1.1 
Evidence Based Practice (EBP), according to CIPD (2025), involves making decisions using the best available and most reliable evidence, rather than relying on opinion or intuition. EBP draws on four sources; organisational data, professional expertise, stakeholder perspectives and scientific research. Using these together supports balanced and well-informed decision-making.
Waite, Beevers et al. (2021) highlight that effective EBP requires drawing on multiple evidence sources, including those that challenge existing assumptions. Considering contradictory or counter-intuitive evidence can strengthen decision-making by reducing bias and improving the quality of decisions.
At Technivara, many decisions are rooted in historical biases from Bill Swanky. Outdated processes, such as paper-based record keeping and limited data analysis, increase the likelihood that decisions are driven by habit, bias and opinion, rather than evidence. 
CIPD (2023a) identifies several cognitive biases that commonly affect HR decision-making, including authority bias, conformity bias and confirmation bias. These biases may be particularly prevalent in organisations where long-standing leaders have significant influence and where practices have not been reviewed regularly. They also note that HR practices are often based on tradition or assumed “best practice”, without consideration of organisational context or whether such practices remain relevant.
CIPD (2023b) note that HR practices are often based on tradition, as with Technivara, and outdated insights. They further highlight that many HRs use “best practice” with the best of intentions, without considering that best practice can change over time, or that many tend to use what is widely used, without considering its relevance and applicability to their organisation. For Technivara, best practice would include using data and trends relevant to the electronics and components industry, if available. Failing that, they could consider what occurs across the board within general manufacturing environments. 
Two areas where EBP could significantly improve decision-making at Technivara, as requested by Sue Young, are employee turnover and recruitment uptake, and the evaluation of learning and development (L&D) activity. Analysing turnover rates by department, alongside exit interview feedback and sector benchmarks, may reveal underlying issues affecting retention. This evidence would allow for specific interventions, rather than widely accepted best practice.
Similarly, applying EBP to L&D would allow Technivara to assess whether training activity is addressing genuine skills gaps or quality issues. By aligning training more closely with business needs, Technivara is more likely to improve workforce capability and support its growth objectives.   
While EBP offers clear benefits, it also has limitations. Gravells (2009) notes that the validity, reliability and fairness of data must be questioned throughout its collection and analysis. Technivara’s reliance on paper-based systems presents a practical barrier to data analysis, requiring investment and time to modernise. There is also a risk that over-emphasis on data may overshadow professional judgement and stakeholder views, highlighting the need for balance when applying EBP.
1.2 
Technivara has experienced sustained growth over 16 consecutive years and is now considering further expansion. At this stage, applying an organisational analysis tool could support informed strategic decision-making. Common tools include SWOT analysis, PESTLE, Porter’s Five Forces, force field analysis, the Ansoff Matrix and McKinsey’s 7S model.
Redmon (2024) discusses SWOT analysis, which enables organisations to evaluate internal strengths and weaknesses alongside external opportunities and threats. It can be applied at both organisational and departmental levels, and consider workforce capability, leadership, HR systems and labour market conditions.
CIPD (2025b) notes that SWOT analysis is a relatively simple framework that can support strategic planning and risk identification. For Technivara, this may be particularly useful given its expansion plans and the need to anticipate future challenges.
However, Teoli, Sanvictores et al (2023) and CIPD (2025b) discuss disadvantages of SWOT analysis. A significant issue is where the data and information comes from. This may be too simple or complex; some of this is based on assumptions and opinions which could be biased. Internal data collection may also create political tensions, leading to doctored or cautious reporting. These risks are particularly relevant where data collection systems are limited.
Technivara may use people analytics as an appropriate analysis method. Armstrong & Taylor (2024) consider people analytics as applying statistics and data collection techniques to gain an insight and data on HR.   
CIPD (2025c) highlights that a major strength of using people analytics is that it allows decision makers to move away from intuition and opinion and towards evidence-based decision making. This should remove any un/conscious biases, lack of insight and knowledge and ensure that decisions are made on facts that are sound and logical. Additionally, ethical considerations, including data privacy and transparency, must be managed carefully to maintain employee trust (Tursunbayeva, Pagliari, et al, 2021). 
Using evidence will allow Technivara to analyse areas of the business, such as turnover, recruitment and selection effectiveness, skills gaps and the usefulness of L&D activities. The case study notes that much of the data held by Sue is paper based and this will need to be imported into IT solutions to allow for effective analysis. Once collected, collated and interpreted, this data will provide valuable insights to support strategic discussions with senior leaders and investors
1.3 
Critical thinking occurs when people and organisations look at the ideas, opinions, and arguments of others and reflect upon them. CIPD (2019) suggests that there are three main areas to critical thinking. 
Critiquing the thoughts, ideas, opinions, and arguments of others 
This involves questioning assumptions, assessing the quality and relevance of evidence, and identifying its strengths and weaknesses. Peer-reviewed sources are regarded as reliable due to academic scrutiny (Cottrell, 2023). Relevance remains essential, as evidence from different sectors may not always be directly applicable.
How arguments and opinions are formed and communicated to others 
According to CIPD (2019), critical thinking requires the ability to construct well-reasoned arguments that are logical, clearly articulated, and supported by valid and reliable evidence. In a people management role at Technivara, this may involve presenting workforce data, engagement survey results, or absence trends in a balanced way. It is important to clearly differentiate between factual data and personal interpretation to support a fair and accurate decision-making processes. 
Spotting when others use critical thinking to strengthen or shape their argument or business case 
This involves analysing how evidence is selected and whether conclusions logically follow from that evidence. CIPD (2021) and Fasko and Fair (2021) highlight that effective critical thinkers can identify assumptions and recognise selective use of evidence. This enables managers to challenge proposals constructively rather than accepting persuasive but poorly supported arguments.
Cottrell (2023) also highlights that evidence presented to senior stakeholders should be able to withstand scrutiny and challenge from others. The same text notes that individuals often associate closely with their work, particularly when significant time and effort have been invested. When critiquing work, Cottrell (2023) recommends using tact and constructive criticism, avoiding personalising feedback. The focus should be on evaluating the evidence rather than the individual presenting it. 
1.4 
Good decision making is vital for addressing current and future challenges in business and ensuring that organisations can meet their goals (Adair, 2022). Several decision-making approaches could be applied at Technivara, including “best fit” and De Bono’s Six Thinking Hats.
“Best fit” focuses on aligning decisions with the specific context and needs of Technivara. Instead of applying a blanket approach, or a one-size-fits-all approach, “best fit” will look at Technivara, its culture, structure and the business environment in which it competes (Torrington, Hall et al, 2011).  
