(AC 1.1)
Evidence-based practice involves utilising the “best available” data and critical judgment (CIPD, 2015) to inform decisions that benefit both the company and its employees. According to the CIPD, the places that the data should come from are scientific literature, such as peer-reviewed journals, from different areas, including Human Resources and psychology, regarding the changes that Technivara need to make. This is useful because it will give examples of general ideas that have worked on other situations, but with understanding of Technivara. 
According to Schneider and Barbera (2014), Data from the organisation, such as like the turnover rate or the number of sales. CIPD (2025b). the information will only give a small picture of what is happening within an organisation, and so external data will be required. 
A third source is from a Person practitioner. By using the knowledge and experience of Sue Young to understand the trends within the company. This is useful if the People Practitioner has experience and can then give informed advice and read the data with experience and Previous knowledge.
The Fourth source of data is the thoughts and concerns of the Stakeholders of Technivara (CIPD (2025b). Within Technivara, the stakeholders would include Bill Swanky, as the founder, and the employees who work for the company. This gives the perspective of what the priorities of the business are, and it will also help us to understand what the needs are from inside the company. (Hamieddine et al., 2024)
The data can help support and make decisions for Sue Young to improve the way that the company is able to make decisions to modernise and expand the business. 
Sue can use the CIPD’s six steps system to see what data Technivara already has and use it to support her process. (CIPD, 2025a). By identifying the questions that need to ask to improve the company, Sue can then gather the evidence that she will need from the sources above to make her case as to what others have done in similar situations. While this is useful, there may be situations wherein there is a limited amount, or contradicting evidence, the discretion of the People Practitioner should follow, as the evidence should be both consistent and objective, to be as useful as possible. By assessing the data and finding the best evidence to use, combining to gain a “balanced view” (CIPD, 2025a), it is important to rely on diverse types of evidence, as this may become biased. 
The fifth step is to use the information to create a comprehensive plan and implement it. The importance of using an evidence-based practice, for Technivara, is that it will make the decision-making process a clearer and fairer system (CIPD, 2025a). It also allows for the process and decisions to defended and scrutinized. 
(AC 1.2)
We can identify issues by using an analysis tool such as a PESTLE analysis or a SWOT analysis. the benefits of using an analysis tool are that they allow a business to understand and analyse where it needs to improve or future-proof the business (CIPD, 2025b). Within Technivara, using the PESTLE to diagnose the issues they have and why they need to modernise. Another tool to consider is SWOT analysis. This is a Tool that would allow the company to consider, in basic terms, the strengths and weaknesses of the company. 
A PESTLE would include looking at six different areas of external factors, these are Political, Economic, Social, Technological, Legal and Environmental. (Shaw (2021). By using this tool, it will allow Bill and Sue to have a better view of the overall business environment and thus be able to make decisions that will modernise Technivara, based on the external factors and the relevant data. Other benefits of using a PESTLE analysis include that it is a simple model that to done cheaply, as it does not require any extra money to undertake it. Another benefit is that it will allow Technivara to find any issues to take advantage of and improve the business (CIPD, 2025b). 
The disadvantages of a PESTLE are that, as it is a simple tool, Sue may not be able to collect enough Data to make insightful decisions, and as it is based on Judgements, the outcomes may not be as predicted (CIPD, 2025b).

The method of People Analytics is using data to make better decisions and can be the basis for decision making, as it uses data on Employees to make better decisions, for example, the retention of employees. CIPD (2025d).
 Collecting data from employees allows Sue to use the data as evidence when presenting her report. Sue should use three types of analytics to make her decision, as using these will allow her to come to a better conclusion of how the data collected is able to support the expansion of Technivara. This would include using Descriptive analytics to see what is happening now in the company. CIPD (2025d). 
Sue will understand where there are issues within the company, Thud Sue can use the Data to predict what the trends are going to be. This is useful as it will allow the board and the practice team to put plans in place to circumvent the trends that are damaging to the company, such as a high turnover rate (McIver, Lengnick-Hall, and Lengnick-Hall, 2018). It is important to look at the data once changes are in place to see if there has been progress. 

(AC 1.3)

According to Howlett and Coburn (2019), the definition of Critical thinking is “the ability to think clearly and reflect objectively on others’ ideas, opinions, and arguments.” This suggests that when thinking critically, it is important not to let our own biases control how we make decisions, and by considering what others will have their own subconscious biases. 

