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Evidence-based practice (EBP) is a more organised decision-making mode that incorporates optimal evidence instead of acting based on pure intuition, custom, or individual experience. The CIPD gives four main sources of evidence to consider when it comes to EBP: professional expertise, organisational data, academic research, and stakeholder views (CIPD, cited in Tzenios, 2022). EBP aims at enhancing quality, credibility and consistency of people-related decisions, and thereby raising the chances of attaining sustainable organisational outcomes. The current situation among Technivara people practices is that it is regarded as traditional and paper-based, which heightens the chances of subjective and inconsistent decision-making. Although this method has had the potential to facilitate historical growth, it is not likely to sustain over time as the organisation will keep growing (Maddox-Daines, 2023). The shift to EBP would enable Technivara to shift towards a people decision-making process that is more data-driven, transparent, and defensible, thus better aligned with strategic growth goals and less susceptible to operational risk. An example of how Technivara can use EBP is in recruitment and workforce planning. Technivara would be able to determine the most effective recruitment channels and workforce strategies by examining both internal data, including turnover rates, time-to-hire, vacancy rates, and quality-of-hire performance, and external labour market data. The evidence-based practice would facilitate more effective forecasting, minimise vacancy expenses, and enhance workforce stability, instead of informal or traditional recruitment procedures (Pearce and Locke, 2023). 
The second example is in the area of learning and development (L&D). Technivara might apply EBP to define training efficiency by integrating employee feedback and after-training performance statistics and scholarly research on skills acquisition and learning transfer. This would allow the organisation to invest in development activities that significantly enhance performance, productivity and retention, instead of providing training through custom or assumption (Rousseau, 2020). EBP also has limitations. It must be able to access effective data, analytical capacity and time to research and assess evidence. Opposition at the top managerial level, including Bill Swanky who prefers the old methodology, can also be an obstacle (Chung et al., 2019). These difficulties demonstrate how systems, data capability and people skills have to be invested in to be able to implement it successfully. EBP gives Technivara a solid framework of making informed, ethical and sustainable people decisions that contribute to the strategic worth of the people function.
Q2 - AC 1.2
SWOT analysis is an adequate analysis tool that Technivara can use to evaluate its internal strengths and weaknesses, as well as external opportunities and threats. SWOT can be applied especially in supporting strategic conversations with senior leaders because it offers a concise and organised view of the current state of the organisation (Ferrar and Green, 2021). In the case of Technivara, a SWOT analysis would reveal that it has internal weaknesses, including the use of paper-based HR systems and little use of workforce data, and a number of strengths, including organisational growth and technical capability. The opportunities can be HR digitalisation and expanded talent pools and threats can be new competition of skilled labour or inefficiency due to ineffective processes. SWOT can also be somewhat subjective which can be a weakness because it needs to be backed by evidence. The analysis to be effective at Technivara, then, should be based on authoritative quantitative and qualitative data not solely on opinion (Sparkman, 2025).
A SWOT complemented by an appropriate analysis method is trend analysis, which includes the study of the workforce data across time with the aim of discovering patterns, issues, and emerging risks. In the case of Technivara, this can involve the measurement of trends in employee turnover, absence rates and recruitment results by department. To illustrate, detecting a steady rise in turnover in certain departments, the organisation would be able to diagnose underlying factors and proactively address them prior to performance being impacted (Armstrong and Taylor, 2023). The trend analysis contributes to the evidence-based decision-making process by diverting attention to the isolated events to a more extended pattern. Its success is determined by data availability and accuracy. Technivara uses manual systems now, the data collection and record-keeping would need improvements in order to maximise the benefits of this approach (Whittington et al., 2019). The SWOT analysis and trend analysis would allow Technivara to diagnose people strategic problems, recognise underlying causes and capitalise on future opportunities in a more knowledgeable and methodical manner.
Q3 - AC 1.3
Critical thinking refers to the process of examination of information in a disciplined way, data questioning and drawing well-founded conclusions grounded on evidence (Nicola et al., 2020). In people practice critical thinking plays a vital role in making sure that decisions made relies on being fair, rational, and in line with organisational objectives, as opposed to being affected by habit, personal preference or seniority. Objectivity is one of the principles of critical thinking, and it presupposes the division of facts and opinions (SMITH and MITCHELL, 2022). At Technivara this would entail ensuring the reliability of data that people professionals can discuss as opposed to using past successes as evidence that current practices do work. The second principle is scepticism, which makes the person ask whether information is full, accurate as well as relevant. To illustrate, the notion that paper-based systems are good enough should be disputed by looking at evidence both in the area of efficiency, accuracy, and risk. Another significant principle is logical reasoning, which makes sure that the conclusions are a natural continuation of the evidence provided (Den Hertog and Niessen, 2019). This favours orderly and logical argument, especially in decision making in regard to change. Open-mindedness is also decisive in critical thinking because it consists of readiness to listen to different points of view and acknowledge that the old one might require alterations with the advent of new evidence. This applies more specifically when dealing with an expanding organisation such as Technivara where previous practices might have become outdated due to the future requirements.