Within recruitment at the firm, “best fit” ensures that a candidate is not just the best qualified and most experienced for a role, but that they will fit in with the culture and values of Technivara. This approach is consistent with CIPD guidance, which highlights the importance of aligning resourcing decisions with organisational culture, values and future capability requirements, rather than relying solely on qualifications and experience (CIPD, 2023b). 
One of the main benefits of “best fit” is its adaptability and scope of usage, as it can be applied in several different ways to suit the context of the business. For it to be truly effective, those applying this method need a detailed insight and understanding of the business and the organisational context within which to apply it. Without it, any decisions are likely to be largely flawed, and consequences could be considerable. This reflects the “best fit” approach described by Boxall and Purcell (2016), who argue that HR practices should be aligned with organisational strategy, structure and context rather than applied universally.  
Another decision-making process is De Bono’s Six Thinking Hats. This method, according to BBC (2026), has been used by many organisations including the NHS, and IBM. The model encourages structured discussion by assigning different thinking perspectives, including factual, emotional and creative viewpoints.
[image: ]Reproduced from My Coaching Toolkit (2020). 
One of the major benefits of this method is that, in decision making meetings, all angles of an issue can be considered before making a final decision on a course of action. Hats swap throughout the meeting so that all involved have an input from different angles. EBP is a significant factor in this with the White Hat, but the method does allow for some intuition and gut feeling to be considered with the Red Hat (Watson & Reiner, 2013).  
However, this process can be one that is time consuming if not managed well. The facilitator of the session must ensure the ground rules are adhered to and remove awkwardness from the scenario taking. Facilitator training has been advised by some such as Winter (2015). A further criticism is that some find the process unnatural when compared to more organic ways of thinking and making decisions. 
At Technivara, Sue could apply this approach in cross-functional workshops that support decisions around HR systems modernisation, recruitment and retention. 
1.5 
Ethics and ethical theories provide frameworks that help individuals and organisations to decide what is right and wrong. Daft (2012) highlights the utilitarian approach is used for the greatest good for the greatest number of people, focussing on outcomes or consequences of actions, aiming to maximise overall happiness/wellbeing. It is noted that whilst this method benefits the greatest number of people, it does disadvantage or marginalise others. 
One area that Technivara must update is its paper-based HR systems, which should be replaced with digital ones. In the short-term, there would be increased costs of bringing in software, time spent digitising years of data, training, and possible resistance from some staff, particularly those who are not digitally literate. They may feel their wellbeing and rights have been overlooked. From a utilitarian perspective, the long-term benefits, improved accuracy of data, faster HR processes, improved decision-making, and support for expansion will outweigh the negative impact on a smaller group of employees. 
The utilitarian approach can help decision makers decide that a certain course of action will lead to the greatest good, greater sales or profits for example, but it may marginalise staff, reduce trust and morale (Chryssides & Kaler, 1996). If this occurs, plans should be put in place to mitigate the negative impact through employee participation, support and structured training. 
Deontology (Arnold, Beauchamp et al, 2020) offers a contrasting method, focussing on the idea that actions should be judged by whether they follow a set of moral rules or codes, rather than their outcomes. Decisions are ethical if they respect individuals’ rights and treat people with dignity, regardless of the consequences. Within people management, this perspective emphasises fairness, honesty, equality, and consistency. This links in with the CIPD Profession Map (CIPD, 2022) as HRs should act with integrity, fairness, and respect, ensuring that individuals are treated ethically and consistently. 
At Technivara, given the staff turnover in some departments (it is unclear what the root cause of this is), some of these may involve dismissal of staff on capability grounds. Using the Deontological approach would require HRs and managers to apply a fair and consistent approach to capability and performance management. All staff would be given clear feedback during appraisals, support (through coaching, mentoring, training) and an opportunity to improve themselves, even if dismissal would be the quicker option. 
Critics, such as Ferrell, Fraedrich, et al (2026) highlight that Deontology can be overly rigid, and ignore the wider context, and consequences, of a particular decision. Another issue is that it may lack flexibility in situations where outcomes matter, such as with expansion plans at Technivara.   
In reality, Technivara will draw upon both. Utilitarianism will guide the goal of expanding the firm; whilst with Deontology, staff are treated fairly and respectfully. 
3.1 
If Sue Young decides to modernise HR practices within Technivara, she will need to justify the costs. Measuring success can be done using financial indicators (revenue, gross and net profits, Return on Investment) and non-financial measures, such as customer satisfaction, compliance, and stakeholder benefits and feedback.  
Return on Investment (ROI) evaluates the effectiveness of an investment relative to its cost, and allows comparisons between alternative options (Neale & McElroy, 2004). For Technivara, ROI would consider software costs, training time and data digitisation against benefits such as reduced administrative costs, improved accuracy and enhanced reporting.
At Technivara, there will be consideration given to the cost of purchasing software, training staff, and the labour hours used to digitise the paper-based records. This will be compared to the savings and benefits gained from utilising an HR package resulting in lower administrative costs, greater accuracy of HR data and reporting tools, as well as less human errors with paperwork. Should the ROI be above zero, this would show that investment is worthwhile; however, the directors may consider a minimum level of ROI is required to invest in the modernisation of the HR department. 
Seal, Rhode et al (2014) highlight several issues with using ROI. Using ROI as a sole metric makes it difficult to compare against, unless multiple projects are vying for funding. With several offerings, a comparison between ROI is available and decision making is simplified by using the higher ROI metric. Staff may also not understand ROI, how to calculate it, and how to increase it. It is even possible to use ROI incorrectly and cut back in departments where it is needed to increase the figure temporarily. 
Within Technivara, cutting back in Quality Control may give a cost saving that raises ROI, but in the long run harms the business by lowering quality standards. Indeed, ROI does not capture qualitative feedback on areas such as compliance, morale, improvements in working conditions or greater retention unless they are somehow quantified. Which will prove difficult given the paper-based nature of Technivara. 
Non-financial measurements are a valid, important measurement of performance. Operations Management texts like Slack, Brandon-Jones & Burgess (2016) highlight that areas such as quality, on-time delivery, flexibility, and customer feedback are vital for businesses. With this in mind, Technivara could consider failure rates for components, whether stipulated lead-times and delivery schedules are met and what general feedback clients give. This could also be spread across the different sectors which they compete in-computer, medical, automotive and electrical. 
Using these metrics can link to HR practice and consider how engaged staff are, how well they are trained, and how this links to quality, delivery, and the customer experience. If digitisation of the HR department occurs, training may be tracked and this could provide empirical evidence that suggests that defects and late deliveries drop when staff are better trained or have regular refresher training on systems and processes.  

