Evidence-based practice (AC 1.1)
The concept of evidence-based practice (EBP) is widely used in several different sectors such as in medical and engineering fields, however, has only in recent years been acknowledged as a practical approach within Human Resource Management. 
In simple terms evidence-based practice is how we support our decision-making through several different evidence sources. The CIPD (2023a) define EBP using the CEBMa definition “EBP is about making decisions through the conscientious, explicit and judicious use of the best available evidence from multiple sources… to increase the likelihood of a favourable outcome”.
The promotion of EBP can provide several key benefits to people practices within an organisation, including ensuring that organisational decisions are based on sound facts that are backed up by proven research. An evidence-based approach moves away from outdated, misaligned and often biased methods of decision making to ensure that decisions can be relied upon, trusted and can positively impact the workforce and the organisation. 
It's critical to analyse the quality of the evidence we choose to use and ensure that we use only reliable and trustworthy sources to aid our decision-making. To encourage the use of multiple sources we can follow six steps, which promote people professionals to make use of the best available information and research.
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Figure 1: CIPD 6 Steps to Evidence-Based Practice Infographic (CIPD, 2023a)
The above figure depicts the 6 steps in evidence-based practice, it illustrates how people professionals can work towards more favourable outcomes and in assessing the outcomes we can continually learn and develop our practices to be more evidence-based and effective across a range of people practices. 
In collating evidence, there are multiple sources we can utilise such as:
· Scientific literature
· External and Internal organisational data 
· Stakeholders (internal and external)
All the above are great examples of sources that can aid and inform our decision making, be that looking at our own organisational data such as employee satisfaction through internal surveys, or through scientific literature on effective and targeted personnel selection. 
As important as it is to use multiple sources, we should also ensure we appraise and critique the quality of all the evidence sources we use. By using multiple sources, we can critically analyse different opinions, data and facts to make sound decisions based on real life data and peer reviewed research by industry leaders.

Analysis tools and Analysis methods (AC 1.2)
In any organisation there is a natural requirement to develop, compete and mature; to achieve this an organisation must diagnose issues and challenges that may prevent growth and identify opportunities for continual improvement.

Thorough analysis of issues and challenges is instrumental to achieving business goals, this can be done in several ways using a number of different tools, examples include SWOT analysis, Fishbone analysis and PESTLE to name a few. 

Analysis tools can be used independently or supported by other available tools. One of the most commonly used tools is the SWOT analysis, as it allows a clear picture to be established of the Strengths, Weaknesses, Opportunities and Threats.

SWOT analysis is a supporting tool when assessing an organisation or project objective. Evaluating the 4 key elements of the analysis in consideration of the desired objective enables all influencing factors that either support or prevent the objective from being achieved to be identified. 

One of the many benefits of SWOT is that it is considered a simple tool, enabling an organisation or team to understand their own strengths and weaknesses, identify opportunities for development and highlight current and future threats that could have a detrimental impact and put mitigations in place to eliminate threats. There are also weaknesses in using a SWOT analysis, primarily around the quality and quantity of data used. In following the importance of incorporating EBP within an organisation, we should aim to ensure that our application of analysis tools used also follow the key principles of EBP and use data that is supported by evidence and not based on assumptions. SWOT analyses are continuously impacted by changes and therefore may require regular reviews that could be seen as time consuming. 

When considering appropriate analysis methods to use as part of identifying and diagnosing issues, challenges and opportunities there are multiple methods available, such as, surveys, focus groups and participant observation. 

Participant observation is a particularly useful method to understand the true nature of different working groups in an organisation. It’s the means by which the researcher observes first-hand the behaviours of individuals, enabling them to understand how employees interact in the working environment. Woodhams et al (2022) states that a positive perspective of this method allows researchers to observe the realities of the workplace while gathering data about practical problems. Woodhams et al (2022) also stated that it’s important to appreciate that these observations may not be a true reflection of a ‘normal’ working day as employees may adapt their behaviours due to being observed. 

