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“To move the dial on equalising
pay, we need to debias systems,
not people.”

"To improve gender equality, we need to

This guide forms part of debias systems, not people. Human resource
wider toolkit on evidence-based management must be based on rigorous
qcﬁons for employers to improve evidence of what works to level the p|oying

field, treat everyone fairly and benefit from
100 percent of the talent pool. Evidence-

gender equality.

The toolkit includes a series of detailed based design of hiring practices, promotion
guides on how fo implement five of the procedures and compensation schemes
effective actions: helps our organisations do the right and

the smart thing, creating more inclusive and

better workplaces. This evidence-based

* How to establish diversity leads guide is an important step fowards helping
and diversity fask forces employers know what works.”

* How to set effective targets

e How to run structured interviews

Iris Bohnet — Academic Dean,

Albert Pratt Professor of Business and Government
and Co-Director of the Women and Public Policy
Program, Harvard Kennedy School

e How to use skill-based assessment
tasks

* How to increase fransparency

of progression, pay and reward
processes

Throughout this guide we indicate whether
additional resources are available
wherever relevant, and provide links
for you to access the step-by-step

implementation guide for effective action.



https://www.bi.team/publications/how-to-set-effective-targets/
https://www.bi.team/publications/how-to-establish-diversity-leads-and-diversity-task-forces/
https://www.bi.team/publications/how-to-establish-diversity-leads-and-diversity-task-forces/
https://www.bi.team/publications/how-to-run-structured-interviews/
https://www.bi.team/publications/how-to-use-skill-based-assessment-tasks/
https://www.bi.team/publications/how-to-use-skill-based-assessment-tasks/
https://www.bi.team/publications/how-to-increase-transparency-of-progression-pay-and-reward/
https://www.bi.team/publications/how-to-increase-transparency-of-progression-pay-and-reward/
https://www.bi.team/publications/how-to-increase-transparency-of-progression-pay-and-reward/
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Introduction

How to improve
gender equality

in the workplace

Fvidence-based
actions for employers

Diversity can have many benefits
for organisations. Diverse views
and perspectives lead to better
decision-making and creativity.
Employers have asked us to share
evidence on actions that are likely
to improve gender equality.

This guide summarises approaches that
have been shown to improve outcomes
for gender equality.

It also indicates those which need more
evidence before they can be recommended
as widespread approaches. This will help
employers create more effective action plans.

Wherever possible, we have also consulted
research related to wider characteristics, for
instance considering race and ethnicity as well
as gender. See page 20 for more information
on the evidence used in this review.

This resource groups actions into
four different areas of focus:

* leadership and accountability
* Hiring and selection

* Talent management, learning
and development

* Workplace flexibility

This work was funded by the Government
Equalities Office as part of the Gender
& Behavioural Insights Programme.

The Behavioural Insights Team How to improve gender equality in the workplace




Which actions

to implement

Every organisation is different

and may face different challenges.
To know where to focus your
efforts, we recommend taking

a data-driven approach.

Answering the questions in Box 1 will help
you identify where gender imbalance is
occurring and address the specific issues
in your organisation.

Targeted actions are important but gender
equality in an organisation is not achieved by
implementing just a few actions — it is driven
by a sustained approach that reaches every
part of the organisation.

“We recommend taking
a data-driven approach”

Using data to target your actions

Employers who use high quality
data to understand the drivers of
their lack of diversity will be able
to target their actions and achieve
the most effective results.

To identify areas for improvement in
your organisation, start by answering
these questions:

1. Are women more likely to be recruited
into lower paid roles compared to men?

2. Do particular aspects of pay
(such as starting salaries and bonuses)
differ by gender?

3. Do men and women receive different
performance scores on average?

4. |s there gender imbalance in
your promotionse

5. Do people get “stuck” at certain
levels within your organisation?

6. Do you support part-time employees
fo progresse

7. Do men and women leave at
different rates?

8. Are you supporting both men and
women in your organisation to take
on caring responsibilities?

Use the full guidance' for more information
on how to answer these questions.
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https://gender-pay-gap.service.gov.uk/public/assets/pdf/understand-your-gender-pay-gap.pdf

Introduction

Evidence
cafegories

Effective actions

There is strong evidence that shows these actions are effective,
and that they are worth implementing. We recommend prioritising
these actions above the actions in the categories below.

