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The use of evidence-based practice and it’s context within people practices

Part 1
Evaluation of evidence-based practice and how it supports decision making (AC1.1)  
Evidence-based practice is a systematic approach to decision making, promoting critical thinking evaluates the reliability and relevance of the evidence at hand. In essence, it aims to significantly reduce decisions based on trends and unsubstantiated beliefs.  This approach differs from traditional practices where managers rely heavily on personal experience or intuition. (Barends and Rousseau, 2018). Historically, evidence-based practice was predominant in healthcare but has recently developed an emphasis in people management, to a degree where the CIPD include it within their profession map as a key value (Reid Elder and Nikodem, 2023). 
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Figure 1 – Illustration of CIPD profession map (CIPD, 2023a)

Barends, Rousseau and Briner (2014) state there are four areas from where people professionals can draw their evidence. These are scientific research, which would include peer reviewed academic journals or textbooks. Organisational data, which might include examples such as internal staff surveys, financial reports or retention rate statistics. experiential evidence, which refers to knowledge and judgments accumulated over a period of time by experts within the HR profession and lastly, evidence from stakeholders, relating to their concerns or values. This information can help assess issues regarding an organisation’s approach to wellbeing, their reputation or ethical principles. 
When implementing evidence-based practice, the CIPD recommends applying the following six step evaluation process (Young, 2024a).
1. Ask: Identify a practice issue and formulate a clear, answerable question.
2. Acuire: Seek out and retrieve the best available evidence.
3. Apply: Use the evidence to inform the decision-making process.
4. Appraise: Critically assess the evidence to determine its reliability and relevance.
5. Aggregate: Collating and weighing together the evidence.
6. Asses: Evaluate the outcome of the decision.
 The CIPD (2023b) stress that this rational model of decision making is useful to assess the trustworthiness of any evidence obtained. Without this process problematic issues can occur like ‘cherry picking’ evidence to support a preconceived perspective. When presented with too much information, the human brain will also seek mental short cuts to make decision easier. This leaves us susceptible to the different types of bias outlined below:
Authority bias – where the opinion of an authority figure or organisation is overrated and glorified.
Confirmation bias – where evidence is interpreted to support existing beliefs.
Conformity bias – where opinions align with the majority voice in a group. This is a process known as Groupthink, a term coined by Janis Irving in 1979, groupthink describes a sense of herd mentality and the opposition to non-common ideas within a group (Janis, 1971)      
Although the use of evidence-based practice can reduce bias, the Centre of Evidence Based Management (CEBMa, no date) asserts that other factors create barriers to its application. They describe the principal limitations as access to research, whereby the best scientific data is not always readily available. Over time, changes in the management environment can limit the relevance of organisational data, leading to a lack of relevant information. They also describe training individuals in the act of seeking and assessing research as laboursome and time consuming. 
Gifford, Young and Barends (2023) refer to the strengthens of evidence-based practice as an increased body of knowledge available across the people profession, less money and resources wasted basing decisions on fads and increased influence and gravitas with other business leaders.
In summary, evidence-based practice equips the people profession with a structured method for tackling organisational issues more accurately and effectively. Encouraging routine analysis of up-to-date evidence fosters a culture of continuous learning and improvement. Basing decisions on evidence rather than intuition limits bias and more easily identifies root causes of issues. To ensure effective use of evidence-based practice, improvements are needed accessing scientific data to match the use of professional experience and organisational information more commonly relied upon by HR professionals (Briner 2015).  Gathering evidence from multiples areas rather than a singular source improves the quality of decisions and produces more informed conclusions (Reid Elder and Nikodem, 2023).
 

Example of an analysis tool and an analysis method (AC1.2)
Conducting research helps practitioners identify what factors effect organisational operations, structure and strategies to gain a competitive edge. Through collection, analysis, interpretation and presentation of data, issues or opportunities can be recognised. (Bhattacharyya, 2018) 
Analysis Tool:  
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Figure 2: diagrammatical illustration of PESTLE analysis (FREEP!K no date)

