


AC 1.1
Waite et al, describes Evidence Based Practice as promoting critical thinking.  EBP is a process HR professionals use to improve the effectiveness of decision making, (Waite, Beevers, Small, Tomlinson and Hussain, 2021). 
Key approaches to evidence-based practice include the conscious use of information from multiple sources, including data analytics, research, and professional judgment, instead of relying on guesswork or outdated methods “to make the best available decision”, (CIPD,2017) This structured approach enhances decision quality and supports sound people management.
Recruitment and Selection
EBP is essential when adopting fair recruitment procedures. Being fair improves candidate experience and supports the creation of better functioning organisations (CIPD, 2023d). For Technivara, they plan to grow their business. Recruitment and selection will play an integral part not only in growing their staff across new functions or departments but also when considering promotions of existing staff, to meet organisational goals the best person will need to be selected. Where ethics are not considered there is room for unfair practices. Using data gathered from Technivara’s previous recruitment exercises plus analysing the staff performance and turnover data, will give insight into methods of practice that could be replicated or cast aside.
Performance Management
Performance management is a continuous process aimed to “sustain and optimise individual and organisation performance” (Waite, Beevers, Small, Tomlinson and Hussain, 2021e). Effective performance management uses various types of data and information to establish objectives improve performance (of an individual or an organisation) and hold people to account (CIPD, 2025b). Technivara can set role-specific KPIs for employees to follow. If these KPIs are not met, managers can use the data to develop improvement plans or take disciplinary action.
EBP promotes a systematic approach to assess effectiveness of an organisations ability to achieve its goals. From the macro level of deciding the future goals, to the day-to-day management of its staff, data provides non-biased evidence and is essential to create markers for monitoring change. Over reliance on data can lead to using multiple sources that won't specifically fit the situation.
Although the binary nature of data encourages clarity when considering alongside the ‘human element’ i.e. physiological, psychological etc, cannot be ignored entirely. Other factors will impact a person's ability to perform in their role and should be considered. Waite, Beevers, Small, Tomlinson and Hussain, (2021d) go further to clarify this by describing the capability and the motivation of an individual to perform in their role.  
When EBP is not used, organisations often resort to decisions based on popular trends or temporary solutions, addressing symptoms rather than underlying issues. For Technivara, this is a risk, as the founder resists change; however, business expansion will require adaptation.
EBP adds depth and facts to the decision-making process. By balancing the facts or data with professional judgement, Technivara will have confidence in their processes and create space to review adapt and improve when needed.


AC 1.2
McKinsey 7 S framework 
This framework explores how seven key elements; Structure, Systems, Style, Staff, Skills, Strategy and Shared Values (Waite, Beevers, Small, Tomlinson and Hussain, 2021), of an organisation all inter-relate and are dependent on each other. When considered together the framework can influence organisational change (McKinsey, 2008). It is, a key method to show where a company is currently, where it wants to be in the future and identify steps to get there. (EPM, 2018).
In Technivara’s case, this will identify the current operating model i.e. where key decisions are made and by whom and hypothesise who would be best placed to make decisions should the boards vision of expansion become a reality.
Once illustrated, a step-by-step action plan will be made to achieve future goals. For Technivara this will explore current roles and responsibilities and expanding the workforce to meet demands. Execution of the plan plus periodic reviews are essential to ensure the action plan remains on track and fit for purpose (EPM, 2018). 
As a holistic approach McKinsey 7 S method forces an organisation to see wider impacts changes have across the company. It helps identify what needs to be done to get to the desired outcome and helps align departments, processes and softer issues i.e. skills and staff. 
The method depends on support from senior management, but the founder's reluctance to change poses a major obstacle. Additional limitations are the method's heavy research requirements, need for thorough benchmarking, and an inward focus that may overlook external factors affecting outcomes or implementation.

