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1. [bookmark: _Toc189204866]Section One
1.1. [bookmark: _Toc189204867]Evaluation of the concept of Evidence Based Practice (EBP) in decision making and application to people practice and organisational issues.
Practitioners CIPD (2023) argue that the key concept of EBP is to make good quality informed decisions through critical appraisal of information available. This is supported by academics such as Barends, Rousseau and Briner (2014) who state that this can be achieved, by applying critical thinking (see 1.3), to the best available evidence, from a variety of sources within the four key areas of experiential knowledge, scientific data, organisational data and stakeholder views. However, as stated by Briner (2019), although everyone uses some form of evidence to inform everyday decisions, when applying this to EBP it is key to apply conscientious, explicit, and judicious use, to quality and reputable sources.  
Evidence shows that EBP has been utilised effectively within various industries including Healthcare, Aviation and Education throughout the past 40 years (The Oxford Review, 2023). However, it is only in more recent years that EBP have been applied within people practice and management. Gifford, Young and Barends (2023) state that one of the benefits of applying EBP to people practice, is to assist people management professionals overcome the outdated insights, potential bias, such as conformity bias (herd mentality) and augment the potential for effective solutions. Professional Body CIPD (2023) attest that the approach to EBP throughout time and different industry has remained primarily the same and applying the six steps of EBP, which are Asking, Acquiring, Appraising, Aggregating, Applying and Assessing, to various sources of evidence from the four key areas as detailed above, (see Figure 1) will assist people professionals make effective and strategic decisions. 
Figure 1.
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Moore Interiors, an SME based in Swansea and specialise in the internal design and refit of commercial premises, documented that the organisation had recently experienced difficulty in recruiting suitably qualified and experienced employees to key roles. After a discussion between the directors present, it was agreed to increase the salary offered to attract the right candidate (Moore Interiors, 2024).  From the limited evidence available, it could be argued that this decision was based solely on experiential knowledge and consequently, as claimed by Gifford, Young and Barends (2023) could therefore be subject to outdated insights and bias. By applying the six steps of EBP to the remaining three key areas of issue the directors may have identified other factors contributing to the issue, for example stakeholders and organisational data may have provided a better insight, providing a more strategic and effective decision and outcome.
Like all theories and processes EBP and the six steps are not without limitations as documented by CIPD (2023) although it is not always feasible to follow all six steps, they recommend that people professionals should try to cover as many of the steps as possible. Furthermore, Barends et al (2017) identified that despite there being a positive attitude towards EBP within people professionals, their limited time and understanding of scientific research is one of the major factors for limited widespread implementation within the field.
[bookmark: _Toc189204868]1.2	Evaluation of analysis tools and methods and their application to diagnose organisational issues, challenges and opportunities.
To assist organisations to identify and overcome potential challenges, there are numerous tried and tested analytic tools that could be implemented to the daily business. These include but are not limited to SWOT, PESTLE, Porter’s Five Forces and the Boston Matrix. Beevers, Rea and Hayden (2019) attest that the method of analysis chosen by an organisation must consider all factors that may impact on the organisation achieving its objectives. 
Battisa (2023) state that PESTLE analysis is an integral tool within core knowledge for enabling change and the CIPD Profession Map. PESTLE can assist an organisation to categorise the macroeconomic factors of the business, with into six key areas, which are, Political, Economic, Social, Technological, Legal & Environmental (Taylor and Woodhams, 2022). Some examples of potential factors that may be considered under each area when applying PESTLE to people management are:
Political 		– 	Government Changes, Industry Regulation
Economic 		– 	Inflation, Cost of Living Crisis
Social 		– 		Hybrid Working, Employee Demographic
Technology 		– 	Social Networking, Working Practices
Legal 			– 	Labour Laws, Working Practices
Environmental 	– 	Transport Policy, Environmental Values
As with all tools there are limitations and many academics and practitioners note that although PESTLE is a simple tool that can provide strategic oversight to an organisation, due to the fast pace of development in fields such as technology, the information gathered can quickly become irrelevant and therefore it needs to be repeated on a regular basis. Furthermore, Marmol and Feys (2015) argue that using PESTLE alone is not sufficient and using it in partnership with a microenvironment tool such as Porter’s five forces or SWOT can prove to be more beneficial.
There are a number of potential methods organisations could employ to gather information and data required to identify issues a few of these are: Surveys, Interviews and Focus Groups. 
Surveys are a popular choice, and when conducted effectively, can provide researchers with reliable, usable, primary data that can aid an organisation to inform business decisions. Furthermore, with the use of technology they can supply a cost and time effective option, in addition to reaching a lager sample than traditionally conducted surveys (Wright, 2005). Barends and Rousseau (2018) proclaim that most surveys produce quantitative data (numerical / statistical) with closed questions where respondents have a set of predetermined responses. However, Beevers, Rea and Hayden (2019 pg. 81) state that they can be designed to capture quantitative and qualitative data.
It is suggested that there are three common types of survey that can be beneficial for people managers to engage with employees within their organisation, which are Employee Satisfaction, Employee Culture and Employee Engagement (SHRM, undated). There is also evidence to suggest that when employees feel engaged this also has other benefits of for the origination including, staff retention, customer satisfaction and productivity (CIPD, 2023a).
However as argued by Taylor and Woodman (2022) to ensure a good response rate it is important that they are not too bulky. Furthermore, it is important that any outcomes from the surveys are actioned to ensure employees do not feel that the survey is just a box ticking exercise (Taylor and Woodman ed., 2022). Some other potential issues when using surveys are whether they are effectively designed, implemented and evaluated to avoid bias (Barends and Rousseau, 2018 and Wright, 2005).
