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Evidence-Based Practice (EBP)

AC 1.1 
Rob Briner a Professor of Organisational Psychology states that EBP consists of three key attributes: conscientious, explicit and judicious. (Briner, 2023)
Conscientious is a diligent effort to gather the most suitable, credible evidence opposed to opinion or habit.
Explicit- Gathering the collected evidence which could be research, data abstracted from the organisation or views and opinions from stakeholders and presenting the findings to others. 
Judicious- Evaluating the quality of the information that has been gathered. It is important to understand that not all evidence carries the same weight.
EBP allows people professionals to make informed, strategic decisions by using a range of evidence, information and expertise that is “reliable, trustworthy solutions and being less reliant on outdated received wisdom, fads or superficial quick fixes” (CIPD, 2025a). 
Evidence- based is one of the three values included in the Profession Map: 
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(CIPD, 2023a)
Failure to exhaust EBP and rely on personal viewpoints can result in substantial implications including cost to the business. An organisation that does utilise EBP effectively are more likely to see positive impacts on growth, pay and reward. 
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(CIPD, 2025b)
There are four sources of EBP: scientific which consists of research- based knowledge developed by internal and external sources; organisational, which refers to data gathered within an organisation; experiential, which refers to the relevant knowledge of individuals within the organisation; stakeholder, which highlights the views, opinions and previous experience of employees, customers and individuals affected by the organisation. It is imperative that Technivara take the four sources of of EBP into consideration to ensure they make effective and sound decision- making in people practice. 
When designing a job description Technivara could use scientific evidence by identifying the required knowledge and skills that an applicant must acquire. It is essential that Technivara follow a “fair process” (ACAS, 2024a) and protect against discrimination and ensure data protection in line with Equality Act 2010 and Data Protection Act 2028. 
 Technivara should utilise organisational evidence to identify what the organisation requires of a potential new employee in order for the organisation to thrive. 
People Professionals could use experiential and stakeholder evidence by questioning current employees and individuals directly affected by the organisation and identifying what they believe the the organisation would benefit from. 
Technivara currently stores its data via paper and is lacking data driven evidence. I would advise Technivara to use scientific evidence and undertake research into different HR information systems (HRIS) and make an informed decision in which system would work best for the company. HRIS meets data security standards and reduces the chance of a breach of GDPR. This allows Technivara to capture up- to- date accurate data and information. 
The HRIS would inflate organisational evidence because it would allow people professionals to analyse internal data. This would be less time consuming than manually evaluating paper records. 
Technivara could use experiential evidence and evaluate how similar industries found different HRIS systems and their opinions on how the systems gathers evidence. 
Prior to proceeding with a HRIS, people professionals could utilise a survey and distribute it to employees, managers and customers to have an overview of their thoughts and opinions. 

AC 1.2
An appropriate analysis tool that is useful to try identifying issues, challenges and opportunities is PESTLE. PESTLE is an acronym to help “guide people professionals and senior managers in strategic decision making” (CIPD, 2025c). 
Political: Technivara would need to change policies in line with upcoming and current changes within employment law. Technivara storing employee data via paper can cause a concern for legislation governed by the UK General Data Protection Regulation. 
Under the Data Protection Act 2018 employees have rights. Technivara could be deemed as being negligent if they are not storing employee data correctly. 
Economic: This would entice Technivara to review the cost of living, inflation and other costs. 
After reviewing economic conditions they could alter pay structures and benefits. Organisation with competitive salaries can help employee satisfaction (AFR Consulting, 2026) which in turn would improve the retention of staff and recruitment. 
Social: Technivara should consider social components for example, work life balance. A lack of work life balance can lead to employee burnout, resulting in absence levels rising and quality of work reducing. 
An employer must accept the flexible working request unless there's a genuine business reason not to (ACAS, 2024b). It is important that each request is dealt with fairly and in a timely manner.
 
