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[bookmark: _Toc152066869][bookmark: _Toc152156913]Concept of Evidence Based Practice (AC 1.1) 
Human capital, diversity, talent management and retention are collectively ranked as the second highest risk factors to a businesses’ ability to achieve its objectives (ECIIA, 2023) which indicates the importance of Human Resource Management (HRM) and the need to get things right to support the organisation in achieving its objectives.  Legislative, social and ethical changes and viewpoints as well as a turbulent period with the pandemic, cost of living crisis and changes to the way in which many people work, have led to HR professionals and organisations facing challenges and complex problems. As such, there is a need to understand the issues faced by the organisation and to respond appropriately.  
A core element of the CIPD profession map, as updated in 2021, is Evidence Based Practice (EBP). This approach has been widely used in many professions for decades and is now considered essential for effective HRM.  EBP can be defined as “a process which delivers better-informed and hence more accurate answers to two fundamental questions: First, which are the most important problems (or opportunities) facing the organisation which are relevant to HR activities? Second, which solutions (or interventions) are most likely to help? In other words, what’s going on and what can we do about it? These questions are answered through a combination of using the best available evidence and critical thinking.” (CRF, 2023)
The CIPD recognises four sources of data which could be considered when identifying issues or opportunities and considering potential solutions.  
1. Scientific data which would include reports, journals or other findings from studies undertaken. 
2. Knowledge and expertise of people professionals or other professionals connected to the issue at hand.  
3. Organisational data could include any qualitative or quantitative data specific to an organisation.  This could differ depending on the nature of the business and the topic being considered but could include KPI’s, financial data, HR data such as EDI information or customer/ client satisfaction data.  
4. Stakeholder information, stakeholders are any group or individual which have an interest in the organisation and decision.  These could consist of people or groups internal or external to the organisation.  It is beneficial to consider their opinions and data as this may impact on how impactful solutions may be. (Young, 2023)
Each source of data has its benefits and limitations so, whilst it would be ideal to consider all in each decision, this may not be possible or beneficial.
It is vital for the organisation to appropriately understand the issues it faces prior to looking for solutions as without this knowledge, there is a risk that inappropriate solutions will be provided which do not address the problem which could lead to, amongst other things, dissatisfaction, a lack of value for money and an inability to achieve objectives.
The has a CIPD 6 step process for analysing data which can be used to identify the issue and potential solutions. 
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EBP and the six-stage approach encourages practitioners to collate, consider and critically evaluate multiple sources of evidence of different types and with different qualities to appropriately identify issues and work to identify an appropriate solution to resolve the problems and to add value to the organisation.
It has been widely recognised that all humans have biases, experiences, beliefs, and emotions which can influence decision making. There are also other factors which can provide inappropriate assumptions such as group think and polarisation which demonstrate that by simply adding in more opinions do not always solve this issue and that it why data and evidence is so important. By utilising multiple sources evidence to support decisions, opinions are challenged, and alternative options and opinions are provided which could help to reduce bias. Reid Elder and Nikodem (2023) state that recognising the inherent weakness of relying on single-source evidence and/ or personal judgement, a wider evidence base is deemed to result in better- quality decisions, strengthening solutions and in turn strategic success.
There are multiple benefits for utilising EBP including ensuring that decision-making is fact based, rather than being made using bias, fads or outdated insights, creating a stronger body of knowledge and as a result, a more trusted profession, giving gravitas to professionals, and having more influence and thus, a more positive impact (Young, 2023).  However, there can be difficulty in obtaining data on certain topics, there can be a cost to obtain data and it takes time to collate and interpret data.  There is also a risk of utilising poor quality or inaccurate data.  However, despite some potential difficulties and delays, the priority should always be to make the best possible decisions to support the needs to the organisation and increase the likelihood of delivering its objectives.  There are risks of getting things wrong, both financially and reputationally and therefore, there is a responsibility for practitioners and other managers to incorporate EBP into their decision-making processes to fully understand, assess and consider the issues, risks and solutions prior to implementing resolutions.
An example of an organisation using EBP effectively within HRM was the BBC’s use for assessing and redesigning its Performance Management processes.  The organisation found that staff and managers were disengaged with the processes which were in place.  The further understand the reasons why and to determine an appropriate solution, all four types of data were analysed.  Once the new processes were embedded, it was found that engagement levels had increased, attitudes had improved and more beneficial discussions were undertaken (CIPD, 2023a).

