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Evidence Based Practice

AC 1.1) The concept of evidence-based practice is about making a well-informed decision based on having the most accurate evidence from multiple sources (CIPD, 2025a). CIPD (2025b) describes that there are six steps to evidence-based practice, which are asking, acquiring, appraising, aggregating, applying and assessing. Using all these steps will ensure sound decision making and will lead to a better outcome. EBP is important as it ensures that businesses are not solely using one single piece of evidence, but they are instead looking at the bigger picture and multiple sources (Elder and Nikodem, 2023). EBP is important in the workplace as it can allow managers to gather, analyse and evaluate data, before making decisions (Waite et al, 2021, p.47).  In addition to this, it is useful to use EBP in Technivara as it will show that their HR department make informed decisions and are looking and comparing data from a variety of different fields, before making decisions. This can also increase the credibility of the business. For example, Technivara could use EBP to improve their processes as they are currently still paper driven. They could use EBP to gather research and feedback on how a more electronic or automated system has worked for other companies and if it could be implemented at Technivara. However, they will need to consider looking at a variety of businesses and seeing what their best practice is, instead of only looking at one business as their evidence could contain bias or unreliable information (CIPD, 2025a). 

Additionally, Technivara can benefit from using EBP to ensure sound decision making in people practice by introducing exit interviews with employees, before they leave the business. It can be achieved by sending employees a survey to fill out to gather information on how they believed their employment has been. This can be useful as it will allow the business to carry out a variety of qualitative and quantitative data to ensure decisions do not have any potential bias. Conducting an exit interview can also highlight any issues that the business is facing internally, which might need addressing. A downside of this is employees could withhold their feedback to avoid potential conflict, which can give Technivara false results and inaccurate data. 

To conclude, EBP is useful and important and should be used in Technivara to get accurate and reliable outcomes, which can aid in sound decision making.  


AC 1.2) An analysis tool that Technivara could apply is the SWOT tool, which can highlight any strengths, weaknesses, opportunities and threats that can be facing the business (CIPD, 2025c). For example, Technivara can use a SWOT tool to identify the issues they are facing such as capturing and measuring people practices, as it is weak due to the lack of evidence. They could complete a strengths and weaknesses table to identify employee’s performance and to highlight any weaknesses internally such as ineffective processes due to lack of EBP. Additionally, it can identify new opportunities for growth, such as the need for technology and the impacts it can have on the growth of a business. It can help Technivara transfer from using a paper-based system to an electronic one, which can also help in reducing the human error factor. Using a SWOT tool will be useful to Technivara as it can aid them in diagnosing external threats, such as the business competitors, who could be more of a modern forward-thinking organisation, which will attract not only customers, but also employees. However, a drawback of using a SWOT tool is that it can highlight issues, but it might not solve them.  This can affect Technivara as Sue would like to present a clear plan to Bill and the board and if the SWOT lacks the information that will win over her case, she might not want to include it. 

In addition to this, people analytics is a method that can be used to help Technivara recognise and diagnose issues and challenges by evaluating their employee’s performance and engagement. It is about learning from the employee’s data to solve work-based problems, and it can be used to drive organisational change (CIPD, 2025d). It can help with potential retention issues as analysing employee’s data can help pick up on certain trends to see why the employees are leaving and find solutions on how to reduce it happening. Also, it will aid in employee engagement as if Technivara is evaluating employee’s data looking at performance and engagement levels for example, the employees will feel motivated and valued to have performance reviews to have feedback on how to improve. A limitation of this method is that it relies on transparency from HR and how they communicate with the employees about how their data is stored and what it is used for to ensure they comply with the law and make ethical decisions (Peeters, Paauwe, Van De Voorde, 2020). 

Overall, both the SWOT tool and people analytics method are useful when trying to identify potential issues and opportunities a business can face.  


