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Evidence Based Practice can be defined as decision making through using evidence from multiple sources. This kind of evidence includes ‘information, facts and data which support a claim’ (CIPD, 2024). This allows organisations like Technivara to make strategic decisions based on effective thinking while using data. There are 4 key sources in which data is used to make justified decisions, these are (CIPD, 2025):
· Research/Scientific Evidence – Research obtained by studies, reviews and literature
· Expertise – Organisations skills which can be applied to a decision using expert knowledge.
· Organisational Data– Statistical data and metrics to justify decisions.
· Stakeholders – The understanding of who the decisions made will affect.
There are also 6 steps which Techanvira can use to collate evidence, these are: Asking, Acquiring, Appraising, Aggregating, Applying and Assessing. Incorporating the 4 key sources and 6 steps, data would be of a high quality (Young, 2023). 

An example of where Technivara could use EBP to ensure sound decision-making is in performance management. EBP can be used to assess the current performance management in an organisation and provide factual data on where can be improved. Areas which EBP is used within this is setting business goals, appraisal statistics and employee feedback (CIPD, 2016). This not only provides numerical data such as statistics but also factual data from the employees. From this, Technivara can take this data to support a strategic business decision.

Another example of where Technivara could use EBP is to understand employee turnover better. We can narrow employee turnover down into departments, organisation wide and feedback. These can all be measured using statistics which provide evidence to make effective decisions. These strategies include feedback from exit interviews, identify trends within absence data and the turnover rates (Aarons et al, 2009). From implementing EBP, Technivara can identify an approach to improve employee turnover.

EBP is highly important as technology is highly used and companies like Technivara need to implement EBP to succeed. Rob Briner states that when an organisation understands its problems via gathering evidence, only then can it create effective solutions (Briner, 2023). Therefore, the reason EBP is so highly used within organisations is that it is highly effective when making a final decision as the factual data, whether that be qualitative or quantitative is reliable. 
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One tool which may be better suited for Technivara is the SWOT analysis tool. As Technivara is currently trying to understand how they can improve their internal practices, this is a reliable tool to start gathering data as its can be used for both internal and external factors. A SWOT includes:
· Strengths – Advantages
· Weaknesses – Vulnerabilities
· Opportunity – Potential Opportunities
· Threats – Factors affecting progress 

Using SWOT will allow Technivara to recognise and diagnose issues, challenges and opportunities. For example, identifying the strengths will allow Technivara to see what areas work well and what do not. Their weakness is their paper-based approach and can see from a SWOT analysis what effect this has on them, such as the inability to analyse their people analytics and skill gaps (Ghaleb, 2024). From recognising the weaknesses, they can then find an opportunity to resolve this such as converting from paper-based to technology and implementing training or recruitment to fill skill gaps.  This is an advantage of SWOT as from identifying a weakness, opportunities arise which become a strength for a company. 

Limitations of using a SWOT analysis is that individually, the tool is not as efficient until paired with other tools such as PESTLE. This is because SWOT does not provide as much reliable nor statistical data on the external factors. It does not explain how the internal and external factors are connected and how we can diagnose them (Popescu et al, 2015). Therefore, the main limitation of this tool is that it simply does not go into further detail on factors, therefore preventing Techinvara on finding opportunities suited to them.

A method which Techinivara could apply is questionnaires, this is an effective way of recognising and diagnosing issues, challenges and opportunities by analysing internal and external data. Questionnaires can identify issues by gathering their feedback on areas such as working conditions, feelings on implementing changes (using EBP) and challenges at work. It can also diagnose issues such as training needs, wants and morale. From this, opportunities may arise from employee ideas.

The strengths which questionnaires have are mainly that it can reach many people in a short amount of time and the ability to convert this data into statistics would be highly efficient toward decision making. Questionnaires also offer a unique benefit which methods such as interviews and observation can’t, this is anonymity. The knowledge that employees and even customers opinions, ideas and critiques are anonymous can encourage honesty, enhancing the reliability of the evidence.

