Q1. Evaluate the concept of evidence-based practice (EBP) and provide two examples of where Technivara could use it to ensure sound decision-making in people practice. (AC 1.1)
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  (CIPD, 2025a)

EBP helps HR professionals make better decisions using reliable sources to gather information (CIPD, 2025g). Organisations should use optimal resources as it is their “moral obligation” (Barends, Rousseau and Briner, 2014). The six-step EBP process above is a useful map for Technivara to follow. 

Manager decisions have significant influence on employees’ working lives (Barends, Rousseau and Briner, 2014). Often managers will make decisions on ‘autopilot’ (Rousseau and Barends, 2011), particularly in fast paced organisations (Rousseau and Barends, 2011), which is detrimental. Despite many practitioners using evidence to guide their decisions, quality of evidence is ignored leading to substandard decision making (Barends, Rousseau and Briner, 2014). If people practice incorporated wide-ranging resources this could increase strategic success and credibility (Elder and Nikodem, 2023). Therefore, appraising data as per the EBP six step process (CIPD, 2025). HR practitioners can lack a critical thinking mindset which prevents other viewpoints being considered (Rousseau, 2011). Using resources that are reinforced by scientific research and are relevant can help make finer decisions (CIPD, 2025d). Technivara should establish policies by choosing an objective and gathering evidence systematically (CIPD, 2025d), which relating to steps 1 and 2 of the process shown above.

EBP can help Technivara expand the business through recruitment like Network Rail (NW). NW used a mixed-method approach including qualitative and quantitate methods such as performance data, interviews and surveys identifying they needed to address their talent management and external recruitment (CIPD, 2022). Employee feedback told NW the structure was too top-down with a lack of problem solving (CIPD, 2022) NR worked with trade unions to resolve this issue and devised a talent dashboard to keep track of progress, continue career conversations and use innovative external recruitment such as social media Q&A sessions (CIPD, 2022). This improved recruitment from diverse backgrounds (CIPD, 2022); female representation increased to 12% from 3% and BAME representation to 9% from 1% (CIPD, 2022). 

Technivara could use EBP within performance management, like the BBC. Random methods lacking supporting evidence causes ‘performance mismanagement’ (Briner, 2015). Technivara could consult with stakeholders such as senior managers and trade union representatives to gather their ideas (CIPD, 2025e). The BBC’s analysis showed little performance management practice engagement (CIPD, 2025e). Thorough reflection on what improvements could be made to enhance their long-term goals and development was crucial (CIPD, 2025e). Technivara could use organisational data such as Key Performance Indicators or employee focus groups and the use of performance development reviews (CIPD, 2025e) and use scientific literature to investigate (CIPD, 2025e). The BBC utilised an MSc dissertation on the subject to assist (CIPD, 2023e). Ultimately the BBC implemented frequent meetings providing an optimistic approach using webinars (CIPD, 2025e), with the use of EBP allowing leaders to bolster their decisions (CIPD, 2025e). 
 
The required evidence is not always available in EBP, and contemporary management environments frequently change which means scientific research is less applicable than at time of publishing (CEBMA, 2026). It is therefore recommended Technivara critically reflects on any research used (CEBMA, 2026). It can take significant time for staff to develop analytical skills and confirmation bias may exist (CEBMA, 2026), so Technivara should consider this.
 
Q2. Evaluate one appropriate analysis tool and one appropriate analysis method that Technivara might apply to recognise and diagnose issues, challenges, and opportunities. (AC 1.2 
 
One analysis tool is Porter’s Five Forces model. These forces analyse external competitive forces within an industry (Harvard Business Review, no date). For Technivara, threat of new entrants relates to other electrical manufacturers with competitive pricing, and rivalry of existing competitors relates to other existing electrical companies and rivalry exists if there is a slow growth in that industry (Harvard Business Review, no date). UK manufacturing has grappled with cost pressures and reduced order quantities (CBI, 2025) with competitiveness hindered by rising labour costs (CBI, 2025). Porter’s model provides a strategic analysis even in the circumstances that a business does have a profit criterion (Johnson et al., 2008 in Khurram, Hassan and Khurram, 2020), therefore it is accessible. However, it overly focuses on analysis at a macro-level and the ‘bigger picture’ of the industry instead of focusing on the subtleties within the micro level (Grundy, 2006). It emphasises an industry-focused mindset neglecting that industries are more flexible and businesses may fit into multiple industries (Grundy, 2006). It is a standalone theory and does not relate to PESTLE (Grundy, 2006). The term “buyers” is broad and could be split into different categories (Grundy, 2006). The extensive use of economic language can be uninviting for people practitioners; it is irrelevant to the everyday (Grundy, 2006). The model could be adapted to the modern age through incorporating new forces (Khurram, Hassan and Khurram, 2020).