Critical Thinking (AC 1.3)
According to Howlett (2019) critical thinking is the ability to think well and critically reflect on the ideas, opinions and arguments of others.
Evidence-based practice cannot be achieved without effective critical thinking of the information that we are presented with. It is the means by which we as people professionals actively engage with the information presented to deduce if it is factual, unbiased and meaningful to enable positive and proactive debate of problems and issues within an organisation.
Critical thinking does not imply that you are attempting to find a fault with the information, rather it means to ascertain the validity. It’s the means to ensure that our judgements are made to the best of our ability, having critically evaluated the sources of information we have used to make our decisions. 
To think critically is an essential skill that people professional should strive to achieve, especially when considering the vast amount of information available to us across a wide number of human resource topics and issues. We must ensure that we do not simply accept the information provided to us, rather we should evaluate the validity of the information, question the source of the information and discern if there are any biases presented within the information. 
The skill of critical thinking can not only be applied to the information we hear or read, but also to our own work. Critical thinking enables us to build and determine our own thoughts or opinions on a matter, having analysed and evaluated the sources of research we have viewed to enable us to present our views clearly. 
The University of Edinburgh (2023) state that by developing your critical thinking, it’s possible to move from simply disagreeing to constructively evaluating alternatives by building on doubts.
It is easy to form initial impressions when reviewing information, based on our own individual beliefs and opinions, however, it is important to avoid allowing these opinions and beliefs to lead us to dismiss the quality and content of the information. In order to critically evaluate information, we can ask ourselves a number of questions to ensure we are evaluating the information from an impartial and analytical perspective. Examples of questions that can be used to evaluate information, include:
· Who was the article written for?
· Is the information fact or opinion? 
· Is the information well-researched?
· Is there evidence to support conclusions or arguments presented by the author? 
Critical thinking is undoubtedly a highly useful skill for people professionals to develop when presenting arguments and decisions within an organisation, enabling better and more factual decision-making processes to be achieved. 

Decision-making (AC 1.4) 
Decision-making is part of everyday life; we’re continuously making decisions throughout the day, some decisions require little conscious effort and have minimal impact on those around us, however other decisions require a lot more thought as the impact can be considerably greater. Decision-making is a highly beneficial skill that people professionals and managers can develop to ensure the most effective outcome is achieved. There are a number of different decision-making processes available to help aid a team or individual through the process.
One highly useful process to use when planning a new project is a ‘Stakeholder analysis’. A stakeholder analysis is the process whereby you identify key stakeholders that could be positively or negatively impacted by a project or business decision, and ultimately these stakeholders could potentially oppose or support your project. A stakeholder analysis is an effective means of gaining support and resource for your project. This method is relatively straightforward to build and comprises of 3 main steps:
1. Identifying your stakeholders – includes all individuals or groups of individuals who have an influence, interest or could be affected by the work.
2. Prioritise your stakeholders – this is whereby you ‘rank’ your stakeholders on the influence and interest they have in the project.
3. Understand your key stakeholders – discuss how and the frequency to communicate with stakeholders.
A stakeholder analysis could be used in large business wide projects that affect a number of stakeholders, for example the implementation of a new management system or policy or even in small projects such as re-organisation of a small team.
Force field analysis is another example of decision-making processes, it’s widely used in change management. This process is the means in which a team identifies the ‘forces’ that help drive change and the forces that delay or resist change. A score is assigned to each of these forces to enable a team to analyse if there are opportunities to improve on driving changes or reduce the resisting forces. It can be used in a number of different projects to aid decision-making and ensure that the change is the best decision for the organisation or team.
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Figure 1: An example of a Force-field analysis (Feldman, 2023)
Alongside Stakeholder analyses and Force-field analysis, another widely used decision-making process is the PDCA cycle. PDCA stands for Plan, Do, Check, Act and is widely used in continuous improvement plans within organisations. The PDCA cycle can be applied to a number of different problems or projects, it oversees the project in its entirety from planning the change or improvement you intend to make, the initiation of the plan, monitoring effectiveness and making changes based on findings.

