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AC 1.1 
Evidence-based practice (EBP) is the process of making decisions using the best available evidence rather than relying on intuition, tradition or personal opinion. In people practice, this involves integrating organisational data, professional judgement, academic research and stakeholder perspectives to inform decision-making (CIPD, 2023)
A key advantage of EBP is that it supports more objective, consistent and defensible people decisions. By drawing on reliable data and research organisations can better diagnose people-related issues, evaluate options and predict likely outcomes. This improves the credibility of the people function, reduces risk and supports fair and ethical decision making (Briner, Denyer and Rousseau, 2009)
However, EBP also has limitations. Organisational data may be incomplete or inaccurate, and academic research may not always be directly transferable to specific organisational contexts. In addition, time pressures and limited analytical capability can restrict the effective use of evidence. As a result EBP is most effective when evidence is balanced with professional expertise and an understanding of organisational context (Rousseau, 2012)
Two Examples Technivara could use to ensure good decision-making in people practice:
Reducing employee turnover
Technivara could apply EBP by analysing internal data such as turnover rates, exit interview feedback, absence levels and length of service across different teams. This could be combined with employee survey results and external research on employee retention in the technology sector (CIPD, 2022). Using this evidence would allow Technivara to identify the main drivers of turnover and implement targeted retention strategies, rather than relying on assumptions or generic solutions.
Improving learning and development investment 
When making decisions about learning and development, Technivara could use skills audits, performance data and workforce planning information to identify current and future capability gaps. This internal evidence could be supported by academic research on effective learning methods and return on investment in training (Salas et al., 2012). Evaluating training outcomes using measurable indicators such as performance improvement or internal progression rates would help ensure that learning interventions are effective and aligned with business needs. 

AC 1.2 
Analysis tool: SWOT analysis 
SWOT analysis is a widely used strategic tool that evaluates internal strengths and weaknesses alongside external opportunities and threats. In a people practice context, Technivara could use SWOT analysis to access workforce capability, employee engagement, leadership effectiveness and organisational culture, while also considering external factors such as labour market conditions, skills shortages and technological change (Johnson, Scholes and Whittington, 2017)
A key advantage of SWOT analysis is its simplicity and ability to provide a clear overview of people-related risks and opportunities. It encourages strategic discussion and helps align people initiatives with business objectives. For example, Technivara could identify strong flexible working practices as a strength and use this to exploit opportunities to attract scarce digital talent. 
However, SWOT analysis can be subjective and descriptive if it’s not supported by evidence. It does not identify root causes and may oversimplify complex people issues. To address this, Technivara should support SWOT findings with quantitative and qualitative workforce data, such as turnover statistics, engagement survey results and skills audits, to improve the reliability of conclusions (CIPD, 2022) 
Analysis method: Root cause analysis
Root cause analysis (RCA) is a systematic method used to identify the underlying causes of organisational problems rather than addressing surface level symptoms. Technivara could apply RCA to people issues such as high employee turnover or low engagement by analysing contributory factors including management capability, workload, reward, development opportunities and organisational culture (Rooney and Heuvel, 2024). 
The main strength of root cause analysis is that it supports deeper understanding and leads to more sustainable solutions. Techniques such as “five whys” enable Technivara to challenge assumptions and design targeted interventions that address the real drivers of issues, improving long term outcomes and decision quality (CIPD, 2023)
A limitation of RCA is that it can be time consuming and depends heavily on the availability and accuracy of data. It also requires open and honest input from employees, which may be limited if trust is low. As a result, Technivara should use multiple data sources, such as surveys, interviews and performance metrics, to strengthen the validity of analysis. (Rousseau, 2012).