An analysis method is job analysis questionnaires. Google used a data-driven job analysis model allowing it to align strategy employee needs whereby human capital is considered a “vital asset” impacting on the organisation’s performance (Ahmed et al, 2025). Therefore, job satisfaction impacts business performance and determining this can help Technivara discover potential improvements. Google’s model maintained the use of an electronic system to routinely update their job analysis data which can aid in updating job requirements (Ahmed et al, 2025). This removes risk of bias and is upfront and transparent for employees to use (Ahmed et al, 2025). There is however a gender divide in these questionnaires as men may be more likely to overemphasise the importance of their job role (Reilly, 2006). To counteract this, Technivara could engage an analyst to check results (Reilly, 2006). This was used at Derbyshire Constabulary whereby questionnaires were completed following instructions from an analyst who then checked the results and interviewed employees to identify any omissions (Reilly, 2006). However, these questionnaires can be costly and demands extensive resources with the average costing $100,000 in the US (Waters, Mironova and Stobinski, 2017). Nonetheless, the benefits of it in terms of Return on Investment (ROI) makes it worthwhile (Waters, Mironova and Stobinski, 2017). 
 
Q3. Explain the main principles of critical thinking including how these might apply to your own and others’ ideas to assist objective and rational debate at Technivara (AC 1.3)
 
Critical thinking involves analysing information given and consistently examining the premise of the argument (CIPD, 2023). It involves coming to conclusions based on different notions (CIPD, 2019). This is considerably more relevant in today’s workplaces whereby AI can do administrative tasks leaving people to work on decision making tasks (CIPD, 2019). However, it has been recognised the increasing predominance of AI within workplaces is reducing core thinking skills in employees and a focus now will be on intrinsically ‘human’ skills (Colletta, 2026). 

PwC is counteracting this by promoting critical thinking skills via coaching and training with the aim of ensuring employees are “engaged and accountable” (Colletta, 2026). This helps employees critique the data used in AI (Colletta, 2026). Technivara can adopt this.Critical thinking counteracts the notion of autocracy within management culture where the lack of critical thinking often sabotages efficiency (Ivanova, 2019). Critical thinking instead promotes honesty and learning from mistakes which enables better decision making (Ivanova, 2019). 

To think critically, it should be evaluated what has been said or documented (Ricci, 2014). In doing so, one should consider their unique thoughts and opinions (Ricci, 2014). ‘Structured thinking’ plays a part in critical thinking whereby it is most important for critical thinking is to ensure we think in a certain organised way than the method in which we choose to do this (Haber, 2020). Haber also posits there are ‘deductive and inductive reasoning[s]’ (Haber, 2020, p28). The former focuses on validity and the latter involves strengths and weaknesses (Haber, 2020). The individual can then consider questions based on this information so clarification can be provided (Ricci, 2014). A Socratic method can be used whereby claims made by someone can be interrogated to decipher if there are any irregularities within these claims (Ricci, 2014). Within Technivara, all staff should be encouraged to exercise critical thinking through consistently critiquing what they are consuming (Ricci, 2014). Ricci stresses that critical thinking is a learned skill that develops over time, so by utilising training, the organisation can adopt this is a habit. In doing so, organisational strategies will be even more effective (Ricci, 2014). Overall, Technivara should think objectively about information and continually analyse information before making decisions, to reach the best outcome. 

