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Executive Summary
This report will provide an outline to the use of evidence based practice in an organisation and how it can be effectively used to make more informed decisions in the workplace.
Methodology 
This report is based on credible findings from books, podcasts, websites, reports and factsheets.

Approaches to evidence based practice (AC 1.1)
Evidence-based practice (EBP) is the view that good decision making comes from critically evaluating the best appropriate evidence from varying sources (Young, 2023a).  The purpose of using EBP is to avoid common bias and psychological traps such as confirmation bias, false analogy, availability bias, tunnel vision, vividness, sunk cost fallacy and loss aversion, which could impair our decision making.  An example model of EBP is set out by Barends, Rousseau and Briner (2014):
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There are four sources of evidence that should be considered when making decisions:
1. Scientific research – Published scientific findings from scientific research e.g. academic journals.
2. Professional experience and Judgment – Expertise and Judgment of business leaders, managers and consultants.  Not based on opinion but based on reflection from previous outcomes in similar situations and from certain actions.   
3. Stakeholders – Stakeholders include anyone who is effected by decisions made by the organisation and the consequences of such.  Internal stakeholders are employees, board members and managers.  External stakeholders are members of the public, customers, suppliers etc. This is important for ethical reasons and also to provide an understanding of their values and concerns.  
4. Organisational data – Essential for identifying problems that need addressing in an organisation.  The data can come from customers/clients or employees and can be in the form of hard data such as figures/numbers or soft data such as perceptions or attitudes.  
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As above, the CIPD outline the six ways in which evidence can be collated (Young 2023b):
1. Asking 
2. Acquiring
3. Appraising
4. Aggregating
5. Applying
6. Assessing
All evidence used needs to be critically appraised and questioned to ensure that the quality of the evidence is considered.  Questions should be asked as to whether the evidence is the best available, where it came from and how it was gathered, whether it is biased and whether it is enough to reach a conclusion. 
Advantages of using EBP are outlined by Barends and Rousseau (2018) who state that research shows that looking at the professional experiences of a number of people are more accurate than that of one person.  Furthermore, knowledge from scientific research and judgments formed based on data and statistical models are more accurate than opinions or individual experiences.  Decisions made from using critically appraised evidence leads to better outcomes and evaluating an outcome of a decision is found to improve learning and performance in an organisation Young (2023). 
Limitations of evidence based practice are that sometimes the best evidence is not available (CEBMa, 2019).  Furthermore, all evidence cannot reasonably be considered due to time restraints and limited resources.

Analysis tools and methods (AC 1.2)

An analysis tool is used to create an understanding of external factors and long term plans that my effect your business and future decisions you make.  There are several analysis tools that can be used such as Porters Five Forces, McKinsey 7’s, Ansoff Matrix, Fishbone Analysis and PESTLE (Taylor and Woodhams, 2022).  PESTLE can be used in workforce planning, marketing planning, organisational change, product development and people strategies.  

PESTLE:
Political – Political stance and stability, trade agreements and restrictions, tax implications. 
Economic – Inflation, exchange rates, interest rates, cost of living, labour costs and consumer spending.
Social – Work-life balance, cultural norms, lifestyle factors, career expectations and attitudes.
Technology – social media, data collection and storage, technological advances such as artificial intelligence.
Legal – UK employment laws, legal statutes, health and safety regulations.
Environmental – Environmental impact, social responsibility, ethical sourcing.

In order to carry out a PESTLE analysis you will need to identify whether the research covers current and future scenarios and that it is relevant to the industry it’s needed for.  You also need to decide how to collect the research and ideally use more than one person to collect to ensure it is diverse and from different perspectives. Research needs to be collected from relevant sources and from as many different sources as possible to ensure that it gives a wider view.  Once the information is gathered and analysed it needs to be assessed as to its risk to the business and what options are available to mitigate that risk.  A discussion document should be drawn for all relevant parties and then open discussions should take place with the decision makers.  Finally, an action plan can be created and a plan to keep monitoring future changes so that trends can be identified quickly.  When doing a PESTLE analysis you should ensure that multiple perspectives are used and that you make use of the expertise and resources available to you.  PESTLE can also be used alongside other analysis tools such as SWOT and Porters Five Forces (Haan, 2023).  