Ethical perspectives (AC 1.5)
Taylor and Woodhams (2022) suggests that your organisation’s ethical views will be apparent in its general culture; in what is rewarded and what is punished; in its view of flexible working; and in the contents of communications including training and its dignity at work policy. 
The understanding of different ethical perspectives is crucial in shaping moral decision-making within an organisation. There are a number of different ethical perspectives that can be considered, such as – Utilitarianism, Altruism, and Deontology. Ethical perspectives offer distinct frameworks for ethical analysis and decision-making.
Utilitarianism encompasses the value of attempting to make decisions that benefit as many individuals as possible. It considers the pros and cons of a decision and the decision made is based on the severity of the consequences. Utilitarianism favours decisions that provide a greater benefit to as many people as possible, whilst also ensuring that the perceived risk is as low as possible. Within HR practices, utilitarianism can be beneficial in making decisions that affect a wider range of people however, there is a risk that these decisions can overlook the impact on certain individuals with a potential to affect the equality and equity within an organisation. 
Altruism is seen as the intentional and voluntary actions that aim to benefit other people, without the expectation of any reward (Buhvana et al, 2021). Altruism can be considered an ethical perspective of great significance when considering the decisions people professionals make, it encompasses the moral obligations an organisation has to its employees. 
Benlahcene et al (2018) states Deontology focuses on the nature of the action itself and its motivation to decide if it is right or wrong. Deontology is often referred to as ‘Duty-based’ ethics, individuals look to do what they believe is morally the right decision, even if the outcome could have negative consequences to others. Deontology can play a big part within HR practices such as performance-based reviews, or termination of employment. The outcomes of these could be negative for the employee, however, the action itself could be deemed right for the business.
CIPD (2015) states there is no ‘golden rule’ that can be applied to all ethical decisions: ethical decisions require effort, imagination and judgement, even then outcomes may be inconclusive. The CIPD do offer some support in ethical decision making with the introduction of the ‘Eight Lenses’, which provide practitioners a different view to consider when making decisions.

Financial and non-financial performance (AC 3.1)
Decision-making within organisations is often driven by the performance of the company, there are two main sources of performance that businesses measure: financial performance and non-financial performance.
Financial performance data provides key stakeholders and investors an insight into how the company is performing, this enables businesses to forward plan and make further decisions. One means of measuring financial performance is to calculate the operating cash flow. This is the method by which an organisation assesses its available cash flow as a result of its operations in a period, this is useful for any business looking to understand if they company is generating money from operations. 
Operating cash flow allows stakeholders and investors the ability to understand how the business is performing in different periods of time, this can impact how decisions are made to ensure that during periods of low cash flow the business alters their operations to try make positive financial impacts. Examples of this could be bringing in ‘saving’ initiatives within the company to ensure money is not spend on non-critical items or processes. Operating cash flow is not a measure of profitability, which many organisations, especially those in the private sector, would be interested in measuring.
The net profit margin is one method in which organisations measure to understand the profitability of a business. “Net profit margin is different when compared with gross profit margin when measuring profitability of the business in general. It considers not only the cost of goods sold, but all other related expenses.” (Stobierski, 2020)
Non-financial performance indicators include customer feedback or compliance with standards. Feedback from customers allows businesses to understand how satisfied customers are with a product or service, in addition to highlighting any issues or complaints. Customer surveys can enable organisations to address concerns and improve the service they provide which ultimately enforces a positive working relationship with the consumer. Generally, surveys are a quick and easy means of engaging with customers at a relatively low cost to the company. 
Compliance with standards is another example of non-financial measures a company may use to track their performance. Some sectors are driven by their duty to comply with relevant standards or legislation in particular when health, safety and environmental aspects are concerned. This can become even more important when there are governing bodies that are notified when these standards are breached, which ultimately can have significant financial implications on a company. An example of this is many organisations track the number of incidents and accidents occur, to create trends and analyse the information and make decisions in an attempt to address these issues.  