To apply critical thinking to personal ideas, one has to be self-reflecting and mindful of personal biases. Technivara people practitioners should be willing to question their own assumptions and change their perceptions when growth of evidence indicates that a better way can work (Facione, 2020). The critical thinking applied to the ideas of other people consists not only of the respectful questioning and constructive challenge but also in accepting the views because they are offered by the senior leaders, like Bill Swanky. Through open and evidence-based dialogue, critical thinking would embrace objective and rational debate in Technivara. This would empower decision making, lessen resistance to change and the posterity of the people function because it clearly shows that suggestions are informed by so underlines and facts, and not choice. Critical thinking facilitates objective and rational discussion by promoting evidence-based discussion and minimising bias. These principles would be beneficial in applying to challenge the old ways of doing things at Technivara. It would also facilitate free communication among people professionals and senior leadership. The strategy enhances the quality of decisions and promotes organisational change.
Q4 - AC 1.4
Quality decision making plays a crucial role in making sure that organisational goals are realised in a sustainable and steady manner. As Technivara expands, implementing a structured decision-making process would enable mitigating the risk and enhancing the quality of the people-related decisions. The rational decision-making model is one of the suitable practices and provides a clear sequence of steps, including the identification of the problem, collection of appropriate evidence, evaluation of existing options, the selection of the most suitable solution, its implementation and assessment of results (Hoffmann et al., 2023). This procedure is quite similar to evidence-based practice, since it focuses on using the credible data and objective examination at every step. The rational model may prove especially helpful in Technivara concerning workforce planning, recruitment strategy and performance management, the decisions that have long-term consequences. Its formal character endorses transparency and consistency and it is therefore easier to defend decisions to both senior leadership and employees. This method might be time-intensive and not very applicable in such cases when prompt action is needed, which is why it should be flexible (Eberhard, 2023).
The second decision-making process that Technivara might pursue is evidence-based collaborative decision-making. This method appeals to both data and professional judgement coupled with the contribution of relevant stakeholders, including the employees, line managers and trade union representatives. As an illustration, Technivara might use consultations and surveys among staff members alongside performance metrics and best-practice studies when implementing new HR technologies or revising people policies (Armstrong and Taylor, 2023). This process assists in making sure that decisions are realistic, participative and focused to the workforce requirements. The most notable benefit is that it enhances stakeholder interest and decreases change resistance especially in an organisation where the culture is traditionally managed (Sparkman, 2025). There are also limitations of collaborative decision making. It also might be resource intensive and it can retard the decision-making process when there is lack of clear roles and responsibilities. This would have to be well governed and facilitated by the people practice team to be effective at Technivara (Jaillet et al., 2022). Through evidence-based collaborative and rational decision-making models, Technivara could possibly be in a better position to realise optimal results by balancing efficiency, inclusiveness and strategic orientation. Rational decision-making model and collaborative evidence-based decision-making have complementary advantages. The rational model promotes consistency and transparency in comparison to collaboration that helps to engage more manage stakeholders. These methods make tradeoffs between effectiveness and inclusion. This would assist Technivara in realising successful and sustainable results.
Q5 - AC 1.5
Effective people practice is based on ethical decision-making, especially in times of organisational growth and change. Utilitarianism and deontology are two ethical views that are particularly applicable to Technivara, as they represent opposing but complementary ideas of judging decisions pertaining to people. Utilitarianism is concerned with maximising good to the maximum number of individuals by considering consequences of actions (Pearce and Locke, 2023). In Technivara, this view may be considered in the development of new HR technologies or process automation that will offer greater efficiency and less administrative load. In a utilitarian perspective, it would be deemed as ethical provided that these changes result in net productivity, service delivery, and benefits to the majority of employees (Smith and Mitchell, 2022). One of the shortcomings of utilitarianism is that it can ignore detrimental ensuing effects on minor groups, including workers who are not adept at digital transformation. To implement this strategy in a responsible manner, Technivara would have to reduce the possible harm by training, redeploying, or supporting (Maddox-Daines, 2023).
