1.1 
Evidence based practice (EBP) utilises available, reliable scientific script, and cross references it with common, human resource (HR) best practice, to allow the continuous achievement of better decision making through effective critical thinking. 
It is paramount to cross reference sources (Barends, Rousseau and Briner, 2018). to understand as many different perspectives as possible, to take forward the most informed judgements and decisions respectively. 
For the result to be effective and justifiable, it requires evidence sourced in the most reliable way. Some suggested ways to ensure this best practice is to collect the data from each of the following sources (Barends, Rousseau and Briner, 2018). Scientific literature findings from empirical studies published in academic journals. 
1. The organisation Data, facts and figures gathered from the organisation. 
2. Practitioners The professional experience and judgement of practitioners 
3. Stakeholders The values and concerns of people who may be affected by the decision. 

The reason for the diversity of research needed is to ensure an intersectional approach is considered. Evaluating alternative practices and to ensure policies do not focus on single strands of EBP. (Wheatley and Gifford, 2019). This enhances decision making and ensures fair practice. A key pillar of the trusted HR profession. 
Overall, EBP provides an opportunity to support current and future HR practice and achieve better decision making. (Waite et.al.,2021). This is on the contrary to outdated insights, and misperceptions which would ultimately lead to wrong decision making and ultimate failure. Taking an evidence-based approach to decision-making can have a huge impact on the working lives of people in all sorts of organisations worldwide. (Thomson, Arney and Thomson, 2015).
To combine the evidence collected, we can further look to utilise the 6A’s. This concept is one of the key strengths of EBP as it ensures layers of critical thinking are completed before any decisions are made, and those that are made, have strong foundations. 
These include ASKING a question, ACQUIRING evidence, APPRAISING, evidence by evaluating its quality, AGGREGATING, through consolidation and summary of findings, APPLYING to practise, and ASSESSING the results by monitoring the outcomes and adjusting as needed. (Armstrong, 2021). Factoring this framework into the overall EBP concept, allows us to further evaluate our decisions and ensure we are vigorously probing all information filtered through. 
On the contrary, EBP does face its limitations. The first factor to consider is resistance to change. Many professionals feel that delving into current practices may reveal flaws that reflect poorly on their efforts. (Yadav, Sinha and Kureethara, 2023). This should be a key consideration when manoeuvring through the implementation of the overall concept to ensure staff morale is not disturbed, but fear of change is disregarded instead. We can cross-link this drawback with the typical lack of time, and resources that are currently being observed within the organisation. Implementing EBP as a best practice moving forward would significantly enhance resource effectiveness, ultimately saving us both time and money. 
Application
Decisions can be reached by both individual and group decision making, single decisions are often based on personal beliefs, preferences, and values, group decision making involves a collective process of ideas and thoughts. 
Both can be effective and not so effective. Individual decisions can be made quickly as there is no need to consult with others; however, it can be biassed and lack wider perspectives. 
Group decisions can prove valuable as many ideas and thoughts can elevate the outcome. The flip side, however, is that the decisions are often slower as there is more of a consideration and evaluation process and therefore group polarisation can occur. This is a social psychological phenomenon where members of a group adopt more extreme potions than the initial attitudes and actions of individual group members. (Argote and Levine, 2020). In order to minimise this negative effect, and ensure decisions are balanced, it would be best to keep the groups to a smaller size. 
Whether conducting EBP individually or as a group, it is best to use the ‘Rational Model.’ A decision-making model where individuals use facts and information, analysis, and a step-by-step procedure to come to a decision. (Uzonwanne, 2016). This will equip professionals with the tools to solve complex challenges and heighten critical thinking, optimising performance led results within the organisation. 
1.2 
Amidst the different range of analysis tools available to HR professionals. Namely: PESTLE, Porter's five forces, Fishbone analysis, and SWOT (Strengths, Weaknesses, opportunities, and threats). The latter can be considered a popular, widely known, understood and frequently used practice. Its use has been accepted uncritically since the 1960’s and is time to reappraise its value as a strategic management tool. (Wright 2015). 