PESTLE Analysis
PESTLE, breaks down key external factors that can impact strategy and business decisions of an organisation (CIPD, 2025a). The acronym stands for Political, Economic, Social, Technology, Legal and Environmental.
A straightforward method to implement. Businesses can anticipate potential opportunities or threats and use the information to develop strategies to maximise opportunities or adapt to change. For example, the Technology factor will be a major element for Technivara to focus on. New and evolving technologies will need to be considered when discussing expansion plans for the business, i.e. can it adapt to meet demand of new evolving technologies and what are the implications if it doesn’t.  
There are disadvantages to this method, insufficient information, will produce a narrow-viewed response. Conversely too much data can lead to ‘analysis paralysis’, leading to outcomes lacking specificity (Roberts, 2025). The wrong data being utilised will lead to relying on assumptions or leaning into unconscious bias. The pace of change (CIPD, 2025a) can make anticipation of future developments difficult. As mentioned above, Technology is a key external factor for Technivara using a resource intensive method to analyse could lead to outcomes being reached too late to make effective changes (Roberts, 2025).  


AC 1.3
Critical Thinking is the ability of HR professionals to receive analyse and evaluate information, without bias or assumptions but with evidence and logic to make decisions in a reflective way (Allianz, 2022). Warren Howlett explains critical thinking as ‘reflecting objectively on the idea's opinions and arguments of others (CIPD, 2019).
To critically think is to use a “questioning mindset”. First conceptualised by Socrates (470 – 399 BC), who used questions to guide a learner the Socratic method can be time consuming (Harasym, Tsai & Hemmati, 2008). As Rousseau & Barends, (2011) details in their explanation of critical thinking, a “conscientious combination” of the best available scientific evidence, reliable organisational facts, practitioner reflection and the concerns of affected stakeholders create space to critically assess to make the best possible decision with the best available information. 
The current People Practice manager admits to maintaining the status quo but also has concerns that this will lead to issues when considering the future of the business. 
Creating a forum for debate and discussion will be important to onboard everyone to the concept of change and expansion. An initial meeting involving the board and founder plus the People Practice Manager to formally discuss the vision with opportunity to map out the reasons and the methods that could be utilised.
A prepared agenda will provide clarity to all attendees on the vision and discussion topics.
The People Practice function would need to gather and collate evidence and facts of the company's current position; these will be presented with accuracy and precision to support the case for change. Providing examples where methods of expansion have been successful as well as showing examples where not following these plans led to failure. 
Presenting in a clear and logical manner is essential when presenting ideas. Preparing and backing up your research with solid reasoning will entice the group to buy in to the proposed changes.
Lastly opening the meeting up to allow discussion. This might include positing questions and asking for input or presenting a method and inviting discussion to confirm understanding and secure support.



AC 1.4
Decision-making processes are vital in people practices they promote structured and inclusive decision making that leads to stronger team's better outcomes and long-term business success.
De Bono’s Six Thinking Hats
“Six Thinking Hats is a simple, effective parallel thinking process that helps people be more productive, focused, and mindfully involved” (De Bono Group, 2019). The six-hat method suggests that wearing a particular hat will focus your thoughts to view a problem from a certain perspective. Vedawala, Thakrar, Thakrar, Patel & Patel, (2024) explain the hats, differentiated by colour, breakdown different perspectives.
· White - facts and practicalities
· Yellow - optimistic, speculative and best-case scenarios
· Black - identifying risks or issues
· Red - emotional thinking, perceptions and opinions
· Green - brainstorming, thinking outside of the box, creative solutions
· Blue - big picture or view of the whole problem
This method “stimulates team engagement” (Gupta & Bodhankar, 2023). Clearly defined roles ensure the voices of all are heard in a fair manner. Each member of the team contributes improving creativity and effective thinking plus increases the number of solutions available.  However, this method can be time consuming and may incur conflicts when team members disagree or confuse the scope of each hat creating overlaps. (Gupta & Bodhankar, 2023).
Technivara may find this method suitable when discussing the modernising of their people practices. The team structure will allow a forum to explore scenarios for and against change. “People who are involved in a change are more likely to buy into it” (Huberman, 2022). This method encourages the team to set aside any preconceptions conduct a deeper analysis and work together to meet the business’ goals.
Deming’s PDCA Cycle 
PDCA is a “four-step quality improvement and productivity improvement process” used to implement business strategy (Patel & Deshpande, 2017). The PDCA framework works in a cycle, it’s four stages encourage the use of reviews adaptions and continued decision making. 
· Plan. The team identifies a problem, gathers relevant data and creates measurable actions.
· Do. Putting the plan into action, data gathering is important to evidence and monitor it. 
· Check. Review the results comparing against the initial objectives, where the results have caused a different outcome deciding if these support the proposed result. 
· Act based on the findings, consider implementation or the creation of alternatives which starts the cycle again.
This cycle encourages a culture of experimentation, reflection, and learning. For Techivara’s people practices they could use the PDCA cycle as a next step to De Bono’s six hat exercise to explore ways the company can implement and refine a new recruitment process: planning with stakeholder input, piloting the approach, evaluating outcomes, and making further adjustments to optimise results. The PDCA cycle can reduce risk and help embed continuous improvement as a core organisational value.