Advantages of PESTLE are that it is a simple framework to use, it can help identify future threats and also opportunities.  It is based on strategic thinking and planning taking into account external factors and gives a wider understanding of the business environment.

Disadvantages of PESTLE are that you can have insufficient data and data can be oversimplified or you can end up with too much data to analyse effectively.  Data collected can also be unreliable and based on opinions or assumptions.  Furthermore, the speed of change can also make it difficult to anticipate future changes and to keep up the analysis needs to be repeated regularly (Battista, 2023).

There are many different types of methods of analysis HR professionals can choose from.  Examples include interviews, job analysis questionnaires, benchmarking and people analytics (CIPD, 2022a).  People analytics is usually used by medium to larger companies due to the size and types of data needed (CIPD, n.d.).  People analytics is a process of analysing people data to help manage business problems and can help increase employee morale and employee retention.  Data can be in the form of qualitative (what, where and why) or quantitative (figures and numeric).  People analytics gives a good insight into an issue and can help organisations to see how effective HR changes are in delivering an objective.  Organisations do need to be aware of managing the storage of such data responsibly as highlighted by a recent Deloitte survey finding that 64% of respondents are currently involved in legal cases relating to people data (Schwartz and Lahiri, 2018).

Critical Thinking (AC 1.3)
Critical thinking expands on evidence based practice in that a critical thinker will explore ideas and views before making their own informed decision.  Howlett (2019) suggests that successful critical thinking in a meeting setting can be broken down into 3 factors; critiquing the ideas of others, constructing arguments and  identifying when others are using critical thinking techniques.  He further explains that asking questions is also a strong part of critical thinking and being able to identify when others use errors in critical thinking such as red herrings or withholding information.  Coburn (2019) states that familiar problems can invoke an instinctive response however less familiar/complex problems require some critical thinking.  He notes that collective/collaborative thinking is more effective than individual thoughts, which can be effected by bias and heuristics.  This is further supported by Elder and Nikodem (2023) who state that better quality decisions are made when a wider evidence base is used. It is also important when applying critical thinking to gathering evidence and evaluating the evidence.  “Critical thinkers evaluate the importance, accuracy, and relevancy of the evidence” (Debbink and Meshon, 2020).
For example, nurses in the workplace have use critical thinking throughout their day to assess the ever changing environment.  Furthermore, the cause of a patient’s condition may not be ascertained and therefore it is important that a nurse gathers all the relevant information available to them via tests and assessments, obtaining information from doctors and others around them and using their own knowledge to decide on the best treatment plan (Morris, 2023).
A barrier to critical thinking comes in the way of bias and heuristics.  Paul and Elder (2019) imply that critical thinking is a good tool to use to reflect on oneself as all individuals have bias.  Furthermore, critical thinking is learning not to listen to your own ‘poor quality reasoning’.  To avoid unconscious bias it is important to use critical thinking on your own ideas and opinions to ensure that you make an informed decision.  A heuristic is a short cut our brains use to come to a solution to a problem as quickly as possible without having to think it through.  Unfortunately, this is can be problematic as things that may have worked previously won’t always work in the future.  Dwyer (2018) gives examples of some common bias:
1. Confirmation bias – favouring ideas and opinions that align with our own beliefs
2. Optimism and pessimism bias – Favouring positive outcomes when in an optimistic frame of mind and favouring negative outcomes when in a pessimistic frame of mind.
3. The sunk cost facility – aversion to loosing and the belief that if we put something in we should get rewarded.  It results in continuing with an idea even when it is now working out.
Critical thinking also needs to be applied to others, be aware of personal agendas, identifying fact from opinion and also comparing against others views.   Critical thinking is about engaging with research rather than just reading it and taking it at face value (Scholl, 2016) and as Aristotle famously said ‘it is the mark of an educated mind to be able to entertain a thought without accepting it’.
Decision-making processes (AC 1.4) 
Decision making allows a manager the opportunity to consider alternative routes and then make an informed judgment as to the best option.  Some of the most effective decision making processes are Kepner and Tregoes model, De Bonos six thinking hats, stakeholder analysis, force field analysis, Tannenbaum and Schmidt leadership continuum and Deming’s PDCA cycle (CMI. 2020).  
Kepner and Tregoes’s model has an emphasis on making the “best possible” choice not believing that there is a perfect choice (www.mindtools.com, n.d.).  The model is based on 4 main processes to enable the user to come to a rational decision.  These are:
1. Situation appraisal – to clarify the situation and problem and decide on a direction
2. Problem analysis – defining the problem and the cause
3. Decision analysis – suggested ideas looking at advantages and disadvantages of each
4. Potential problem analysis – the best solution is further analysed to consider the risk factors and plan for possible issues if things do not go to plan
By following the step-by-step approach of Kepner and Tregoes decision making process allows for the use of critical thinking skills in considering many possible factors (kepner-tregoe.com, 2023).
Is used to help you move closed to a goal and is usually an ongoing/continuous tool used to improve quality.  The 4 steps are:
1. Plan – Identify and accurately appraise the situation looking at the route cause.  Come up with solutions, deciding on the best solution and set measurable targets.
2. Do – Implement the idea starting on a small scale and collect data.
3. Check – Analyse the data collected and consider whether the actual result match the required results.  If they do, carry on to next step and if they don’t go back to step 1.  This is also an opportunity to make small changes to improve the plan and investigate any unexpected problems.
4. Act – Implement the plan, integrate and sustain.
This cycle is used continuously and using the new baseline each time so with each cycle the user gets closer to their desired outcome (Deming Institute, 2021).  
De Bonos six thinking hats focusses on using 6 different viewpoints (hats) to approach a problem enabling the use to come to a rounded decision.  The 6 ‘hats’ are:
1. Green – Creative thinking to come up with ideas and suggestions
2. Yellow – Positive thinking to think optimistically about the situation including the benefits and values
3. Black – Risk assessment to think of the problems, disadvantages and hurdles that will need to be overcome
4. Red – Focuses on the feelings, instincts and emotions 
5. White – Fact’s and information 
6. Blue – Summarising and planning, putting everything together to come to a solution
This approach can be used by a single user of can be used by a group of people ensuring that everyone is involved in the process encouraging collaboration and avoiding conflict.  It also pushes the user to think outside of their usual viewpoint and think more creatively (De Bono, 1985).  

