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1. [bookmark: _Toc169470188]Evidence-based practice (AC 1.1)
Evidence -based practice addresses the importance of making decision based on trustworthy sources and available evidence . (CIPD, 2023 d)
The aim is to move the decision making away from intuitionism , imitation and blindly following examples from the past towards more reliance on reliable , relevant and proportionate research ,scientific evidence and critical thinking.
So, it will improve performance and increase competitive ability of organisation.
For better understanding , there is a need to define the term ‘evidence’. The definition of evidence in the oxford English dictionary is : “the facts , signs ,or objects that make you believe that something is true”(Oxford Dictionary, 2024).
Even though EBP Focuses more on data , it still does not ignore experience. However , relying on experience alone may lead to bias an error , causing decision makers to follow fads. A practitioner may assume that  following a practice from another successful organisation is the easiest and fastest option since it has proved its credibility .however , a successful practice in  one organisation may not have the same yield I another organisation (CIPD, 2016).
Not all evidence is reliable , so the acceptable evidences are those  that are collected through a systematic approach, such as :
· Scientific Evidence 
· Organisational evidence 
· Experiential evidence
· Stakeholders evidence (CIPD, 2023 d).
Although this wide definition of evidence , it would be an error to assume that , in the real life , all forms of evidence are equally important. .
Tranfield  et al. deliberately used the term ‘evidence-based-informed ‘rather than ‘evidence-based’ because in management there is a need to recognise that evidence alone is often insufficient and incomplete and to support decision-making only by limiting the available options. Thus , they state that scientific research evidence is not only factor used in Evidence-Based-management. And since not all forms of evidence are equal of validity by practicing the  6 A’s , Asking , Acquiring, Appraising, Aggregating, Applying, Assessing  ,we can achieve the critical thinking  to help our evidence ( CIPD , 2023 d).
A manager notices that their team morale is low and absences due to work related stress are occurring on a regular basis. Management needs to identify the problem by holding team meetings, or 1-2-1 meetings with their team, and using the evidence to search for effective stress reducing strategies. Additionally, consulting with the HR department can help identify feasible interventions, such as: retraining, flexible hours, reducing workload, and referral to the occupational health department. The manager can monitor the outcomes by scheduling regular meetings, surveys and reviewing absence records.

2. [bookmark: _Toc169470189]Analysis tools and methods (AC 1.2)
Any organisation that seeks to continuously improve its performance and increase its capacity to adapt to changes sold seek to use organisational development methods. Organisational development is a set of methods and processes that help organisations to grow and improve its performance and productivity .
There are a wide range of academic tools available such as PESTLE, Porters five forces model and SWAT analysis. This assignment has specifically focused on SWOT analysis that can be combined with the provided analysis Method which will be explained later on. 

[bookmark: _Toc169470190]              SWOT analysis
The first step to using SWOT analysis is to list the strength, weakness, opportunities and threats, each one separately and accurately .the two-term strength and weakness refer to the internal situations of the business , and opportunity and threat talk about the external environment of the business. It is advised to use PESTLE analysis with other techniques , such as SWOT and Porter’s five Forces for better
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The following can be examples of strength and weakness in an organisation (SW):
· Accessibility to technical and specialised knowledge
· Very productive or unproductive organisational culture
· High or low share of human resources
· High or low motivation of the workforce

Conversely , the following can be example of opportunities and threats in the business (OT):
· Stability or instability of laws in the field of activity of a business
· Change in the population pyramid and demographic characteristic of the society
· The changes that occur in the technological infrastructure of the country
· Strengthening or weakening the country’s political relationship with other countries.

In the end , it must be said that SWOT analysis , along with its many advantages , also has limitations, such as:
· Subjective evaluations
· The difficulty of recognising external factors as threats and opportunities, not recognising them from each other
· Providing conflicting strategies at times.

[bookmark: _Hlk169472400]There are various qualitative and quantitative methods to analyse organisational issues, such as interviews, surveys, polls, and focus groups. Surveys can collect quantitative data from a large population quickly, but they may not be suitable for every organisation due to factors like geography, time, and employee numbers. Interviews provide in-depth qualitative insights but are more time-consuming. Engagement surveys, which are qualitative, help address specific issues by asking questions like "Do you feel recognised for your achievements?" and "Do you receive adequate support from management?" HR teams should act on feedback to prevent employee disengagement, prioritising manageable suggestions.

Even though Holbeche ( 2012) suggest that  survey for employee engagement can help management to identify workplace issues , it also notes that internal surveys may have a negative effect .employees may not respond genuinely due to concerns  about confidentiality .using an outside company to overlook the survey can solve employees concern.


