Q1. AC 1.1

Evidence-based practice (EBP) is the process of critically analysing evidence from 
reliable and credible sources to make decisions and inform practices (Waite et al., 
2021, p.47). Good decision making is the combination of “critical thinking and the use of 
best available evidence” (Barends and Rousseau, 2018, p.2). Barends and 
Rousseau (2018, p.5) identified four sources of evidence to be considered before 
making any decisions, they are evidence from practitioner, the scientific research 
literature, the organisation and stakeholders. CIPD (2025e) cautions practitioners 
that evidence can be misleading in various ways. For instance, while the wide use of 
internet has made information more accessible; practitioners need to be aware that the 
data you find on the internet can often be conflicting (Taylor and Woodhams, 2022,
p.123). One major concern when collecting evidence from practitioners is “selection 
bias” (Barends and Rousseau, 2018, p.53), furthermore, “best practice” in one
organisation does not always prove to be effective in a different context (Barends and 
Rousseau, 2018, p.4). Decisions made based solely on one’s individual opinion is likely 
to be risky (Waite et al., 2021, p.47). EBP is essential for HR practitioners to ensure 
their decisions can stand up to scrutiny (Taylor and Woodhams, 2022, p.123).

As the board of Technivara is now looking at expanding the business, it would be helpful for the People Practice Manager Sue to use best available evidence and critically analyse the data gathered to support any findings or suggestions.  One example that Technivara could use EBP practice is on its reward package. When applying EBP practice, the People Practice Manager Sue could review available literature on what is likely to improve the effectiveness of reward packages. Sue has been working at Technivara for over eight years, she has the “tacit” knowledge of the reward package programme at Technivara from reflecting the “knowledge acquired by repeated experience” (Barends and Rousseau, 2018, p.6). Sue could also consider data from Technivara in terms of current reward packages such as pay scales and employee benefits, as well as available budget for future reward packages. Finally, gather input from different stakeholders such as management and staff to connect reward systems with incentives to promote desired behaviours and drive overall organisational performance (Waite et al., 2021, p.204). 

Another example could be the Learning and Development (L&D) practices. In addition to review relevant literature and apply her own knowledge on the subject, Sue could collect data on effectiveness of L&D activities in terms of engagement rate and reflect on feedback. Sue could collaborate with the business leaders to gain insight into the knowledge, skills and abilities (KSAs) and address skills gap to support the business goal (CIPD, 2025a). 







Q2. AC 1.2

Technivara is currently experiencing the sixteenth consecutive year of growth, and the board believe it’s time to expand the business. Before a decision can be made about the business strategy and what it means for Technivara’s stakeholders, it is essential to carry out a PESTLE analysis to scan external environment to identify opportunities and possible threats (Taylor and Woodhams, 2022, p.44). A PESTLE analysis provides insight into key external factors (Politics, Economic, Sociological, Technological, Legal and Environmental) which impact an organisation (Waite et al., 2021, p.7). It can be used in different situations to guide people professionals and senior management in strategical planning (CIPD, 2025c). Senior Management at Technivara needs to consider the impact of economic factor when formulating their strategic business plan, for example, most recently Low Pay Commission (2025) recommended a 4.1 per cent increase on the National Living Wage (£12.71) for 21 and over effective from 1 April 2026, which would inevitably increase the operational cost at Technivara. Meanwhile with the development of technology, automation has caused job losses (OECD). Armstrong and Taylor (2023, p.29) argues that there might be a time nag between job losses and job creation. For Technivara it could mean that they need to focus more on designing and engineering on hi-tech products to meet the needs of evolving market. 
One appropriate method Technivara could use to identify issues and opportunities is interviews. The format of interviews can be qualitative as well as quantitative, data collected through interviews can be as simple as “Yes” or “No” answers, they can also provide researchers with in-depth understanding of interviewees’ opinions, attitude and feelings to identify issues (Taylor and Woodhams, 2020, p.641). If employees can raise concerns and feels that they have a say on issues matter to them, they are likely to feel trust and perform better in their roles. However, researcher needs to be mindful not to use leading questions in interviews (Barends and Rousseau, 2018, p.57). In addition, interviews can also be time consuming (Taylor and Woodhams, 2020, p.641), it might be useful to consider interviewing a small portion of the employees from each department.

While a pestle analysis provides a comprehension overview of external environment to help Technivara to mitigate risks and guide business planning, with people practices mainly been paper based, Sue and her team need to be conscious not to “oversimplify” the data needed (CIPD, 2025c). Armstrong and Taylor (2023, p.24) adds that how an organisation functions are influenced by external as well as internal environmental factors, therefore SWOT analysis would be carried out at the same time. 





