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Task One

Introduction
This report aims to provide a comprehensive overview of evidence-based practice, drawing on the perspectives of several academic authors to enhance understanding of the key concepts and ethical principles that underpin this approach. It will examine the theoretical foundations of evidence-based practice and explore the ethical considerations that influence its application within organisational contexts. Furthermore, the report will outline a range of analytical thinking methods that support effective decision-making and critically assess an analytical technique that organisations can apply to anticipate and address future people-related challenges. In addition, the report will demonstrate how the adoption of evidence-based practices contributes tangible value to organisations by improving performance, supporting strategic objectives, and enhancing workforce outcomes. It will explain the purpose of people analytics, highlighting how systematic analysis of workforce data enables organisations to address business challenges, improve organisational effectiveness, and generate measurable value (CIPD, 2022).  
[bookmark: _Hlk220853795]AC 1.1 – Evaluate the concept of Evidence-Based Practice
Within Human Resource Management (HRM), evidence-based practice refers to the process of making informed decisions by integrating the best available research evidence, organisational data, professional expertise, and stakeholder values (Rousseau, 2006). As organisations operate in increasingly complex environments, the importance of EBP has grown, enabling HR professionals to enhance workforce performance, promote ethical standards, and ensure accountability within people management practices. 
A key strength of evidence-based practice in HRM is its ability to improve the quality of decision-making. Research demonstrates that evidence-based recruitment and selection techniques, such as structured interviews and validated assessment tools, are more effective predictors of job performance than traditional methods (Pfeffer and Sutton, 2006). Furthermore, EBP supports HR’s strategic role by enabling the systematic evaluation of HR interventions using organisational data, thereby strengthening HR’s credibility and influence within organisations (Briner, Denyer and Rousseau, 2009). However, while the benefits of EBP are significant, its effectiveness depends upon thoughtful and context-sensitive application, rather than rigid adherence to evidence alone. Practitioners must consider organisational culture, ethical implications, and stakeholder needs when applying evidence to decision-making.
Technivara could further enhance its decision-making by adopting the six-step approach to evidence-based practice. Since the 1990’s, this structured framework has become an established standard across multiple professions, providing a consistent method for integrating evidence into professional judgement (CIPD, 2025).
Additionally, Techinvara could strengthen its approach by systematically evaluating the four sources of evidence for people professionals: research evidence, organisational data, professional expertise, and stakeholder perspectives (CIPD, 2025). By critically assessing and intergrading these sources, HR practitioners can develop a balanced and comprehensive understanding of organisational challenges. This approach is underpinned by strong analytical and critical thinking skills, which enable professionals to evaluate the reliability and relevance of evidence and avoid being influenced by unsubstantiated trends and superficial solutions.
In summary, people professionals play a central role in addressing complex organisational challenges. By applying evidence-based practices effectively, they can support informed, ethical, and strategically aligned decisions that generate sustainable value and positive organisational outcomes.
AC 1.2 Evaluate one analysis tool and one analysis method
This report aims to support Technivara in evaluating an analytical tool and method that can be applied effectively within organisational decision-making processes. Taylor and Woodhams (2022, pp.45-46) Identify several strategic models and tools commonly used by organisations to inform policy development and strategic planning, including SWOT analysis, PESTLE analysis, Porter’s Five Forces framework (Porter, 1980), and horizontal integration strategies. Along these, this report will focus on the application of the PESTLE framework to assess the reliability and relevance of evidence used in organisational decision-making. 
The PESTLE model facilitates structured evaluation of external influences, encompassing political, economic, social, technological, legal and environmental factors. In business contexts, this includes analysing political stability, economic performance, social trends, legal regulations, technological advancement, and environmental sustainability. These external forces shape organisational operations and strategic direction, particularly considering rapid legislative change and increasing environmental responsibility. The framework enables decision-makers to anticipate external developments, assess potential impacts, and develop proactive responses that enhance organisational resilience. Battista (CIPD, 2019) highlights that the systematic gathering of external information through this method enables organisations to maximise opportunities and minimise risks by responding effectively to emerging challenges.
Similarly, Porter’s Five Forces framework examine the competitive environment by analysing industry rivalry, the threat of new entrants, supplier and customer bargaining power, and the availability of substitute products (Porter, 1980). Unlike SWOT analysis, which considers both internal and external influences, PESTLE and Five Forces focus primarily on environmental pressures. This external orientation enables organisations to adapt strategically to market changes and competitive dynamics (Goyal, 2020).
However, Tingsager and Smith (2020) argue that analytical tools alone are insufficient for effective strategy formation, as they may rely on uncertain assumptions. Instead, the emphasise that organisational strategy must be tailored to context, organisational size, and sector-specific challenges to ensure sustainable success. 
Method