3. [bookmark: _Toc169470191]Critical thinking (AC 1.3 )
Critical thinking helps us understand and handle situations using all available facts and information. Critical thinking at work involves organising facts, data, and other information to define a problem and find effective solutions. Critical thinking involves gathering data, asking thoughtful questions, and analysing solutions. For instance, human resources must use critical thinking to understand a conflict between two employees and determine how to resolve it (GCFGlobal, n.d.).
According to Howlett (CIPD 2019) there are three parts to Critical thinking:
· “Critiquing the ideas, opinions and arguments of others”
· “How they construct arguments and opinions themselves that they are communicating to others”
· “To identify when others are using critical thinking” 
Using these elements, people may design a strategic discussion in meetings, most especially cross-functionally when there could be knowledge gaps amongst participants.
HR professionals must be able to critique others' ideas, beliefs, and arguments, build logical and good          arguments, and spot critical thinking. Evidence-based decision-making and strategic talks require this   competence to ensure sound thinking. Critical thinking puts HR professionals on par with other executives who have formal training in this area, helping them avoid typical mistakes and enhance relationships and   outcomes, according to Warren Howlett and Tim Coburn (CIPD, 2019).
 Tim Coburn (CIPD, 2019) believes critical thinking provides us with three main benefits . first of all a set of standards that gives us quality criteria to evaluate our thoughts, process and outcome of thinking ,as well as purpose behind our solutions. Secondly , critical thinking helps us identify common errors such as Jumping to conclusions based on  previous experiences in a similar situation .Necessary and insufficient condition, while a solution might seem Necessary , it may not be sufficient and only address part of of the problem. Additionally , critical thinking helps us recognise and questions appeals to tradition , such as believing a method is correct simply it has always been that way in the past.
Nowadays people’s knowledge is increasing day by day .Critical thinking makes people search for different issues and increase their information , and it helps employees to perform better in work-related group or in meetings.

4. [bookmark: _Toc169470192]Decision making-process (AC 1.4)
            Herbert Simon (1957)  discovered and explained two different types of decision-     
            making processes:
Rational Decision-Making: Practitioners try to choose the available option that gives them the most satisfaction. This involves spending a lot of time and effort searching and going through all possible options. Simon emphasises that practitioners need to identify the problem and determine the necessary steps to resolve it. Prioritise the criteria based on their importance and make a list of possible solutions to assess each option against the decision criteria and choose the best solution.
Satisficing Decision-Making: Practitioners are content with selecting the first satisfactory option that meets their criteria (Heshmat, 2015). Practitioners select the first response that satisfies their needs rather than searching for the optimal one. When judgements must be made quickly, this approach can be effective since it is less time-consuming. List the bare minimum requirements that a response has to fulfil. Seek alternatives that meet these requirements. Evaluate each choice quickly to determine whether it satisfies the requirements. Select the first option that makes sense.
By presenting the technique of six thinking hats, De Bono teaches those around him not to think one-dimensionally but to expand their thinking in creative ways (De Bono, 1985). Finally, with prudent coordination, they classify the results and use them in decision-making and problem-solving. In this technique, people change their thinking style based on the colour of their hats by putting each hat on their heads and trying to play a role. One of the most important obstacles to thinking in different fields is our defensive performance. By putting on each of the hats, we give ourselves the opportunity to think and talk about different issues without bias and prejudice, embodying the role and characteristics of that hat.
White Hat : this hat concrete facts, information and figures. The person wearing this hat should express the facts impartially , and interpretations and analysis have nothing to do.
Yellow Hat : Yellow is a sign of sunshine and positivity . this hat represents positive constructive thinking. Based on merits and advantages.
Black Hat: also known as Risk hat  specifically emphasises on negative logical opinions and what could wrong , regardless of existing knowledge and experience in that field.
Red Hat: Unlink eth white hat , this hat relies on emotions,  anger , passion and exitement.it is these feelings that creates our thinking and change it to our requirements of the time.
Green Hat: it is symbol of creative and lateral thinking , and it is to expressed creative solutions and ideas
Blue Hat: This hat focuses on thinking .the blue hat is the controller and organisers of thoughts  and evaluates the opinion of other hats.
When used in people practice, this method helps the mind get in balance and order. It helps professionals make smart choices by looking at a problem from different angles, weighing the pros and cons, exchanging ideas, and coming up with creative solutions before making a final choice. This technique helps the mind get in order and balance, which helps people make the best decisions by looking at a problem from different angles, weighing the pros and cons of each point, talking about their thoughts with others, and then coming up with creative solutions before making a choice (De Bono, 1985).