However, deontology depends on obligations, rights, moral rules and principles as opposed to results. Ethical decisions are deemed to be correct when they are just, steady and consider personal rights, irrespective of the outcomes (Treviño and Nelson, 2021). In Technivara, deontological approach can inform the decision-making process regarding recruitment, performance management or redundancy so that the policies are implemented in a transparent, consistent and non-discriminatory manner. The same view justifies trust, fairness and procedural justice, which are especially relevant in the organisational change (Crane et al., 2019). Rigorous compliance with regulations can decrease the flexibility and slow the decision-making in dynamic settings. A combination of utilitarian and deontological views would enable Technivara to make morally responsible choices that take into account the results of the whole group and the rights of an individual. This moderation helps instill trust, risk management and sustainable organisational development and uphold ethical integrity in people practice.
Q6 - AC 3.1
The measurement of financial and non-financial performance is vital to comprehend the overall effectiveness of people practices and their contribution to the organisational success. The application of relevant performance measures in the context of Technivara would aid in decision support and show that investment in people is justified as the company keeps growing (Gawron, 2019). Return on investment (ROI) is one of the ways of measuring financial performance. ROI determines whether the profit experienced on an initiative is worth the expenses. In Technivara, to measure the efficacy of a leadership development programme, ROI might be calculated by estimating the expenses spent on training and dividing them by the quantifiable results like greater productivity, lower employee turnover or less recruitment cost (Heslina and Syahruni, 2021). This method offers top management with concise, measurable evidence on which to justify investment in people programmes. One of the disadvantages of ROI is that it is more inclined to short-term, measurable as a result and can underestimate longer-term or intangible benefits, including better employee competence, interaction or culture (Lohana et al., 2022). ROI needs to be taken in conjunction with other performance indicators to give a balance analysis.
On the contrary, employee engagement surveys can be used to measure non-financial performance and they evaluate employees on factors like motivation, commitment and job satisfaction. In the case of Technivara, the engagement survey outcomes might highlight the areas of concern impacting retention, performance or wellbeing, especially at times of growth and change (Afifah et al., 2022). This kind of data can be a good way to understand the employee experience and identify the areas of concern that cannot be easily noticed with financial numbers. The engagement surveys may be subjective and prone to factors like survey design, time of survey and response rates. In order to be reliable, Technivara would have to read in-between, and, where feasible, merge survey results with other sources of data like absence or turnover rates (Srivastava and Mohsin, 2020). Through both financial indicators like ROI and non-financial indicators like engagement surveys, Technivara would have a more holistic view of performance and the effectiveness of its people practices. The combination of non-financial and financial performance measures would offer a balanced picture of organisational performance. ROI presents a straight forward financial reasoning whereas engagement surveys eye workforce experience. These actions combined are useful in showing the worthiness of people practices. This balanced style makes informed strategic decisions at Technivara.
Q7 - AC 3.2
People practices are crucial elements in ensuring organisational value creation through capability of the work-force, engagement and overall performance. In the case of Technivara, where the growth is being sustained, modernised people practice would facilitate strategic goals, minimise operational and people risks (Armstrong, 2020). Through more evidence-based and consistent across recruitment, learning and development (L&D) and performance management, the organisation will be able to boost productivity, retention of key talent and employer brand. To illustrate, enhancing recruitment would help Technivara hire and identify candidates with the skills needed to facilitate future development, decreasing the turnover rates and recruitment expenses (Anwar and Abdullah, 2021). Improving L&D would increase employee competence and facilitate career growth, resulting in increased engagement and performance. In the same manner, proper performance management practices would see to it that individual goals are aligned with organisational performance, which promotes accountability and improvement. These people practices create value by making the workforce competitive, motivated and focused on business priorities (Peccei and Van De Voorde, 2019).
People analytics is one of the ways Technivara may determine the effects of people practices. This includes data collection and analysis of workforce, including employee turnover, absence rates, performance ratings and training completion (Lohana et al., 2022). Monitoring these metrics across time, Technivara could demonstrate the tendencies and determine whether the people initiatives are bringing expected results. People analytics offers objective and evidence-based information which can be used to make informed decisions and assess the value of people practices to organisational performance. The second technique is the benchmarking technique, comparing the people metrics in Technivara with industry standards or other organisations of the same type (Srivastava and Mohsin, 2020). Benchmarking can also identify areas of high performance and those in need of improvement (higher-than-average turnover or lower engagement levels). This approach aids continuous improvement since it gives context and helps the organisation to stay competitive in its industry. The integration of people analytics and benchmarking would allow Technivara to measure the effect of its people practices effectively and show how they add value to the organisation. Effective people practices contribute value by enhancing capability, engagement and organisational performance. People analytics and benchmarking can help Technivara objectively measure the impact. Such processes help in sustaining improvement and competitiveness. The practices of people tend to become an essential force of sustainable success.


