AC 1.1  
According to Barends and Rousseau (2018, pp.2 & 12), EBP supports better decision making by applying critical thinking and credible evidence. It helps avoid choices based on assumptions, trends, or unsupported bias, which often result in weak outcomes and limited insight. EBP encourages professionals to question the reliability of their evidence, seek multiple sources, and evaluate them carefully to guide informed and effective practice.
The Centre for Evidence-Based Management (CEBMa) and CIPD define EBP as “making decisions through the conscientious, explicit and judicious use of the best available evidence from multiple sources… to increase the likelihood of a favourable outcome” (CIPD, 2015). Barends, Rousseau and Briner (2014) identify four key sources of evidence: scientific research, organisational data, professional expertise, and stakeholder perspectives. Once gathered, Briner (2019) outlines a six-step model to guide decision-making: asking, acquiring, appraising, aggregating, applying, and assessing evidence. CIPD (2015) also endorses this structured approach.
Scott and Bruce (1995) describe four decision-making styles: rational, intuitive, dependent, and avoidant. While intuitive and dependent styles are common, rational decision-making is more effective for complex organisational challenges involving strategic outcomes. It follows a structured process: defining the problem, clarifying goals, conducting gap analysis, gathering data, evaluating options, and implementing solutions (Uzonwanne, 2016).
Technivara can enhance recruitment outcomes by applying EBP. Current reliance on subjective criteria and outdated job descriptions risks poor hires and high turnover. Groysberg et al. (2009) found that one-third of new hires leave within three years, creating significant cost implications. Armstrong and Taylor (2020, p.245) emphasise the importance of aligning recruitment with strategic goals. By analysing metrics such as time-to-hire, cost-per-hire, and retention rates, and using validated tools like structured interviews and cognitive ability tests (Schmidt & Hunter, 1998), Technivara can shift from subjective hiring to a predictive, digital based evidence informed process that improves performance and retention.
Technivara’s expansion also risks placing pressure on its engineering workforce. To mitigate this, HR can apply EBP to support wellbeing, helping prevent stress and foster positive working environments where employees and organisations thrive (CIPD, 2025). Triangulating data from external industry benchmarking  sources, quantitative data metrics like overtime, error rates, and sickness absence, alongside qualitative insights from interviews and focus groups (Taylor & Woodhams, 2023, pp.126–129) can reveal stress levels, trends in similar sectors and improvement opportunities The CIPD Health and Wellbeing at Work Survey 2025 reports the highest recorded sickness absence rate, with stress a leading cause of both short- and long-term absence, up from 2023. Prioritising wellbeing through evidence based informed interventions can enhance health, engagement, and performance (CIPD, 2025).
AC 1.2
As Technivara prepares for expansion and digital transformation, leaders must analyse both internal and external environments to navigate risks and embrace opportunities (Taylor & Woodhams, 2023, p.47). External models such as PESTLE, SWOT, Mendelow’s Matrix (Mendelow, 1991), and Ansoff’s Product-Market Matrix (Bevers, Read & Hayden, 2000, p.49) support strategic planning.
Porter’s Five Forces (1980) offers a robust framework to assess Technivara’s competitive landscape and inform talent strategies. It evaluates competitive rivalry, supplier power, buyer power, threat of substitution, and threat of new entrants (Taylor & Woodhams, 2023, p.46). In engineering, where innovation and speed to market are vital, rivalry is high (Hofman, 2023), increasing poaching and turnover risks. HR can respond by promoting career development and a positive work culture (CIPD, 2025a).
In industries with limited skilled professionals, candidates hold greater supplier power. HR can remain competitive by offering agile working, development opportunities, and fair pay. Where candidates have multiple options, buyer power increases. Technivara can mitigate this by building links between academia and industry, Swansea University do this well, creating two-way access to talent and future proofing skills (Swansea.ac) This would be promoting Technivara’s values and culture.
Low entry barriers heighten the threat of new competitors, intensifying demand for skilled staff. HR should strengthen employer branding and offer flexible, tailored reward packages (CIPD, 2025b). However, Porter’s model focuses externally and lacks insight into internal workforce dynamics. Combining it with SWOT enables more holistic workforce planning (Armstrong & Taylor, 2003).