Some limitations of questionnaires can be, if using an electronic system to produce it, it can be cost effect, however in Technivara’s case, they are paper based and this may create a limitation of the amount of people it can reach. It is also less cost efficient, time costly and would affect the ability to convert the data into statistics. Another limitation is encouragement to complete them, if Technivara go down the electronic route, employees may not be tech-savvy and may struggle or be unable to complete it, resulting in required training. A paper-based approach may remove the anonymity, and the employees may not provide an in-depth answer, making these unreliable or not beneficial toward the outcome.  
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Critical thinking can be defined as the ability to think well and reflect objectively on ideas, opinions and arguments of others. It also allows us to solve problems and make better decisions as stated by the CIPD podcast (Howlett et al, 2019). Therefore, applying this to Technivara ensures quality decisions which would benefit them, ultimately by ensuring critical thinking is woven into the decision-making process. Critical thinking is highly important and vital in HR whether this be during interviews or developing new systems improves the effectiveness of the outcome (CIPD, 2025b). 

There are many principles of critical thinking which we need to be aware how these can affect the application of mine and other’s ideas. Open Mindedness is a key principle in critical thinking where a person will be open to considering and reflecting on other’s viewpoints, beliefs, opinions and arguments (Nurhayati et al., 2025). It is beneficial to adopt an open mind when critically thinking as this can encourage new ideas to form. With regards to Technivara, I, and SLT would drive toward the aim to implement new systems to move from paper-based to a technology led information system. However, while we strive to achieve this goal, it would be most beneficial for the company to be openminded regarding the current employees and their concerns. Addressing and being open minded toward employees’ opinions would create an easier transition. I would advise that we are cautious to avoid tunnel-vision when deciding as understanding perspectives is key.

Another principle of critical thinking which should be acknowledged when making decisions is common biases, specifically awareness of bias. This is vital to incorporate within HR to prevent bias and irrational decisions (Friedman, 2023). This is useful for myself to recognise that I may have potential bias towards my own experiences with using systems and how I use EBP myself. Due to my experience, I may overlook the lack of experience of current employees as well as their comfort in current systems. To prevent this from happening, I would value employee feedback and use this to align with our business aim. By applying critical thinking, understanding preferences and collating data, this would prevent a bias decision being made. 
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CMI states that some of the most effective and ethical decision-making models include De Bono’s Six Thinking Hats and Kepner and Tregoe’s Model (CMI, 2020). These are both processes that Technivara could apply to ensure that effective outcomes are achieved. 

De Bonos Six Thinking Hats is a simple and effective way of parallel thinking which helps an organisation be more focuses and productive (De Bono, 2019). It includes hats of 6 different colours, each representing a different perspective. This decision process can be applied to Technivara to ensure effective outcomes. These hats are seen below:

· Blue Hat - Organisation + Planning. Technivara could implement technology-led people practices, however, they would need to ensure that the other hats align with this vison to ensure an effective outcome. They would need to set their objectives, plan and organise what factors are involved in this such as policies, procedures and resources.

· Green Hat - Creative Thinking – This is where Technivara develop creative ideas on this implementation. This could include creative ways of using L+D to train staff on technologies and systems. Advisors and stakeholders would need to collaborate to create new ideas. 

· Red Hat – Feeling + Instincts – Technivara would need keep opinions high on their priority list as implementing new process and technology would create change in the workplace. Understanding stakeholder feelings on their decision would help the implementation of technology better. Examples of this could be 1:1’s or feedback questionnaires. 

· Yellow Hat – Benefits + Values – Technivara would, at this stage, look at what benefits implementing technology led process would bring to the organisation. Whether there would be increased productivity and efficiency of data driven work or whether employee satisfaction would increase. These would be a vital factor for decision making.

· Black Hat – Risk Assessment – Technivara would need to evaluate the risks involved in a technology-led process such as legal issues, e.g, GDPR compliance, whether there are any limitations needing considering and how we could mitigate any potential risks.

· White Hat – Information Gathering – Lastly, looking at what each perspective (hat) brought regarding the technology-led process, and using efficient data as evidence can lead to an effective decision being made. Understanding how each perspective is a factor in the decision process ensures validity and confidence in the achieved outcome.

