Evidence Based Practice Report
(AC 1.1) Concept of evidence-based practice.
The concept of EBP is utilising a variety of sources, evidence and critical thinking to make better organisational decisions which can be justified and critically appraised without bias or opinions CIPD (2024) . 
People Professionals are often faced with challenge’s and, according to CIPD (2024), poorly researched decisions have detrimental outcomes for employees and organisations, The CIPD (ND ) Professional Map reiterates the importance of EBP advising decisions be Principle lead, evidence based, and outcome driven.
The Rational Approach is a useful tool, encouraging Practitioners to analysis critically, firstly identifying the issue, collecting information surrounding the problem, looking at feasible options to resolve, implementing results and outcome, then evaluating results ,which helps eliminate bias in align with the CIPD Professional Map.
HR (2024)  suggest 4 blended sources,  Scientific information, Organisational Data, gathering data, surrounding the subject, utilising the experience of HR professionals, and leader and Stakeholders to contribute in building evidence, as well as the 4 approaches, people practitioners need to CIPD (2024)  use critically mind set, and using the 6 (A)  step approach, assist in providing  critical assessment and eliminate personal bias,  asking, looking at an issue to provide a question to resolve, acquiring research to gather evidence, appraising, looking at the evidence collected ,and making judgments to its trustworthiness and relevance, aggregating, pulling all evidence together, and applying to make decisions, finally assessing, making evaluation of the outcome of decisions made, these methods provide sources of information and data to make informed decisions.
CIPD (2024) value the importance of knowledge and experience, however, when making organisational decisions, using these attributes alone present bias, according CIPD (2024) ‘fads’ are often derived from what ‘s popular at the time, or opinions of others, which often do not hold up ong term, for example, replicating what another company is doing because it works for them without own research is dangerous as information is not substantiated relevant to the organisation, this is further emphasised by Barends (2017) suggestion that using own assumptions or views as a thought process, is bias and emphasise the need to utilise variety of quantitative and qualitative information to make informed evidence based decisions achieving credible results.
CIPD (2024) suggest being conscious of ‘Cherry Picking’ research, specific research, to meet desired outcome can be misleading resulting in ill informed decisions and costly mistakes.
CIPD (2024) note the importance of assess quality of evidence, and being aware of bias, qualitative data ,like expert opinions, and case studies need analysing, ensuring the writer hasn’t an invested interest for certain outcomes or being paid to produce articles etc, quantitative data provides better evidence as results are derived from multiple sources in charts and graphs, providing, sufficient quantity of data has been accurately collected.