Q3. AC 1.3

In a CIPD podcast (Howlett and Coburn, 2019), it is considered that:

“Critical thinking is the ability to think well, to think clearly, to take into account a number of diverse considerations and to reach conclusions which engage and take other people with you”. 

Howlett and Coburn (2019) goes on to explain that with the development of digital transformation and artificial intelligence, a large amount of low-level decision-making can be done for us. This enables humans to focus on more complex and intellectual “higher ground” issues. Schafer (2025) views critical thinking as the “cornerstone” of human intelligence. One key aspect of critical thinking is to “critique” ideas and opinions of other people. 

At Technivara, the board feels it’s time to expand the business, as people professionals, before we can propose a new people practice strategy to meet the business needs and objectives, for example on Workforce planning, we need to critically analyse the best available evidence from all four sources to ensure reliability and validity (CIPD, 2025e). When collecting data from internal stakeholders, we need to be aware of the “representativeness” of the sample. In the context of workforce planning where hundreds of employees could potentially be affected by the change, if we only collect evidence from a focus group of four or five employees, its representativeness could be questioned. It is likely we would need to collect more evidence from a larger sample of employees using a survey or a questionnaire.  We also need to consider the impact of ethical concerns when a group of employees might be “harmed”, for example workforce planning only involves employees over the age of fifty-five be made redundant is likely to cause ethical and legal implications (Barends and Rousseau, 2018, p.242). In meetings with senior leadership, HR professionals need to have a “critical mindset” to analyse information and data critically instead of taking them at face value (Barends, Briner and Rousseau, 2014). 

The final point is to be aware of common errors which would provide us with a set of “lenses” and the ability to identify errors and hold strategic conversations to make a persuasive case. We see more people working collaboratively (“collective intelligence”) as a team than reliant on individual intelligence or ability when solving problems, HR professionals play the role as  “facilitators” engaging in strategic conversations with internal business leaders to promote their thinking in a more “robust, structured” way, critical thinking add value to it (Howlett and Coburn, 2019). 








Q4. AC 1.4

Example 1: Rational approach to decision-making

Adair (2022, p.37) suggests the Classic Five-Step Approach to decision-making as shown in Figure 4.1. It is also known as the rational approach to decision-making.
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Figure 4.1 (Adair, 2022, p.37) A five-step to decision making 

Define the Objective
The management team at Technivara need to set a clear and concise objective. Failing that, the process of decision-making will be “absurd in a cloud”, it might be useful to write the ideas down (Adair, 2022, p.21).

Collect relevant Information 
(Adair, 2022, pp. 22-23) comments that the development of data and information has been “relentless” and that managers are experiencing “Information Overload Syndrome”. When collecting evidence from all four sources, CIPD (2024) suggests the approach should be “pragmatic” and “auditable”. It is important for practitioners not to make decisions in the absence of “critical information” what is not already available (Adair, 2022, p. 21). 

Generate feasible options
People practice at Technivara has mainly been paper driven, the full use of data analytics has not been “exploited” (Waite et al., 2021, p.52), management need to be aware of “availability bias” due to their reliance on paper driven practices. 

Make the decision
Management tends to overlook sound evidence and overly reliant on personal experience (Barends and Rousseau, 2018, p.1). They argue we have a moral obligation to make use of best available evidence when making decisions. When calculating risks, consideration needs to be given to “groupthink”. Measurements could be put in place to encourage group members to voice their opinions and concerns (Buchanan and Huczynski, 2019, p.689). 

Implement and evaluate 
Practitioners use “the Depth Mind” to evaluate decisions and it is the continuous evaluation and execution that “yield” great, positive outcomes (Adair, 2022, p.20). 
This approach ensures decision made by professionals are based on facts, to remove common bias such as “mental shortcut”. This awareness would provide you with a set of “lenses” and ways to identify errors which lead to resolution of a problem (Howlett and Coburn, 2019).

Example 2: De Bono’s Six Thinking Hats
Another decision-making process is De Bono’s Six Thinking Hats, it might be useful to engage specialists when calculating risks in relation to a decision (Adair, 2022, pp.29-30). Taylor and Woodhams (2022, p.115) suggests that six hats encourage management team to make an informed decision taking a number of parallel perspectives into consideration. 