Under the microscope, SWOT, can be considered a qualitative and descriptive analysis. It has the added benefit that it is a flexible tool that helps organisations easily identify its key areas of performance into four easily identifiable categories. The analysis can be done on both a personal level, as well as for larger tasks. (Speth and Probert ,2021) This is a key benefit as it allows for dissection of performance across multiple layers. Looking forward, this model builds opportunities and anticipates future business by bringing into the light potentially otherwise unforeseen issues that could have escalated into unavoidable scenarios in the future. 
On the contrary, due to the overall method, lacking a detailed structure and being widely open to interpretation, it might be possible to capture too much irrelevant data and miss key elements as a result. Moreover, the process will need to be repeated on a regular basis as the pace of change makes it increasingly difficult to anticipate developments that may affect an organisation in the future. (Jones and Perkins, 2024). Lastly, it requires a great deal of data and time to decide what the strengths and weaknesses of an organisation are, as well as assessing the impact and probability of opportunities and threats. 
It is important to add that although we can evaluate strengths and weaknesses from within an organisation, e.g. scientific literature, organisations HR, customer data, experimental knowledge from people within an organisation, as well as stakeholders (affected/interested groups – employees, customers, shareholders). Some opportunities and threats are external e.g. competitors attracting staff away, technological advances, and expansion and growth. To assist with the overall analysis program used, it may be required to carry out a PESTLE analysis (Political, Economic, Sociological, Technological, Legal, Environmental) to collate otherwise overlooked external threats. 
(Armstrong, 2024). agrees the two methods are very inter linkable. He believes that coinciding these analyses will provide a comprehensive understanding of both internal and external factors affecting the organisation. It will present the ability to match strengths and weaknesses with opportunities and threats; we can also diagnose issues, challenges, and opportunities allowing us to consider a wider consolidated update of the environment we are operating in giving us a far bigger accurate picture of the problem/issue that we may be facing at any given time.   
Analysis Methods
There are many analysis methods. Namely, interviews, observations, job analysis questionnaires, work sampling, benchmarking, and people analytics. Each method has its drawbacks. we must determine which method will assist in reaching our desired outcomes and goals. (Edwards and Edwards, 2019b).
The term “people analytics” does not refer to a technology, but a quantitative, evidence-based, and data-driven practice to manage the workforce.  We must be careful though people are not data objects, and we may miss the bigger picture.
With the extensive availability of technology at our fingertips, and the rise of AI, we can utilise descriptive, visual, and statistical methods to optimise HR practices in areas such as recruitment, performance evaluation, personnel development and health and retention management. We must be careful that bias does not creep into people analytics particularly with recruitment and ensure we act ethically. (Edwards and Edwards 2019).
People analysis helps us dig to the root cause of a specific outcome. E.g. an area of high turnover will require an investigation into which aspect of the organisation is causing dissatisfaction. It would also be useful to generate a staff morale survey and analyse the results as a starting point to addressing the problem. Employees that are managed well and feel valued and appreciated will be driven and happy, in turn, this will drive productivity. Whilst delving into people analytics is extremely useful, we must be mindful to comply with legislation and ensure compliance with data protection; maintaining trust is paramount. 
1.3 
Critical thinking is a mindset that empowers us to make informed decisions and contribute meaningfully.  A critical thinker will reflect on the quality of ideas rather than just passively accepting them. (Paul and Elder, 2014).
Critical thinking can be applied by challenging and examining evidence critically and objectively, whilst trying to identify bias. A good starting point is questioning and checking the validity of the sources and what evidence they have concluded their findings on.

[bookmark: _Hlk167812540](CIPD,2019). podcast raised realisation we can all be guilty of jumping to conclusions, we must question where any judgement has stemmed from and be mindful to listen in on collaborative meetings very carefully, learn to pick up on errors of influence, recognise biases including false analogy, tunnel vision and question the error and provide our own point of view.

