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Introduction

This report has been prepared to showcase how as People Professionals we contribute to business performance and is separated in 2 section.  Within section 1 of this report you will discover what Evidence Based Practice is, its purpose and importance to the Organisation.  Section 2 reviews both qualitative and quantitative data and provides recommendations based on the findings.  

Section 1 

What is Evidence-Based Practice (AC 1.1)

According to Gifford, Young and Barends (2023) the concept of evidence-based practice (EBP) is to gather and utilise data from multiple reliable sources to enable you to make a sound and fair decision whilst ensuring you gain the best possible outcome.  

(Gifford, Young and Barends, 2023) 
[image: ]
Evidence-based practice utilises diverse models of decision making to help eliminate fads and biases such as “authority bias” which usually happens when the decision-maker has too high opinion of either an individual or organisation that is seen as an authority.  By using the six steps of evidence-based decision making; i.e. asking, acquiring, appraising, aggregating, applying and assessing following gaining data from professionals, scientific research, organisational data (i.e., HR data / consumer data) and stakeholders we can make “decisions through the conscientious, explicit and judicious use of the best available evidence from multiple sources to increase the likelihood of a favourable outcome” (Gifford, Young and Barends, 2023).  

However, it is important to consider that none of the varieties of evidence are sufficient on their own and should be performed and considered as a collective view as each type of evidence carries their own limitations (Elder and Nikodem, 2023). 

As described by Taylor and Woodhams (2002 p.9 - 11) it is therefore imperative as People Professionals, we follow these steps when making decisions otherwise we run the risk of making decisions with bounded rationality ‘heuristically’ based on a false sense of reasonableness.  

This is further backed up by the CIPD (2017) stating that as People Professionals we need to base our research upon ‘critically appraised sources’ instead of being guided by what’s popular or the most up-to-date trend without sufficient evidence that the outcome reached had the desired effect. 