Kepner and Tregoe’s Model is also a highly efficient decision-making process as confirmed by CMI. This method includes a four-stage decision and problem-solving analysis; these include the following:
· Step 1. Situation Appraisal - Technivara will need to understand the situation. What concerns there are, and the impact of implementing a different people process. Priorities are set at this stage (Griffon, 2024).

· Step 2. Problem Analysis - Data would be gathered at this stage which would shed light on any limitations there may be or if the change may beneficial. 

· Step 3. Decision Analysis - From understanding the concerns and looking at the evidence, objectives can be created. A decision on what systems would be best and what will bring the least risk to Technivara. 

· Step 4. Opportunity Analysis – Technivara will then identify potential opportunities and benefits as well as potential barriers. They will have preventative measures put in place.
This model would provide a more structured approach as it separates facts from opinions. It can identify problems as well as evaluate alternate solutions which can then lead to an effective decision and achieved outcome (Srdiharan, 2024). This focuses on proactive problem management sooner than later.
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Utilitarianism is an ethical perspective which Technivara could use to inform and influence decision making. This is also known as the greatest happiness theory and strives for the greatest outcome for the most amount of people (Kucharski, 2024). Applying this to Technivara would ensure that any decisions made would have the best outcome on employee’s well-being and happiness. In this case, Technivara would need to apply this perspective to their technology-led strategy and see whether the benefits out way the temporary disruption. Strengths would include improved efficiency and compliance regarding their evidence-based practices and would allow the practices to be streamlined, making this more time efficient (Berkey, 2025). If we look at this from a utilitarianism perspective, the benefits it would provide to employees would outweigh the negatives as these may only be short-term until they fully adjust. 

Limitations of this perspective is that while it aims to have the best outcome for the most amount of people, this strategy may not have positive effects on small groups of employees. For example, it may take responsibilities away from existing staff. This can cause reduced well-being, unfairness and could even increase turnover (Smart et al, 1974). Therefore, if this strategy isn’t applied with the mindset that everyone must benefit not just most employees then this may reduce the negative impact. We can argue however that this not what utilitarianism argues.

Deontology is another ethical perspective which can be used. This perspective focuses on doing what is right and fair regardless of the outcome. Linking this to Technivara’s strategy it would mean ensuring that their people practices are compliant, fair and respectful and ensuring that it is implemented with recognition of employee’s rights over the profit of the organisation. An example of this is providing training as they have right to this when using new systems, they would also require data protection training to protect themselves and others from breeching GDPR guidelines. Strengths of this perspective is this would build trust amongst employees, increase engagement and participation as they are the priority instead of the overall outcome (Vadastreanu et al, 2015). This perspective also aligns with the Code of Conduct and Ethics as stated by CIPD (CIPD, 2023) and would aid in compliance.

However, there are limitations to this perspective, these being that it can reduce the ability for innovation and can be time costly. Trying to understand the impact on employees when practises are implemented can be time costly which also makes them less cost efficient (John, 2007). While this approach values employee over outcome, if Technivara intend to implement this change relatively quickly, it may be a less attractive perspective to adopt. Additionally, this approach would fail to focus on the overall organisational benefits as its sole focus is on employee ethics over evidence-based practice.
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Technivara could measure their financial and non-financial performance in various ways. Examples of financial measurements include balance sheets, cashflow statements, income statements whereas non-financial measurements can include customer satisfaction rates, measurements of L&D activities and data obtained from exit interviews. It is highly important that financial and non-financial performance is measured as it can highlight opportunities, weaknesses and risks for an organisation.
 
Balance sheets are an example of how Technivara could measure financial performance and is used as an effective financial management tool which shows a snapshot of the organisations financial position at one time. This shows the company assets, liabilities and shareholder equity (GOV, 2023). 

The advantages of Technivara using a balance sheet are that it provides a snapshot of their current financial position, it shows their liquidity which would provide quick insight on whether an opportunity to invest would be possible at a given time (Handley, 2005). This would be a factor when deciding if developing a technology-led system would be a suitable investment and would support a strategic decision. This example would be more advantageous in conjunction with examples listed above.