PESTLE is an analysis tool designed to produce a comprehensive overview and evaluate key external factors. It is an acronym that stands for Political, Economic, Social, Technological, Legal and Environmental. Steps needed to conduct a PESTLE analysis involve firstly outlining the objective, compiling relevant data, evaluation of the data, prioritising the potential or current implications and then producing an action plan. Applying PESTLE to people practice concerns can provide insights into strategic workforce plans or policies. Regarding political or legal factors, awareness of changes in government or legislation helps professionals anticipate regulatory shifts affecting wages, job descriptions, or policy redrafting. Economic factors like interest rates or inflation can influence recruitment. Monitoring social factors can highlight gaps in diversity, promoting inclusive hiring. Awareness of any technological advancements can help formulate timelines for learning infrastructures. Lastly, evaluation of environmental factors could prompt HR to look at flexible or remote working policies to reduce carbon emissions (Talent Management institute, 2024)  
Advantages to PESTLE include its simple framework, allowing easy presentation and discussion of data. The process is also considered to be time and cost effective (UNICEF 2018). However, its simplicity also means information can be collected from too broad an area leading to lack of focus. Fast paced changes to the external environment increase difficulty in anticipating developments, therefore the process must be reviewed regularly (Battista, 2024). Marmol and Feys (2015) asserts that sole analysis of external variables would not be sufficient for strategy development. Incorporating PESTLE into a SWOT analysis, which examines the internal environment of an organisation allows for a more comprehensive view of situations.     
Analysis Method: 
Interviews provide a primary source of information and are useful in areas such as learning and development (Hayden, 2024).
A qualitative form of research, interviews can help gain in-depth insights into thoughts and experiences which is useful for identifying areas for improvement. They are especially effective presenting open-ended questions. (UK Government, 2020). A view supported by Opdenakker (2006), who states an advantage of interviews is their flexibility. Face-to-face, less structured formats can yield more spontaneous and informative data. Alternatively, structured email interviews provide consistency and broader geographical participation but may cause delays receiving responses. However, this can produce time delays in regard to responses. Other disadvantages are that interviews can be time consuming to conduct effectively and answers can be prone to bias which compromises data validity (Gill et al, 2008)
Interviews provide a counterbalance to purely quantitative research methods and are particularly useful when the study topic is not well understood or when in depth insights from individual participants are needed (Gill et al, 2008).


Critical thinking (AC1.3)
The oxford English dictionary (Oxford English Dictionary no date) defines the word critical as passing judgment or forming a harsh or unfavourable opinion. Successfully assessing information or ideas means questioning and not accepting information at face value. However, it should be noted that critical thinking is more than being cynical and dismissing suggestions without in-depth thought. Critical thinking also involves more than intelligence. A critical thinker should display scepticism of claims and be open to differing arguments. Willingness to change one’s position if the evidence is supportive means less chance of becoming victim to cognitive biases such as myside bias, where evidence is sought that agrees with preconceived views (Butler, 2021, pp. 255-271) 

Paul and Elder (2007) describe the princilples of critical thinking to include formulating clear and precise arguments, thinking in a fair and objective manner, presenting well-reasoned solutions and gathering relevant and accurate information. 
These concepts are supported by Stella Cottrell (2023) who highlights objectivity as beneficial for greater understanding and delivering clearer, more rational outcomes. She states that by setting aside your own beliefs and preferences, emotional responses are less likely to cloud judgment. This would allow for a reduction in bias and ideas to be assessed impartially.
Alec fisher (2011, pp.12-18) explains that, as well as assessing the accurateness and reliability of claims, accuracy and clarity of language are needed for effective critical thinking to understanding and avoid misinterpretation. These qualities enable sound reasoning. Additionally, ensuring that all information presented is directly relevant to the issue being discussed prevents unnecessary distractions. (Austin, 2012). 
Lastly, Tom Chatfield (2018, p.77) points out that the validity of information differs from its truthfulness, stating that "an argument can be perfectly valid while being based on lies." An argument that is both factually correct and valid is described as sound, whereas one that doesn't meet these criteria is considered unsound. However, Marchington et al. (2021, p.456) reasons that through triangulation of multiple data sources or methods, validity and reliability of information can be increased.
Disciplined use of these principles can help create a foundation of mutual respect, enabling reasoned and balanced debate. This approach is vital when dealing with Grievances and conflict (Bouygues, 2022).


