the management team could be looking at introducing new shift patterns, by using this method everybody in the team can bring different views to consider.
The last method we’ll talk about is the PDCA cycle which stands for Plan, Do, Check, Act and concentrates on the continual improvement of a product or process (Deming, no date). The name says it all, there are four principle steps. The first is to Plan: identify and analyse the problem. The second is Do: come up with solutions and implement them. The third step is Check: evaluate the outcome and the last step is Act: this step aims to close the cycle and make any adjustments needed (Johnson, 2016). This could be used in the people practice department to implement a new appraisal system. The people practice team would plan the system, put it in place, check to see if it’s successful, and act if any adjustments need to be made.
 
Ethical perspectives. (AC 1.5)

When making evidence-based, informed decisions, People Professionals must do this ethically. Ethics are described as doing right or wrong (Taylor and Woodhams, 2022). There are different ethical perspectives that support and influence us in moral decision-making. 
Deontology is a philosophical theory of ethics that concentrates on the link between duty and morality. This theory believes that actions are either good or bad according to set rules and don’t take into account the consequence of an action (Rawling, 2023). This is important for People Professionals, in particular those who are members of the CIPD as we have clear rules to follow set out in the Code of Conduct (CIPD, 2023b). This is something that can be brought into any organisation by clearly defining a Code of Conduct in an employee handbook. 
Utilitarianism is an ethical theory that says that an action is right if it creates happiness and that it should set out to achieve the greatest amount of good for the most amount of people (Mulgan, 2020). Savulescu, Persson and Wilkinson (2020) wrote a paper on utilitarianism and the pandemic and talk about how the decision to lockdown the country was based on the decision of what would be the best decision for the greatest number of people. And this is how People Professionals can bring this to an organisation by looking after the wellbeing of its staff and implementing policies and initiatives that serve the greatest number of its employees.  
Altruism is an ethical theory that promotes acting for the good of others is the moral end goal, individual should act in the interest of others even if it means self-sacrifice (Singer, 2023). Organisations can be seen as promoting altruism through promoting work-life balance and family friendly policies, offering hybrid working conditions and flexible working to benefit the individual even if it means the organisation could be at a detriment.
The CIPD have suggested eight philosophical ethical lenses to support the way in which we make ethical decisions, they do not tell us what is right or wrong but simply guide us in different ways to look at a workplace dilemma. The eight lenses consist of fairness, merit, markets, democracy, wellbeing, rights and duties, character and handing down (CIPD, 2015). We can use these eight ethical perspectives to guide us in a decision where there is conflict, a person's wellbeing is at stake or there are opposing views on a situation. This can sometimes be tricky when individuals have different ethics, principles and beliefs. 

Financial and non-financial performance. (AC 3.1)

Measuring performance is crucial to any business; by doing so, organisations can assess how well they’re meeting company objectives, improve strategies and processes and stay alert to potential threats (Indeed, 2022). Understanding how performance is measured supports an organisation in their decision-making process (Stobierski, 2020). There are many ways to measure business performance but let’s look at some of the financial and non-financial performance measures.
A balance sheet provides information on the company’s finances in terms of assets, liabilities and equity, it enables senior management to gain a better understanding of how much money or budget the company has or how much deficit they have gathered (Waite et al, 2021). Balance sheets are important especially if the organisation is looking at getting a loan as they provide the lender with key information as to whether they will be able to make the repayments. Balance sheets are also great for an overview of the organisation’s financial health and enables management to see important payments or whether they can afford to spend extra on something (Main and Rittenburg, 2024). However, a balance sheet does have its limitations too, fixed assets are shown at their book value and therefore doesn’t show the original value, this also has an effect on showing the current value in the market (Tamplin, 2023). A balance sheet fixates on finances and therefore doesn’t look at other factors such as employee skills which bring us to look at the non-financial measures of company performance. 
A balance scorecard looks at four principal perspectives to monitor and measure the organisation’s non-financial performance. Although finance is considered one of these perspectives, it also looks at the customers perspective, internal processes and learning and growth perspectives (Cote, 2023). The balance scorecard looks at performance holistically and recognises that alongside the financial performance, measuring services provided to customers, the processes to achieve high quality services for customers and employees, employee skills and capabilities are all significant factors in achieving success and meeting company objectives (Marr and Schiuma, 2003). By looking at customer retention, we can see if we are maintaining, increasing or losing customers for example. It’s important to analyse these metrics because without customers, there would be no company. One of the difficulties with this metric is defining when somebody stops being a customer (Indeed, 2023). The balance scorecard provides many advantages such as improving strategy. It improves alignment throughout the organisation and improves reports on performance which then improves the information provided to managers (Marr, no date). However, the balance scorecard can also be overwhelming and sometimes proves difficult to keep everyone on the same page especially when they are from different departments (Jackson, 2024). For example, somebody in finance might not understand the customer retention metrics and therefore won’t see the importance of it in comparison to their financial perspective (Linkedin, no date). 