This report examines methods that can support Technivara’s decision-making, with particular emphasis on employee engagement and the use of surveys and colleague interviews to generate internal evidence regarding motivation and wellbeing. Engagement is widely recognised as essential for enhancing workforce commitment and performance (CIPD, 2021). While engagement surveys provide valuable insight, findings may be influenced by response bias and concerns surrounding confidentiality. Management increasingly expects high levels of participation and cooperation within high-performance work systems (Gaille et al, 2017). Furthermore, clear communication regarding how data is used promotes trust organisationally. 
AC 1.3 Main Principles of Critical Thinking
This report examines the core principles of critical thinking, including analysis, evaluation, reflection, and reasoned judgment, and explains why these capabilities are fundamental to effective and informed decision-making. Critical thinking enables individuals to question information, assess the strength of evidence, and recognise the influence of assumptions, bias, and logical reasoning on the quality of arguments and conclusions. By applying structured reasoning and credible evidence, decision-makers are better equipped to evaluate differing viewpoints objectively and avoid unsupported or emotionally driven claims. Within the context of Technivara, the application of critical thinking supports balanced debate, rational discussion, and fair consideration of alternative perspectives, ultimately leading to more reliable defensible outcomes.
Critical thinking is recognised as an essential skill in Human Resource practice, particularly in the collection, evaluation, and interpretation of evidence used to inform people-related decisions. The CIPD (2019) defines critical thinking as the ability to analyse information objectively and assess the arguments and viewpoints of others before reaching reasoned conclusions. Sternberg (1985, p.194) proposes that critical thinking can be understood through three distinct perspectives. The psychological perspective examines how arguments are constructed, including logic, clarity, and coherence of viewpoints presented. The educational perspective concentrates on the evaluation and critique of ideas and concepts, particularly in learning and professional development contexts. 
However, Lewis and Smith (1993, p.134) challenge Sternberg’s three-perspective model, suggesting instead that critical thinking can be explained through two primary schools of thought: philosophy and psychology. Their argument places emphasis on cognitive processes and observable behaviours that enable individuals to analyse evidence effectively and make informed judgements. In contrast, McPeck (1981) argues that critical thinking is closely linked to the intelligence and subject-specific knowledge of the practitioner, suggesting that the ability to evaluate evidence cannot be separated from expertise in a particular domain. 
Drawing on these perspectives, a critical thinker is better positioned to make sound decisions by systematically assessing the evidence available to them. Armstrong and Taylor (2017) further reinforce this view by defining critical thinking as a problem-solving process that evaluates quality, relevance, and credible ideas. Schraw (2011, p.327) supports the value of multiple theoretical perspectives when analysing evidence, while Huitt (1998) argues that critical thinking is best developed within specific subject areas rather than as a standalone skill. Overall, critical thinking enhances understanding, supports ethical and accountable decision-making, and strengthens communication and problem-solving within organisations such as Technivara (CIPD, 2019). 
AC 1.4 Decision making processes
This paper explores a range of decision-making processes that aim to support Technivara in achieving effective and informed outcomes. Decision-making models provide structured frameworks that enable organisations and practitioners to approach complex problems logically, analytically and creatively. 
One widely recognised approach is Edward de Bono’s Six Thinking Hats model, which promotes creative and structured problem-solving. This framework encourages individuals and teams to explore issues from multiple perspectives, reducing the likelihood of bias or premature judgement. The model categorises thinking into six distinct models, each represented by a coloured hat. The blue hat focuses on planning, organisation, and the overall management of the thinking process. The green hat encourages creative thinking and the generation of new ideas, while the red hat allows individuals to express emotions, intuition, and feelings related to the issue. The yellow hat concentrates on identifying benefits and positive outcomes, whereas the black hat is used to highlight risks, challenges, and potential problems. Finally, the white hat emphasises information, data, and evidence-based analysis (De Bono, 2019). 
De Bono suggests that simplifying complex situations into distinct models of thinking enables practitioners to engage more effectively with information and avoid becoming overwhelmed by excessive detail. This structured simplicity allows individuals to approach problems systematically, thereby enhancing clarity and focus. Kivunja (2015) supports this view, arguing that the Six Thinking Hats model facilitates critical thinking by allowing individuals to examine problems from multiple angles. The flexibility of switching between different ‘hats’ encourages deeper analysis and adaptability, particularly when one approach proves ineffective. This process supports reflective thinking and continuous evaluation, both of which are essential in professional decision-making contexts. 
Similarly, the Kepner and Tregoe decision-making model provides a structured method for analysing problems by dividing them into five core components: who, what, when, where and why. This framework promotes logical reasoning and systematic inquiry, helping practitioners identify root causes and potential solutions. By focusing on these key elements, decision-makers are better able to evaluate the impact of issues and select appropriate courses of action (Kepner & Tregoe, 2019. This structured approach supports consistency, transparency, and accountability within organisational decision-making.  
