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Introduction
This report aims to offer the senior management team a thorough insight into evidence-based practice (EBP) and its significance in enhancing critical thinking and decision-making within the organisation. 
Evidence Based Practice (AC 1.1)
Evidence Based Practice (EBP) developed to bridge the gap between theory and practice in the nursing discipline (Mackey and Bassendowski, 2017). Since the mid-90s, this concept has been slowly adapted by other disciplines such as human resources, psychology, mental health, education, social work, and policing to enhance their practices (Briner, 2017). EBP entails a diligent process of actively seeking and gathering relevant, high-quality evidence (conscientious), rigorously evaluating this evidence to take well-informed assessments (judicious), and explicitly stating how the evidence was used in making decisions (Briner, 2018).
Generally, in Human Resource Management (HRM), decisions are often made based on some form of evidence, but the quality of the evidence is frequently overlooked (Briner, 2018). This oversight can result in decisions being made on hunches, biases, heuristics, and personal preferences, leading to poor outcomes (CIPD, 2023b; Barends and Rousseau, 2018). Incorporating the following four types of evidence, such as scientific insights (research findings), organisational data, practitioner experiences, and stakeholder perspectives in HRM ensures to follow the foundational principles of EBP (Briner, 2018).
EBP forces the HR professionals to explore two fundamental questions effectively; what are the important problems for the organisation and which solutions or interventions are likely to help (Briner, 2013). In response to that, HR professionals critically evaluate the evidence and make good decisions. In addition, it enables professionals to develop new knowledge and understanding based on reliable sources, allowing them to make ethically sound decisions for a given issue (Claes et al., 2015).
There are several EBP models used in the organisational domain, one of them is evidence-based decision making proposed by CIPD (2023c). This model follows A systematic six-step approach for making decisions effectively. They are, identifying an issue, conducting a thorough search for evidence from various sources, critically evaluating its relevance and reliability, synthesising the evidence collaboratively, integrating it into the decision-making process, and ultimately assessing the outcomes to enhance the probability of a positive result. For example, research used to shed light and propose ways in attracting the right candidates to the right jobs and offer helpful suggestions to HR professionals to overcome biases and errors of judgement (CIPD, 2015).
However, there are barriers to evidence-based management, such as a lack of trained management practitioners in organisations to critically evaluate the trustworthiness and relevance of the available evidence. Moreover, obtaining crucial organisational information might be challenging, and the existing evidence may lack quality (Barends and Rousseau, 2018). Although scientific evidence, such as research findings, may inform about current practices and trends, at times it may be incomprehensible or irrelevant for organisations. For example, modern day organisations are managing a diverse workforce, hence, interesting in creating a psychologically safe workplace for them (Opara et al., 2020). Although, there is plenty of research findings available on psychological safety, they seldom focus on minority groups’ psychological safety in their workplaces (Opara et al., 2020). Hence, research findings only offer an incomplete solution to the organisations for facilitating a psychologically safe workplace.
Analysis tool and Analysis Method (AC1.2)
PESTLE Analysis
PESTLE analysis is a management tool that stands for Political, Economic, Social, Technological, Legal, and Environmental factors. This analysis helps organisations to understand the factors outside the organisational environment (Buye, 2021); enables them to evaluate the key factors that affect the business directly and indirectly (CIPD, 2023a) and deal with them effectively. For example, when PESTLE analysis is used in business planning, the outcome informs the direction, growth targets, and risks of the business (CIPD, 2023a), so that they can plan solutions by identifying and understanding long-term trends. PESTLE is used in a range of organisational domains such as organisational change, people strategies, workforce planning, etc. (CIPD, 2023a). Although it provides a simple framework to use, which may have the risk of oversimplifying the data.
Interviews
There are a range of analysis methods used in organisations such as interviews, observations, job analysis, surveys, focus groups, etc. (Taylor et al., 2022). Different methods offer different advantages and have limitations. For example, interviews are widely used as a method for gathering data (Taylor et al., 2022). This method is useful when the researcher needs to explore experiences, views, and motivations of individuals on specific issues (Gill et al., 2008). The data generated via this method helps the organisations to understand and capture broad perspectives on issues such as organisational culture, psychological contract, employee engagement, etc. (Taylor et al., 2022). However, this method may be time consuming. Moreover, it may be susceptible to participant subjectivity and social desirability bias. Equally, it has limited generalisability due to the small sample size in comparison to surveys (Taylor et al., 2022). However, the HR professionals need to evaluate the needs and the benefits of using a method over the time commitment and decide which method to use.
Critical Thinking (AC 1.3)
Critical thinking is generally based on the following principles, they are clarity, accuracy, precision, relevance, depth, breadth, logic, significance, and fairness (Paul and Elder, 2009). In the critical thinking process, the above-mentioned standards are applied to maintain receptivity while listening, carefully observing, and identifying gaps in the information presented. This process enables the critical thinker to thoughtfully question one's own and others' ideas, distinguishing between facts and assumptions (Howlett and Coburn, 2019), and learning to identify and stay clear of one's own and others' biases (Kivunja, 2015).
Critical thinking is crucial in human resource management as it provides numerous benefits, including effective decision-making, problem-solving, innovative solutions, strategic planning, conflict resolution, and talent acquisition (Kivunja, 2015). HR professionals in people management roles need to make effective decisions daily. Honing critical thinking skills enhances their capacity to think effectively and impartially when assessing their thoughts, viewpoints, and arguments, enabling them to make better decisions (CIPD, 2019b).
Critical thinking offers insights into proposed ideas, theories, and concepts. It allows the thinker to question oppressive ideologies, liberate novel ideas, and align them with current issues (Lee, 2012). For instance, when critical thinking is employed in the context of continuous learning, organisations are more likely to embrace new information and adapt a vital approach for staying well-informed about knowledge and industry trends in the dynamic field of human resources (Elliott and Turnbull, 2004).
Decision making processes (AC 1.4)
De Bon’s six thinking hats model 
De Bono proposes a simple and effective model called six thinking hats to overcome emotions, helplessness, and confusion which were posed as a barrier for practical thinking (Kivunja, 2015).
The metaphor of the six thinking hats symbolises six distinct cognitive strategies for critically thinking about and analysing an issue or problem to come for a suitable resolution. In this metaphor, the hats are colour-coded as Black, Blue, Green, Red, White, and Yellow. Each representing a unique logical and philosophical approach to the critical examination and solution of a problem. The Black hat emphasises careful critical thinking and examining alternative approaches to the presented problem. The Blue hat involves organisational critical thinking to address the issue, while the green hat explores creative methods and generates ideas for solving the problem. The Red hat focuses on the personal emotions of stakeholders related to the issue. White hat thinking aims to gather information that helps resolving the problem, and lastly, the yellow hat adopts an optimistic approach to issue resolution (Kivunja, 2015). 
Although this framework could be criticised to oversimplify complex issues, it enables parallel thinking. Each person will be wearing the same hat at the same time, so each one of them will be considering all angles and views. Equally each one will wear one hat at a time, this structured approach will avoid confusion and add clarity (Payette & Barnes, 2017).