Analysis tools, methods and diagnosing issues (AC 1.2) 
In order for organisations to be able to function effectively in a forever changing environment they need to take into consideration and evaluate the things that affect them the most, whether that be a new employment law (legal) or staff engagement (social) (Bosley, 2023). 
A PESTLE analysis is a management framework that also serves as a diagnostic tool to identify external elements that can affect strategy and shape future organisational decisions (Battista, 2023).  It can be seen as a favourable technique to aid in understanding the context for change and focusing on the areas that will ensure the success of that change.   A PESTLE analysis can also be used in conjunction with a SWOT analysis to further identify potential strength, weaknesses opportunities and threats such as skill gaps or employee engagement (Pathak, 2021).  
[image: pestle analysis environmental analysis]However, it is important to consider when using a PESTLE analysis while it has many advantages such as; providing a holistic view and structured method it does also come with its drawbacks.  These can be seen in the way of ‘paralysis by analysis’ whereby the information gathered is too broad and may not be relevant to the organisation as well as the risk of being influenced by the biases of the person responsible for formulating the analysis; thus, hindering a critically sound decision being made (StrategyWorks, no date).  
People analytics has progressed from HR system reports, headcount, annual and sick leave data to more advanced capabilities such as talent management and workforce planning and data can be gathered in quantitative form or qualitative form to drive organisational change (CIPD, 2022).  
Collecting data via employee surveys can help to gauge how engaged employees are and provide the insights required to drive practice-based decisions (Beebe, no date) and according to (Gandhi and Robison, 2021) highly engaged teams are 14-18% more productive than low engagement teams and further research proves that low engaged employees can result in up to 43% greater turnover for organisations.  
(Parades, 2023)
Critical thinking and how we apply these principles (AC 1.3)
[image: Idea outline]Critical thinking is a skill that allows people to think clearly and objectively about ideas, views, and arguments while building upon the ideology of evidence-based practice (Brooks and Kenny, no date).  
Wooll (2022) believes that there are 5 specific characteristics of critical thinking such as; “dispositions and arguments” to name a few.  Dispositions may include the ability to be open minded while considering the viewpoints of your peers and arguments include the ability to be able to debate your argument by means of supported evidence (Wooll, 2022).  
As previously discussed in (AC 1.1) evidence-based practice and critical thinking can help to eliminate biases when making decisions.  
While heuristic ways of thinking can aid in fast problem solving and decision-making, they can also create oversights.  Heuristic thinking can lead to incorrect judgements about how frequently certain things occur and how characteristic certain items are (Cherry, 2022).  Cherry (2022) further goes on to say when making decisions heuristically we only focus on what “works for us” and need to shift our focus onto the end goal and eliminate the “all or nothing” mindset.  By recognising this as People Professionals we put ourselves in prime position to make sound and logical decisions taking into consideration all the evidence provided. 
This is further backed up by Birt (2023) who describes the 6 main skills of critical thinking as “analytical thinking, good communication, creative thinking, open-mindedness, ability to solve problems and asking thoughtful questions”.  By asking “outcome-based” questions we can gain an insight into other peoples ‘lived-in experiences’ helping us to view the situation in a different light which could deliver a different perspective that we initially bypassed.  By being open-minded and structuring our questions in a reflective manner we can further help to eliminate biases (Birt, 2023).  
[image: Idea outline]However, Ng (2023) argues that as artificial intelligence (AI) becomes more prevalent in our daily lives, concerns regarding its impact on human cognitive capacities, predominantly critical thinking skills, have emerged.  There are concerns that utilising AI systems can result in biases, limit exposure to alternative perspectives, and impair our analytical rational (Ng, 2023).  
Decision-making processes to ensure that effective outcomes are achieved (AC 1.4) 
Organisations must negotiate difficult problems and make strategic decisions that fuel growth and success in today's dynamic business climate.  People Professionals are critical in integrating the company's human capital with its strategic objectives, ensuring long-term viability, and cultivating an innovative culture (Singh, 2023).  
De Bono’s Six Thinking hats uses the idea that you view things from six different perspectives using ‘different coloured thinking hats’ which each represent a different style of thinking (The de Bono Group, 2019).  For example, the white hat should view and take into consideration only facts, whereas the green hat focuses on creativity and fresh ideas being brought forward for consideration.  This process is straightforward yet an effective parallel thinking approach that assists people in being more dynamic, focused, and involved in their work (The de Bono Group, 2019).  
Stakeholder Analysis works by discovering the interests of the organisation’s stakeholders, measuring their impact and how they impact the organisation by following 9 steps; 
1. “Gather information
2. Identify stakeholder groups
3. Map your stakeholders
4. Be specific
5. Prioritise your stakeholders
6. Understand your stakeholders
7. Develop strategies for action
8. Communicate and develop relationships with stakeholders
9. Monitor and review” (CMI, 2020).  
Connelly (2023) describe Kurt Lewin’s Force Field analysis as a strategic tool aimed at determining what is required for change and is applicable in both business and personal settings.  The analysis is used to establish which elements of a situation or organisation drive a person for or against an anticipated outcome, as well as which forces resist the driving forces.  The force field analysis combines with Lewin's three stage theory of change by working to “unfreeze” the existing equipoise, move towards the desired “change”, and then “freeze” the change at the new level, resulting in a new equipoise that resists further change (Connelly, 2023).  
As People Professionals it is beneficial to use decision making tools and approaches to ensure we take into consideration all possibilities, positive and negative, before embarking on a formal decision-making process.  Decision making tools can aid in eliminating bias and helping us to analyse data appropriately all while prioritising an organisations goals and strategies (Hedreen 2023).  Moreover, Hedreen (2023) also goes on to state while financial decisions can be objectively analysed, there is no economic paradigm for moral decision-making. This becomes even more difficult when employees are required to serve as decision-makers, when they are more likely to act on financial incentives rather than what is best - morally or financially - for the organisation.