AC 1.3) Critical thinking is when people evaluate the outcomes of their thought process by thinking critically and by looking at all aspects of data to reach the result they require (Altun and Yildirim, 2023). Using Critical thinking is important as it can help make decisions on the best evidence available. It can allow the people practice team to ask questions and compare like for like when questioning the reliability of a piece of evidence. By doing this, they need to be aware that there is a potential for bias, whether it was on purpose or not. Evidence-based practice plays a role in critical thinking as it allows the person to judge different sources of evidence and they can decide which is the most relevant to their discussion (Waite et al, 2021, p.47). There are three steps to take when using critical thinking, the first is to critique the ideas, opinions and arguments of others. The second is to analyse arguments and opinions themselves and communicate it to others. Thirdly, to see how others are using the techniques to see how it will impact how HR is building an argument by making a business case (CIPD, 2019). This can be applied as Sue is aware that if Technivara’s decision making does not improve, it can be quite risky for them as they lack data driven evidence to make informed decisions.  

Additionally, critical thinking can aid in a people practice role as it can help HR process evidence and allow them to think logically through the different outcomes and draw conclusions (Rupe and Voas, 2025). It is also good practice for them to differentiate between fact and opinion, for example in Technivara, Bill is set in his ways and does not believe he needs to adapt and change along with the business. However, Sue is trying to gather evidence, which can suggest that evolving to become more present will make Technivara thrive as a business. If both Bill and Sue work together and use critical thinking they will be able to improve Technivara and make it a much more attractive company to work for. Also, Bill can improve his behaviour by learning to adapt and make decisions based on critical thinking and the evidence that is available.  


AC 1.4) Technivara could apply rational decision making to ensure that effective outcomes are achieved. Rational decision making can be described as the process of basing decisions on logic and reason (Khare and Kapoor, 2024). This is useful as it can provide a structured approach, which can be backed up with the relevant facts and data to make a logical decision. Using a rational approach in Technivara can highlight the problem areas, and it can lead to gathering multiple sources of evidence to support Sue’s case. It will consider the strengths and weaknesses and will assess how reliable the evidence is. For example, Technivara refuses to change their working practices, due to Bill’s traditional leadership style. However, they can use rational decision making to ensure they have gathered all the evidence they can to avoid making risky decisions on lack of data. By doing this, Technivara is ensuring that any decision that gets made is back up with logical data and reason. They will need to undertake critical thinking to ensure that they have the most correct and up to date data. A drawback of not using a decision-making process can lead to bias decisions getting made, by not following a process. 

In addition to this, using the De Bono six thinking hats process is useful as it breaks down the different types of thinking stages through imaginary hats (Bitesize, NO DATEa).  The thinking hats can be used to find different ways to improve and grow Technivara. All the hats represent different thinking objectives, for example see figure 1 for more information (Bitesize, NO DATEb). 

Figure 1.
[image: Six Thinking Hats Technique - Improve Your Thinking — BiteSize Learning]
The white hat is fact based and looks at a more rational approach. The yellow hat is useful as it looks at different opportunities that can help Technivara grow, such as finding ways to potentially make staff more engaged in the future with technology. The black hat will look at all the dangers and threats that the business is facing, this can be useful to Technivara as they will need to understand the risks, before any decisions are made. Also, if data is coming from multiple sources or opinions, it can improve the decision-making process as they will be more reliable than only having one opinion-based source. Not everyone has the same thinking when a problem arises, so it is important to think logically and understand each step in the process. De Bono’s method encourages people to see the different viewpoints which can help them make well informed decisions (Taylor and Woodhams, 2022, p.115).
 

AC 1.5) Utilitarianism is an ethical perspective as it focuses on the ethical outcomes and decisions that distinguishes from right and wrong and the results of the happiness of others (Franzke, 2022). It can be used at Technivara to inform and influence decision-making by implementing new technology systems as they are currently paper based. The management could assess whether the implementation of new technology systems would lead to employee engagement or lead to potential employee turnover as a result. Technivara would look at what would benefit most staff before any decision making. If Technivara was to introduce new systems that were technology driven, it could potentially increase employee engagement and productivity within the business. On the other hand, Utilitarianism looks at making sure the happiness of the highest majority are satisfied, not looking at the people who prefer the old ways of a paper driven system. By doing this, it can cause an ethical dilemma, as they would weigh up the strengths and weaknesses to determine the outcome with majority being happy with the outcome, regardless of the lesser majority. For example, by Technivara using the Utilitarianism perspective it could increase their employee turnover as the employees who were not considered will not be happy with the chosen outcomes.

