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Section One – Report


Introduction
The aim of this report is to give a knowledge and understanding of what evidence- based practice is; with emphasis on approaches for effective critical thinking and decision making using analytical tools and methods. 

Evidence-based Practice (AC 1.1) 

Young, (2023) suggests that evidence-based practice is making the best decisions with the best available evidence by looking at all credible and reliable sources. According to Barend, (2017) when we refer to evidence-based practice we mean “making decisions based on the best available evidence and with the best available evidence we mean more sources...but also critically appraised.” 

It is important to look at all the sources and data available to you and “question and check the validity of sources including the tradition, discipline and methods that are applied from the source, plus bias in the ‘evidence’ around your topic” (Perkins & Woodhams 2022 p.114 in Taylor & Woodhams). According to the CIPD (2023) people professionals influence key outcomes by solving organisational problems and by understanding what is going to work, to influence the best outcomes. 

Barend (2017) explains the importance of evidence-based practice and why we should engage with more than one source and Gifford (2017) goes onto emphasises that evidence-based practice enables you to sift through the sources and look for credible evidence.

What is Credible Evidence? 

Evidence can be in the form of quantitative or qualitive information. People professionals need to draw on all the best available evidence to gain a greater awareness of the research they are undertaking. This allows for critical questions to be asked: underpinning what works and why? (Young 2023a). The reliability of evidence is important as we use “mental shortcuts to make decisions easier” (Young, 2023b). 

There are four sources of evidence which should be used in decision making:
1. Scientific literature evidence 
2. Organisational data evidence 
3. Expertise 
4. Stakeholders (Young, 2023c).
Young (2023d) advocates six different ways to work, when collating evidence from different sources. “Through these six steps, practitioners can ensure the quality of evidence is not being ignored” (Young, 2023e).
1. Asking 
2. Acquiring
3. Appraising
4. Aggregating 
5. Applying 
6. Assessing

In following these steps decision makers can ensure actions are underpinned and grounded in the best available evidence for improved outcomes and maintaining high standards of practice. It also encourages accountability and transparency by using evidence to explain and justify decisions (Young, 2023f). Large public sector organisations like the DWP must provide a cost-effective service. The 6 A’s allow for cost-effectiveness, by being focused-driven by ‘asking’ and ‘acquiring’ organisational data evidence and potentially reducing costs and working in a more lean, efficient way. This could be done with stakeholders collaborating within departments and sharing best practice and ‘appraising’ and ‘applying’ the evidence across departments. Rousseau (2017) explains that Evidence-based practice is not without its challenges such as the availability of good-quality evidence. However, by using organisational date, businesses can still be evidenced based. 

Evaluating Analysis Tools and Methods (AC 1.2)

There are a wide range of methods and tools used to identify organisational issues, challenges, and opportunities. These being, PESTLE and SWOT analysis and Porter’s Five Forces Model. 
[bookmark: _Hlk169428623]Tingsager & Smith in Taylor & Woodhams (2022) suggests, Porter’s Five Forces looks at helping businesses understand the dynamics of their industry and develop a strategy to achieve a competitive advantage. The five forces are competitive rivalry, bargaining power of suppliers, bargaining power of buyers, threat of substitutes and the threat of new entrants (Tingsager & Smith in Taylor & Woodhams 2022). It is an “outward-looking framework focused on competition in relation to the business” Tingsager & Smith in Taylor & Woodhams (2022 p.46). 
Whilst the framework of the SWOT analysis looks “at a moment in time to identify the Strengths, Weaknesses, Opportunities and Threats for the business” Tingsager and Smith in Taylor & Woodhams (2022 p.45). This would facilitate organisations in their strategic planning, decision making and resource allocation. SWOT incorporates both internal and external factors (Hann, S 2024).
PESTLE is an acronym for Political, Economic, Social, Technological, Legal and Environmental. “In contrast to SWOT analysis, this is a predominantly outward-looking framework considering wider external factors” Tingsager and Smith in Taylor & Woodhams (2022 p.46). According to Hann (2024a) it can support a range of business planning situations such as strategic planning, workforce planning, marketing planning, product development, organisational change and people strategies, reports, and projects.
Advantages to PESTLE include having various strategic purposes. It does provide a comprehensive framework for evaluating the six areas and has the benefits of being a simple framework. It encourages the development of external and strategic thinking, whilst also looking at the potential business threats and opportunities (Battista, 2024). However, a disadvantage would be in gathering significant data and sources that may lead to “paralysis by analysis” Battista (2024a), and Battista (2024b) suggests “the data may be used on assumptions that may later prove to be unfounded.”  There is also the risk of users oversimplifying the data used to make decisions and as business needs develop and evolve daily, it can make it problematic to anticipate developments. For it to be effective “the process needs to be repeated on a regular basis,” (Battista 2024c).
In a HR setting there is a wide range of analysis methods available, varying from interviews, surveys, focus groups, which can all help with the production of data, (Woodhams & Perkins in Taylor & Woodhams, 2022). The DWP use predictive analytics by looking at historical quantitative data to monitor trends for their busiest times for customer contact during the day. The benefit of this is workforce planning and looking at how many employees are required at certain times of the day. The disadvantage to this would be if the original data were skewed because for example, a media press release which then resulted in an influx of queries on such a particular day in the historical data. 