Ethical perspectives and how these can be used to inform and influence moral decision-making (AC 1.5)
As we know, the business environment is continuously evolving and growing and we must become more diverse in nature to meet the needs and to enable us as People Professionals to function effectively.  While there is no “golden rule” to adhere to it is essential for People Professionals to be able to identify and address ethical predicaments in order to remain using our professional judgement effectively (CIPD 2015).  In this regard the CIPD (2015) have developed a perspective using “Eight Ethical Lenses” to provide different perspectives on decision making during organisational issues.  
[image: ]
(Clark, 2015)

Ethical theories are often classified into two types.  The first is utilitarian theories, which generally focuses on the consequences of the outcomes and the profit benefits and costs to stakeholders, while deontological focuses on the right from wrong while following a clear set of ‘rules’ and is commonly viewed as morally correct (MyEducator, 2023).  
Deontological ethics does not allow you to justify an action by demonstrating that it had positive consequences, which is why it is frequently referred to as 'non-Consequentialist' (BBC, 2014).
Utilitarianism interlinks to the well-being lens of the ‘Eight Ethical Lenses’ and is based upon beliefs that behaviours and organisations should be constructed to foster well-being while centred on three fundamental and common beliefs around ethical behaviour; “about myself and others, about good and bad, and about what I should do” (Clark, 2015).  
Utilitarian’s argue that our activities and organisations should be ethically evaluated based on how successfully they achieve this goal when compared to alternative actions and organisations.  The well-being lens also argues that while organisations don’t always provide fortuitous for development and application of autonomy and work quite often consists of repetitive duties directed by someone else and aimed at the realisation of someone else's ideas, happiness necessitates autonomy, and if work should be beneficial to us, such non-autonomous activity should be modified (Clark, 2015).
Another one of the Eight Ethical Lenses is the Character Lens which feeds into the virtual ethics theory that everyone should endeavour to create the best ethical character.  A character is a collection of deep, consistent, and closely linked psychological dispositions to feel and act correctly.  According to the Character Lens, rather than trying to apply abstract general standards to ethical situations, we should treat people and things we care about rightly and respectfully (Clark, 2015).  
Organisations can create trust, enhance their brand, increase retention rates, develop collaboration within teams, and ultimately drive overall corporate performance by implementing ethical practises and maintaining openness (Forbes, 2023).

How we can measure financial and non-financial performance (AC 3.1)
Performance, both financial and non-financial play a key role in an organisation’s success and key performance indicators (KPIs) can provide an overview and insight into an organisation’s performance (Workhuman Editorial Team, 2023).  
[bookmark: _Hlk116981146]Financial KPI’s can be gathered in several forms; “current accounts receivable ratio” and “net profit margin”; the former measures how organisations pay their companies on time using a specific formula and generally speaking, the higher past invoices that are required to be paid could be a precursor for future cash flow issues as it may indicate the organisation having difficulty collecting money from consumers (Beaver, 2023). The latter, “net profit margin” measures the amount of profit an organisation makes once all expenses are deducted (Beaver, 2023).  Both forms of data in this regard are viewed as quantitative and conveyed in numbers and can be gathered over a span of time to assist in assessing trends or themes (Waite et al. 2021 p.50).
Beaver (2023) also goes on to state that KPIs become even more useful when used to evaluate patterns over time, assess progress against goals and furthermore their importance grows exponentially when used in conjunction with other important KPIs to provide a more holistic picture of the organisation.  
These could be in the form of non-financial measures of performance and are often used by organisations to assess their success and performance in specific areas without taking financial metrics into account (IndeedEditorialTeam, 2023a).  Kenny (2021) further backs this up by stating that only using financial KPI’s can give a false narrative on an organisations success and goes onto state that also using KPI’s to measure things such as engagement (with both employees and stakeholders) and mapping KPI’s accordingly can provide a dynamic portrayal of how your organisation can thrive.  
Ultimately even non-financial KPI’s will have an effect on the financial side of an organisation which backs up further the view that a holistic approach to KPI’s should be taken (Ittner and Larcker, 2003).  Measuring employee engagement can offer several benefits and aid an organisation in informing employees what is required to meet strategic objectives, providing employees with the autonomy to do so, further boosting engagement and having a positive impact on the organisation financially.  
Ittner and Larcker (2003) do however argue that few organisations understand the benefits of measuring both financial and non-financial KPI’s and state that most organisations have made little effort to identify non-financial performance areas that could help them progress their strategic objectives. They have also failed to demonstrate a cause-and-effect relationship between improvements in those nonfinancial areas and increases in cash flow, profit, or stock price (Ittner and Larcker, 2003).  