Stakeholder Analysis
A stakeholder for an organisation is an individual, organisation, or group that has interests in the outcomes as they would be affected by the results of an action or a change (Yawson and Greiman, 2014). Stakeholder Analysis represents an approach focusing on acquiring insights into the behaviour, intentions, and relationships of the stakeholders. It evaluates various interest groups involved in a particular issue and their capacity to impact or be impacted by the ultimate outcome (Parmar et al., 2010). For example, if the stakeholder analysis is used in business planning, it helps the organisation to understand the stakeholders’ behaviours and interests so the organisation can keep this in mind when making decisions (Yawson and Greiman, 2014). 
Although this method helps identifying potential allies and threats, the data is only valid for a short period of time as stakeholder interests and intentions are subject to change; therefore, organisations need to do this analysis often (Brugha, 2000).
The Kepner-Tregoe effective thinking model
The Kepner-Tregoe framework takes a holistic approach and follows the principle that if the right things are done in the correct order, it will effectively solve issues (Markopoulos et al., 2022). The model proposes a four-step approach; the first step is understanding what is going on, followed by identifying the causes of the situation, then deciding based on gathered information, and finally, reducing risks and enhancing possibilities. When individuals and teams follow this approach and consciously and intentionally analyse the information, they subsequently reach a solution and solve the issue at hand (Markopoulos et al., 2022).
This model is used in organisations to successfully predict employee performance. However, while this model works well with employees, it needs further development to accommodate leadership engagement (Markopoulos et al., 2022). Furthermore, this four-step approach involves thinking differently, which may take time for employees to adopt this mindset; therefore, it may not be suitable for time-sensitive issues (Markopoulos et al., 2022).

