Q1. (AC 1.1) 
Evidence based practice (EBP) can be described as making decisions using the best available evidence from multiple sources (CIPD 2025a).  Vital in the decision making process, it provides confidence that your decisions are informed and well rounded.  
EBP advises there are 6 main steps when gathering evidence. You must ask the right questions, acquire information, appraise the information you have collected, aggregate, apply this information to the question you are asking, and assess the validity of the information.  By following these steps Sue can ensure the correct questions have been asked and her evidence has been applied appropriately to understand the needs of the Technivara workforce. (Elder, S. & Nikodem, M., 2023)
In partnership with these steps, decision making must be based on the best available evidence.  CIPD (2025b) outlines the four main sources of evidence people professionals should consider;  evidence should be either scientific, formed from organisational data, based on experience or from stakeholder perspectives. 
 Sue must consider that the four sources alone are not  sufficient enough and evidence should be considered in partnership with another source, Barends, Rousseau and Briner (2014) as cited in People Practice, A Complete Guide (2021). Decisions should be made through a balance of conflicting and correlating data to make an informed decision. However, with potential changes due to possible expansion, Technivara will have limited data and evidence available to analyse, this can hinder the decision making process (CIPD, 2025b).
Technivara must also consider that EBP is only effective if there is sufficient experiential evidence outlining workforce requirements.  A lack of evidence can create uncertainty and effect the confidence of the decisions made (CEBMa, 2026a).   
 EBP can be used to support  Technivara’s proposed changes in two ways.  
1. Changes to existing Technivara workforce.  
Sue and Technivara will need to consider workforce growth, culture and wellbeing.  Using EBP  will build a successful approach to workforce wellbeing and forecast recruitment requirements, through the collection of data such as recruitment and retention, staff learning compliance and staff sickness.  Research carried out by Bak (2023), supports that organisations who implement data driven workforce decisions are more successful at meeting the organisations goals. 
NHS Employers (2025) supports that using EBP techniques across an organisation increases the buy-in rate to any changes  made to the workforce.  It supports a more informed approach and considers Technivara’s health and wellbeing strategy, allowing for regular reviews and evaluations to take place.  
2. Technivara transitioning from a paper based HR department to an electronic system supporting benchmarking and measuring of people practices.  
EBP will support Sue’s argument and persuade the board that moving to an electronic system provides  a framework where data-driven decision improves efficiency, strategic decision making and ultimately organisational performance. Any costs ensued will be outweighed by the money saved by a more efficient system, (McKnight Associates, Inc., 2023)
Using digital data Sue can ensure that Technivara can mitigate any risks that will arise.  Evidence from areas such as stakeholder feedback and organisational data will ensure Technivara gain evidence of the benefits of electronic data over paper based data, lessons learnt and feedback from companies who have made similar transitions which will address potential compliance issues, and reduce legal and financial risks. (McKnight Associates, Inc., 2023)

Q2. (AC 1.2)
A key tool for Technivara is the PESTLE Analysis, a framework that supports external organisational development and strategic decision-making (CIPD, 2025c). 
A PESTLE analysis will allow Technivara to understand the impact of outside factors on its organisation, such as current political position, world economics, technological advancement, and environmental legislation.  (Strategy Works, 2026)
A PESTLE analysis will allow Technivara to make informed decisions around organisational growth, such as recruitment of an appropriate skilled workforce and potential increases to wages, pensions etc, as these will be identified under Economic and Legal (Indeed, 2025a).  
Lucarz (2022), supports the use of PESTLE for facilitating external scanning which supports identifying gaps within workforce such as competencies and skills, and technological infrastructure, areas Technivara must consider.  
However, it is important Technivara recognise there are some disadvantages to PESTLE. Sue and the People team must ensure that they don’t over simplify the data they use.  They must ensure that they are using credible sources to gather the information contained within the PESTLE.  
There will also be the need to continually repeat the process at regular intervals, meaning that a continuous resource will need to be allocated to this task. If not completed, technological or legal changes may not be captured (CIPD, 2025c).
A disadvantage to PESLTE  is the opportunity to miss industry-specific factors.  Technivara are in a niche sector, the use of PESTLE can often misinterpret the information that is unique to their industry, (Strategy Works, 2026)
There are also methods that Technivara can use to support better decision making, such as People analytics.  Briner (2023), outlines people analytics as using organisational data and external economic benchmarks to identify the impact and provide information which will guide decision making. 
 Introducing people analytics will benefit Technivara as they grow and develop digital based people practices.  By adopting people analytics Technivara will benefit through the collection and interpretation of employee data, which will allow for data-driven decisions benefitting both the organisation and its workforce (PeopleHR, 2026). 
However, Technivara must consider the implications of potential risks, such as data privacy concerns, the importance of interpreting data accurately, and recognising that analytics may not capture qualitative factors like employee morale or organisational culture, (Stroud, 2018).
With expansion being in its sixteenth consecutive year, the use of people analytics will help identify patterns in employee behaviour that can affect productivity. PeopleHR (2026), outlines that the use of people analytics can support Technivara by identifying issues around training etc. as the company grows.   
Sue and the People team in Technivara must be aware that while people analytics is a excellent method to identifying issues and challenges, it needs to be used in partnership with evidence-based practice, (Briner, 2023).   