Expansion and digital change require careful management. CIPD (2024) advises using analytical methods to capture employee voice during transitions. Questionnaire surveys offer structured, quantifiable data to assess engagement, satisfaction, and readiness for change (Waite et al., 2021; Marchington et al., 2021). CIPD (2025) recommends surveys as a direct mechanism to help employees feel valued and influential.
Surveys are cost-effective, scalable, and support statistical analysis. Anonymity encourages honest feedback, and digital tools aid presentation. However, they may lack depth, suffer low response rates, and risk bias from poor wording or limited options. Unlike interviews, surveys don’t allow clarification and may reduce engagement (Stevens, 2025).
Together, Porter’s Five Forces, and questionnaire surveys offer complementary insights to external market pressures and internal workforce sentiment (Genesh, 2025), supporting Technivara’s strategic growth and digital transformation.
AC 1.3 
According to Howlett (2019), critical thinking involves the ability to think clearly and reflectively when engaging with views, reasoning, and assertions of others, highlighting three key elements: the ability to evaluate and challenge the arguments and perspectives presented by others; the capacity to construct and communicate weak reasoned ideas and opinions; and the awareness to recognise when others are applying critical thinking techniques that may influence how they develop their own arguments or a plan to support their decision.
[bookmark: _Hlk211975547]Armstrong and Taylor (2023, p.593) support this by stating that “critical thinking is the process of analysing and evaluating the quality of ideas, theories, and concepts to establish the degree to which they are valid, supported by evidence, and the extent to which they may be biased. It involves reflection, interpretation of data, drawing warranted conclusions, and recognising ill-defined assumptions.”   
To support this, key principles apply to both my own and others’ ideas, especially within the context of Technivara, where collaborative decision making, innovation, and strategic planning are core to Technivara’s success.  Clarity ensures that ideas and terminology are clearly defined, helping to avoid misunderstanding and miscommunication.   At Technivara, this is crucial when presenting ideas and contributing to project meetings and communication across different departments. Using When presenting ideas, I should use precise language and avoiding jargon helps ensure that the proposals, debates and feedback are understood by all stakeholders to and when evaluating others’ input, I should seek clarification to ensure mutual understanding.
Accuracy involves using information that is correct and credible to support decisions. Within Technivara, this means critically reviewing data reports, internal documentation and external sources to ensure that decisions are evidence based and aligned with current best practice This means reviewing others’ proposals critically to assess whether the evidence is credible and current, and ensuring that my own understanding is, based on trustworthy sources rather than anecdotal claims.
Precision and relevance help keep discussions focused on key issues and ensure that arguments and evidence directly relate to the topic (Cottrell, 2023). Within Technivara,  a fast based environment, where  resources can often be limited, debates When contributing to debate, I should ensure my views are linked to the issue at hand, and when analysing others’ ideas, I should challenge irrelevant or tangential arguments to maintain efficiency in planning sessions/meetings.
To explore complex issues and consider multiple perspectives such as digital transformation or workforce planning,  depth and breadth are required. At Technivara this means considering  involves examining underlying causes and long-term implications in my own analysis and being open to alternative viewpoints and methodologies when engaging with others’ ideas in developing or evaluating strategies
Logic ensures ideas are clear and make sense. I should build my arguments should be build step-by-step, using facts to back up points and check others’ reasoning to see if their conclusions follow from the evidence or are unsupported. Logic reasoning ensures that Technivara’s decisions are robust and defensible.
Fairness involves being impartially and recognising both conscious and unconscious bias. In Technivara, fairness supports inclusive decision making in a diverse workplace, and helps ensure that all voices are heard, valued and respected  myself and others. I should reflect on how values may influence judgement and focusing on the merit of the reasoning rather than the individual, regardless of their role or background.
Coburn (2019) highlights the importance of recognising common errors in reasoning, such as red herrings, appeals to history and being aware of misinformation and “fake news”, which can distort debate and undermine credibility.   At Technivara, recognising these common errors safeguard the quality of debate, helps prevent decisions based on misinformation or faulty reasoning.
By applying these principles helps foster objective and rational debate at Technivara reinforcing focus on transparency, innovation, and ongoing improvement.