AC 1.3
Critical thinking involves analysing information objectively, questioning assumptions and using evidence to reach rational conclusions. In people practice, it supports fair, consistent and evidence-based decision making while reducing bias and poor judgement (CIPD, 2023)
A key principle of critical thinking is questioning assumptions. This involves identifying and challenging beliefs to determine whether they are supported by evidence. At Technivara, this may include questioning assumptions such as “employees leave mainly because of pay” or “remote working reduces productivity”. Applying this principle to both one’s own ideas and those of others helps ensure decisions are based on facts rather than habit, personal experience or organisational myths (Rousseau,2012). 
Another important principle is using evidence from multiple sources. Critical thinking requires ideas to be evaluated using a range of evidence, including organisational data, professional expertise and academic research. At Technivara, this could involve using workforce metrics, engagement survey data and external research to assess proposals such as changes to performance management or learning and development. This approach encourages objective debate by shifting discussions away from opinion, hierarchy or confidence and towards the quality of evidence presented (Briner, Denyer and Rousseau, 2009). 
Recognising bias is also essential. Personal and organisational biases can influence how ideas are judged.  Individuals may be influenced by cognitive biases, such as confirmation bias, where information that supports exiting views is favoured over contradictory evidence. Technivara, being aware of personal and organisational bias allows people professionals and managers to reflect ont heir own ideas and evaluate others’ contributions more fairly, improving the quality and balance of debate (Kahneman, 2011)
Finally, critical thinking involves evaluating the quality of arguments rather than accepting ideas based on hierarchy or confidence. Assessing the logic and evidence behind proposals helps ensure that decisions at Technivara are based on merit and support sound people practice (Rousseau, 2012) 

AC 1.4
To ensure effective outcomes, Technivara can apply structured decision-making processes that promote consistency, transparency and evidence-based people practice. Two appropriate processes are evidence-based decision making and participative decision making.
Evidence -based decision making
Evidence based decision making involves integrating organisational data, professional expertise, academic research and stakeholder views to inform decisions, rather than relying on intuition or opinion (Briner, Denyer and Rousseau, 2009). At Technivara, this could include analysing workforce data such as turnover rates, engagement survey results and performance metrics when addressing people-related challenges. 
At Techinivara, this process could be applied when addressing workforce challenges such as high employee turnover or skills shortages. For example, before introducing retention initiative, Technivara could analyse turnover data, exit interview feedback, absence trends and engagement survey results. This evidence can then be compared with external research on retention drivers within the technology sector. Using evidence enables Technivara to identify the root causes of issues and implement targeted interventions, increasing the likelihood of effective and sustainable outcomes.
The benefit of this approach is that decision is more objective, defensible and aligned with organisational goals. However, evidence-based decision making requires time, data quality and analytical capability. To be effective, Technivara must ensure that data is reliable and that evidence is interpreted alongside professional judgement and organisational context (CIPD, 2023). 
Participative decision-making 
Participative decision making involves actively engaging employees and key stakeholders in the decision-making process to gather diverse perspectives and insights (Armstrong and Taylor, 2023). At Technivara, this may include consultations, focus groups or team discussions when considering changes to people policies or working practices. 
At Technivara, participative decision making could be used when introducing changes to working arrangements or new performance management systems. Involving employees allows the organisation to identify potential challenges, assess feasibility and understand employee concerns before decisions are finalised. This improves decision quality and increases employee commitment to implementation. 
The main advantage of participative decision-making is that it builds trust, improves engagement and reduces resistance to change. However, it can be time consuming and may slow decision making if not managed well. Technivara would need to ensure clear boundaries and accountability so that participation informs, rather than delays, effective outcomes. 
By applying evidence-based and participative decision-making processes, Technivara can improve the quality and effectiveness of people related decisions. Evidence-based decision making ensures objectively and alignment with organisational goals, while participative decision making enhances buy-in and implementation success. Together, these processes support sustainable and effective people practice. 