Q4. Explain two decision-making processes that Technivara could apply to ensure that effective outcomes are achieved. (AC 1.4) 

Technivara could adopt a rational approach, whereby decision making includes steps to increase the likelihood of reaching an outcome (Buchanan and Huczynski, 2023), and include scientific reasoning (Buchanan and Huczynski, 2023). Rational decisions contrast with intuition utilising objective understanding and reasoning (Adam, Kuchta and Stankek, 2022) and usually consider the option with the most benefit and the least amount of loss (Adam, Kuchta and Stankek, 2022). It is most suited in straightforward and structured circumstances (Adam, Kuchta and Stankek, 2022). Therefore, its effectiveness is reduced in situations with nuance like employee wellbeing whereby approaches may need to vary (McPeck, 2024). Kepner and Tregnoe’s model is a rational approach; it is most suited in scenarios where forthright and uncomplicated methods are appropriate as it neglects creativity (CMI, 2015). It involves devising a criterion of ‘want’ and ‘must’ (Oosthuizen, 2014) the former being less important and the latter being integral (Oosthuizen, 2014). This is a quantitative method, and the highest weighted score indicates the optimal approach (Oosthuizen, 2014). 

This method can be time consuming and the information might be difficult to obtain so could prove ineffective (CMI, 2015). Its rigidness neglects past experiences and rejects intuition (CMI, 2015), which some managers may wish to include along with their EBP. Though the rational approach can stop managers from becoming preoccupied with their emotional reactions (CMI, 2015), rational approaches often do not align with everyone which is why 70 - 80% of ideas do not materialise (Roebuck, 2017).

In De Bono’s ‘six thinking hat’ method, each person in a group gives their unique perspective which provides superior results as everyone has their say (Patre, 2016). The knowledge and perspective of everyone is utilised (De Bono, 2000). This method was used by the NHS in The Black Country Health Review whereby 500 people including managers, medical and administrative staff and other stakeholders such as patients and community members took part (NHS, 2017). The green ‘hat’ was used to produce multiple unsystematic ideas and then partakers each had a ‘hat’ to review their ideas (NHS, 2017). The black ‘hat’ reviewed disadvantages and the yellow determined positives (NHS, 2017). This process allowed participants to think differently than usual and created ideas that impacted on strategy rather than merely remaining as ideas (NHS, 2017). This method is beneficial as it focuses on looking at the positive outcomes of a situation and accelerates the decision-making process with meeting lengths almost halved (Patre, 2016). Moreover, it can used remotely online should not everyone can attend in-person at Technivara (Pearson, 2019). 


Q5. Assess two different ethical perspectives including how these could be used at Technivara to inform and influence decision-making. (AC 1.5)
  
Utilitarianism incorporates decision making that aims to produce positive outcomes and the least amount of harm (Schumann, 2001). It posits an action or law only works if a positive or preferably best possible outcome happens from an action or law (Klikauer 2014). This being the “happiness principle” which contrasts with Human Resource Management (HRM) because HRM favours organisational performance rather than the greatest good for the highest number of people (Klikauer 2014). Technivara could do a 'cost benefit analysis’ of the required use of Learning and Development tools (Winstanley and Woodhall, 2000), or through understanding how automated systems can add value through supporting strategic decisions through reducing costs of organising information (Boudreau, 1990). A cost benefit analysis would be a quantitative method to analyse data (Boudreau, 1990). However, the ‘utility’ element of the Utilitarian theory overrules so an employee’s right to privacy is most important (Winstanley and Woodhall, 2000). 

Utilitarianism promotes wellbeing, with corporate capabilities only being worthwhile if they encourage wellbeing (CIPD, 2015 p 25). Technivara could incorporate a wellbeing programme and develop a “burnout assessment” which can promote a good working life and provide organisational results in the modern age (De Beer and Schaufeli, 2024). 

Deontological theory stresses the significance of following rules no matter the situation (Naithani and Goyal, 2022), because it is what should be done and it is the most ethically correct action to take (Olanipekun and Jayeoba, 2022). It is positive in the sense that all decisions will largely remain the same (Olanipekun and Jayeoba, 2022), which provides predictability. An example of where deontology may be utilised at Technivara is by ensuring that employee data and privacy is upheld in line with GDPR rules when introducing a new HR system to maximise workforce efficiency and gain employee consent for data to be used (Naithani and Goyal, 2022). This is despite this being a time-consuming process (Naithani and Goyal, 2022). 

