1.1 – The concept of evidence-based practise is it helps make more effective decisions by choosing reliable, trustworthy and factual solutions by using a critical mindset and being less reliant on outdated wisdom, superficial quick fixes and fads (CIPD,2025a). Evidence based practise aims to improve decision-making and outcomes by ensuring all decisions are based on the relevant and reliable evidence that has been gathered and can be tailored to Technivara’s needs (Woodhams and Perkins, 2022).  

There are six steps to evidence-based decision making. Asking; Acquiring; Appraising; Aggregating; Applying and assessing, by using this six-step approach you can ensure that the quality of evidence you have gathered is not ignored. The six-step approach ensures that the quality and validity of the evidence you have drawn upon is trustworthy. This is important as you want to make the correct decisions that are going to benefit Technivara strategies and long-term goals (CIPD,2025a). As stated by the CIPD the main four sources for gathering evidence are scientific literature, organisational data external and internal, expertise and judgement of practitioners and stakeholders. We can become naturally bias and cherry pick evidence, which is usually a perspective or an opinion, and ignore research that does not, therefore it is important to ensure that we take an approach to help us determine which research evidence we should trust (CIPD,2025a). The opinions of others has its limitations as they might be bias, but by using a rational decision-making model, it can remove all of the human emotion and bias and it focuses on the facts and data to achieve the best possible outcome for Technivara.

By using the rational decision-making model this is a step by step process and will improve Technivara’s recruitment process to ensure the right people are recruited for the business. The model will help identify the criteria for selection whilst defining problems that will be specific to the organisation and overall have an impact on the candidate outcome. By using this model, you can then evaluate possible alternative candidates in terms of which candidate fits better to the role. Technivara can also use the Vroom-Yetton-Jago decision making model to help them with their employee well-being. This model presents seven “yes or no” questions for a decision maker to answer, followed by decision styles for them to choose. It is a complex decision-making model however can benefit Technivara by involving its employees during a decision-making process (Buchanan, 2023). Knowing how employees feel in Technivara is really important for future success of the organisation as they would feel all people practise decisions which could result in stronger team retention and a happier work base you can gather this by using surveys, however this would have it’s limitations based on the questions that are being asked and the response rate.





1.2 By using analysis tools at Technivara it will allow us to make strong evidence-based decisions on improving workforce well-being and overall, a better organisational performance (Hill and Houghton 2023). Porters five forces, SWOT analysis and PESTLE will help with internal and external factors (Woodhams and Perkins, 2022). By using a SWOT analysis it will be able to draw out the company’s strengths and weaknesses whilst assessing the impacts for opportunities and threats. One of the advantages of a SWOT analysis is that it can be used as a self-reflection tool for the management team and this tool can be used in senior team meetings to gather everyone’s thought process which will also encourage the development of strategic thinking. It will encourage senior managers to focus on the organisations strength and build on opportunities. It can be used as a quick tool or a comprehensive management tool, because of this flexibility this has widely contributed to its success (CIPD,2025b). To do an effective analysis does require a lot of time to gather significant evidence and resources, which will require more people to work on the project if it is to be done effectively. SWOT is a simple four box tool however there is a risk that too much data which will lead to ‘paralysis by analysis’, and that the data maybe based on assumptions, it lacks detailed structure so some finer elements maybe missed and for a SWOT analysis to be effective the process needs to be repeated on a regular basis (CIPD, 2025b). For an analysis to work well on Technivara I would recommend using a SWOT and a PESTLE alongside each other, the SWOT would focus on the internal factors whilst the PESTLE the external. In my role at Whitbread, I have used the SWOT analysis on the business I am currently running to make improvements to my establishment, I identified what the weaknesses and threats were to the business to create an action plan to turn the weaknesses into strengths. One of these weaknesses was lunch time periods were quiet. As part of the plan to strengthen this, I produced better publicity to our opening times and deals that took place as well as stronger points of sale throughout service leading to better sales at lunchtime.
There are a range of different analysis methods that can be used; surveys, interviews, focus groups and observations. Surveys or questionnaires for the employees in Technivara is a quick way to gather information rather than interviews or observations which are more time consuming (Woodhams and Perkins, 2022). It is also one of the cheapest ways to gather evidence. By completing a survey, you can ask specific questions that you want the answers to, however by using set questions and by using a survey approach you can’t prompt individuals to provide more information about their answers and it maybe to difficult to ask more complexed questions. There is also a risk that respondents might not answer questions, and the response is really low (Woodhams and Perkins, 2022). To effectively gather information using surveys it is important that individuals understand why they need to complete them. By them having the correct communication it may drive more responses. 