Promising actions

These actions are promising but they sfill need further research to
improve the evidence of their effectiveness and how best to implement
them. The government has policies in place supporting some of

these actions to improve women’s participation in the workforce.

The government is evaluating their effectiveness and we recommend
that employers evaluate their actions too.

Actions with mixed results

These actions have been shown sometimes to have a positive impact
and other times a negative impact. This might be due to how they
are implemented or other factors that we do not fully understand yet.
As a result, investing in these actions is a more risky use of resources.
We cannot, therefore, make a general recommendation that these
are good ways fo reduce gender inequality.

04 The Behavioural Insights Team How to improve gender equality in the workplace
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" The business as well as the social imperative
for diversity and inclusion in our workforces
has never been clearer. But we can help
organisations by sharing the policies and
practices that most make a difference.

This evidence-based resource in support of
improving gender balance does the legwork
for employers of searching the evidence

and sifting out those initiatives which offer
the best chance of spurring change.

There is something concrete in here for all
employers, of any size, wherever they are on
their journey towards greater gender equality.
Once employers act - starting with clear
fargets sef by accountable leaders — we will
improve opportunities for all, as well as drive
better business outcomes.”

Peter Cheese — Chief Executive, Chartered
Institute of Personnel and Development
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Leadership and accountability

Leadership and
accountability

Leaders play a key role in Effective action:

driving gender equality in their Set internal targets for

organisations. The first concrete thing gender representation
leaders can do is to set specific, .
and equality

ambitious targets.

The first thing many organisations do is

set goals. Unfortunately general goals such

as “we will change our culture to be more
inclusive” are not effective unless they are
accompanied by specific goals. High-level
goals do not spur action or assign responsibility.
Targets are most successful when they are:

The second thing is fo create strong
accountability mechanisms to ensure that
every hiring manager and people manager
feels accountable for diversity outcomes

in their team.

* Specific and clear. What are you aiming
fo change and how big will the change be?

“Making a public commitment
makes it more likely that the
target will be achieved”

¢ Time-bound. By when will the goal
be achieved?

¢ Challenging but realistic.

¢ Public.? Organisations should consider
making their targets public. Making a
public commitment makes it more likely
that the target will be achieved.

* Monitored. Progress towards goals should
be tracked and reviewed regularly.

For more information on how to implement
this action, see our step-by-step guide.

06 The Behavioural Insights Team How to improve gender equality in the workplace


https://www.bi.team/publications/how-to-set-effective-targets/

Effective action:
Appoint diversity

leads and/or diversity
taskforces

Diversity leads and diversity taskforces hold
all parts of the organisation accountable for
diversity and inclusion efforts and outcomes.
Having a diversity lead is associated with
better representation of women and minority
groups in organisations.”

However, simply appointing a diversity lead
or taskforce is not enough. Diversity leads
and taskforces should be able fo review
hiring, progression and falent management
decisions and ask for justifications for them.
This creates accountability. When people
know their decisions may be reviewed by
a senior manager or faskforce, they pay
closer aftention to the information they are
basing their decisions on, and make less
biased decisions.

Diversity leads and taskforces should:

* Have a senior or executive role within the

organisation. They need to have enough
influence to hold people accountable
for making progress on equality and
diversity goals.

Care about equality and diversity. They
should also seek to continually develop
their expertise about proven approaches
to improve diversity and inclusion.

Have visibility of internal data so they
can frack progress and outcomes.

Be in a position to ask for more information
on why decisions were made.

Be enabled to develop and implement
diversity strategies and policies.

For more information on how to implement
this action, see our step-by-step guide.

“Having a diversity lead
is associated with better
representation of women and
minority groups in organisations”
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Hiring and selection

Hiring and selection

Unconscious bias and stereotypes can
creep in at various stages of the hiring
and selection process, reducing the
chances that an employer hires the
best candidate for the job.

An effective way to overcome bias is

fo standardise processes to ensure all
candidates are assessed in the same way and
according fo the same criteria. Even structured
interviews and task-based assessments can
be biased unless they are standardised and
conducted in a consistent way.