Acting with good will is integral to operating under a Kantian philosophy therefore having virtuous and good intentions is most important (Reynolds and Dang, 2012). Therefore, making decisions with the best intentions is important, but managers having authenticity provides a favourable culture (Reynolds and Dang, 2012). Following rules and regulations is a way of ensuring that good will is met in situations where it may prove difficult and reduces the risk of making decisions without having morals in mind (Reynolds and Dang, 2012), following The Categorical Imperative. Kantian HR however is deemed outdated and impractical. Instead, ‘Stakeholding’ could be used whereby employees are given a say in management decisions via the use of consultation methods (Winstanley and Woodhall, 2000). 

Multiple ethical frameworks have relevance to HRM, and the key focus should be on “academic debate, academic research and professional HR practice” (Winstanley and Woodhall, 2000) with a humanistic approach taken instead (Winstanley and Woodhall, 2000). Continued use of performance and evaluation should be criticised (Winstanley and Woodhall, 2000) because of the constant monitoring of employees (Winstanley and Woodhall, 2000).
 
 Q6. Appraise two different ways that Technivara could measure financial and non-financial performance, providing one example of each. (AC 3.1)
 
Technivara could measure performance through using Financial ‘Key Performance Indicators’ (KPI’s). KPI’s will allow Technivara to measure and analyse the financial robustness of the company (Stobierski, 2020). It would be important that Technivara produces reports and distributes them regularly such as weekly or monthly to the wider company so managers can keep track of performance (Stobierski, 2020). This will allow managers to adapt their goals based on the capabilities of the company (Stobierski, 2020). It will help Technivara to see whether they are on track to reach their organisational objectives and goals (Bhatti, Awan and Razaq, 2013). By using Parmenter’s methods such as cost of goods sold divided by sales or cash flows, this can pinpoint financial success (Bhatti, Awan and Razaq, 2013). It will be integral that Technivara’s KPI’s are easily understandable by everyone and can be easily observed (Hey, 2017). Technivara should also assign one person as being the singular owner of the KPI and this should be someone who has the most control over the KPI and who can use the data most effectively to determine targets (Hey, 2017). 
 
Customer satisfaction also measures performance. There are four main ways to analyse customer satisfaction. These are their general satisfaction, perception from customers, loyalty of customers and how likely customers are to recommend the service or product (Prudence, 2023). By looking at customer satisfaction data, Technivara can understand the needs of their customers and discover ways of improving services to increase likelihood of customer loyalty (Prudence, 2023). Customer satisfaction surveys help to learn the views and perspectives on products and the company (Prudence, 2023). A customer satisfaction score can help determine the overall satisfaction by rating on a scale (Prudence, 2023). This data is beneficial as there is a significant relationship between higher customer satisfaction scores and company revenue (Williams and Naumann, 2011). Indeed, if Technivara has a high satisfaction level, this would result in a sped-up cash flow and reduced financial risks that are linked to these (Williams and Naumann, 2011). Customer satisfaction is an aspect that many organisations do not fully appreciate the significance of (van der Wiele and Hesselink, 2002) with Bell recognising that ‘lip service’ is often favoured over customer service (Bell 1990 in (van der Wiele and Hesselink, 2002). There is also an issue with organisations delaying their measurements of customer satisfaction so there is a gap between this and profitability measurements (van der Wiele and Hesselink, 2002).

Q7. Explain how people practices could add value at Technivara and identify two methods that might be used to measure the impact of these people practices. (AC 3.2)
 
Value can be created by people practices and varies depending on each stakeholder for example if there have been higher earnings or a higher ROI for shareholders (Taylor and Woodhams, 2022).

ROI

ROI is a calculation used to determine the amount of profit made from an investment that a business has made (Stobierski, 2020). It can help managers understand their team’s performance (Stobierski, 2020). Positively, it is a straightforward process, and practitioners need not have a financial background to use it (Stobierski, 2020). The formula to follow is net profit divided by the cost of investment and multiplied by 100 (Stobierski, 2020). ROI can be used to demonstrate the effectiveness of HR programmes, and it can be useful as it can outline that a performance measure was improved based on a HR incentive introduced (Phillips and Phillips, 2017). One example is when introducing a working from home incentive, productivity data per month increased (Phillips and Phillips, 2017).