1.3 Critical thinking is the overall process of analysing and evaluating the quality of ideas, evidence you have collected, theories and concepts which are valid and current (Armstrong and Taylor,2020).  Logical reasoning forms the foundation of critical thinking and analysis. It occurs when there is a clear and coherent connection between the initial proposition (the premises) and the conclusion, which is backed by sound, trustworthy evidence and avoids relying on fallacious or deceptive arguments (Armstong and Taylor,2020). Whereby the mind and emotions of a human does not apply reasoning to every situation, as a human’s mind naturally looks for short cuts to manage the overall flow of information these are typically known as “heuristics” (Harber,2020). Critical thinking is a skill built upon the knowledge that has been collected, the knowledge needs to be built on facts by using evidence-based practise, rather than the opinions or personal agendas of others. According to Warren Howlett, critical thinking is the ability to think clearly and reflect thoughtfully on the ideas, opinions, and arguments of others. For people professionals, it involves three key components: first, analysing and evaluating others' ideas and arguments; second, constructing well-reasoned arguments and opinions themselves; and third, recognizing when others are applying critical thinking techniques that may influence how they build a case or present a business argument. 

To think well you need to firstly think clearly this will enable you to manipulate other people whilst engaging with them and reaching positive conclusions which may be needed at Technivara during senior meetings where things being discussed maybe under debate.  (Howlett and Coburn,2019). In Technivara we can develop the skill of critical thinking, it can require the development of habits that inspire a person to follow a path of critical thinking avoiding short cut decisions which may lead to error (Harber, 2020). Technivara can also apply critical thinking to their labour turnover in the company, by using critical thinking Technivara can break down complexed challenges, identify core issues and develop effective solutions to problems in their employment lifecycle.

1.4 Prescriptive models of decision making can be used to recommend how individuals should behave to achieve a desired outcome in an organisation (Buchanan, 2023). The Vroom-Yetton-Jago model focuses on how a leader in an organization decides rather than what the leader decides (Buchanan, 2023). This model uses a decision tree and has to include subordinates and anyone else who could be affected by the decision-making process. The decision tree will consist of seven diagnostic questions, the answer to these questions will be rated “low” to “high” and it will highlight the one most appropriate level of subordinate participation in the decision-making process.  This model has two main concepts, decision quality and decision acceptability by the subordinates. Technivara could use this decision-making model to include their employees in future decision making so that effective outcomes are achieved by including them in the process. 

The nominal group technique (NGT) involves all subordinates or seniors coming together in a face-to-face environment. Technivara could present them with a current problem to solve or a decision in the organisation that needs to be made (Buchanan,2023). There are four steps to this process; everyone on their own will write about their ideas to the problem; when everyone has completed this process, they take turns to present their ideas to the group; the group then comes together to elaborate and debate the ideas; each group member will then rank orders to the ideas. The idea with the highest raking is selected and becomes the groups choice (Buchanan,2023). NGT doesn’t restrict independent thinking everyone will present their own ideas before having it evaluated by a group. Positive results have been obtained by using this method, and group members usually report back with higher levels of satisfaction when effective decisions have been made. 

1.5 Ethics is defined as being related to “Morals” and moral is defined as pertaining to the distinction of right and wrong (Armstrong, 2020).  Deontological theory contains two main propositions; that one should follow the principles on what is right for one person is right for everyone, and people must be treated solely as ends and not in any way as means. In deontological goodness and badness is evident in the action regardless of the end result (Mullins, 2019). Overall Deontological ethics emphasises the rightness or wrongness of actions themselves regardless of consequences. According to the fairness lens by focusing on the policies and procedures that are created in any organisation and that they apply to everyone (CIPD,2015). It relies on established rules to guide moral decision making. Deontological and the utilitarianism ethics can be differentiated, If for example a business was looking for cheaper supplies, but these were produced by slave labour in another county the deontological ethics would not go ahead with this purchase because of how the supplies have been made as it disagrees with the process, but the utilitarianism ethics would see a bigger profit margin and to opt for the alternate supplier would mean that there would be a higher profit margin, increasing the shareholders gain, overall creating a larger happier number. 