Effective action:
Offer flexible working
by default in job adverts

Nine in 10 people looking for work want
flexibility.* Advertising specific flexible working
opfions has been shown fo increase applicant
pools by 19-30% on the global job site
Indeed” and by 50% at John Lewis.®
Advertising new roles or promotions as

open to part-time or job-sharing by default
increased applications from women to senior
roles by 19% at Zurich Insurance” and 35%
atJohn Lewis & Partners, and few hiring
managers opted out.®

Prompting hiring managers to clearly list
specific flexible working options at the
moment of posting a new role is key.

A simple prompt led to a 20-30% increase
in employers advertising flexible jobs

on Indeed”’

Effective action:

Use structured interviews
for recruitment

and promotions

Compared to structured interviews,
unstructured interviews are more likely to allow
unfair bias to creep in and influence decisions.

Use structured interviews that:

* Ask exactly the same questions of all
candidates in a predetermined order
and format.

* Grade the responses using pre-specified,
standardised criteria. This makes the
responses comparable and reduces
the impact of unconscious bias."”

For more information on how to implement
this action, see our step-by-step guide.

“Advertising new roles

or promotions as open to
part-time or job-sharing by
default increased applications
from women to senior roles by
19% at Zurich Insurance and
35% at John Lewis & Partners”

The Behavioural Insights Team How to improve gender equality in the workplace
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Effective action:
0 Use skill-based
assessment tasks
in recruitment

Interviews alone may not give all candidates
a good opportunity to demonstrate their
suitability for a role. During recruitment, ask
candidates to perform a range of tasks they
would be expected to perform in the role they
are applying for. This could involve situational
judgement tasks, work samples or assessment
centres. Using tasks that assess a variety of
skills and abilities may help to reduce differences
in how men and women are rated overall."

Like other forms of candidate assessment,
skill-based assessments need to be designed
and conducted in the right way in order to
minimise bias. Specifically:

* Have pre-specified scoring criteria.

e Make sure the assessment task resembles
the real-life task.

* Develop the task and the scoring criteria
with input from different staff members to
ensure they are not too narrow or reflect
gendered expectations about the role.'”

For more information on how to implement
this action, see our step-by-step guide.

Effective action:
Make expectations
around salaries and
negotiation clear

Women are less likely to negotiate their pay
on average.” This can lead to women having
lower starting salaries on average than men.'
These differences persist over fime.

Women are affected more than men by the
lack of information about whether negotiating
is an option or what salary range is on offer.
Employers should clearly state the salary
range available and they should also state
whether the salary is negotiable. These are
effective ways of increasing the number of
women who negofiate.”

However, another reason why women do not
negotiate their salaries is that they are more
likely than men to face backlash, for example
with people seeing them as "too demanding”."
Employers therefore need to ensure that
women are not unfairly penalised when they
do negotiate. Employers should monitor
negotiation outcomes and starting salaries

fo see if any gender gaps emerge.

“Using tasks that assess
a variety of skills and
abilities may help to reduce
differences in how men and
women are rated overall”
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Hiring and selection

Promising action:
Use targeted
referrals

Many applications result from employees
sharing vacancies with people they know.
However, these referrals typically reflect the
existing demographics of the organisation.
Using targeted referrals, where employees
are encouraged fo share vacancies with
underrepresented groups, balanced the
proportion of women referred to male-
dominated roles at the Ministry of Defence.”

Promising action:
Remove biased language
from job adverts

The language you use in job adverts may
discourage women from applying. Women
assume roles advertised with stereotypically
masculine words are in male-dominated
teams and they may not fit in.'® There are
tools available to help with this — search
online for gendered language bias tools.

Women may also be less likely to apply
if requirements are expressed as fraits
(e.g. 'you are a natural leader’) rather
than behaviours (e.g. ‘'you have good
leadership skills') without affecting men's
application rates.'”

“Recruiting returners can give
employers access to skilled
and experienced talent seeking
to re-enter the workforce”

Promising action:
Recruit returners

Returners are people who have taken

an extended career break for caring

or other reasons. They may face challenges
finding a new position or may take on a role
that does not reflect their capability. Recruiting
refurners can give employers access fo skilled
and experienced talent seeking to re-enter
the workforce.

Use our guidance™ to see how fo attract
and hire returners. For example:

* Target places where returners are likely
to be looking.

* Ensure the recruitment process is
refurner-friendly.

¢ Offer support before and during
the assessment.