Examples of decision-making processes (AC1.4)
Many different decision-making processes exist. When deciding which to follow it is important to identify whether the decision is routine or complex, the time frame needed to implement the decision as well as the scope of its potential impact, i.e. will it alter organisational objectives or directly affect stakeholders (CMI 2015).
Problems are addressed more successfully within groups than by making solo decisions (Lamb, 2019, 7:44). An effective tool which is easily applied to group decision making is Edwards de Bono’s six thinking hats. This process encourages group members to explore diverse perspectives within a structured framework (Hancock, no date). The idea behind it is relatively simple whereby each hat represents a different approach to thinking by promoting participants to view situations from different angles. The White Hat focuses on information and data, cultivating an objective view. The Red Hat allows for emotional expression, without the need for justification. The Black Hat requires critical thinking, identifying potential risk. The Yellow Hat introduces benefits and encourages positive thinking. The Green Hat represents creativity and encourages innovation. Finally, The Blue Hat manages the process and helps guides the discussion to maintain balance. By alternating between hats confusion can be reduced by deliberately separating information from creativity and caution from logic, thus allowing fair consideration of all aspects of a problem (de Bono, 2000). This method has useful properties that can be applied to conflict resolution or organisational change.
Kepner-Tregoe’s rational model is an effective tool to use when an issue can be allocated a large timeframe. This method helps make clear objective choices emphasising the use of facts and discourages assumptions or intuition. It relies on four main steps: Situation Appraisal, Problem Analysis, Decision Analysis and Potential problem Analysis (Kepner-Tregoe no date). In the Situation Analysis phase users clarify the situation, establish priorities and create an action plan. Problem Analysis involves understanding root causes and encourages cause and effect thinking, while Decision Analysis weighs options together to rationally evaluate the best course of action. Finally, Potential Problem Analysis identifies risks and determines preventative actions to mitigate their effects (Kepner, Tregoe pp8-10). The systematic approach of this model can improve decision making quality in complex situations and could prove effective in areas such as performance management. The steps outlined could help identify causes for under performance and guide decisions for improvement plans.  


The use of ethical perspectives to inform and influence moral decision making (AC1.5)
Ethical practice involves applying moral values to organisational behaviour, providing a framework for culture and decision-making while ensuring transparency with stakeholders. Demonstrating good ethical practice mitigates risk and gains a competitive advantage. However, deviation from an organisation’s ethical code can erode trust, harming an organisation’s reputation and credibility. (Young, 2024b)   
To aid decision-making regarding ethical and moral workplace problems Clark (2015) wrote a report for the CIPD detailing eight ethical lenses which can be used to address issues of fairness, employee wellbeing and organisational integrity. These lenses consisted of the fairness lens, merit lens, market lens, democracy lens, wellbeing lens and the rights and duties lens. Two ethical perspectives which under pin many of these lenses are Utilitarianism and Deontology.  
Utilitarianism belongs to a wider group of consequentialist ethical theories. It suggests actions or decisions are morally justified if they bring benefit to the most people or maximise overall good. Decisions should consider the interests of all affected individuals (CEBE, no date).
Managers are encouraged to prioritize collective benefits, such as performance-based rewards. While not directly mentioned by Armstrong (2021), his principles imply that utilitarian approaches like performance-related pay and non-financial options (e.g., recognition or skills building) boost productivity and motivation, benefiting the organization overall. 
Moral dilemmas can occur in instances where companies need to downsize. A utilitarian approach might lead companies to justify cost-saving measures like redundancies if presented with a decrease in demand, ensuring long-term viability or maximised profits.  (Marchington et al p189). This might produce benefits for stakeholders but will harm the employees who have lost their jobs.   
Deontology is a philosophical branch that emphasizes moral duty and the importance of obligation. Unlike utilitarianism, which is focused on the overall outcome, deontology concerns itself with whether actions are inherently right or wrong. One of its principles is the golden rule, which advocates treating others as you wish to be treated. This moral obligation is particularly relevant to practices in recruitment, diversity and inclusion, and fair wages (Rueter 2023).  Naithani and Goyal (2022) agree that opportunity enhancing practices like recruitment and training are enhanced by deontological principles. They infer that equal pay would be guaranteed for roles regardless of gender or race and that companies would show no bias when deciding on promotions, selecting employees purely on ability. 
However, deontological principles may also limit competitiveness, especially if its ethical duties conflict with profit goals (Crane and Matten 2016)  