Ethical perspectives in decision-making (AC 1.5)
The CIPD (2022b) believe that “organisations should ‘do the right thing’ because it’s the right thing to do”.  Research also shows that companies with good ethical values have improved moral, are financially better off in the long run to their competitor and have a better reputation.  The CIPD use their 8 ethical lenses to view decisions through multiple perspectives (CIPD, 2015).  The lenses are:
1. Fairness – Everyone in the organisation should agree with the decision and it should be fair to all
2. Merit – The organisation should promote equal opportunities and merit where deserved
3. Markets – Jobs and their merits should follow the general market of such jobs
4. Democracy – Those who are affected by the result of the decision should be involved in making the decision
5. Wellbeing – Workplaces should promote wellbeing and should be good places to work
6. Rights and Duties – Humans rights to do or not do certain actions and should also be protected from certain actions of others
7. Character – Have high individual ethical values and act like those you admire
8. Handing down – Being a good steward over what you have impact on to ensure that it is handled with the best interests of its future stewards.
Deontological ethics is based on the principle of black and white, right and wrong with no consideration as to the consequences.  It believes that you should do the right thing and not do the wrong things.  Kant a philosopher explained that under this ethical belief it would be wrong to tell a lie to save a friend from being murdered (BBC, 2014).  This perspective is good in that it gives equal respect and value to individuals.  It is also a very simple approach believing that some acts are always wrong regardless of the outcome and provide certainty as it only deals with the act regardless of the result of such.  It also takes into account intention and motives.  On the other hand it can be very rigid and sets absolute rules and it also allows actions which in the long run create a negative impact.  It also doesn’t deal well where duties are conflicting.
Teleology on the other-hand focuses on the end goal/consequences.  Unfavourable behaviours of acts are acceptable where the end goal is positive and it achieves the required end result.   It relies on ‘moral common sense’ which is open to its own prejudices and there are also questions over use of un-ethical means to reach an end goal (Rachels and Rachels, 2023).
Utilitarianism is based on the principle of everybody being equal and putting aside one’s own interests, traditions and values.  It puts a large emphasis on impartiality and human well-being being equal (Mulgan, 2019).  Utilitarianism is seen as idealistic as in it does not take into account the need to deviate to protect rights and promote equality.  Utilitarianism doesn’t take into account differences by means of disability or age and just considers everybody equal, which can be problematic when resources are limited for example during the Covid-19 Pandemic as outlined by Savulescu, Persson and Wilkinson (2020).  

