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Section One –Report 
(AC 1.1) - Evaluate the concept of evidence-based practice and assess how approaches to evidence-based practice can be used to provide insight that supports sound decision-making across a range of people practices and organisational issues. 

Evidence-based practice serves the purpose of allowing its intended user to make sound decisions and judgements to guide organisational action to achieve a desired effect or intended action. When implementing an evidence-based approach to guide organisational decision making the organisation must apply critical thinking with unanimously agreed methods of documentations (Portney, 2020). This diminishes the influence of preconceived biases, hearsay evidence, personal experiences and stories on decision-makers. This is supported by Dias and Marques (2021) who argue that individually all of these forms of evidence lack factual integrity when used in isolation. It is imperative that people professionals advocate for an evidence-based approach to increase the legitimacy of the decisions made within organisations which will direct impact the lives, actions, physical and mental health of people across the globe (Lemieux et al., 2018).
	Evidence-based practice pivots on the ideology that sound decisions are made through critical thinking, which involves relying on credible information (Gubbins et al., 2018). This approach ensures that actions and decisions are more likely to achieve the desired outcomes, as opposed to relying on anecdotes, archaic practices, preconceived conceptions, and personal experiences, which contain biases and lack reliability when used individually (Lehane et al., 2019). Dias and Marques (2021) state that the culmination of organisational data, up-to-date academia, and critical thinking into a human resource management evidence system has the power to create noteworthy outcomes within an organisation when the information is used to guide decisions. Evidence-based decision-making combines logical reflection and the application of trustworthy information, reducing decision-makers' reliance on anecdotes, general assumptions, previous experiences, all of which can be fundamentally unreliable sources (Gubbins et al., 2018). 
CIPD (2024) highlight the importance of organisational analysis to make effective evidence-based decisions taking into account credibility of the evidence used for analytics. There are four main types of evidence that should be considered which are:

· Scientific literature and academic research surrounding the highlighted area of concern. 
· Organisational Data which can be collected externally from stakeholders (like satisfaction surveys or repeat custom) or internally from staff (such as satisfaction rates and job retention). 
· Experiential evidence gathered from insights of professionals and organisational leaders are crucial for making effective decisions. 
· Stakeholders’ expectations to assess how each party will be effected by the decision or change. 


(AC 1.2) - Evaluate one appropriate analysis tool and one appropriate analysis method that might be applied by organisations to recognise and diagnose issues, challenges, and opportunities. 


Organisations have the ability to utilise various methodologies and tools to analyse various aspects of their business, such as culture, efficiency, and workforce views. This allows the decision-makers to make informed decisions to be made, strategically improving organisational output in regards to the area of concern (Portney, 2020). Analytical methodologies and tools have the ability to scrutinize qualitive and quantitative data that effect the organisation both externally and internally. Gubbins et al. (2018) emphasises the importance of selecting the most appropriate analysis tool and methodology due to the high volume of different approaches available to organisation to use. 
One example of an analysis tool PESTLE. This analytical tool allows analysis of political, economic, social, technical, legal, and environmental external factors which could affect an organisation.  Riaz et al. (2019) states that the PESTLE paradigm is a simple framework which can be employed in a broad range of organisational environments and assists decision-makers in making judgements rooted in evidence. This analysis tool focusses on the external factors which affect an organisation and is a simple but useful tool for numerous reasons. for example:
· The release of new products to the market
· Ensuring organisations adhere to legislation changes, for example building companies had to adapt their processes with the 2022 update to ‘Building regulations: doors and windows’ meaning that any window below 800mm from the floor needed to be constructed of safety glass (Welsh Government, 2024).
Taylor (2019) argues that this tool is beneficial as it gives its users a range of perspectives from a global viewpoint which the organisation can delve into whilst analysing a concept. However, users need to be cautious to ensure that they capture sufficient amount of information for each category to ensure that the analysis is credible. 