AC 1.4
Effective decision-making is a critical skill for people professionals, extending beyond problem solving to include strategic planning and innovation. Managers must balance analytical thinking with intuition, consult relevant stakeholders, and select the most appropriate approach for each situation. However, cognitive biases such as confirmation bias, tunnel vision, and loss aversion can distort judgement. Recognising these biases and involving others through consultation can significantly improve decision quality. Strong decision-making supports ethical practice, reduces risk, and aligns outcomes with organisational goals, ultimately adding value to both people and business strategy (Chartered Management Institute, 2015).
Armstrong and Taylor (2023, p.588) define decision-making as “essentially about making choices, often in conditions of uncertainty.”
De Bono’s Six Thinking Hats (2020) provides a structured method for exploring decisions from multiple perspectives. Each coloured hat represents a distinct thinking style, encouraging parallel thinking and reducing conflict. According to De Bono (2000, p.16), the hats can be used individually or in sequence to guide problem-solving. For example, Technivara could apply this model when considering whether to modernise HR through digitalisation. The White Hat focuses on facts and data, such as benchmarking and workforce metrics. The Red Hat allows emotional response, some staff may feel uneasy about losing personal contact, while others may welcome the convenience of digital systems. The Black Hat highlights risks, including data privacy concerns or the exclusion of less tech abled employees, although often perceived as negative, De Bono argues this hat is essential for critical thinking. The Yellow Hat promotes optimism, such as improved onboarding and reduced paperwork. The Green Hat encourages creative solutions, like piloting the system in one department or adopting a hybrid model. The Blue Hat manages the thinking process, ensuring structure and balanced input. As De Bono (2020, Ch. 43, p.173) notes, “decisions seem to make themselves”—by the Blue Hat stage, the best option is often clear.
The Vroom-Yetton Decision Model (1973), expanded to Vroom-Yetton-Jago Model (1988), is a prescriptive framework that focuses on how decisions are made, particularly the level of subordinate involvement. It includes diagnostic questions, decision rules, and a range of decision-making styles from autocratic to group based.  The Vroom models outline five styles: A1 and A2 (autocratic), C1 and C2 (consultative), and G2 (collaborative). These range from leader-only decisions to group-based consensus. (Leadership Central)
The model is based on two key principles, how well the decision meets its objectives, and how well the decision it is received by those who must implement it. Vroom (2000) found that leaders adapt their style depending on the situation. A decision tree with seven diagnostic questions can determine the appropriate level of team involvement. (Buchanan, 2023) 
In practical application, such as Technivara’s decision to implement a new digital IT system, the Vroom-Yetton model helps determine whether leadership should decide independently or involve the team. For urgent IT upgrades an autocratic style may ensure speed and accuracy, but in contrast group decision making suits areas like digital training planning ensuring a balance between efficiency and employee engagement that builds trust, supports successful change adoption, leading to more effective and accepted outcomes.
AC 1.5 
Buchanan and Huczynski (2020, p.96) define ethics as “the code of moral principles, values and rules that govern our decisions and actions with respect to what is right and wrong, good and bad.” In HR, ethics shape professional conduct and guide decision-making. According to CIPD (2024), understanding ethical perspectives helps embed core principles into everyday practice, fostering a culture of trust and openness, especially when advising senior leaders. Ethical practice is a core behaviour in the CIPD Profession Map (CIPD, 2025), and their research (CIPD, 2015) introduces eight ethical lenses: Fairness, Merit, Markets, Democracy, Well-being, Character, Rights and Duties, and the Handling Down, These offer broader ways of evaluating decisions beyond simple right or wrong judgments.
Waite et al. (2021, p.70) explain two contrasting ethical theories. Kant’s Deontological theory focuses on doing the right thing based on justice, fairness, and equality, assuming there are fundamental moral duties. It emphasises acting with integrity, regardless of outcomes, and is often linked to spiritual values and a duty of care. In contrast, Utilitarianism aims for the greatest good for the greatest number, judging actions by the happiness or benefit they produce.
For Technivara, deontological ethics would guide HR to manage recruitment and employee relations with fairness, transparency, and compliance with employment law (CIPD, 2022a). Rapid hiring may be needed to support expansion, but HR would be ethically bound to follow fair selection processes and avoid discrimination (Taylor & Woodhams, 2021). During restructuring, deontological reasoning would require the organisation to honour contracts and employee rights, rather than prioritising efficiency. However, this principled approach may limit Technivara ability to respond quickly to market pressures. Viewed through the Fairness and Justice Lens, deontology ensures decisions are made with integrity and respect for legal standards (CIPD, 2015).