In addition to this, another ethical perspective is Deontological, which focuses more on their role and duties, rather than outcomes. This means no matter how good the outcome will be, this approach won’t deter from their moral obligations (Provencio, 2022). It can inform decision-making at Technivara by ensuring that they have policies and produces in place to follow the deontological approach. They would base their decisions and actions on doing the right thing because it is right, not because of the good outcome that it would bring (BBC, 2014). For example, if Technivara were to use their approach and were to recruit a new member of staff they would follow the company policies and procedures accurately and they would not deter from the guidelines that are in place. It also focuses on ‘doing the right thing’ which is an important role in ethical decision making (Taylor and Woodhams, 2022, p.153). A limitation of this ethical perspective is that it can lead to questionable decisions being made, due to ethical obligation to follow their duty, even if that means losing potential employees due to the outcome.

Overall, both ethical perspectives can be used to inform decision making at Technivara by deciding whether they would like to do the right thing or if they care more about the outcome of the decision. However, both will have consequences and limitations as discussed above.  


AC 3.1) Technivara could measure financial performance through their net profits as it can provide a good sense of how well the business is performing financially (Stobierski, 2020). A benefit of this is that it can help with measuring how each department or team is performing depending on how much profits they bring in annually. They can undertake EBP to find out if they are performing better than their competition. As Techninvara would like to expand their business, looking at pricing strategics will be useful for them to budget effectively. A drawback of this is that it does not focus on the long-term goals only the short-term wins that the business will bring in. Also, with net profits being the focus, it means that the business is being financially driven, rather than looking after their employee’s wellbeing. Another limitation of measuring financial performance for Technivara is that it can show that the business is bringing in the profits, but that does not mean that they are productive, as the high net profits does not necessarily mean a streamlined business. 

Moreover, a non-financial way to measure performance at Technivara can be to analyse the employee turnover rate. By comparing the employee turnover rate with competitors, it can help the business understand why employees are leaving, and the people practice team can undertake EBP to find out if there are ways to keep employees. A benefit of a low employee turnover rate is that the employees are generally happy where they work, and they have job satisfaction (Forbes, 2025). This can help Technivara save on any future recruitment costs as having a low turnover rate will save the business money. A high turnover rate can also help to identify where the business can improve for example improving management issues with Bill due to his management style. If Bill could learn to adapt to change, it will help the business thrive. A limitation of using an annual employee turnover rate for measuring performance is that it will not state why the employees are leaving and it is important for a business to know this information (CIPD, 2025e). For example, Techivara will just have the figures they will not know the reasons behind it, which will not help much as it is more useful to know the specifics and facts. 

To conclude, both financial and non-financial bring in profits for Technivara whether that’s directly or indirectly. Measuring performance based on net profits and on employee turnover rate is a good indicator to see if the business is successful. 


AC 3.2) Adding value can be describes as putting a high priority on maximising the efficiency and streamlining processes to ensure it encourages people to carry out their roles more effectively (Taylor and Woodhams, 2022, p.6). It suggests that adding value can be done differently for each business, and it is all achieved through encouraging employees to carry out their roles and sticking to the workplace culture. A method that can be used to measure the impact of people practices is the Cost-Benefit analysis. The CBA is an analytical approach when comparing benefits and costs in hopes the project is worthwhile financially (Mishan and Quah, 2020). It can look at the costs of indirect costs for the business like how much time employees spend on training, then direct costs such as training fees for example. The costs are compared with the benefits so for training fees the benefit is staff would upskill quicker with the correct training it could also increase productivity as a result. By doing CBA it can create value as it is figuring out the most cost-efficient way the business can improve, whilst still getting the value they require. For example, Technivara could add value by comparing two different department needs training such as training for the technical staff and health and safety at work for the HR. They can use CBA to price up the benefit with the cost to see which is better for them. 