A useful analysis method to build a sound evidence-based approach to decision making would be to follow the 6 A steps (CIPD, 2024). These 6 steps are said to increase the likelihood of a favourable outcome and acceptance of the organisational change. The 6 steps include
· Asking questions to translate the initial issue into an ‘answerable question’ (CIPD, 2024)
· Acquiring credible primary and secondary qualitative and/or quantitative evidence to give further insight into the issue and how it could be resolved.
· Appraising all of the information gathered to ensure that it is from trustworthy and reliable sources. 
· Aggregating the evidence and forming an action plan, generating SMART targets or making decisions to move forward form the evidence. 
· Applying the information learnt and ensuring it aligns with the decisions that will affect the organsiation. 
· Assessing the situation to see if the decisions made have had the intended impact on the organization or if the process needs to be repeated to enact further change. 
This approach is useful as it removes personable aspects form the decision-making process and creates a strict framework to build unbiased decisions from (Adam et al., 2022).


(AC 1.3) - Explain the main principles of critical thinking and describe how these might apply to your own and others’ ideas to assist objective and rational debate.  

Critical thinking can take a variety of shapes and forms. Forming a description of a situation, problem solving, risk assessment, data analysis, inquiry led learning, combining different viewpoints, and growth mindset are a handful of examples of critical thinking put into practice (Khalaf, Zin, and Bt, 2018). Critical thinking is a type of growth mindset which a person study, analyse, and construct a rationale surrounding a topic or subject. Portney (2020) says that this has appositive impact on a scenario and can increase the efficiency of the overall situation. Halpern (2007) states that the crucial components if critical thinking are a person’s capability of reflecting on and evaluating their process of thought (Open university, 2024) He continues by adding that critical thinking necessitates an analytical skillset and a acknowledgement of a set of rules that decision making can happen within, whilst also understanding that the rules may need to be flouted to achieve a desired result (Open University, 2024). Some examples of the fundamentals of critical thinking are:
· Relevant subject knowledge 
· Open mindedness
· Inquisitiveness
· Building a balanced rationale on a desire topic/question
· Detail orientated on an inquisition
Critical thinking is the utilisation of existing knowledge, the acquisition of new knowledge and information to critically assess all viewpoints of an argument. Evaluating its strengths and weaknesses to form an and individualised opinion, solution, or perspective on the source material (Open University, 2024)
	Critical thinking can be seen in practice in a variety of situation in the workplace, for example:
· It is required for conflict resolution when there is a dispute of opinion. Both parties must observe the situation, actively listen to the other’s point of view, articulate their rationale for their personal perspective, and understand the information that is being delivered. To progress they must both come to an agreement on how move forward to continue the work. This is a practical example of how critical thinking is imperative for building teamwork skills and working with others. 
· For launching a new product to market critical thinking must be undergone to understand the needs of the market, what their product offers, and what the unique selling point would be to differentiate their product from any that are preexisting. The company would be required to use their current knowledge of the market to assess what they think the market gap would be, gather data and conduct research to determine if their knowledge is correct, adapt their product using the information available to ensure they are meeting the needs of the consumer, and make evidence-based decisions to adapt their product ready to go to sale.


(AC 1.4) - Explain three decision-making processes that can be applied to ensure that effective outcomes are achieved. 