Q3. (AC 1.3)
Critical Thinking can be outlined as the process of analysing and evaluating the quality of ideas, theories and concepts, to establish whether they are valid and supported by evidence or influenced by bias, (Armstong and Taylor, 2017). 
The main principles to critical thinking include questioning assumptions, identifying biases, considering multiple perspectives, and checking the validity of the source.  The use of these 4 principes ensures that Technivara is applying knowledge to the situation, making evidence based decisions with sound reasoning. 
Question assumptions & Checking the validity of sources
Instead of taking information at face value, it is important that Sue and her team ask questions and ensure they have enough information to make a well-informed decision. They must be independent thinkers, forming opinions by considering all the information presented, including the facts and evidence (Fraraccio, 2026). 
 

It is important that Sue applies critical thinking  in order to gain the support of the Technivara Board members with regards to the implementation of the digital HR systems. By asking questions around what system would be the best moving forward, and considering the multiple opinions from companies already using the systems ensures a more informed decision will be made, (Fraraccio, 2026). 
Bouygues (2022), outlines that critical thinking should be used to ensure that companies do not make assumptions about the needs of their customers.  With continued changes in the electronics industry Technivara cannot assume that they understand the market needs, and that their continual growth will mean success in the future. 
Considering multiple perspectives & Identifying bias
Using the principles of critical thinking Sue, her team and the Technivara Board need to engage with stakeholders and the workforce regarding complex matters such as those the data new digital systems will produce. (Coburn (2019), as cited in CIPD 2019a).   
Fraraccio (2026) also supports this, outlining the importance of questioning biases.  Sue must ensure that the Technivara Board are pushed beyond their comfort zone and professional bias with evidence based sources and considered decision making. 
Gaining the perspectives of multiple stakeholders and consumers will provide the opportunity for Technivara to reflect and analysing data collating through multiple forms of communication will allow flaws to be highlighted.  It is important to remember that Critical Thinking and its principles aren’t just about problem solving, it allows Technivara to move forward with curiosity and an open mind (Tripathi, 2024). 
 