Objective rational thinking

Thinking before acting allows us to decide based on evidence, logic and reason. Personally, I work in HR for Carmarthenshire County Council, we analysed how hybrid working was working. Probing questions were prepared, and a substantial staff survey was conducted. We critically analysed the data, remaining unbiased throughout, dismissed their bias, and drawing on facts. I thought the preliminary approach taken here supported our actions well as we had factual evidence to approach a wider group with. Moreover, we are currently sitting down with departmental managers to tailor our approach based on multiple levels of people analytics. This has shown, as PP, we are now able to identify issues that could affect organisational development and readily put in place response actions to deal with them.

1.4 
Decision making is a process of firstly recognising a problem or opportunity and then resolving that problem or opportunity. (Taylor and Woodhams, 2022). Understanding the implications of our decisions; incorporating both internal and external factors will help us avoid costly mistakes. 

When a problem or challenge presents itself, we must understand fully the decision we need to make.  What is our objective? We need to gather as much relevant information as possible to gain a clearer understanding of the whole picture. The quality of the decision is enhanced by the creative method used to solve it. Methods such as action learning approaches, future pacing and the six thinking hats (Taylor and Woodhams, 2022b). are strong processes to evaluate.

Firstly, the six thinking hats demonstrate the need to think outside the box, and, unlike conventional methods, such as lateral thinking, demonstrates that many heads are better than one! (Edward de Bono, 2014). It allows flexibility to pave the way for new ideas. The six hats represent a different emotion that a different person would succumb to when engaging in a group discussion. The image depicts the emotions accordingly. We can easily see how a discussion incorporating these core emotions, will influence and enhance moral decision making. 
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The alternative emotional responses balance out in teams allowing us to compare all options. This approach could be utilised strongly in group thinking activities, as we would arrive at far more perspectives on any issues and problems being evaluated.

Secondly, action learning approaches focus on tackling business problems with the support of peers and colleagues. (Pedler, 2016). This can be utilised well in EBP as it will allow colleagues to learn from each other's experiences. Focusing on specific real time issues and solutions. This is an extremely time and cost-effective method as we are utilising our own workforce to find the most solid solution.

Lastly, future pacing is a decision-making process that entails thinking about the future effects of a choice before making it. (Rosepadfield, 2014). Given the current situation and trajectory being shaped by advancements in technology, this practice method is crucial to ensure we maintain well informed decisions that are going to support long term perspectives. It is crucial to implement this into EBP as we can ensure decisions are made with future implications in mind, rather than solely the decisions immediate gain. (Kumar et al.,2022). It allows for collaboration again, amongst colleagues to mentally rehearse how desired outcomes can be brought to life.

1.5 
“Doing the right thing” in life includes integrity, privacy, family, fairness, honesty, harmony, equality, inclusivity, and loyalty, to name but a few. Ethics is the concept of making judgements and decisions on the right course of action.  (Armstrong, 2012). Ethics are at the heart of professionalism, promoting transparency and trust (Leonard and Gonalez-Perez, 2013). It is becoming increasingly apparent that ethical practice enhances employee’s motivation, creativity, and commitment having a positive impact for employee relations retention and recruitment. (Feng et al.,2016). highlighted this concept extremely well. Stating that employee creativity improvement was attenuated when ethical leadership increased from moderate to high levels.

Understanding different ethical perspectives and values is crucial for informing moral decision-making. (Clark and Chartered Institute of Personnel and Development, 2015). Research suggests that there is no algorithm for navigating ethical dilemmas but named the eight lenses:

1. The Fairness Lens 
2. The Merit Lens 
3. The Markets Lens 
4. The Democracy Lens 
5. The Well Being Lens 
6. The Rights and Duties Lens 
7. The Character Lens 
8. The handing Down Lens 

The above allow people professionals to follow a moral purpose, each of the perspectives plays a crucial role in shaping individual and collective behaviour, therefore contributing to the overall ethical fabric of the organisation.  