Financial and non-financial performance measures (AC3.1)
Financial and non-financial measures can be used to evaluate organisational performance. 
Financial: Evidence of financial performance can include debt-to-equity ratios, return on assets and gross and net profits (Stobierski 2020a).  Regarding the private sector, Melissa Houston (Houston, 2021) states ‘profit is essential in business’. In which case, metrics measuring profitability ratios such as gross and net profit margins are useful to determine whether a business is profitable (Stobierski 2019). 
Gross profit margins measure the percentage of revenue minus the cost of goods sold. It represents a company’s efficiency in production and pricing strategies. Its use is advantageous in demonstrating whether a product or service becomes more or less profitable. For example, low profit margins might indicate a rise in production costs, influencing a decision to increase prices. Its use is limited however, as operational expenses and taxes are not included in calculations (BBC no date).   In contrast, unlike gross profit, net profit margins reflect all business activity including deduction of taxes and interest. It is beneficial in influencing investor’s attitudes to potential growth and allows financial institutions to establish the risk of lending. Internally, it has value assessing the viability of organisational expansion. That being said, net profit margins can be misleading as cashflow is not reflected (Lynch, 2023). 
Evaluating gross and net profit margins creates an inclusive and complementary view of overall profitability (Murphy, 2024). However, data comparison of previous periods is required to fully determine a company’s improvement or decline. It is important to note that use of one performance ratio is not sufficient to fully analyse financial health. Profit margins should be looked at in conjunction with other metrics (Stobierski 2020b).  
Non-financial: While private organisations concern themselves with profit, public organisations look at financial performance in terms of budgets, transparency of government funding and service delivery (PEFA, 2022). This is especially true in organisations like the NHS who frequently use patient satisfaction surveys to measure performance. Results are used to check progress and improve patient care (NHS England, no date). National comparison also provides a valuable benchmark against other health boards to assess competitive standing (Office for national statistics, 2024). 
Research in the private sector suggests customer satisfaction directly correlates to improved retention and market performance (William and Naumann, 2011). Other benefits include access to a wide coverage area, low costs and use of minimum resources. However, draw backs include a narrow source of information as only so many questions can be asked, plus difficulty producing efficient designs allowing easy interpretation when aggregating responses  (Marchington et al 2021 pp463-464). 
In conclusion, satisfaction surveys identify improvements, are relatively low cost and provide comparable data against industry standards. Although, inadequate design can skew results.   


How people practices add value (AC3.2)
To understand how people practices add value to an organization, it's crucial to identify the nature of this value. HR functions impact stakeholders, particularly managers and employees, rather than having a direct financial effect. Both groups tend to interpret value differently. Managers tend to focus on costs, efficiency and recruitment, while employees emphasise benefits and opportunities. (Personnel Today, 2012)
Mullins and McLean (2019 pp34-40, 390-395) summarise that people management adds significant value to organisations by co-ordinating and guiding business goals with workforce strategies. She adds that through providing a knowledgeable and supportive managerial partnership in areas such as conflict resolution or policy development, good relationships can increase productivity and morale.
 By offering effective guidance and training for line mangers, along with strong policies and proactive measures like return-to-work interviews and flexible working, unplanned absences can be reduced. As such, an environment of trust and positive employee wellbeing can be nurtured (Ayling and Suff, 2004).   
Recruitment is another area where people professionals can have meaningful impact, through the careful selection of appropriate candidates. Not to mention that well-structured and clear practices such as performance management and development routes can help organisations retain talent and prevent skill shortages (Waite. K, et al 2021)    
To assess the value and impact of people practices, it’s essential to evaluate processes and select a method for data collection. Baron and Amstrong (2007 pp.43-80) detail a variety of methods that can be used to provide insight into the effectiveness of HR initiatives. The methods listed below are just two examples.
Employee Surveys:  Surveys serve as a method to capture workforce engagement and sentiment. Collecting data on employee satisfaction and perceptions can Identify strengths and weaknesses in areas such as training programmes and sickness absence management. For example, weather a correlation exists between negative employee wellbeing and absence rates. When integrated into a broader framework like balance score cards, which examine turnover rates and financial metrics, organisations can determine the contribution people practices provide to their larger business objectives.  
Human Capital Return on Investment (HCROI): This method evaluates the financial return generated from investments in people practices and involves calculating profit against the cost of HR activities. HCROI is particularly effective in showing whether the economic impact of investment in areas such as learning and development or talent acquisition lead to increased productivity or profitability. 
Comparing results before and after implementation of new practices, organisations can measure their success, establish continuous improvement and long-term success.   




