Adding value and measuring impact (AC 3.2)

It’s a long-standing debate on how People Professionals add value to an organisation, historically HR has been seen as form filling and keeping the company compliant however over the years this has changed (CIPD, 2022). HR departments are becoming more strategic and looking more at competencies and capabilities of the people working there and providing them with the skills and training they need to do their job (Hults, 2011). But they need the data and evidence to demonstrate that this is beneficial to the organisation. 
It’s important People Professionals demonstrate the value they bring to an organisation to be able to showcase the contribution and impact they have. It also justifies resource and budget and collaborates HR projects and plans with the organisation’s expectations (Linkedin, no date). 
Return on Investment (ROI) is one method used to measure the value People Professionals bring to an organisation. This involves measuring the ratio of the net profit against the cost of an investment (HRM, no date). One example of this is turnover rates. Recruitment can be expensive, so we want to try and avoid it (Kumbhat, 2020). By measuring turnover, we can monitor if our costs are increasing/ decreasing which then helps us to look at whether other areas of the business are meeting objectives such as onboarding, development strategies etc (Phillips and Phillips 2002). One limitation that does come with this is time; to do ROI effectively, it takes considerable time to do which then creates more cost to the business (Phillips and Phillips, 2002).
A cost-benefit analysis compares the forecasted cost of a project against the potential benefits. It helps the organisation decide whether the benefits outweigh the cost and to what extent (Simonson, 2024). An important advantage to this type of analysis is that it is data-driven and help the organisation make evidence-based decisions free from bias (Stobierski, 2019). Stobierski (2019) also says that it can make decisions simpler and can help discover hidden costs. However, like many projected types of analysis, it does mean that sometimes we can be looking at unpredictable variables, therefore we need to ensure we are considering all costs which requires a lot of data which takes time and money to collate (Indeed, 2023). Some examples where Cost-Benefit Analysis could be used include recruitment, creating new business strategies, allocating resource to another area within the organisation and so forth (Indeed, 2023). 






Section 2 – Quantitative and qualitative analysis review (AC 2.1, AC 2.2, AC 2.3)

Table 1

a) percentage of each gender by type.



















It’s important to report on gender to monitor where the organisation sits with regards to Diversity and Inclusion to avoid gender discrimination. This graph tells us there’s a fairly equal split between male and female genders with slightly more males. There is only 1% of non-binary people within the organisation. Further investigation would be needed to identify if there are departments that are dominated by one gender to ensure diversity and to make sure there’s no discrimination against one sex. If one gender is the denominator, this becomes more difficult for other genders in the department to fit in and perform well (Taylor and Woodhams, 2022). There are many risks associated with not having diverse genders, for example it could lead to bullying and harassment which could have a financial implication on the business if claims were made against them. Ms Sheehy Skeffington took the National University of Ireland to court after she felt discriminated against on the grounds of gender regarding access to a promotion. She felt she had more experience than other candidates who were male and won her case (HR Inform, no date). 











b) ethnicity as a percentage per team.



This graph clearly shows us that there are more White British employees in every department, there are 4 departments that only have White British employees. Further investigation would be needed to look at historic data and see how this compares to current information. Collecting ethnicity data is important to assess ethnicity diversity in the organisation (CIPD, 2021a). One of the risks for organisations who are not diverse with regards to ethnicity, are discrimination claims, especially when it comes to career progression. Ethnicity shouldn’t be a factor when considering promotion or recruitment as it should be based on capabilities (CIPD, 2021b). Studies have shown companies who are not ethnically diverse may be financially underperforming as employees are less likely to be engaged and bring forward innovative ideas (Gompers and Kovvali, 2018). 













c) disability percentage as an organisational whole and by teams. 




The first disability graph highlights areas within the organisation where there are no disabled people, further investigation would be needed here to assess job roles to see if there are any barriers for disabled people. 
This second graph shows us there are far more non-disabled people working within the organisation than there are disabled. The latest survey completed by the Equality and Human Rights Commission in 2019 showed that the employment rate for peopled aged 16-64 is 81.1% whereas for disabled people it stands at only 50.7% (EHRC, 2019). We should consider that some employees might not declare their disability as not all disabilities are visual.  



d) salary difference across genders and e) overall average salary paid by the organisation.




