Ethical Perspectives in decision making (AC 1.5)
CIPD (2019b) describes ethical practice as “Building trust by role-modelling ethical behaviour and applying principles and values consistently in decision-making” and proposes eight ethical lenses, such as fairness, merit, democracy, well-being, right and duties, character, and handing down to use in decision-making processes. There are several ethical perspectives practiced in decision-making; the following sections will explore three of them.
Kantianism
Kantianism views an organisation as a moral community and everyone in an organisation, from managers to employees, deserves to be treated with respect and allowed autonomy (Bowie, 2007). Therefore, business practices need to have an obligation to provide meaningful work to employees, support them in exercising autonomy in their jobs, allow them to develop themselves, and should not interfere with their self-development (Bowie, 2007). This is in line with CIPD's ethical lenses such as Merit, Fairness, Democracy, Well-being, and Character in ethical decision making (CIPD, 2015). In the present day, organisations that bound by sound ethics and guided by good principles are proved to make sound decisions.  It not only enhances their reputations but also empower their employees to follow suit. This, in turn, has a positive impact on employee motivation, commitment, loyalty, retention, and employee relations (CIPD, 2019b). 
However, whether Kantianism is fully applicable to the current business world is debatable. For example, Kant's view of morality states that actions shouldn't be contaminated by self-interest, but even the most rational organisations have an interest in profits (Bowie, 2017). Furthermore, Kant's perspective overly focuses on morals and ignores social, cultural, and psychological conditions (Dierksmeier, 2013). However, Kant’s insistence on moral motives has a positive contribution to business ethics (Bowie, 2017).
Altruism
Altruism views organisational practices should benefit their employees regardless of the consequences (Furnham et al., 2014). Studies have shown that promoting altruism in organisations improves organisational effectiveness (Kannungo and Conger, 1993). This can be supported by Social Exchange Theory (SIT). It proposes when someone is rewarded with positive actions, they tend to reciprocate (Zafirovski, 2005). Thus, when organisational actions benefit employees and customers, they tend to show more commitment and loyalty, as indicated above. For example, Handelsbanken, a Swedish bank, has been doing extremely well for more than 47 years and is one of the top performers in the stock market. The CEO reasons their success to advisors focusing solely on customers' benefits, and the profit is a result of the value-based organisational culture (World Economic Forum, 2022).
Whether organisations practice altruism based on goodwill or as a strategy to influence employees is debatable. Zafirovski (2005) noted that power might be the result of unreciprocated social exchange. Employees who receive more benefits from the organisations may feel obligated and trapped and unable to move away even if they wanted.
Communitarianism
This philosophical view developed in the 20th century, proposes that the community has a moral obligation to look after and respect human dignity and create ways to collaborate with all its members to work for the common good (Arjoon, 2005). When applying this principle to the organisational domain, it could be understood that businesses need to make decisions that benefit all their stakeholders and create ways to include them and work together to achieve organisational goals (Arjoon, 2005). Stakeholder theory aligns with this perspective and states stakeholders such as employees, managers, and suppliers interacting and working together for trade value (Parmar et al., 2010). Although, organisations value stakeholder relations there seems to be a gap between principles and practice (Parmar et al., 2010). For example, at times HR professionals face dilemmas as they have pressure from the business to compromise the principles (CIPD, 2022). In addition, stakeholder analysis may not capture all stakeholder needs and views. Research suggests that the needs of minority groups were not fully addressed or incorporated into organisational practice (Ong et al., 2011). For example, minority ethnic women continue to face challenges in their workplaces compared to their White counterparts (Opara et al., 2020).