Critical thinking within the People Practice is important because it allows people to have a way to think without Bias and be able to reflect and listen without Judgment on what others have said, Howlett and Coburn (2019). This is important as it allows the decisions made by People Practitioners to be fair and impartial, based on the evidence rather than personal beliefs. As Practitioners we should be aware of how emotions and subjective experiences can affect our judgments, (Hanscomb (2023). If we are aware of these thoughts, we can mitigate the psychological dangers they can pose to critical thinking. 
Hanscomb (2023) then argues that our emotions can be helpful to critical thinking, as to find and observe different things from the evidence. The importance of having the best evidence available is a way to ensure that critical thinking with all available information as possible.
 As a people Practitioner being able to scrutinise evidence and data is key, as decisions should be made with all possible information, including that of the other side's argument, as this would allow for the people practitioner to be more prepared to respond to the arguments of the other side, Hanscomb (2023). 
Using Critical thinking important when looking at written data, as it understood if the data has other sources or have reviewed Correctly (Machete and Turpin, 2020). 
When focusing on critical thinking, working with a group can then provide benefits to the process by allowing a person to have their argument critiqued by others in the group, thus checking the quality and strength of the argument. (Coburn & Howlett, 2019) The source also suggests that it is useful to have another Professional proofread or listen to any arguments, so that they can spot any mistakes or weak points in an argument, and in instances, support in making your argument stronger. 
However, within the podcast, the common errors that happen when having a discussion involve critical thinking. This included using personal information to attack the other contributors, as this took the discussion away from impartial evidence. 

(AC 1.4)
The decision‑making process allows People Practitioners to look at different outcomes for problems and choose the best decision for the business and implement it. (CMI, 2020). Technivara could use the Kepner and Tregoe model, a structured method for looking at problems and decision, that can be made (CMI, 2015).
This model has four stages. Stage one is that Techniviara would choose the decision to be made, explaining the problems Technivara need to look at. Writing this down provides evidence of previous decisions and what was decided, for others looking at the decision-making process (CMI, 2015).
The second area is problem analysis, where Sue Young would find the root cause by asking questions such as “How and why did it happen?” This allows for cause‑and‑effect thinking and help create the best decision (Markopoulos et al., 2022).
The third section looks at different solutions following Technivara’s needs for improvement. There are musts that are the main requirements; any option that does not follow the musts, should be taken out of the process (CMI, 2015) Wants, on the other hand are needed but not essential aspects and should be scored to compare them to each other. Each decision should be looked at and decided on by weighing up Pros and Cons, individually. 
The Last stage looks at Stopping future issues by identifying problems before they become problems (Markopoulos et al., 2022). Using this model, Technivara can find and use the most useful and supported decision to improve the Business.

A second process that can used is the de Bono Six Thinking Hats. This is a theory that allows the people in the practice team to look at problems from Different perspectives, as the “hats” are changed, so is the thought process. The De Bono Group (2019). 
The white “hat,” focuses on the facts of the problem that need to be solved, and collects the needed data. The red “hat” focuses on the emotions and feelings, including the likes and dislikes, (The De Bono Group (2019). 
Using the black hat, Sue Young will be able to use judgment and find the weaknesses within any ideas so that there are no downsides to any suggested decisions. The Opposite is the yellow hat is used to find the benefits and what are the opportunities to be gained from the decision. Thus, balancing out the Black Hat.
 Following this, using Green Hat thinking is creative and different thinking, looking at the alternatives, which would involve looking at other possibilities, and looking at new perceptions (The De Bono Group, 2019). The Blue Hat is managing the whole process and ensuring that the whole process is followed correctly, and then also summarising the whole process. 

(AC 1.5)
Ethics can have a large impact on the decision-making process as they are the “underwater” aspects of a person’s personality that cannot be seen, unlike the behaviours that they show. (Taylor and Woodhams 2022), using different ethical perspectives, can allow a person practitioner to see how to create the best solution, for different groups or different needs. 
The ethical perspective of utilitarianism is useful as it is based on the works of Jeremy Bentham and John Stewert Mill. That is focused on the greatest happiness for the greatest number of people (Duignan and West, 2025). This also suggests that we do the least amount of harm to the least amount of people. 
This is useful within people’s practice as it can support Technivara within their policy creation, so that it is beneficial for as many staff members as possible. (Clark, 2015). This can be beneficial for the retention of their staff if they feel like they are protected and supported by their policies. 
One of the benefits of using a utilitarian ethical theory is that it is based on fairness and is simple to understand (Gustafson, 2013). This makes it easy for Technivara to implement this form of thinking to support the retention of its staff. 
All people practitioners will have their own ideas, of what is best for most of the employees and so this needs to be considered when looking at Utilitarianism (Marques, 2015)