Utilitarianism is the belief that the highest principle in morality is to maximise happiness in any  organisation. (Armstrong, 2020). It always considers the greatest benefit for stakeholders. (Smith and Mitchell 2020). Using this type of ethical framework in any organisation will have a better outcome for stakeholders. “Ends do justify the means as long as there is an overall gain for society” (Smith and Mitchell 2020).  Some forms of Utilitarianism can be unjustified to a small minority in a work force a decision might be made and the happiness of a small amount of people will suffer but on the grand scale the happiness will increase on a much larger number (Mullins, 2019). In Whitbread a deontological ethic approach they have to fairness and equality is that all team members are paid the same regardless of race, religion or disabilities, every individual has access to extra benefits, whilst they are employed regardless of the company’s profit which could upset stakeholders. Utilitarianism ethics have been used in Whitbread over the last year through redundancies, in order to sustain a decent profit margin for stakeholders, a lot of employees were made redundant this created a small amount of workforce to be unhappy but overall the process would benefit the profit of business and increase happiness on a larger scale to make the business more profitable. Deontological ethics can be used at Technivara by ensuring all the correct policies and guidelines are in place across the business, this will ensure that all decision making on performance management and capabilities is fair and everyone is treated equally regardless of the outcome and that this is constantly applied throughout the organisation. Utilitarianism ethics can be used in Technivara by promoting Well-being and overall employee happiness, that might be providing a better wage, better work conditions or even for some individuals a flexible working schedule, this would make the work environment more satisfying and fulfilling. 

3.1 Financial key performance indicators are metrics organizations can use to track and measure the financial health of a company (Stobierski, 2025). For Technivara to measure its finances they could use an inventory turnover.  An inventory turnover is an efficiency ratio that can measure either monthly or quarterly based on the companies financial accounting period that the organisation sold its entire inventory (Stobierski, 2025). It will give the company insight into if it is holding an excessive inventory related to its sales. This is useful as it will help the company control stock orders and protect the companies profit by not spending unnecessary money if the company is already holding more stock verses their sales, it will control the outgoing spend which will impact the gross profit, a disadvantage to this is that it will need to be completed on a set date towards the end of the financial month or quarter for the results to be accurate, and it will also need to be completed by a selected person or group of employees which adds more time and cost to the business. 
Technivara can measure customer feedback after purchasing a product through feedback forms or customer surveys. Non-financial performance indicators can offer invaluable insight into customer satisfaction which are critical for sustainable success. Some advantages of getting customers feedback is that customer can identify to the organisation strengths of the products it is selling, can address any weaknesses which will allow the company to improve the quality of production, another advantage is that you will be able to assess the likelihood of a customer recommending products or services to other people and you will be able to track the customer retention rate who continues to do business with Technivara (Non-financial key performance indicators), a disadvantage to gaining customer feedback is that it may over complicate or develop more problems with the items being sold making the company look more into solution finding, Technivara could also have a problem with customers not responding or providing feedback if there is no incentive there for the customer. 
For managers at Technivara to understand the impact of key performance indicators company results should be communicated to their employees either weekly or monthly (Stobierski, 2025). In Whitbread we had a customer service target every month of 75%, customer feedback was gathered through surveys about their experience with us, these surveys would let us know what we were good at and what needed to improve, If we were not hitting our target I would create an action plan and communicate changes to my team that needed to be made in order for us to achieve the goals set by the company.

3.2 The concept of adding value for people practise is to focus on the people in the organisation, particularly responsibility to employment policy and practise and overall, the management of the organisations employment relationships. By adding value, you increase the overall worth and benefit of the business often by making it more effective through robust policies and procedures. People practise as Technivara can add value by moving from traditional personnel management to a more strategic, less reactive and firmly focused on achieving organizational objectives (Taylor and Woodhams, 2022). 
By focusing on robust policies and employee welfare will lead to stronger organisational culture and values, this change however will not happen immediately, but it can be developed over time (Taylor and Woodhams, 2022). People practise such as a robust and effective recruitment, onboarding and performance management contribute overall to a more positive employee experience. When an employee feels valued and engaged in an organisation, they are less likely to leave, by being a stable organisation and focusing on employee’s development it gives you opportunity to promote within Technivara if the position arose (Taylor and Woodhams, 2022). By focusing on the development of team members and investing time into employees this could help the labour turnover in Technivara. To decide what way is best to focus on adding value you can run a people analysis to help you determine the best approach for making sound decisions through evidence-based practise (Hill and Houghton,2024). To measure the quality of the current workforce in Technivara in areas of wellbeing and EDI, you can use employee’s surveys to understand how they are feeling and potentially what changes that they would like the company to make, you can also incorporate absence date in the company, after gathering that evidence you can then communicate this to stakeholders, an effective people analysis will focus on solving business problems and include stakeholders in the decision making process. To measure the impact when you are focusing on adding values you can monitor your labour turnover, this can be monitored yearly and is a main key performance indicator in a lot of businesses. To measure the impact, we will need to segment between those who have left the business through dismissal and through a life event (Hill and Houghton,2024). To help measure the impact over the next year of leavers we can also implement leaver interviews to help collate more evidence at the end of the year to help identify specific issues that may need focusing on.
By focusing on development in the company and implementing an employee training plan, this can be measured by the return on investment. This can be used to quantify the short-, medium- and long-term impacts of the learning and development programme, as a performance measure the return on investment can be used to evaluate the efficiency of the investment. By measuring both these impacts labour turnover will improve, and employees will feel more valued, this will be evident by the work they are producing and a higher engaged workforce. The short-term impacts of adding people value are that during the employee life cycle the company is more appealing for people to apply for vacancies as the company reputation will increase, the long-term impact is that employees will stay with the company longer and become more knowledgeable, loyal and creating strong relationships throughout Technivara. 