Technological: Technology is forever developing and therefore, digital transformation is driving change and adopting artificial intelligence to improve organisations. As discussed previously, Technivara would benefit from a HRIS and minimise the risk of data breaches. Although training individuals to use HRIS can be costly the benefits are unmatched. 
Legal: I would advise Technivara to remain vigilant of employers legal obligations such as health and safety and Equality Act 2010.  
Consistent policy reviews minimise legal risks, issues and challenges. This would also give Technivara the opportunity to update their policies in line with the organisation. 
Environmental: I would encourage Technivara to be vigilant of environmental and sustainability factors to keep their working ethical. 

Ethical working minimises risks and is attractive to stakeholders, allowing the organisation to expand. 

Interviews with employees are an appropriate analysis method which can help identify problems. Encouraging interviews with employees make them feel heard and is an opportunity to create solutions. 
Observations provides current, unbiased evidence which can highlight differences in policies and practice. When issues are identified, retraining can be implemented. 
Job analyses is an individuals job description. It provides a clear understanding of what a role entails. This reduces confusion, equalises workload and improves legal compliance. 
Work sampling is an appropriate analysis method which reviews what individuals are doing and evaluating if they are completing it in a timely manner. If not, it could be because they have too much responsibility and/ or overworked. 
Examinations of organisation metrics allows people professionals to make evidence based decisions on people analytics. It is  strategic decision- making method which identifies trend and weaknesses through quantitive evidence such as turnover, retention, absence levels, performance and engagement. 
Comparison with sector metrics is when Technivara would compare their organisation to other organisations in the electrical industry and gauge if Technivara is underperforming. 

AC 1.3
Warren Howlett who is the CIPD’s head of content defined critical thinking as “the ability to think well and to critically reflect on the ideas, opinions and arguments of others” (CIPD, 2019). Critical thinking allows people professionals to review information and evaluate evidence gathered from multiple sources to make ethical decisions in the workplace. 
There are four questions that need to be asked when undergoing critical thinking:
1. Questioning evidence presented to you, do not make assumptions. 
2. Analysing whether the evidence is credible. People professionals should take into consideration when the evidence was gathered and question if it is still relevant?
3. People professionals should take into consideration of who the evidence was created by, are they a credible, professional source of information?
4. Before jumping to conclusions, multiple sources of evidence should be obtained to gather different perspectives. 
[image: ]The above four questions should be asked when undertaking the CIPD’s six steps to evidence based decision- making method:
(CIPD, 2025d)
1. Asking questions encourages people professionals at Technivara to question their solutions to current problems in the organisation. Asking relevant questions is an essential part of critical thinking and in supporting objective and rational debate in Technivara. This prevents bias decision- making. 
2. Acquiring evidence as part of critical thinking is gathering current, accurate, relevant and reliable information which helps rational debate. This ensures factual discussions are being heard and allows Technivara to make sound decision- making. 
3. Appraising is evaluating the validity, relevance and reliability of evidence that is being discussed or used. Technivara should use current internal and external evidence to ensure rational debate. 
4. Aggregating as part of critical thinking relates to information that has been gathered from numerous sources to make well- informed judgement. Technivara should gather perspectives and evidence from internal people professionals and external sources to have broader evidence to influence decision- making. 
5. Applying evidence and knowledge to trial ideas in the organisation. This step is the progression from theorised decision- making into practice. Technivara should monitor the change and make amendments to the change where necessary. 
6. [bookmark: _Int_5xaOP4Dj][bookmark: _Int_2PBAHfYN]Assessing the change before it is fully implemented and determine the suitability of the change. I would advise Technivara to evaluate what their objective was and evaluate whether it has positively impacted the organisation. 