[bookmark: _Toc189204869]1.3	The principles of Critical Thinking and application to ideas.
Critical thinking can be defined as the process of evaluating and breaking down the validity of theories and concepts, without personal bias, to make decisions and find well-reasoned solutions to issues (Armstrong and Taylor, 2023 and Coleman 2022). As attested by CIPD (2019) critical thinking is a key skill for people professionals and can bring clarity to confusion and increase the potential to succeed. In addition, Biech (2008) argues that scrutinising evidence, exploring alternative viewpoints and navigating complexities can ensure choices that benefit employees and the organisation.
When applying this to ideas whether they be your own or ideas of others Chatfield, (2022) states that it is important to be able to identify and see through faulty reasoning and understand potential cognitive bias, which is, a process where the human brain can oversimplify information, based on experience and preference. It is also important that people management professionals are on a level playing field and they can identify individuals that may be using critical thinking techniques to distract or control the conversation (CIPD, 2019). Quarry and Ash (2021) state that it is important to evaluate an idea logically, not impulsively. So, to assess any proposal it is important to examine it in detail and then weigh up the advantages and disadvantages rather than just reacting.
To apply critical thinking and become an evidence based professional, with the ability to formulate a strong well balanced and defined plan, Gifford, Young and Barends, (2023) argue that people professionals should, apply critical thinking to all five steps of the CIPD maturity model. (see Figure 2).
Figure 2.
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(Gifford, Young, and Barends, 2023)
For people professionals CIPD (2023b) state following the maturity model can assist them in their journey. It recommends starting with reading textbooks or journals within a chosen area of interest, then collecting and analysing relevant organisation data. Follow by reviewing published documents, as there is a high volume of high-quality studies to assist in decisions, this information can then be applied to piloting new practices and finally sharing knowledge. By repeating these steps people professionals can develop their individual performance and the overall efficiency of the organisation.  
1.4	Decision- making processes for achieving effective outcomes. 
The are various processes that can be applied depending on what the problem is. A selection of these are De Bono and his six hats, The Demming Wheel and Stakeholder Analysis. A brief overview of two of these three processes is are outlined below.
De Bono’s Six Hats – This is a technique that can be utilised within a group or as individual as part of the thinking / decision making process. The principal idea is that there are six imaginary, different coloured hats which each signify a different style of thinking (Sheth, 2012). When a participant is wearing a particular colour hat, they must only focus on the style of thinking that the hat signifies as follows:
White 		- 	Information and the Facts		Yellow		-	Positives
Black		-	Risks					Blue		-	Actions
Red		-	Emotions				Green		-	Ideas
It is important that each person wears each of the coloured hats and when within a group situation, each person wears the same- colour hat as everyone else at the same time. This prevents four people looking at four sides of the same problem and allows more organised well-balanced thinking that covers all angles (De Bono, 2009).
The Deming Wheel – This technique sometimes referred to as the Deming or PDSA Cycle can be used to identify sources of variations that may affect the end goal. It proposes that organisational processes, products or services are analysed in a continuous feedback loop allowing managers to identify problems and make improvements where required (Scherkenbach, 2001). The cycle is made up of four key steps within a continuous improvement cycle which are:
Plan 		-	Design or revise organisational process to improve result.
Do		-	Implement the plan and measure it performance.
Study		-	What did we learn what problems where identified.
Act		-	Adopt or discard the change then repeat the cycle.
The above steps can be repeated as part of a constant cycle, promoting continual learning and improvement (The Deming Institute, 2023)
[bookmark: _Toc189204870]1.5	Assess how different ethical perspectives can influence decision making.
Bosley (2023) argues that ethical practice is as important to an organisation’s reputation as the quality of the products and services they provide. It is important that People professionals lead by example, when it comes to ensuring that ethical practice is incorporated into all aspects of the organisation (Waite et al, 2021). Some ethical perspectives that may be used to inform decision making are detailed below. 
Utilitarianism – Academics argue that key principle of this perspective consideration that an action is morally good, if it maximises the happiness of a given situation (Armstrong and Taylor, 2023). This theory incorporates ethical values such as honesty and fairness and informs moral decision making. One of the benefits of this perspective is that is simple to understand that we should all act to increase general contentment. However, on the opposite side one disadvantage with this theory is a person's perception of happiness may differ significantly to another. 
A hypothetical scenario for utilitarianism is as follows: Directors of an organisation, with 50 employees have the idea to change the breakdown of the working week from the current 8.30am to 4.30pm Monday to Friday, to 7.30am to 4.30pm Monday to Thursday and 7.30am to 1.30pm pm on Fridays. This makes no change to the total hours worked per week just the way they are distributed throughout the week. The Directors intention of the change is to provide employees with increased quality time at weekends. Therefore, it could be argued that this is for the greater good and is therefore influenced by Utilitarianism.
Altruism – This ethical perspective has similarity to Utilitarianism. As argued by Seglow (2005) altruism, focuses being selfless and helping others without expecting anything in return, contributing to a friendlier, happier work environment. One of the benefits of this theory as argued by academics and practitioners is that altruism can positively impact on an individual’s wellbeing (Singer, 2023). However, one disadvantage is that there may be some that would take advantage of another person’s selflessness.
