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TASK ONE

1.1

Evidence-based practice (EBP) is about making people practice decisions using evidence rather than relying purely on instinct or senior opinion. Basically, it encourages people professionals to stop and ask if decisions are based on facts, insight and experience or whether they are being taken by habit or pressure to act quickly. This matters at Technivara as the case study suggests that decisions tend to be made from the top, with managers’ views carrying more weight than wider evidence.

The CIPD describes evidence-based practice as drawing on more than one source of information when making people practice decisions, rather than relying on a single viewpoint. Specifically they suggest using four sources: organisational data, professional expertise, stakeholder views and scientific literature (CIPD, 2025a). This means looking beyond instinct to inform judgement, which also reflects wider thinking in evidence-based management (Briner et al., 2009). There are six ‘A’s’ which will encourage collating evidence from multiple sources: asking, acquiring, appraising, aggregating, applying and assessing (CIPD, 2025a). When used in this way, EBP can help people professionals feel more confident in explaining and justifying their decisions, particularly in organisations where those decisions may be challenged. In reality though, evidence is rarely perfect and some managers may still prefer to rely on their own judgement. Given Technivara’s more traditional management approach, this kind of resistance is something the organisation may encounter.

Employee turnover is an area where evidence-based practice could become important for Technivara. Although the case study does not specifically refer to engagement or retention issues, the organisation’s top-down approach to decision-making means these could become risks over time if people decisions continue to rely on managerial judgement. A more evidence-based approach would require Technivara to slow things down and spend time understanding what is happening internally. This could mean noticing patterns in absence levels and paying attention to what employees are saying, including any themes that appear when staff leave. When combined with wider research on retention, this would help the organisation make sense of why people might choose to stay or go.

Culture and leadership is another area where this approach feels relevant for Technivara. The case study gives the sense that decisions sit with senior managers, which may be shaping how engaged employees feel across the organisation. Taking employee feedback into account would help leaders base changes on what staff are actually experiencing rather than assumptions about what should work. Research on leadership behaviours and engagement could also help inform decisions about management development and avoid initiatives that sound good but miss the point. Where trust and engagement already appear to be shaky, using evidence properly could help decisions land better with employees (Barends and Rousseau, 2018).

Overall, evidence-based practice provides Technivara with a more thoughtful way of making people practice decisions. While it does take time and requires confidence in using evidence, it supports better-quality decisions that are more closely aligned to the organisation’s people challenges rather than relying on instinct alone.




1.2

When looking at how Technivara might recognise and diagnose its current issues, it is important not to rely on just one way of analysing what’s going on. In reality, people professionals tend to use a few different tools, depending on what they are trying to understand (Taylor and Woodhams, 2022). Things like SWOT, force field analysis or even looking at people data can all help highlight patterns, but here, PESTLE is a useful place to start.

PESTLE encourages stepping back and looking at external factors that may be affecting an organisation and not just focusing on what is happening day to day, internally. For Technivara it could be things like changes in employment law or difficulties recruiting. These may not feel important to begin with, but over time they could affect how settled staff feel in their roles and the decisions managers need to make. Using PESTLE can make it easier to spot wider risks and opportunities early on, even though it doesn’t give clear answers by itself (CIPD, 2025b).

PESTLE only tells part of the story as it gives an overall view but doesn’t really show how the issues are being felt by employees. That is where an analysis method such as employee interviews can become useful. Speaking directly to staff allows people to share how they actually feel about things like workload, leadership or communication, which often explains patterns in absence or turnover data (Aylott, 2018). Of course, interviews can be influenced by personal opinion and are time consuming so they work best when used alongside other information, rather than on their own.

This really links to the idea of evidence-based HR, which suggests that better decisions are made when different types of evidence are thought about together. Research highlights that people analytics on their own are not enough and should be balanced with professional judgement and employee insight (People Management, 2023). Using both PESTLE and interviewing would allow Technivara to build a more realistic picture of what is happening across the organisation and why.

1.3

When thinking about how Technivara makes decisions, critical thinking needs to make sure they are actually thought through, rather than rushed or based on assumptions. When time feels short, it is tempting to jump straight to a solution, especially when there’s pressure to act fast. Critical thinking is being able to question the ideas and arguments of others, build well-reasoned arguments and recognise when different perspectives might be influencing decisions (Howlett, 2019, 0:50). In reality, it means pausing to properly look into things before coming to a conclusion.