Pellegrini, Rizzi, and Frey (2018) state that all decision-making techniques involve making a conscious decision to respond to an initial stimulus, a choice of action plan and its implementation, whilst generating an opinion on a situation. Making choices requires critically assessing a subject or issue to gain an overview of the situation. Human resource professionals use decision making processes as an aid in assist them in assessing situations and generate logical and practical solutions that impact the organisation (CIPD, 2024)
De Bono created a metaphor of wearing six different coloured hats to act as a simple, yet effective, model to provoke critical thinking and generate solutions to overcoming obstacles and issues (Kivunja, 2015). De Bono recognised flaws in typical decision-making process, stating that users succumb, biases, leaning toward gut feelings, helplessness of not knowing what direction to take, and confusion of trying to process large quantities of information simultaneously. De Bono devised his Six thinking Hats as a method of creating a systematic structure to decision making. The six different hats represent an alternative cognitive approach to analysis and critical thinking. The users would wear a different colour hat to think about an issue from that perspective. The Green Hat looks at creative solutions and tries to think outside of the box; the White Hat looks at data and the known facts surrounding the issue; Red Hat looks at the user’s intuition and emotive feelings; Yellow Hat looks at the benefits and the optimism of the situation; Black Hat focusses on the risks involved; Blue Hat acts as control and pulls all of the information together (The De Bono Group, 2024). Wearing each hat in turn allows the user to reflect on the problem with a different philosophical lens, offering a rounded view of the solutions to move forward effectively (Kivunja, 2015).
	 An alternative method is Best Practice Approach. This is a popular decision-making tool, particularly in regards to HR activities and policy. The approach dictates that there are a set of practices that can be used in a wide arrange of situations that will create enhanced organisational performance. Best Practice approaches have been generated to assist all aspects of HRM. Pfeffer (1998) created lists surrounding hiring, sharing information, and organisational scrutiny. Additional practices were created in 1999 by Guest which build upon Pfeffer which look at organisational training, communication, and job roles. 
Ashman and Sweller (2020) describes Problem Solving as the practice of linking issues to prior events to draw conclusions and form opinions. They suggest that reporting the root of an issue is not necessary, however, it is possible to determine what is needed and what the accessible possibilities are to generate an appropriate solution. The method was originally formed as a psychological process to actively obtain a desired result from the current position of its user (Pellegrini et al., 2018). The process dictates that risk identification, analysis of available information, and evaluation of all available choices are vital in problem solving. They all culminate in finding a viable solution to the problem (Ashman & Sweller, 2020).


(AC 1.5) - Assess three different ethical perspectives and explain how understanding of these can be used to inform and influence moral decision-making. 

Making ethical decisions allow organisations to establish trust through respect, empathy, justice, adherence to societal norms, and demonstrating respect (Marseille and Kahn, 2019). Adhering to these build strong foundations for decision makers by highlighting necessary principles for daily behaviour. 
Utilitarianism debates the morality of actions against what is right and wrong, and what outcome provide the most benefits or good for the highest proportion of people (Marseille and Kahn, 2019). This philosophy suggests that decision-makers should ethically chose choices that benefit the highest proportion of people. In a Human Resource context, utilitarianism can navigate HR practice and policy towards enriching employee experiences, efficiency and gratification (Vq Solutions, 2024). A utilitarian ideology would consider all approaches before implementing an approach that creates the greatest positive impact on percentage of the workforce and the organisation. 
Deontology dictates that the morality of an action is not defined by its outcome and whether the action aligns the governing rules and principles (Wang &Gupta, 2020). In the context of people professions, it manifests through the adherence organisational policy, ethical guidelines, and code of conduct to ensure that the workforce is treated fairly and equally. The philosophy is suggestive that actions that produce positive outcome will continually be viewed as unethical if the violate the overriding governing structure (Vq Solutions, 2024).  Deontology aims to offer transparency and reduce discrimination, for example in regards to organisational process surrounds promotions. However, it is often criticised for its rigidity and when this ethical approach is applied rigorously does not offer ‘ethical flexibility and pragmatic decision making.’ (Vq Solutions, 2024).
Ethical decisions based on community values and the collective good is at the core of the communitarian regime. Communitarianism advocates for decisions to benefit the wellbeing of the community rather than focussing on individuals. Decisions are to account for social norms, community views and customs (Vq Solutions, 2024). This ethical lens guides HR to prioritise team work, organisation culture, community wellbeing and engagement. Decisions to policy are to be made to reinforce the collective values and communal belonging. This ideology has come under critique as it can marginalise those who do not hold the views of the majority, for example historically LGBTQ+ concerns have ‘obscured from view’ (Dhaliwal and Patel, 2012) in this ethical practice.



(AC 3.1) - Appraise two different ways organisations measure financial and non-financial performance, providing one example of each. 