Part 2 (AC2.1, AC2.2, AC2.3)

Evaluation of performance 
Graphs 1, 2, 3 and 4 depict performance review judgments from four different departments across two quarters. Graph 5 illustrates a direct comparison between all departments.  


    Graph 1                                                                                                                    Graph 2
     
    Graph 3                                                                                                                     Graph 4                


	Graph 5

The data illustrates that the administration department has the highest percentage of low performance and the lowest percentage of high performing employees. Research and development produced the highest ratings while logistics and sales appear consistent. The last two departments appear to follow a normal bell curve, however the sales department’s lack of low or outstanding performers doesn’t represent normal distribution (Bloomenthal, 2024). This could potentially be a result of halo or crony effect distortions or affinity bias whereby the manager unwittingly attributes positive attributes avoiding negativity. (Waite et al 2021 p181)
Recommendation 1: Introduction of HR or senior manager to support the performance rating. Benefits include alleviating the risk of assessor bias through increased objectivity and upskilling the manager with increased understanding of procedure (Waite et al 2021 p181). The organisation would incur no added costs. The third-party moderator would sustain extra demands to their time, which could be short term constraints if the moderator is happy with the managers ability.  
Recommendation 2: Implement non-financial recognition strategies to improve the administration team environment. Introducing an employee of the month scheme is cost-free and can boost self-esteem, although it may create unnecessary competition (Marchington et al 2021 p 409).  Managers should focus on giving positive feedback wherever possible, regular negative feedback increases defensiveness, lowering morale and productivity (Bretton et al, 2022). This would take little time to implement but provide large gains. Recognition of others work enhances working relationships and team culture, boosting productivity (Murdock and Scutt p27). McLain and Bailey (2024) highlight Gallup's research, which found that team collaboration improves efficiency and job satisfaction, making employees 3.6 times more likely to perform outstandingly when given daily feedback.  

Further analysis shows that the administration department's outstanding performance dropped in quarter 2. However, only two employees' performance declined while the rest improved or remained consistent, as illustrated in graph 6 and table 1. Despite the department underperforming in comparison to the other three, its overall performance showed improvement.  

	Administration Department
	Performance rating

	Employee Name
	Lexi Masterson 
	Not quite there yet
	Underforming

	 
	Robin Bird
	Outstanding
	Not quite there yet


Table 1: Administration staff with declining performance

Graph 6

Recommendation 3: With regards to Lexi Masterson whose displayed consistent low performance (table 1), if options like work-based coaching or mentoring have been exhausted (Waite et al 2021 p.172), the introduction of a capability policy is needed such as the one used by Hywel Dda University Health Board (2023).  This procedure provides clear timescales to review and assess improvements. By the end of the review period, if standards improve but not significantly, an extension can be granted. If no measurable improvement is made, a hearing will be held and a decision to dismiss or redeploy if possible is made.  If dismissal is decided, compliance with employment law to avoid issues of discrimination based on ill health or protected characteristics is essential. If the employee resigns before the process concludes, the procedure should be meticulously conducted without preconceived judgments to avoid costly employment tribunals (Taylor and Wilkison, 2022, pp.90-99), where the average barrister can charge between £1,000 - £2,000 per day (Newtons Solicitors, no date)  
Recommendation 4: A welfare check is advisable for employees like Robin Bird who demonstrate a severe performance decrease.  The possibility of illness or stress (personal or work related) can have a measurable effect on performance levels (Bratton et al 2022 pp.334-336). Early intervention and support can limit costs related sickness like paying extra cover for the employee’s role (King 2023).  




Bonus Payments
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Table 2: bonus payments for each department in quarter 1 and 2, including total bonus amounts.

    Graph 7                                                                                                       Graph 8
The number of bonuses paid in research and development and logistics remain consistent across both quarters. The administration department's second quarter shows a significant decrease, highlighting the performance disparities among departments. This reinforces that the administration department is underperforming.   