These theories include the likes of ‘utilitarianism’; basically, what is best for most people, an action is considered morally right if it creates pleasure for the greatest number of people (Armstrong, 2009). Kantianism’ suggests we should act in a way we would like everyone to act, e.g. in HR practice we need to ensure everyone is treated with the same level of respect, regardless of ambition and business goals. ‘Deontological’ ethics which are simply right and wrong regardless of the outcome, (Mullins and Dossor,2013). e.g. HR professionals could apply these ethics in recruitment, as the correct candidate should be chosen based on fairness, regardless of race, religion, or gender. ‘
It is the duty of PP to promote ethics within the organisation and ensure staff/managers are familiarised with legalities and policies as the cost for not promoting ethical practices could result in an unjust culture which could result in major losses. We must ensure we uphold the highest of organisational cultures, through responsibility and commitment to the company’s core values.

3.1 
Performance can be measured using financial and non-financial methods in what is called controlled performance. (Rees and French,2022). Controlled performance will provide insights into the health of an organisation.

Financial performance of an organisation includes gross and net profits, cash flow, revenue growth, and return on investment. (ROI) Profitability ratios also assess the company’s ability to generate profit through various streams. The use of profit and loss accounts have always been considered a very effective measure as cash flow accounts are hard to manipulate. (Boex ,2015). Private sector would favour financial performance indicators as profitability for stakeholders would be prioritised.

Although it offers a true reflection, some investments will take more time to reach a profit and can be misleading. An example of where this would be used in local government would be revenue collection, departmental budgets and examining levels of debt.
While ROI is a useful tool for assessing the financial performance of investments, local governments would benefit from using it along with other measures and considerations to provide a more accurate picture. E.g., the balanced scorecard is a flexible approach used to assess both financial and non-financial measures. It would measure the whole organisation from a financial, customer, and internal process perspective. (Mullins and Dossor, 2013). 
Non-financial performance is an assessment of other factors other than financial metrics. It is based on a company’s success through customer satisfaction, legal compliance, and employee engagement. E.g., zoning in on employee satisfaction can lead to numerous benefits including increased productivity, higher retention of staff, better customer service, and a more positive working environment. 
Examples of Local government measuring non-financial performance would be service quality such as bin collections, public transport, etc. as if residents are satisfied with the services that are provided, the organisation knows it is fulfilling its purpose of meeting the needs of the public.
3.2 
Adding value does not need to be defined but determined as a measurable concept. One type of performance measure is not better than another: it is a good idea to use multiple measures from different sources or raters. Subjective and objective measures of performance are both useful in principle, tell us different things, and can both be (in)valid and (un)reliable, depending on their application. (Stewart and Brown, 2019)
The concept ensures that the onboarding of further input, generates overall, a larger output. The output can be measured using different concepts. 
Firstly, we can look to calculate the ROI analyses on human capital. This will assess the financial return on an investment that has been made, (Bailey et al., 2018). e.g.  ROI on a training programme against the cost of the training programme for staff. Or ROI for wellbeing incentives; do we have less absenteeism? ROI on a new recruitment process or improvement, has saved time and streamlined the process. 
Specifically, we can quantitatively measure the success of these incentives and endeavours directly, leaning into the input, output concept, as well as observing the success of the organisation, in line with other local governments for example, or those with similar organisational structures. 
Cost benefit analysis is crucial for determining the benefits of a particular project or decision, (CIPD People Analytics, 2023). the costs and benefits of a PP to determine its impact. This encompasses looking at the costs linked with training, recruiting, and other PP activities and comparing them to the benefits they lead to. It assists PP in deciding the activities worth pursuing and those that are not, amidst the larger picture or outcome. (Bailey et al, 2018). The fact that this metric can be broken down, enhances the value we can observe on a more molecular level, pinpointing exactly where value has stemmed from. This method can be used on a rolling basis with constant real time data showing the way for managers to determine direction. 
PP can assist in establishing a positive organisational culture promoting work environments that offer mutual collaboration and respect. They could also identify and recruit the best candidates for the vacant positions, ensure employees are able to be the best they can be, and ensure training and development cultures exist in the company, this will also assist with staff satisfaction, wellbeing, and retention. (Stewart and Brown, 2019). Alongside managers, PP can ensure employee engagement, productivity, and overall organisational performance by building relationships between employees and managers, this will lead to increased motivation and production, in turn, this could resolve conflicts and costs relating in unnecessary grievances.

