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Task 1 
This report will seek to provide an evidence-based approach to gain insights into people practices, there will be a series of data analytics and recommendations with its relevance to people professionals.  
 
Evidence-Based Practice- (AC 1.1) 
Woodhams and Perkins, 2022, p.197 stated that “the concept of Evidence-Based Practice (EBP) is designed to reduce the reliance on anecdotes, received wisdom and personal experience” (CIPD, 2021a). Instead, it combines best available evidence with the adoption of a critical mindset to make more informed, high-quality decisions, with more validity to eliminate bias (CIPD, 2021a).”  One description that defines what evidence-based practice is, is that it is “used as a proven concept that supports decision making with people and the organisations they work in. Evidence-based decision making will help to reduce errors that are caused by poorly substantiated or ill-founded judgements.” Woodhams and Perkins (2022, p.115)  
 
It seeks to focus on a series of approaches when it comes to organisations making informed and science-backed decisions, rather than a ‘hunch’ or the expertise of the HR individual or teams conducting tests of change within an organisation. This approach can be very beneficial when looking at a variety of organisational issues, that include but are not exhaustive, such as employee turnover, managing engagement and motivation as well as it being used as an informative tool to set up the next steps for training and development CPD, seeking innovative ways to retain talent and retention as well as informing succession planning and leadership  development, not to mention maintaining compliance both legally and keeping up to date with HR policies.  
 
Rob Briner, Professor of Organisational Psychology speaks about having a multi-layer approach, where he seeks to advise HR teams, to ask what the problem is, how relevant is it and how trustworthy the resource is? By looking at a variety of ways to understand what is truly going on within an organisation, there must be consideration of the people within the organisation, such as conducting both qualitative and quantitative surveys, looking at previous data as well as speaking to staff and stakeholders to gain a general overview and ‘feel’ of what’s going on in relation to the culture of the organisation and to gain a balanced view when delivering findings that impact the decisions and feedback about the organisation. (Flourish Dx, 2022) 
 
Seeking an evidence-based approach is inclusive in its entirety as it takes away personal bias, which will be covered within this assignment, and provides a rational, scienced backed outcomes, that informs organisations of the next practical and theoretical steps into employee related issues and informs continuous improvement decisions, saving time, cost and waste within the system.  
  



Analysis Tools- (AC 1.2) 
 
A recommended analysis tool would be to use the Five Forces, by Michael Porter, this approach looks at a variety of contributing forces which are the level of rivalry, 
customers, suppliers, substitutes and entrants. In each instance as an organisation, the HR department would then seek to look at the barriers and challenges and form a strategy. It's important to define the industry you are in, in this case Human Resources, identify the current situation and then analyse the appeal of each force. (Harvard Business Review. 2008).
Its approach enables organisations to predict future trends, see what their competitors are doing and position themselves where, for example, their employees would benefit from staying within the organisation. An example of this would be seeking staff engagement and noticing morale and wellbeing was low within a small organisation. Knowing this information would then determine future wellbeing practices that would be appropriate as well as reviewing the policies that influence staff engagement such as flexible working, EDI training or other ethical practices to inform training and recruitment drives for the future of the company. One of the huge benefits of using a tool such as the five forces, would be to retain existing staff and ultimately saving company costs on replacing and re-recruiting staff, which has an impact on overall performance, capability and capacity of teams.  
 
When seeking to diagnose issues, challenges and opportunities within people practices, interviews play a pivotal role as they capture key insights from a variety of individuals at all different pay grades and positions within the organisation, that contribute towards the continuous improvement process.  They can be used to identify any root causes and offer human connection and the gathering of contextual information. As the feedback is often given in real-time, it allows for decisions to be acted on relatively quickly and inform strategic planning and decision-making, where employees can benefit from an effective, personalised approach, rather than ‘doing 
what has always been done’ attitude and ways of working.  It’s important to cover some of the challenges surrounding interviews which could be biased influences, whereby the interviewee could base their questions on personal thought and not conduct research into how to ask relevant questions. The interviewee conversely could base their answers on personal experiences which could influence the company reputation or feedback, for example if a company’s culture is to treat people with kindness, and a manager and staff member are currently in a grievance process, both employees may seek to view the whole organisation as negative, based on their own personal circumstances.  
 