Utilitarianism, a teleological framework (Taylor & Woodhams, 2021), could support Technivara shift from paper-based HR systems to digital processes. While this may disrupt staff who are less digitally confident, it could lead to long term benefits such as improved efficiency, reduced costs, and better data tracking. AI and automation may reduce some roles but also create opportunities for new skills and future growth (CIPD, 2022b) However, this approach may overlook the negative impact on smaller groups if their needs don’t affect the majority outcome, potentially violating individual rights (Buchanan, 2023). This can be explored through the Well-being Lens, which considers employee experience and inclusion, and the Markets Lens, which supports decisions that improve value, performance, and long-term sustainability.
Deontology would help Technivara maintain fairness and rights and utilitarianism focuses on choices that benefit the organisation. Therefore, although contrasting, could be used together to provide a balanced approach to ethical decision-making during time of modernisation and expansion.
AC 3.1   
(Waite et al., p. 52) identifies the balance sheet (BS) as a key financial tool, offering a snapshot of a company’s financial position, detailing assets, liabilities, and equity at a specific point in time, which must balance.  The balance sheet equation is Capital + Liabilities = Assets and analyses the financial strengths of a company (Armstrong & Taylor, 2003 p.574). 
According to Stobierski (2021), the BS serves multiple purpose, externally, it helps investors assess resources, financing, and growth potential, internally, it supports strategic decision-making by highlighting strengths and weaknesses. Employees can also use it to align their work with organisational goals. Typically produced monthly or quarterly, the BS is based on past data and does not show cash flow or predict future outcomes. Broome (2024) stresses that integrating the BS with profit and loss and cash flow statements provides a more complete view of financial health.
In private companies like Technivara, the BS offers an evidence-based view of financial stability, useful for tracking expansion into new sectors or upgrading digital systems. In contrast, public sector organisations such as the NHS are not profit-driven. Here, the BS helps identify available resources to support service delivery and enhance operational capacity. Hywel Dda University Health Board (HDUHB, 2023) uses the BS to monitor financial goals, maintain control, detect early signs of financial issues, and recommend actions to strengthen the organisation’s financial position.
Stakeholder feedback, such as exit interviews, is a widely used method for assessing qualitative non-financial performance. Newsome (2024) describes exit interviews as structured conversation held during the separation stage of the employee lifecycle (Taylor & Woodhams, 2023), offering insights into employee experience and reasons for leaving. These can also be conducted via questionnaires, like in Cardiff & Vale University Health Board (NHS Wales, 2025).
Exit interviews help identify retention issues, gaps in learning and development, and frustrations with outdated systems, such as those in Technivara, highlighting the need for digital transformation. They support succession planning and can enhance engagement by addressing concerns constructively. Positive feedback may also strengthen Technivara brand.
However, Newson (2024) notes limitations, they can be time consuming, and feedback may be biased, especially if the employee is unhappy in their role or if they have been made redundant. To be effective, exit interviews should be carefully planned and aligned with other HR processes such and L & D.
Technivara could also adopt stay interviews, which explore what motivates employees to stay, what improvements are needed, and what might prompt them to leave, similar to approaches used by NHS England (2025).
By using stakeholder feedback such as exit interview alongside balance sheets, Technivara can understand staff experiences and the financial health of the business to assist with expansion and developing Digital HR driven processes. 
AC 3.2  
According to Taylor and Woodhams (2022), HR is shifting from a traditional operational role to a strategic function, responsible not only for executing core tasks efficiently but also for shaping long-term organisational goals. To achieve this, people practices must be clearly developed, effectively communicated, and successfully implemented. The 10 specialist knowledge areas on the CIPD Professional Map (CIPD, 2024) highlight how these practices can add value.
Within Technivara, Learning and Development (L&D) programmes methods such as digital technology-enabled learning (Marchington et al 2021. p310) could add value by equipping staff with the digital and technical skills required to sustain growth and adapt to emerging technologies. 
Promoting employee engagement further strengthens the link between staff and organisational outcomes. Armstrong and Taylor (2023) emphasise that when employees have a voice, they can share concerns, ideas, and feel empowered. The CIPD Good Work Index (2025) evidence that engaged employees report improved performance, motivation, and commitment—reinforcing the value of engagement in driving success.