Disadvantages of balance sheets include that while a snapshot is beneficial, it does not provide a full picture of their finances and makes it difficult to identify trends, more detail would provide more evidence for a definite decision. This would require the assistance of other financial statements, making this more time costly (Nosková et al, 2022). This measurement does not show qualitative data such as employee performance, ability or potential, this would require non-financial measurement styles. When considering moving to a different people practice approach, while a balance sheet is beneficial, it wouldn’t allow Technivara to be certain that they can continue the approach financially.

A way to measure non-financial performance is exit interviews. This is when an employee decides to exit an organisation and is a 1:1 meeting between them and a manager to better understand why have chosen to leave. This is a very insightful approach to gathering qualitative data.

Advantages of this measurement is that it provides insight on people-related problems and allows an organisation to better understating arising or current issues in the workplace. Having a better understanding of turnover would allow Technivara to implement retention strategies (Hommelhoff et al, 2025). For example, lack of professional development may encourage more L&D opportunities for professional growth which can lead to career opportunities. It also encourages critical thinking when finding ways to tackle negative comments.

Disadvantages of this relate to honesty in meetings. Some employees may not be comfortable being open and honest in their feedback which can affect the validity of data, meaning it would be a less effective tool of measuring performance. There may also be a range of bias’s ranging from sample bias, such as only interviewing resignations, courtesy bias, where the employee is socially acceptable with their responses or even a fear of retribution (König et al, 2021). These would all effect the credibility of the data.
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People practices would add value at Technivara as they would ensure that people practices, policies and procedures align with their overall business strategy and plan. The use of people practice covers broad areas, and each area links together, which equates to achieving the business goals. People practice is involved in the business planning, building capabilities, recruitment, employee relations and performace + reward. These intertwine, all while remaining complaint with current and incoming legislation (CIPD, 2025c). Ensuring that well-being and capability is supported is highly important within people practices. These alone show how much value and contribution people practice provides to an organisation and how much it could add to Technivara.

A method that Technivara might use to measure the impact of these people practices is the use of staff surveys. With the roll-out of the new people practice across the organisation, staff surveys would allow Technivara to view employee attitude toward the newly implemented practices and initiatives. Changes to recruitment procedures and impact on employee wellbeing can be measured. Staff surveys can be a key insight to what we could improve and what’s working well which supports Technivara’s evidence-based practice approach (Craig, 2018). This would be an effective approach as it is measured on the employees. However, this method would only be an effective measuring tool if responses were honest. This approach would allow for further changes to occur.

Another method which Technivara can use to measure the impact of their people practices is benchmarking. Benchmarking would be useful for Technivara as they can compare their metrics to similar, more successful organisations who have implanted their own people practices. It allows them to remain competitive but continue to grow. It would also aid the standardisation of processes and procedures, resulting in reliability and confidence (Indeed, 2024). To measure the impact, Technivara would need to prioritise the metrics, this could include areas such as turnover rates, profit and organisational performance which can be measure through KPI’s (Clardie, 2021). These can be compared through reports and would add value to Technivara as they can evaluate what improvements are required.

Overall, combining these methods would measure how people practices add value as they can measure financial, employee well-being and organisational performance via acquired data.
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The evaluation data from the L&D activity for Technivara shows 42 employees feedback and shows clear trends and patterns regarding the effectiveness of the activity. The feedback provides them with knowledge of their strengths and weaknesses.

A positive trend can be seen which relates to the facilitators capability to exercise the activity. 39 of 42 employees positively responded to the facilitator providing clear set boundaries. In addition, 39 of 42 employees responded positively to the facilitator having clear knowledge about the topics discussed. 33 employees found that the facilitator gave clear explanations and lastly, 36 employees found that the resources were of good quality. The trend relating to these figures is the facilitator. This shows that the activity was well delivered as well as prepared due to answers ranging from fully agree to agree.

A negative trend can be seen amongst learner engagement where the responses mainly ranged from not sure, disagree and strongly disagree. These scores relate to the employees feeling they were unable to engage with the discussions in the activity. This answered 32 of 42 employees disagreeing. This could indicate that the employees experience was mostly one way rather than a two-way communication style.