Ways to monitor financial and non-financial performance (AC 3.1)
Gross Profit Margin
This method calculates the percentage of revenue left after deducting the direct cost to produce goods. The advantages of it are that it is a simple method and shows how profitably a company can sell its goods (Corporate Finance Institute, no date). In addition, it is the first of the three profitability ratios considered to find out a company's performance. 
While the gross profit margin is a valuable measure of profitability, it has limitations, mainly, it doesn't include operational or overhead expenses (Harvard Business School Online, 2020). Therefore, it provides a narrow focus on the direct costs associated with production but does not account for other crucial aspects of a company's overall financial health.
Balance Scorecard
The Balanced Scorecard serves as a comprehensive tool for top managers to gain an overview of the business. It incorporates both financial and operational measures, including customer satisfaction, internal processes, and improvement initiatives within the organisation (Kaplan, 2021). This method allows managers to assess performance from four different perspectives. They are, customer satisfaction, financial health, internal business activities, and innovation and learning. By combining these crucial business aspects in one place, this tool enables managers to view all operational measures and concentrate on the critical aspects of the business without the need to refer to different reports and measures (Kaplan, 2021). 
Although it provided a holistic view it has limitations too. This tool was criticised for failing to highlight the contributions of employees to achieve company objectives; also, it did not have measures to assess stakeholder contributions (Hristov and Chirico, 2016).
HR practices adding value in an organisation (AC 3.2)
HR practices significantly impact organisational success by enhancing the organisation’s capabilities, including improvements in employee and customer satisfaction, training and development opportunities, rewards systems, talent acquisition and retention, communication, and organisational design and restructuring (Yeung and Berman, 1997). For example, HR practices in selection and recruitment attract the right candidates to the right jobs with the right skills (CIPD, 2015).
Considering learning and development, employees need to update their skills and knowledge throughout their working lives to navigate technological, economic, and policy changes (Fleischmann & Koster, 2017; Fuller & Unwin, 2005). HR practices generate internal and external training opportunities and effectively communicate these with the workforce (Rasool et al., 2022). A workforce with up-to-date knowledge and skills will give a competitive advantage to the organisation in the fast-paced business world. In addition to learning opportunities, employees prefer to have a career path for progression; a successful career path opportunity was noted to reduce turnover intentions (Yeung and Berman, 1997). Effective HR practices ensure the organisation’s sustainable performance. Therefore, Human Resources professionals need to be treated as a pivotal part of the organisational strategy (Rasool et al., 2022).
It is essential to measure the impact of HR interventions in an organisation. This helps the organisation to interpret people data, HR systems in operation, and organisational performance etc. These can be then compared against external benchmarks to assess the organisation’s current state (Marler and Boudreau, 2017, as cited in CIPD, 2021).
Methods of measuring the impact of people practices
People analytics
People analytics is gaining popularity in organisations due to current technological advancements. This allows the organisations to drill down into people data to gain insights into workforce performance, productivity, and well-being (CIPD, 2018). An intercontinental survey conducted by CIPD with organisations revealed that HR departments across different countries use people data to address significant challenges related to their workforce (CIPD, 2018). The visibility of this data presented in dashboards and diagrams helps in making effective decisions (CIPD, 2018). However, the access to this data varies across professional groups. The CIPD (2018) analysis showed that globally, 71% of HR professionals have access to this data, while only 42% of finance professionals do. This discrepancy could impact their decision making. On the other hand, HR professionals may lack confidence in conducting advanced people analysis (CIPD, 2018). Providing them with appropriate training would be helpful.
Return of Investment (ROI) for human capital
This method involves capturing data on costs to provide evidence of how the investment impacted the organisation’s performance. However, there are different interpretations of ROI available. For example, practitioners could set a desired goal for the investment, collect data to calculate the metric (Dadd and Hinton, 2022). This approach allows organisations to measure the change in behaviour of the workforce due to the investment and how this change impacts the organisation’s performance. Since this is a complex method of measuring the impact of investment, adopting the ROI method is operationally and conceptually challenging. For example, learning and development professionals are not privy to certain information. Even if they manage to gain access to this information, they need to rely on colleagues from other disciplines to interpret the data, as the interpretation of this metric might be ambiguous. (Dadd and Hinton, 2022).
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Task 2 
Table1 - Equality, Diversity and Inclusion Salary Data
 Qualitative and quantitative data are two different types of data. Generally, quantitative data is based on numbers that could be analysed using specialised data analytical programmes. This data will give an idea of what is happening in organisations. Whereas, qualitative data are based on words and meanings, which usually require trained professionals to analyse it (Taylor and Woodhams, 2022). This helps identify the reasons for why the issues are happening. These two types of data could complement each other.0.5%%%
54%%
45%%