5. [bookmark: _Toc169470193]Ethics (AC 1.5)
According to Armstrong and Taylor, “Ethics is concerned with making decisions” and judgments about what is the “right course of action to take” (Armstrong and Taylor, 2020). The selecting and recruiting procedures in particular are greatly impacted by ethics in human resource management. Ethical processes specify how employers should handle sensitive employee information and ensure that the selection process is conducted fairly and without discrimination. By making decisions in harmony with the ethical principles of the organisation, managers can increase employee commitment and motivation by creating an ethical environment. This approach benefits the organisation by optimising its capabilities (CIPD, 2024 a).
Ethical principles within an organisation influence not only work behaviours but also serve as a main guide for creating a healthy and positive work culture. Hence, each organisation follows a code of conduct, a set of guidelines and rules designed to determine acceptable behaviour for members of the organisation. Employees follow this strategy when making choices and acting, making sure they are moral, responsible, and in line with the company's values and goals (CIPD, 2024 a).
According to Armstrong (2014), A framework for HRM to assess their policies and procedures is provided by a variety of ethical concepts. Knowing these viewpoints can have a substantial effect on the process of making moral decisions.

According to utilitarianism, the purpose is to maximise happiness. Consider which option will make everyone happy and healthy while making decisions and taking action. Unlike Deontology utilitarianism may not always tell individuals what is right or wrong. Utilitarian principles influence HR choices to benefit the majority. This method is used in organisational restructuring to maintain company and staff wellbeing despite tough decisions. For instance, during the COVID-19 pandemic, HRM had to decide that some workers had to be let go because the company couldn't afford to keep them on. They had to weigh the effects on those affected against the need for the company to stay in business and keep most of the jobs (Armstrong, 2014).

Deontology focuses on duty and moral principles arising from generally accepted rules that guide actions. It is a moral theory that uses rules to differentiate correct from incorrect behaviour, such as “Don’t lie, don’t steal, don’t cheat, respect others,” etc. Unlike Utilitarianism, Deontology emphasises the importance of following ethical principles regardless of the outcome. In people practice, deontological ethics guarantee HR practices are founded on explicit, widely recognised ethical norms. For instance, non-discrimination in hiring and promotions promotes workplace justice. 

By using Eight Ethical lenses practitioners can view the issues from different aspects to gain Deontological views and what is wrong or right .these eight lenses of fairness, merit, market, democracy, well-being, rights and obligations, character, and passing down are means of directing decision-making and workplace behaviour. Though there is no general way to resolve ethical difficulties, these lenses assist managers in addressing particular issues like diversity rules and anti-bullying laws by taking into account the particular circumstances of each scenario (CIPD, 2015).

Another Ethical approach is shareholders theory suggests that organisations should serve all individuals affected by their operations, including employees, customers, suppliers, local communities, environmental groups, and government bodies. According to this theory, companies should work to assist these stakeholders as it leads to genuine long-term success (Armstrong, 2014).For example if an organisation facing Financial difficulties and demanding to reduce number of employees , by this ethical approach HR team can offer other options such as reducing hours , job share , extra training .

Understanding and implementing utilitarianism, deontology, and stakeholder theory helps HR practitioners make ethical judgements that line with the organisation's values. This method improves work culture, morale, and long-term success.


6. [bookmark: _Toc169470194]Financial and non-financial performances (AC 3.1)
Both financial and non-financial performances have an impact on an organisation's success. To measure performance, it is necessary to consider both .Previously, the performance of an organisation was only measured on a financial aspect; however, it is important to highlight the importance of non-financial performance (soft skills) on the organisation's performance.
Mullins (2010) argues that financial measurements alone are insufficient for measuring an organisation's performance because they ignore the soft skills that support and drive its financial success. Flexible balanced scorecards examine financial and non-financial variables. While it doesn't need benchmarking, connecting the scorecard with the organisation's strategy can help it achieve its goals. Since financial indicators can be confusing for non-experts, the balanced scorecard fosters inclusion, helping stakeholders understand and make evidence-based decisions (chartered global management accountants, 2013).
Some successful strategies are the EFQM Excellence Model Mullins (2010).this practical framework that provide a holistic framework for the whole of organisation, and the basis for sustainable excellence. Enable them to  track and measure progress through a robust scoring methodology. The EFQM methodology, uses nine financial and non-financial models to identify performance issues. It involves five enablers to achieve four results, supporting Mullins' claim that soft skills drive financial performance and organisational survival.Results :
· Customer results
· People results
· Society results
· Business results
Enablers :
· Leadership
· Strategy, 
· People 
· Partnerships and resources  and processes
· products and services





Net profit margin is a very important financial metric that measures the percentage of revenue left after calculating and taking away all expenses. This metric is vital for evaluating an organisation's profitability and efficiency in controlling its overall expenses, offering valuable insights into the financial health of the business. However, if the focus is mainly on profits, it would take attention away from income growth and the long-term success of the organisation and its stakeholders. Also, external factors such as taxes and new regulations can have a big impact on the net profit margin, which may now show the organisation's efficient running.
A Close Look at It In order to fully understand a business's financial health, it is crucial to combine the net profit margin with other metrics. For example, a high net profit margin is good, but if the company's sales are going down, that could be a sign of a risk in the future. Also, because different industries have different cost structures, comparing their net profit margins can be misleading.