To measure the value of L&D, Technivara could apply Return on Investment (ROI), which quantifies benefits gained from people programmes over time (CIPD, 2024). ROI (%) = (Realised benefits − Investment cost) / Investment cost × 100. Advocates such as Kearns and Miller (1997) and Phillips (2011) stress the importance of evaluating L&D outcomes in financial terms (Taylor & Armstrong, 2024). For example, if Technivara invests £15,000 in digital training and achieves £25,000 in cost savings, the ROI would be:
25,000 – 15,000 x 100 = 66.7% Return on Investment.
	15,000

According to Link (2025), such investment can enhance efficiency, data management, and employee experience. However, Armstrong & Taylor (2023) caution that while costs are easily recorded, assessing benefits is more complex.
Engagement surveys offer a qualitative measure and are essential for evaluating and shaping engagement and wellbeing strategies. Armstrong (2020, p.226) advocates the Triple A approach; Analysis, Assessment, and Action, emphasising the importance of employee feedback. Common tools include the Utrecht Work Engagement Scale and the ISA Engagement Measure (Soane et al., 2012). Technivara could use surveys to assess leadership, career development, and growth pressures, while monitoring morale, wellbeing, and retention such as those used by NHS Staff Surveys (NHS Wales, 2024) providing a model for year-on-year comparisons to identify progress and development areas. These insights signal openness to change and innovation, though surveys can be costly, subjective, and prone to response bias (Miller, 2018).
Therefore, by combining these quantitative and qualitative evidence-based measuring methods it provides a balance view in measuring values.


AC 2.1
To work out this percentage I took the number that have left /vacancies (the number you are trying to find the % of), divide it by the total number and then multiply by 100.
	Turnover and recruitment take up for Technivara 2024 

	
	

	 
	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%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Offices and Administration
	15
	4
	26.67%
	5
	33.33%
	5
	33.33%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Research and Development
	8
	1
	12.50%
	4
	50.00%
	4
	50.00%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Quality control
	4
	2
	50.00%
	3
	75.00%
	3
	75.00%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Dispatch 
	15
	4
	26.67%
	6
	40.00%
	6
	40.00%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Engineering 
	35
	8
	22.86%
	8
	22.86%
	3
	8.57%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Casting Department 
	6
	3
	50.00%
	5
	83.33%
	2
	33.33%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Sales & Marketing 
	12
	4
	33.33%
	3
	25.00%
	3
	25.00%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Human Resources 
	4
	1
	25.00%
	1
	25.00%
	1
	25.00%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Design 
	12
	3
	25.00%
	5
	41.67%
	2
	16.67%
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AC 2.3
Evaluation feedback

Evaluation feedback from 42 employees who attended the recent Learning & Development L & D activity highlights important patterns, themes and trends that can be made. The evaluation showed a lack of cohesion with learning preferences. Only 10 participants felt their preferences were considered, with the majority Not Sure at 18 or 14 Disagreeing. This could mean that the activity wasn’t tailored to different learning styles or roles.  
This emphasises that feedback and development activities should be personalised and relevant to the learner’s context, which aligns with CIPD’s focus on situating learners with organisational strategy and practice, involving engagement with line managers, as well, of course, as with the learners themselves. CIPD (2025). This feedback indicated that learners feel there are not being listened to or heard which can lead to a decline in motivation and engagement.
 The data evidenced that the facilitator was well received, with 34 agreeing that objectives were clearly set and 5 fully agreeing and that the facilitator was knowledgeable about the topics, with 13 fully agreeing and 26 agreeing. It was also evident with a majority agreement that the facilitator provided clear explanation of the topics discussed and the resources used were of good quality. However only 5 employers felt their learning outcomes were achieved, and 22 were not sure if it related to their role, with 14 disagreeing or strongly disagreeing suggesting a disconnect between delivery and relevance, which can reflect wider concerns raised about the effectiveness of traditional approaches to performance management. 