AC 1.5
Ethical decision making in people practice requires consideration of how decisions affect employees, the organisation and wider society. Using ethical perspectives supports fair, responsible and consistent decision making aligned with professional standards and organisational values (CIPD, 2023)
Utilitarian Perspective 
The utilitarian perspective evaluates decisions based on their outcomes, aiming to achieve the greatest overall benefit for the greatest number of people (Sandel, 2013). Decisions are assessed by weighing the positive and negative impacts on stakeholders and selecting the option that maximises overall wellbeing.
At Technivara, this perspective could be applied when making strategic people decisions such as restructuring, changes to wo working practices or cost saving measures. For example, if the organisation needs to reduce costs, a utilitarian approach would encourage leaders to explore alternatives such as redeployment, reduced overtime or flexible working arrangements before implementing redundancies. These options may reduce harm to employees while still supporting organisational sustainability. 
The strength of the utilitarian approach is that it promotes long-term thinking and encourages leaders to consider the wider impact of decisions on employees and the organisation. However, a key limitation is that it may disadvantage individuals or minority groups if their needs are outweighed by benefits to the majority. For this reason, Technivara should ensure that outcome-based decisions are balanced with fairness and employee protections. 
Deontological Perspective
The deontological perspective focuses on duties, rules and moral principles rather than consequences. Decisions are considered ethical if they adhere to agreed standards, rights and obligations, regardless of outcomes (Velasquez et al., 2015). 
At Technivara, this perspective could strongly influence decisions relating to recruitment, pay, performance management and employee relations. For example, using consistent selection criteria and transparent recruitment processes ensures fairness and equality, even if shortcuts might deliver quicker results. Similarly, following established disciplinary and grievance procedures demonstrates respect for employee rights and supports procedural justice. 
The main advantage of the deontological approach is that it promotes consistency, trust and legal compliance, strengthening organisational credibility. However, it can be inflexible in complex situations where strict adherence to rules may limit practical solutions. As a result, Technivara should apply this perspective alongside outcome-based thinking. 
By applying both utilitarian and deontological ethical perspectives, Technivara can make balanced and ethically sound decisions. The utilitarian approach supports evaluation of overall impact, while the deontological approach ensures respect for individual rights and consistent people practices. Together, they strengthen ethical decision making and organisational credibility.
AC 3.1
To understand organisational effectiveness and support sound decision-making, Technivara should measure both financial and non-financial performance. Financial measures assess economic sustainability, while non-financial measures provide insight into employee experience, capability and long-term organisational health. Using both offers a more balanced and accurate picture of performance.
Financial performance measure: Labour cost as a percentage of revenue
One way Technivara could measure financial performance is by analysing labour cost as a percentage of revenue. This measure compares total employee-related costs, including salaries, benefits and training, with organisational income. It helps leaders understand whether workforce investment is proportionate to business output and whether labour costs are being managed efficiently (Armstrong and Taylor, 2023).
Example: If Technivara implements a new reward or recruitment strategy to attract specialist talent, tracking labour costs as a percentage of revenue over time would show whether this investment is sustainable. An increase in labour costs without corresponding revenue growth may indicate reduced productivity or over-resourcing, whereas stable or improved ratios may suggest better workforce efficiency.
Appraisal: The main strength of this measure is that it provides clear, objective data that supports budgeting, forecasting and strategic workforce planning. It allows senior leaders to make informed financial decisions and assess return on investment in people practices. However, its limitation is that it focuses solely on cost and does not capture employee engagement, wellbeing or future capability. Over-reliance on this measure could encourage short-term cost-cutting decisions that harm morale, retention and long-term performance. As a result, it should be balanced with non-financial indicators.
Non-financial performance measure: Employee engagement survey results
A key non-financial way Technivara could measure performance is through employee engagement surveys. These surveys capture employee perceptions of leadership, workload, development opportunities, wellbeing and organisational culture, all of which are linked to performance and retention (CIPD, 2022).
Example: After introducing flexible working arrangements or leadership development programmes, Technivara could compare engagement survey results before and after implementation. Improvements in engagement scores would indicate positive impact on employee experience and organisational climate.
Appraisal: The strength of engagement surveys is that they provide insight into how employees experience people practices, which financial measures alone cannot show. High engagement is often associated with improved productivity, lower turnover and reduced absence. However, survey data can be subjective and influenced by short-term factors, such as organisational change or external events. To maximise value, Technivara should combine engagement data with other workforce metrics, such as turnover and absence rates, and clearly communicate actions taken in response to feedback (Rousseau, 2012).
By measuring labour costs as a percentage of revenue and employee engagement survey results, Technivara can assess both financial sustainability and employee experience. Combining these measures supports balanced, evidence-based decision-making and helps ensure people practices deliver long-term value.