A big part of this is being able to tell the difference between fact and opinion. For example, if someone says performance is slipping, it is important not to take that at face value. It may be linked to workload or unclear expectations rather than motivation or attitude. Taking time to question where information has come from and what evidence supports it helps avoid decisions being based on assumptions or personal views.

Another important part of critical thinking is recognising bias, both in ourselves and in others as personal experiences and assumptions can influence how situations and people are judged (Armstrong and Taylor, 2023). Everyone brings their own experiences and preferences into work and these can influence how situations are understood. At Technivara, this might show up when managers rely on what has worked for them in the past or make quick judgements about behaviour. Being aware of this helps create more balanced conversations and fairer outcomes.

Critical thinking also means knowing people issues in work are rarely straightforward and there isn’t always a clear right or wrong answer. This can be uncomfortable, especially when people feel strongly about something or have different opinions on what should happen next. When it is like this, it’s easy for discussions to become stuck or for decisions to be rushed just to move things on. Having a simple structure can help keep conversations moving and an example is De Bono’s Six Thinking Hats, which encourages people to stop and look at a situation in different ways, like focusing on the facts first, considering how people may be feeling and thinking through possible risks and options, rather than immediately defending one viewpoint (De Bono, 1985).
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Figure 1: De Bono’s Six Thinking Hats (Scribd, 2024)

Overall, using critical thinking at Technivara could help discussions feel more balanced and constructive. By taking time to pause, question viewpoints and check what evidence is actually available in meetings would make it easier to have open conversations, even when opinions are different. It also helps make sure that ideas, whether from ourselves or others, are properly looked at rather than accepted or dismissed too quickly. This supports objective and rational debate at Technivara by helping discussions stay focused on understanding the issue and working towards sensible decisions, instead of reacting on instinct or personal preference, which reflects wider thinking in people practice that highlights the importance of questioning information, understanding context and being open to different viewpoints (Armstrong and Taylor, 2017).

1.4

One decision-making process Technivara could use is a best-fit approach. This means decisions are made based on what works best for the organisation, rather than following a standard solution or copying what other organisations are doing. In people practice, this is important because no two workplaces are the same. Factors such as culture, resources and the needs of employees can all affect whether a decision is likely to work in practice (Armstrong and Taylor, 2023). For example, when making decisions about flexible working or managing performance, HR at Technivara would need to consider what is realistic for managers and teams, rather than applying a policy simply because it is seen as best practice elsewhere. Taking a best-fit approach helps ensure decisions are practical and more likely to achieve the intended outcome.

A second decision-making process Technivara could apply is an action learning approach. This focuses on working through real issues as they arise, rather than making decisions in isolation. Action learning encourages people to discuss the problem, ask questions and reflect before agreeing on a way forward. In people practice, this can be particularly useful when dealing with ongoing or complex issues, such as low engagement, change management or recurring absence concerns. By involving managers and HR professionals in these discussions, different views can be shared and tested before decisions are made, rather than relying on one person’s judgement alone (Revans, 2017).

Action learning also allows space to reflect once a decision has been implemented. It makes it easier to see what worked well and what may need changing next time and doesn’t just assume the same approach will always be effective. It also encourages Technivara to learn from experience and adjust decisions as needed, instead of repeating actions that may not deliver the desired outcome.

Overall, using both a best-fit approach and action learning can help Technivara make decisions that feel more considered and relevant to the organisation. This helps decisions reflect what is happening day to day and benefit from discussion rather than being hurried or decided by just one person. It reflects the wider thinking in people practice around adding value through sensible decision making which supports effective people management, not focusing only on administrative tasks (Taylor, 2011).

1.5

Ethics comes up a lot in HR because decisions aren’t just about what is legal or commercial, they affect actual, real people. The CIPD Code of Conduct and Ethics says that people professionals should act with integrity, use good judgement and think about the impact of decisions (CIPD, 2023).

A useful way to bring ethics into decision-making is to look at the same issue from more than one ethical angle. For example, imagine Technivara needed to change working patterns to reduce costs, it would impact employees in varying ways. Some could be fine with it and others may struggle because of things such as caring responsibilities.

Looking at this through a utilitarian way of thinking would push HR to step back and ask which option causes the least harm and helps the most people overall (CIPD, 2024). This might lead to a decision that improves business needs and works for most people, even if a small number are affected by it being more difficult. The strength of this approach is that it makes HR consider the wider impact, not just individual viewpoints. However, the downside is that it can feel unfair to those most affected if their personal circumstances are overshadowed by what benefits the majority (Armstrong and Taylor, 2023).

