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Part 1
(AC 1.1) Evidence-Based Practice
Evidence-based practice (EBP) refers to a decision-making approach that integrates the best available evidence, practitioner expertise, and stakeholder values to inform and guide practices within organisations (CIPD, 2023). According to Rob Briner (2014), it emerged from other professional fields such as medicine and policing but has since been adapted across various disciplines, including management and human resources. EBP promotes rational, transparent, and effective solutions by systematically gathering and analysing data to address specific challenges or opportunities. 
One of the core principles of EBP is the reliance on multiple sources of evidence. According to Briner, Denyer, and Rousseau (2009), these sources include scientific research, organisational data, professional expertise, and stakeholder perspectives. This multidimensional approach ensures decisions are well-rounded, contextually relevant, and tailored to the organisation’s unique environment. For example, when addressing employee turnover, organisations may use internal metrics such as exit interview data and employee surveys alongside external research or professional advice on effective retention strategies to develop interventions.
The 6 A's mechanism provides a structured framework for applying EBP: Ask, Acquire, Appraise, Aggregate, Apply, and Assess (CIPD, 2023a). First, practitioners ask clear, focused questions to identify the problem. They then acquire relevant evidence from credible sources, followed by appraising the quality and relevance of the evidence. Next, they aggregate insights from various sources, apply the findings to the organisational context, and finally assess the outcomes to ensure continuous improvement. This cyclical process underpins the effectiveness of EBP.
EBP supports sound decision-making in people practices by emphasising the importance of rigor and objectivity, thus reducing bias and reliability of fads and quick fixes (Briner, 2018). By evaluating interventions through a structured process, organisations can avoid reliance on anecdotal evidence, intuition, or untested practices. For instance, during recruitment, utilising predictive analytics and validated selection tools helps ensure that hiring decisions are based on reliable indicators of job performance, thus reducing bias and increasing fairness.
Despite its advantages, implementing EBP can face challenges such as resistance to change, limited access to high-quality evidence, or a lack of skills in data analysis (Briner, 2007). To overcome these barriers, organisations should invest in training, foster a culture of continuous learning, and prioritise collaboration across functions to share insights and expertise.
In conclusion, evidence-based practice serves as a vital tool for improving decision-making in people practices and organisational issues. By integrating diverse sources of evidence and following a systematic approach, EBP enables organisations to develop effective, equitable, and sustainable solutions. Critical thinking is integral to this process, as it allows practitioners to critically evaluate evidence, question assumptions, and avoid cognitive biases. By fostering a questioning mindset, critical thinking ensures that EBP remains objective, promoting well-informed decisions. As Pfeffer and Sutton (2006) argue, embracing EBP not only enhances organisational outcomes but also contributes to more ethical and responsible management practices.



(AC 1.2) Analysis Tools and Methods
Organisations rely on analytical tools and methods to recognise and diagnose issues, challenges, and opportunities in their environment. Two widely used frameworks are PESTLE analysis, a tool for examining external factors, and SWOT analysis, a method for integrating internal and external evaluations to guide decision-making.
PESTLE analysis—which examines Political, Economic, Social, Technological, Legal, and Environmental factors—is particularly valuable for understanding the macro-environmental forces that influence an organisation (CIPD, 2024). By systematically exploring each category, organisations can identify emerging trends and potential threats. This tool enables organisations to proactively adapt to external changes, reducing risks and seizing opportunities. PESTLE fosters strategic thinking by clarifying how external pressures shape organisational performance (Johnson et al., 2020, pp.36–49).
Complementing PESTLE, SWOT analysis integrates internal and external perspectives to provide a holistic view of an organisation’s position. The method evaluates Strengths, Weaknesses, Opportunities, and Threats (Haan, 2024). Strengths and weaknesses focus on internal factors, such as organisational capabilities or resource constraints, while opportunities and threats examine external factors, often informed by tools like PESTLE. By categorising and prioritising these factors, SWOT facilitates informed decision-making and strategic planning.
The combination of these tools can enhance organisational diagnostics. PESTLE identifies broad environmental factors, while SWOT translates these insights into actionable strategies by aligning external opportunities with internal capabilities. For instance, a PESTLE analysis highlighting increased digitalisation trends (Technological) could inform a SWOT opportunity to expand online service offerings, leveraging the organisation’s technological infrastructure (Strength).
While effective, these tools have limitations. PESTLE relies on accurate and up-to-date data, and its breadth may lead to overlooking specific factors. Similarly, SWOT’s subjective nature risks bias if not grounded in rigorous evidence (Taylor and Woodhams, 2022, p.46). To mitigate these challenges, organisations should involve diverse stakeholders and integrate multiple data sources during analysis.
In conclusion, PESTLE and SWOT are complementary frameworks that help organisations diagnose challenges and opportunities effectively. By leveraging these tools, organisations can align their strategies with their internal strengths and external realities, ensuring resilience and growth in dynamic environments.