There are a variety of tools that can be implemented to measure an organisations lucrativeness in relation to profitability and financial profit against its financial KPIs (key performance indicators) (Stobierski, 2020). The process of revieing the KPI documents is more commonly referred as financial statement analysis. Stobierski (2020) states that performance indicators, such as gross-profit margin and net-profit margin are obtained from the following key documents:
· Balance sheet – an account of business’ liabilities and assets
· Income Statement – a review of business’ profits, expenditure and revenues over a defined period
· Cash Flow Statement – documentation of how cash flow is affected by the outcome of balance sheet and income statement.
· Annual Report – a comprehensive overview of the organisation’s operations and financial position.
Quantifiable organisational measures which are not assess in monetary values are considered to be non-financial indicators. These can take shape a plethora of forms and give insight into factors that impact an organisation. CIPD (2023) published ‘Effective Workforce Reporting’ looking at organisational trends and themes when analysing non-financial data. CIPD highlight the use of customer satisfaction surveys as crucial source of data. Organisations should analyse data from its external stakeholders, looking at consumer repeat custom and customer satisfaction (CIPD, 2023). This is apparent with M&S who identified key trends in their consumers wanting to be more environmentally conscious. M&S have recognised this and pledged to have 100% recyclable packaging by 2025 to increase their customer satisfaction (M&S, 2024). Non-financial reporting gives a broader transparency to its stakeholders and allows a deeper understanding of the financial figures. Al-Mamary et al. (2020) stresses the importance of non-financial analysis as these are more indicative of the organisation’s influence on its stakeholders and economic forecasting.


(AC 3.2) - Explain how people practices add value in an organisation and identify two methods that might be used to measure the impact of people practices. 

The additional value that people practice add to an organisation can be seen through a variety of ways, such as delivering business objectives, assistance with administrative tasks, and providing learning and development opportunities. 
Taylor (2024) states that benefits include ‘enhanced productivity and morale’. Through effective evidence-based decisions and employee research people professionals are able to positively influence the attitudes of its workforce and increase productivity throughout the organisation. ‘Managers who prioritise open communication, do check-ins and appreciate efforts motivate their employees to give their best and perform unwaveringly, thus meeting the organisational requirements.’ (Taylor, 2024). Employee satisfaction can be assessed by gathering primary data from its workforce through the use of Employee Satisfaction Surveys (ESS). An ESS is a useful tool to measure the satisfaction levels against different aspects of the employee lifecycle such as organisational policy, benefits, recruitment and onboarding processes, and workforce attitudes to highlight a few. There are a variety of benefits to using an ESS, it empowers the recipient to have a say and give honest feedback to those who hold the power to incite change (Bright HR, 2023). There is no set format for how an ESS should be designed and it is an adaptable research method to gather qualitative and/or quantitative data from a large range of people. HR professionals are able to analyse the information obtained through ESS, highlighting themes and trends that are restricting employee and organisational growth. An example of this could be multiple employees articulating a frustration towards a lack of learning and development opportunities, or avenues for career progression.  
Additionally, HR are able to access data related to absences and staff retention. Taylor (2020) states that statistically staff turnover and absence rates are significantly reduced when employee satisfaction is high. Therefore, high turnover and absence rates is suggestive that satisfaction is low within the organisation. By analysing this data people professionals are able to gain an insight into the organisation and put the necessary procedures in place to rectify any problems. Harrington (2024) found this to be true in a study across NHS Trusts within the UK stating that effective people management increased staff engagement and satisfaction whilst simultaneously decreasing staff absence and turnover.



Section Two – Quantitative and qualitative analysis review

Review the Equality, Diversity, Inclusion and Salary data that is presented in Table 1 and provide analysis of it to show the:


a) percentage of each gender by type.


(Chart 1.1) – Percentage of gender as an organisation.

	Gender 
	Male 
	Female
	Non-binary

	Number of Employees
	140
	118
	2


(Table 1.1) – Gender numbers across the organisation.

The organisation is comprised of 260 employees. 140 identified as male (54%), 118 identified as female (45%), and 2 employees identified as non-binary (1%). Field et al. (2023) state in their report. ‘Women in the workplace’, that on average women account for 47% of an organisation’s workforce. The chart above demonstrates that this organisation, although marginally below, is in line with organisational averages for gender percentages.

b) ethnicity as a percentage per team.