How People Practices add value to the Organisation (AC 3.2)
According to Taylor and Woodhams (2022) since the early 2000’s professionals liable for implementing employment policies and managing employment relationship issues formally known as “personnel managers” were rebranded as “Human Resource Management” (HRM).  HRM was derived to implement a new way of managing employees which aligned with organisational objectives with the aim of adding value to an organisation (Taylor and Woodhams, 2022).  This incorporated previous personnel roles which were mainly concerned with payroll, staff employment and dismissals, however since the introduction of HRM the focus shifted to a wider perspective to also include but not limited to; employee engagement including absenteeism and retention and monetary benefits such as bonuses (Personnel Today, 2012).  
Return on investment (ROI) is one way to measure the impact People Professionals have within an organisation and according to People Management (2023) workplace absenteeism in the UK is at an all-time high with a significant rise post-pandemic.  It is therefore imperative as HR managers we prioritise employee well-being.  This is backed up by a recent case study by Simplyhealth who stated that by developing a holistic strategy in regard to employee well-being, delivered a positive impact on an organisations ROI in the form of reducing attrition levels by a staggering 38% (People Management, 2023).   
Another way to measure impact is a cost analysis benefit and carrying one out in relation to job vacancies can prove crucial for an organisations ROI.  Vacancies inevitably cost organisations money and the revenue lost as a result of an unfilled post is a simple approach to demonstrate the value of having an efficient and effective recruitment process (Hill and Houghton, 2021).  However, it is important to note for a cost analysis to be of benefit to an organisation in the form of influencing success it requires extensive data and can provide a false narrative if the data collected is either insufficient or not enough (Indeed Editorial Team, 2023b).  
If as an organisation we can reduce our attrition levels by performing exit interviews when employees leave, as well as staff surveys to seek out any trends or themes we can help to reduce our vacancies which will in turn also have a positive impact on our ROI (intelliHR, 2019).  
This is further backed up by Waite et al. (2021) who state that the optimal goal for organisations is to create value and this can include the development of “human capital” by carrying out exit interviews and staff surveys to assist which can also aid in budgeting and understanding ROI.  
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Section 2

Introduction
The second part of this report provides an analysis of data regarding Equality, Diversity Inclusion and Salary which were gathered in quantitative form.  Following on from this there is also results of a recent survey on Hybrid Working Practices in qualitative form.  At the end of the report there will be recommendations made which take into consideration any benefits, risks and / or financial implications the organisation may fall foul to if not adhered too.  

Equality, Diversity, Inclusion and Salary Data 
Employee Gender Statistics 
The statistics reveal that the workforce is marginally male dominant compared to women with there being 140 male employees and 118 female and only 2 non-binary employees which is in line with research by TeamStage (2020) who state that “women account for 47.7% of the global workforce”.  



Ethnicity Per Team 
Within the 18 Departments of which included a total 260 employees, the majority of staff employed (91%) are White British with 38% being in the Property Team.  These benchmarks should be used to explore and understand any cultural barriers or societal hurdles for the disproportionate number of BAME staff in comparison to White British (CIPD, 2023a).  Having a diverse workforce can bring new strengths to the organisation by unlocking potentials of each individual in turn increasing productivity, having an improved and positive cultural awareness as well as positive reputation for the organisation (Ability Options, 2022).  



Disability Status as a whole Organisation / Team
The main proportion of the Workforce do not class themselves as having a disability (92%) however 11 out of the 18 Departments do have a disabled employee which demonstrates a level of equality across the organisation and that those who classify themselves as disabled are not confined to any Department in particular.
Previous research has proven that although over 7 million people classify themselves as having a disability or long-term health condition in the UK, only half are employed, which indicates a large talent pool that we as employers could be overlooking (CIPD, 2023b).