Survey Results
The below graphs show survey feedback from 50 managers and 235 employees regarding appraisals and performance management, categorized into "strongly agree/agree" and "disagree/strongly disagree" and converted to percentages.
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	Graph 10: managers’ survey responses
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	Graph 11: Employee survey responses 

The results indicate that employees generally have more confidence in their managers' abilities than the managers themselves. Employees are most concerned about guidance, instruction, and their managers' listening skills, an outcome also supported by the managers responses. Additionally, there's a highlighted lack of training in appraisal procedures.  
Recommendation 5: Train managers on the appraisal system to boost their confidence. Well-trained managers improve communication, fairness, and engagement, making performance reviews constructive and motivating. This enhances both employee satisfaction and organizational performance (Armstrong and Taylor 2020). 
Conducting in-house training sessions through the Learning and Development department eliminates external consultant fees. The business cost is based on training hours. With an average manager's salary of £43,333.00, a two-hour session for fifty managers would cost £2,222.00 in terms of allocated time.   
Recommendation 6: To enhance communication and management confidence, consider implementing 360-degree feedback, which includes input from peers, subordinates, and senior managers. This method boosts staff confidence in the process and results, as multiple information sources are more valid than one. However, 360-degree feedback is more expensive than traditional appraisals and requires training to analyse the data. (Armstrong 2021) 
Companies like Lumus360 offer packages with a fully designed platform. A fully managed service costs £950 - £9,900 annually, depending on the number of reports. A self-managed package ranges from £3,200 - £7,300 but lacks operational support. Training sessions for data analysis cost about £295 plus VAT per person and can be conducted in a 12-person workshop (Lumus360 no date). 
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DEPARTMANTAL PERFORMANCE: aDMINISTRATION


Absent	Outstanding	Meets set individual KPI's	Not quite there yet	Under performing	Absent	Outstanding	Meets set individual KPI's	Not quite there yet	Under performing	First Quarter	2nd Quarter	0.09	0.18181818181818182	0.18181818181818182	0.27272727272727271	0.27272727272727271	0.09	0.09	0.36	0.36	0.09	


Departmental Performance : Sales


Outstandng	Meets individual KPI's	Not quite there yet	Underperforming	Outstandng	Meets individual KPI's	Not quite there yet	Underperforming	First quarter 	Second quarter 	0	1	0	0	1	


dEPARTMENTAL pERFORMANCE: Logistics 


Absent	Outstanding	Meets individual set KPI's	Not quite there yet	Under Performing	Absent	Outstanding	Meets individual set KPI's	Not quite there yet	Under Performing	First Quarter	Second Quarter	0	0.21052631578947367	0.42105263157894735	0.26315789473684209	0.10526315789473684	0.11	0.26315789473684209	0.42105263157894735	0.21052631578947367	0	


dEPARTmental PERFORMANCE: Research and Development


Absent	Oustanding	Meets individual set KPI's	Not quite there yet	Under performing	Absent	Outstanding	Meets individual set KPI's	Not quite there yet	Underperforming	First Quarter	Second Quarter	0	0.3	0.3	0.1	0.3	0.1	0.5	0.3	0.1	0	


Overall Performance
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Admin Dept Performance tragectory over 1st and 2nd Quarter
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[CATEGORY NAME] 0%

[CATEGORY NAME] 44%
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Departme:
Employee Bonus. Bonus.
Team Nome | Salary Job Title Payment | Payment

Robin

Bird £31,500.00 | Contracts £1,260.00 £1,260.00
Customer

saffron services

Finch | £24,000.00 | Advisor £960.00 | £960.00 | £1,920.00

Ruth

Sixsmith | £23,750.00 | Procurement £950.00 | £950.00

Wendy

Boot £23,750.00 | Procurement £950.00 | £950.00

sally

Righye | £23,750.00 | Procurement _| £950.00 £950.00

Jean

Livesey | £26,000.00 | inventory £1,040.00 | £1,040.00

Julie

Chisnall | £19,500.00 | Transportation | £780.00 | €780.00 | £1,560.00

Rick

Lovall | £19,500.00 | Transportation | £780.00 £780.00

Gill

Jamieson | £19,500.00 | Transportation | €780.00 | £780.00 | £1,560.00

Ethan Market

Brar £32,500.00 | research £1,300.00 | £1,300.00 | £2,600.00

Harrison Product

Briggs | £37,500.00 | design £1,300.00 | £1,300.00

Steve

Owens | £29,500.00 | cap £1,180.00 | £1,180.00

Tasha

Graham _| £29,500.00 | Testing £1,180.00 | £1,180.00 | £2,360.00

Jennifer

Frost | £29,500.00 | Testing £1,180.00 | £1,180.00 | £2,360.00

Total [€9,170.00 | £11,600.00 | £20,770.00 | ]
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