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%
	8
	30%
	3
	11%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Offices and Administration
	15
	4
	27%
	5
	33.33%
	5
	33.33%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Research and Development
	8
	1
	12.50%
	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
	8.57%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Casting Department 
	6
	3
	50%
	5
	83.33%
	2
	33.33%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Sales & Marketing 
	12
	4
	33.33%
	3
	25%
	3
	25%
	

	 
	 
	 
	 
	 
	 
	 
	 
	

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

	 
	 
	 
	 
	 
	 
	 
	 
	

	Design 
	12
	3
	25%
	5
	41.66%
	2
	16.66
	




To calculate the percentage of my findings for the leavers, vacancies and positions filled I took the whole number of each department, divided it by the leavers, positions filled and positions vacant, I then multiplied by 100 to get the percentage for each department. Overall, the leavers for Technivara in the year 2024 was 26% overall as a business. With 36 employees leaving the business in 2024. As an average apart from the research & development department, each department leavers are over 20%. For almost all departments there are still outstanding vacancies which have yet to be filled, meaning that there will be extra pressure on employees working for Technivara. The positions vacant in Technivara are around the same number as the positions filled or higher. A theme to these numbers is as quick as employees are starting with the business, employees either new or old to Technivara are leaving meaning it’s a vicious circle of the employee lifecycle. It would be key to look at the recruitment and induction stage to see if an improvement can be made in order to retain staff for a longer period of time. 









This line graph shows the percentages of leavers, vacant positions and positions filled, because the percentages are the same for the departments for positions vacant and positions filled for office administrator, Research department and quality control the green line has blended in with the blue line separating when the numbers change.








2.3  Before the start of the learning and the development day it was highlighted by 33% that their learning preferences were not considered prior the day and 42% were unsure, all individuals are different and for fairness and equality it is important that Technivara stay inclusive of all employees learning and engage with them prior the day for future development days this would make a better and more improved organisational culture, employees must feel appreciated and valued for them to achieve their best work (Hibob 2025). When an individual feels valued and appreciated in a company, they are less likely to leave and stay with Technivara for a longer period. This can be monitored by the labour turnover of the company with staff engagement surveys continuing after learning and development days so Technivara can constantly improve on what they deliver (Hibob 2025). 
Most employees felt strongly that the learning objectives were very clear on the day however 78%  felt that those objectives set at the start of the day were not met at the end of the learning and development day with only 11% in favour of the outcomes that were achieved. 76% have said that they were not able to answer meaningfully or engage with the questions on the day whilst 19% were not sure only leaving 4% of employees able to engage with the topics being discussed. If running a learning and development day it is important that all employees can relate to what’s being discussed which is included in their job role to allow them to upskill and develop their knowledge. Learning and development is critical for organisations to avoid future disruption, it is a vital way of an organisation to adapt employee skill sets, attract and retain people (Hibob 2025).
14%  agreed that the learning linked to their performance targets and they were able to employ the knowledge skills and behaviours into their working role at Technivara. As these numbers are the same on both questions, this is showing a clear divide potentially between managers responses and employee’s responses. Everyone at Technivara needs to have established objectives for all their employees to meet the company’s performance target, 57% were not sure of their targets in the company (CIPD 2025c). Employees need a one-to-one review or yearly appraisals with their line managers to understand what is expected of them in their job role to achieve the company’s target, they need to be continuously managed by their line manager, so they remain motivated (CIPD 2025c). Goal setting with employees is valuable and effective for steering individual performance and overall improving the performance of the workplace. To implement this solution Technivara would need ensure that the reviews carried out are robust, I would recommend running a skills session for all managers to ensure that everyone has the knowledge they need to ensure that all reviews  are relevant to the company and the employees, the cost of this session would be a day’s wages for all managers to enable the upskilling to take place, approximately £1000 based on ten departments and one manager in each. The long-term benefit of improving employee performance is that you will have a more engaged workforce and they will generally perform better (CIPD 2025c). 
Overall the long term benefits of following the recommendations above for Technivara would make employees feel valued, improve the quality of work produced by the company, improve the employee retainment and a better organisational culture. 
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