In addition to this, another method Technivara can use to measure the impact is return on investments. ROI is used to measure performance efficiency of an investment by doing a financial calculation (CIPD, 2025f). It looks at the increased performance and measures it against the price of the investment. It can help Technivara understand how much profit can be made from making small changes to their business and what they can get in return (Indeed, 2025). This can help add value in Technivara as they will know if an investment is worthwhile once they have done the ROI calculation. It will also be beneficial for Technivara as they will want to remain a competitive business, by adding value to their employees it will boost their knowledge, and it will keep them highly competitive (Waite et al, 2021, p.61). Especially if they are focusing on ROI, they can measure the value by the performance of their investment, for example investing in training for their staff. If it has paid off and staff performance has increased, they would have had ROI. 
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AC 2.3) The evaluation feedback has been reviewed and there are a variety of different themes that have been identified. The purpose of the feedback is to make recommendations based on how the employees felt about the learning activity and how it can be improved. Overall, the feedback suggests the employees felt there was a strong facilitation and the information that was talked about they understood to an extent. The delivery of the facilitator was good with many agreeing or strongly agreeing. They also liked the resources that the activity presented as it was clear. Additionally, they believed that there was clear objective set by the facilitator with many of them agreeing. The positive feedback suggests they were happy with the facilitator and how the session was carried out and how the objectives were met. 

On the other hand, some employees found that the learning activity did not tailor to their learning preferences as they understood the learning objectives, but they did not feel that they were tailored to their role or learning preference with many disagreeing. They also had limited interaction during the session, which suggests that the session was very much facilitator led and no room for employee engagement. The lack of employee engagement led them to feeling they could not ask questions and most agreed that the session lacked interaction and engagement. This suggests they would have preferred a more engaging session where they could ask questions. Moreover, there were a few employees who were unsure on how to answer as there was mixed reviews. For example, there was a high number of employees that felt the session did not link in with their performance targets and their role. The negative responses highlight that once the session ended, they found it difficult to apply what they had learnt in the session to their roles. 

In addition to this, a recommendation based on the findings is a learning needs analysis. A learning needs analysis is used to identify any gaps in actual and desired skills and knowledge of an employee (CIPD, 2025g). This is useful as most employees found that during the learning activity their learning preferences were not met and this meant as a result that were not able to apply what they learnt into practice. There are nine ways a LNA can be undertaken, and these are through discussions, surveys, appraisals, and focus groups to name a few. A thorough LNA could be made up with a mixture of these (CIPD, 2025h). A benefit of this is employees can fill out surveys and have discussions with their manager so that in the next learning activity it can be tailored to their preferences. It can also aid in identifying any gaps in their skills and knowledge. A limitation of a LNA is that employees might not want to be truthful about gaps in their skills in fear of being judged by their manager. There are indirect costs associated with a LNA as it will take employees time from doing their normal duties if they are required to submit feedback on surveys and have discussions, the workforce’s productivity will reduce during this process. Which in turn means so does the financial success of the business over a short period. A direct cost would be for example, if an employee at Technivara wanted more training on how to use a cloud-based system it would typically be around £21.49 per one hour session to understand cloud computing and machine learning (Reed, 2025). The financial implications of not undertaking a LNA can be that Technivara loses their potential return on investment. This is due to them paying for the training, but the employees’ performance has not improved, so they have not had their return on investment as performance would still be suffering. 

Furthermore, another recommendation is that employee engagement is to be the focus. This is vital as it will be more beneficial for them to take in the information and content if they are engaged and asking questions. This can be achieved through small focus groups, which will help the employees make sense of specific concepts that they are unsure about (Taylor and Woodhams, 2022, p.129). To improve employee engagement employers could arrange feedback forms to be sent to employees to gauge their thoughts on a way the business can do this. For example, after the learning activity Technivara could hold regular one to one meeting with the employees who feel dis-engaged and Sue can arrange meetings with them to suggest something more suitable to the individual’s needs.  The benefit of increasing employee engagement is that it can boost productivity, and the motivation of the workforce and employees will have more job satisfaction if they are engaged (CIPD, 2025i). It can also improve better customer satisfaction and will boost profits as a result. A downside of this, is having low employee engagement can lead to de-motivated staff and higher absent levels, due to being disengaged from their role. The financial implications of not improving employee engagement can result in employees leaving Technivara due to feeling no job satisfaction. This will reduce Technivara’s profist if their turnover is high.  An indirect cost of implementing employee engagement initiatives can be to provide the meetings with Sue, which means that they are losing Sue’s time as well as the employees, which will reduce profits and productivity. A direct cost will be Technivara paying for the use of a facilitator or online training to help the employees feel more confident to ask questions and be more interactive. The cost to have a training session to cater around communication and engagement is between £546-£1326.57 per one day course (Gov.uk, NODATE). 
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