Another negative trend found from the feedback is that employees did not find it had educational worth as negative patterns stemmed from the activity not linking to the employees’ roles or preference. For example, 35 of 42 employees found that the learning did not link to their performance targets. 32 employees also found that their learning preferences were not considered prior to the learning activity. And, lastly, 33 employees disagreed that their learning outcomes were not achieved. These results show a clear trend that preferences to learning were not acknowledged and therefore affected the outcome of the activity.

Therefore, with regards to trends and themes across the data provided, we can see that the facilitator had a positive effect however how the topics delivered and the engagement regarding the topics had a negative trend which could be addresses by recommendations.

Recommendations
Based on the findings discussed above, numerous recommendations could be applied to Technivara and their learning and development approach. One recommendation which particularly stood out was an implementation of E-Learning. E-Learning can be described as an instructional process that gives online learners access to a wide range of sources and allows users to learn at their own pace (Nazim et al, 2016). 

There are many benefits of an E-Learning platform as it can provide flexibility to complete training when required. Rather than organising a physical training class, employees save time by completing courses in their free time, which is not only time effective, but the courses would be tailored to their learning preferences, which is an area marked as negative from the data. This tool would also allow employees to learn at their own pace rather than in a set amount of time. They can also receive feedback. As well as this, mangers would have the ability to track progress on chosen and mandatory courses, ensuring that courses such as data protection and work place assessments are completed. 

Financial implications from implementing E-Learning would include hiring a new member of staff, particularly an E-Learning Project Coordinator, whose salary can range between £25,000 to £45,000 a year dependent on location and skill set (GOV, 2024a). There would also be the cost of the systems required, where the Government offer a G-Cloud E-Learning platform. Based on Technivara’s average number of employees (5,000), the cost would be roughly £35,380 including instalment but excluding subscriptions up to £9,650 a year (GOV, 2024b). Once this platform is installed, training is included in the price however training for employees would cost time, potentially affecting revenue.

The risks of implementing this tool could include cyber-attacks or risk of potential GDPR violations as well as the increased cost to tackle this situation. The financial implications could be a risk however if managed cautiously, they should have a successful outcome (Barik et al, 2022). However, the risk of not implementing E-Learning outweigh the risk of implementing as looking at the benefits mentioned, this tool would allow Technivara to implement proper people practise, EBP, increases engagement and would reflect positively on activity feedback.


A second recommendation that can be implemented is a performance review. According to CIPD, a performance review is a holistic approach to managing performance. These are commonly carried out as a regular 1:1 conversation to discuss professional growth and how to improve on this (CIPD, 2025b). 

There are many benefits of implementing performance reviews which link directly to the data provided. This approach would allow learning preferences to be established early on as well as establish clear communication on target objectives. By discussing needs and wants for professional growth would provide access to good quality resources (Schaefer et al, 2022). If we link this to our first recommendation, we can ensure that the correct training is provided via the E-Learning platform. Additionally, by having regular 1:1’s, it allows employees to engage in meaningful questioning and answering which was an area that scored negatively in the feedback. 

Financial implications when implementing performance reviews could include the cost of implementation, this could include a new software to ensure that the objectives set align with both the employee and the organisations objectives. The Government offer a Performance Management Platform which offers 1:1’s, objectives and 360 Appraisals. This software can range from £3,900 to £46,440 a year with a set up charge of £6,890 (GOV, 2026). This would be vital for Technivara to move from their paper-based approach. Training costs would also be associated with this platform for managers to undertake which can include direct and indirect costs such as the delivery of training, resources and time. All would have financial implications. However, while these are negative implications, the benefits from this platform on employees would financially be beneficial as the concentration on professional growth, training and performance would reduce errors made (Ranta et al, 2023).

From understating the benefits and financial risks, this approach to performance management would outweigh the overall risk as it would only benefit both employees and Technivara as this would help the performance align with its business goals. This approach would also allow Sue to measure people practices more efficiently and create a strong platform for data driven evidence. This platform would allow evidence-based practice to thrive.

In conclusion, if Technivara were to implement both recommendations simultaneously, I believe that the feedback from employees regarding their training and delivery and professional growth would be positive and increase overall performance and engagement with L&D.
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Turnover and recruitment take up for Technivara 2024
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