[bookmark: _Toc152066870][bookmark: _Toc152156914]Tools and Analysis Methods (AC 1.2) 
There are multiple tools and methods that can be used to analyse and identify issues, challenges and/ or opportunities.  Examples of analysis tools include SWOT analysis, Porter’s Five Forces, Ansoff Matrix and PESTLE analysis.  PESTLE analysis allows an organisation to assess its external environment through the assessment of the political, economic, social, technological, legal and environmental factors which could impact the organisation, this can also be used for horizon scanning.  The process is simple, accessible and provides understanding of the wider business environment and promotes strategic thinking. However, it is possible that it is undertaken at too high a level to achieve meaningful information or in too much detail leading to information overload.  There is also a risk of assumptions being made which are not based on evidence and to remain current, it needs to be undertaken regularly due to the pace at which the environment changes.  (Battista, 2023)  

Examples of analysis methods include interviews, observations, questionnaires, and people analytics.  People analytics “is the practice of gathering and using data about your workforce to enable evidence-based decision making for the benefit of your organisation and its people” (CIPD, 2021a). This process can be undertaken in several ways to enhance processes and to shape HR and other processes to be more effective.  Some examples of this could be identifying a high turnover of staff from KPI data, then reviewing data on the reason for leaving could allow HR to understand issues and implement changes to retain staff.  It can also be helpful to use this approach to “demonstrate the impact of HR policies and processes on workforce and organisational performance” (CIPD, 2022a).  It also demonstrates the use of EBP as data is being reviewed to identify issues and look for potential solutions.  People analysis can be very valuable as it allows information specific to the organisation to be considered, however it can take time to build an appropriate data set, depending on the topic.

[bookmark: _Toc152066871][bookmark: _Toc152156915]Principles of Critical Thinking (AC 1.3)
“Critical thinking is the art of making clear, reasoned judgements based on interpreting, understanding, applying and synthesising evidence gathered from observation, reading and experimentation.” We live in a world where information is everywhere and immediately available.  However, there is also a lot of “fake news” and misinformation posed as fact and there is a requirement to be able to identify this.  Critical thinking does not mean that practitioners should attempt to discredit information, it means to that multiple sources of evidence should be considered and assessed to allow for reasonable conclusions to be made (University of Edinburgh, 2023). Critical thinking is a key element of the 6 steps mentioned above and should be used when appraising evidence.  There are various methods to undertake this assessment, but predominately practitioners should consider who wrote or published the article?  Is there are particular indication of bias from the author or the organisation that funded the study?  Does other information support the data and evidence?  Is the data reviewed, the best available?  How has the evidence been gathered? (Young, 2023). It is also important to be aware of our own biases as these can also influence our thought processes and can lead to practitioners reaching for information to support their own views and opinions, for effective critical thinking, the assessor needs to remain objective when appraising evidence.
[bookmark: _Toc152066872][bookmark: _Toc152156916]Decision making processes (AC 1.4)
Decision making processes (DMP) is a term used to collectively categorise processes used to assist practitioners in effective decision making.  There are many different examples of this including De Bono’s Thinking Hats, Problem-Outcome Frame and SWOT analysis.  Young (2023) states that a key benefit of DMP’s “is that they allow for thoughtful consideration of all of the facts and information in a given situation and provide a consistent approach to decision-making that can be applied across different types of decisions.”
De Bono (1999) established the idea of 6 thinking hats which represented different approaches of looking at a problem and solution.  This approach is widely used and involves using each of the six ‘hats’.  This can be done using different personalities which all approach a problem in each of the six ways or if that is not possible, a group can take turns to wear the hats to consider the issue at hand.  The use of each hat demonstrates balance, and each bring value to the process.  The white hat is data drives, the red hat makes decision based upon emotion and intuition, the blue hat is very process driven, the black hat is driven by risk and critical thinking, the yellow hat focuses on opportunity and the green hat brings innovation.  If only one type of person or hat was used, inappropriate decisions could be made as other angles may not be considered. (CMI, 2020a).
[image: A group of brain with hats

Description automatically generated with medium confidence]
The Persimmon Group (2020)
SWOT analysis is another DMP which is commonly used and is simple to navigate.  The process involves considering the strengths, weaknesses, opportunities and threats of an issue and decision. This should include internal and external factors and could help the organisation fully understand the implications of a decision (Haan, 2023).