A.C 1.2 Tools and methods 
Taylor,S,&Woodhams (2022) advise variety tools, and methods, organisations use to identify and resolve issues, challenges and opportunities. 
MIND TOOLS (2024) suggest SWOT looking at organisational Strengths, weaknesses, opportunities and threats, to determine organisational stance within the market, encouraging HR to critically analysis all areas, with the aim of being ahead strategically with goals , the disadvantage being organisations not seeing weaknesses within the organisation, being unrealistic with outcomes from the research, researching wrong areas and using up lots of valuable resources. McKinsey 7S tool, looks at shared values,stratagy,systems,structure,staff,skills,styles as a method of analysis. This method focuses more within the organisation which is suitable for solving internal issues, such as departmental problems, rather than external threats so can be limiting.
CIPD (2024c) demonstrates how 6 areas of the PESTLE proves effective covering, policies and political issues and trends, Economical including interest rates, exchange rates, Social, lifestyle trends, consumer behavious,Technology advancements  or scientific breakthroughs, Legal, health and safety policies, labour and consumer laws.  Environmental, such as climate change, environmental awareness, PESTLE supports strategic and workforce planning, product development, as well as organisational change
An example of how Rhyal Engineering (2024) utilises PESTLE analysis tool was to identify external threats of concern and looking at how this will affect the organisations 5 year plan.
Rhyal specifically focused on recruitment, financial and Legal limitations, when reviewing the PESTEL analysis, the Political aspect being  important due to the external threat being Government run and therefore implications such as trade regulations, government policies as well as stability all need to be considered and alternatives reviewed, to be prepared for change in the future, which would have an impact on the organisation, the economic impact of increased costs in sourcing new labour and retaining existing labour, due to demand will prove a financial impact on the business, as increasing salaries, introducing incentives, and rewards, and consideration to operational and hiring costs was also something within PESTLE which needed consideration, as well as Technological,  looking at new technology with the advancement of AL and Cybersecurity, and how the organisation can change their systems to protect their assets, the legal factors of changes, such as taking into consideration, employment and data protection law’s ensuring the organisation adhere to minimum wage considerations, as well as recruitment legalities, ensuring the organisation is adhering to employment law ,and keeping up to date with any legal changes.
The organisation was able to review PESTLE in depth, especially the economical and legal impact on the organisation. The PESTLE tool , according to CIPD(2024d)  have strengths and weaknesses, main strengths being, it encourages wider critical thinking.  Organisations are prepared for future threats and able to take action to minimise impact on the business in advance, disadvantages, being that sometimes there can be insufficient data to support  research, if concern is in its infancy, or, in contrast , too much data causing equal problems, often external threats change regularly, so it’s vital to ensure  PESTLE is reviewed, and updated regularly which can be labour intensive.
A variety of methods can be applied to support issues and challenges, such as undertaking employee interviewing, and surveys with specific questioning. HR Daily Advisor(2024)  advised pros and cons to using this method such as surveys being designed to address multiple issues at the same time, they are quickly produced and low cost , disadvantages being poorly worded questions, can mislead results, low response rates, and time consuming to review with no guarantee for honest answers, to measure from, meaning a lot of the information will provide qualitative data which CIPD (2024c) suggest can be more unreliable than quantitative data.
CIPD (2024d) recognise people analytics as a useful tool to gather Quantitative data, for example, reviewing organisations salaries and rewards, by analysing external data and cross referencing this information allowed Rhyal Engineering (2024) to review their market position and realign future costings to limit loss of employees to external threats., According to McKinsey&Company (2024) utilising this method can increase recruitment efficiency by 80% increase productivity by 25% showing the value of this analysis method.
Principles of critical thinking and how these might be applied (A.C 1.3)
CIPD (2024b) suggest similarities to EBP, in that asking key questions, checking reliability of sources, and evidence produced as well as being aware of own and others bias are important. The Rational Model is a good example of how working to these principles, can assist in non-bias logical outcomes.
CIPD Podcast (2019) suggest main principle to critical thinking, is to reflect on ideas and opinions of others, looking at own opinions, and to recognise when others are using critical thinking, to make sound logical decisions. Critical thinking, as Mindtools (2024) highlight is a mental process of analysing information, and making logical, rational conclusions based on objectives views.
According to McKinsey & Company (2024) basing decisions on emotion or gut feeling, can be costly and critical thinking is to replace this with facts, and well sourced evidence, believing that it is difficult to critically analyse an issue if you don’t believe you can make the best decision., Cognitive biases is also something to be conscious of, basing decisions on own and others ideas, challenging believes, focusing on facts, and correctly resources evidence, to look at things objectively, to recognise own critical thinking, as well as others within a group setting.
Psychology today (2018) further confirms this antidote stating bias, such as confirmation bias, which favours ideas drawn on own believes or heuristic approach, where decisions are quick but without extensive reflection, which can lead to poor decision making, an example being hiring an employee based on own opinion or personal views, even though that individual performed poorly at interview, or assessment, ignoring professional advice of others and making  rash decisions knowing that that individual may not be able to perform at that role. 
Harvard Business Review (2024) believe critical thinking, is a skill developed and vital within the People Profession. CIPD (2024b) suggest People practitioners need to be aware of other bias , for example, if an individual has an invested interest in the outcome. It is important to question the material, such as the way the evidence has been collected, other points or views, for example, an article which is being financially supported by an organisation may tailor the article to sway a certain way, for the benefit of the company who is funding for their own gain.