Adding value and methods (AC 3.2)
People practices as a profession has evolved greatly over time, however, in one form or another it has always had some representation in any organisation. The practices that people professionals oversee and advocate for are applicable to every industry as they all involve people. Regardless of the size of an organisation, people practices are instrumental in the day-to-day running of business and equally as important in the long-term success of and organisation. 
People practices continuously add value to an organisation, not only in ensuring that managers and employees are supported but also ensuring that policies and processes are available for support and guidance across a number of different practices such as learning and development, succession planning, performance management and absenteeism to name a few. There is also the element of ensuring businesses comply with relevant employment law and are supported through situations that may result in dismissals.
It's clear that people practices add value in a number of ways and to a number of different groups of people within organisations, throughout all organisational levels. It’s important to ensure as with any function within the organisation that as people professionals there is continuous growth and in order to grow, we must understand and measure the impact of people practices. In measuring the impact of such practices, we can ensure we are meeting objectives and targets, improve processes and services and understand what deficiencies are present to address them.
Methods that can be used to measure the impact of people practices include looking at internal company data, this could include absence data, wellbeing reports, sickness data, employee satisfaction surveys. When reviewing employee satisfaction, it’s possible to collect this information through a number of different means such as interviews, observations and focus groups within the organisation. Benefits of these methods are that it enables you to engage with employees and develop better employee relations, this in turn can create a more engaged and efficient workforce through promoting a positive workplace culture.
Another method to assess the impact of people practices is through a cost-benefit analysis. Simply put a cost-benefit analysis is assessing the benefits of a decision or proposal against the cost that would be associated with implementing it. This method can be used for a number of people practices, such as learning and development initiatives or even employing new personnel. This method is useful in presenting cases to stakeholders and senior management to justify the decision making of a process. The results of such analyses are often expressed as a payback period, this allows the company to understand a full evaluation of the decision and the financial implications associated.


Task 2

Analysis of data and graphical representations (AC 2.1, 2.2 and 2.3)
As people professionals we are governed by the impact we have on an organisation, evaluating our own performance relies on both quantitative and qualitative data, we can collect this data through a number of different methods. Kaplan (2016) states that qualitative research is focused on analysing words (e.g., texts, interviews, or field notes from observations). Quantitative research is the means whereby numbers/raw data is analysed. People practices can be supported by both quantitative and qualitative analysis methods.

Gender diversity 




















The above graph illustrates that of the 260 employees within the organisation males make up the majority at 53.85%, followed by female at 45.38% and then employees identifying as non-binary make up 0.77% of the total. 

Ethnicity by Team
The above bar graph identifies the percentage of individuals of a particular ethnicity within each team. Across all teams, the ethnicity that is represented the most is white British with 91.15% of the entire workforce being of a white British descent. When analysis the data, there are 4 teams (Facilities, letting, marketing and Regeneration) that are comprised of only white British employees. Analysis of the demographics across all 18 teams identifies there are 4 teams comprised of only 1 ethnicity, 8 teams comprised of two different ethnicities, 5 teams comprised of 3 different ethnicities and only one team (Community, engagement and partnership) comprised of 4 different ethnicities. The data shows that a number of ethnicities are widely under-represented, including individuals from an Asian-Bangladesh descent and those identifying as mixed-other are greatly under-represented at only 0.38% of the workforce population. 















Disability by teams & organisation

When analysis the bar chart displaying the percentage of individuals who are recognised as disabled against those with no recognised disabilities in each team, we can see that 50% of the teams within the organisation have individuals with disabilities in their team and 50% of the teams have no employees with recognised disabilities. 


The above pie chart depicts that within the entire workforce of 260 people, only 8% of those employees have a disability. This indicates that individuals with a disability are grossly underrepresented within this organisation. 