There is another issue whereby depending on who is interviewing the employees, there could be a reluctance to share honest feedback at risk of their confidentiality, therefore there may not be an overall picture as to what is truly going on within the organisation. Finally, it’s important to have a range of diverse perspectives when interviewing that include race, gender, position within the company to gain as much scope and insight as possible. Overall when conducting interviews “The resultant data would be very detailed and complex; it would help the HR professional to understand culture within the organisation studied, but would not necessarily help to understand the same issues in other organisations – in other words, the data would not be generalisable.” Woodhams and Perkins (2022, p.125) Therefore, making the data bespoke and specific to a particular organisation’s needs, allows the results to have a greater impact, resulting in greater improvements and maintenance of positivity within the company culture. 
 
Main Principles of Critical Thinking (AC 1.3) 
Thinking critically allows professionals to truly understand what is going on in the system, removes individual biases and focuses on the facts rather than our own opinions and experiences.
One of the principles of critical thinking seeks to remove bias. As Chatfield, T. (2023) recalls; speaks about the notion  suggests, “the point at which a heuristic leads into error is known as a cognitive bias, and describes a flawed judgement that predictably results from our intuitions ‘misfiring’.” For example, the CIPD (2020) refers to ‘common errors’, where members of the team generalise common causes, and then agree upon a decision based on the opinion of the meeting holders rather than seeking the facts. This approach as Coburn (2020) recalls is error focused as it refers to the ‘appeals’ of a company culture and goes with the status quo of ‘this is how it’s always been done’. 
Adopting a critical thinking lens, enables team members to work collectively and collaboratively to create sufficient conditions (CIPD,2020) in order to achieve a common goal. 


 An example from looking at a range of common biases would be confirmation bias, where we look at the information that is presented to us and base it on our existent beliefs, this also relates to a false analogy where a previous situation’s result will produce the same information if repeated. An example to explain could be, if members of the accounts team within an organisation were always late logging onto company calls, an assumption would be to blanket all existing and new members to the accounts team as being and unpunctual and base an opinion of their professional conduct on that notion.   What underpins many of our thinking biases is our ability to take accountability, form relationships which enable people practice professionals to and truly understand what is happening amongst teams. there.ore as Chatfield, T. (2023) refers to this introspection, because “it's important for us to be capable of bonding and sustaining cooperative relationships with small groups of peers rather than constantly reassessing every attribute of every individual on a case-by-case basis.”

Adopting this objective view ensures that fairness and justice takes place within the workplace. “Research shows that procedural justice has more impact on perceptions of fairness than distributive justice”, according to Wilkinson, J (2022). This approach balances equity in the workplace where Woodhams & Perkins (2022) argue that “there is a greater demand both legally and socially for transparency and equity both internally and externally, and reward practices must respond to this.” Therefore, as a people practice, it’s important to work with the research when thinking critically. As the CIPD (2013) mentions, “evidence suggests that organisations that treat their employees with fairness, integrity and sensitivity are more likely to find that those employees respond with increased commitment and productivity.” The CIPD (2020) recognises the need for staff engagement and emotional intelligence to change behaviours, ideas and ways of working if a team are to work productively and critically. 
Therefore, any member of the team who does not attend the team’s call on time automatically follows the ‘late reputation’ of the existing team's reputation. If that is compounded with a bias that when another HR professional reminded the team about punctuality and related it to the company policies and culture, any team who was late in future no matter how much they rectified the situation; will have the opinion based on the people person’s perception of punctuality; as it’s wrong and only applicable to the accounts team. As this opinion is prevalent with a person dealing with the accounts team in this example, that said the people person may overlook other issues within other teams and truly ignore punctuality issues within other teams owning to only focusing on the accounts team. If the focus is always on their punctuality, other issues or causes for celebration could be overlooked as there is a strong bias on punctuality with the accounts team. This reductionist approach does not pertain to the fact that it is merely assessed on the basis of personal judgement, heuristics which does not enable growth, opportunity or cultural equity in the workplace. 
 
 Decision Making Processes (AC 1.4) 
 Three decision-making processes can be applied to ensure that effective outcomes are achieved.  
 
Fishbone Analysis (AC 1.4) 
These include a fishbone analysis which is an agile methodology. It is a visual tool that looks at the cause and effect of a problem. It’s useful in people practice as it helps the team depict a host of potential issues that can be solved. It’s effective as it involves a whole team approach and is inclusive and diverse in its approach. A drawback of the fishbone analysis is that the team must agree on the choice of categories to action them, which can prolong the outcome. It is also dependent on the variety of the stakeholder’s availability as it’s based on collaborative working. 
 