For example, when making a decision on reward package, Barends and Rousseau (2018, p.3) comments that most management decisions are not made based the best available evidence. A decision on compulsory redundancy to operational costs could potentially cause legal implications (Black hat). Instead, we could explore the option of rolling out a voluntary redundancy programme (Green Hat), like the case study at KPMG. It’s good practice to find alternative to compulsory redundancy (Taylor and Woodhams, 2022, p.104)




Q5 AC 1.5

Armstrong and Taylor (2020, p.179) considers that “ethics is concerned with making ethical decisions and judgements”. There are different ethical perspectives, for example:

Deontology 

According to Waite et al. (2021, p.70), Deontology refers to doing the right thing based on “justice, fairness and quality”, and there are “fundamental” rights and wrongs. Armstrong and Taylor (2020, p.172) goes further to explain that there is a clear right or wrong of some actions irrespective of their consequences. For example, if Technivara would like to offer promotion to its employees, obviously, it is not feasible to promote everyone. People professionals could utilise “eight ethical lenses” when making workplace decisions on their promotion strategy CIPD (2025d), these lenses are fairness, merit, market, democracy, well-being, rights and duties, character and handing down. 

Deontology promotes fair dealings and values each individual. Armstrong and Taylor (2020, p.178) argues the responsibility of promoting and monitoring core values on how people should be managed and treated in the organisation falls on HR practitioners. For example, when deciding on staff promotions, Technivara needs to adhere to a set of clear criteria as outlined in their performance management strategy to ensure fairness and transparency. Deontology enables consistent adherence to ethical values. The issue with Deontology is that it only concerns with actions not consequences (Taylor and Woodhams, 2022, p.154). Using “rights and duties” lens mentioned above, in the eyes of a deontologist, dismissal is wrong as some people lose their jobs even when in reality the role is no longer needed Waite et al., (2021, p.155).

Utilitarianism

The aim for Utilitarianism is to achieve the “greatest good” for the “greatest number” (Waite et al., 2021, p.70). Armstrong and Taylor (2020, p.172) considers in this theory, actions can be justified as long as they maximise the overall balance of pleasure against pain. Utilitarianism is interested only in the total amount of good our actions create, but not in how that good is distributed across a range of different people (Markovits, 2015). 

At Technivara, the board now feels it’s time to expand its business, a new reward package including redundancies might be needed after the merger and acquisition. Utilitarianism focuses on maximising organisation’s productivity even if it means laying off employees. HR professionals need to be mindful that utilitarianism can lead to neglecting individual rights and freedom when laying off employees. It is important that the benefit of the minority group would not be scarified or negatively impacted. 

To conclude, Technivara could use Utilitarianism in conjunction with Deontology by critically analysing four forces to protect the needs of the business, own values as well as challenging unethical behaviours (Taylor and Woodhams, 2022, pp.154-156).




Q6. AC 3.1

Technivara is in the private sector, its aim is to make profits for their owners (Taylor and Woodhams, 2022b, p.22). To measure Technivara’s financial performance, a balance sheet is crucial for stakeholders to understand the financial health and status of the organisation in order for them to make informed decisions about investing in it (Stobierski, 2020c). A balance sheet provides a “snapshot” of Technivara’s historical financial performance within a given period to show if the business has made any profits (Waite et al., 2021, p.58).  It can offer internal stakeholders such as business leaders’ critical insight into whether the management team needs to make changes to its goals. External auditors such as KPMG where I work use the balance sheet to determine if it is in complying with relevant laws and regulations. It will enable potential investors to have a better understanding of the risks involved in investing in the firm (KPMG, 2026). However, Stobierski (2020c) cautions that a balance sheet provides financial information as of a specific date in the past, there will be risks with stakeholders and investors making predictions on future outcome and performance based on past data. Future outcomes cannot be guaranteed by past performance (Stobierski, 2020c). 

According to Gibson (2023), while financial indicators are critical to assessing short-term business performance and profitability, non-financial performance can impact your business’s long-term success. At Tenchnivara, non-financial performance could be measured by exit interview data which can provide insight into why people leave, especially key employees, so appropriate actions can be taken to retain talents and reduce cost of turnover (Armstrong and Taylor, 2023, p.350). Exit interviews could also be used as a people management tool to persuade people to stay as part of risk of leaving analysis (Taylor and Woodhams, 2022b, p.100; Armstrong and Taylor, 2023, pp.353-354;). The drawback of exit interviews is that the information collected through this method is often “fallible” and “distorted” it should be used alongside employee survey to not only understand why people leave but also identify ways of making people stay (Armstrong and Taylor, 2023, p.354).