Problem Outcome Frame is a methodology whereby the user seeks to appropriately define a problem, gather information to assist in prioritisation, understanding of the root cause of an issue and understanding of any obstacles and work to identify and implement appropriate solutions.  This approach is a clear use of EBP. (CIPD Forum, 2023)
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[bookmark: _Toc152066873][bookmark: _Toc152156917]Ethical Perspectives (AC 1.5)
Ethical values provide the moral compass by which we live our lives and make decisions. (CIPD,2019) with different life experiences, it should be expected that ethical values will change from person to person.  Other influences such as religion can also influence a person’s ethical perspective.  Therefore, organisations and professional bodies commonly have codes of ethics which determine how their members or employees should behave when undertaking their duties.  The CIPD has a Code of Conduct and Ethics which all members are required to work to which defines the behaviour and expectations expected of them (CIPD, 2023b).  The CIPD expects that ethical behaviour is applied when making decisions and introduced eight ethical lenses in which problems and decisions should be considered.  The eight lenses each provide a different option and perspectives to allow issues and resolutions to be considered in differing ways.
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The concept of ethics dates back millennia and there are multiple recognised ethical perspectives.  When considering a problem, alternative approaches or answers could be achieved by thinking about it through a different ethical perspective.  Some examples of ethical perspectives are:
· Deontology is doing the ‘right thing’ based on justice, fairness and equality. This approach focuses on an act rather than the outcome and believes that the act should be considered rather than the outcome. 
· Utilitarianism is where the aim is to achieve the greatest good for the greatest amount of people, therefore focusing more of the outcome or consequence of an act, rather than the act itself. (Waite et al, 2021)
· Ethical Egoism is a more recent perspective which focuses on individual pleasure. (Schultz, 2023)
If we utilise these three perspectives to considering an appropriate outcome to high-level HR issue such as an organisation considering its approach to a pay rise.  Deontology may tell us that the higher performer should receive a higher pay award as they have worked harder and should be rewarded as that is fair.  Utilitarianism would focus on the greater good so may split any available money across all employees to ensure that all receive an increase.  Ethical Egoism may focus on the Chief Executive only having a pay rise to maintain pleasure for the individual.  This scenario demonstrates that if a person holds a particular viewpoint and only assesses a problem through that perspective, solutions could be limited and evidences the need for the eight lenses to be considered for effective decision making.

[bookmark: _Toc152066874][bookmark: _Toc152156918]Measurement of Performance (AC 3.1)
Most organisations have Strategies in place which outline what is to be achieved within a defined period.  Within the Strategy, objectives should be set and to establish progress against the objectives and the likelihood of achievement, measurement of performance is required.  It also allows for potential issues to be identified at an early stage.  It is important to understand what is being measured and for there to be effective oversight and monitoring (CMI, 2020b). Performance can be split in to two main categories, financial and non-financial.  
An example of financial performance measurement is budget monitoring which is the process of ongoing monitoring of spend and income and comparison against the set budget.  In instances where there are variances, for example, large overspends, adjustments could be made to rectify this.  Overspend can be risky as if too much is spent on one area, there is a chance that there will not be enough to cover other outgoings which could pose a risk to achieving objectives.  Budget monitoring and reporting can be helpful to understand the position at a point in time, however, finances can change quickly.  It also provides an opportunity to identify further issues such as fraud, lack of training and other potential pressures.
Key Performance Indicators (KPIs) are used to measure the performance of topics, usually linked to the strategic objectives of the organisation.  KPIs can be used to measure financial and non-financial elements. For example, if an organisation has an objective to stabilise the workforce by reduce staff turnover, they may measure the turnover rate within the organisation and have targets in place.    For KPIs to be effective, it’s essential to have clear, SMART objectives on which to base the KPI, accurate data and methods to capture data and for KPIs to be assessed and monitored appropriately.  When used appropriately, KPIs can be very useful snapshots into the work of the organisation and can be used for benchmarking.   (Gifford, 2022).