(AC 1.3) Critical Thinking
Critical thinking is a disciplined process of analysing, evaluating, and synthesising information to guide beliefs and actions. It involves questioning assumptions, recognising biases, and considering alternative perspectives to arrive at well-reasoned conclusions. The main principles of critical thinking, as outlined by Elder and Paul (2020), include clarity, accuracy, precision, relevance, depth, breadth, logic, and fairness.
Applying these principles to one’s own and others’ ideas fosters objective and rational debate. For instance, in evaluating your own ideas, critical thinking encourages self-reflection to identify potential biases or assumptions. For example, when proposing a new workplace policy, you might critically assess whether your proposal is supported by data, aligns with organisational goals, and considers the perspectives of all stakeholders. This self-evaluation ensures that your contributions to discussions are well-founded and defensible.
When engaging with others’ ideas, critical thinking involves active listening and questioning to clarify and assess the validity of their arguments. For instance, during a team debate, you might ask probing questions to ensure that the reasoning behind a colleague’s suggestion is logical and evidence-based. Additionally, considering alternative viewpoints or counterarguments demonstrates breadth and fairness, fostering a more comprehensive understanding of the issue.
Furthermore, Warren Howlett (2019) explains that critical thinking is the ability to critically reflect on your own or others ideas and opinions. According to Howlett, there are three key parts to critical thinking; critiquing the ideas, opinions and arguments of others; constructing arguments and opinions and communicating to others; identifying when other critical thinkers are impacting how people professionals are making a case or building an argument making a business case. By utilising these factors, individuals are better able to create strategic debate. Whilst Howlett suggests that critical thinking is a useful tool to evaluate other peoples ideas, Elder and Paul argue the case that it is better used to evaluate oneself. 
Cottrell’s (2019) principles of critical thinking move beyond questioning your own reasoning or the reasoning of others. Her process; Identifying, Evaluating, Weighing up, Reading between the lines, Recognising, Drawing conclusions and Presenting a point of view allow developing HR professionals to adopt a critical mindset. By critically evaluating and recognising biases, individuals are able to draw more objective conclusions. 
In organisational settings, the principles of critical thinking are particularly valuable for resolving conflicts, making strategic decisions, and innovating solutions to complex problems. By applying these principles, individuals and teams can move beyond subjective opinions or emotional reactions to engage in constructive and informed dialogue. As Facione (2015) suggests, critical thinking cultivates open-mindedness and intellectual rigor, essential for effective collaboration and decision-making.