[image: ]


Salary by gender 

The average salary compared between genders shows a disparity of £88 between male and female with females being the highest earner, earning on average £31,900.30 per annum.  It is also worth noting that the top 3 earners with an average top line salary of £110,000, are females in Director Roles of an average age of 54.  This is a direct contradiction to ONS (2023) who state that the gender pay gap between 40 – 49 and older is generally higher by 10.3%.  
Average salary organisation wide 
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The average salary organisation wide is £31,757.46.  The lowest paid jobs are within the Property Team and Green Spaces Team other than one anomaly within the Income Team as an apprentice.  The majority of the low-income earners are male with there being 11 in total with an average age of 47.  This again is a contradiction to ONS (2023) gender pay gap report as stated above.  Of note, there is a conflict between promoting EDI when it comes to employees who identify as non-binary as suggested by the recommendations provided by the Government Equality Officer and ACAS as they are not included in the Pay Gap Report therefore making it difficult to establish an average pay for that category (Penman, 2020).  
Final recommendations
· Ensure recruitment processes are fair and inclusive while eliminating bias to widen the talent pool to include all ethnicities and remove disability discrimination (Miller, 2023)
· Ensure we have the accessibility to offer equal opportunities and inclusivity to those who class themselves as disabled (Purlang, 2022) 
· Review the Organisations EDI policy to ensure it is in line with the Equality Act 2010 (Miller, 2023) to avoid a costly discrimination claim being brought to the organisation
· Review pay scales and job descriptions to ensure pay is fair and in line with the Equal Pay Act 1970 (Cotton, 2023) again mitigating the risk of legal and financial implications to the organisation 

	Recommendation
	Benefit
	Risks if not followed

	Ensure recruitment follows a fair and inclusive process taking into consideration EDI
	· Widen the talent pool 
· Create an inclusive workforce increasing productivity (Ability Options, 2022) 
	· Risk of being taken to an employment tribunal damaging the reputation of the organisation also resulting in severe financial impact if the claim is upheld (Miller, 2023)

	Ensure organisational polices are inclusive 
	· Follows best practice to ensure everyone is treated fairly 
· Sufficient EDI policy can aid in mitigating any claim being brought to the organisation proving reasonable steps had been taken (Miller, 2022) 
	· Negatively impact productivity and employee engagement thus having a financial impact  
· Damage the employer brand (Ali, 2022) 

	Ensure fair pay in line with Equal Pay Act 1970
	· Improve retention rates and mitigate the costs of continuously training new staff (Equality and Human Rights Commission, 2020)
	· Legal and financial implications to the organisations if not adhered too (Cotton, 2023)





Hybrid working practices survey 



It is evident from the survey carried out that over half (54%) of employees feel that hybrid working helps to maintain a work-life balance.  This has many benefits both to the employee and organisation by way of improving job satisfaction, increased engagement, and a reduction in absenteeism (CIPD 2023c).  
However, it is important to note that only 23% of employees felt that they get the same amount of recognition about their work when working from home which is why it is imperative to have an appropriate Performance Management programme in place (CIPD, 2023c).  
A large proportion of employees, 83%, strongly disagreed that they felt less stressed when away from the workplace.  As employers we have an obligation governed by Health and Safety legislation to ‘look after’ our employees and should undertake risk assessments and act accordingly with the results to minimise stress in our employees and this is inclusive off all employees whether they are full time office workers or hybrid workers (Suff, 2023). 
Final recommendations; 
· Review Performance Management processes ensuring they reflect both office workers and hybrid workers advising managers to facilitate regular 121’s to “discuss performance, provide feedback and update objectives (CIPD, 2023b) 
· There is no “one size fits all” approach to hybrid working so ensure a holistic yet fair approach is taken (Financial Times, no date)
· Ensure we have in place family friendly policies to include hybrid / flexible working, maternity leave benefits and shared parental leave (GOV.UK, 2019) 
While taking the above into consideration, organisations may find that focus groups or interviews yield more qualitative information than surveys do, since the former only provides a limited amount of information.  This can be done to gain a wider knowledge of service users and promote collaborative working and encourage debate regarding the issues they succumb to (GOV.UK, 2020).  
	Recommendation
	Benefit
	Implication / Cost

	Promote and signpost to the organisations Well-Being Services where necessary 

	· Assist employees manage stress (CIPD, 2023d)
	· Increased sickness levels resulting in financial implications due to decreased productivity (Palmer and Rolewicz, 2023)

	Ensure we have in place family friendly policies to include hybrid / flexible working, maternity leave etc (GOV.UK, 2019) 

	· Achieve work-life balance 
	· Cost-savings for the organisation on office space when hybrid working is optimised (CIPD. 2023c)
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Employee Gender Statistics