Financial and non-financial performance measures (AC 3.1)
Performance can be measured in qualitative or quantitative way and a mixture of the both ideally.  A ‘balanced scorecard’ is a mixture of hard financial indicators (quantitative) such as Key Performance Indicators (KPI’s) and soft measures (qualitative) such as customer satisfaction (Mullins and McLean, 2019).  
For the public sector financial measures would include efficiently savings and non-financial measures greater efficiency.  In the private sector financial measures would include profitability and non-financial measures would include productivity.  
A useful financial measurement tool is a financial statement analysis where a number of financial documents are drawn up and analyses to get a better understanding of how well an organisation is performing (Stobierski, 2020).  Example documents would be cash flow statement, annual report, income statement and a balance sheet.  An advantage of this is that it is based on clear data and is easily translated.  A disadvantage is that some organisations can alter their figures to give the impression of success. 
 Another useful non-financial measurement tool is customer surveys.  This gives the customer the opportunity to give honest feedback on services or products.  Customer surveys can help determine priorities, give an insight from the customer’s perspective, identify patterns and see how changes are received (Peek, 2023).  Customers survey’s however are hard to measure and do not give easy to analyse data.

Measurements of impact of people practices. (AC 3.2)
It is hard to measure the effectiveness of Human Research Management (HRM) and therefore it is referred to as ‘adding value’.  HRM is involved in many parts of an organisation, from maintaining activities, avoiding crisis, continuous improvement and changes to management practices.  Return of investment (ROI) is a way of measuring the performance of an organisation.  ROI is a measurement of the benefits resulting from HRM projects.  It looks at the short, medium and long-term effects (Hill and Houghton, 2021).
People practices are integral for HRM to add value to an organisation.  Examples include:
1. Employee engagement, training and development
2. Talent requisition and retention
3. Performance management i.e. setting targets and rewards
4. Inclusion and diversity
By measuring the impact of these people practices, organisations can measure the value added by HRM.  KPI’s could be used to measure staff turnover and staff retention.  These are quantitative measurements.  Staff surveys could also be used to measure employee engagement.  This would be qualitative measurement.   
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Executive Summary
In line with the CIPD’s professions map, one of the 3 values is EBP (Evidence based practice) (CIPD, 2023).  EBP relies on the gathering and analysis of data, which can be split into either quantitative (numerical) or qualitative (words/meanings). Both can be analysed using spreadsheets, graphs and other visual aids (Anderson et al, 2019) with Bryman et al (2018) stating that bullet lists are also useful (Woodhams and Taylor, 2022). 
Analysing collected data to provide recommendations resulting in better, more informed business decisions.
Introduction 
The purpose of this report is to present the quantitative and qualitative data, which will be analysed to identify patterns, themes, trends, correlation, causes and effects and underlying meanings forming the primary research.  Secondary research and external data will be investigated to present suitable recommendations taking into account the benefits, risks and financial implication of the proposed solution (CIPD, 2022).
Part One
a) Percentage of each gender by type.
b) Ethnicity as a percentage per team. 
c) Disability percentage as an organisational whole and by teams. 
d) Salary difference across genders. 
e) Overall average salary paid by the organisation
Part Two
Feedback from 300 employees in relation to questions asked on hybrid working practices.
Methodology 
This report is based on credible findings from books, podcasts, websites, reports and factsheets.