3.2 
People practice (PP) is important to all organisations, not just Technivara, and they are the processes and approaches used across the employee lifecycle (CIPDb, 2026). Value is the benefit that people practice brings to an organisation through performance, capability and employee experience and impact is the extent to which people practice leads to measurable results in productivity, retention, and/or quality (CIPD, 2018). 
PP can add value in many ways; through effective recruitment and selection practices the firm can ensure they attract and hire staff with the right skills and behaviours and are a cultural “best fit” for the firm. Doing this should minimise high staff turnover and the added costs and production delays which comes from it. L&D can increase worker productivity and readiness for technological changes which might occur due to expansion. 
Another area is that of wellbeing initiatives which are highlighted by Jeffrey, Weddel et al (2025), firms that do this often increase productivity, reduce staff absence and turnover and build a more resilient workforce. Wellbeing initiatives should result in happier staff who are more productive, absent less, and happier customers (Oswald, Proto et al, 2009). At Technivara, it is unclear what wellbeing initiatives are in place and annual departmental absence rates are. Collating this data will enhance the importance of EBP being integrated into decision making. 
The above initiatives can add value to Technivara by reducing absence, higher staff morale, and improved outcomes. If measuring impact, there could be enhancement to employee engagement scores in the short-term, and longer-term there could be greater staff retention rates or more filling of roles with internal candidates. Wellbeing interventions may have direct impacts like reduced sickness/turnover rates following wellbeing initiatives, and indirect impacts such as improved customer satisfaction coming from consistent staffing in departments resulting in less QC issues, or line stoppages. 
When measuring the impact of PP it is important to demonstrate the value that HR activities bring to a firm's performance. It also enables EBP to occur and for leaders to make decisions using data instead of assumptions. 
One financial method commonly used to measure impact is Return On Investment (ROI). Gammon (2022) notes that it is a measure of expenditure on something and the benefits it delivers. For Technivara, this could consider the cost of a wellbeing programme and the reductions in sick pay, staff turnover and recruitment costs being the model of evaluation.  
A non-financial method Technivara might use to measure the impact of PP is employee engagement and satisfaction survey metrics (CIPD, 2025). These surveys can capture employees and new hires feelings about onboarding effectiveness, L&D activity, career progression, confidence in leadership and the quality of communications. By conducting engagement and satisfaction surveys Technivara can evaluate whether PP are improving employee capability, confidence and commitment. The results provide decision-makers with a view into the effectiveness of the initiatives and whether they are contributing to improved departmental performance. Evidence suggests that higher levels of employee engagement are associated with reduced staff turnover and increased productivity, both of which are strong indicators that PP could add value to Technivara (CIPD, 2021).
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2.1
	