The Principles of Critical Thinking (AC 1.3)

Horn (2012) suggests that when undertaking research, HR Professionals need to think about the research process in the first instance and whether they have the time, resource, and skillset to meet their objectives. Only then can one address what current knowledge there is around the subject and whether the information is from existing knowledge or academic literature. Once this has been achieved, the evidence can be critically reviewed to sift through fact and opinion. Young (2023g) upholds that in the process of evidence-based practice, critical thinking should continuously question assumptions and carefully assess areas where knowledge may be lacking during this process. 
Critical thinking is fundamental when assessing the evidence because we must ask questions and challenge the evidence, “evidence-based practice is about asking good questions and that is a key aspect of critical thinking” (CIPD 2019). Howlett (CIPD 2019a) maintains that there are three key parts to critical thinking for people professionals: critiquing the ideas, opinions, and arguments of others, secondly, how an argument is constructed and thirdly, identifying when others are using these arguments. 
There is a rational approach to decision making by identifying the unbiased from the overall collection of relevant information. Once information has been gathered, then decisions can be made, implemented, and then evaluated. It is important to be cautious with the evidence and not be inclined to draw on any bias Gifford suggests to “make decisions based on what feels intuitively right” (CIPD, 2015). Therefore, it is important to have an awareness of bias, both conscious and unconscious and to have the ability to differentiate between fact and opinion.
Coburn (CIPD, 2019b) maintains that critical thinking is the “ability to think well, to consider a number of diverse considerations and to reach conclusions” Coburn (CIPD, 2019) It is the ability to take people on a journey with you, which is important because a collection of thoughts will allow for any gaps in knowledge to be filled. Coburn (CIPD 2019c) highlights the human error of jumping to conclusions and ‘hasty generalisation’ based on prior experience or knowledge of something and discusses how this can become more complexed if you have previously come across an idea for a problem and then proceed to try to make it work in a current situation with a historic solution. Coburn (CIPD 2019d) maintains that this working solution might only be satisfying some but not all the required conditions to succeed and that this would be “committing the error of necessary but not sufficient conditions.” 

Decision-making Processes (AC 1.4)

Decision making is fundamental in any organisation, therefore understanding different decision-making processes is important when applying them to ensure that effective outcomes are achieved; “the tool of choice will depend on the situation” (CMI, 2015).
One decision making process is Edward de Bono’s Six Thinking Hats (De Bono, 1992). De Bono’s method for group decision-making encourages us to look at a problem from multiple and different perspectives. It involves six different hats representing distinctive styles of thought. The Blue hat represents the planning, summarising what it agreed and the allocated actions, the green hat is used for creative thinking, the red hat represents feelings and instincts, whilst the yellow hat sees the positives and the benefits and values. The Black hat looks at the caution and the risk assessment. The White hat looks at available information and in people practice this would be useful when looking at recruitment, looking at the data for onboarding practices, looking at feedback from recent hires and employee turnover. 
The concept of the Six Thinking Hats is that the decision maker can explore all aspects of the problem, De Bono maintains that “creativity involves breaking out of the established patterns in order to look at things in a different way” (De Bono, 1992, p.87). It allows for a balanced approach in evidenced-based practice because it challenges the hat wearer to look at problems in different perspectives, whereby “the quality of our thinking will determine the quality of our future.” (De Bono, 1992, p.45) In Evidence-based practice the six thinking hats allows for a better understanding of the evidence because of each of the perspectives. 
Another decision-making process is Kepner and Tregoe’s Model, which is a structured method allowing complex decisions to be made; it consists of four steps: Situation Analysis, Problem Analysis, Decision Analysis, and Potential Problem Analysis (Kepner and Tregoe, 1981). Situation Analysis identifies the situation, explains the context, and prioritises issues, whilst Problem Analysis looks at the root cause of problems (Kepner and Tregoe, 1981). In people Practice you can use this tool when looking at retention, by conducting exit interviews, reviewing workloads, and looking at career development opportunities, to ascertain why employees are leaving.
In addition to these decision-making processes above, Force Field Analysis looks at the arguments, for and against a particular change. Force Field Analysis was developed by Kurt Lewin in the 1940s for his work in social Psychology and is used to make go/ no-go decisions. The concept of Force Field Analysis is based on the idea that situations are kept stable by a balance between forces that drive change and those that resist it (Mindtools 2024). “Leaders take steps to strengthen the forces of change, so that strength and influence gradually comes to outweigh that of the resistors” (Taylor, 2022 p.67 in Taylor & Woodmans).                                                                          
An example in people practice would be flexible working. The driving forces would be the technological abilities to work from home and retaining employees, whilst the resistance could be potential data risks. The solution here could be implementing cybersecurity and additional security training to strengthen the forces of change. 