Q4. (AC 1.4)
Latham (2018), outlines that decision making involves taking into account the situation and issue in which is decision is required.  To be a good decision maker, Sue and her team must learn how emotions can influence decision making and how to increase the likelihood of making good decisions.  
Technivara could implement De Bono Six Thinking Hats. 
The Six Thinking Hats is a model that facilitates both group discussion and individual thinking.  Its technique will allow Techinvara to look at a problem through 6 different lenses “hats”, ensuring that a range of perspectives has been explored.  These hats incorporate creativity, emotion, benefits, risks, and the facts. Discussing each “hat” in turn will then direct conversations and thoughts (De Bono Group, 2026).  
This a powerful tool can be utilised by Sue during periods of continual growth and change, it will benefit through ensuring maximum collaboration and minimise counterproductive behaviour, which could arise with differences of opinion within the Technivara board members (Hancock, 2024). 
 With planned expansion and increased workforce numbers, this model can support Technivara by creating an emotionally safe space for staff.  The model creates a safe space to understand how people feel, by taking a temperature check. Bitesize Learning (2024a), outlines that by applying this method improves communication, ensuring the Technivara board members will have equal opportunity to speak, preventing a single perspective from taking over, something Sue should take into consideration. 
Another method available to Technivara is the PDCA cycle.
This method will allow Sue to identify problems and formulate what is required, make a plan of action and implement this plan.  It will also support allowing Sue to check progress and ask vital questions so that adjustments can be made and then finally implement or launch the plan to the wider organisation.  Encouraging methodical thinking and actions, it supports breaking down problems systematically and drives continuous improvements, (Bitesize Learning, 2024b). 
A vital tool for Sue during the procurement and rollout of a new digital HR system.  PDCA supports rolling out to a small cohort of staff in the first instance, and then using the data provided, Sue’s team can make any changes before implementing companywide.    This will ensure that there is likely to be a better response and uptake, resulting in the co-operation and approval of the Board (Skhmot, 2017)
PDCA will also support Technivara becoming an organisation that continually improves and learns from data.  PDCA will allow for a streamline of processes throughout the organisation, ensuring less waste and better production efficiency (Leeson, 2014).
As PDCA can be used across different Technivara departments.  Through encouragement by the HR team, PDCA can be applied to meetings to make them more efficient and effective, and make data driven decisions ( Shrestha, 2025).   
Q5. (AC 1.5)
Ethical practice can be summarised as the use of ethical values within organisational behaviour, (CIPD, 2025d).  Waite, K., Beevers, K., Small, N., Et al, (2021) outline that when an organisations values and vision align with ethnical practices a more positive mindset and working environment is created. 
Techinvara could consider Utilitarianism. 
Utilitarianism can be outlined as considering the greatest benefit for the greatest number of stakeholders, (Taylor & Woodhams, 2022). Ultimately this would mean Technivara considering how changes made during times of expansion, or through the implementation of new systems would benefit the majority of the workforce, not just the few.   
This is supported by the work of Mill and Bentham, cited in Stanford Encyclopaedia of Philosophy, (2025)  who outlines that maximising the overall good is the most important, the Technivara team should consider the good of others within the organisation not just themselves.  However, in these cases, there will always be some who are at a disbenefit from the decisions made. 
Sue in particular would benefit from adopting Utilitarianism as the use of this principle can guide the creation of HR policies and practices towards supporting the enhancement of employee productivity, culture and satisfaction, (VQ Solutions, 2024).
However, it must be considered that this approach can alienate and undermine the importance of individual rights, and cultural differences, vital to promoting positive culture within a growing organisation, (Austin, 2015).
Technivara should also consider Communitarianism.  
This ethical perspective prioritises the organisations wellbeing over individual employees, outlining emphasis on shared values, and social responsibilities. Based on the work of modern thinkers such as Aristotle, there is a strong focus on community, collaboration and responsibilities, essential for well-functioning organisation, (Political Theory, 2025).
Communitarianism encourages the creation of policies that promote team work and collective goals, Technivara should notice increased collaboration and inclusiveness supporting better decision-making and ensure lessons learned can be taken into account. (VQ Solutions, 2025),
However Political Theory, 2025, also outlines that a disbenefit  to Communitarianism can be ensuring that the correct conditions for team work and collaboration to take place are available.   With a growing workforce, Technivara must consider the differences in religion and ethical beliefs, which is true for all multicultural organisations.  Communitarianism can be counterproductive to creating an organisation where all cultures are equal. This is supported by Tam (2025), who outlines that communitarianism can be too traditional and adverse to diversity. It is only through open, co-operative learning would Technivara see the true benefits of communitarianism. 
 
Q6. (AC 3.1)
There are many ways that Technivara could measure financial and non-financial performance. 
One way to measure financial performance would be to monitor the Cash Flow Statement.  The Cash Flow Statement (CFS) is a financial document that allows the cash entering and leaving a business to be tracked over a specific period of time.  
Technivara would benefit from using the CFS to monitor financial performance  as it can support short term planning (Krishnan, 2024). This will allow Technivara to invest in new systems as it goes through periods of growth.   Technivara must be aware that the CFS is different to profit gained. It can often create false perceptions of an organisations health. Technivara may be profitable  but have a poor cash flow, due to loans etc. (HSBC, 2025)
Technivara can also use a CFS to analyse how different business activities generate income, and which will require further investment.  Supporting the need for new digital systems and reduced investment in less important areas (Stobierski, 2020). 
Malik (2025), outlines that a positive cash flow statement can be used as a good marketing tool when liaising with potential hires and stakeholders. Technivara can use this  tool during periods of growth to reinforce relationships with investors and potential hires. 
However it is also important to realise that there can be  disadvantages to solely using a CFS. There must be an understanding of how Technivara’ s activities generate cash and what that cash is used for (Reilly, 2020).
Technivara could also use staff surveys, such as exit interviews, to measure non-financial performance.   Exit interviews can be a valuable tool to Technivara as they provide information and lessons learnt regarding why employees choose to move on. (Culture Amp, 2023). CIPD (2023), provides evidence that 31% of organisations asked stated that employee retention was the most significant non-financial metrics to measure. 
Analysing exit interviews  can be beneficial, they will provide an insight into Technivara alignment to their strategy (Pace, V. & Kisamore, J., 2017).  However, it is important to remember that during the interview, personal guards might be lower than usual and emotional opinions may be given. (Culture Amp, 2023). 
Technivara must demonstrate caution when interpreting the information given.  A rational approach is needed (Quantum Workplace, 2026). 
 