AC 1.5 
“Ethical practice is the application of ethical values to organisational behaviour.” (CIPD, 2024). Ethics are a collection of codes of right and wrong, (Smith & Mitchell, 2022). Ethics and values arise from societal experience, culture, and education. In People Practice, organisations adopt values or codes of conduct to guide behaviour. According to Smith and Mitchell (2022), ethics are a “feature of being professional” and crucial for sound decision-making, with no absolute right or wrong values.
Utilitarianism
The “theory that actions ... should be designed to promote human well-being.” (CIPD, 2015). Rooted in the philosophy of thinkers like Jeremy Bentham and John Stuart Mill (Driver, 2025), “actions should be evaluated on the basis of their consequences” (West & Duignan, 2025). Essentially, do the “greatest good for the greatest number.” (Waite, Beevers, Small, Tomlinson and Hussain, 2021)
Utilitarianism offers a practical framework considering all possible actions and evaluate which would result in the highest overall benefit. This involves difficult comparisons—balancing competing interests, predicting outcomes, and striving for impartiality. In people practice, Technivara might use utilitarian principles to determine whether a policy change would improve employee well-being, productivity, and overall organisational health, even if it involves challenging established norms such as current possibly archaic practices, plus the management style of the founder who actively avoids change.
Altruism
Defined by Van Emmerik et al (2005) and cited by Guinot, Chiva & Mallen, (2015) as the “enduring tendency to think about the welfare and rights of other people... and act in a way that benefits [them]” without expecting personal gain.
HR professionals guided by altruism seek to inspire fairness and compassion, ensuring that decision making, encourages a positive workplace culture and enhances employee welfare. “Altruism could encourage workers to experiment with new processes or activities” (Guinot, Chiva & Mallen, 2015). Technivara could adopt this method when discussing the companies proposed expansion gathering input and feedback from their staff, highlighting the creativity that can result from experimenting with new processes. Using this information and the implicit motivator (Clarkson, 2014) that business success equates to individual’s job security, will drive overall success. Clarkson (2014) describes for “a social group to function...it’s members simply must do things for one another”. Additionally, Barrington, (2017) as cited by Cotton, (2018) states “the business need for employees to act selflessly is rising as success becomes defined as a collective endeavour”.
Long term and overall success of Technivara’s expansion plans, rely on individuals at all levels choosing to work together assuming the only reward will be continued growth of the business.
In comparison, both Utilitarianism and Altruism expand the decision-making process to be ethically considerate, not just to the largest number of people but for the good of the ‘group’ over the individual. Technivara can ethically use these methods to coordinate efforts, gather feedback, and benefit staff at all levels without favouring any single agenda. As a primary goal, business growth will have a better success when groups include a higher proportion of altruistic participants, their drive, is to create long term success.