Ethical Perspectives (AC 1.5)

Ethical perspectives provide frameworks by which moral decisions are made and the CIPD (2023) outlines their Code of Conduct and Ethics as follows: to have…
· Positive active impact on working lives.
· Civic Virtue and stewardship.
· Good character 
· Professional service and competence 
· Personal responsibility (CIPD, 2023a)

The CIPD Code of Ethics (2023b) maintains that it is essential to exercise social responsibility and to look after the interest and wellbeing of employees. Ethics plays a crucial role in guiding people and in making moral decisions. There is a responsibility to take care of the individual and the impact of such decisions on the organisation. The CIPD (2015) have identified eight ethical lenses to assist practitioners in their decisions-making by looking at the ways of thinking about work as proposed by philosophical ethics: Fairness, Merit, Markets, Democracy, Well-being, Rights and Duties, Character and Handing Down. The “eight lenses, none of which represent the right or wrong ways of making decisions in the workplace but offer different perspectives on work dilemmas” CIPD (2015a). In recruitment, fairness and merit are used in the shortlisting to interview stage and rights and duties are protected whereby “the Equality Act 2010 legally protects people from discrimination in the workplace and in wider society” (UK. GOV, 2015).
Other ethical perspectives are Utilitarianism, Deontology and Equity Theory. Utilitarianism focuses on the outcomes, helping to prioritise actions that enhance wellbeing. An example of this would be the Covid Pandemic, and the periods of national lockdowns. Singer (2011) emphasises actions that maximise overall happiness and minimizing suffering. An example of Utilitarianism in the workplace would be introducing flexible working hours to improve work-life balance, which supports the CIPD’S ‘well-being’ ethical lens (2015b).
Deontology looks at the morality of actions rather than their consequences. This viewpoint is relevant in ethical decisions, where questions of intent, rights and duty are to be upheld. Kant, (2017) maintains that an action is morally right if it can be applied without contradiction. An example in People Practice would be conducting structured interviews and allowing for continuity in the interview questions to ensure fairness. By supporting deontology principles, HR managers can ensure the recruitment process is managed ethically and fairly and by doing such are aligning with the CIPD’s eight ethical perspectives, in fairness (CIPD 2015, C).
Equity Theory is important for managers who aim to nurture a fair and motivational working environment. It looks at the stakeholders’ contributions and their inputs and outputs, including benefits, salary, and recognition. Inequalities can lead to dissatisfaction and reduced productivity. For example, if a colleague feels like they are being treated less favourably in salary or in recognition, then their motivation and engagement may decline. Adams (1965) looks at perceptions of equity and social justice in relationships whereby “employee behaviour is conceived as thoughtful, capable of rational choice and conscious evaluation” Woodhams and Perkins (2022 P.74). By following some of these ethical theories decisions can be made that are principled, as described by the CIPD (2024) Profession Map (2024), which describes a profession that is Principles led, evidence based, and outcomes driven. 