AC 1.4
[bookmark: _Int_2myn0lOH]CMI, a chartered body whose aim to drive better managed organisations, claims that one of the most effective ethical decision-making tool is De Bono’s six thinking hats (CMI, 2020). This is such an effective decision- making process because it is structured, clear to follow and allows looking at decision- making from different perspectives. 
De Bono’s decision- making model is made up of six hats:
White hat- Technivara should evaluate internal and external evidence and decipher whether proposed ideas would have a positive or negative effect on the business. In 
Blue hat – from Technivara’s findings they can implement a plan to trial the proposed changes. 
Green hat- Technivara’s people professionals can utilise their internal knowledge and generate ideas using creative thinking to ensure sound decision- making. An example of this would be an employee making a flexible working request. Their line manager would have to liaise with others and use effective decision- making to decipher if the organisation could accommodate the request. If available, they could evaluate others who have also had similar requests approved. 
Red hat- Before Technivara makes decisions people professionals should take into consideration the emotional responses they could receive from the individuals who would be effected by the change. If individuals workload is going to rise Technivara should liaise with them to understand whether they would be able to manage the added responsibilities. 
Yellow hat- This is in regards to the positives and benefits the organisation could potentially face once the change is implemented. Listening to concerns that Technivara staff have and acting on them would result in improved wellbeing at work because they feel heard. In turn, productivity would improve. 
Black hat- It is critical that Technivara assess the risks of the change and identify the negative impacts when decision- making. This can mitigate negative outcomes and are then able to provide reasoning as to why they have made their decision. 
Tannebaum and Schmidt leadership continuum is a theory created by psychologists, Robert Tannebaum and Warren Schmidt in 1958 to ensure structured decision making. 
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(Bitesize Learning, unknowna)
1. Telling is the most autocratic style of decision making. This is when a decision is made by management without consulting employees. This is often used when decisions need to be made in a timely manner. This heuristic bias approach can result errors being made and leave employees feeling unmotivated. It is individually lead rather than taking a balanced approach. 
A decision that has been made quickly can become bounded rationality. This is when critical thinking has not occurred and decisions are made with a small amount of evidence that is presented in front of an individual, not the bigger picture. 
2. Selling is a less autocratic style of decision making however, management is still proceeding with their plan. This decision- making style is when management consult employees and make them ware of the change prior to it being implemented. 
3. Suggesting a potential change to employees whereby, they can raise concerns and make suggestions during a discussion. This allows qualitative research. Qualitative research is evidence gathered from the perspectives, words and feelings of individuals effected by the change. 
4. Consulting is a more formal approach to decision- making to suggesting. This is where individuals are presented with the proposed change in a more formal setting whereby they can raise any opinions and concerns. 
5. Joining is when the manager and employees become a team to discuss the change. Power is not delegated instead, everyone is equal. This is an opportunity where people professionals can offer their advice on their expertise. This prevents cognitive and unconscious biases because everyone is able to raise their views and opinions. Group decision making allows different perspectives and ideas however, group think can result in louder voices overpowering the group and individuals may feel obliged to follow management. Group polarisation was studied by Isenberg, 1986, Leenders and van Dijk, 2016 which showed that “groups do not tend to encourage compromise, safe and cautious decisions but rather the opposite” (CFA UK, 2019). This allows critical thinking whereby people professionals can analyse their knowledge and data, question assumptions and evaluate evidence to help effective decision- making (Armstrong and Taylor, 2017)
6. Delegating is when a team leader leaves the responsibility to their team to find a solution and present their idea to them. The team leader will then make an informed decision whether to proceed with their proposed solution or idea. This can result in sunk cost fallacy. This would happen when a team leader believes that their team has spent a substantial amount of time or resources so continue with their proposal even though it is not within the interest of the business. 
7. Abdicating is when a manager identifies an issue and passes the responsibility to their team to find a solution. “This approach risks decisions being made without full understanding of their implications”  (Bitesize Learning, unknownb). This can result in availability bias because the team may not have access to much information meaning that they are making a decision without the full picture of the organisation. 
However, this may be suitable for Technivara because they have a flat structure. 