(AC 1.4) Decision-Making Processes
Effective decision-making in Human Resource Management (HRM) is crucial for achieving organisational goals and fostering employee satisfaction. Two structured decision-making processes that support effective outcomes are De Bono’s Six Thinking Hats and the Kepner-Tregoe Method.
De Bono’s Six Thinking Hats is a creative decision-making framework that encourages parallel thinking by considering different perspectives systematically (De Bono, 1985). Each “hat” represents a specific mode of thinking: White (facts and information), Red (emotions and intuition), Black (caution and risks), Yellow (positivity and benefits), Green (creativity and alternatives), and Blue (process control) (BBC, n.d.). This method is particularly useful in HRM for fostering balanced and inclusive decision-making. For instance, when designing a new employee wellness program, the team might use the White Hat to gather data on employee needs, the Red Hat to understand emotional reactions, and the Black Hat to anticipate potential challenges. The Yellow Hat can highlight the benefits of improved morale, while the Green Hat can explore innovative program designs. Finally, the Blue Hat ensures the discussion remains organised and goal-oriented. By integrating diverse viewpoints, the Six Thinking Hats approach reduces bias, improves collaboration, and leads to well-rounded HR strategies (Patre, 2016).
The Kepner-Tregoe Method is a rational decision-making process that emphasises identifying and prioritising problems, evaluating alternatives, and implementing solutions (Markopoulos et al., 2022). It follows four key steps: situation analysis, problem analysis, decision analysis, and potential problem analysis (Kepner & Tregoe, 1991). In HRM, this method is particularly effective for addressing complex issues such as high turnover rates. For example, during the situation analysis, HR might gather data on turnover trends and identify key pain points. Problem analysis would involve identifying root causes, such as inadequate training or poor management practices. Decision analysis entails evaluating possible interventions, such as introducing mentorship programs or revising training modules, by weighing their costs and benefits. Finally, potential problem analysis helps anticipate implementation challenges, like resistance to change, and develop mitigation strategies.
Both methods offer valuable tools for HRM decision-making. De Bono’s Six Thinking Hats enhances creativity and inclusivity, while the Kepner-Tregoe Method provides a structured approach to tackling complex problems. By applying these frameworks, HR professionals can make informed, objective, and strategic decisions, ultimately contributing to effective outcomes and organizational success. Integrating these methods fosters a culture of critical thinking and proactive problem-solving within the HR function.

(AC 1.5) Ethics
Human Resource managers are expected to evaluate decisions through 8 different ethical lenses – Fairness, Merit, Markets, Democracy, Well-being, Rights and Duties, Character and Handing Down (Clark, 2015). Together, these lenses ensure ethical practices across diverse HR scenarios.
Ethical perspectives play a crucial role in shaping moral decision-making in Human Resource Management (HRM). Two prominent ethical frameworks—Deontological Theory and Utilitarianism—offer distinct approaches to evaluating and guiding decisions in HR practices. Additionally, Equity Theory complements these perspectives by emphasising fairness and justice in the workplace.
Deontological Theory focuses on duties and principles rather than outcomes. Decisions are considered ethical if they align with moral rules or obligations. In HRM, this perspective emphasises treating employees with respect and upholding their rights, regardless of potential consequences. For example, during downsizing, a deontological approach would prioritise transparency and fairness in communicating layoffs and ensuring that affected employees receive adequate severance packages. According to Kantian ethics, adhering to universal moral principles such as honesty and respect ensures ethical integrity in decision-making (Kant, 1785). By focusing on the means rather than the ends, Deontological Theory helps HR practitioners maintain trust and uphold organisational values.
Utilitarianism, proposed by philosophers Jeremy Bentham and John Stuart Mill, evaluates decisions based on their consequences, aiming to maximise overall happiness or minimise harm. In HRM, this perspective is applied when assessing policies or practices that affect large groups of employees. For instance, when deciding on flexible working arrangements, a utilitarian approach would weigh the potential benefits, such as improved work-life balance and increased productivity, against possible drawbacks like coordination challenges. By prioritising the greatest good for the greatest number, utilitarianism provides a pragmatic framework for addressing collective employee welfare (Mill, 1863). However, this approach requires careful consideration of whose interests are prioritised to avoid marginalising minority groups.
Equity Theory, developed by John Stacey Adams, complements these ethical perspectives by emphasising the importance of fairness and balance in workplace relationships. It positions that employees perceive fairness when their input-to-output ratio is comparable to that of their peers. HR practitioners can use this theory to guide decisions on compensation, promotions, and workload distribution, ensuring that employees feel valued and treated equitably. Integrating Equity Theory with deontological and utilitarian approaches helps create policies that are both principled and pragmatic.
In conclusion, Deontological Theory and Utilitarianism offer distinct yet complementary frameworks for ethical decision-making in HRM. When combined with Equity Theory, these perspectives ensure that HR practices are fair, principled, and aligned with the well-being of employees and the organisation.