A second ethical perspective that can be used by Technivara is deontology. This theory was created by Emmanuel Kant (Britannica, 2025), which focuses on following rules and focuses on the behaviour rather than the consequences of their behaviour. 
As this is an “individualistic” theory, the duties that the business has have more weight to them than the benefits that would come from decisions (Taylor and Woodhams, 2022). it suggests that everything would be fair for all staff within the whole organisation, as all rules should apply to everyone, no matter what the reasoning or consequences there would be. 
Using deontology can mean that the protection of the moral rights of their workforce (Pembi and Ali, 2024), and so if becoming less paper-based would mean that there would be layoffs, then it should not be done. Benefits of using deontological ethics are that there is clear guidance on what should be done in situations, and that policy and moral rules should be followed in each situation. (Boselie, 2024). 
A weakness of using deontology is that it is so rigid that it does not allow for there to be any mitigating circumstances to change the way that policy is implemented. (Boselie, 2024)

(AC 3.1)
The two different ways that Technivara can measure its progress are through Quantitative and Qualitative Data. Quantitative data focuses on the data that can be measured in a numerical form. (CIPD, 2022). This would include looking at the ways in which the business can improve and support its growth. The benefit of using quantitative data analysis is that once the data has been collected, it can be assessed, and decisions can be made based on the data quickly. (Choy, 2014) 
This is useful for Technivia as the data can be used to see if they have improved from using the new modern techniques that Sue can implement. A second benefit of using quantitative data is that it can be scaled up and be used across the whole organisation, and then reevaluated quickly, to check on growth throughout the year (Lim, 2024). This is useful as it can allow continuous form performance management. 
 the negatives of using Quantitative data are that for it to be fully effective, there needs to be a large sample size to gain a full picture of what is happening within the company. (Lim, 2024). As the data only focuses on the numbers of the business its does not provide an “in-depth” look into the problems and so can make it more difficult to make decisions that will positively affect the employees (Lim, 2024).
 An example of Quantitative Data would be to measure the Gross Profit that has been taken each month. (Gibson, 2023), This is useful to have quantitative data, as it is easy to see with numbers if there has been an improvement over a stated time. 

The use of Qualitative data is based on words and what is being said by staff. (Taylor and Woodhams, 2022). This would be data that will focus on more in-depth knowledge, based on why a situation is happening rather than just the raw numerical data. Qualitative data is important for Techniviara as it will allow the company to see how its employees are feeling and support them by asking meaningful questions (Agius, 2018). The benefits of using qualitative data collection are that there can be a broader amount of data that can be collected, as it is based on the opinions of staff. (Choy, 2014). This is important because it can also allow managers to find out about any other issues that are affecting the staff. However, some of the negatives involved with using qualitative data are that it comes from employees’ opinions and so will not be an objective view of what is happening within an organisation (Mwita, 2022). An example of Qualitative data would be an open-ended survey, as this would allow employees to air their feelings regarding the company. 


(AC 3.2)
The concept of adding value to a business through people practice is useful because it can improve Technivara’s performance through supporting their employees, and future-proof the business. Taylor and Woodhams (2022).
Adding value through people’s practice suggests that there should be a focus on the employees as they are an asset to the organisation and support the enhancement of the business. According to the research of (Burke, 2022), value for a company is created through the skills and Knowledge of the employees and therefore, the employees should be supported by efficient people management practices. It is also argued that practitioners can add value to a company through the creation and influence of strategy to drive the business forward to meet their goals, Jo, Chadwick, and Han (2023)
People practices can support teams to perform at a higher standard by ensuring that there is an active and engaged Team, as stated by Taylor and Woodhams (2022). Having an engaged workforce means that there is an enhanced chance that Technivara would be able to meet its goals in a timely fashion, as Employees can be more focused on their work. 
A method that can be used to measure the impact of people’s practices is the retention of employees is the retention level of staff within the organisation. Technivara should be finding this data yearly to see if the people practice has worked to add value. Having an effective retention policy can show that the HR strategies are working, as staff will want to stay within a company that will support them. (Noorulkhathija and Hussain, 2025). Using the Retention of Staff will be a gauge for Sue to see how well different Teams within Technivia are able to retain their staff, and thus what managers will need more training to become more efficient managers, to meet Technivara’s needs.
By using the CIPD formula below (CIPD, 2025c)
Number of staff with service of one year or more x 100
Total number of staff in post one year ago
Sue will be able to understand the turnover of the organisation, thus measure the impact that the people’s practices have had on the organisation. 