This graph on the forefront looks like there is fairly equal pay between genders and that both are close to the company average, this figure is brought down slightly because of the non-binary salary where there are only two members of staff at entry level roles. However, what the graph doesn’t tell us is what role each gender holds. Further investigation would determine if there were differences in job roles and genders. This is an important factor to consider as employment law says we need to ensure that men and women are paid equally if they are doing equal jobs (CIPD, 2024d). Failing to pay genders equally could lead to claims. 











Table 2

Hybrid-working



The first recommendation for the data provided on this survey is to convert the graph into percentages as this gives a clearer picture. There is a fairly equal split between those who enjoy working from home and those who don’t and over 50% strongly agree that hybrid working provides work-life balance. Over 80% feel that they don’t miss engaging with employees in the workplace however there is also 80% that don’t feel supported. 64% feel that it’s difficult to separate work and home and 48% disagree that hybrid working makes them more productive. 60% feel that hybrid working affects communication within the team and 47% disagree that they meet their targets. Access to resources has a fairly equal split. 59% feel there’s less conflict and 83% strongly disagree that they feel less stressed. 
There are many benefits to hybrid working, some of which include less distractions therefore feel more focused on tasks, increase in motivation and productivity and more time with friends and family as travel time is reduced (CIPD, 2024c). 
The data provided only tells us so much therefore focus groups or interviews would provide more qualitative data. For example, if we looked at the 80% who don’t feel supported, we could look at why that is. We may need to look at changing some of our policies. We would need to take a closer look at our wellbeing strategy and how that supports hybrid working and what else we can provide employees. a priority and risk assessments should be done for each employee’s home working station (CIPD, 2021c). 
Its important People Professionals are constantly reviewing hybrid working policies to make sure they are adapting to feedback from policies and to ensure they are keeping up to date with the latest employment regulations. For example, on April 6th, 2024, new regulations were introduced where employees could make a request for flexible working on day one of employment and could make two request every 12 months (Faragher, 2024). 
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TOTAL % OF DISABILITIES IN THE ORGANISATION


Disabled	Not disabled	21	239	

Average Salaries


Average Female Salary	Average Male Salary	Average Non-binary Salary	Average Company Salary	31900.3	31812.18	19500	31757.46	

Hybrid Working

Strongly agree	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	0.373	0.53659999999999997	2.3300000000000001E-2	7.3300000000000004E-2	3.3300000000000003E-2	0.3266	0.23	0.20660000000000001	2.6599999999999999E-2	0.1333	0.15659999999999999	0.3	0.1366	0.23330000000000001	Agree	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	0.19	0.28660000000000002	4.6600000000000003E-2	6.6600000000000006E-2	0.21	0.31659999999999999	0.26329999999999998	0.18	0.59330000000000005	0.2	0.33329999999999999	0.28999999999999998	1.3299999999999999E-2	0.23	Not sure	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	6.3299999999999995E-2	3.6600000000000001E-2	0.1	0.06	0.33660000000000001	7.6600000000000001E-2	1.66E-2	1.66E-2	0.01	0	0.02	2.3300000000000001E-2	0	6.6E-3	Disagree	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	0.31330000000000002	0.1133	0.51659999999999995	0.46	0.17660000000000001	0.23330000000000001	0.27329999999999999	0.26	0.13	0.19	0.1166	0.09	1.66E-2	0.2366	Strongly disagree	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	0.06	2.6599999999999999E-2	0.31330000000000002	0.34	0.24329999999999999	4.6600000000000003E-2	0.21659999999999999	0.33660000000000001	0.24	0.4733	0.37330000000000002	0.29659999999999997	0.83330000000000004	0.29330000000000001	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	I enjoy working from home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at home	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	
















Total	
Female	Male	Non-binary	118	140	2	
































Asian - Bangladesh	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	Black - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	Chinese	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	Indian	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	1	1	Mixed - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	Pakistani	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	2	1	White and Black Caribbean	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	1	White British	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	7	4	12	4	2	8	2	11	16	17	8	10	4	10	98	5	10	9	White Irish	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	White Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	1	1	2	



Disabilities by department %







Disabled	
Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	3	2	1	2	1	2	1	2	5	1	Not disabled	
Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	9	6	12	5	2	8	3	11	16	18	7	9	4	9	94	5	11	10	