Q8 - AC 2.1
	 
	Total in Department 2024
	Leavers for 2024
	Leavers as a % against total in each Department
	Positions vacant 
	Vacancies as a % against total in each Department
	Positions filled 
	Positions filled as a % of total in each Department

	Audio technical Department
	26
	6
	23.08
	8
	30.77
	3
	11.54

	 
	 
	 
	0
	 
	0
	 
	0

	Offices and Administration
	15
	4
	26.67
	5
	33.33
	5
	33.33

	 
	 
	 
	0
	 
	0
	 
	0

	Research and Development
	8
	1
	12.5
	4
	50
	4
	50

	 
	 
	 
	0
	 
	0
	 
	0

	Quality control
	4
	2
	50
	3
	75
	3
	75

	 
	 
	 
	0
	 
	0
	 
	0

	Dispatch 
	15
	4
	26.67
	6
	40
	6
	40

	 
	 
	 
	0
	 
	0
	 
	0

	Engineering 
	35
	8
	22.86
	8
	22.86
	3
	8.57

	 
	 
	 
	0
	 
	0
	 
	0

	Casting Department 
	6
	3
	50
	5
	83.33
	2
	33.33

	 
	 
	 
	0
	 
	0
	 
	0

	Sales & Marketing 
	12
	4
	33.33
	3
	25
	3
	25

	 
	 
	 
	0
	 
	0
	 
	0

	Human Resources 
	4
	1
	25
	1
	25
	1
	25

	 
	 
	 
	0
	 
	0
	 
	0

	Design 
	12
	3
	25
	5
	41.67
	2
	16.67
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Q10 - AC 2.3
The assessment feedback provided in Table 2 relied on the attendance of 42 employees who attended a recent learning and development event at Technivara. The respondents were asked to rate a set of statements on a five-point scale (1 = fully agree to 5 = strongly disagree). The review emphasises important patterns, themes and trends to guide the provision of future learning (Owen, 2020). The knowledge and quality of resources regarding the facilitators were rated positive, and the inconsistent responses regarding relevance, engagement and application points to necessary improvements.