Promising action:
Anonymise CVs

Anonymising a CV means removing any
identifying information - like the applicant’s
name or contact details — before giving it

fo the people who are doing the hiring.
Removing identifying information makes it
more difficult for people to tell an applicant’s
gender, race or ethnicity. This can prevent
biases from influencing the decision-making
process.”’

You should consider CV anonymisation if the
minority proportion who successfully make it
through the CV sift is substantially smaller than
the proportion who applied. For example,

if 40 percent of applicants fo certain roles

in your organisation are women, but only

20 percent of candidates who make it through
the CV sift are women, then you should try

CV anonymisation.

The Behavioural Insights Team How to improve gender equality in the workplace
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Promising action:

Make it possible to list
experience in terms of
years not dates in CVs

Reduce bias against women returning to work
after a break to care for children by making

it possible to list experience in terms of years
rather than dates. Positioning experience in
terms of years (e.g. ‘four years') rather than
dates (e.g. '2016-2020’) on a CV increased
callback rates from employers by 15% for
women refurning to work after a break to
care for children.?? By making years salient,
employers are more likely to see refurners in
terms of their relevant experience rather than
negative stereotypes.

Promising action:

Include more women

in shortlists for recruitment
and promotions

When putting together a shortlist of qualified
candidates, some evidence suggests that it is
important fo make sure that a certain number
of women are included on the list so that
individual women are not seen as “token”.*

Instead of considering whether there

is a "magic number” of women to have on
a shortlist, employers should set themselves
ambitious targets for the gender proportions
they want to have on their shorflists. This
can mean specifically asking recruiters to
look for equally well qualified women,

or investigating whether there are equally
well qualified women in your organisation
who have not applied for an internally
advertised role.

Promising action:
Make decisions about
applicants in batches

When people consider job applicants

one at a fime, they are more likely to end

up comparing the candidate to certain
stereotypes. For example, a well-qualified
woman applying for a job in a predominantly
male team may be rejected because she
appears foo different from the team’s current
image of a talented team member.

This can be addressed by evaluating
candidates in batches to reduce bias. In

the previous example, comparing the well-
qualified woman to two other new candidates
who have applied for the role could allow

her excellent qualifications to stand out more.
There is some evidence that this approach
can help gender equality.”*

Your organisation may already make
decisions about applicants in batches

if you have recruitment or promotion rounds
where you evaluate multiple candidates
against each other. However, some
organisations may have ongoing or open
recruitment or promotion processes, which
mean that a decision is made about an
individual candidate in isolation as they
apply. If this is the case, look for points in your
processes where multiple candidates could
be considered in parallel and weighed up
against each other.

7,
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Hiring and selection

Mixed evidence:
Diversity statements

Organisations offen use diversity statements

in their job adverts, on their websites and
elsewhere to communicate that they care
about diversity. Unfortunately, it is not clear that
they work. Little research has been done so far
looking at how they affect women'’s likelihood
to apply to the organisation.?” Slightly more
research has been done on whether diversity
statements make ethnic minority groups more
likely to say they would apply for jobs, but the
results are mixed. Diversity statements might
work in some contexts® but backfire in others.?”

While diversity statements are one way of
frying to communicate that your organisation
cares about diversity, based on current
evidence you should not rely on them as

a way to aftract more diverse candidates.

Mixed evidence:
Diverse selection panels

Having selection panels with a mix

of men and women seems to help women's
prospects sometimes and harm them at other
times. Some studies show that the more
women there are on a panel, the more likely
women are to be selected for a role,”® while
other studies find the opposite.”” The effect
can also depend on the role being recruited
for’® or the role of women on the committee.”!
More research is needed to understand

the conditions under which a diverse selection
panel is or is not effective for improving
gender equality.

“Having selection panels with a
mix of men and women seems
to help women’s prospects
sometimes and harm them
at other times”

The Behavioural Insights Team How to improve gender equality in the workplace
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Talent management, learning and development

Talent management,

learning an

development

Many organisations invest heavily in
learning and development, including
unconscious bias and diversity training
programmes. Unfortunately there is little
evidence suggesting that these are an
effective way to change behaviour.

Instead, we recommend employers

to focus on fransparency across all processes
and enabling women to access opportunities
at equal rates to men. We also encourage
tracking the effectiveness of other initiatives,
such as networking programmes, mentoring
or sponsorship schemes.