AC 3.1 
Performance management aligns employee activities with organisational goals (CIPD, 2025), facilitate ongoing improvement, and supports motivation. Clear processes clarify expectations, provide support, and promote accountability, benefiting both employees and organisations. Commonly, performance measures are divided into financial and non-financial categories. These indicators provide an evidence-based perspective of the organisation and supply information useful for decision-making processes.
Return on Investment (ROI)
Return on Investment is a financial metric used to calculate how much profit is made after an investment into an organisation. (Ash, 2022, Stobierski 2020). The calculation is; (Net Profit / Cost of Investment) x 100 (Stobierski, 2020). In its simplest form the higher the percentage figure, the higher the ROI is. 
Accurate ROI calculation involves assigning monetary values to all costs. In private companies, these values are typically easier to document and measure than in public or charitable organisations, where effectiveness may be assessed through indicators such as reduced absenteeism or improved staff survey results (Smith, 2004). 
[bookmark: _Int_sUnJPwxz]The ROI metric helps Technivara set benchmarks, prioritise investments, and efficiently assess its current status and future objectives. Changes to the HR function are recommended, digitising processes will have financial benefits for the People Practice team and organisation. This metric is not appropriate for justifying expenditure beforehand, since improvements in administrative task efficiency are difficult to monetise, and data is collected after implementation; however, it can provide evidence to support investment decisions.
Customer Satisfaction 
A non-financial performance metric, customer satisfaction gauges how well an organisation meets the expectations of its clients or customers. A subjective measurement, (Rashvand & Majid, 2014) typically measured through surveys, feedback forms or Net Promoter Scores. NPS is “a clear measure of an organization's performance through its customers' eyes” (Bain & Company). Customer satisfaction is linked to customer loyalty and an increasing customer base. The CIPD’s report on ‘Effective workforce: Improving people data for business leaders’, saw over a third of respondents listed customer satisfaction as being “most significant for their business” (Jacobs, Willmott and Brown, 2023).
For Technivara, regularly measuring customer satisfaction could inform people practices by highlighting service gaps and drive staff training and development, (Sharma, 2024) plus illustrate ways to introduce new products or services. Positive results can bolster and sustain employee performance, while negative feedback can inform specific, rather than generalised improvement plans. As Technivara reviews its people practices, including customer satisfaction data ensures organisational changes align with client expectations, which can lead to supporting sustainable growth and positive brand reputation.
In isolation each measure provides a limited view. Holistically using both, customer satisfaction and return on investment, can reinforce plans for change, aid in decision-making and plan how and when to implement change.


AC 3.2
People Practice is the term that encompasses all activities relating to the support and development of staff with the goal to meet organisational objectives (CIPD, 2023c). At Technivara, strong people practices can add value during each phase of the employee lifecycle:
· Recruitment & Selection – a strong job description and process to attract candidates with the necessary skills for organisational success.
· Development – assess training needs to align staff with organisational goals and boost engagement through a positive culture and recognition.
· Retention – analysing the data 
· Separation – learning from the reasons given during exit reviews and start the cycle again.
People practices can support organisational change, drive performance and innovation plus maintain good ethical standards. Richard Bransons philosophy “if you take care of your employees, they will take care of your customers” has people practice at its core. (Branson, 2025). Practices that are centred on staff but drive towards organisational goals are best suited to reap success long term.
To ensure that people practices add value, Technivara could implement the following methods to measure the impact. 
Employee Engagement Surveys
Employee engagement surveys are a people practice method which assesses feedback gained from individuals across an organisation. This data starts to identify motivation trends, i.e. what are the key motivators and how they can vary by job role or business function (CIPD, 2025c). When executed regularly, surveys can evidence, and support people practices to best manage change without demoralising its employees.
Surveys measure aspects like job satisfaction, support from management, and overall workplace morale. This can have a negative impact, namely oversimplification (CIPD, 2025c). If used as a starting point which is then explored in more detail, surveys can act as an identifier of broader issues. 
Overall, employee engagement survey metrics, will indicate areas of good engagement which directly link to improved performance, lower absenteeism, and greater innovation by staff (not just management), offering indirect evidence of the value created by people practices.
Exit reviews
Understanding why staff leave is equally as important as understanding why they stay. Exit data can influence the formulation of methods to “reduce turnover and increase employee retention” (CIPD, 2025d).
Exit reviews are an opportunity to capture the ‘real’ reasons for employee resignations. Organisations may not see the benefit to actively gathering negative feedback as they can be too specific and encourage disgruntled leavers to 'speak freely’. In the People Management article, Mayne, (2023) quotes Aine Fanning, stating that there is a “disconnect between why employers think their employees are leaving” and the real reason.
Implementing an exit review, can capture, qualitative information to create opportunities to improve staff retention. These types of reviews present themes which will support proposed changes in policy or identify issues masked by other metrics. 
By combining a variety of practices, Technivara can obtain a holistic understanding of how employees make a real difference in supporting the success of a business aide timely adjustments to ensure strategies remain aligned with organisational goals.