10.1 Key themes and patterns identified
10.1.1 Learning design and relevance
Feedback based on learning design gives some mixed results amongst the participants. Reactions to the statement “My learning preferences were considered prior to the learning activity” reveal that some workers agreed, yet a vast percentage chose “not sure” or “disagree”. This indicates that the learning design could not have been well inclusive of learning styles, such as visual, auditory or practical which might decrease engagement to some learners. The answers to the question about “The learning linked to my performance target” reveal a high degree of uncertainty as well, meaning that the applicability of the learning to the tasks and goals of the specific roles was not always apparent. Motivation and value perceptions may decrease when learning is not well aligned to job requirements (Al Karim, 2019). The responses indicate that closer correspondence between learning goals, job functions, and performance expectations would enhance the relevance and engagement of learners.
10.1.2 Clarity of objectives and structure
The feedback on the question concerning “On commencement the facilitator provided clear set objectives” is generally positive with most of the respondents expressing agreement. This implies that the learning session was initiated in the right way and that employees were aware of what the learning session intended to accomplish. Specific aims are significant in establishing expectations and assisting learners to concentrate on essential results. The answers to “The learning event was appropriately structured” are more uniformly spread on the scale. Most of the employees concurred, but a percentage voiced doubt or opposed. This trend is showing that there might be a lack of alignment between established goals and the general framework or speed of the lesson to support all learners (Darling-Hammond et al., 2020). The duration of sessions, timing of activities or information overload could have influenced the capability of participants to pay attention throughout the learning process.
10.1.3 Facilitator capability and delivery
Among the most influential positive themes in the feedback, there is one about facilitator capability. Such statements like “The facilitator was clearly knowledgeable about the topics” and “The facilitator provided clear explanation on topics discussed” were all highly agreed to. This means that employees saw the facilitator as a competent, confident and effective content presenter (Schoeb et al., 2021). Good facilitator skills may contribute a lot to learner trust and knowledge. The positive feedback here implies that the facilitator was a strength of the learning activity and played a constructive role in the entire learning process.
10.1.4 Learning resources and materials
Responses to “Resources used were of a good quality” display a large degree of agreement, and little disagreement. This means that learning resources were comprehensible, applicable, and helpful to the content of the session (Schoeb et al., 2021). Quality resources can be used to strengthen learning, to support various learning styles and allow students to repeat content after the lesson. This is another apparent strength of the learning activity.
10.1.5 Engagement and interaction
Feedback relating to engagement presents a less positive picture. Responses to “I was able to engage with meaningful questioning and answering on topics being discussed” show that a significant number of employees selected “disagree” or “strongly disagree”. This implies that there might have been a limited opportunity to interact, discuss and participate. The observance of a lack of engagement could signal the session being predominantly facilitator-led due to a lack of chances to pose any questions, share experiences, or use the learning process during the session. The decreased interaction may impair the motivation and the ability of the learners to gain deeper insights into the taught materials (Arabi and Garza, 2023).
10.1.6 Achievement and application of learning outcomes
Responses to “At the end of the session the set learning outcomes were achieved” reveal mixed views, with many employees indicating uncertainty or disagreement. Feedback on “I was able to employ the knowledge, skills and behaviours into my working role” implicates possible transfer of learning into the work place. The trend shows that it could be easy to miss the connection between teaching and physical performance (Darling-Hammond et al., 2020). In the absence of proper reinforcement or follow-up, employees could lack the drive to internalise learning into effective behavioural change, thereby minimising the overall effectiveness of the learning and development activity.
10.2 Discussion
The feedback analysis reveals that there is a definite difference between the quality of delivery and the impact of learning. Although the facilitator knowledge and learning material were rated positively, ambivalent responses on the relevance, engagement and application imply that the learning activity was not entirely relevant to all the learners (Darling-Hammond et al., 2020). The lack of attention towards learning preferences and poor connection to job position seem to have lowered the engagement of the learner and the application of learning to the work environment. These results demonstrate that the teaching, despite its excellent consistent presentation, was limited in its effectiveness due to design and operational issues (Schoeb et al., 2021). These problems would be solved and learning those problems would be more relevant, as well as more engaging and have better behavioural outcomes.
10.3 Conclusion
The learning and development activity at Technivara are evaluated and the feedback as well as this feedback offers useful information about the effectiveness of the activity. The results indicate that quality of learning resources and facilitator expertise were evident strengths and they positively contributed to the learning experience. The areas of concern where the analysis enters to include the aspects that need probing are also noted especially within the relevance to the job roles and application of learning in the work place. The lack of interaction at sessions and the lack of connection with performance goals seems to have diminished the long-term effectiveness of the learning. The teams at Technivara can embrace a more evidence-based method of learning and development to improve employee capability, motivate behavioural change, and contribute to sustained organisational performance by filling in these gaps with better design of learning, enhanced engagement, and improved post-training support.
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Leavers as % of Total Employees by Department

Leavers as a % against total in each Department	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	23.08	0	26.67	0	12.5	0	50	0	26.67	0	22.86	0	50	0	33.33	0	25	0	25	Department
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Positions filled as a % of total in each Department

Positions filled as a % of total in each Department	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	11.54	0	33.33	0	50	0	75	0	40	0	8.57	0	33.33	0	25	0	25	0	16.670000000000002	Department


Percentage



Vacancies as % of Total Employees





















Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	30.77	0	33.33	0	50	0	75	0	40	0	22.86	0	83.33	0	25	0	25	0	41.67	
2