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


Percentage



Ethnicity Per Team 































Asian - Bangladesh	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	0	0	Black - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	Chinese	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	Indian	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	3.8461538461538464E-3	0	3.8461538461538464E-3	0	3.8461538461538464E-3	3.8461538461538464E-3	0	0	0	0	0	0	0	0	0	0	0	Mixed - Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	3.8461538461538464E-3	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	Pakistani	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0	7.6923076923076927E-3	0	0	0	0	0	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	White and Black Caribbean	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	3.8461538461538464E-3	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	3.8461538461538464E-3	0	White British	
Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	2.6923076923076925E-2	1.5384615384615385E-2	4.6153846153846156E-2	1.5384615384615385E-2	7.6923076923076927E-3	3.0769230769230771E-2	7.6923076923076927E-3	4.230769230769231E-2	6.1538461538461542E-2	6.5384615384615388E-2	3.0769230769230771E-2	3.8461538461538464E-2	1.5384615384615385E-2	3.8461538461538464E-2	0.37692307692307692	1.9230769230769232E-2	3.8461538461538464E-2	3.4615384615384617E-2	White Irish	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	3.8461538461538464E-3	0	0	0	0	0	0	0	0	3.8461538461538464E-3	0	0	0	0	0	0	0	0	White Other	Business Services	Community Engagement and Partnerships	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	3.8461538461538464E-3	0	0	0	0	0	0	3.8461538461538464E-3	0	3.8461538461538464E-3	0	0	0	0	0	0	0	7.6923076923076927E-3	Department


Statistic




Disability Status of Organisation 




Total	
Disabled	Not disabled	8.0769230769230774E-2	0.91923076923076918	Disability Status


Percentage




Average Salary by Gender




Total	
Female	Male	Non-binary	31900.296610169491	31812.178571428572	19500	

Hybrid Working Practices Employee Survey 

Fully Agree	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	0.37333333333333335	0.53666666666666663	2.3333333333333334E-2	7.3333333333333334E-2	3.3333333333333333E-2	0.32666666666666666	0.23	0.20666666666666667	2.6666666666666668E-2	0.13666666666666666	0.15666666666666668	0.3	0.13666666666666666	0.23333333333333334	Agree	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	0.19	0.28666666666666668	4.6666666666666669E-2	6.6666666666666666E-2	0.21	0.31666666666666665	0.26333333333333331	0.18	0.59333333333333338	0.2	0.33333333333333331	0.28999999999999998	1.3333333333333334E-2	0.23	Not Sure	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	6.3333333333333339E-2	3.6666666666666667E-2	0.1	0.06	0.33666666666666667	7.6666666666666661E-2	1.6666666666666666E-2	1.6666666666666666E-2	0.01	3.3333333333333335E-3	0.02	2.3333333333333334E-2	0	6.6666666666666671E-3	Disagree	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	0.31333333333333335	0.11333333333333333	0.51666666666666672	0.46	0.17666666666666667	0.23333333333333334	0.27333333333333332	0.26	0.13	0.19	0.11666666666666667	0.09	1.6666666666666666E-2	0.23666666666666666	Strongly Disagree	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	0.06	2.6666666666666668E-2	0.31333333333333335	0.34	0.24333333333333335	4.6666666666666669E-2	0.21666666666666667	0.33666666666666667	0.24	0.47333333333333333	0.37333333333333335	0.29666666666666669	0.83333333333333337	0.29333333333333333	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	
I enjoy working for home on some days of the week	Hybrid working practices support my work-life balance and well-being.	I miss engaging with my colleagues in the workplace	I feel fully supported when working at work	I find working remotely a challenge	I find it difficult to separate work from my personal life when working from home 	Hybrid working practices make me more productive	Working from home does not affect cross functional  communication and collaboration with my team	Since hybrid working has been in place, I feel more connected to our company culture	Working from home allows me to meet my targets	I can easily access resources at home	Working from home removes conflict	I feel less stressed when away from the workplace	I get the same amount of recognition about my work when working from home	Question


Response
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Gender

Average of Salary FTE

Female £31,900.30
Male £31,812.18
Non-binary £19,500.00
Grand Total £31,757.46
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