Q7. (AC 3.2)
People practices can add value to an Technivara through a variety of ways.  
Hults (2011), supports that the value added by a HR team has little to do with what is traditionally classed as a core HR task such as payroll etc.  The execution of work and support given by HR teams throughout an organisation, allows them to achieve its strategic objectives  (Holley, 2024).
The creation of clear people processes such as training policies and procedures can add value through demonstrating commitment to better organisational governance. Good governance will enable Technivara to build a more sustainable organisation, through insights around how best to invest in their people, improving organisational performance and effectiveness through an upskilled workforce, (Burke, No date) (GGI, 2021). 
As experts in people management, using people expertise alongside project management skills the People team can manage relations, performance and motivation.  Technivara can ensure value is added by addressing concerns more efficiently, providing support during periods of change which will improve the success of strategic planning and implementation (SCW NHS, 2023).
During this time of growth, the people team at Technivara can add value by supporting with recruitment and workforce planning.  Involved at every stage of the employee lifecycle, the people team can advise on staff retention and talent management, which would ensure that Technivara are able to meet its strategic objectives. (CIPD, 2022a)
A method used to measure the impact of people practices is the measurement of set HR key performance indicators (KPI’s) and metrics.   The monitoring and reporting of KPI’s such as compliance with Mandatory and Statutory training, or Training and development programmes will allow Technivara to measure the impact on the individuals performance.  In theory, better performance metrics reflect that Sue and her team have been successful in implementing effective training, development and motivation, (HR Support Desk, 2024)
Another method that can be used could be strategic workforce planning.  
Sue and the HR Team  would be able to measure the effectiveness of Technivara in a number of areas of recruitment such as retaining talented staff. HR Support Desk (2024) outlines that if Technivara’s management strategies are effective, then turnover rates should fall.  Sue and the HR Team can put practices into place to understand why staff are leaving and implement positive changes required to maintain staffing levels during periods of growth. 
Stacy Williams (CIPD Membership 91972386) 
CIPD Level 5 Evidence Based Practice - Cohort 12A
The analysis of staff turnover and retention, can also include succession planning for business continuity. This will be vital for Technivara as it will ensure seamless transition of staff and protect them from unexpected departures which could be detrimental during periods of growth (Lattimer, 2019).



Q8. (AC 2.1)
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Q9. (AC 2.2)
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Q10. (AC 2.3)
Facilitation 
The data reflects overall positive feedback regarding the course facilitator. Specifically, 76% of staff noted that clear objectives were set at the beginning of the course. However, a significant majority (88%) reported that the learning outcomes had not been achieved by the end of the session.
All participants agreed resources provided were of good quality, with no negative scores in this area.
More than half of the staff agreed that the facilitator was knowledgeable about the topic and translated that knowledge into clear explanations. Nevertheless, 21% of staff were unclear on certain topics during the training. This suggests that further analysis is needed to determine whether the lack of clarity is due to the content the delivery. It also raises questions about whether the correct staff groups were present, or if the training may have been delivered to an inappropriate cohort.
Engagement with the facilitator during the session emerged as an area for improvement. 76% indicated they were unable to engage with meaningful questions or answers. In addition, 19% neither agreed nor disagreed, suggesting low levels of contribution. Technivara need to investigate the reasons behind this, as potential factors may include poor understanding of the content or concerns about being criticised or judged for speaking up.
Learning Content 
54% of staff indicated that their learning objectives were not met. This finding aligns with data outlining learning preferences were not considered in advance, suggesting limited effort in understanding learners’ needs beforehand.
The data further reveals that most staff were unsure how the course related to their performance targets, and they felt unable to link the learning back to their roles.
It remains unclear whether these issues are from lack of understanding of staff roles and responsibilities by the L&D Team or from insufficient knowledge of Technivara’s strategic organisational goals.
52% of staff responded that they were not sure not to employ knowledge into practice.  Reinforcing the question of whether the appropriate cohort attended the training. Technivara must determine whether staff are unable to apply the knowledge due to its lack of relevance to their roles, or if the training does not successfully facilitate the transfer of knowledge into practical skills. 