Decision making process and how these can be applied to ensure effective outcomes are achieved. (AC 1.4)
Decision making, according to CMI (2020) is a resolution to a problem, using decision making skills using principle lead value in accordance CIPD (2024f) professional map.
Decision making, according to CMI (2020) is the collection of primary researched information, such as internal interviews and surveys, secondary information such as research via CIPD articles to produce both Qualitive evidence, written reports, survey outcomes etc and quantitative data using graphs to represent results from exit interview or recruitment, KIP’s. CMI are clear in the requirements for good decision making, the importance of being clear on the subject, evaluating the impact the decision will have on the organisation and employees, look for uncertainties by looking out for bias, decide on decision making tools which are most appropriate for best outcome
Several tools help in decision making, such as Kepner and Tregoes Model, Tannerbaum and Schmidt Leadership Continuum, De Bono’s Six thinking hats, Force Field analysis lateral thinking, future pacing.
De Bono’s Six thinking Hats, as explained by Mindtools (2024) was created by Edward de Bono basing decisions on reviewing lots of different aspects and angles, wearing different ‘hats’ which encourages looking from different critical perspectives, clear of conflict and bias, each hat represents a different thinking, blue, organisation and planning, Green, creativity, Red, feelings and emotions, yellow, values and benefits, Black, risks and white for information. The de Bono Group (ND) show this method can be used by individuals, but is also beneficial in the team setting, where each member can wear a different hat, which will represent different perspective on the decision being made to redirect focus and thoughts, the blue ‘hat ‘ is utilised to bring focus, and all the hats together to make the decision.
This method helps ensure effective outcomes, as it encourages critical thinking and consideration, reducing conflict when used within a team, spot opportunities, which may not have been apparent otherwise, make meetings more productive, and outcome driven, encouraging looking at different perspectives to make informed decisions. Flexible working would be an example where people professionals could utilise this method, where consideration of all the ‘hats’ can be considered for a logical outcome.
Lateral Thinking is a concept of thinking outside the box, new ways of being more inventive. According to Forbes (2020) this method encourages people to use imagination and intuition, with the idea being more important over the outcome, which increases adaptability. Betterup (2023) advised with new AI being introduced this is likely to become outdated, emphasing the importance of utilising other ways of thinking, for example, within people practice, lateral thinking can help with employee engagement, giving way to more open ideas and thoughts from employees, and acting on these can build employee confidence within the organisation.
Action learning groups, according to Mindtools (2023) suggest individuals learn best when they talk to each other, the notion being on reflect,learn,plan and act, looking collectively at a problem, and reflecting on the issues at hand, have discussions on options to tackle the issue, put a plan of action in place to take action, with regular reviewing scheduled, which can be repeated, the positives being ,it helps bring diverse individuals together, with various skill sets, however, can be a lengthy process if the method needs to be continually repeated. An example in people practice, would be within recruitment and selection issues, collectively looking to improve, and look at innovative ways to increase the department to attract new employees as well as retain current.