A hypothetical scenario for Altruism is as follows: during a project management meeting tasks are assigned to individuals and departments. The contract department has been assigned the highest percentage of tasks. At this time one of the key employees from the contracts department is on leave, which leave the remaining team member overladed. Despite having a number of tasks assigned to the accounts department the manager of the department offers to assist the contracts team member. Therefore, it could be argued that the decision of the accounts manager to assist the contracts team, without expecting anything in return is influenced by Altruism.
[bookmark: _Toc189204871]3.1	Appraise ways an organisation can measure financial and non-financial performance.
Measurement of performance within business can help to identify where your business is strong or where it may need some additional assessment and work. There are two key areas of performance management financial or non-financial.
One of the many ways to measure financial performance is by assessing the Gross Profit Margin. This is a measurement ratio that considers the percentage of revenue (sales) remaining after the direct cost of those sales, such as materials and production costs are deducted (Stobierski, 2020). For example, Moore Interiors (2024a) gross profit (GP) target is 35%, this target is calculated using historical company financial data, which shows that direct costs on average are made up of average materials costs, of 31% and average labour costs of 34%, leaving a balance of 35% GP.
The main issue with measuring organisational financial performance solely with GP is that it does not consider operating expenses, such as overheads and other operational costs such as marketing. Therefore, despite providing a good indication of production efficiencies it offers a limited view of the organisation’s overall profitability. 
The non-financial performance measurement method may vary depending on the type of industry that the organisation operates within.  However, customer feedback and retention are one measurement that is considered vital across industry (Ranaweera and Prabhu, 2003). For example, Moore Interiors operate within the UK construction industry, and primarily deal with large construction firms on commercial developments. These large construction firms are key to Moore Interiors success, therefore, as part of standard processes customer satisfaction is monitored throughout every contract in the form of meetings and end of contract questionnaire. The data compiled is essential for Moore Interiors to identify any areas that may be improved upon to ensure that it retains the custom for future developments.
One disadvantage of customer satisfaction purely in the form of questionnaire is that they may not have the time to inclination to complete the questionnaire.
[bookmark: _Toc189204872]3.2	Explain how to measure the impact and value of people practice using a variety of methods. adds value to an organisation and two methods that measure their impact.
People practice professionals can add value to an organisation in various ways. at every stage of employee lifecycle (see figure 3), by utilising the data to identify trends or issues. Every organisation has some form of data for their workforce including age, job title and pay scale. As argued stated by Taylor and Woodhamans (2022 pg.9), people professionals are the ‘nuts & bolts’ of an organisation, and can utilise analysis of the data to assist managers in streamlining procedures and processes and may include working at a more at a strategic level. They can such as adviseing on recruitment strategies and. People managers provide the a link between the employees and organisational management, and assist with the day to day with implementation ing of training and staff development initiatives, and to build the strength of the workforce, ensuring that the people strategy aligns with the organisational goals.
Figure 3.
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Two methods that can measure the impact and value of people practices are performance management and employee attendance.
Performance management Appraisals – by effectively managing staff performance people managers can maximise the value that employees create. CIPD (2022) detail that defining and measuring performance falls into three areas of performance, which are Task, Contextual and Adaptive. Regular performance management with detailed feedback and a clear ratings system, can help to motivate employees and help them improve, which in turn improves the organisation. Armstrong (2022) argues that successful performance management requires developed skills in defining roles and setting objectives, conducting performance and development discussions, providing feedback in additional to handling challenging conversations, which is not a skill shared by all managers.
To address issues and add value to the organisation within this area people practitioners can support managers by implementing training where required. This may include training in policy aspect of the process, providing guidance and support in how to have conversations in relation to underperformance, providing quality feedback or developing skills in setting effective and objective goals (CIPD, 2025). To identify where managers may need additional support people professionals can engage employees through questionnaires such as the performance management and appraisal tools questionnaire (CIPD, 2025a). Once key areas have been identified and training completed, the questionnaire process can be repeated to confirm the impact and any futher areas for improvement.
Employee Absence – There are various reasons why employees may be absent from work. General data on number of days and duration should be available within organisational payroll data. Suff (2023) attests that accurate monitoring and identifying trends and any underlying reasons for absence are key. There are three measurement methods, Loss Time rate, which identifies the percentage of total time lost. Frequency rate, which identifies average number of absences per employee and The Bradford Factor, measures the number of spells and frequency of absences.
When managing short term absence return to work interviews can provide early indication for the absence and identify any trends (Ayling and Suff, 2024). Data from external research such the Health and Wellbeing survey (CIPD, 2023c) can also provide people practitioners with information to support the implementation or improvement of company policies and procedures. For example, if the data analysis identified, that stress at work was a significant issue, then people professionals could conduct research and provide cost analysis data for implementation of an employee assistance programme (EAP), which as stated by Suff (2024) is one of the most common methods to reduce stress in the workplace. Once implemented regular monitoring of absence data in addition to regular employee engagement by people professionals can then the impact of the programme and if further work is required.
Implementing effective methods to identify trends within the organisation can that allow the organisation to adapt and overall attain return on investment (ROI) through efficient people practice resulting in employee retention and welfare.  