Section 2
2.1
There are various HR analytical tools that can be used to assess and evaluate data. We must be clear and transparent as to why we are analysing data and ensure it is lawful, People data is obtained through IT systems, HR systems, and an array of external sources such as surveys to provide insight in into the health of the company. (Baily et al., 2018).
Quantitative analysis uses numerical data; it can generally be counted and measured to uncover patterns and trends. (Beavers, et al., 2020). This can be used when addressing issues that we find difficult to quantify or when trying to visualise irrational data. E.g. engagement or job satisfaction surveys or successful take up of an advertised job when recruiting. On the other hand, qualitative analysis is non-statistical and based on meanings that come from words.  It can be useful in interviews, focus groups, case studies, and appraisals. (Taylor and Woodhams 2022).
Not all evidence is equal, certain qualitative evidence such as expert opinions and case studies is more prone to bias than more quantitative methods such as Randomised Controlled Studies (RCS) suggesting that quantitative approaches are more reliable and repeatable, than qualitative. 




2.2 Presentation of Key findings
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The above graph depicts the overall structure of the company with regards to its employees. As we can see, an even split, 54% male and 45% female. 1% non-binary can be observed. This is encouraging to see as it sets the president for our inclusive, supportive, and diverse workplace. 

B)




When we categorise ethnicity, it is clear to see that the main trend observed depicts by almost four-fold a higher percentage of diversity within the property team. The lowest is observed within facilities. This does not prove any particular point but allows us to be able to measure this directly, allows us to anticipate forward paced thinking in order to assess how we can further diversify teams such as facilities, governance, marketing and so on. This will allow for further inclusive foundations as an organisation and strengthen our workplace dynamics. Some suggestions would be to ensure on a recruitment front, we are widening our application pool and offering benefits that will adhere to a wider range of ethnic applicants. Showing the company’s commitment to inclusion and ensuring an environment where everyone is made to feel included and valued.
C)
	Count of Team
	Disability status
	
	

	Team
	Not disabled
	Disabled
	Grand Total

	Property Team
	94
	5
	99

	Income Team
	18
	1
	19

	Housing
	16
	2
	18

	Customer Services
	12
	3
	15

	Green Spaces
	11
	1
	12

	People Services
	9
	2
	11

	Supported Housing
	11
	
	11

	Tenancy Team
	10
	1
	11

	Lettings
	9
	1
	10

	Finance
	8
	2
	10

	Business Services
	9
	
	9

	IT
	7
	2
	9

	Community Engagement and Partnerships
	6
	1
	7

	Directors
	5
	
	5

	Regeneration
	5
	
	5

	Marketing
	4
	
	4

	Governance
	3
	
	3

	Facilities
	2
	
	2

	Grand Total
	239
	21
	260



We can see that 92% of employees are not disabled, with respect to 8% being disabled. This shows an inclusive workforce, however, highlights how there are areas to increase barriers to entry perhaps for disabled persons. To enhance our quantitative research here, it would be a good stepping stone to evaluate the average career length for this cohort. These results allow us to assess the typical ability of a person to progress within the organisation, building a lasting career.

This highlights how there are certainly more actions to be taken to ensure that the numbers of disabled employees are not lower due to a factor we can control. An interesting study formulated by (Aleksandra Polak-Sopinska et al., 2017). developed a tool that could be used to evaluate solutions and practices used within an organisation, to offer an objective picture with regards to the strengths and weaknesses of disability management. As HR professionals, we should be constantly reviewing our practices to ensure we are not in any way shape or form enhancing barriers of entry. 