Three different ethical perspectives and how understanding these can be used to inform and influence moral decision making (AC 1.5)
CIPD (2024) emphasises the importances of creating and championing ethical behaviours empowering employees and organisations to do the right thing opposed to simply following rule.  The CIPD (2024) Professional Map is a good example of this notion under ‘Core behaviours’ building trust through good ethical behaviours, the CIPD (2023) code of conduct further backs this up, emphasising 5 keys virtues being, providing positive impacts on employees work and lives, stewardship, good character, competence and profession, taking personal responsibility.
A good way to assess according CIPD (2024g) is the eight ethical lenses CIPD (2015) encourage looking at all aspects of work dilemmas through different perspectives, one being  fairness to everyone, two ,merit should be rewarded for talent and hard work, through markets, jobs and their rewards, four, democracy, where no one should be in a position where they have no say, five, wellbeing, being of importance of a good working environment for employees, six, rights and duties where everyone can do somethings, but not have to do others, seven, character, being the best we can be, and be as ethical as possible, eight, handing down, responsible for conserving the world and handing this down to our piers. 
According to The Ethics Center (2015) Deontology in Greek means duty, Deontology theory believes actions are right or wrong, not taking into consideration the consequence of  actions to self or others, setting clear set of rules and these being right or wrong with no middle ground, for example, you either offer a particular employee promotion, or you don’t, there is no consideration to trail the promotion or look at other options, with no consideration on other options, to help facilitate the outcome, in contrast to this, Utilitarianism, focuses on the opposite to Deontological ,  focusing  right from wrong by looking at the outcome first, as a form of consequentialism, doing the greatest good for the greatest number with the least harm,  however, we are often unable to predict of the consequence, so difficult to predict if outcomes would be positive or negative, proving a risk, people professionals need to be conscious of the ethical challenges this theory represents. 
Equity Theory believes in fairness to others and doesn’t focus on either the rules, or the consequence to base decisions, but the fairness which , according to Mindtools (2024d ) links in with the notion of the Ethical lenses,  an example in HR would be, within Recruitment and Selection where the focus would be on ensuring all individuals are treated fairly within that process such as the interviewing process, all questions are the same, and the scoring system is transparent to reflect fair processes, regardless of the outcome, another example which could cause conflict regarding Equity Theory would be where employees compare their salaries, leading to unrest if there are differences in salaries.
The three examples link in with eight ethical lenses from different perspectives.








Two different ways organisations measure financial and non financial performance.
(AC 3.1)
According to Havard Business School (ND) it is important People Professionals understand finance accounting, as it helps improve decision making proving useful when measuring financial performance. There are a variety of methods used to measure financial performance such as, KPI, trace analysis, measuring the finances of the organisation helping businesses adjust strategy goals within departments, to meet objectives, information can be circulated on weekly or monthly basis.
Profit and Loss accounting provides organisations with detail financial overview of income and expenditures, stating where a profit or loss has been achieved. primarily produced every year, can be useful for large public organisations where cash flow is often less of an issue compared to smaller private organisations.
Cash flow statements is a positive financial measure, to show income and outgoings monitored on regular basis helping businesses monitor cash flow to ensure they are able to meet financial commitments, as well as monitor if the organisation is heading in the right direction strategically.
According to Buzfluent, a main disadvantage is that they can be used too frequently giving unrealistic views of the financial position. This method would prove useful for Rhyal Engineering (2024) to monitor wage and agency costs more frequently. Rhyal Engineering (2024) have high salary costs and are currently recruiting more labour, the cash flow statement would provide ideal method to monitor these.
Non financial performances are often measured in qualitive data such as customers satisfaction and employee engagement, wellbeing reports, absence data, benchmarking.
Benchmarking, for example, according to Personnel today, (2024) looking at areas of research, engagement with others, analysing what other organisations are doing to inform decisions. Benchmarking, as a non financial method, before is can commence, it is vital there is good understanding of the subject and its characteristics before proceeding, the positives being, by casting the net wide, lots of information and data can be collected, to be analysed giving organisations good overview of the dilemma, and how to overcome these. Disadvantages being if performed more than once a year, i.it can promote a constant pressure to change things to keep up with other organisations, leading to impulsive decision making, having negative effects on the wellbeing of the organisation and its employees
How people practices add value in an organisation (AC 3.2)
HR add value in organisations in a variety of ways. According to LinkedIn Talent Solutions (2016) HR, historically, were classed as an admin function, advertising job roles, recruitment, and selection, learning and developments etc, however, in recent years, HR has evolved, likely due to social media and the pressure to measure the ‘value’ of activities on customers, stakeholders and employees, opposed to  ‘value’ representing  just financial stance, organisations aligning strategy goals and planning, delivering business objectives ,wellbeing and acting as champions within the organisation.
According to YOU TUBE (2017) creating value is about being strategic, creating an advantage over the market. Human Capital plays a large role in this, developing knowledge and skills through its people and using methods to measure success looking at long- or short-term success, and positive or negative, impacts decisions have on organisations.
Useful methods like, Cost Benefit Analysis, Conquar HR (2023) suggests looks at costs linked to HR function, like recruitment initiatives and compare them to the benefits to measure if the activity is worth pursuing or not, advising employees are an organisation most valuable assess, so therefore important to get right. Cost Analysis promotes evidence-based decision making and measures results on financial and non-financial pros and cons, the analysis follows steps from identifying the decision, gathering data in relation to costs, direct such as expenses and indirect impacts, like productivity and morale, does the decision link to the organisations ethical core values and strategy. 
Return on Investment method reviews gains and loss of activity, and compares this to expected outcome or benefits, providing stakeholders the opportunity to evaluate financial and non-financial return. For example, new learning and development training plan, assessing financial costs of training in return of the gain, has this training been positive or negative, for example, turned into increasing client base, due to increased skilled employees, which would increase revenue for the organisation or vice versa in order to measure its effectiveness.