AC 3.2
People practices add value by ensuring that employees are effectively recruited, developed, managed and retained in ways that support organisational goals. At Technivara, well-designed people practices can improve productivity, employee engagement and organisational performance while reducing costs associated with turnover, absence and poor performance. When people practices are aligned with business strategy, they contribute directly to long-term sustainability and competitive advantage (Armstrong and Taylor, 2023).
For example, effective recruitment and selection practices ensure that Technivara attracts individuals with the right skills and values, reducing the likelihood of early turnover and underperformance. Learning and development initiatives can further add value by building internal capability, supporting innovation and enabling employees to adapt to changing organisational needs. Similarly, performance management and wellbeing practices help create a motivated and healthy workforce, which is linked to higher levels of discretionary effort and improved organisational outcomes (CIPD, 2023). Together, these people practices enhance both individual and organisational performance, reinforcing Technivara’s overall effectiveness.
People analytics and workforce data
One method Technivara could use to measure the impact of people practices is people analytics. This involves analysing quantitative workforce data such as employee turnover rates, absence levels, productivity measures, performance ratings and internal promotion rates.
Example: If Technivara introduces a new learning and development programme, changes in productivity levels, performance outcomes or promotion rates can be tracked to assess whether the initiative has improved capability and performance.
The key strength of people analytics is that it provides objective and measurable evidence to support evidence-based decision-making. However, workforce data alone may not fully explain employee behaviour or experiences. For this reason, people analytics should be used alongside qualitative measures to provide a more complete picture (Rousseau, 2012).
Employee engagement and feedback tools
Another method for measuring impact is collecting employee feedback through engagement surveys, pulse surveys or focus groups. These tools assess employee perceptions of leadership, development opportunities, workload, wellbeing and organisational culture.

Example: Following the introduction of flexible working or wellbeing initiatives, Technivara could compare engagement survey results before and after implementation to evaluate changes in morale, commitment and job satisfaction.

Employee feedback provides valuable insight into how people practices are experienced by staff and highlights areas for improvement. However, survey responses can be subjective and influenced by short-term factors. To maximise effectiveness, Technivara should communicate outcomes clearly and demonstrate how feedback informs action (CIPD, 2022).
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AC 2.3
Evaluation feedback collected from forty-two employees who attended the recent learning and development (L&D) activity provides a strong evidence base for assessing its effectiveness and identifying areas for improvement. Overall, the data suggests that the session was competently delivered, with strengths in facilitator capability, effectiveness and the quality of learning resources. However, the feedback also highlights significant weaknesses in learner engagement, personalisation, adaptability, and perceived relevance to workplace performance. These findings indicate the need for a structured action plan to enhance the effectiveness, consistency, and impact of future learning activities.
One of the most positive aspects of the feedback relates to facilitator capability. Thirty-nine out of forty-two respondents (approximately ninety-three percent) agreed or strongly agreed that the facilitator was knowledgeable about the subject matter. In addition, around seventy-nine percent agreed that explanations were clear, while over ninety percent confirmed that expectations were clearly established at the start of the session. These findings align with CIPD (2023), which identifies facilitator credibility coherence, and clarity as critical enablers of effective adult learning. As part of the action plan, this strength should be retained by continuing to use facilitators with strong subject knowledge, while supporting them to further develop skills in learner engagement, integration, and applied delivery.
Feedback relating to session structure and learning resources was generally positive but more mixed. Fifty-five per cent of participants agreed that the session was appropriately structured, while twenty-six percent selected a neutral response. Although this suggests that the structure was not viewed negatively, the relatively high proportion of neutral responses indicates that the structure may not have been sufficiently explicit. In contrast, perceptions of resource quality were particularly strong, with eighty-six percent of respondents agreeing that resources were of good quality. According to Knowles et al. (2015), adult learners benefit from understanding how learning content is organised, scalable, and how it contributes to their development. The action plan should therefore focus on maintaining current resource standards while improving signposting and benchmarking within sessions to clearly explain how activities link to learning objectives.
Despite these strengths, the feedback identifies several key areas for improvement. One of the weakest-performing statements related to whether individual learning preferences were considered prior to the activity. Only twenty-four percent of respondents fully agreed with this statement, while fourty-three percent were unsure and thirty-three percent disagreed. This suggests that most participants either did not experience personalisation or were unaware that it had taken place. CIPD (2022) emphasises the importance of learning needs analysis in ensuring that L&D interventions are relevant, sustainable and learner centred. Introducing structured pre-learning activities, such as short surveys or skills assessments, should therefore be prioritised. Facilitators should also explicitly reference this information during delivery, so learners recognise that their input has informed the session design, reinforcing ownership, maturity and accountability.
Learner engagement during the session represents another significant area of concern. Only twenty-four percent of respondents agreed that meaningful questioning took place, while seventy-six percent disagreed or strongly disagreed. This indicates that the session was perceived as largely passive, limiting opportunities for discussion and interaction. Research suggests that active learning methods, such as questioning, discussion and problem-solving, are more effective in supporting knowledge retention, capability and engagement (Kolb, 2015). Future sessions should therefore be redesigned to include structured opportunities for participation throughout delivery, supported by facilitator development in interactive learning techniques, governance, alignment and adaptability 
The most concerning trend within the feedback relates to the perceived impact of the learning on workplace performance. Only twelve percent of respondents agreed that the learning outcomes were met, while nearly seventy-nine percent disagreed or strongly disagreed. Similarly, just fourteen percent of participants felt that the learning linked to their performance targets. These findings suggest a significant disconnect between the learning content and participants’ understanding of how it supports their role or organisational objectives. From an evaluation perspective, this indicates weak outcomes at Kirkpatrick’s Levels 3 and 4, which focus on behavioural change and organisational results (Kirkpatrick and Kirkpatrick, 2006).
To address this, learning outcomes should be clearly articulated at the start of each session and revisited throughout delivery and at its conclusion. Facilitators should explicitly demonstrate how learning outcomes relate to specific job roles, using relevant workplace examples wherever possible. In addition, learners should be given dedicated time to reflect on how the learning applies to their role and to identify specific actions they will take following the session. Reflective practice is widely recognised as a key mechanism for supporting the transfer of learning into the workplace, optimising learning culture, resilience and transparency (CIPD, 2023).
Feedback relating to the ability to apply learning in practice further reinforces the need for this focus. Only fourteen percent of respondents agreed that they were able to apply the knowledge and skills gained, while the majority disagreed. This highlights the importance of extending the action plan beyond the learning event itself. Post-session follow-up should therefore be introduced, such as reinforcement materials, line manager discussions or short follow-up activities. These measures would help support accountability and increase the likelihood that learning is translated into sustained behavioural change.
In conclusion, the evaluation feedback demonstrates that while the learning activity benefited from strong facilitation and high-quality resources, its overall effectiveness was limited by insufficient engagement, personalisation and alignment with workplace performance. By developing a structured action plan that focuses on pre-learning needs analysis, interactive delivery and clear links to performance outcomes, the organisation can significantly enhance the impact of future learning initiatives and better support employee capability and organisational performance.
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Turnover and recruitment take up for Technivara 2024	Audio technical Department	