Overall, in terms of the gender distribution of the employees, 54% are males, 45% are females, and 1% are non-binary. A significant amount of research has noted that individuals who identify themselves as LGBTQ or non-binary find it hard to secure employment compared to cisgender individuals (Baker and Lucas, 2017).
Gender type and Salary Distribution by Gender
The average salary of a worker is £31,757. The average salary for male employees is slightly lower than that for female employees, whereas the average salary of a non-binary employee is significantly lower than other gender types in the organisation. There are 8.5% more male employees than female employees, and only 1% of the employees are noted as non-binary. This disparity is evident in the overall salary distribution within the organization: 54% of the salary is allocated to males, 45% to females, and only 0.5% to non-binary employees. This highlights the presence of a gender pay gap.
The gender pay gap is complex and multi-faceted, influenced by a multitude of factors such as part-time working, caring responsibilities, discrimination, and occupational segregation (CIPD, 2022). Based on the provided data, some job roles are predominantly occupied by either males or females. For example, Trade operative roles are exclusively held by males.
Ethnic Distribution of employees at organisational and work-team levels





Overall, 94% of the employees belong to a White ethnic group, only 6% are from non-White ethnic groups. Consequently, majority of employees across all work teams come from a White ethnic background. In some teams, there is a complete lack of ethnic diversity, with 100% of the employees are from a White ethnic background.
Disability status of employees at organisational and work-team levels
Overall, nearly 92% of the employees were noted as not disabled, while 8% of the employees were noted to have some form of disability. Some work teams, particularly Director staff group, didn’t have any disabled employees.
Recommendations
Increase workforce diversity.
The data highlights workforce diversity issues. The organisation needs to accommodate a more diverse workforce. Workforce diversity is considered as an integral part of the organisation’s development, innovation, and success (Chaudhry, Paquibut, and Tunio, 2021). As a starting point, the organisation starts to review its policies to address and accommodate relevant changes; this would be a short to medium term goal. Research indicates good employment practices attract people to organisations and enhance employee dedication (CIPD, 2022). To attract employees from diverse groups, the organisation should identify strategies like focusing on platforms where diverse candidates congregate, also could offer internships for underrepresented groups, which would be a medium-term goal.
Additionally, developing an employer brand showcasing diversity and promoting a disability-friendly organisation is beneficial. Research indicates hiring disabled employees boosts company image, employee loyalty, a diverse customer base, and provides a competitive advantage (Lindsay et al., 2018). The organisation also benefits from building a diverse leadership team. Organisations lacking diversity in leadership send a subtle but powerful message that certain individuals go nowhere in terms of career progression (CIPD, 2019).

Table 2-Feedback on hybrid working practices.