(AC 2.1) , (AC2 2.2), (AC2.3)
a)



Gender Pie Chart shows there are 54% male employees, 45% Female employees and 1% non-binary making the company slightly more Male dominated compared to females with 1% falling into the Non-binary category. According to, office of National Statistic (2024) large numbers of occupations have more men employed over women, such as highly paid occupations . According to World Economic Forum (2021) Gender in-equity can be inherent from the recruitment process where skills-based assessments would prove useful in recruitment limiting the loss in productivity due to gender bias, it has also been suggested that having women mentor men help progress careers 

b)
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Ethnicity per teams highlights all teams have over 50% white British employees, with Facilities, Lettings, Marketing and Regeneration having 100% White, the graph shows lack of diversity across teams which, according to McKinsey & Company (2022) a diverse and inclusive organisation improves productivity, motivation, reduces costs, enhance organisational image and employee trust which benefits the organisations long term.


Information presented shows the organisation employs 91.92% not disabled people compared with 8.08% disabled members of staff. Property Team showing highest disabled staff at 1.92% with Customer Service team 1.15%.  8.08% presents large differences compared to non disabled employees illustrating lack of inclusion and diversity according to Acas (2023) 
CIPD (2024b) suggest organisations who do not adhere to disability law face legal consequences, it’s important to ensure policies and procedures regarding equality, diversity and inclusion are UpToDate and communication to avoid discrimination. The organisation can also look at recruitment and selection methods encouraging wider range of candidates or utilise automated systems to eliminate discrimination.
d)


We can see from the chart that male employees are earning more than Females by a difference of £6894.70 a year with non- binary showing a salary difference of £5537.05 between males and £1357.65 between non-binary and Female staff. According to CIPD (2024g) the pay gap between genders was 9% between males and females, showing the importance of transparency within the workplace to address gender equality issues.
National Office of Statistics advise women in professional occupations recevie11% lower pay than men. Figures above do not show the occupations but is something organisations need to be aware of, GOV.UK (2024) advise employers with more the 250 employees must report pay gap data providing more transparency within organisations.












e) 


Average salary represents £31757.46 . According to Forbes (2024) The average salary in 2024 for England and Wales is £35,464 showing the above figure is below average in the UK causing concern when retaining labour. 

Recommendations 
 Dominating issues is lack of equality, diversity and inclusion, disparity pay gap between genders and average salary lower than national UK average, Forbes (2023).
There’s a lack of diversity within teams of ethnicity and disability groups which according CIPD (2022h) having diverse workforces benefits decision making, promotes wellbeing, motivation and productivity as well as sustainability of workforce groups, there are legal risks of not adhering to Equality Act 2010, ACAS (2023) which could result in financial implications.
CIPD (2023d) recommends looking at recruitment and selection methods such as skill-based assessments to ensuring processes are fair taking potential bias or discrimination out of the process.
Disparity of pay between genders need reviewing, according to data collected men are earning more than women. The organisation could benefit from, GOV.UK (2019) performing regular work and job role reviews to ensure pay is fair between the genders helping increase  moral,productivity and engagement of employees offering transparency of equal pay reducing the financial and legal risk to organisations from employees , according to Acas (2024) 