(AC 3.1) Financial and Non-financial Performance
Measuring financial and non-financial performance in Human Resource Management (HRM) is essential for assessing the effectiveness of HR practices and their contribution to organisational goals. Two common methods for evaluating performance are Return on Investment (ROI) and employee engagement surveys, which focus on financial and non-financial outcomes, respectively.
Return on Investment (ROI): ROI is a financial metric used to evaluate the profitability of HR initiatives by comparing the benefits gained to the costs incurred. It provides a quantitative measure of the value generated from investments in areas such as training programs, recruitment strategies, or employee wellness initiatives. For example, an organisation implementing a leadership development program can calculate ROI by analysing metrics such as increased productivity, reduced turnover of key leadership positions, and cost savings resulting from fewer recruitment needs. According to Cascio, Boudreau and Fink (2011), ROI in HRM allows organisations to link HR initiatives to financial performance, demonstrating their strategic value. However, accurately calculating ROI requires comprehensive data collection and consideration of long-term impacts, which can be challenging.
Employee Engagement Surveys: Employee engagement surveys are a non-financial performance measurement tool that assesses employees’ emotional commitment to their work and the organisation. High engagement levels are associated with increased productivity, lower absenteeism, and higher retention rates. Organisations use surveys to gather insights on areas such as job satisfaction, workplace culture, and management effectiveness. For instance, a company may conduct annual surveys to measure engagement and identify factors influencing employee morale. Based on survey findings, HR can implement targeted interventions, such as recognition programs or enhanced communication channels. CIPD (CIPD, 2024a) highlights that organisations with high employee engagement experience significantly better business outcomes compared to their less engaged counterparts. While engagement surveys provide valuable insights, they rely on employees’ honesty and can be influenced by response biases.
Both ROI and employee engagement surveys offer distinct advantages and limitations. ROI provides a clear link between HR initiatives and financial outcomes, aiding in resource allocation decisions. However, its focus on monetary returns may overlook intangible benefits, such as improved workplace relationships. Conversely, engagement surveys capture employees’ perceptions and motivations, offering a broader view of organisational health. Yet, their subjective nature requires careful interpretation and follow-up actions to ensure meaningful impact.
In conclusion, organisations benefit from combining financial and non-financial performance measures to gain a holistic understanding of HRM effectiveness. By leveraging tools like ROI and employee engagement surveys, HR professionals can align practices with organisational goals, fostering both economic and cultural success.



(AC 3.2) Adding value and measuring impact
People practices, encompassing HR strategies and interventions, play a pivotal role in driving organisational success by aligning workforce capabilities with business goals. These practices add value by fostering employee engagement, enhancing productivity, and creating a positive organisational culture, all of which contribute to achieving strategic objectives.

One way people practices add value is through talent management. By attracting, developing, and retaining skilled employees, organisations ensure they have the right talent to meet current and future demands. Effective recruitment, onboarding, and training programs enhance employee performance and job satisfaction, reducing turnover and associated costs (Armstrong & Taylor, 2014). For example, continuous learning initiatives not only upskill employees but also promote innovation, giving organisations a competitive edge.

Another significant contribution of people practices is improving employee engagement. Engaged employees are more committed, motivated, and productive, directly impacting organisational performance. Practices such as recognition programs, flexible working arrangements, and career development opportunities foster a sense of belonging and purpose, leading to higher morale and reduced absenteeism (Sorenson and Garman, 2013).

To measure the impact of people practices, organisations can use methods such as Key Performance Indicators (KPIs) and employee feedback mechanisms.KPIs provide measurable data on the effectiveness of HR practices. For instance, metrics like employee turnover rates, time-to-hire, and training ROI help evaluate the efficiency and impact of recruitment and development initiatives. Analysing trends in these KPIs allows organisations to identify areas for improvement and align HR practices with business outcomes (Ulrich et al., 2017).