32 disagreed or strongly disagreed that they could not engage with meaningful questions on answering topics discussed, with not one totally agreeing, therefore identifying engagement levels were low. This points to a passive learning experience. Feedback and learning deliver the greatest value when they actively involve participants, are delivered promptly, and concentrate on specific behaviours rather than personal attributes. In the absence of opportunities for discussion and reflection, even sessions led by skilled facilitators may fail to achieve their intended impact CIPD (2022). The feedback also shows that employees struggled to see how the session linked to their performance targets. Only 6 agreed there was a clear connection, while 36 were unsure or disagreed. This highlights a wider concern that conventional measures such as attendance or course completion offer limited insight into real outcomes and also indicated that although mangers know what the organisations KPI are, this was not related to the employees.
22 employees were not sure how to employ the knowledge sills and behaviours into their role. To address this, it is advisable to implement follow-up strategies, such as coaching, reflective logs, or structured action plans that reinforce what has been learned and assist in embedding new learned behaviours into everyday practice CIPD (2025) The feedback highlights several recommendations. Hr should carry out a pre-training needs analysis to capture learner preferences and customise content to suit specific roles and skill gaps. This might include brief surveys or input from line managers to identify development priorities (CIPD, 2022). Additionally, training sessions should be designed with greater clarity and inclusivity, offering space for active participation and reflection. Consistent check-ins and feedback mechanisms are vital to support ongoing learning and maintain alignment with strategic objectives CIPD (2025). 
In conclusion, although the facilitator led the session effectively, employee feedback revealed a lack of engagement, support, and clarity around applying the learning in practice. These insights reflect advocating for a move towards development that is learner-focused, performance-driven, and grounded in meaningful feedback. By integrating these into future learning and development initiatives, Technivara can enhance the impact of its performance feedback, align with strategic objectives, and foster a culture committed to ongoing improvement and development.
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Evaluation Feedback

Fully Agree	My learning preferences were consider prior the learning activity 	On commencement the faciliator provided clear set objectives 	The learning event was appropriately structured	The faciliator was clearly knolwedgable about the topics 	The faciliator provided clear explanation on topics discussed 	Resources used were of a good quality	I was able to engage with meaningful questioning and answering on topics being discussed 	At the end of the session the set learning outcomes were achieved 	The learning linked to my performace target	I was able to employ the knolwedge skills and behaviours into my working role 	10	5	7	13	5	0	0	4	2	0	Agree	My learning preferences were consider prior the learning activity 	On commencement the faciliator provided clear set objectives 	The learning event was appropriately structured	The faciliator was clearly knolwedgable about the topics 	The faciliator provided clear explanation on topics discussed 	Resources used were of a good quality	I was able to engage with meaningful questioning and answering on topics being discussed 	At the end of the session the set learning outcomes were achieved 	The learning linked to my performace target	I was able to employ the knolwedge skills and behaviours into my working role 	0	34	16	26	28	36	2	1	4	6	Not Sure	My learning preferences were consider prior the learning activity 	On commencement the faciliator provided clear set objectives 	The learning event was appropriately structured	The faciliator was clearly knolwedgable about the topics 	The faciliator provided clear explanation on topics discussed 	Resources used were of a good quality	I was able to engage with meaningful questioning and answering on topics being discussed 	At the end of the session the set learning outcomes were achieved 	The learning linked to my performace target	I was able to employ the knolwedge skills and behaviours into my working role 	18	3	11	2	0	6	8	4	24	22	Disagree	My learning preferences were consider prior the learning activity 	On commencement the faciliator provided clear set objectives 	The learning event was appropriately structured	The faciliator was clearly knolwedgable about the topics 	The faciliator provided clear explanation on topics discussed 	Resources used were of a good quality	I was able to engage with meaningful questioning and answering on topics being discussed 	At the end of the session the set learning outcomes were achieved 	The learning linked to my performace target	I was able to employ the knolwedge skills and behaviours into my working role 	14	0	6	1	9	0	27	18	11	8	Strongly Disagree	My learning preferences were consider prior the learning activity 	On commencement the faciliator provided clear set objectives 	The learning event was appropriately structured	The faciliator was clearly knolwedgable about the topics 	The faciliator provided clear explanation on topics discussed 	Resources used were of a good quality	I was able to engage with meaningful questioning and answering on topics being discussed 	At the end of the session the set learning outcomes were achieved 	The learning linked to my performace target	I was able to employ the knolwedge skills and behaviours into my working role 	0	0	2	0	0	0	5	15	1	6	