Summary 
The top four areas for improvement highlighted by the results are: enhancing engagement and Q&A, clarifying how learning outcomes can be achieved, improving the relevance of learning to individual roles, and strengthening the link between learning and organisational performance.
The main strengths identified include the facilitator’s knowledge and the clarity of course objectives. Clear explanations provided during the training, and the resources supplied being a high standard.

Recommendations
Learning needs analysis (LNA).  
To improve the alignment between learning and performance, behaviours, and roles within the organisation, it is recommended that Technivara conducts a comprehensive learning needs analysis (LNA). According to CIPD (2025e), an LNA offers a clear and systematic method for identifying performance and knowledge gaps, and for determining the most appropriate ways to support improvement. LNA considers both current and future capability needs, which can then be prioritised in line with Technivara’s organisational strategy.
It is essential to identify who requires training. Given that a large proportion of staff were uncertain about how to apply their new knowledge, a thorough analysis must be carried out to ensure that only the appropriate staff attend each training opportunity. LNA supports this process and also helps to identify teams and individuals who do not require specific training (Learning Everest, 2025).
There are both financial and non-financial benefits to conducting an LNA. Denny (2025) notes that failing to understand learning needs can significantly increase costs, with organisations experiencing 32% higher employee turnover and incurring average recruitment and onboarding expenses of £28,000. On a global scale, this equates to approximately £2.7 million.
From a non-financial perspective, involving staff in the LNA process ensures that they are equipped with the necessary skills to perform their duties, as these are aligned with organisational objectives (Indeed, 2025b). Identifying those who do not require training helps to prevent disengagement and demotivation among staff who might otherwise feel their time has been wasted (Learning Everest, 2025).
CIPD (2025f) highlights that Technivara’s internal learning and development team will be most effective when their work aligns with strategic goals. By using LNA to link individual performance with the organisation’s strategic aims, Technivara can ensure that all training and development activities are fit for purpose and delivered to the most suitable staff.
During this period of workforce growth, LNA will also benefit Technivara by assessing the knowledge of new employees, particularly those with limited experience in the technology and digital sectors. This assessment will cover knowledge of procedures, compliance requirements, and best practices, thus supporting effective performance and productivity (Indeed, 2025b).

Transferring into Practice 
Once the learning needs analysis (LNA) has been completed, it is essential for Technivara to ensure that learning and development activities lead to practical application in the workplace. This approach will support the effective transfer of knowledge into employees’ roles and should be considered a fundamental element of the learning and development process (CIPD, 2022b). In order to achieve this, Technivara should create more opportunities for employees to put their learning into practice, moving beyond theoretical understanding to practical experience (Kauffeld, Decius et al, 2025).
The survey data revealed that while there was positive feedback regarding the clarity of objectives set, it is important that these objectives are directly relevant and connect to the workplace. To facilitate this, Technivara should incorporate real-world examples into training sessions. According to Dublino (2026), the use of real-world scenarios not only improves the transfer of learning but also helps to develop leadership skills. Support from managers and stakeholders is crucial, as their involvement reinforces the learning and encourages its integration into daily work practices.
Training content should be tailored to the specific roles and responsibilities. The content must be clear, well-designed, and directly relevant to the learners’ needs. CIPD HR Inform (No Date) suggests that successful transfer of learning is achieved by understanding the desired outcome. Therefore, Technivara’s learning and development team must have a clear understanding of the rationale behind the training, the objectives it aims to support, and the required changes in performance. This focus should remain at the forefront when designing training materials, which can be used afterwards (Pike, 2012). 
By implementing these recommendations, Technivara can address the main areas for improvement identified in the data. This will help to create a more effective and engaging learning environment that is closely aligned with both the needs of staff and the organisation’s objectives.
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A comparison of vacant positions against those filled in 2024
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Audio technical 

Department 26 6 23.1% 8 30.8% 3 11.5%

Offices and Administration 15 4 26.7% 5 33.3% 5 33.3%

Research and Development 8 1 12.5% 4 50.0% 4 50.0%

Quality control 4 2 50.0% 3 75.0% 3 75.0%

Dispatch  15 4 26.7% 6 40.0% 6 40.0%

Engineering  35 8 22.9% 8 22.9% 3 8.6%

Casting Department  6 3 50.0% 5 83.3% 2 33.3%

Sales & Marketing  12 4 33.3% 3 25.0% 3 25.0%

Human Resources  4 1 25.0% 1 25.0% 1 25.0%

Design  12 3 25.0% 5 41.7% 2 16.7%

Technivara 137 36 26.3% 48 35.0% 32 23.4%

Formula used =sum(c4/b4)

Additional row indicates organisational wide data

Turnover and recruitment take up for Technivara 2024 