However, Mulej et al (2012), caution that while such frameworks are valuable, they may become overly simplistic if applied without sufficient depth. Oversimplification can limit understanding and lead to incomplete or ineffective solutions. To address this, we can combine both quantitative and qualitative approaches to ensure decision-making processes that remain comprehensive and balanced. This integrated approach enables practitioners to consider both measurable data and contextual factors, enhancing the overall quality of decisions.
AC1.5 Ethical Theories and Perspectives
This paper explores two ethical perspectives that Technivara could use to guide and shape organisational decision-making. Ethical practice involves applying more principles to ensure decisions are fair, responsible and transparent (CIPD, 2023). These principles apply across the organisation, including social responsibility, employee wellbeing, and governance. When ethics are embedded within organisational culture, they can enhance employee morale, improve performance, support long-term sustainability, and help organisations distinguish from competitors. 
The CIPD (2015) identifies eight ethical lenses that organisations can use to guide ethical decision-making. These include the fairness lens, merit lens, market lens, democracy lens, wellbeing lens, rights and duties lens, character lens, and the handing-down lens. Applying these perspectives enables organisations to consider the broader implications of their decisions on shareholders, stakeholders, and employees. Using ethical lenses supports the development of policies that are not only legally compliant but morally sound, while also encouraging reflection on the potential consequences of decisions if ethical considerations are overlooked. Russell (CIPD) reinforces this view by emphasising that organisations which act with integrity and transparency are more likely to achieve higher levels of trust, reward, and organisational success.
Two prominent ethical theories that can further ethical decision-making are deontological theory and utilitarianism. Deontological ethics focus on duty-based and rights-based reasoning, proposing that certain moral obligations should be upheld regardless of outcomes. This approach priorities respect for individual rights and adherence to ethical principles, ensuring that decisions are morally justified even if they do not produce the most beneficial outcomes. In contrast, utilitarianism assess the morality of actions based on their consequences, with decisions judged according to their ability to maximise overall benefit or happiness for the greatest number of people (Bentham, 1830, p.4), Foot (1985) argues that ethical acceptability can therefore be determined by evaluating the outcomes of actions, particularly in relation to collective wellbeing.
Bench-Capon (2020) suggests that deontological reasoning provides a structured approach by applying established moral rules and excluding actions that violate ethical standards. Despite their differences, both ethical frameworks can be applied to organisational practices such as recruitment and selection, learning and development, and people management policies. By drawing on these ethical perspectives, organisations can promote ethically informed decision-making and reinforce a commitment to fairness and responsibility. Ultimately, effective managerial decision-making requires careful evaluation of available options and the application of sound judgment to select ethically appropriate courses of action (CIPD,2021c).
AC3.1 – Financial and Non-Financial Performance
Technivara could explore effective methods for measuring both its financial and non-financial performance. By examining a range of performance indicators, the report will highlight how quantitative financial data, such as revenue, costs, and profitability, can be used alongside qualitative and non-financial measures, including employee engagement, customer satisfaction, and organisational satisfaction, to gain a balanced view of overall performance. Technivara could use a range of resources and tools to measure its non-financial performance as mentioned above such as, employee engagement surveys or customer satisfaction surveys. These would help identify any easy warning signs and enable Technivara to put measures in place to prevent such issues in the future. It is important to note that these surveys should be kept short to help avoid bias or number-chasing. On looking at the financial performance at Techinvara, the business could look at its balance sheet which would show areas such as, assets, liabilities and equity. These are normally supported by simple ratios like gross margins and the current ratio providing reliable evidence for future planning and investment. The downside to such reports is that they are normally in the past and can cause the organisation to create short-term business decisions and hide potential operational issues. In my current organisation, Key Performance Indicators (KPI’s) are used to measure each site’s financial performance, including, labour, sales, shrink, CSAT, and employee engagement. While useful, these indicators can be unrealistic. Targets based on the previous financial year fail to account for external challenges such as new competitors, the cost-of-living crisis, or local roadworks. 
Notably, the public sector often adopts a more bureaucratic approach, which can result in reduced flexibility in processes such as employment tribunals (Woodhams, 2022, p.26). Furthermore, HR practice within the public sector is frequently criticised for being outdated and overly bureaucratic, thereby limiting the value it contributes to organisational effectiveness (Woodhams and Taylor, 2022, P.25).
Benchmarking is important in both the public and private sectors. As highlighted by the CIPD (2022), benchmarking training activity and expenditure can help organisations refine their use of key performance indicators (KPIs) by identifying areas where resources are deployed efficiently and in ways that add value. In addition, collecting both customer and employee data is crucial, as this evidence can help explain organisational performance. Through initiatives such as employee engagement events and listening groups, organisations can focus on the development of softer skills that support employee performance, ultimately contributing to the achievement of financial targets and efficiency savings. 