Financial and non- financial performance (AC 3.1)

Stobierski (2020) believes that having a basic understanding of key concepts of financial accounting, will help improve a person’s decision-making process, thereby adding additional value to a business. 
One method an organisation can measure financial performance is looking at Key Performance Indicators, which help businesses track their financial performance, allowing them to make informed decisions and feedback to stakeholders, (Hennigan 2023). According to Parmenter (2015) KPI’s are essential metrics for monitoring the achievement of a business’s strategic goals.
 Hennigan (2023a) maintains that implementing KPIs involves sharing goals and maintaining transparency, which often results in engaged team members, where everyone understands the ongoing activities, individual responsibilities, and equitable nature of success. In recruitment, KPI’s measure time to hire, which focuses on the total time taken from when an applicant applies to when they accept their job offer. The data and evidence obtained from this KPI can identify efficiencies and delays in the hiring process, allowing for changes to speed up the hiring process and transparency across the organisation. One disadvantage could be the feelings of pressure, and rushing the recruitment process to meet the KPI, effecting well-being and morale. Another disadvantage would be short-term thinking and looking at immediate gains, Parmenter, (2015) maintains that KPI’s can lead to counterproductive behaviour if they are not coordinated with an organisations long term objective. 
A method an organisation can measure non- financial performance is by looking engagement surveys. The financial times looks to their quarterly engagement surveys for answers which is designed to “measure the drivers of staff engagement such as belonging, equality, growth, reward and recognition” (Hosking, J. 2021). In the four years they found the area they could improve on was career growth which was a ‘pain point’ (Hosking, J. 2021a). To address this the Financial Times implemented several initiatives: cross-functional training, secondments, career path options and a skills and competency framework. Future surveys suggest this had a positive impact as engagement scores had improved ‘year on year by almost 5% against the benchmark” (Hosking, J. 2021b). One advantage of engagement surveys is that an engaged workforce is more likely to contribute to a collective collaboration in the organisation’s goals and objectives within people management, (Ellis, 2022, in Taylor &Woodhams). However, there are drawbacks to engagement surveys. There can be fatigue around completing them, especially if historically an organisation has not implemented previous suggestions. Engagement survey results can also be bias, in that only people with strong opinions or people with a grievance might complete them, which would lead to inaccurate results.

Adding Value and Measuring Impact (AC 3.2)

HR professionals add value in various areas, including maintenance areas that would consist of contracts of employment, crisis prevention activities by undertaking risk assessments, continuous improvement activities and change management activities. Burke (2016) explains how organisations need to understand how tracking the notion of value has changed and the importance of being able to track and measure whether those investments are delivering value today but also in the future (CIPD Burke, E. 2016). 
The CIPD (2024) maintains that by using people analytics you can gain insights into improving retention by identifying groups that have a high attrition of staff and by enhancing employee morale and looking at what steers engagement.

[bookmark: _Hlk169390113]Wilkinson (2022 p.246, in Taylor & Woodhams) maintains that HR should design management training around specific organisational issues, “they should also try to measure return on investment” (Wilkinson, 2022). Understanding the value of people practice ensures human resource is aligned with the goal of the business and in measuring this, it will help identify areas of concern. It will also provide a basis for showing the (ROI). In a HR setting, ROI’s can be used for training programs, as seen in Milligan-Saville et al., (2017). By measuring training programmes and evaluating the progress, value is achieved in the business performance. Research indicated that a mental health training program for managers could significantly decrease work-related absences, yielding a return of £9.98 for every pound invested (Milligan-Saville et al., 2017).

Another method in measuring the impact in People Practice is KPIs. Employee turnover rate measures the rate employees leave an organisation and highlight issues around job dissatisfaction and lack of engagement. When a Housing Association Vivid, had undergone a merger, it tasked itself into looking at the mental health and wellbeing of its staff. They turned to people data to form a strategy on dealing with stress. The company was able to improve retention and moral. The outcome was positive as staff participated in the company’s wellbeing initiatives and the outcome led to engagement going up from 66% to 85% and fewer leavers CIPD (2021). In this instance the cost and spend on wellbeing initiatives added value by having a positive impact on the retention of the stakeholders. 
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     Section 2 – Data Review


A)
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The pie chart displays the percentage of each gender by type. Males are the highest percentage of employees with 53.8%, followed by females at 45.4% and non- binary with 0.8%. 



B) 
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With 260 employees, the organisation has a range of ethnicities. Four team’s standouts in particular, with each having 100% white British employees only; Facilities, Lettings, Marketing, and Regeneration. Whilst 80% of Directors are white British. From the 260 Employees, 9% class themselves as non-white British. 