Reviewing qualitative data on Hybrid working, there is a 50/50 split regarding the removal of conflict, with a higher number of employees suggesting hybrid working does not help them meet targets but people do generally feel more connected with the company and don’t feel they miss engaging with colleagues and feel they equally gain the same recognition within their work.
high number disagree or are not sure that remote working is challenging with 250 out of 300 employees feeling hybrid working causes more stress. The results have indicated people feel less supported with difficulty separating work from personal life but higher numbers record enjoying working from home some days and feel it supports work life balance with more of less an evenly split that hybrid working makes them more productive.
Gallup (2022) suggest Hybrid Working is cost effective, support work life balance and increase trust, diversity and inclusion with its employees, disadvantages, as highlighted within the survey can cause problems for organisations.
The results, however, suggest employees feel more stressed, have difficulty separating personal life as well as communication and collaboration and feel less supported by undertaking Hybrid working.
Forbes (2023) recommend conducting surveys and questionnaires to assess areas of concern on a regular basis to eliminate ongoing problems with hybrid working to benefit organisations, Forbes (2023) suggest implementing Hybrid strategy policy to help employees feel more supported and help managed expectations and reduce stress. Forbes (2023) advise the benefit of team meetings and video calls on regular basis as being helpful in reducing conflict between employees by talking issues through face to face to eliminate misinterpretation, having methods in place where employees are signposted to Mental Health support networks will also support individuals who suggest Hybrid working is stressful. 
Risks of not reviewing data and taking action on results is that organisations risk employees becoming disengaged and leaving causing financial implications and higher recruitment costs, new employees struggling to connect to the organisations cultures and values with employees suggesting feeling disconnected to the organisation, leaving lack of motivation, lower commitment causing harm to organisations reputation, Havard Business Review (2022) 
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dIsability Percentage As An Organisational Whole 
And By Teams




Total	
Community Engagement and Partnerships	Customer Services	Finance	Green Spaces	Housing	Income Team	IT	Lettings	People Services	Property Team	Tenancy Team	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	Disabled	Not disabled	3.8461538461538464E-3	1.1538461538461539E-2	7.6923076923076927E-3	3.8461538461538464E-3	7.6923076923076927E-3	3.8461538461538464E-3	7.6923076923076927E-3	3.8461538461538464E-3	7.6923076923076927E-3	1.9230769230769232E-2	3.8461538461538464E-3	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	



SALARY DIFFERENCES ACROSS GENDERS




Total	
Female	Male	Non-binary	3764235	4453705	39000	Gender


Salary





Overall average salary paid by the Organisation




Total	
Total	31757.461538461539	



Feedback results from survey of 300 employees on Hybrid Working practices 



















 Fully 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 from home on some days of the week	I feel fully supported when working at home	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	69	161	47	112	22	41	98	10	70	7	8	40	62	90	 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 from home on some days of the week	I feel fully supported when working at home	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	79	86	100	57	20	4	95	63	69	14	178	60	54	87	 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 from home on some days of the week	I feel fully supported when working at home	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	 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 from home on some days of the week	I feel fully supported when working at home	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	82	34	35	94	138	5	70	53	71	155	39	57	78	27	 Strongly 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 from home on some days of the week	I feel fully supported when working at home	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	65	8	112	18	102	250	14	73	88	94	72	142	101	89	 Total	
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 from home on some days of the week	I feel fully supported when working at home	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	300	300	300	300	300	300	300	300	300	300	300	300	300	300	



Percentage of each Gender by type




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

Disability Percentage as a whole Organisation 




Total	
Disabled	Not disabled	8.0769230769230774E-2	0.91923076923076918	
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