[bookmark: _Toc189204873]2.	Section Two
[bookmark: _Toc189204874]2.1	Interpretation of analytical data in reference to people practice.
There are two key forms of data that can be analytically interpreted. These are Quantitative and Qualitative. Quantitative is numbers based and countable and measurable, whereas Qualitative data is descriptive, and interpretation based.
As touch upon within section one of this report most organisations already hold vast amounts of quantitative data in relation to their employees within payroll records, which can be analysed using purpose-built software or applications such as Microsoft excel to identify potential areas for improvement within any organisation. Organisations that regularly engage with their employees may also hold qualitive data, gathered from employee satisfaction surveys as detailed in 1.2 or as part of performance review data (CIPD, 2024).
Young (2023) argues that drivers for commitment and motivation can differ significantly from one organisation from another. So, employees should have effective channels. Therefore, a mixed method approach may be best as different methods have different strengths and provide a more rounded picture and understanding of people resource. 
The following charts A to D provide details of findings of performance reviews by department over two quarters from the quantitative data provided in Table 1. Table A provides details of value of bonus to be award to each employee in line with the organisations policy in addition to the overall cost to the organisation and Chart E illustrates the cost per quarter and overall cost to the organisation. This is after analysis of the data provided using Microsoft excel formulas and tables and charts.
Chart A. 	
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Chart A provides a breakdown of the employees of the administration department into the four criteria over the two-quarter period. Of the data provided, this department data shows the only reduction within the outstanding category over the four departments which reduced by 9% from18% in quarter one to just 9% in quarter 2. This is also the only department that has any employees in the Under Performing category in quarter 2.
Chart B
[image: ]
Chart B provides a breakdown of the employees of the logistics department into the four criteria over the two-quarter period. Of the data provided this department shows that over the two quarters there was a slight improvement over all categories. However, it is important to note that there were two employees absent in the second quarter data.