Q7. AC 3.2

In a CIPD podcast (CIPD, 2022a), it was mentioned that people professionals need to work in partnership with managers and to coach, advise and influence managers. While some of the day-to-day people management responsibilities need to be completed efficiently, with the change of businesses and evolving markets, Human Resource Management (HRM) has become a strategic activity, HR managers are both “integral” to the delivery and execution of an organisation’s long-term strategic goals as well as leading the formation of business strategies (Taylor and Woodhams,  2022b, p.8). It is thus important, according to Armstrong and Taylor (2023, p.67) that HR manager Sue Young at Technivara needs to ensure that HR policies and processes are fully integrated with the business strategy.

There are different ways people practices could add value at Technivara, for example, Sue and her team could examine employee experience and align it with business strategies. The board at Technivara is planning on expanding the business, with that, the management team need to consider how they are going to attract, hire and attain talents to meet business needs. More importantly, to build and foster organisational culture to enhance a positive employee experience at every stage of employee lifecycle so people stay long term (CIPD, 2022a). All of which would add value by better positioning Technivara at the ever changing and increasingly competitive market through shaping a high-performance culture (Armstrong and Taylor, 2020, p.63).

One way of measuring the impact people practice has at Technivara is through a costs-benefits analysis on employee wellbeing initiatives including health and safety considerations. Investment in wellbeing at work including physical wellbeing plays a key role in employee lifecycle (Taylor and Woodhams, 2022a, p248). Technivara is manufacturing and supplying part for various sectors, employees on production lines are carrying out repetitive tasks. Technivara could explore how they can provide a good work environment including minimising stress, supplying amenities such as restaurants, sport and social clubs, as well as taking account of “ergonomic” considerations such as workstation design (Armstrong and Taylor, 2020, p.569). HR manager Sue and her team can review the organisation’s spending on health insurance premium and the employee absent costs to determine the impact and effectiveness of the practice (Taylor and Woodhams, 2022, p.136). 

We can also use non-financial measures such as staff surveys. HR practitioners can benchmark employee satisfaction rate on wellbeing at the beginning of the initiative and consult with them on what employees would like to change. Surveys can be carried out quarterly to monitor progress. Surveys can be an effective analysis method to collect data. According to Taylor and Woodhams (2022, p.128), surveys are relatively simple and straightforward to administer and it’s convenient for the respondents. However, it might not provide detailed information for the topic concerned and it’s difficult to ask complex questions. It is therefore important to ensure surveys are “clear and concise”. 




Q8 AC 2.1
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Q9 AC 2.2 
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Q10 AC 2.3

Recently, 42 employees from Technivara attended a learning and development activity; after analysing the evaluation feedback from participants, we identified the following trends and themes:
1. 14 per cent of the participants thought the learning was linked to their performance target, only 14 per cent of the participants were able to transfer their learning by applying the new knowledge, skills and abilities (KSAs) in their working role (CIPD, 2022b). 

2. 24 per cent of the participants thought that their learning preferences were considered, with 5 per cent of the participants able to engage in the training having resulted in only 12 per cent of the participants meeting their desired learning outcome. 
From the findings we can see very few participants considered the learning was linked to their performance target which resulted in a low rate of learning transfer.  Learning and development (L&D) activities aim to provide organisations with the right people to achieve their goals (Armstrong and Taylor, 2023, p.319). CIPD (2025a) asserts that L&D can only be effective if it is integrated and aligned to the wider strategic goals and overall directions. This should form the basis for organisations to identify the knowledge and skills employees need to meet their demands. 

Armstrong and Taylor (2023, p.344) suggests that we should analyse learning needs at organisaltioanl, group and individual level to identify what people know and can do and what they should know and do, so learning can fill the gaps to enable organisations to reach their strategic business goals. LNA should happen at three levels. Johnson (2017) explains the process should be the senior leadership “cascade” down the core needs which align with the overall business strategy. Middle management in different functions should work collaboratively to reflected back up. Cross-functional collaboration with stakeholders is critical for successful deployment of an L&D strategy (CIPD,2025a). 

It is also obvious in the findings that the majority of the participants thought their learning preferences were not considered, this has impacted on the engagement rate of the learning experience and resulted in only one fifth of the participants met their individual learning outcomes. Waite et al. (2021, p.383) states that learning is a “complex process”. L&D professionals need to understand how people learn, consider individuals’ learning style and the learning curve. When designing L&D activities, CIPD (2025a) argues the necessity of gaining insight into adult learning theory,  incorporating a variety of methods to suit the needs of different learning styles. For example, apart from using standard PowerPoint slides in training, Technivara could also consider videos, discussions and hands-on exercises to enhance learning. 