AC 1.5
Ethical decision-making is essential for People Professionals to ensure fairness, legal compliance and organisational integrity.
It is essential that people professionals abide by the Equality Act 2010 to stay in line with the law and to ensure ethical decision- making. If Technivara fail to abide by the Equality Act 2010 their defiance could result in a claim being made against them. 
Ethics in the workplace need to be adhered to a high standard. To ensure this, Technivara could use the CIPD code of conduct framework. This which ensures the following in the workplace: 
• Positive and active impact on working lives
• Civic virtue and stewardship
• Good character
• Professional service and competence
• Personal responsibility
(CIPD, 2023b)
The Human Resources are the role models and usually advise other people professionals to follow their direction in ethical standards and integrity resulting in individuals having justice. 
Two key ethical perspectives that could help Technivara inform decision-making are deontological (duty-based) ethics and utilitarianism (consequence-based ethics).
Technivara could use the deontological theory to inform and influence their decisionmaking. “Deontological (duty-based) ethics are concerned with what people do, not with the consequences of their actions.” (BBC, 2014). Some actions are considered to be morally This theory is consistent with the Equality Act 2010. 
Ethical decision-making is essential for People Professionals to ensure fairness, legal compliance and organisational integrity. At Technivara, where traditional practices dominate and change is often resisted, adopting clear ethical frameworks would help modernise decision-making and reduce risk. Two key ethical perspectives that could help Technivara inform decision-making are deontological (duty-based) ethics and utilitarianism (consequence-based ethics).
Sensitivity: general correct or incorrect regardless of the consequences to follow. An example of this would be placing the importance of the right to privacy above all else. 
Technivara have swerved away from current working practices however, employees have the right to receive management on their performance. Managers may want to bypass this stage due to time efficiency however, this would be neglecting employee rights. 
Technivara could be influenced by the CIPD’s Eight Ethical Lenses. These are fairness, merit, 
markets, democracy, well- being, rights and duties, character, handing down. 
1. Fairness- This is when everyone at Technivara should agree to a proposed idea. In 
some cases, this is unachievable. This is when Technivara could utilise the 
utilitarianism theory whereby a decision is made which benefits the greatest amount 
of individuals (Driver. J, 2025). 
2. Merit- Technivara should recognise and reward hardworking individuals in line with 
their performance. 
3. Markets- Technivara could base wages ethically by evaluating and paying individuals 
based on their performance and productivity. 
4. Democracy- Each individual at Technivara should have a voice and be able to raise 
concerns and ideas. This allows Technivara to take into consideration opinions to 
make sound decision- making. 
5. Well- being- Employees are entitled to work in conditions that protect their physical 
and mental health. 
6. Rights and duties- This highlights the fundamental rights that employees have 
including, dignity, privacy, equality and fairness. 
7. Character- Technivara should be consistent in their decision- making and should 
make correct decisions that align with the morals of the organisation. 
8. Handing down- This acts as a guide to ethical decision- making and emphasises the 
importance of upholding the same morals in the future.
Deontological ethics focuses on following moral rules and duties regardless of the outcome. Decisions are judged on whether they are right or wrong, opposed to the consequences. 
At Technivara, a deontological approach would require managers to:
· Follow fair and consistent recruitment processes
· Conduct regular performance reviews and feedback
· Ensures equality and non-discriminatory decision-making
For example, managers may fail to conduct performance reviews due to limited time however, a deontological approach highlights a duty to provide employees with feedback and development opportunities, regardless of operational pressures.
A Deontological approach allows consistency, fairness and legal compliance and can help stop Technivara using paper-based practices. This is particularly important as the organisation grows and could potentially face scrutiny.
Alternatively, this approach allows reduces flexibility. This prevents Technivara from taking into consideration the human elements of situations which could slow innovation. 
Utilitarianism is choosing the best option which “brings most advantage to the most people” (Cambridge Dictionary, Unknown) and decisions are made based on the outcome instead of following rules. Technivara could utilise this when evaluating organisational strategies. 
Technivara could utilise the utilitarianism theory whereby a decision is made which benefits the greatest amount of individuals (Driver. J, 2025). For example, investing in HRIS could disrupt long-serving employees at first but would improve data-driven decision-making in the long term. 
Utilitarianism encourages Technivara to use data to predict outcomes and make evidence- based decision- making that benefit the majority of individuals and make decisions to step away from their archaic approaches. 
Alternatively, this approach increases the chances of negatively affecting a minority of individuals and result in a loss of engagement and trust and contradict Technivara’s duty of care.
Technivara would benefit from both approaches. A deontological approach would ensure decisions are morally correct, lawful and fair, whereas utilitarianism would ensure they are strategically sound.