Debonna’s Six Hats (AC 1.4) 
The second approach would be to look at Debonna’s, Six Hats. The six hats consider six different hats labelled with various themes that include: “Information gathering, feelings, criticism and risk assessment, benefits and feasibility, creativity and process control.” (Mindtools, n.d.). Some of the benefits include creating an inclusive and non-judgmental approach to managing people and the organisations they operate in, as it encourages participants to take on a new hat and act with the thought process attached to it, allowing for celebration, collaboration and active listening. However, the downside of the six hats could be that there may be a lack of diversity in the process, forcing there to be a biased outcome because of the types of people taking part in the session. For example, senior leaders that are male and white British engage in this approach. It’s important to consider the roles of the participants as well as the range of the protected characteristics to have a fair representation and balanced outcome. 
 
Pareto Analysis (AC 1.4) 
Pareto Analysis would be the final consideration in people practices on its contribution towards business performance. A Pareto Analysis which simply put looks at the 80-20 rule. It works on the basis that 80% of the results are from an organisation and the input or work of 20% of the employees, similarly, 80% of the problems are caused by 20% of the workforce or system (Mindtools, n.d.). It’s highly useful when looking at data from a survey or a specific field. For example, if HR has noticed that staff have been attending work late, a survey could be run to look at the reasons. The benefits of surveying in this instance would be to understand the system, to influence change or to provide a solution. The Pareto Analysis results would inform the common causes and allow people practice departments to provide personalised solutions. For example, in this case, say 80% of people getting to work late was due to lack of parking, it could be an opportunity for the people team to either offer public transport discounts, promote car sharing or offer a variety of different car parking places for people to utilise. If this is to be used as a tool, one of the downsides would be to continuously monitor the process and conduct surveys to understand the parking issue. The workforce may become complacent in completing surveys due to survey fatigue, this notion is something that the people practice team would have to be mindful of. Also, the people practice team’s resources would request costs of the company to provide additional parking, or discounts over productivity. The Pareto Chart will engage stakeholders and provide evidence-based next steps contributing to a balanced approach. 
 

Ethical Perspectives (AC 1.5) 

This next section will address how ethical perspectives are used to inform and influence moral decision-making. According to CIPD (2013) ‘Evidence suggests that organisations that treat their employees with fairness, integrity and sensitivity are more likely to find that those employees respond with increased commitment and productivity.’   
 
Utilitarianism (AC 1.5) 
 
Utilitarianism looks at the concept of the greatest good for the greatest number, Mugan, T. (2020) suggests that utilitarianism...is a dominant mode of ethical thinking. In the context of people practices it examines consequences and encourages employees to think about the consequences of their choices. As a result, it underpins levels of interest with conflict as it looks at the overall happiness and wellbeing of employees. The approach influences policy-making and governance, where most people can apply and use within their working lives. For example, with a flexible working policy, individuals have the choice to work how it works best for them within organisations. 
As Smith and Mitchell’s (2022) suggest, your organisation’s ethical views will be apparent in its general culture ....in what is rewarded and what is punished; (for example).....flexible working. However, a caveat to this is that it is very job dependent. If we take the example of healthcare, an administrator may have the choice to work from home more often, if this is their preference, than going into the office. Evidence suggests that “flexible working leads to greater job satisfaction, enhanced commitment to organisations, and slower turnover of staff.” (Anonymous, 2012)

 This is compared to a surgeon who is required to attend their place of work to conduct their duties, meaning the flexible working policy won’t be working the same way as the administrator. A downside to this is that the blanket approach can marginalise certain groups and individuals as it poses challenges to measure their wellbeing on an individual basis.  

  
Deontology (AC 1.5)
“A Deontological approach is mainly concerned with what is right and wrong at the core of the issue and is directly associated with Kant’s views on ‘treating people as an ends’, implying that all should be respected and treated fairly (Mullins, 2013: 683).” (Woodhams & Taylor, 2022: 201) For people practices, it underpins decisions making, for example funding for training. 

Bias (AC 1.5) 
As individual employees come with different backgrounds, ages and beliefs that are all made up of the nine protected characteristics, Or It’s important for organisations need to invest in “regular diversity and equality training including unconscious bias training for all employees and stakeholders. This can help raise awareness of issues about fairness, equity, etc.” Woodhams and Taylor (2022:216)  
 
Although bias training supports short-term objectives and studies show that investing in such initiatives increases awareness and reflection of colleagues to check their behaviours and ways of thinking; there is a downside which could lead to resistance to take part, meaning the intention of the training hasn’t been met. This relates to the CIPD’s (2015) ethical decision making and highlights wellbeing and fairness accurately, in the context of deontology.