When broken down further into the department, we can see a unanimous number of disabled employees. The lack of anomalies here suggests that the routine hiring completed by managers within each of these departments, is in line with the overall organisational standards. 
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Salary FTE per Job Description:

Average salary paid by organisation.
The overall average salary calculated from the sum of the participants was £31,757.46. 



2.3
The average salary difference between men and women within the organisation - It is important to note that the survey asked 118 females, and 140 males, with 2 non-binary participants. This totals 260 participants. The lack of evenness between the genders makes it difficult for our results to be repeatable and an accurate representation of what we are trying to assess. The non-binary addition provides negligible input to the data and so we cannot accurately comment. Nonetheless, commenting on our data set, we can understand that females have the largest average salary (£31,900.30), whilst men saw an average of £31,812.18 pa. We could accredit this enhancement since over the last four years, women's employment in high skilled occupations has increased by £122,000 (compared to £100,000 for men). (gov.uk, 2019BC). We can back up this theory as we can see the largest salary for a woman within the cohort was £140,500, compared to £72000 for male. The mode, which constitutes the largest gap between the two genders, for men being £29500, compared to £21030 for women shows that more men are operating the mid-level within the organisation and shines a completely different light on the dataset. Overall, the statistics show a moderately equal salary split. 
The company appears to comply with the anti-discriminatory laws. Regular salary audits and analysis is important to maintain a culture of diversity, equality, and inclusion, to do this open communication, educating leaders and managers and providing coaching for conversations about race.  This will result in initial investment in time and resources, however, if handled correctly will lead to tangible change (ACAS, 2023)

Table 2
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Staff agreed and fully agreed that hybrid working aided work life balance and enhanced their wellbeing.
[image: ]
Most Fully agreed and agreed they enjoy working from home.


The above graph shows staff did not feel supported when working from home.

We have a split in the above graph, showing some staff feel more productive and equal staff do not.
Based on the Survey of 300 staff, here are some recommendations:
The initial survey will require further investigation, such as focus groups and interviews to obtain additional qualitative data.  Most employees feel positively for hybrid working, and in fact for many, it enhanced their work life balance and wellbeing. 
Hybrid working is a new concept that many staff may struggle with at first so we shouldn’t be surprised to see staff felt more stressed when away from the office and struggling with separating personal life and work life, also, staff were unsure about challenges working remotely and whether it was more productive, meeting targets was split in recognition for work also. 
Providing additional resources, promoting trust, and ensure the transition is fully supported will promote a more attractive place to work which can positively impact job satisfaction and increase retention. (Majluf and Abarca, (2021). Promote training, and support systems to help remote employees feel more supported and connected in their work environment, we could implement strategies to ensure effective communication, promote team building activities, ensure we conduct regular 1-1’s, also offer resources and guidance to promote regular breaks and promote self-care practices, we need to establish any imbalances and address each individual need moving forward. (hbr.org. n.d).
Training seems to be a theme here especially with inclusion and diversity, in doing so, managers will ensure all employees receive recognition for their contributions to the organisation regardless of their physical location. Regularly gathering feedback from employees and adjust hybrid work policies and practices as needed to address challenges as they arise. (CIPD, 2023).
Diversity training is not only the most established way for employers to change behaviour and organisational climate but is also an important aspect of compliance that reduces employer liability under the Equality Act 2010. (Gifford et al. 2019). suffering the costs of negative company image and financial costs arising from tribunals, although the initial training could be costly, If the training is carried out successfully It will improve innovation and company growth in addition to increased productivity. 
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Total Ethnicity per Team




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



Distribution of 'Team' for each 'Disability status'







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	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	Team


Team




Salary difference between Male and Female per Team













Female	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	(blank)	269415	141800	300480	370455	41555	91245	25500	63090	418500	273950	146900	147350	87400	255940	502490	180590	204500	243075	Male	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	(blank)	28500	49500	111935	98500	25600	266345	69500	189270	125000	302970	211000	129300	24750	163450	2510810	47000	100275	Non-binary	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	(blank)	21500	17500	(blank)	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	(blank)	