Chart C
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Chart C provides a breakdown of the employees of the research and development department into the four criteria over the two-quarter period. From the data provided this department overall showed the largest improvement with the outstanding category increasing from 30% to 50% and the underperforming category reducing from 30% to zero from quarter one to quarter two.
Chart D
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Chart D provides a breakdown of the employees of the sales department into four criteria over the two-quarter period. From the data provided this department is the only department to not show any change over the two periods with all employees showing that they are meeting the set KPI’s.
Table A
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Chart E
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From the evidence available the data analysis indicates that there is a significant variance between the four departments and how the respective managers set, record and measure performance targets. Furthermore, the figures in Table A suggest that the bonus incentive may not be the most effective with only a 2 person increase between quarter one and quarter two.
[bookmark: _Toc189204875]2.2	Key findings from 	stakeholder people practice initiatives
The following charts F and G display the results of the qualitative data analysis from the survey data provided in table 2. 
Chart F

Chart F provides data from Manager feedback. The data identifies that although the majority of managers agree that they are given time to prepare for appraisals and they are confident when applying ratings, all managers have stated that they disagree or strongly disagree that they have had training to complete this task. Furthermore, the majority of the responses across all questions are within the disagree or strongly disagree columns.




Chart G

Chart F provides data from employee feedback. The data identifies that although the majority of employees agree that their manager has time to listen to them, 80% disagree that their manager listen to the ideas they put forward.
[bookmark: _Toc189204876]2.3	Recommendations based on evaluation of the benefits, risks and financial implications of potential solutions.
On review and analysis of the data evidence available it is recommended that
1:	Training and development of management staff in effective performance review:
From the data available within Tables 1 and 2 the analysis identifies that there are inconsistencies within performance management targets and reviews across different departments and managers. As stated by CIPD (2022a) it is important to ensure that the process is fair with clearly defined and consistent criteria. Therefore, it is important; train evaluators on how to avoid biases; and ensure the process is open to input from employees. The benefits of engaging in a fair and open performance review can increase employee motivation, engagement and overall performance (Armstrong and Brown, 2019).

The potential financial implications of accepting and acting on this recommendation are as follows:
	Detail
	Cost

	1 Day Training Course (external provider)
	£3, 600.00

	1 Day Management team away from Daily duties (approx. based on 50 managers @ avg £200/day)
	£10,000.00

	Room hire & Refreshments
	£   680.00

	Total Cost
	£14,280.00


2:	Review the Manager and Employee feedback survey questions to ensure they are clear, follow up surveys with sample focus groups.
As detailed in 1.2 of this report the design of a survey and the style of the questions asked can have a negative impact on the information returned. As there appears to be some conflict in relation to the responses, a review of the questions to ensure they are clear and concise. As the information provided is quantitative, but the questions relate to feelings and emotions, follow up of the survey with a random sample of respondents for focus groups where qualitative data can be obtained to provide further insight. As argued by Young (2023) the mixed method approach does provide more detailed information than just one method alone
	Detail
	Cost

	Staff time focus group (based on 5 groups 10)
	£6,730.7

	Room hire & Refreshments x 5
	£   3,350.00

	Total Cost
	£10,080.70
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Manager Feedback