Also having a blanket approach to certain types of training such as diversity, can create a lot of cultural sensitivity where certain cultural nuances are not addressed, thus creating more marginalised groups. This is why it’s important to provide data and evidence for big decisions, especially around staff training and using the facts as to why decisions are made, as they are based on the people and the systems they work in rather than the ‘hunch’ of an HR person. 
Relational ethics (AC 1.5)
Ellis, C. (2007)  suggests, ‘as part of relational ethics, we seek to deal with the  reality and practice of changing relationships ...  over time. In people practices this influences ethical decision making in the context of personal and professional relationships, roles and boundaries. The NHS (2020) created a ‘Relationships at Work’ policy which “sets out the expectations of... people in respect of professional and personal boundaries, providing guidance on the management of personal relationships at work.” This policy supports decision making by  “the safeguarding of employees, (which) is of high priority, (without the policy it)... could lead to work-related stress and have adverse effects on their mental wellbeing.” (Smith & Mitchell, 208:2022).

Ethical Practices (AC 1.5) 
 
This is a powerful framework to consider as it provides the foundation for building respect and relationships within the workplace. Some of the ways ethical practices are used to influence moral decision-making is by considering its place in holding company values. When working within a values framework, standards are held high and create a sense of accountability for personal behaviours, which builds trust and personal safety. There are also grounds for creating psychological safety for colleagues to speak up in the face of resolving conflicts are there are guidelines set up for people to safely work within, thus reducing risk to the organisation.  
 
It is also advised to consider the working ethically must be balanced and considered as they could be a risk of reputation of the organisation whereby this approach plays it safe and can be seen to a ‘ideal’ way of working and not represent the individuals’ views of what is happening from an ethical perspective within the workplace. As there as many ethical ways of working, people practice departments may become overwhelmed and generalise decisions to avoid legal implications.  
 
By focusing on both the benefits and challenges when working with ethical perspectives can have positive impacts on overall decision making and awareness whilst respecting the nine protected characteristics ensuring a balanced approach is strongly considered. 
 

Financial and Non-Financial Performance (AC 3.1) 
 
Financial Performance (AC 3.1) 
Analysing the company’s return on investment (ROI) is one tool that can be used to look at the financial performance of employees and the organisation. ”In other words, the organisation’s sole purpose (in its own managers’ eyes) is to gain for its owners a quicker and more substantial financial return on their investment than their competitors are able to achieve.” (Woodhams & Taylor, 208:2022) 
A second initiative considers shareholder value. Doyle, P. (2008) suggests “strategies aimed at maximising shareholder value are different. They focus on identifying growth opportunities and building competitive advantage. They punish short-term strategies that destroy assets and fail to capitalise on the company’s core capabilities.” According to Mughal, Y. H. (2018) ensures the organisation, according to Hayes & Allinson (1997) are .... associated with particular modes of problem solving and decision making. 

Non- Financial Performance (AC 3.1) 
A non-financial approach would be to look at employee engagement scores, this measures the levels of satisfaction within organisations and marries up motivation and engagement. ”Mullins (2013) argues that financial measurements alone are not adequate in assessing an organisation’s performance as they do not take into account the soft skills that build an organisation, and that ultimately drive the financial performance.” (Woodhams & Taylor, 208:2022). This is done through surveys or feedback methods.  According to Smith & Mitchell (2022) Some people practitioners have turned the exit interview into a discussion about what would persuade the person to stay.

Both approaches look at data qualitatively and quantitively focusing on performance and people enabling a balanced approach in the decision-making process of organisations.  
 