Surveys, focus groups, and exit interviews offer qualitative insights into the effectiveness of people practices. For example, engagement surveys can reveal how employees perceive workplace culture, management support, and career opportunities. High engagement scores often correlate with improved organisational performance, making these tools valuable for assessing the success of HR strategies (CIPD, 2024).

Combining quantitative and qualitative measurement methods ensures a comprehensive understanding of the impact of people practices. KPIs provide hard data to demonstrate ROI, while feedback mechanisms capture employee sentiment, highlighting areas that require attention. By continuously assessing and refining people practices, organisations can create an environment where employees thrive, ultimately driving long-term success.
In conclusion, people practices add significant value by aligning human capital with organisational goals. Through systematic measurement and evaluation, organisations can maximise the benefits of these practices, ensuring they remain agile and competitive in an ever-changing business landscape.
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Assessment Criteria Evidence Checklist 
You may find the following checklist helpful to make sure that you have included the required evidence to meet the task. This is not a mandatory requirement as long as it is clear in your submission where the assessment criteria have been met.

	Briefing paper – part one
Assessment criteria
	Evidenced
Y/N
	Evidence reference

	1.1
	Evaluate the concept of evidence-based practice including how it can be applied to decision-making in people practice.
	
	

	1.2
	Evaluate a range of analysis tools and methods including how they can be applied to diagnose organisational issues, challenges and opportunities.
	
	

	1.3
	Explain the principles of critical thinking including how you apply these to your own and others’ ideas.
	
	

	1.4
	Explain a range of decision-making processes.
	
	

	1.5
	Assess how different ethical perspectives can influence decision-making.
	
	

	3.1
	Appraise different ways organisations measure financial and non-financial performance.
	
	

	3.2
	Explain how to measure the impact and value of people practice using a variety of methods.
	
	









	Briefing paper – part two (quantitative and qualitative analysis review)
Assessment criteria
	Evidenced
Y/N
	Evidence reference

	2.1  
	With reference to a people practice issue, interpret analytical data using appropriate analysis tools and methods.
	
	

	2.2
	Present key findings                            for stakeholders from people practice activities and initiatives.
	
	

	2.3
	Make justified recommendations based on evaluation of the benefits, risks and financial implications of potential solutions.
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Assessors will mark in line with the following assessment criteria (AC) marking descriptors, and will indicate where the learner sits within the marking band range for each AC. 
Assessors must provide a mark from 1 to 4 for each assessment criteria within the unit. Assessors should use the mark descriptor grid as guidance so they can provide comprehensive feedback that is developmental for learners. Please be aware that not all the mark descriptors will be present in every assessment criterion, so assessors must use their discretion in making grading decisions.
The grid below shows the range for each unit assessment result based on total number of marks awarded across all assessment criteria.  
To pass the unit assessment learners must achieve a 2 (Low Pass) or above for each of the assessment criteria.
The overall result achieved will dictate the outcome the learner receives for the unit, provided NONE of the assessment criteria have been failed or referred. 
Please note that learners will receive a Pass or Fail result from the CIPD at unit level. Referral grades can be used internally by the centre.

	Overall mark
	Unit result

	0 to 19
	Fail

	20 to 25 
	Low Pass

	26 to 32
	Pass

	33 to 40
	High Pass




Marking Descriptors

	Mark
	Range
	Descriptor

	1
	 Fail 
	The response DOES NOT demonstrate sufficient knowledge, understanding or skill (as appropriate) to meet the AC.
Insufficient examples included where required to support answer.
Insufficient or no evidence of the use of wider reading to help inform answer.
Presentation or structure of response is not appropriate and does not meet the requirement of the question/assessment brief.

	2
	Low Pass
	The response demonstrates an acceptable level of knowledge, understanding or skill (as appropriate) to meet the AC.  
Sufficient acceptable examples included where required to support answer.
* Sufficient evidence of appropriate wider reading to help inform answer. Satisfactory in-text referencing.
Answer is acceptable but could be clearer in responding to the question/task and presented in a more coherent way.
Required format adopted but some improvement required to the structure and presentation of the response.