[bookmark: _Toc152066875][bookmark: _Toc152156919]Adding Value (AC 3.2)
One widespread criticism of HR is that too often it does not sufficiently align with what the business is trying to achieve. When this happens, even if there is plenty of HR activity, it will not add value. (Briner,2023) Therefore, it is vital for the HR function to be clear on what it is to achieve (objectives), how this will be measured (outcomes) and how these elements align to the organisational objectives.  There are several ways in which impact and value can be measured including KPIs related to the objective, evaluation tools such as satisfaction surveys, interviews or more financial measures such as return on investment or cost-benefit analysis. (CIPD, 2022d)
Staff satisfaction surveys can be a useful evaluation tool which can be used to gain feedback after an engagement or project, for example, they could be used following a recruitment exercise and can be used to gain qualitative and quantitative data.  This approach can be used to assess the value added but also to identify trends or opportunities for improvement to enhance the service.  
[bookmark: _Toc152066876][bookmark: _Toc152156920]Cost- benefit analysis which is the process of assessing what it costs the organisation to employ a HR Function, this would include salary and employer contributions and any other related budgets such as training and comparing this figure with the benefits that the function brings.  This can be difficult as HR are typically involved in a range of processes, benefits often take time to materialise and can be difficult to quantify but nonetheless can be a useful tool for measuring value. (CIPD, 2021b)
Quantitative and qualitative analysis review (aC 2) 
There are two key categories of data– quantitative and qualitative.  Quantitative data is data which consists of numbers which can provide statistics and give an idea the issues occurring in the organisation.  However, this data does not present the reasons why something is occurring. Qualitative data is more beneficial for providing reasons why and further context and is generally narrative (Taylor and Woodhams, 2022).

[bookmark: _Toc152066877][bookmark: _Toc152156921]DAta set one


On the face of it, the number of males and females in the organisation appears quite even with 118 (45%) females and 140 (54%) males. Only 2 (0.8%) of the 260 staff were non-binary.  
When assessing the gender split by team, there are several teams where there is a high proportion of one gender with the Regeneration Team being all female.  This demonstrates the need to look at data in different ways to fully understand it. There are many instances where traditional gendered roles are visible such as Green Spaces and property being male dominated and Customer Services being female dominated. Director roles were heavily female with (80%) of staff in those roles being women.






From the data available, it was clear that a very low proportion of employees were disabled.  It was unclear whether staff were able to update their disability position or whether this was collated solely at recruitment stage, depending on the approach, the data may not be completely accurate.
It was noted that several teams did not have any disabled staff including Supported Housing, Regeneration, Marketing, Governance, Facilities, Business Services, and Directors.  Teams with the highest proportion of disabled staff, such as IT, Customer Services and Finances had around 20% disability within the Team.



From the data set, it was possible to identify that: 
· The lowest paid gender group were non-binary.  Of the two non-binary staff, both were in junior positions, one an apprentice and one an administrator.
· The data indicates that the average salary for men and women were broadly similar, and both sat around the organisational average. When the salary for each role was assessed, men and women appeared to be paid the same amount which demonstrates compliance with the Equal Pay Act (1970).  However, since 2017, there has been a requirement for Gender Pay Gap Reporting for organisations over 250, which this organisation would fall in to.  Therefore, it would be beneficial to understand actual salaries, rather than FTE.  It is good practice to assess the gap and implement ways to close the gap and promote equality.
· Whilst the average salary of a female was slightly higher than the male, males did not tend to undertake entry level jobs such as apprenticeships and administrator roles, these were undertaken mostly by females (15 compared to 7 males in these positions).  This could be a sign of occupational segregation. (Wild, 2023)






The data demonstrates that the workforce is primarily White (94%) with White British being the predominant category. Some employees were of other ethnicities but low numbers and there were some areas of the business with no other ethnicities other than White British, such as Marketing, Lettings and Facilities. 80% of Directors were White British (80%).
It was unclear on the pay gap between ethnicities, this should be explored to understand if there is one, the extent and to look at ways to close the gap. 

