Task 2

Q8 . Table 1 shows Techinvaras turnover and recruitment data for 2024. Sue has asked you to convert the data into percentage form, for each of the departments, to show:



	 
	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
	30.70%
	3
	11.50%

	 
	 
	 
	 
	 
	 
	 
	 

	Offices and Administration
	15
	4
	27%
	5
	19.20%
	5
	33.33%

	 
	 
	 
	 
	 
	 
	 
	 

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

	 
	 
	 
	 
	 
	 
	 
	 

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

	 
	 
	 
	 
	 
	 
	 
	 

	Dispatch 
	15
	4
	26.60%
	6
	40.00%
	6
	40.00%

	 
	 
	 
	 
	 
	 
	 
	 

	Engineering 
	35
	8
	22.80%
	8
	22.85%
	3
	8.57%

	 
	 
	 
	 
	 
	 
	 
	 

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

	 
	 
	 
	 
	 
	 
	 
	 

	Sales & Marketing 
	12
	4
	33.30%
	3
	25.00%
	3
	25.00%

	 
	 
	 
	 
	 
	 
	 
	 

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

	 
	 
	 
	 
	 
	 
	 
	 

	Design 
	12
	3
	25.00%
	5
	41.66%
	2
	16.60%











Q9. When you have completed Table 1, present your findings using a minimum of three different types of diagrammatical forms. (AC 2.2)

· Leavers as a % of the total number of employees 



The graph shows clear problem areas with Casting and Quality Control standing out as biggest concerns. Both with leaver rates of around 50%meaning half of their workforce has left. This level of turnover suggests there are significant issues in them departments. Sales/Marketing, Dispatch and Office/Administration show elevated turn around of 25-30% indicating instability that could affect customer service and operational flow. Research and development, Engineering, Design and human resources appear more stable. Overall Techinvara faces major retention challenges in several operational departments particular those lined to production and quality. 












· Vacancies as % of the total number of employees



The graph shows significant vacancy challenges across several departments. Quality control and sales and marketing standing out with 70-80% vacancies suggests severe staffing shortages that could disrupt productivity, quality and customer delivery. Research and development, dispatch and design also show elevated vacancy levels with around 30-40% highlighting difficulties in attracting or retaining seats in specialist roles. Areas such as office and administration, engineering, casting and human resources have very low or no vacancies showing greater stability. Overall Techinvara faces recruitment pressures in technical, quality and commercial roles which may impact operation performance if not addressed urgently. 














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


















The chart shows that quality control has the biggest share of filled positions at 24%, research and development at 16% and dispatch at13% meaning these departments rely on larger teams to operate effectively. Engineering makes up only 3%, design with 5% and audio technology with 4% which shows these areas work with much smaller teams and may struggle if workload increases or if someone leaves. Areas like office and administration with 10%, casting with 10%, sales and marketing with 8% and human resources with 8% sitting in the middle. Overall, the challenge is that the large departments carry the biggest operational load while the smaller ones could easily become overstretched because they have fewer people. 





Q10 Table 2 contains evaluation feedback from 42 employees who attended a recent learning and development activity. Sue would like you to review the feedback and identify patterns, themes or trends that might be occurring and make recommendations based on your findings. (AC 2.3)
I have reviewed the feedback from the 24 employees. I think this shows a clear mix of strengths and weaknesses. Employees were very positive about the facilitator noting they were knowledgeable and set clear objectives at the start which aligns with CIPD guidance emphasising the importance of clear delivery and upfront expectations in effective learning design (Stephens and Pettinger, 2005). Many participants felt learning outcomes were not fully achieved and reported limited opportunities for questions or meaningful decisions. The session may have been too content heavy and lacked in active learning methods. (Perkins and Robinson, 2025, King’s College London, n.d; Anon, n.d.).  Another concern is that several employees were unsure whether they could apply what they learned back in their role with some stating it did not link clearly to performance targets. This reflects CIPD findings that learning impact is weaker when training is not clearly connected to job performance or workplace application (Anon, n.d.). Overall, these trends highlight the need for more practical job focused activities, clearer outcomes and stronger links to real life tasks. To improve future sessions Techinvara should incorporate more opportunities for practice and discussion, use real life scenarios and provide follow up tools such as job aids or manage check ins which are recommended approaches for strengthening transfer or learning in the workplace (CIPD, n.d.). These improvements would make the training more engaging, relevant and easier for employees to use in their daily work. 
In addition, running a light learning needs analysis before each programme would make sure content, activities and assessments match tasks and current future skill needs rather than assumptions. For example: - Short conversations with managers and employees to understand key tasks, challenges and what success should look like (Gupta, 2019). For Techinvara that means clearer training priorities, less wasted spend, stronger links to performance goals and easier reporting on what changed as a result. For example: - Setting clear outcomes at the start and checking impact in more meaningful ways, not just using simple smile sheets (Marchington, 2019; warwick.ac.uk, n.d.). Having a dedicated learning and development advisor would make this practical day to day who could coordinate the learning needs analysis with managers, translate findings into job focused outcomes and realistic scenarios, build in more practice and questions and answers during delivery, provide simple job aids and manager check ins after the course to support transfer and then evaluate impact with quick pre/post checks and monthly or 3 monthly follow ups to create a clear line between training, behaviour change and results (Gupta, 2019; thinklegacynew, 2024; Newman, 2025). 
Overall, the feedback shows the basics were strong by the skilled facilitator and had clear objectives, but many felt the outcomes were not achieved, Q+A were limited and they weren’t sure how to use the learning in practice.  A common pattern when programmes focus on delivery rather than transfer to the job (King’s College London, n.d; Anon, n.d.).  To improve this, they could run a light learning needs analysis before each course, quick conversations with managers and employees to confirm priority tasks and what success looks like. This would then mean the outcome activities and checks match real work and they are not assumed. They could make sessions more active and job focused with short interactions every 10-15 minutes, for example: - mini scenarios, coached practice and structured Q+A. This would boost engagement and understanding (King’s College London; warwick.ac.uk, n.d.). The involvement of managers could be introduced to set one role specific goal and hold a brief post course check in as a manager’s support is a proven driver of transfer (CIPD, 2025a; BALDWIN and FORD 1988). They could align the outcome pre and post checks with 30/60-day learners and manager follow up plus a small set of role relevant KPI’s to show behaviour change and results (The, 2025; CIPD, 2025a). To summarise keep what already works but rebalance towards active methods, role fit and follow through so people leave confident and use the skills learned back at work. 

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 	0.23	0.26600000000000001	0.125	0.5	0.26600000000000001	0.22800000000000001	0.5	0.33300000000000002	0.25	0.25	



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 	0.307	0.192	0.5	0.75	0.4	0.22850000000000001	0.83330000000000004	0.25	0.25	0.41660000000000003	



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 	0.115	0.33329999999999999	0.5	0.75	0.4	8.5699999999999998E-2	0.33329999999999999	0.25	0.25	0.16600000000000001	