C) Disability % for organisational whole and by teams 
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Here the data shows us that 8.1% of the organisation consider themselves to be disabled, whilst 91.9 consider themselves not to be.
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Out of 260 employees, the teams with the most employees that have a disability is the Property team. They represent 38% of the organisation’s employees and of that team 1.92% are disabled. Seven teams have no disabled people working in those departments. 


C) & E) Salary difference across genders & average salary.
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Out of 260 employees the female employees earn an average of £31,900, whilst male employees earn an average of £31,812. The lowest average salary is non-binary employees with £19,500. The non-binary average is poor as there are
only two people in these roles. The Overall average salary for the organisation is £31, 757.

Table 2 – Hybrid Working Survey 
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The data shows the challenges people face from hybrid working. Out of 300 employees, 255 employees disagreed/ strongly disagreed that they felt less stressed when away from the workplace. 
Whilst 199 people either disagreed or strongly disagreed that working from home allows them to meet their targets, almost two thirds of all employees. 
These challenges are evidenced fruther when asked ‘working from home does not affect cross functional communication and collaboration with my team, with 179 employees either disagreeing or strongly disagreeing.
Just under half, 142 people felt that hybrid working practices did not make them feel more productive. 
When asked if they felt fully supported at home, an overwhelming 240 out of 300 people either disagreed or strongly disagreed. 


Recommendations:  

Ethnicity/ Diversity:
Out of ten teams, four have 100% white British employees and out of the Directors of the company 80% are white British too. The data shows that out of 260 employees only two are nonbinary. The organisation needs to look at the benefits of being diverse and the risks of tribunal action if they are not.
The CIPD (2020) looks at ensuring ethnic diversity at the top of organisations. In 2017, Sir John Parker and the Review Committee set a goal for FTSE 100 companies to have at least one board member from an ethnic minority background by 2021 and encouraged FTSE 250 companies to achieve this by 2024. The committee identified two key issues hindering progress: Talent bias and a lack of recognition for the benefits of ethnic diversity in boardrooms. Talent identification, development, and appointment processes are not inclusive, often focusing on narrow talent pools without valuing diverse perspectives. Reluctance to discuss race and ethnicity. The committee emphasizes that recognizing race and ethnicity as important personal attributes is crucial for appreciating individuals' contributions. The report maintains that these attributes shape life experiences and perspectives, which are valuable and beneficial to a company. Until boardrooms appreciate and respect these differences, change will be limited. Cranfield school of management (CIPD 2020a) recommends reporting diversity in culture, geography and nationality alongside ethnicity and focusing on ethnic diversity at the board level and in the talent pipeline and to include diversity in board evaluations to highlight its importance for performance.
ACAS (NY) maintains that a workplace that promotes equality, diversity and inclusion can enhance overall success and better serve a diverse customer base.
Top of Form
Bottom of Form
Hybrid working: 
The data in this spreadsheet calls for greater support for home working and based on this information I would recommend further data gathering, highlighting the CIPD’s (2023) four sources of evidence.
I would recommend interviews to get more qualitive data of what the employees think of hybrid working as over a third of them, (101) were not sure if they found remote working challenging, which shows some ambiguity answer to this question.
It is fundamental here, that greater support for hybrid workers is provided. The CIPD (2021) report on practical guidance for effective hybrid working suggests training managers on effective team management, including performance, communication, collaboration, and relationship building. Review HR processes to support hybrid work while promoting inclusion and wellbeing. The CIPD (2021a) also advises continuous feedback from employees and managers to assess hybrid work benefits and to regularly review hybrid policies, considering impacts on protected groups and addressing negative outcomes and to recognise that hybrid work is one flexible working form; offering time flexibility also benefits employees and the organisation. 
The CIPD’s Effective Hybrid Working Report (2021b) suggests ideas for managers to support health and wellbeing by regularly checking on hybrid workers’ wellbeing and remote work management and to address overwork and encourage regular breaks. The risks of managers not doing anything would be sickness absence and a further lack of engagement. If managers had further training around hybrid working and people management this could have a cost implication, however the benefits would outweigh the cost. 