	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
	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









Calculations shown below:
	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
	=C4/B4*100
	8
	=E4/B4*100
	3
	=G4/B4*100

	
	
	
	
	
	
	
	

	Offices and Administration
	15
	4
	=C6/B6*100
	5
	=E6/B6*100
	5
	=G6/B6*100

	
	
	
	
	
	
	
	

	Research and Development
	8
	1
	=C8/B8*100
	4
	=E8/B8*100
	4
	=G8/B8*100

	
	
	
	
	
	
	
	

	Quality control
	4
	2
	=C10/B10*100
	3
	=E10/B10*100
	3
	=G10/B10*100

	
	
	
	
	
	
	
	

	Dispatch 
	15
	4
	=C12/B12*100
	6
	=E12/B12*100
	6
	=G12/B12*100

	
	
	
	
	
	
	
	

	Engineering 
	35
	8
	=C14/B14*100
	8
	=E14/B14*100
	3
	=G14/B14*100

	
	
	
	
	
	
	
	

	Casting Department 
	6
	3
	=C16/B16*100
	5
	=E16/B16*100
	2
	=G16/B16*100

	
	
	
	
	
	
	
	

	Sales & Marketing 
	12
	4
	=C18/B18*100
	3
	=E18/B18*100
	3
	=G18/B18*100

	
	
	
	
	
	
	
	

	Human Resources 
	4
	1
	=C20/B20*100
	1
	=E20/B20*100
	1
	=G20/B20*100

	
	
	
	
	
	
	
	