Count of Gender	Administration  Assistant	Administration Assistant	Administrator	Assistant Project Worker	Audit Assistant	Building and Facilities Manager	Chief Executive	Cleaning Operative	Commercial Manager	Community Safety Administrator	Community Safety Co-ordinator	Community Safety Manager	Community Safety Officer 	Complaints and Compliments Manager	Customer Services Advisor	Data Analyst	Development Manager	Development Officer	Director of Finance	Director of People Services	Engagement Administrator	Engagement Assistant	Engagement Manager	Engagement Officer 	Events Officer	Executive Assistant	Extra Care Activities Co-ordinator	Extra Care Manager	Extra Care Officer	Extra Care Supervisor	Finance Assistant	Finance Business Partner	Governance Manager	Graphic Designer	Green Space Team Leader	Head of Business Services	Head of Customer Services	Head of Housing	Head of IT Services	Head of People Services	Health and Safety Trainer	HR Systems Lead	Income Administrator	Income Apprentice	Income Manager	Income Officer	Independent Living Co-ordinator	Independent Living Officer 	IT Trainer	Learning and Development Manager	Lettings Assistant	Lettings Co-ordinator	Lettings Manager	Lettings Team Leader	Marketing Assistant	People Services Advisor	People Services Co-ordinator	Performance Officer	Planner	Procurement Manager	Procurement Officer	Project Worker	Receptionist	Regeneration Co-ordinator	Regeneration Manager	Regeneration Officer	Regeneration Paralegal	Repairs Co-ordinator 	Surveyor	Tenancy Support Officer	Trades Apprentice	Trades Operative (Joinery)	Trades Operative (Plastering)	Wellbeing and Engagement Lead	Audit Manager	Cleaning Operative	Community Safety Officer 	Customer Services Administrator	Customer Services Advisor	Customer Services Manager	Development Administrator	Director of Customer Service	Electrical Manager	Electrical Supervisor	Engagement Assistant	Engagement Officer 	External Works Manager	Facilities Officer	Finance Administrator	Finance Assistant	Finance Manager	Gas Manager	Gas Supervisor	Green Space Operative 	Head of Finance	Head of Income	Head of Property	Health and Safety Manager	Health and Safety Officer	Income Officer	Independent Living Manager	Independent Living Officer 	IT Analyst	IT Helpdesk Administrator	IT Helpdesk Lead	IT Systems Manager	Lettings Assistant	Lettings Co-ordinator	Management Accountant	Operations Manager	People Services Business Partner	Performance Manager	Performance Officer	Planner	Project Accountant	Project Worker	Quantity Surveyor	Social Media Lead	Surveyor	Tenancy Support Officer	Trades Operative (Electrical)	Trades Operative (External Works)	Trades Operative (Gas)	Trades Operative (Joinery)	Trades Operative (Painting)	Trades Operative (Plastering)	Trades Supervisor	Administrator	Trades Apprentice	Female	Male	Non-binary	1	1	1	4	1	1	1	2	1	1	3	1	3	1	8	1	2	1	1	1	1	1	1	2	1	1	2	1	2	1	2	1	1	1	1	1	1	1	1	1	1	1	3	1	1	4	2	5	1	1	1	2	1	1	1	1	1	1	5	1	1	5	2	1	1	1	1	3	1	1	2	1	2	1	1	2	3	1	2	1	1	1	1	1	1	1	1	1	1	1	1	1	1	9	1	1	1	1	1	6	1	3	2	2	1	1	4	1	2	1	2	1	1	2	1	2	2	1	3	2	9	12	10	12	9	5	5	1	1	Sum of Salary FTE	Administration  Assistant	Administration Assistant	Administrator	Assistant Project Worker	Audit Assistant	Building and Facilities Manager	Chief Executive	Cleaning Operative	Commercial Manager	Community Safety Administrator	Community Safety Co-ordinator	Community Safety Manager	Community Safety Officer 	Complaints and Compliments Manager	Customer Services Advisor	Data Analyst	Development Manager	Development Officer	Director of Finance	Director of People