It is important for a successful ROI evaluation to have ‘purpose, feasibility and objectives’ (Philips, 2005). If Technivara were to evaluate the ROI for Learning and Development (L&D), the goal could be to see if the initiative was successful and for promotion of future training initiatives (Philips, 2005). Analysing feasibility will include whether Technivara has enough measures in place to analyse (Philips, 2005). Technivara would need to collect both hard data such as time and quality and soft data such as job satisfaction (Philips, 2005). 

Absence data

The Bradford factor measures absence episodes and identifies continued short term absence trends (CIPD, 2025b). The number of episodes is then squared and multiplied by the number of absent days to give a score (CIPD, 2025b). Absence data can help Technivara have a greater comprehension of the causes of certain behaviours and attendance (CIPD, 2025c). Homeworking can increase productivity and lower sickness absence trends (CIPD, 2025c). This tool is helpful in organisations where most staff work shifts or on rotas whereby frequent short-term absences can be disruptive and perhaps even more so than occasional long-term absences (Seccombe, 1995), as people are needed for cover (King, 2023). Generally, employees who are content with their role will take less time off work. Absence patterns can highlight if there are any underlying issues like stress or emotional detachment (Hayes, 2025). Analysing reasons for absence can help Technivara determine if policies need to be updated i.e. if greater flexibility is needed (Dale, 2019) Moreover, Technivara could determine the total cost absences have to the business to understand what could counteract it (Dale, 2019). 

This tool can disfavour employees who have health issues and disabilities (CIPD, 2025b). Technivara should follow the Equality Act 2010 to ensure that their procedures are adapted for employees with disabilities (CIPD, 2025b). Especially as long-term health conditions can cause higher short-term absences (CIPD, 2025b). Positively however, the method can help Technivara determine if wellbeing programmes and clearer policies could reduce absences. Technivara could take a proactive approach like Melin Homes, whereby management training on policies, requirement for fit notes and training on stress awareness (CIPD, 2023), reduced absences.







































 Q8. Table 1 shows Technivara's turnover and recruitment data for 2024. Sue has asked you to convert the data into percentage form, for each of the departments, to show:
 
·       leavers as a % of the total number of employees 
·       vacancies as % of the total number of employees
·       positions filled as a % of the total number of employees (AC 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
	31%
	3
	12%
	

	Offices and Administration
	15
	4
	15%
	5
	19%
	5
	19%
	

	Research and Development
	8
	1
	4%
	4
	15%
	4
	15%
	

	Quality control
	4
	2
	8%
	3
	12%
	3
	12%
	

	Dispatch 
	15
	4
	15%
	6
	23%
	6
	23%
	

	Engineering 
	35
	8
	31%
	8
	31%
	3
	12%
	

	Casting Department 
	6
	3
	12%
	5
	19%
	2
	8%
	

	Sales & Marketing 
	12
	4
	15%
	3
	12%
	3
	12%
	

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

	Design 
	12
	3
	12%
	5
	19%
	2
	8%
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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)

The right L&D strategy at a business is integral as training should help employees and teams develop skills which in turn promotes higher performance and contributes to overall business strategy (CIPD, 2025h). In today’s working environment, it is important that training is adaptable to everchanging business strategy (CIPD, 2025h). Technivara have used a survey approach to collect data regarding opinions on their taught classroom-style training. 

Table 2 shows that generally, employees found the person who carried out the training to be knowledgeable on the subject and topics; 13 employees strongly agreed with the statement and 26 agreed. Employees thought clear explanations were given to them regarding what the topics were; 5 people strongly believed that clear explanations were provided, with most people (28) agreeing with the statement. Another positive aspect is that the resources used were of a good quality. Most employees (36) agreed that the resources were good, and 6 were not sure. Using good quality resources is important, as per the six step EBP process (CIPD, 2025a). Less favourably, despite many employees strongly agreeing that their learning preferences were considered prior to the learning activity, 18 ‘weren’t sure’ and 14 employees disagreed. 

27 employees did not think that they were able to engage with meaningful questioning which is an important aspect to analyse It suggests that there was a lack of interaction within the training. There is a tendency for workplace training to take the format like a school learning environment which will not be favoured by many therefore emphasising the importance of conversations and openness for discussions with more of an informal structure (Cole, 2024). 