Salary: Gender diversity and pay 
In the data, we can see that there are 2 non-binary employees who are on low salaries. The benefits of career progression and additional training for non-binary employees would be increased representation and viability. Non-binary employees in higher positions can serve as role models, encouraging more diverse talent. The risk and financial implications to the organisation would be costs for training and support systems and there could also be the risk of tokenism, by fulfilling diversity quotas rather than by merit. The benefits would be job satisfaction and employee retention.
“Great Places to Work (2021) claim their research shows employee retention is 5.4 times higher in an inclusive workplace” (Smith & Mitchell 2022 p. 160 in Taylor & Woodhams) 
McKinsey (2020) provides convincing evidence that companies in the top 25% for gender diversity on executive teams are 25% more likely to achieve above-average profitability compared to those in the bottom 25% (Smith & Mitchell 2022).
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Business Services 1% 1% 78% 0% 0% 0% 0% 0% 0% 0% 100%
Community Engagement and Partnershi 0% 0% 57% 14% 0% 14% 14% 0% 0% 0% 100%
Customer Services 0% 0% 80% 0% 1 1% 0% 0% 7% 0% 0% 100%
Directors 0% 0% 80% 0% 0% 0% 20% 0% 0% 0% 100%
Facilities 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 100%
Finance 0% 0% 80% 0% 0% 0% 10% 0% 10% 0% 100%
Governance 0% 0% 67% 0% 0% 0% 33% 0% 0% 0% 100%
Green Spaces 8% 0% 92% 0% 0% 0% 0% 0% 0% 0% 100%
Housing 0% 0% 89% 6% 0% 0% 0% 0% 0% 6% 100%
Income Team 5% 5% 89% 0% 0% 0% 0% 0% 0% 0% 100%
T 0% 0% 89% 0% 0% 0% 0% 0% 1% 0% 100%
Lettings 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 100%
Marketing 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 100%
People Services 0% 0% 91% 0% 0% 0% 0% 9% 0% 0% 100%
Property Team 0% 0% 99% 0% 1% 0% 0% 0% 0% 0% 100%
Regeneration 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 100%
Supported Housing 0% 0% 91% 9% 0% 0% 0% 0% 0% 0% 100%
Tenancy Team 18% 0% 82% 0% 0% 0% 0% 0% 0% 0% 100%
Grand Total 2% 1% 91% 1% 1% 0% 2% 1% 1% 0% 100%
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Green Spaces 4.23% 0.38% 4.62%
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Marketing 1.54% 0.00% 1.54%
People Services 3.46% 0.77% 4.23%
Property Team 36.15% 1.92% 38.08%
Regeneration 1.92% 0.00% 1.92%
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Tenancy Team 3.85% 0.38% 4.23%

Grand Total 91.92% 8.08% 100.00%




image6.png
Team

Distribution of 'Team' for each 'Disability status'
40.00%

36.15%
35.00%
30.00%
25.00%
20.00%

15.00%

10.00%
6.92% g 159

soo%  385% 423%

2.23%
3.46% 3.46% 5 go0 3.08%
192%.98 1.54% . 5%
°i’l°° n ke e b S B
0.00% -
o

@‘b@

Team

m Not disabled  m Disabled




image7.png
Average ‘Salary FTE' by 'Gender'

Gender -1/ Average of Salary FTE

Average Female
Average Male

Average Non-binary
Overall Average Salary

£31,900.30
£31,812.18
£19,500.00
£31,757.46




image8.png
Gender

Average Female

Average Male

Average Non-binary

£0.000

'Average Salary FTE' by 'Gender'

£30.000 £35.000
Thousands

£5.000 £10.000 £15.000 £20.000 £25.000

Salary FTE





image9.png
Table2. | reedback scores from a recent employee survey on hybrid working practices.
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The ratings shown represent statements on a scale of 1-5 where:
1= fully agree, 2 = agree, 3 = not sure, 4 = disagree, 5 = strongly disagree

Feedback from 300 employees

I enjoy working from home on some days of the week 112 57 19 94 18
Hybrid working practices support my work-life balance

and well-being. 161 86 1 34 8

I miss engaging with my colleagues in the workplace 7 1 30 155 94
1 feel fully supported when working at home 2 20 18 138 102
1 find working remotely a challenge 10 &3 101 53 73

ult to separate work from my personal life

98 95 23 70 1
69 79 5 82 65
Working from home does not affect cross functional
ion and collaboration with my team 62 73 s 78 101
Since hybrid working has been in place, | feel more
connected to our company culture. 8 178 3 39 7
Working from home allows me to meet my targets 20 60 1 57 142
I can easily access resources at home a7 100 6 35 112
Working from home removes conflict 90 87 7 27 89
I feel less stressed when away from the workplace a1 2 0 5 250

Tget the same amount of recognition about my work
when working from home 70 69

o

71 88