AC 2.1 
	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%

	Formula
	
	
	=sum(C4/B4)
	
	=sum(E4/B4)
	
	=sum(G4/B4)

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

	Formula
	
	
	=sum(C6/B6)
	
	=sum(E6/B6)
	
	=sum(G6/B6)

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

	Formula
	
	
	=sum(C8/B8)
	
	=sum(E8/B8)
	
	=sum(G8/B8)

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

	Formula
	
	
	=sum(C10/B10)
	
	=sum(E10/B10)
	
	=sum(G10/B10)

	Dispatch 
	15
	4
	26.67%
	6
	40.00%
	6
	40.00%

	Formula
	
	
	=sum(C12/B12)
	
	=sum(E12/B12)
	
	=sum(G12/B12)

	Engineering 
	35
	8
	22.86%
	8
	22.86%
	3
	8.57%

	Formula
	
	
	=sum(C14/B14)
	
	=sum(E14/B14)
	
	=sum(G14/B14)

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

	Formula
	
	
	=sum(C16/B16)
	
	=sum(E16/B16)
	
	=sum(G16/B16)

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

	Formula
	
	
	=sum(C18/B18)
	
	=sum(E18/B18)
	
	=sum(G18/B18)

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

	Formula
	
	
	=sum(C20/B20)
	
	=sum(E20/B20)
	
	=sum(G20/B20)

	Design 
	12
	3
	25.00%
	5
	41.67%
	2
	16.67%

	Formula
	
	
	=sum(C22/B22)
	
	=sum(E22/B22)
	
	=sum(G22/B22)





AC 2.2 
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AC 2.3 
Technivara carried out an L&D activity with 42 members of staff. Once complete, evaluation surveys were given to each participant. Results were collated quantitively, numerical in nature, rather than “words and meanings” which are “analysed through statistical analysis” (Woodhams & Perkins, 2022). 100% of participants completed the survey.
The survey asked participants ten questions, focussing on course content, delivery and the facilitator.  Using a rating metric, five answers were recorded. These were ‘fully agree’, ‘agree’, ‘not sure’, ‘disagree’ and ‘strongly disagree’. 
Survey results hint at themes but should be regarded as an overview rather than a comprehensive review. The addition of qualitive data metrics, questions designed to get specific feedback, could allow for deeper exploration.
Analysis found 47.38% positive responses compared to only 29.29% negative replies. This broad interpretation begins to show that generally the training exercise was well received. However, it is important to dig into the questions to better understand where areas could be improved.
[image: ]
A vital component of any training activity is the learning objectives. The graph below indicates, objectives were clearly laid out and understood by participants on commencement of the activity. 92.86% of respondents selected either ‘fully agree’ or ‘agree’ to this question.
However, when asked in question 8 were these objectives achieved, only 11.90% agreed compared to 78.57% who disagreed. 
[image: ]
Consideration for attendees learning preferences have been overlooked. The exert below shows only 23.81%, 10 people, felt their learning objectives had been established prior to the activity. 42.86% weren’t sure and 33.33% said they weren’t considered. A follow up question exploring this would give clarity.
Although specifics aren't given, consideration of the seven types of learner styles should have been made. The seven types of learners are, Visual, Auditory, Linguistic, Kinaesthetic, Mathematical Inter and Intra – personal (Norwich University, 2022). Other barriers to learning should have also been considered, these include neurodivergence, dyslexia or dyscalculia (Camphill Village Trust, 2025). 
	
	fully agree
	agree
	not sure
	disagree
	strongly disagree

	My learning preferences were considered prior the learning activity 
	10
	0
	18
	14
	0