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	26	6	0.23069999999999999	8	0.30759999999999998	9	0.1153	Turnover and recruitment take up for Technivara 2024	Offices and Administration	
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	15	4	0.26600000000000001	5	0.33329999999999999	5	0.33329999999999999	Turnover and recruitment take up for Technivara 2024	Research and Development	
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	8	1	0.125	4	0.5	4	0.5	Turnover and recruitment take up for Technivara 2024	Quality control	
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	4	2	0.5	3	0.75	3	0.75	Turnover and recruitment take up for Technivara 2024	Dispatch 	
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	15	4	0.26600000000000001	6	0.4	6	0.4	Turnover and recruitment take up for Technivara 2024	Engineering 	
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	35	8	0.22850000000000001	8	0.22850000000000001	3	8.5099999999999995E-2	Turnover and recruitment take up for Technivara 2024	Casting Department 	
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	6	3	0.5	5	0.83330000000000004	2	0.33329999999999999	Turnover and recruitment take up for Technivara 2024	Sales 	&	 Marketing 	
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	12	4	0.33300000000000002	3	0.25	3	0.25	Turnover and recruitment take up for Technivara 2024	Human Resources 	
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	4	1	0.25	1	0.25	1	0.25	Turnover and recruitment take up for Technivara 2024	Design 	
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	12	3	0.25	5	0.41660000000000003	2	0.1666	

tURNOVER AND RECRUITMENT TAKE UP FOR TECHNIVARA 2024

Total in Department 2024	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	26	15	8	4	15	35	6	12	4	12	Leavers for 2024	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	6	4	1	2	4	8	3	4	1	3	Leavers as a % against total in each Department	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	0.23069999999999999	0.26600000000000001	0.125	0.5	0.26600000000000001	0.22850000000000001	0.5	0.33300000000000002	0.25	0.25	Positions vacant 	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	8	5	4	3	6	8	5	3	1	5	Vacancies as a % against total in each Department	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	0.30759999999999998	0.33329999999999999	0.5	0.75	0.4	0.22850000000000001	0.83330000000000004	0.25	0.25	0.41660000000000003	Positions filled 	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	9	5	4	3	6	3	2	3	1	2	Positions filled as a % of total in each Department	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	0.1153	0.33329999999999999	0.5	0.75	0.4	8.5099999999999995E-2	0.33329999999999999	0.25	0.25	0.1666	
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