AC 3.1
One example to assist measuring performance is exit interviews. This is a meeting usually held between the nearly ex- employee and their line manager or the HR department after they voluntarily resign for the organisation. During the exit interview Technivara should “encourage honest, in-depth responses—regardless of the circumstances surrounding the employee’s departure.” (NeSmith. M, 2025). An exit interview allows organisations to gather evidence, reflect and act on the information provided. 
The exit interview is usually held during the off-boarding process and should be reviewed to evaluate why individuals are leaving and rectify the pattern. Keeping track of this information and overcoming any issues can prevent turnover. 
It is important to provide a comforting atmosphere during an exit interview so individuals don’t feel as though if they “Say the wrong things and you could harm your career if you either want to get a reference from your nearly-ex employer or one day decide you want to come back.” (Hannon. K, 2022). 
Technivara could measure its financial performance using quantitive data such as revenue and growth analysis. Revenue growth is reviewing whether company sales have increased or decreased over a period of time. 
“Revenue growth not only reflects the effectiveness of a company’s sales strategies but also serves as a barometer for its overall competitiveness and sustainability in the market” (Majka. M, 2024). In order to understand the sustainability of Technivara, Bill should review the profit the organisation was making six months ago versus now and understand what has changed during that time for revenue to increase or decrease. 

AC 3.2
HR professionals can add value to Technivara by maintenance activities such as, paying employees on time, crisis prevention activities such as, advising managers, continuous improvement and change activities such as, pushing change to improve the organisation. 
HR professionals help add value to an organisation by “supporting business objectives, aligning HR strategy with organisational goals, and contributing to people management that enhances performance” (Armstrong, M. and Taylor, S. 2014)
Extensive training such as learning and development (L&D) would help add value to Technivara because it enhances employee knowledge and skills allowing them to perform their job roles more effectively. As a result, productivity rates and quality of work would increase. 
Offering L&D to individuals makes them feel valued and appreciated therefore, turnover rates would decrease reducing the cost of recruitment resulting in higher profit. Technivara could offer training on HRIS so employees are able to fully utilise the system and data is stored effectively. 
Performance appraisals would help Technivara add value to the organisation because it is an opportunity for managers and employees to reiterate plans and objectives, evaluate progress and ensure goals are in line with organisational strategy. 
Similarly to L&D it enhances employee engagement because it is an opportunity for managers to give constructive feedback and praise achievements. Following performance appraisals, performance can be enhanced due to employees feel recognised and have been given constructive feedback on where they can improve. 
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Task 2 
AC 2.1
	Turnover and recruitment take up for Technivara 2024 
	 
	

	
	
	

	 
	Total in Department 2024
	Leavers for 2024
	Leavers as a % against total in each Department
	Positions vacant 
	Vacancies as a % against total in each Department
	Positions filled 
	Positions filled as a % of total in each Department
	
	

	Audio technical Department
	26
	6
	23%
	8
	30.7%
	3
	11.53%
	
	

	 
	 
	 
	 
	 
	 
	 
	 
	
	

	Offices and Administration
	15
	4
	26.6%
	5
	33.3%
	5
	33.3%
	
	

	 
	 
	 
	 
	 
	 