Overall, 56 per cent of the 300 employees noted they enjoy homeworking on some days, while 37% disagreed. Despite 82% acknowledging that hybrid working supports work-life balance, 80% feel unsupported in working from home. Moreover, 64% find separating work and personal lives challenging during homeworking.
Additionally, 49% express difficulty accessing resources with hybrid work, and the same percentage disagrees that it is more productive. Equally, 66% disagree that homeworking allows them to meet their targets, and 24% noted that remote working is a challenge. 
It is worth noting that remote working has become a part of work-life after Covid (Chafi, Hultberg and Yams, 2021). Although it brings benefits, there are challenges such as employees need to upskill themselves to use technology to enable themselves to work remotely.
Recommendations
Remote working and Organisational responsibilities
To address the 80% feeling unsupported, the organisation may review and enhance hybrid work arrangements, providing resources and training for remote employees (Chafi, Hultberg, Yams, 2021). Despite potential initial costs, this investment will benefit employees and the organisations (CIPD, 2021). Hybrid working enables employees to enjoy an outstanding work-life balance, enhancing their productivity and organisation benefit from having a happy workforce, which will increase productivity and reduce turnover intentions (CIPD, 2023). While homeworking is essential to hybrid setups, some roles may not to be more suitable for remote work (Knight et al., 2022). Considering 82% value homeworking, the organisation should consider offering customised, flexible arrangements for those preferring alternatives such as staggered work hours, long working days, etc. (Chafi, Hultberg, Yams, 2021).

Importance of communication in fostering a positive organisational culture
Considering 83 percent stated that they did not miss engaging with their colleagues, and more than half of the workforce believe that homeworking is a way to avoid conflicts, signalling potentially an unhealthy work environment.  The organisation needs to use effective communication methods to explore the causes deeper, for example, conducting focus groups or interviews to get nuanced and rich data (Gill et al., 2008). Then, find solutions to foster a healthy work environment based on the information (Briner, 2018).  Effective communication is related to job performance, productivity, organisational commitment and job satisfaction (Byrne and LeMay, 2006). A healthy corporate culture contributes to economic performance (Odiakaose, 2018).
Overall, 53 per cent stated they did not get the same recognition as they did when working in the office, and 60 per cent acknowledged that communication and collaboration within the team were affected. As a solution, the organisation could introduce a reward and recognition process.  Research points out that recognition contributes to performance and reduces turnover intentions (Luthans, 2000). Reducing turnover is important as a fluctuating workforce will reduce the talent pool and increase recruitment costs. As a result, the company may gradually lose its competitive advantage, which comes with the skilled and experienced workforce in the trade (Duda and Žůrková, 2013).
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Gender Type	
Female	Male	Non-binary	0.45	0.54	0.01	



Salary Distribution by gender	

Females	Males	Non-Binary	3764235	4453705	39000	



Average Salary per gender	
Females	Males	Non-Binary	Average Salary	31900.3	31812.18	19500	31757.46	



Potential occupational segregation

Female	
Customer Services Advisor	Green Space Operative 	Lettings Assistant	Trades Operative (Electrical)	Trades Operative (External Works)	Trades Operative (Gas)	Trades Operative (Joinery)	Trades Operative (Painting)	Trades Supervisor	0.8	0.2	7.4999999999999997E-2	Male	
Customer Services Advisor	Green Space Operative 	Lettings Assistant	Trades Operative (Electrical)	Trades Operative (External Works)	Trades Operative (Gas)	Trades Operative (Joinery)	Trades Operative (Painting)	Trades Supervisor	0.2	1	0.8	1	1	1	0.92500000000000004	1	1	



Ethnicity per Team

Asian - Bangladesh	
Business Services	Comm.Engagement 	&	 Part	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	5.5555555555555552E-2	0	0	0	0	0	0	0	0	0	Black - Other	
Business Services	Comm.Engagement 	&	 Part	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	0.1	0	0	0	0	0.1111111111111111	0	0	0	0	0	0	0	Chinese	
Business Services	Comm.Engagement 	&	 Part	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	6.6666666666666666E-2	0	0	0	0	0	0	0	0	0	0	9.0909090909090912E-2	0	0	0	0	Indian	
Business Services	Comm.Engagement 	&	 Part	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0.14285714285714285	0	0.2	0	0.1	0.33333333333333331	0	0	0	0	0	0	0	0	0	0	0	Mixed - Other	
Business Services	Comm.Engagement 	&	 Part	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0.14285714285714285	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	0	Pakistani	
Business Services	Comm.Engagement 	&	 Part	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	0.13333333333333333	0	0	0	0	0	0	0	0	0	0	0	1.0101010101010102E-2	0	0	0	White and Black Caribbean	
Business Services	Comm.Engagement 	&	 Part	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0.14285714285714285	0	0	0	0	0	0	5.5555555555555552E-2	0	0	0	0	0	0	0	9.0909090909090912E-2	0	White British	
Business Services	Comm.Engagement 	&	 Part	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.77777777777777779	0.5714285714285714	0.8	0.8	1	0.8	0.66666666666666663	0.91666666666666663	0.88888888888888884	0.89473684210526316	0.88888888888888884	1	1	0.90909090909090906	0.98989898989898994	1	0.90909090909090906	0.81818181818181823	White Irish	