Adding Value (AC 3.2) 
People practice professionals play a vital role by adding valuable insights into the wellbeing and day-to-day operation of employee relationships to both their roles and the culture of the organisation. According to  
People practice professionals add value to an organisation by using a variety of tools, these include running training courses, developing succession plans, rewarding good performance, improving poor performance, negotiating and consulting with staff representatives, and developing management careers, according to Woodhams & Taylor (2022).
 As  notes, “using statistics –, for example, looking at the average length of time to fill a vacancy and the number of applicants from under-represented groups; looking at trends in the cost of recruitment and selection activities and benchmarking,” are ways organisations and people practices add value.  according to Woodhams & Taylor (2022)
people practice professionals 

As a result, of measuring the impact, and value added by people practice professions on organisational productivity and performance would increase according to Oktosatrio, S. (2020). which (enhances) wellbeing and work-life balance. Investing in and measuring people practices positively impacts team dynamics and promotes strong relationships within the workplace, increases motivation and job satisfaction. This approach adds value to employees as it (enhances) wellbeing and work-life balance, which improves staff retention and creates a sense of belonging. (Kobayashi et al., 2018)


One method would be the employee satisfaction and engagement surveys, these look at the satisfaction scores that add value to the workforce and give insights into changes that can add positive impacts like employee sustainability when future workforce planning. 
 
Another example would be to look at the opposite, which is employee turnover and retention rates. Looking at the employee turnover rates and investigating the reasons for leaving, such as exit interviews can influence the roles of the people practice department. For example, low turnover may indicate a strong organisational culture and a content workforce. This then allows for innovation and creativity to blossom.  
 
Conclusion (3.2)
This report focuses on the importance of using quality data to inform people practice professionals to make evidence-based decisions. These decisions have a powerful impact on employee well-being and ultimately support retention, cost and make informed future workforce plans, where employees are happy and feel psychologically safe. 
According to Nimmi et al (2023) healthy and happy employees are an inevitable part of successful organisations. Employees' state of health and well-being contributes to the successful performance of organisations (MacDonald, 2005).
Therefore, people professionals must appraise evidence with curiosity and a critical standpoint, whilst using a wide range of tools to inform outcomes. According to Woodhams & Taylor (2022) the best available evidence with the adoption of a critical mindset... to make more informed, high-quality decisions, with more validity to eliminate bias (CIPD, 2021a). 
The needs of different stakeholder groups may necessitate the HR professional presenting data in different ways. It is important that effective business cases are developed which provide a basis from which actions can be taken or recommendations made. (Woodhams & Taylor, 137:2023) 

People practices are working ”towards being and managing an increasingly diverse workforce, it is vital that organisations ensure that employees feel included at work.” Adams, B. G., Meyers, M. C., & Sekaja, L. (2020,24).

 Data must be presented in ways that are readable and accessible to everyone within the organisation and used to make positive changes and impacts within organisations, ensuring it adds value every time. 
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Task 2- Recommendations- Quantitative data (AC 2.1) 
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	Average Salaries across teams and with within the organisation in GBP 
Overall average salary paid by the organisation
	Amount in GBP 

	Female 
	31,900.30 

	Male 
	59,765.00 
31,812.18

	Non-Binary 
	19,500.00 

	Across organisation 
	31,757.46 


 
People Practice Issues AC2.1
The pay penetration tool is used to compare salaries between males, females and non-binary within the organisation, according to Hodkin (2020). This tool supports diversity and inclusion within the workforce, and ensures organisations are paying equitably and within the market rates, according to ones qualifications and experience.  The pay penetration tool will inform pay policies and will support clear communication and equal opportunities across the organisation, regardless of one’s gender or identity. As a result , it... ensures.. that...hiring practices eliminate biases and are reflective of ...organisational values, the approach to diversity, equity, and inclusion (DEI) can be the missing piece of the employment puzzle that sets... organisations apart from ... competitors in the labour market. (Lewis, 8:2022) 

Findings and Recommendations- Qualitative data (AC 2.2 & AC 2.3) 
Recommendations are provided by the team in order to address the specific requirements according to current HR practices and procedures. 
There is a disproportionate number of white employees in Lettings, Regeneration, Marketing and Facilities. Regarding people with disabilities, the same goes for the six teams, including at senior leadership level. One recommendation would be to take “positive action (as there is a) recogni(tion that) people from certain groups are not equally represented in the workplace in comparison to other groups and (the need to) take steps to provide redress,” (Taylor, S. and Woodhams, C, 2022, p220) would benefit the organisation. 
 
Females on average are earning nearly 28,000 pounds less than their male counterparts. A recommendation would be for all managers and team leaders to invest in EDI training to raise the profile of inclusive practices. It is worth mentioning that looking at average earning may not consider ‘where more women than men have opted to pay their pension contributions under salary-sacrifice arrangements, and this has widened the pay gap figures.’ (CIPD, 2023) 

As the men are paid significantly more than their female colleagues can pose risks, specifically gender inequality which can impact morale within the organisation. There are also legal implications if people with the same job title and qualifications for the role have been renumerated according to their gender. For the organisation there is a reputational implication which could impact women’s career progression as well as retention. 
 