AC 3.2 Value added and ways of measuring impact
People practitioners at Technivara could use both quantitative and qualitative methods in measuring impact. Quantitative methods would be things such as, employee turnover and absence rates, engagement survey scores, performance outcomes, productivity levels, and progression or retention statistics. These metrics allow trends to be tracked over time and linked directly to organisational outcomes like profitability or customer satisfaction. Qualitative methods would be exploring employee experiences and perceptions through tools such as, interviews, focus groups, pulse surveys, and feedback forums. These methods provide deeper insight into engagement, wellbeing, and organisational culture, helping to explain the reasons behind numerical data and inform effective people strategies. This data could then be a link between people metrics and business outcomes such as customer satisfaction and profitability. 
Effective and achievable HR strategies must be developed, communicated, and implemented for organisations to successfully achieve their strategic objectives. As Taylor and Woodhams (2022, p135) suggest, organisations must remain agile and well prepared to respond to future challenges. People practitioners therefore need to undertake their strategic roles within an increasingly volatile, competitive, and complex business environment.
However, organisational value extends beyond purely economic outcomes. The CIPD (2017) argues that value-based considerations are central to not only to organisational success, but also to how businesses engage with their workforce and the wider community. Value can be measured in several ways within organisations. While shareholder value is often linked to business models and strategic planning, the CIPD (2018) highlights that value is also created through people, as higher levels of employee satisfaction contribute to improved growth and healthier working environments. 
By strengthening organisational capability within HR, practitioners can support strategy implementation and add value to the organisation. This value arises from a deep understanding of current organisational capabilities and business strategies, encompassing maintenance, risk mitigation, and continuous improvement activities, (Havard Business Review, 1992). Nevertheless, the CIPD (2017) notes that organisational value can be assessed in diverse ways, influenced by social, institutional, and stakeholder perspectives. Business models and frameworks are not always aligned, and corporate strategies may demonstrate imbalances in governance and stakeholder focus due to differing approaches to value creation and measurement.
Furthermore, the CIPD (2021), suggests that establishing clear links between organisational performance and effectiveness remains challenging, although evaluation outcomes can be supported through empirical evidence such as employee engagement survey data. 
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Task Two
Executive Summary
This report discusses the importance of decision-making techniques in the analysis of both quantitative and qualitative data, as well as how people practitioners may utilise these strategies to address problems in people practice and guide informed decision-making.
Introduction
This paper will analyse the data at Technivara paying particular attention to the percentages of Leavers, Vacancies and positions filled. This data has been converted into percentage form for each of the departments. 