Gender pay gap and Average organisational salary


The above bar graph displays the average salary between different genders within the organisation. When observing the pay gap between men and women within the organisation, there is a negative gap of -0.28% which indicates that on average, women earn more per hour than their male counterparts. When observing the average pay for non-binary employees there is a pay gap of 38.7% when compared with the average pay of male employees, and a pay gap of 38.9% when compared with the average pay of female employees. This data initially tells us that non-binary employees are significantly underpaid in comparison with their male and female counterparts; however, closer inspection of the data shows that there are only 2 non-binary employees within the organisation, working as an administrator and as a trades apprentice which are generally on the lower end of the pay scale. It’s important to analyse the types of roles all genders are occupying when analysing the pay gap, in this instance the highest salaried roles such as chief executive and directors of services roles are occupied by females. Addressing pay gaps within the organisation is instrumental in promoting equal opportunities.
The graph also displays the average salary paid by the organisation is £31,757.46. Without data pertaining to external companies’ data to compare overall average salaries, it is not possible to determine if the organisation is paying fairly and competitively. 

Recommendations (AC 2.3)
On reflection of the analysis of the above data it’s recommended that the organisation review their internal equality, diversity and inclusion practices. The data demonstrates that across the organisation there could be inequalities in the representation of individuals with protected characteristics such as those with a disability, different genders and also individuals from certain ethnicities. 

According to the CIPD (2022), in order to progress EDI organisations should look to develop an inclusive culture and enhance their employment policies and practices to become more inclusive. 

There are benefits to promoting EDI within an organisation, including creating a more positive organisational culture, having a more engaged and diverse workforce that bring different backgrounds and experiences that can enhance overall productivity. In addition, through manging EDI an organisation can ensure corporate reputation is upheld and compliance with the Equality Act 2010.

A lack of EDI within an organisation can have negative outcomes such as those from a minority background may not feel included which can have a negative impact on employee engagement, with a potential to lead to high turnover rates which can have negative financial implications on the establishment when considering the cost of recruitment and potential training needs. Syed and Ozbilgin (2020) suggest a lack of diversity and inclusion for an organisation can present risks of litigation from individuals who have been discriminated or unfairly treated within an organisation, this can have serious financial and reputational implications.

 Hybrid-Working survey (AC 2.1, 2.2, 2.3) 

The results of the employee survey on hybrid working practices provides an insight into the impact hybrid working has on employees, with consideration to the implications it has had on culture, stress, support and work-life balance.

According to the results 82% of participant believed that their wellbeing and work-life balance is supported by hybrid working, however, in considering that 64% of employees found difficulties separating their work from their personal life when at home. CIPD (2021) guidance advises that training should be provided to managers on how to manage hybrid teams effectively through remote communication, collaboration and relationship building. 

Analysis of responses show that of the 300 employees, 80% did not feel fully supported when working in the workplace, in addition 59% of employees stated that working from home removes conflicts. Interpretation of this data suggests potential deficiencies in support and conflict in the workplace. Further insights into these potential issues would be beneficial, to understand if there are any underlying issues that need to be addressed. 


An overview of the data suggests that employees find there to be positives and negatives from hybrid-working arrangements. The organisation should conduct further analysis to understand if there are correlations between the results and specific teams, or demographics. 

CIPD (2023) recommends that policies around hybrid working should be continuously monitored and training provided for line managers to support successful hybrid management. Further data analysis could be conducted from employee interviews, focus groups or alternatively surveys that consider the employee demographics.

percentage of employees with disabilities




Total	
Disabled	Not disabled	8.0769230769230774E-2	0.91923076923076918	

Average Salary across genders and Organisation 

Average Salary	
Female	Male	Non-binary	Average Salary	31900	31812	19500	31757	Gender


Salary (£)