Employee satisfaction measures how involved workers are in a company. This non-financial metric directly impacts productivity, innovation, and retention. It's crucial to organisational success and must be measured and managed. Satisfied employees foster a positive work culture and teamwork. Surveys can be subjective, so both quantitative and qualitative data are needed. Aligning satisfaction with strategic goals, like productivity metrics, shows its effect on performance. It also requires time and finances.


[bookmark: _Toc169470195]7.	Adding value and measuring impact
Add value is employee’s main contribution to the success of the organisation. Human resource development provides a framework through which employees develop their individual and organisational skills. People’s capabilities and competence can only emerge and develop as a result if they are continuously monitored and valued .
Effective factors in the process of Empowering employees : 
· Clarity of goals, responsibilities- employees must be aware of their job description , organisation’s goal and mission
· Trust- Organisations need to foster a healthy work environment, foster cordial relationships among staff members, and build manager-employee trust.
· Organisational moral and belongings- managers should respect employees and help to solve their personal problems
· Job promotions- Organisations should act to improve workers' job content and upgrade their technical and specialised information.
· Recognition of appreciation – the appropriate salaries and reward received with the work that employees do.
· Participation and working group- assigning authority to workers at various levels and incorporating their ideas and opinions into decision-making as well as their collaboration in enhancing and expanding the organisation's operations.
· Communication- communication and easy access of employees to managers and supervisors. Informing employees about the current affair of the company in relation to their work area.
· Work environment- Health and safety , reducing the pressure and tensions in the work environment.
· Job Information- existence of effective training  
To make sure that people practices are working and add value it is very important to analyse and measure their impact using various methods, such as cost-benefit analysis and return on investment (CIPD, n.d.).
[bookmark: _Toc169470196]             Cost-Benefit Analysis (CBA):
CBA is a methodical cost-benefit analysis estimates alternative strengths and weaknesses for a particular course of action. It helps choose the best way to maximise benefits and save money. Comparing the costs of a certain people practice (like training programmes) against the benefits it brings, like better employee performance and lower turnover rates, is what CBA is used for in HR. This helps make the case for spending money on HR projects and makes sure that they are useful to the company ( Conquer HR, LLC, 2023).
[bookmark: _Toc169470197]             Return on Investment (ROI):
ROI, or Return on Investment, is a metric that quantifies the profitability of an investment by comparing the financial gain or loss to the initial investment amount. It is a metric employed to assess and measure the effectiveness of an investment or an idea .ROI for HR practices can be calculated by many ways. one is by comparing the financial benefits (e.g., increased productivity, lower absenteeism) to the costs of implementing them (CIPD, 2023 b).
This helps assess HR practices' financial impact and make more correct and reliable decisions about future people practices investments. Any organisation's ability to succeed depends on its people practices and their input, which also help to achieve overall business objectives. Organisations may quantify the effects of these practices and make sure they add value and support the investment in human resource initiatives by using techniques like ROI and cost-benefit analysis.





















[bookmark: _Toc169470198]Task 2
Analysis of data ( AC2.1, 2.2,  and 2.3)



a) [bookmark: _Toc169470199]Percentage of each gender by type


This chart shows the percentage of gender of employees, the proportion of male and woman is almost the same with male 9% more than female. Also 1 % Non- binary










b) [bookmark: _Toc169470200]Ethnicity per team ( %)


The above chart shows different ethnicities per team; while white British has the majority in all teams, we can see a big difference in property teams compared to the others. It is advisable to review the organisation's recruitment policy to remove any bias and discrimination. Identifying and addressing the difficulties faced by ethnic minorities in career progression.(CIPD, n.d) For example, short courses that can update their existing qualifications to the same level as those in the UK.













[bookmark: _Toc169470201]c) Organisation and each team disability ( %)
This pie chart shows the overall percentage of disabled employees (8.08%) in compare of Non-disable employees (91.92%) within the organisation.