Interaction is integral to learning as such features create a higher quality learning experience so the focus should be on enhancing the learning experience (CIPD, 2021). This should be easier in-person however studies show that this is possible virtually as the Co-op Group did this by creating a ‘learning management system’ (LMS) (CIPD, 2021b) which provided an easy collaboration between HR and learning which meant training could be tracked and accessible to everyone (CIPD, 2021b). A learning management system would help Technivara keep track of their training courses and their delivery (Hadlow, 2024). Costs of an LMS can vary and it depends on numbers of users and amount of training resources (Hadlow, 2024). There are some free providers or products by Access which range between £7-£60 per user per year (Hadlow, 2024), so it could be cost effective and easy to use. 

Utilising technology could be a useful way of addressing learner-needs. Technivara wishes to be a forward-thinking workplace; increasingly technology use will help achieve this. There has been a large shift in learning demands due to increased technology in society (Wilson, 2024). This is reflected in Technivara’s survey results as learning preferences were not considered prior to the training. Perhaps learners would have benefited from an interactive learning environment and one that aligns with the technical needs of the modern learner. Technology can provide an interactive learning setting for employees with Volkswagen utilising virtual reality to not only help with car manufacturing training such as assembly of vehicles but how to deal with customer scenarios (Wilson, 2024). Technivara could therefore utilise such technologies due to their manufacturing nature, to help train staff on electronics production and customer service skills. The CIPD’s 2023 Learning at Work survey unearthed a decline in face-to-face learning and a major increase in the integration of technology (CIPD, 2023), though less of an uptake of virtual reality (CIPD, 2023). Technivara could leverage this and be innovative by utilising such technologies. Particularly as it has been found that virtual training can be completed four times faster than in-person (PwC, 2020a). In terms of costs, a unique course can cost 47% more than an in-person course (PwC, 2020b). However, when looking at ROI, virtual reality training uses less time than both in-person training and online learning (PwC, 2020b). Upskilling of some employees may be required as 27% of employees lack digital skills (CIPD, 2021c). Costs and skills will need to be considered, however if training can be expedited yet still be effective, it could benefit Technivara profoundly.

Technivara have used only one method of teaching. Using multiple training methods is more impactful and helps retain information (Raistrick, 2024).Technivara should follow the “FACTS” process (CIPD, 2021); the training should be flexible accessible, collaborative, tailored and should better employee’s knowledge (CIPD, 2021). It will be for managers to try and implement learning and development into the everyday working practices with a larger responsibility for managers (CIPD, 2025f). For example, they can identify the training needs of employees which can be communicated to the L&D team (CIPD, 2025f). Whilst online and VR training will be effective for softer skills and some manual elements, there of course will still need to be physical manual training regarding making electronic components.  Technivara will need to follow Health and Safety Executive guidance on safely working with electrics at work (HSE, 2012), and manual handling training is required for handling heavy loads (HSE, 2025). Practical work is required so that a trainer can ensure the trainee is being safe (HSE, 2025). Costs can be approximately £175 per person (CE Safety, 2026) which is worthwhile. 

Evidence based decisions should be made to inform plans regarding the format and presentation of learning and Technivara can do this by using evidence from the beginning of the decision-making process (CIPD, 2021). Technivara should consult with key stakeholders and focus on both qualitative and quantitative evidence (CIPD, 2021). Technivara are currently working with solely quantitative data in the form of this questionnaire for their L&D strategy, so to incorporate multiple methods would be beneficial. They could speak with employees and determine through words what they learnt from the teaching which will provide a better understanding (CIPD, 2021). Anecdotal evidence is a powerful tool as it can provide a story of what is going on (CIPD, 2021). Technivara in the future could produce a learning needs analysis to determine what exact training is needed at every level which will promote higher performance (CIPD, 2025i). Technivara will need to establish their current and future learning needs by consulting with various stakeholders and can use a vast array of data collection tools such as interviews, questionnaires and business documentation (CIPD, 2025i). AI could be incorporated to assist with research though it will need to be ensured that confidentially is upheld (CIPD, 2025i). From this data collection, personal development plans and overall training cans be produced (CIPD, 2025i). Gaps in performance can indicate where further training is needed (CIPD, 2025i).
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