	%
	23.81%
	0.00%
	42.86%
	33.33%
	0.00%


 
76.19% of participants felt they couldn’t engage with meaningful questions a further 19.05% selecting ‘not sure’. Questioning is a critical element of training and study. The British Psychological Society, in their paper, ‘The Art of Questioning’ explains that questioning allows the facilitator the chance to gauge how effectively the pupils are learning but also gives students a chance to ‘articulate their understanding’ and improve their communication and social skills (The British Psychological Society, 2024).
	
	fully agree
	agree
	not sure
	disagree
	strongly disagree

	I was able to engage with meaningful questioning and answering on topics being discussed 
	0
	2
	8
	27
	5

	%
	0.00%
	4.76%
	19.05%
	64.29%
	11.90%


 
Question 10 asked participants if the skills, knowledge and behaviours shared during the training could be employed in their working role. 52.38% of respondents were unsure, 33.33% disagreed with the statement leaving only 14.29% agreeing. The CIPD podcast; ‘Evidence-based L&D: measuring learning transfer’ explores the concept of learning transfer. It questions if all training should be measured by the ability to actively link or utilise it within the job role. (Cassidy, Brinkerhoff & Hayden, 2022). We don’t know the content of this exercise so cannot effectively use this data to draw effective conclusions.
[image: ]
Measuring the facilitators approach and capability are important when evaluating the success of the training activity. “Trainers are not just educators; they are the strategic linchpins in the learning and development sector of any organization” (Schioser, 2024). Their input is directly linked to the recipient’s understanding and usage of the course content within their role.
Four questions specifically concerned the facilitator. They explored how the session was structured, if they were adequately prepared, used appropriate resources and was knowledgeable about the topics covered.
The bar chart illustrates an overall positive response. 
85.71% agreed that resources provided were of a good quality. The remaining 14.29% marked this question as unsure. Facilitators knowledge (92.86%) and clear explanations (78.57%) again rated favourably with respondents. 
However, the structure of the activity received mixed responses. Cumulating the ‘agree’ responses, 54.76%, 23 individuals, felt the structure was appropriate. This was met with 19 individuals or 45.24%, selecting ‘unsure’ ‘disagree’ or ‘strongly disagree’. Although statistics presented a positive response, the spread of responses indicates a lack of overall success.
[image: ]
 
Recommendation's 
It is important to consider a variety of next steps to utilise this feedback in a constructive manner. 
1. Further data gathering and analysis. Quantitative analysis starts to draw conclusions but doesn’t give specific feedback. A follow up qualitative survey would explore certain themes and lay out key areas for development. 
 
Considering the facilitator’s feedback can add their perspective, rounding out the data and create a forum for 360 feedback. A self-reflective exercise to better understand the strengths and weaknesses of the activity and their part within it (Zenger & Folkman, 2020). The results can influence changes in the learning outcome and material used as well as improve the scoring from participant feedback. Additionally, the feedback will be gathered in a way that is unbiased and credible leading to a better response from the facilitator (CIPD, 2022). 
 
Financially the direct cost to implement would be free. The financial benefits would include increased productivity of attendees and facilitator, meet organisational goals and support the growth plans that Technivara’s board are considering.  
 
Risks include ill-informed action plans implementing changes that aren’t a true reflection of the situation. Digging deeper will provide evidence to base decisions on. Non-specific feedback for the facilitator could create animosity and a drop in their performance.
 
2. Facilitator upskilling. As an organisation looking at growth, a key area of continued improvement is the learning and development of its staff. Those in training positions will need sufficient qualifications to be able to keep up with the changing needs of the business.  Providing further training either to upskill refresh or formally qualify will ensure the facilitator remains up to the task.  
Financially the direct cost will include course costs. For example, a train the trainer accredited qualification can be sourced for approximately £297.00. (The Mandatory Training Group).
Weighing that against the potential return on investment would see this as fundamental in realising the company's goals. HiBob (2022) lists the return on investment (ROI) in relation to training as improved course completion improved course grades and employee satisfaction levels as well as a positive relation to business performance and outcomes.  
The risks of not refreshing the facilitator skill set could see a downturn in training activity success and detrimental results for business performance.
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