Hybrid Working survey results










Sum of Agree	Hybrid working practices make me more productive	Hybrid working practices support my work-life balance and well-being.	I can easily access resources at home	I enjoy working for home on some days of the week	I feel fully supported when working at work	I feel less stressed when away from the workplace	I find it difficult to separate work from my personal life when working from home 	I find working remotely a challenge	I get the same amount of recognition about my work when working from home	I miss engaging with my colleagues in the workplace	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	Working from home does not affect cross functional  communication and collaboration with my team	Working from home removes conflict	148	247	147	169	42	45	193	73	139	21	186	101	116	177	Sum of Not Sure	Hybrid working practices make me more productive	Hybrid working practices support my work-life balance and well-being.	I can easily access resources at home	I enjoy working for home on some days of the week	I feel fully supported when working at work	I feel less stressed when away from the workplace	I find it difficult to separate work from my personal life when working from home 	I find working remotely a challenge	I get the same amount of recognition about my work when working from home	I miss engaging with my colleagues in the workplace	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	Working from home does not affect cross functional  communication and collaboration with my team	Working from home removes conflict	5	11	6	19	18	0	23	101	2	30	3	1	5	7	Sum of Disagree	Hybrid working practices make me more productive	Hybrid working practices support my work-life balance and well-being.	I can easily access resources at home	I enjoy working for home on some days of the week	I feel fully supported when working at work	I feel less stressed when away from the workplace	I find it difficult to separate work from my personal life when working from home 	I find working remotely a challenge	I get the same amount of recognition about my work when working from home	I miss engaging with my colleagues in the workplace	Since hybrid working has been in place, I feel more connected to our company culture. 	Working from home allows me to meet my targets	Working from home does not affect cross functional  communication and collaboration with my team	Working from home removes conflict	147	42	147	112	240	255	84	126	159	249	111	199	179	116	Question set


number of responses 




Percentage of each gender by type




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


Percentage



Ethnicity as a percentage by team































Asian - Bangladesh	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	0	0	0	0	0	0	5.5555555555555552E-2	0	0	0	0	0	0	0	0	0	Black - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	0	0	0	0.1	0	0	0	0	0.1111111111111111	0	0	0	0	0	0	0	Chinese	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	6.6666666666666666E-2	0	0	0	0	0	0	0	0	0	0	9.0909090909090912E-2	0	0	0	0	Indian	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0.14285714285714285	0	0.2	0	0.1	0.33333333333333331	0	0	0	0	0	0	0	0	0	0	0	Mixed - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0.14285714285714285	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	Pakistani	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	0.13333333333333333	0	0	0	0	0	0	0	0	0	0	0	1.0101010101010102E-2	0	0	0	White and Black Caribbean	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0.14285714285714285	0	0	0	0	0	0	5.5555555555555552E-2	0	0	0	0	0	0	0	9.0909090909090912E-2	0	White British	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.77777777777777779	0.5714285714285714	0.8	0.8	1	0.8	0.66666666666666663	0.91666666666666663	0.88888888888888884	0.89473684210526316	0.88888888888888884	1	1	0.90909090909090906	0.98989898989898994	1	0.90909090909090906	0.81818181818181823	White Irish	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1111111111111111	0	0	0	0	0	0	0	0	5.2631578947368418E-2	0	0	0	0	0	0	0	0	White Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1111111111111111	0	0	0	0	0	0	8.3333333333333329E-2	0	5.2631578947368418E-2	0	0	0	0	0	0	0	0.18181818181818182	Teams


Percentage




Disability percentage by teams








Disabled	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0.14285714285714285	0.2	0	0	0.2	0	8.3333333333333329E-2	0.1111111111111111	5.2631578947368418E-2	0.22222222222222221	0.1	0	0.18181818181818182	5.0505050505050504E-2	0	0	9.0909090909090912E-2	Not disabled	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	0.8571428571428571	0.8	1	1	0.8	1	0.91666666666666663	0.88888888888888884	0.94736842105263153	0.77777777777777779	0.9	1	0.81818181818181823	0.9494949494949495	1	1	0.90909090909090906	Teams


Percentage
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