Conclusion and recommendations.
There are many recognised benefits of having a diverse team, including:
· A wider talent pool when everyone is included which can be beneficial to organisations as there is more choice and opportunity.
· The Great Places to Work report (2021) found that employee retention was higher in inclusive workplaces.
· Being an inclusive and diverse organisation can also attract talent, support business development and enhance and organisation’s reputation (Ali, 2022).
· McKinsey (2020) also noted that there was a significant increase in profitability in diverse workplaces. 
The data indicates that there is a low level of diversity, particularly in ethnicity and disability status.  The organisation should consider whether its commitments to EDI are appropriate and whether it is an accessible and inclusive organisation and if so, how this is evidenced and promoted.  The organisation may wish to implement an EDI Strategy and action plan to make necessary improvements and/ or consider working with organisations such as Tai Pawb to develop their EDI approach or work towards a certification such as Disability Confidence.  It may also consider where posts are advertised to attract diverse talent.  A similar approach could also be used to attract different genders into the organisation into roles which are dominated by one gender. The organisation should utilise tenant data to understand the demographic of tenants to attempt to mirror in staff group in relation to EDI to provide more meaningful representation.
This approach would allow the organisation to assess the lack of diversity and set out meaningful and measurable objectives to improve disability representation.  However, there is a risk that organisations implement such targets as a token gesture or recruit diverse talent to meet targets without ensuring that staff are the right fit for the role.  This could lead to turnover of staff, reputational damage and the organisation not realising the benefits of a diverse workforce.  There is a cost in both time and finances to implement strategies, measure targets and implement action plans.  However, this needs to be balanced with the potential benefits in productivity, development and retention which could all save the organisation money and increase profit.  
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Data set two included the results from an employee survey undertaken by the organisation on hybrid working practices.  There is limited information provided as to how the survey was administered which could question the reliability for the results. It was also noted that for one of the questions (Working from home allows me to meet my targets) that 301 responses had been submitted, compared to the 300 employee who participated which indicates that staff had been able to submit multiple answers which could skew the results. 
The purpose of the survey was not detailed; however, the questions were posed using statements which appeared to be neutral in tone, including potential advantages and disadvantages of hybrid working.  Utilisation of a survey has allowed many employees to be included in the research and has allowed comparable results by asking specific questions and providing a limited set of responses.  

From the information available, it was noted that some positive reports of enjoying home working, positive impact on wellbeing and work life balance, connection to company culture and reduction in conflict.  Some issues were identified:
· 64% stated that they had difficulty on separating home and work life when home working.
· 66% stated that working from home does not allow them to meet their targets which could be linked to the difficulty in accessing resources from home and reduced ability for cross functional communication and collaboration with the rest of the team.  
· Productivity increase reported was split almost in half with 49% agreeing that hybrid working increased productivity and 49% stating that they disagreed.
· Staff felt that there was not the same amount of recognition for the work undertaken with 53% stating that this had reduced.
· 80% stated that they did not feel supported when working from home.

Conclusion and recommendations.
The organisation should review its Performance Management Framework to ensure that it remains relevant with the new ways of working. The aim should be to assess and measure performance which can focus on successes and opportunities to improve (CIPD, 2022c). Feedback from the surveys, such as a recognition, inability to meet targets, mixed feedback on productivity as well as a large proportion of respondents reporting a lack of support could all be tackled within these conversations.  If consistent questions were used, this could provide the organisation with a data set to accompany the survey results providing context and reasons behind the dissatisfaction and help identify trends within teams.  This data would need to be anonymised and used for trend identification only to maintain appropriate confidentiality between the manager and employee.  The risk of not undertaking this process would be that EBP is not able to be used as the current data does not provide enough information and there is uncertainty around the quality due to the response numbers mentioned above which does not allow for informed decision making.  Therefore, there is a risk of introducing inappropriate and ineffective resolutions which would be costly to the organisation and not satisfy staff.  There would be a cost, particularly in time to develop and undertake this process, however, the potential impacts of not could result in further costs due to inappropriate decision making. 
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Gender by team
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Disability Status - Organisational 
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Disability status by Team
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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	



Average salaries - by gender and organisation wide


Average salary 	Average Male	Average Female	Average Non Binary 	31757.46	31161.857142857141	31300.127118644068	19500	

Race - Organisational

Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	
Asian - Bangladesh	Black - Other	Chinese	Indian	Mixed - Other	Pakistani	White and Black Caribbean	White British	White Irish	White Other	1	2	2	4	1	3	3	237	2	5	


Ethnicity 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	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	



Employee Survey Results on Hybrid Working Practices

1	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	2	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	3	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	4	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	5	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	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	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	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	Total	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	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	0.56333333333333335	0.82333333333333336	7.0000000000000007E-2	0.14000000000000001	0.24333333333333335	0.64333333333333331	0.49333333333333335	0.38666666666666666	0.62	0.33666666666666667	0.49	0.59	0.15	0.46333333333333332	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	0.37333333333333335	0.14000000000000001	0.83	0.8	0.42	0.28000000000000003	0.49	0.59666666666666668	0.37	0.66333333333333333	0.49	0.38666666666666666	0.85	0.53	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	
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Asking
Translating a practical issue or problem
into an answerable question

Appraising
Critically judging the trustworthiness
and relevance of the evidence

Applying
Incorporating the evidence into the
decision-making process

To increase the likelihood of a favourable outcome
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The 4 steps of the problem framing process
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