A second way to measure the impact of People Practices is the Return on Investment (ROI) from Programs implemented by the HR team. By using the equation of Return on investment (%) = (value of realised benefits – investment cost) / investment cost x 100, CIPD (2021). By using this equation, it can allow for seeing what Techniques or training have worked successfully. 
TASK 2
(AC.2.1) 
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(AC 2.3)
Within the feedback from the Learning and Development activity, some of the themes that have appeared are that none of the forty-two attendees felt strongly that the knowledge and behaviours could be implemented into their own working life, with twenty-two attendees saying they were not sure. This suggests that there needs to be an improvement in the way that the training is delivered so that the “learning Transfer” (CIPD, 2022b) has not completed, and so the usefulness of this training was not successful. 
A second trend that appeared was that the facilitator was explaining the training well, as thirty-three of the attendees either fully agreed or agreed. 
This suggests that the Facilitator knew what he was speaking about, but thirty-two of the attendees were unable to engage meaningfully in questioning the topics suggests that attendees could not have a deeper understanding of the topics discussed. Thus, unable to gain a meaningful insight into the topics discussed. (Salmon and Barrera, 2021). 
Overall, the data from the table shows that there needs to be an improvement in the way that the delivery of the course can support the staff at Technivrara. 

The first recommendation is to have an external trainer from a respected training provider. Outsourcing training and development can allow employees to be trained by an external company, which means that they have access to specialised knowledge that can support the specific performance that needs addressing, which is not available within Technivaia. (Edvardsson and Durst, 2019). This would allow learning to be more focused and precise, based on specific managerial needs. Other benefits of using external training services are that Techniviara will have access to the best up-to-date practices that can be implemented and then protect the company. (Srivastava, 2024). While there are benefits to using an external company, there are some weaknesses to using external companies, including that they will not have an in-depth knowledge of Technivara to see where the problems are. (Edvardsson and Durst, 2019). As there is a Risk of Miscommunication on topics such as the expectations from the training (Barnes, 2025), this can be mitigated by ensuring that all learning needs are communicated effectively and clearly by the People Management team. 

From the training company KSL training, the price of external training will depend on unique factors, such as the length of or level of training needed. However, the average price for a full-day course would be £1,495 for six to ten attendees. (KSL Training, 2025). This would work out at £149 per person. By focusing on managers, this can then be transferred to others in their teams, and so what has been learned can trickle down into other employees. 

However, to keep development within the company would be to improve the Training and Development department within Technivara by introducing an online learning platform. An E-Learning Platform can be used to support the development of Technivara, as it can allow the Staff to have access to the training materials, such as webinars, videos, and quizzes. (Tai, 2007). To ensure that an E Learning program is effective, there needs to be a clear understanding of what the skill gaps are within the organisation, to see what skills need to be improved. These skills should be ones that are aligned with the overall goals and priorities of Technivara. (Wienand, Wulfert and Hoang, 2024). The electronic materials that are created will need to be structured to the needs of the different hierarchical positions, within Technivara, as Team members and Managers will require access to different training programmes. (Noesgaard and Rikke Ørngreen, 2015). 
Some of the benefits of creating and supporting E-Learning include quantitative data of who can complete the assessments (Noesgaard and Rikke Ørngreen,2015). This is useful for the People Practice department as it can create reports on where there are gaps in the skills and knowledge of staff and so can implement intensive training programs based on the needs of Technivara and the weakness of skill of the employees and can then be rectified. A second benefit is that it is more cost effective for Technivara as the training can reach a larger number of employees by giving all staff access to an E learning site (Jung, I. and Rha, I.2000). Other benefits include the increased pedagogical impact of the training as it is self-paced (Kanuka, 2006). By being self-paced, the training can fit in with the work of the employees that needs to be completed, and so they are not losing as many working hours, and Technivara does not lose any working hours. 
However, there are some weaknesses to using E learning, such as access to a suitable internet connection for the courses to be supported. (Srivastava, 2024). This can also cause inequalities among employees who work in different areas, such as staff who travel to different jobs. A second weakness to using an E learning platform is that there is less collaborative learning approach (CIPD,2021a). Losing the collaborative approach means that employees cannot discuss their ideas with each other and gain a deep understanding. 
To facilitate the creation of the e learning platform, a position within Technivira, an E learning developer would have to be employed. The position would be continuous as there would need to be built and developed. Salary of an E Learning developer would be between £26,000 and £36,000 (Glassdoor, 2026)
Depending on the experience of the developer. There would also be the cost of creating unique software, which can cost between £75,000 and £500,000 depending on the complexity of the software (Hubken Group, 2025). 

To conclude, from the data, there is a need for a change within the Learning and Development department. The two recommendations that have been suggested can be used together, in conjunction, to support the growth of the skills of the employees at Technivara. 
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