	3
	Pass

	The response demonstrates a good level of knowledge, understanding or skill (as appropriate) to meet the AC.
Includes confident use of examples, where required to support the answer.
* Good evidence of appropriate wider reading to help inform answer.  A good standard of in-text referencing.
Answer responds clearly to the question/task and is well expressed.
Presentation and structure of response is appropriate for the question/task.

	4
	High Pass
	The response demonstrates a wide and confident level of knowledge, understanding or skill (as appropriate) to meet the AC.
Includes strong examples that illustrate the points being made and support the answer.
*Considerable evidence of appropriate wider reading to inform answer. An excellent standard of in-text referencing.
Answer responds clearly to the question/task and is particularly well expressed or argued.
Presentation and structure of response is clear, coherent, and responds directly to the requirements of the question/task.

	
	
	* Evidence of wider reading is an important feature of assessments at this level. However, whilst a good and appropriate level of this should be seen across the assessment, there is no requirement for references to appear within every AC response. The following AC(s) do not require the use of references to wider reading:  AC 2.1 and AC 2.2.
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	Unit 5CO02: Assessor Feedback to Learner


	Centre number
	669

	Centre name
	University of Wales Trinity Saint David

	Learner number (1st 7 digits of CIPD Membership number)
	

	Learner surname
	

	Learner other names (e.g. first name and middle name(s))
	



Note to Assessor – Please enter a mark for each AC. You need only provide feedback 
where you have awarded a mark of 1. This feedback should be developmental.

	Briefing paper – part one


	AC Number
	Assessment Criteria
	Mark 
1-4

	1.1
	Evaluate the concept of evidence-based practice including how it can be applied to decision-making in people practice.
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	1.2
	Evaluate a range of analysis tools and methods including how they can be applied to diagnose organisational issues, challenges and opportunities.
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	1.3
	Explain the principles of critical thinking including how you apply these to your own and others’ ideas.
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	1.4
	Explain a range of decision-making processes.
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	1.5
	Assess how different ethical perspectives can influence decision-making.
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	3.1
	Appraise different ways organisations measure financial and non-financial performance.
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	3.2
	Explain how to measure the impact and value of people practice using a variety of methods.
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	Total marks for TASK 1

	

	Total marks for TASK 1 (resubmission 1 if applicable)

	

	Total marks for TASK 1 (resubmission 2 if applicable)

	





	Briefing paper – part two


	AC Number
	Assessment Criteria
	Mark 
1-4

	2.1
	With reference to a people practice issue, interpret analytical data using appropriate analysis tools and methods.
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	2.2
	Present key findings for stakeholders from people practice activities and initiatives.
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	2.3
	Make justified recommendations based on evaluation of the benefits, risks and financial implications of potential solutions.
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	Total marks for TASK 2

	

	Total marks for TASK 2 (resubmission 1 if applicable)

	



	Total marks for UNIT


	
	Grade
	

	Total marks for UNIT (resubmission 1 if applicable)

	
	Grade (resubmission 1 if applicable)
	

	Total marks for UNIT (resubmission 2 if applicable)

	
	Grade (resubmission 2 if applicable)
	

	Assessor Feedback Summary
Please use this box to summarise your feedback on the assessment overall. This should highlight strengths and any areas for improvement, either referring to specific ACs or commenting more generally across the assessment. (Note: developmental feedback on any ACs awarded a mark of 1 should have already been provided in the relevant box of the assessment form above.
Please use a different font colour for any resubmission comments)
	


	Assessor name
	Submission
	Resubmission 1
	Resubmission 2

	
	

	
	

	Assessor signature*
I confirm that I am satisfied that to the best of my knowledge, the work produced is solely that of the learner.
	
	
	

	Date

	
	
	


*This must be a true signature, so a handwritten signature, or a photo or scan of a handwritten signature, or an e-signature. A typed signature is not acceptable.
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