Strongly agree	
I'm given time to prepare to for employee apprasials 	I feel confident in carrying out a performace appraisal	I have no concerns when applying ratings when conducting appraisals 	I'm confident that I'm able to assess employees performance fairly	I have had training to enable me to undertake appraisals	I have no issue in challenging underperforming employees	I'm good at providing feedback and agree set performance targets	3	4	7	3	0	0	12	Agree	
I'm given time to prepare to for employee apprasials 	I feel confident in carrying out a performace appraisal	I have no concerns when applying ratings when conducting appraisals 	I'm confident that I'm able to assess employees performance fairly	I have had training to enable me to undertake appraisals	I have no issue in challenging underperforming employees	I'm good at providing feedback and agree set performance targets	29	22	34	26	0	9	4	Disagree 	
I'm given time to prepare to for employee apprasials 	I feel confident in carrying out a performace appraisal	I have no concerns when applying ratings when conducting appraisals 	I'm confident that I'm able to assess employees performance fairly	I have had training to enable me to undertake appraisals	I have no issue in challenging underperforming employees	I'm good at providing feedback and agree set performance targets	11	23	9	11	44	37	15	Strongly disagree 	
I'm given time to prepare to for employee apprasials 	I feel confident in carrying out a performace appraisal	I have no concerns when applying ratings when conducting appraisals 	I'm confident that I'm able to assess employees performance fairly	I have had training to enable me to undertake appraisals	I have no issue in challenging underperforming employees	I'm good at providing feedback and agree set performance targets	7	1	0	10	6	4	19	



Employees Feedback

Strongly agree	My line manager provides clear and direct guidance 	During my reviews my line manager listens to the ideas I put forward 	My line manager provides postive feedback 	My line manager possesses good people management skills	My line manager has time to listen to me 	My line manager provides a balanced response when conducting my reviews 	My line manager provides me with constructive feedback 	My line manager provides me with learning and development opportunities so I can do my job better	2	5	6	15	84	0	69	54	Agree	My line manager provides clear and direct guidance 	During my reviews my line manager listens to the ideas I put forward 	My line manager provides postive feedback 	My line manager possesses good people management skills	My line manager has time to listen to me 	My line manager provides a balanced response when conducting my reviews 	My line manager provides me with constructive feedback 	My line manager provides me with learning and development opportunities so I can do my job better	111	39	141	99	79	143	65	101	Disagree 	My line manager provides clear and direct guidance 	During my reviews my line manager listens to the ideas I put forward 	My line manager provides postive feedback 	My line manager possesses good people management skills	My line manager has time to listen to me 	My line manager provides a balanced response when conducting my reviews 	My line manager provides me with constructive feedback 	My line manager provides me with learning and development opportunities so I can do my job better	121	187	82	89	15	92	56	70	Strongly disagree 	My line manager provides clear and direct guidance 	During my reviews my line manager listens to the ideas I put forward 	My line manager provides postive feedback 	My line manager possesses good people management skills	My line manager has time to listen to me 	My line manager provides a balanced response when conducting my reviews 	My line manager provides me with constructive feedback 	My line manager provides me with learning and development opportunities so I can do my job better	1	4	6	32	57	0	45	10	
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Employee Name Salary 

Count of 

Outstanding 

QTR 1

Count of 

Outstanding 

QTR 2

Qtr 1 Qtr 2 Total Bonus

Ethan Brar 32,500.00 £  1 1 325.00 £        325.00 £        650.00 £       

Gill Jamieson 19,500.00 £  1 1 195.00 £        195.00 £        390.00 £       

Harrison Briggs 32,500.00 £  1 - £             325.00 £        325.00 £       

Jean Livesey 26,000.00 £  1 - £             260.00 £        260.00 £       

Jennifer Frost 29,500.00 £  1 1 295.00 £        295.00 £        590.00 £       

Julie Chisnall 19,500.00 £  1 1 195.00 £        195.00 £        390.00 £       

Rick Lovall 19,500.00 £  1 195.00 £        - £             195.00 £       

Robin Bird 31,500.00 £  1 315.00 £        - £             315.00 £       

Ruth Sixsmith 23,750.00 £  1 - £             237.50 £        237.50 £       

Saffron Finch  24,000.00 £  1 1 240.00 £        240.00 £        480.00 £       

Sally Rigbye 23,750.00 £  1 237.50 £        - £             237.50 £       

Steve Owens 29,500.00 £  1 - £             295.00 £        295.00 £       

Tasha Graham 29,500.00 £  1 1 295.00 £        295.00 £        590.00 £       

Wendy Boot 23,750.00 £  1 - £             237.50 £        237.50 £       

Total Cost to Organisation 2,292.50 £  2,900.00 £  5,192.50 £ 
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