	 
	 
	
	

	Research and Development
	8
	1
	12.5%
	4
	50%
	4
	50%
	
	

	 
	 
	 
	 
	 
	 
	 
	 
	
	

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

	 
	 
	 
	 
	 
	 
	 
	 
	
	

	Dispatch 
	15
	4
	26.6%
	6
	40%
	6
	40%
	
	

	 
	 
	 
	 
	 
	 
	 
	 
	
	

	Engineering 
	35
	8
	22.8%
	8
	22.8%
	3
	8.5%
	
	

	 
	 
	 
	 
	 
	 
	 
	 
	
	

	Casting Department 
	6
	3
	50%
	5
	83.3%
	2
	33.3%
	
	

	 
	 
	 
	 
	 
	 
	 
	 
	
	

	Sales & Marketing 
	12
	4
	33.3%
	3
	25%
	3
	25%
	
	

	 
	 
	 
	 
	 
	 
	 
	 
	
	

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

	 
	 
	 
	 
	 
	 
	 
	 
	
	

	Design 
	12
	3
	25%
	5
	41.6%
	2
	16.6%
	
	



AC 2.2





 









AC 2.3
	Evaluation data from L&D activity for Technivara

	
	

	 
	1
	2
	3
	4
	5
	

	 
	 
	 
	 
	 
	 
	

	 The ratings show represent statements on a scale of 1-5 where:
	

	1 = fully agree, 2 = agree, 3 = not sure, 4 = disagree, 5 = strongly disagree
	

	
	

	Feedback from 42 employees
	

	 
	

	My learning preferences were consider prior the learning activity 
	10
	0
	18
	14
	0
	

	On commencement the facilitator provided clear set objectives 
	5
	34
	3
	0
	0
	

	The learning event was appropriately structured
	7
	16
	11
	6
	2
	

	The facilitator was clearly knowledgable about the topics 
	13
	26
	2
	1
	0
	

	The facilitator provided clear explanation on topics discussed 
	5
	28
	0
	9
	0
	

	Resources used were of a good quality
	0
	36
	6
	0
	0
	

	I was able to engage with meaningful questioning and answering on topics being discussed 
	0
	2
	8
	27
	5
	

	At the end of the session the set learning outcomes were achieved 
	4
	1
	4
	18
	15
	

	The learning linked to my performance target
	2
	4
	24
	11
	1
	

	I was able to employ the knowledge skills and behaviours into my working role 
	0
	6
	22
	8
	6
	




AC 2.3
It is essential for Technivara to analyse the feedback from their learning & development (L&D) activity to understand how effective the activity was and if it is positively effecting employee growth. The CIPD states that effective organisational development enables an organisation to achieve its goals and improves the customer and employee experience (CIPD, 2025a) therefore, it is crucial to analyse the effectiveness of the L&D activity to understand where they can improve in future. 
42 employees were asked by Technivara to complete a 10-question survey and rank their answers on a scale from 1-5, 1 being fully agree and 5 being strongly disagree. The questions were in regards to how they felt the L&D activity went and to understand if they were able to integrate the information into their role. 
In completing the survey Technivara are able to identify patterns and trends and therefore, can take a better approach when considering L&D activities in future. 

42% of individuals felt as though they were not sure whether their learning preferences were taken into consideration this suggests that learner centred design was not taken into consideration. Taking into consideration the learning styles supports inclusivity in the workplace and increases engagement and effectiveness. To understand individuals learning preferences a diagnostic assessment such as a questionnaire could be distributed prior to the learning activity to understand people’s strengths, weaknesses and knowledge gaps. 
Technivara should consider Honey and Mumford’s learning styles theory. This theory
 highlights the four ways individuals learn easiest: 
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(Bitesize, 2024)
By identifying each individuals learning style, Technivara can accommodate the leaning needs of employees. 