The above bar chart shows the percentage of disabled and non-disabled employees across different departments within the organisation.
According to these data, the majority of the employees are non-disabled. This may indicate either a low representation of disabled individuals in the organisation or that they are possibly underrepresented. For example, an employee may fear that by mentioning their non-visible disability, they may be discriminated against and lose future promotion opportunities. It also shows that diversity and inclusion efforts may be inconsistent within different departments. Employers should look into their recruitment process, offering accessible formats and training for the recruitment managers to raise disability awareness and familiarise them with the benefits of diversity and how to evaluate a disabled person at an interview. If possible, accommodate accessible facilities at the workplace, such as ergonomic workstations, accessible bathrooms, etc.

[bookmark: _Toc169470202]d) e) Salary difference across genders and overall average salary paid by the organisation.



There is a substantial pay gap between male employees and employees of other genders.

The highest salary for a female employee is £188,840 per year, whereas the highest salary for a male employee is £708,000 per year. This shows a pronounced disparity in compensation, indicating a need for a thorough review of pay practices and potential corrective actions.

It may be beneficial to identify and address unjustified pay gaps, create salary bands, and regularly review and adjust salaries to maintain equity. We should standardise the hiring process to mitigate biases and establish unambiguous promotion pathways and criteria. Support work-life balance. Mentorship programs to support career development.

Pay gaps as well can lead to low morale within the organisation; they can also High turnover and replacing employees are costly due to the cost of recruitment, training, etc., which can result in legal action.








[bookmark: _Toc169470203]Hybrid working Survey 

the following finding is from a 300 employees survey which was taken regarding the hybrid working:  

Note : This analysis has removed the results for “3 = not sure” in order to increase the accuracy of the findings. 
Enjoyment and Well-being:
Results show that 60% of workers like being able to work from home some days, while 40% do not. 85% of workers agree or fully agree that hybrid work arrangements are good for their health and work-life balance, while only 15% disagree or strongly disagree.
According to CIPD (2024). One recommendation is to Improve support  through virtual team-building and regular check-ins to reduce isolation and missed colleague encounters Another recommendation Supporting by Offering remote IT support, ergonomic exams, and mental health services (CIPD, 2024 c).
Social and Support Aspects:
 92% of workers miss interacting with co-workers and 85% feel like they don't get enough help when they work from home, only 63% feel more linked to the culture of the company since mixed working began.

By looking at the data one recommendation that can be provided is to Prioritise online team building activities. Furthermore, is to consider remote employees might feel more connected to the corporate culture with regular updates from leadership on objectives, successes, and changes .
            Challenges and Productivity:
52% of workers struggle with remote work, hybrid working is equally productive for 50% and difficult to separate from personal life for 67%.
Managers to Encourage workers to create clear work-life boundaries, time management workshops and a separate workstation may help (CIPD, 2024 c).
Communication and Collaboration:
The effect of remote work on cooperation and communication across departments is something that can be looked into. Among those who have considered the possibility that telecommuting improves communication 39% agree and 61% are unsure.
Managers can Improve team cooperation through investing in tools such as communication tools and platforms (CIPD, 2024 c).Setting up regular teams’ meetings and joint projects improve cross-functional collaboration and other etc 
Conflict and Stress:
60% of employees report less conflict and 84% less stress working from home.
Insuring that remote workers feel valued and appreciated for their work by creating a reward programme. 
Recognition:
People have different opinions about whether or not they get the same amount of credit when they work from home. 47% agree or fully agree, while 53% disagree or strongly disagree.
Mangers to Create a remote employee recognition programme to show appreciation for their work with regular comments and praise to team member who work from home.
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Gender (%)




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

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	



Organisation Disability Percentage



Disabled	Not Disabled	8.0769230769230774E-2	0.91923076923076918	

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	



Salary diffrences and the avrage salary in teh organisation 

Female	52500	63090	129000	87000	21800	44600	135000	45200	69000	117500	189480	71250	48000	73500	25000	25500	25600	25690	79500	26540	26750	53790	26900	27090	165000	28000	57000	57800	28955	29500	29600	29855	29900	120840	31000	33200	100275	33500	68000	34500	37455	38500	38850	39465	39950	41255	41500	41555	42000	42500	43000	88000	45000	46200	46800	48000	62500	130000	144000	98500	102500	140500	Male	231330	22000	22300	45000	22555	23000	47000	47370	72000	24750	25600	26500	107000	26895	82500	427500	29000	708000	59710	181260	32000	617500	100275	134000	169750	34500	140000	77000	81000	82000	42000	42500	42565	138000	46895	96000	48950	62000	65000	72000	98500	Non-Binary	17500	21500	Average	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	31757.46	
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