	Design 
	12
	3
	=C22/B22*100
	5
	=E22/B22*100
	2
	=G22/B22*100
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2.3
The analysis of Table 2 highlights a range of positive and negative experiences of recent learning and development activity. There appears to be a major disconnect between the delivery of the training and the impact within Technivara (CIPD 2022).
Major themes.
Most staff rated the facilitator and the resources provided positively. Facilitators being knowledgeable on the topics was overwhelmingly positive (~93%), their delivery and explanations were favourable (~79%), and the resources used/provided scored well (~86%). These scores suggest the facilitator was suitably skilled and qualified, the delivery effective, and enjoyable (CIPD 2025).
There appeared to be little alignment with the training and performance outcomes related to the job roles of the Technivara staff. ~79% disagreed that learning outcomes had been met, only six staff felt they were able transfer the training into their role, with over 85% unsure or disagreeing. The scores suggest there is a disconnect between the training content and its relevance to staff roles, and the performance outcomes set at Technivara.
Engagement with the facilitator in the form of Q&A appeared particularly poor with just ten respondents agreeing or unsure, and 32 disagreeing that this element was meaningful. Inference suggests that the limited interactions may have reduced the relevance and transferability of the learning to Technivara departments.
Based on the themes above, particularly the lack of learning transfer and relevance to job roles, the following recommendations are proposed.
Recommendation 1 Performing a Learning Needs Analysis to align future training with specific job roles and performance indicators.
Performing an LNA will help align future training with specific job roles and performance indicators (CIPDb, 2025). Armstrong (2022) suggests this involves consulting line managers and employees to identify specific skills gaps, ensuring these are addressed with measurable outcomes. Open University (2023) notes that consultation should establish whether needs are organisational, job-task, or individual.
Justification
The data suggests that training and workplace impacts do not correlate with the training session. The high dissatisfaction figures indicate the training is not aligned to job requirements enough.


Benefits
Training can be catered to the department or job role itself, which should lead to a greater transfer of classroom knowledge back to the work environment. This will make better use of the L&D budget and provide a higher ROI. Heinrich (2025) from Harvard Business School reports that investing in training can increase profitability by as much as 21% and productivity by 17%.
Risks
Beavers & Rhea (2012) highlight that conducting an LNA requires a time investment from managers and staff. If honest feedback is not provided, or the wrong questions are asked, the analysis could be ineffective (Channel, 2024). Departments with high turnover or low morale may struggle to engage. Truelove (2007) notes that demotivated staff may resist training, reducing its effectiveness. Unaddressed training needs can lead to wasted expenditure and lost productivity, driving costs up and reducing ROI (Channel, 2024).
Financial implications
Costs include staff time and potential external consultancy fees, as well as potential production stoppages. External consultants can charge over £700 for surveys, with on-site training similarly priced (EVH, 2026). While there are upfront costs, these should be outweighed by more effective training and improved performance outcomes. Best value should be sought, particularly if staff numbers are large.
Recommendation 2 Redesign Training for Engagement and Learning Transfer
CIPD (2021) highlights that training should be interactive and two-way to improve group cohesion and learning outcomes. Future sessions should include greater dialogue between facilitators and staff, including Q&A, case studies based on Technivara, and simulations. This ensures training is department- or staff-centred, helping staff see the relevance to their roles.
Breaking training into short, bitesize sessions, combined with follow-up sessions, can also help mitigate the “forgetting curve” (CIPD, 2021). Lambert (2009) estimates that regular learning activities can improve learning outcomes by almost 50%. Menshawy (2025) notes that frequent, structured training can embed a culture of learning, improve retention, drive innovation, and support futureproofing; benefiting Technivara’s expansion plans.
Justification
Engagement with the facilitator was rated very poorly, low engagement will have contributed to poor achievement of learning outcomes and transfer to the workplace.


Benefits
Redesigned training should increase engagement, participation, and satisfaction. Staff are more likely to retain information when they can see its relevance to their role and KPIs (Pike, 2012). Short, regular sessions also reinforce learning without overwhelming staff.
Risks
There will be an additional time commitment from employees and facilitators, sessions will have limited impact if not well planned and, if performed regularly, could disengage some staff if they are too frequent (Truelove, 2007). Not all facilitators within Technivara will be skilled in delivering experiential learning and may require additional training to develop their skill set (Van Damn, 2019).
Financial Implications
Costs may include facilitator training and resource development. Train The Trainer courses can cost around £500 per facilitator (TSW, 2026). There may also be reduced productivity while employees attend training. However, improved learning transfer should reduce the need for repeat sessions and improve ROI (Taylor & Woodhams, 2022).
Summary
[bookmark: _Int_EpidjqFb]Despite positive feedback on recent L&D activity, there are concerning figures related to the delivery of the content and ability of staff to transfer learning into their work within Technivara. Conducting a Learning Needs Analysis and redesigning the training should take place. By initiating these changes and implementing them into working practices, they should see a greater level of learning transfer take place, improved feedback from Technivara staff, a higher ROI and more rapid progress to Technivara’s expansion aspirations.
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