"
N o

Effective action:
Increase transparency
to promotion, pay and
reward processes

Transparency means being open

about processes, policies and criteria for
decision-making. This means that employees
are clear for example about what is involved
to get a pay increase or exactly how
promotions are decided. Managers also
understand that their decisions need to be
objective and evidence-based because
those decisions can be reviewed by others.

Without transparency and the accountability
it creates, it can be easier for decisions to
become biased. It can also be harder for
minority candidates to know what is expected
of them in order o progress — or to question
inconsistent or unfair decisions. Increasing
fransparency to promotion, pay and reward
processes can reduce pay inequalifies.”

For more information on how to implement
this action, see our step-by-step guide.

The Behavioural Insights Team How to improve gender equality in the workplace
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Promising action:
Request ‘advice’ for
actionable ways to
improve instead of
‘feedback’ on past
performance

Women are more likely than men to receive
vague feedback, which holds back their
development.®® Asking for “advice” rather
than “feedback” seems to produce more
specific and actionable feedback overall **
Consider separating developmental feedback
processes from evaluative processes,

as evaluative feedback is less likely to lead

to performance improvement.*”

Promising action:
Offer mentoring
and sponsorship

Mentors provide guidance and advice to
their mentee while sponsors advocate for
and champion the person they are
sponsoring. Some evidence suggests that
menforing programmes are somewhat
effective for women from minority groups,
but are not necessarily effective for women
of all backgrounds.®® It is not clear, based on
existing evidence, whether sponsorships are
more effective than mentoring, or how best to
run menforing and sponsorship programmes
so they are effective. It is possible that, for
mentoring or sponsorship programmes to be
effective, they must give women access fo
and advocacy from highly influential people
in an organisation.

Promising action:
Offer networking
programmes

Some evidence suggests that formal
networking programmes where members
meet and share information and career advice
can be helpful for White women but not other
groups of women.” This may be because
networking needs to give participants access
to people in senior positions. It may be less
common for minority women fo gef connected
to people like them in senior positions via
networking. More work is needed to
understand the effects of networking
programmes, and whether they need to have
particular features in order to be successful.

“Increasing transparency

to promotion, pay and
reward processes can
reduce pay inequalities”

15



Talent management, learning and development

Mixed evidence:
Performance
self-assessments

There is some evidence that women
underestimate their abilities in the workplace.
They may also be more conservative in their

assessment of their abilities than male peers.*®

Managers’ judgement can be unconsciously
influenced when they look at employees'
self-assessment scores, for example as part

of 360 degree performance feedback.*

We know that performance appraisal scores
can be biased in a particular direction by this
sort of information.“” This is particularly a
problem if those self-assessment scores are
shared with the manager prior to performance
review sessions. The lower scores women give
themselves mean that managers might then
give women lower scores than they otherwise
would have. This can affect performance-
related outcomes such as pay rises, bonuses
and progression.

We recommend that if o review process
confains an element of self-assessed scoring,
these scores should not be shared until after
a manager has made their own assessment
of the employee’s performance.

“There is currently no evidence
that unconscious bias training
changes behaviour or improves
workplace equality”

Mixed evidence:
Unconscious bias training

Unconscious biases can influence

a person's judgement without them being
aware of it. Unconscious bias training in the
workplace aims to make people aware of
potentially harmful unconscious biases and
to reduce the impact of those biases. While
some fypes of unconscious bias fraining may
have some limited positive effects such as
creafing awareness and shifting people’s
attitudes in the short-term, there is currently no
evidence that this fraining changes behaviour
or improves workplace equality.”!

Mixed evidence:
Diversity training

Diversity training can help raise awareness
but is unlikely to change behaviour.*” Some
research in the US has found that mandatory
diversity training either does not change the
number of women in management positions,
or actually reduces it.*?

This backfiring may occur for a number of
reasons. It may be because people resent
being made to do something and so do not
take the training seriously. The training might
also bring to mind unhelpful stereotypes which
people then act upon. Alternatively the training
might make people think that the organisation
has now solved ifs diversity problems.

We therefore do not recommend prioritising
the use of resources on unconscious bias or
diversity training.

The Behavioural Insights Team How to improve gender equality in the workplace



Mixed evidence:
Leadership development
training exclusively

for women

Leadership development programmes

aim to teach skills including management
competencies and self-confidence. While
there are some very small-scale studies of
the effects of leadership fraining programmes
for women, particularly in medicine and
academia, there is currently no high quality
evidence that such programmes help women
progress. Some people feel that these
programmes imply that the women themselves
are the problem. For now, organisations
should not expect these programmes to
greatly improve the representation of

women in senior positions.