AC 2.1 Interpret analytical data using appropriate analysis tools and methods

	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%
	8
	31%
	3
	12%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Offices and Administration
	15
	4
	27%
	5
	33%
	5
	33%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Research and Development
	8
	1
	13%
	4
	50%
	4
	50%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Quality control
	4
	2
	50%
	3
	75%
	3
	75%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Dispatch 
	15
	4
	27%
	6
	40%
	6
	40%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Engineering 
	35
	8
	23%
	8
	23%
	3
	9%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Casting Department 
	6
	3
	50%
	5
	83%
	2
	33%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Sales & Marketing 
	12
	4
	33%
	3
	25%
	3
	25%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Human Resources 
	4
	1
	25%
	1
	25%
	1
	25%
	

	 
	 
	 
	 
	 
	 
	 
	 
	





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






AC 2.3 Recommendations
Through the analysis of the data, it has been highlighted that while facilitator competence and learning resources were rated highly, significant weakness exists in learner engagement, achievement of learning outcomes, and the transfer of learning outcomes in the workplace. Over 75% of respondents disagreed that they were able to engage meaningfully during session, and over 80% reported difficulty applying learning to their role. This indicates a disconnect between learning design and organisational performance objectives. According to research carried out by the (CIPD, 2025c) organisations are increasingly turning to internal learning and development (L&D) to meet their talent requirements, and to retain employees. It is also noted that, employers are facing a complex landscape of evolving skills requirements alongside growing AI adoption. As automation changes job roles, people professionals must address widening skill gaps and foster continuous learning to ensure organisational success. Applying the AMO model and (Kirkpatrick,1959) evaluation framework suggest that although capability is developed, insufficient attention is given to motivation and opportunity, limiting behavioural change and return on investment. Consequently, redesigning learning interventions to incorporate interactive methods, improved alignment with performance management and structured post training support is essential to enhance effectiveness. (CIPD,2024) suggests that effective skills utilisation begins with a clear understanding of the capabilities within the workforce. Conducting a skills audit provides a strong starting point, helping to identify employees existing skills, including those gained outside of the workforce. The process should begin by defining the objectives and scope of the audit. Once this established, the organisation can identify the skills it needs. Starting with the learning team, organisations can recognise additional capabilities, such as digital or community management skills, and build on existing strengths to shape future development. The planning of a skills audit takes time and deliberate action. There are some key elements to consider in the planning stage which must be completed to the make the audit successful and future proof. These steps would be to define purpose, scope and strategic alignment, set timelines and budgets, engage with stakeholders, and define a measurement criterion. 
Research conduct by the (CIPD) has found that just over half of line managers thought they received enough support (via training and information) to carry out their people management responsibilities well, and with the same research showing clear links between line manager quality and employee health (specifically mental health) it is something that needs to be addressed. Effective managers are instrumental in identifying skill gaps with there teams. By training and developing manager skills in this area, organisations will be better prepared. 
(Barnett), suggests that to be successful in the role of Learning and development, you would likely be strong in all forms of communication and positive negotiation skills would be highly important. You would also need to be organised, be able to prioritise your tasks to meet deadlines and be a supportive team player within the L&D department. Be confident in your own ability to find the right solutions for subject matter experts and try not to be precious about your project proposals, being accurate of other people’s ideas. 
Analysis of the workforce data supplied by Technivara reveals notably high levels of employee attrition and ongoing vacancies within the Engineering, Audio Technical, and Dispatch departments, presenting a clear strategic risk to organisational performance. Persistent turnover across these functions, combined with continued recruitment activity, suggests that the organisation is not facing difficulties in attracting new employees, but rather challenges in retaining existing talent. This pattern indicates underlying issues related to employee experience, workload, leadership effectiveness, or limited development opportunities, which require targeted intervention. 
These findings highlight the need for a strategic people practice response that goes beyond short-term recruitment solutions. A structured approach to workforce planning is essential to ensure the organisation has the right number of people, with the appropriate skills, in the right roles at the right time. Alongside this, implementing effective retention strategies, such as improved onboarding processes, enhanced reward and recognition frameworks, and regular engagement feedback mechanisms, would help address the factors contributing to employee turnover. 
Leadership development should also be prioritised, as effective line management plays a crucial role in employee engagement, wellbeing, and job satisfaction. Investing in leadership capability can support better communication, clearer expectations, and stronger working relationships, all of which contribute to improved retention outcomes. In addition, the development of clear career pathways and progression opportunities within technical and operational roles would enable employees to see long-term value in remaining with the organisation, reducing the likelihood of premature exits.
By adopting these integrated people management initiatives, Technivara can expect to achieve greater workforce stability and continuity. Reduced employee turnover would lower recruitment and training costs, minimise disruption to operational performance, and preserve valuable organisational knowledge. Furthermore, improved engagement and retention levels are likely to enhance productivity, service quality, and employee morale. Collectively, these outcomes would support sustainable organisational performance and strengthen Technivara’s ability to respond effectively to future business demands and competitive pressures. This strategic focus will improve employer reputation and long-term resilience. 
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Leavers as a % of the total number of employees

Total in Department 2024	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	26	15	8	4	15	35	6	12	4	12	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 	0.23076923076923078	0.26666666666666666	0.125	0.5	0.26666666666666666	0.22857142857142856	0.5	0.33333333333333331	0.25	0.25	



Vacancies as % of the total number of employees

Total in Department 2024	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	26	15	8	4	15	35	6	12	4	12	Vacancies 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 	0.30769230769230771	0.33333333333333331	0.5	0.75	0.4	0.22857142857142856	0.83333333333333337	0.25	0.25	0.41666666666666669	



Positions filled as a % of the total number of employees.

Total in Department 2024	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	26	15	8	4	15	35	6	12	4	12	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 	0.11538461538461539	0.33333333333333331	0.5	0.75	0.4	8.5714285714285715E-2	0.33333333333333331	0.25	0.25	0.16666666666666666	