Organisational data showed that employees defined themselves as one of 10 categories. The table below shows the numbers and percentages of the organisation in each ethnicity group. 
[image: ]
(Table 1.2) – Percentages of ethnicity throughout the entire organisation.
It is noteworthy that ‘White-British’ was the highest ethnicity group at 91.15% and the lowest groups were ‘Asian-Bangladesh’ and ‘Mixed-Other’
[image: ]The following tables and charts look at ethnicity percentages in individual teams in further detail.
(Table 1.3) – Ethnicity numbers of entire organisation categorised into teams.

[image: ](Table 1.4) – Ethnicity percentages categorised into teams.
(Chart 1.2) – Ethnicity percentages categorised into teams. 

There are a broad range of ethnicities which belong to the organisation, out of the total 260 people in its workforce 8.85% identify as something other than ‘White-British’. The data is indicative that the three teams which have the highest ratio of ethnic minority communities (EMC) to those identifying as ‘White -British’ are Business Services (22.22% EMC), Governance (33.33% EMC), and Community Engagement (42.86% EMC). Five teams (facilities, lettings, marketing, property, and regeneration) were entirely formed from those in ‘White-British’ category. 
	A more diverse workforce has higher probability ‘to outperform less diverse peers on profitability’ (Dixon-Fyle et al, 2020). UK average figures suggest that 18% of national population is from EMC (GOV, 2024). Organisational EMC percentages do not correlate to that of its locality. To increase diversity the company could consider changing its recruitment methods to increase applications from members of EMC. University College London (2022), suggest adding statements encouragements to job postings, and actively increase the inclusion of EMC during the shortlisting process. This would have minimal financial impact on the organisation; however, additional time may be required to shortlist suitable applicants. 



















c) disability percentage as an organisational whole and by teams. 


(Chart 1.3)

21 (8%) of the 260 employees identify as disabled, with the remaining 239 (92%) identifying as non-disabled. 


(Chart 1.4)
Teams with 20% or greater ratio of disabled members to non-disabled workers are Customer Services, Finance, and IT. Business Services, Directors, Facilities, Governance, Marketing, Regeneration, and Supported Housing had no employees who identified as disabled. 
Facilities, Marketing, and Regeneration are teams which have no ethnicity diversity or disabled team members. The organisation should consider disability inclusion training to a safer working environment. This can encourage inclusive environments and culture creating a space where employees feel free to disclose things they made me cautious to otherwise. The training would teach the workforce how to use inclusive language and talk sensitively around disability. Training would have a financial and time impact on the organisation which would need to be considered in its budget forecasting. The organisation’s culture could benefit and strong connections with external stakeholders, such as Disability Mark, could be formed. 


d) salary difference across genders.

	 
	Employee Figures 
	Total Salary
	Average Salary 

	Female
	118
	3764235
	31900

	Male
	140
	4453705
	31812

	Non-binary
	2
	39000
	19500


(Table 1.5)

The table above demonstrates that the highest average salary is paid to female employees at £31900 FTE per annum. On average, Male salaries are paid 0.28% lower. The disparity is between Female and non-binary employees with a difference of 48.24%. 





e) overall average salary paid by the organisation.

	 
	Employee Figures 
	Total Salary
	Average Salary 

	Female
	118
	3764235
	31900

	Male
	140
	4453705
	31812

	Non-binary
	2
	39000
	19500

	Organisation
	260
	8256940
	31757


(Table 1.6) 

Comparisons of average salary demonstrates that employees are paid in line with organisational averages. Males receive +0.17% and females +0.45% above the organisational average. Non-binary receives -47.83% compared to the averages. However, this data needs to be treated with caution as there is a vast difference in gender numbers between non-binary employees, and the two that are present are in low level roles. Analysis of organisational data suggests that the organisation needs to put measures in place to increase diversity throughout its teams. 

Review feedback scores for a sample of 300 employees taken from a recent survey on hybrid working practices. Provide scrutiny of the applied scores, present written commentary on any themes or patterns that might be occurring, and present recommendations based on your findings.