“Some research has found that
mandatory diversity training either
does not change the number of
women in management positions,
or actually reduces it”

17



Workplace flexibility

Workplace flexibility

Flexible working arrangements and Effective action:

generous parental leave policies are Share local support
increasingly important in attracting the for parental leave

best talent. It is important for employers and flexible workin
to ‘walk the talk’ and ensure that take up 9

of these policies is genuinely encouraged

Men may privately support other men takin
throughout the organisation. yp Yy supp g

longer parental leave and working flexibly,
but incorrectly believe that their male
colleagues think differently. Informing men
about the high levels of support among
their male colleagues, including managers,
increased rates of men infending fo take
5-8 weeks of parental leave by 50%.44

At Santander, 99% of men supported men
working flexibly, but thought only 65% of
colleagues did. When male employees were
informed that their male peers were almost
universally supportive of flexible working,
men’s infentions to work flexibly in the future
rose by 4%.4°

“Flexible working arrangements are
attractive to both men and women
and increase the total number of
applications to vacancies”

18 The Behavioural Insights Team How to improve gender equality in the workplace



Promising action:
Improve workplace
flexibility for men
and women

It is important to challenge the gender
stereotype that it is a woman’s role

to take on caring responsibilities. Improving
workplace flexibility for everyone can enable
both women and men to combine work

with family and other parts of their lives.*
We know that flexible working arrangements
are attractive to both men and women and
increase the total number of applications

fo vacancies.”’

¢ Advertise and offer all jobs, including
senior roles, as having specific flexible
working options, such as part-time work,
remote working, job sharing or
compressed hours.

* Encourage senior leaders to role model
working flexibly and to champion
flexible working.

* Encourage and enable men to work
flexibly, so that it is not seen as only
a benefit for women.

* Avoid an organisation-wide one-size-
fits-all approach (for example, specifying
the number of days employees can work
from home), as this could create a gender
gap rather than avoid one.*?

* Talk to fathers about changing their
working patterns when they have children,
not just mothers.

Promising action:
Encourage the uptake of
Shared Parental Leave

The unequal sharing of childcare between
men and women leaves a lasting impact on
women’s earnings. Shared Parental Leave and
Pay enables working parents to share up to
50 weeks of leave and up to 37 weeks of
pay in their child’s first year.

Encourage take up of Shared Parental Leave
(see the government's guidance).*”

For example:

* Inform future fathers that it is their legal
right to request Shared Parental Leave.

* Provide future parenfs guidance
and personal support fo understand
the scheme.

¢ Share and promote examples of senior
leaders who have taken Shared Parental
Leave in your organisation.

¢ Offer enhanced Shared Parental
Pay at the same level as enhanced
maternity pay.

“Encourage and enable men to

work flexibly, so that it is not seen
as only a benefit for women”
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Evidence used in this review

Evidence used
in this review

We focused on gender-related research and
evidence, but we also included research on
characteristics such as race/ethnicity and
sexual orientation to understand what works
for improving equality and diversity more
generally. This acknowledges that people’s
experiences are not determined by a single
dimension of identity.

For some actions, we have gone beyond
gender and other diversity characteristics,
drawing on a wider body of behavioural
science research to make our
recommendations. For example, there are no
high quality studies on the impact of setting
internal targets on equality in the workplace.
We have nonetheless included this as an
effective action because goal setting has a
consistent effect on behaviour across a range
of settings. So where the body of findings is
robust and consistent across contexts, we have
included the action even without specific
evidence from the workplace equality context.

This evidence review is based on the best
evidence currently availoble. However, highly
rigorous evidence is currently scarce in the
field of gender equality in the workplace.
Our judgement about whether a given action
is categorised as “effective”, “promising”

or "mixed evidence” is based on a holistic
assessment of the current evidence. In this
document, we cite only a sample of the
studies that were used fo inform our
assessment of the efficacy of a given action
as it was not practical to cite them all.

We will continue to work with employers to
generate new research, as well as monitoring
the wider evidence base. To stay up-to-date
with our findings, subscribe to the BIT blog.
If you are inferested in commissioning future

research, get in touch.
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