Services	Engagement Administrator	Engagement Assistant	Engagement Manager	Engagement Officer 	Events Officer	Executive Assistant	Extra Care Activities Co-ordinator	Extra Care Manager	Extra Care Officer	Extra Care Supervisor	Finance Assistant	Finance Business Partner	Governance Manager	Graphic Designer	Green Space Team Leader	Head of Business Services	Head of Customer Services	Head of Housing	Head of IT Services	Head of People Services	Health and Safety Trainer	HR Systems Lead	Income Administrator	Income Apprentice	Income Manager	Income Officer	Independent Living Co-ordinator	Independent Living Officer 	IT Trainer	Learning and Development Manager	Lettings Assistant	Lettings Co-ordinator	Lettings Manager	Lettings Team Leader	Marketing Assistant	People Services Advisor	People Services Co-ordinator	Performance Officer	Planner	Procurement Manager	Procurement Officer	Project Worker	Receptionist	Regeneration Co-ordinator	Regeneration Manager	Regeneration Officer	Regeneration Paralegal	Repairs Co-ordinator 	Surveyor	Tenancy Support Officer	Trades Apprentice	Trades Operative (Joinery)	Trades Operative (Plastering)	Wellbeing and Engagement Lead	Audit Manager	Cleaning Operative	Community Safety Officer 	Customer Services Administrator	Customer Services Advisor	Customer Services Manager	Development Administrator	Director of Customer Service	Electrical Manager	Electrical Supervisor	Engagement Assistant	Engagement Officer 	External Works Manager	Facilities Officer	Finance Administrator	Finance Assistant	Finance Manager	Gas Manager	Gas Supervisor	Green Space Operative 	Head of Finance	Head of Income	Head of Property	Health and Safety Manager	Health and Safety Officer	Income Officer	Independent Living Manager	Independent Living Officer 	IT Analyst	IT Helpdesk Administrator	IT Helpdesk Lead	IT Systems Manager	Lettings Assistant	Lettings Co-ordinator	Management Accountant	Operations Manager	People Services Business Partner	Performance Manager	Performance Officer	Planner	Project Accountant	Project Worker	Quantity Surveyor	Social Media Lead	Surveyor	Tenancy Support Officer	Trades Operative (Electrical)	Trades Operative (External Works)	Trades Operative (Gas)	Trades Operative (Joinery)	Trades Operative (Painting)	Trades Operative (Plastering)	Trades Supervisor	Administrator	Trades Apprentice	Female	Male	Non-binary	21500	21500	21500	87000	25500	41555	140500	42060	48000	22500	73500	46800	100275	38850	189480	45000	88700	26540	98500	102500	21800	23000	44000	53000	26900	28955	48000	34000	57800	31000	53790	37455	39465	34000	21030	62500	65000	65000	72000	72000	29600	33200	64500	17500	41255	120840	45200	137500	29900	39950	26750	44600	41500	34500	26500	27500	25690	38500	112500	43000	25600	117500	46000	25000	44000	27090	42000	71250	33500	29855	35000	29500	57000	28000	35000	42060	100275	22000	47370	42565	24000	98500	41000	32000	23000	26500	38500	25600	22555	26895	46895	41000	38500	189270	65000	62000	72000	48950	33500	181260	42500	82500	92000	48000	29000	42000	107000	22300	70000	46000	81000	34500	28500	45000	35000	47000	96000	24750	100500	59710	292500	354000	325000	354000	256500	142500	169750	21500	17500	



'Salary FTE' by 'Gender'




Total	Non-binary	Male	Female	19500	31812.178571428572	31900.296610169491	Gender


Salary FTE





I feel fully supported when working at home	





Fully Agree	Agree	Not Sure	Disagree	Strongly D	22	20	18	138	102	

Hybrid working practices make me more productive	





Fully Agree	Agree	Not Sure	Disagree	Strongly D	69	79	5	82	65	
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