[image: ]
(Table 2.1) – Employee responses in percentage rounded to nearest whole number


The assessment brief provides data regarding employee satisfaction rates concerning the current hybrid working practices within the organisation. Table 2.1 has been modified to show the percentage of the sample who responded to each question. The survey asks 14 questions on the topic and requires participants to provide their responses using a Likert scale. This style is versatile, allows uniformity in participant responses, and advocates sentiment analysis (Bishop & Herron, 2015)
	There are themes that the respondents are favourable of a hybrid working model. 83% of the responders agreed or strongly agreed with the statement that their work-life balance and well-being were supported by a hybrid working approach (see chart 2.1)

 
(Chart 2.1)

In addition to this to this 83% of recipients strongly disagreed or disagreed with the statement ‘I miss engaging with my colleagues in the workplace’. This is suggestive that workers are content with interacting with the workforce through other virtual methods. This could be a contributing factor for 59% of employees feeling that working from home removes conflict. 
	Nonetheless, this is directly in opposition to 60% of the workforce disagreeing that’s team work wasn’t affected.  Not all of the responses suggest that hybrid-working is having a positive impact on the workforce. This is evident from 85% saying that they were more stressed when working away from the workplace. 


(Chart 2.2)

This trend of opposition to hybrid-working continues when analysing additional questions. Only 14% stated that they felt fully supported when working at home. Additionally, less than half of the workforce felt that they received the same recognition for their work when working remotely. 
	 It is possible that negative views to hybrid working could be rooted in the need for additional training. 2% stated they were unsure, 12% disagreed, and 39% disagreed that they could easily access resources when working from home. This is suggestive that the organisation could benefit from learning and development on accessing the necessary documents when working remotely. This could be delivered to managers who are able to disseminate and differentiate it to their teams, ensuring it is relevant. This would allow learning opportunities for the organisation for personal and professional growth. Risks include cost as it would require the organisation to invest time and money. However, the benefits would be present through work productivity and employee confidence when working away from the office (Forbes, 2021). 
	In conjunction with this the organisation could benefit by reviewing its guidelines and procedure around hybrid-working model. More than half of the organisation stated that they found it difficult to separate work and personal life when working remotely. When this is taken into account with factors previously discuss, the organisation could change their policy to actively make improvements for its staff. This could include things such as managers promoting regular breaks, opening lines of dialogue more frequently to check-in with the team, and reinforcing the importance of start and end times. There are risks involved with changing policy as it could take a lengthy period to enact the change as it would require further organisational research and analysis to determine the best decisions. However, the benefits, if realised would could increase productivity, have workers feel more supported, and feel like the organisation is listening to its employees.  
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Ethinicty Percentage by 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	5.5555555555555552E-2	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	0.1	0.1111111111111111	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	6.6666666666666666E-2	9.0909090909090912E-2	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	0.14285714285714285	0.2	0.1	0.33333333333333331	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	0.14285714285714285	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	0.13333333333333333	1.0101010101010102E-2	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	0.14285714285714285	5.5555555555555552E-2	9.0909090909090912E-2	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	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	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	0.1111111111111111	5.2631578947368418E-2	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	0.1111111111111111	8.3333333333333329E-2	5.2631578947368418E-2	0.18181818181818182	



Disability Percentage of Organisation


Disabled	Not Disabled	8.0769230769230774E-2	0.91923076923076918	

Disability Percentage by Team 

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	0.14285714285714285	0.2	0.2	8.3333333333333329E-2	0.1111111111111111	5.2631578947368418E-2	0.22222222222222221	0.1	0.18181818181818182	5.0505050505050504E-2	9.0909090909090912E-2	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	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	



Hybrid working practices support my work-life balance and well-being.


Fully Agree	Agree	Not Sure	Disagree	Strongly Disagree	0.53666666666666663	0.28666666666666668	3.6666666666666667E-2	0.11333333333333333	2.6666666666666668E-2	

I feel less stressed when away from the workplace


Fully Agree	Agree	Not Sure	Disagree	Strongly Disagree	0.13666666666666666	1.3333333333333334E-2	0	1.6666666666666666E-2	0.83333333333333337	

Percentage of Gender Across the Organisation


Male 	Female	Non-binary	140	118	2	
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