Part one
a)

The gender profile is 54% Male (140), 45% Female (118) and 2% Non-binary (2).  

b)

91% of employees identify as White British, 1% White Irish, 2% White Other, 1% White and Black Caribbean and 5% Black, Asian and Minority Ethnic (BAME). 
8 out of the 18 departments have no ethnic diversity and are entirely White Other, White British or White Irish. 

c)
The disability profile for the organisation is 8% disclosed disability (21) with 92% not disabled (239).   
7 out of the 18 departments have no disabled employees.  IT has the highest percentage of disabled employees based on the number of employees in the department with 2 out of 9 employees being disabled. 

d)

The chart shows that the mean salary had a difference of £88.12 per annum with men earning a mean of £31,812.18 and females 0.28% more at £31,900.30.  The median salary difference is £2,855.00 per annum with men earning 9.7% more at £29,500.00 and females earning £26,645.00. The mean and median of non-binary is much lower at £19,500.00 (it must be noted that there are only 2 non-binary employees, which will give a skewed result).  
e)

Overall average is £31,757.46.  Non-binary employees have the lowest average salary at £19,500.00 with males at £31,812.18 and females at £31,900.30.
Part two  
82% of employees felt hybrid working helped support their work-life balance and well-being with 62% saying that since hybrid working they feel more connected to company culture.  56% say they enjoy working from home on some days of the week.  83% say they do not miss engaging with colleagues in the workplace.
83% did not feel supported when working at home and 85% say they disagree that they feel less stressed when working away from the workplace.  66% of employees also disagreed that working from home allowed them to meet their targets.

Interpretation Analysis and Recommendations
There are 5% BAME employees in the organisation.  To set this in the context of the local population, according to the 2021 Census, the proportion of mixed race and BAME residents within England and Wales is 18% (Diversity UK, 2023).  Therefore, the organisation would benefit from trying to attract ethnically diverse recruits to the organisation especially in the departments that have no ethnic diversity at present.  The organisation should consider reviewing its recruitment process to ensure it is inclusive to all ethnicities.  Proactively engage with ethnic minority communities in the local area building a good relationship.  Annual targets should be set for retaining and recruiting ethnic minority employees (Harvey, 2020).  The benefits of these strategies would be an increase in ethnic minority employees, which would improve the organisations reputation and customer engagement.  A risk would be a negative effect on the employee team dynamics by introducing employees from different cultures, which could affect engagements and productivity.  
The data shows that there is a 9.7% median difference in pay with men earning more than women.  This would suggest that, although there are slightly less women in the organisation (118 women compared to 140 men), women are occupying the lower paid job roles within the organisation.  Therefore there is not an even distribution of gender throughout the tiers of the organisation. The organisation should look into the distribution further and encourage more recruitment of women.  A strong talent management strategy would help and development options and routes for female employees to progress.  As the organisation has over 250 employees they will need to do an annual report in relation to the gender pay gap in line with the regulations introduced in 2017.  The CIPD have a guide for organisations in relation to the gender pay gap (CIPD, 2023).   The benefits of these strategies would be a decrease in the median pay gap at the next annual review, showing a perception of fair policy and processes.  A risk would be investment in changes without there being any change to the pay gap.  
In relation to the feedback on hybrid working practices, it is advisable that these questions are followed up with interviews and/or focus groups.  It appears that hybrid working has had a positive impact on employee’s work-life balance and wellbeing.  66% of employees said they did not feel supported when working from home, 85% didn’t agree that they are less stressed when working from home and 66% disagreed that working from home allows them to meet targets.  It would be recommended that support mechanisms are put into place for employees, including support with being able to meet their targets, hopefully improving stress levels.  Managers could receive training in relation hybrid working including performance management, communication, and wellbeing. The managers need to manage individual workload effectively, agreeing realistic objectives, providing constructive feedback and joint problem solving so as to resolve issues causing people stress (CIPD, 2021).  The benefits would be a positive change in the responses in the next survey, showing a change in employees feelings on the issues outlined in the data.  Positive changes resulting from the employee feedback should increase employee engagement, employees feeling valued resulting in increased productivity and a happier workforce knowing they are listened to.  
For all the recommendations there will be a financial cost involved in the above suggestions and also a cost of employee’s/managers time for training, therefore it would be important to carry out a costs benefit analysis.
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Ethnicity breakdown per 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	3.8461538461538464E-3	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	3.8461538461538464E-3	0	0	0	0	3.8461538461538464E-3	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	3.8461538461538464E-3	0	0	0	0	0	0	0	0	0	0	3.8461538461538464E-3	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	3.8461538461538464E-3	0	3.8461538461538464E-3	0	3.8461538461538464E-3	3.8461538461538464E-3	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	3.8461538461538464E-3	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	7.6923076923076927E-3	0	0	0	0	0	0	0	0	0	0	0	3.8461538461538464E-3	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	3.8461538461538464E-3	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	3.8461538461538464E-3	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	2.6923076923076925E-2	1.5384615384615385E-2	4.6153846153846156E-2	1.5384615384615385E-2	7.6923076923076927E-3	3.0769230769230771E-2	7.6923076923076927E-3	4.230769230769231E-2	6.1538461538461542E-2	6.5384615384615388E-2	3.0769230769230771E-2	3.8461538461538464E-2	1.5384615384615385E-2	3.8461538461538464E-2	0.37692307692307692	1.9230769230769232E-2	3.8461538461538464E-2	3.4615384615384617E-2	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	3.8461538461538464E-3	0	0	0	0	0	0	0	0	3.8461538461538464E-3	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	3.8461538461538464E-3	0	0	0	0	0	0	3.8461538461538464E-3	0	3.8461538461538464E-3	0	0	0	0	0	0	0	7.6923076923076927E-3	