Benefits (AC 2.3) 
Raising awareness of the need for more diversity and inclusion would make the workplace equitable. 
Employee morale would be boosted as there are positive steps being taken to improve fairness, which contributes towards higher levels of happiness at work. 
There would be an increase in creativity as diverse teams have a range of ideas and perspectives to work with, allowing for a richer working environment.  
Following the Welsh Governments ‘Strategic Equality Plan’ 2020-2024, shows the organisation is addressing key equality objectives where ‘the needs and rights or people who share protected characteristics are at the forefront of design and delivery.’ (Stategic Equality Plan 2020-2024, 2020) 
 
Risks (AC 2.3) 
There could potentially be an impact for people practice professionals, on current employee morale, especially employees who are not the focus of targeted support. There could be risk of resentment in certain teams, however communicating the processes as the implementation is in place could mitigate this issue.  It has been documented by Kang & Sung (2017) that employees who receive positive communication about their performance tend to be more motivated to maintain trusting relationships with their organization (Jo and Shim, 2005).
Ensure discrimination laws are adhered to when embarking on positive action processes, to avoid litigation. 
 
Financial implications (AC 2.3) 
Targeted support is voluntary, therefore there are no cost implications, which means the company benefits from funding from the Welsh Government. There would only be an impact on employees’ time and workload when attending training. However prior contingency planning for this should eliminate pressure points during the training.  
 
Solutions (AC 2.3) 
Accepting support from the Welsh Government shows a positive action towards supporting the country’s goals and practices.  As a result, this demonstrates willingness to make people feel valued, and therefore retaining talent is an outcome.  “Research on the psychological contract shows that people want to work for employers with good employment practices.’ (CIPD,2023).  
 

Recommendations – Qualitative data (AC 2.3) 
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(AC 2.1) The bar graph is based on employees that agreed and strongly agreed when asked in an employee survey about hybrid working. 

There are three top priorities that require immediate action: 
1. Stress when away from work 
2. Lack of engagement 
3. Lack of support 
 
By addressing these issues in the first instance and tracking data over time, we may see other improvements in other areas such as employee’s work/life balance and collaboration and communication. 
 
Recommendations (AC 2.2 & AC 2.3) 
The organisation’s culture is evident that most employees feel connected to their workplaces since hybrid working. A further study and brainstorming session to create a Plan,Do, Study, Act cycle (Cause and Effect) to test changes on company culture, would be beneficial to gain data over time.  
1)Stress when away from work 
Exploring opportunities for teams to be in the office at the same time to boost engagement, for example once per month, the team to attend meetings in person.  
2)Lack of engagement 
 Psychological Safety training (Iterum LTD,2021) for all employees to address  praise, recognition and appreciation. Also for senior leaders to praise employees for their efforts and work they have completed, in person, via email or in virtual meetings. Conduct a short pulse survey for baseline data before a course and track weekly pulse survey for employee feedback. Report the findings back to the employees via the intranet or in team meetings.  See IHI’s Joy in Work paper. 

3)Lack of support 
Psychological Safety training (Iterum LTD,2021) to allow employees to speak up or restructure meetings to give employees the opportunity to share their concerns and to allow guidance from the team to support, from an experience or capability standpoint.  
It would be advisable for colleagues to meet in person to complete or bring key insights from the course to team meetings to share with managers.  

Benefits (AC 2.3) 
· Teams are aware of the issues caused by stress 
· Raising self-awareness 
· Virtual training to support hybrid working 
· The course covers all legislation and practices 
· Employee empowerment to raise concerns to managers Attendees will be able to claim a ‘Psychological Safety Credly’ badge, which supports employee CPD and adherence to supporting colleagues safely. 
 
Financial Implications (AC 2.3) 
· 280GBP plus VAT per individual or discounts for corporate training 
· Time out of the working day to complete the 2.5-hour training. 

Risks (AC 2.3) 
· Assessment tracking may be challenging, as qualitative data could be the only source to track data over time to justify the investment. 
· As we are addressing engagement, employees may disengage from the training. 
· There will need to be a follow up after the training to support the ongoing efforts to improve the priorities of hybrid working 
· Ensuring there is collective responsibility, and embedding it with the culture of the organisation, not just isolating one group of employees to attend, e.g. Managers.  
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