92% of individuals understood the clear set objectives that were communicated prior to the learning activity. Clear set objectives assist individuals' learner motivation and performance on activities (Orr, R & Csikari, M & Freeman, S & Rodriguez, M, 2022) because it creates an understanding of expectation. On the other hand, it is later shown that objectives were not met suggesting a downfall between their intentions and impact. 

It is highlighted that most individuals felt as though the L&D activity was well structured which suggests that the activity was planned and organised well. Opposed to this, a minority of people felt that the structure did not work as well. This is not uncommon for group learning activities because learning preferences do differ. In future, Technivara could trial multiple learning activities using alternative learning styles as shown above however, this is more timely and is less cost effective. 
 
The majority of individuals believe that the facilitator was knowledgeable about the topics discussed and provided clear explanations in the learning activity. It is important to understand that different individuals may have prior knowledge to the topic. If this is ignored, individuals may become disengaged. Educational psychology research which is a concept of cognitive load theory highlights that training can become ineffective for individuals who already obtain higher knowledge. (Derry, J, 2020)

Majority of individuals agreed that the resources used were of a good quality. There are six types of learning sources that individuals may deem to be engaging: 
· Interactive sources- group discussions, case studies, etc
· Digital and multimedia resources- short videos, interactive quizzes, etc
· Practical sources- on the job training, role plat, etc
· Self directed learning sources- recommended further reading lists, online libraries, etc
· Collaborative and social learning resources- mentoring, coaching, etc
· Personalised learning sources- e- learning, self assessments, etc
This emphasises that Technivara took this into consideration and the sources were varied resulting in a positive learning experience. 
Although resources were engaging, most individuals felt as though they were unable to engage with meaningful questions. This could be because the person who is conducting the learning activity may not have been encouraging questions resulting in power dynamics and hierarchy. As a result, individuals are left feeling intimidated therefore, reduces engagement and leaves gaps in their knowledge following the activity (Sustainability Directory, 2025). This disengagement correlates correlates with the objectives not being fully achieved. 
It has been identified that the learning activity was not linked to everyone’s performance target. This could be viewed as a ‘pointless’ activity therefore, individuals are not engaged and would prevent them from seeing the necessities of participating in future learning activities. 
Only two individuals fully agreed that the knowledge, skills and behaviours gained from the learning activity could be linked to their job role. This poor learning transfer could lead to individuals feeling as though it was a waste of time, finances and resources and reflects the learner readiness, training design and workplace environment (Baldwin & Ford, 1988). The survey shows the weakness in the three areas. 

The evidence gathered and shown in the table highlights that the one learning activity was not effective for everyone and in future this needs to be considered to avoid risks of individuals being disengaged. Considering the different learning styles allows individuals to get the most out of the learning activity and prevent them undertaking the learning activity more than once minimising the risks of unnecessary costs to the organisation. Technivara could issue different learning activities to different departments or individuals to ensure that they are fully engaged and receive the full benefits of the activity. 

I would recommend that in future Technivara undertake a survey prior to learning activities to understand who requires to participate in the learning activity and in what learning style. 
It has highlighted in the table that the learning activity had a significantly negative effect therefore, more data needs to be gathered in future to understand what learning activities the organisation would benefit from instead of using it as a tick box exercise. Unfortunately, their seems to be more of a negative impact rather then Technivara’s intentions to develop the organisation. 

Technivara could use the following design of learning activities theory to help the employees learning process: 
[image: ]
(Mota, D, Paulo Reis, L and Vaz De Carvalho, C, 2014)

Pedagogical trends is when the activity is learner centred and learners are encouraged to engage in the activity. 
Technology trends are the growing use of HRIS or the use of questionnaires to have a better understanding of views and opinions. 
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Number of Leavers in 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	



Number of vacancies in 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	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	



Positions filled in 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	Positions filled 	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	3	5	4	3	6	3	2	3	1	2	
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Honey & Mumford’s Learning Style
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Figure 1: The four sources of evidence for people professionals
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