Business Services	Comm.Engagement 	&	 Part	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1111111111111111	0	0	0	0	0	0	0	0	5.2631578947368418E-2	0	0	0	0	0	0	0	0	White Other	
Business Services	Comm.Engagement 	&	 Part	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0.1111111111111111	0	0	0	0	0	0	8.3333333333333329E-2	0	5.2631578947368418E-2	0	0	0	0	0	0	0	0.18181818181818182	



Employee Ethnicity Distribution

Percentage	
White Ethnic groups	Non-White Ethnic groups	0.93846153846153846	6.1538461538461542E-2	

Disability Status per Team

Disabled	
Business Services	Comm.Engagement	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	0	0.14285714285714285	0.2	0	0	0.2	0	8.3333333333333329E-2	0.1111111111111111	5.2631578947368418E-2	0.22222222222222221	0.1	0	0.18181818181818182	5.0505050505050504E-2	0	0	9.0909090909090912E-2	Not disabled	
Business Services	Comm.Engagement	Customer Services	Directors	Facilities	Finance	Governance	Green Spaces	Housing	Income Team	IT	Lettings	Marketing	People Services	Property Team	Regeneration	Supported Housing	Tenancy Team	1	0.8571428571428571	0.8	1	1	0.8	1	0.91666666666666663	0.88888888888888884	0.94736842105263153	0.77777777777777779	0.9	1	0.81818181818181823	0.9494949494949495	1	1	0.90909090909090906	



Disability status in organisational level 

Count of Disability status	
Disabled	Not disabled	8.0769230769230774E-2	0.91923076923076918	


Hybrid working - Employees' Views

Agree	
Homeworking Supported	Homeworking makes difficult to separate work-personal life	Enjoy homeworking some days 	Hybrid working support work-life balance	Hybrid working more productive	Easy access to resources	Remote working is a challenge	Homeworking allows meeting targets	Missing engaging with colleagues	Homeworking removes conflicts	Away from workplace less stressful	More connected to company	Getting same recogniton	Comms 	&	 collaboration with team not affected	0.14000000000000001	0.64	0.56000000000000005	0.82	0.49	0.49	0.24	0.33	7.0000000000000007E-2	0.59	0.15	0.62	0.46	0.39	Disagree	
Homeworking Supported	Homeworking makes difficult to separate work-personal life	Enjoy homeworking some days 	Hybrid working support work-life balance	Hybrid working more productive	Easy access to resources	Remote working is a challenge	Homeworking allows meeting targets	Missing engaging with colleagues	Homeworking removes conflicts	Away from workplace less stressful	More connected to company	Getting same recogniton	Comms 	&	 collaboration with team not affected	0.8	0.28000000000000003	0.37	0.14000000000000001	0.49	0.49	0.42	0.66	0.83	0.39	0.85	0.37	0.53	0.6	Neither Agree nor Disagree	Homeworking Supported	Homeworking makes difficult to separate work-personal life	Enjoy homeworking some days 	Hybrid working support work-life balance	Hybrid working more productive	Easy access to resources	Remote working is a challenge	Homeworking allows meeting targets	Missing engaging with colleagues	Homeworking removes conflicts	Away from workplace less stressful	More connected to company	Getting same recogniton	Comms 	&	 collaboration with team not affected	0.06	0.08	0.06	0.04	0.02	0.02	0.34	0	0.1	0.02	0	0.01	0.01	0.02	