Disability breakdown overall










Total	


Disabled	Not disabled	8.0769230769230774E-2	0.91923076923076918	
Disability breakdown per team

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	3.8461538461538464E-3	1.1538461538461539E-2	0	0	7.6923076923076927E-3	0	3.8461538461538464E-3	7.6923076923076927E-3	3.8461538461538464E-3	7.6923076923076927E-3	3.8461538461538464E-3	0	7.6923076923076927E-3	1.9230769230769232E-2	0	0	3.8461538461538464E-3	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	3.4615384615384617E-2	2.3076923076923078E-2	4.6153846153846156E-2	1.9230769230769232E-2	7.6923076923076927E-3	3.0769230769230771E-2	1.1538461538461539E-2	4.230769230769231E-2	6.1538461538461542E-2	6.9230769230769235E-2	2.6923076923076925E-2	3.4615384615384617E-2	1.5384615384615385E-2	3.4615384615384617E-2	0.36153846153846153	1.9230769230769232E-2	4.230769230769231E-2	3.8461538461538464E-2	



Median and Mean salary by gender

Median	Female	Male	Non-Binary	26645	29500	19500	Mean	Female	Male	Non-Binary	31900.296610169491	31812.178571428572	19500	



Average salary across genders and overall

Average 	
Female	Male	Non-binary	31900.296610169491	31812.178571428572	19500	Overall average	
Female	Male	Non-binary	31757.46	31757.46	31757.46	



Feedback on Hybrid Working Practices

Agree/fully 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	0.56333333333333335	0.82333333333333336	7.0000000000000007E-2	0.14000000000000001	0.24333333333333335	0.64333333333333331	0.49333333333333335	0.38666666666666666	0.62	0.33333333333333331	0.49	0.59	0.15	0.46333333333333332	Unsure 	
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	6.3333333333333339E-2	3.6666666666666667E-2	0.1	0.06	0.33666666666666667	7.6666666666666661E-2	1.6666666666666666E-2	1.6666666666666666E-2	0.01	3.3333333333333335E-3	0.02	2.3333333333333334E-2	0	6.6666666666666671E-3	Disagree/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	0.37333333333333335	0.14000000000000001	0.83	0.8	0.42	0.28000000000000003	0.49	0.59666666666666668	0.37	0.66333333333333333	0.49	0.38666666666666666	0.85	0.53	
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