Recommendation 1: To carry out a learning needs analysis (LNA) annually

A LNA can be carried out internally at Technivara using Learning and Development Tools Checklist recommended by CIPD (2025f), given the fact that Technivara is a medium sized organisation with limited budget and resources, CIPD (2024c) recommend the focus should be on effective collaboration with stakeholders by conducting one-to-one interviews with senior stakeholders to identify capability needs (CIPD, 2025a). Questionnaires and surveys can be used to collect data from a wider group of employees to determine learning needs. Once learning needs are identified, Technivara needs to carry out a costs and benefits analysis to assess the benefits to the business and potential return on investment. According to CIPD (2024c), Technivara could exploring sources of funding/resourcing and government support available, such as Industrial Training Levy Grant provided by The Engineering Construction Industry Training Board (ECITB, 2025).

Benefits 
Conducting LNAs would help ensure that Technivara has a capable workforce with the right skill set to meet its evolving development needs in a changing market (Beevers, Rea and Hayden, 2020, pp.76-77; CIPD, 2024c).

Risks 
A work survey conducted by CIPD (CIPD, 2021) revealed that around a third of organisations have reduced budgets for L&D activities. Therefore, it is important to ensure that L&D activities are effective in addressing defined learning needs. The risk of not carrying out LNAs is that Technivara may not have a workforce with the right skill set to meet its organisational goals. In addition, Technivara might spend limited budgets and resources on issues that cannot be resolved through learning and development, such as interpersonal issues (Beevers, Rea and Hayden, 2020, p. 72).

Financial implications 
While LNAs can be carried out internally, Technivara needs to take account of hidden cost of involving stakeholders in LNAs. According to Indeed (2025), average annual salary of a Manager in the United Kingdom is £45634, that’s £25.07/hour gross (UK Salary Calculator, 2025). It is estimated that 40 hours are needed for two managers from each of the 10 functions to engage in one-to-one Interviews and discussions, total cost would be £1002.80.

Recommendation 2: To provide training to managers to support learning transfers
Technivara to source an external provider to deliver coaching and mentoring sessions to managers, enabling them to facilitate employees in applying their learning to their roles (Armstrong and Taylor, 2023, pp.354-355).

Benefits 

CIPD (2022b) explains when learning transfer happens, it can get leadership’s buy-in and support. It also has the potential to “open doors” to build greater recognition of how learning improves individual and business performances (CIPD, 2014). 
Risks
If learners are not fully engaged in the whole process, L&D activities would likely to be ineffective (Armstrong and Taylor, 2020, p.413). If sustainable changes are not witnessed by stakeholders, it might be difficulties to obtain organisational buy-in (CIPD, 2014).

Financial implications 
External training such as Level 7 CBIT Advanced Diploma in Leadership Coaching and Mentoring is estimated to be £450 per person (Reed, 2026). The training cost of £9000 for 20 middle management team is likely to be covered by The Engineering Construction Industry Training Board (ECITB, 2025) under Leadership, management and supervisory development category. 

Disclaimer 
We acknowledge the limitations of these recommendations which are made in the absence of past benchmark data at Technivara. Learner feedback alone is not sufficient to evaluate the overall effectiveness of L&D activities. In the future, Sue and her team should move away from paper-based practices to ensure data such as pre- and post-learning can be recorded and analysed accurately (Beevers, Rea and Hayden, 2020). 
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		Audio technical Department		26		6		23%		8		31%		3		12%



		Offices and Administration		15		4		27%		5		33%		5		33%



		Research and Development		8		1		13%		4		50%		4		50%



		Quality control		4		2		50%		3		75%		3		75%



		Dispatch 		15		4		27%		6		40%		6		40%



		Engineering 		35		8		23%		8		23%		3		9%



		Casting Department 		6		3		50%		5		83%		2		33%



		Sales & Marketing 		12		4		33%		3		25%		3		25%



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



		Design 		12		3		25%		5		42%		2		17%
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Audio technical 

Department 26 6 23% 8 31% 3 12%

Offices and Administration 15 4 27% 5 33% 5 33%

Research and Development 8 1 13% 4 50% 4 50%

Quality control 4 2 50% 3 75% 3 75%

Dispatch  15 4 27% 6 40% 6 40%

Engineering  35 8 23% 8 23% 3 9%

Casting Department  6 3 50% 5 83% 2 33%

Sales & Marketing  12 4 33% 3 25% 3 25%

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

Design  12 3 25% 5 42% 2 17%
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