A deontological way looks at it slightly differently as it focuses less on the end result and more on ideas like fairness, consistency and responsibility. In this situation, HR at Technivara would be more concerned with whether the process feels fair, whether people are being treated consistently, and whether any promises or commitments are being overlooked (Britannica, 2025). This is important in things like disciplinary procedures or handling personal data where trust and ethics really matter. The downside is that it can feel inflexible, especially where more compassion may be required in individual circumstances.

Used together, these perspectives can help Technivara make better business decisions with fairness. Utilitarian thinking keeps an eye on wider impact, while deontological thinking helps HR hold the line on what is fair and acceptable. That balance supports ethical decision-making in practice and fits with the expectations set out in the CIPD Code (CIPD, 2023).

3.1

Technivara could measure financial performance by monitoring its profit margin which shows how much profit the organisation retains after costs have been deducted from revenue. As a long-established engineering business supplying the electronics, medical and automotive sectors and experiencing sixteen consecutive years of growth, this measure would be particularly useful as the board considers expansion, as it indicates whether growth is sustainable and whether the organisation can afford further investment in technology and people. Profit margin also supports workforce planning decisions, such as recruiting specialist engineers or increasing training budgets, which are critical in a competitive technical industry (Kaplan and Norton, 1992). 

However, this only tells the business what the figures look like and not what is causing them to change. A drop in profit might be down to higher energy bills or materials costing more and not that employees are doing anything differently. One practical way Technivara could still use this measure would be to look at profit margins before and after running more technical training for production staff, to see if there is any noticeable improvement in efficiency or a reduction in mistakes over time.

Alongside this, Technivara could use employee engagement or staff satisfaction surveys. This gives the organisation a chance to step back and listen to how staff are actually finding their jobs, whether they feel supported and what it is really like to work there (CIPD, 2025f). This matters even more at Technivara where Bill Swanky is very involved in how things are done and prefers to keep working practices as they are. As the business grows, some employees could find the changes a bit difficult or feel unsettled, which could impact motivation if not picked up early.

The survey that was carried out after the recent learning and development session is a good example of this. It showed that most staff felt clearer about what was expected of them and more confident afterwards, but also that some were unsure how to use what they had learned in practice. That kind of feedback would be easy to miss if the organisation only looked at financial results (Hayden, 2024).

Of course, surveys are not perfect. People may answer differently depending on their mood or how safe they feel being honest. Even so, if the same questions are asked regularly, the results can help spot trends such as falling engagement or an increased risk of staff leaving, which gives the organisation a chance to act early.

3.2

People practices can add value to Technivara in simple but important ways, especially as the company continues to grow and plans to expand. One example is recruitment. Because Technivara designs and engineers specialist components, the skills of its workforce really matter. Taking time to recruit people with the right technical ability and the right attitude can help avoid problems later on, such as poor performance, repeated mistakes or people leaving shortly after starting (Picardi, 2020). All of these can be costly and disruptive in a production environment.

Another area where people practices could add value is learning and development (CIPD, 2025g). As Technivara grows, the job itself is likely to change in small ways, such as using new machinery, working to tighter deadlines or dealing with more complex orders. Without the right training, this can easily lead to people feeling out of their depth or making avoidable mistakes. Giving staff time to learn and build their skills can help them feel more confident in what they are doing and reduce errors on the production line. It can also help those in more senior roles, such as supervisors, feel more comfortable managing others, rather than everything needing to go through Bill directly.

One way of checking whether this is actually making a difference is to look at staff turnover. If people are recruited carefully and then supported properly once they start, they are more likely to stay (Vulpen, 2018). This is really important in technical roles as skilled employees have other options if they become unhappy. If Technivara sees less people leaving over time, it would mean staff are settling in and feeling happier about staying with them. It would also reduce the disruption and cost of having to recruit and train new people on an ongoing basis.

Another simple method is to keep an eye on absence levels (CIPD, 2025e). When employees feel capable in their roles and supported by their managers, they are generally less likely to take time off because of stress or anxiety. If people start taking fewer sick days after training and extra support, that would be a good sign that work feels more manageable. It also makes life easier for the business by reducing the impact caused by any unexpected absence.

In simple terms, these measures help the company see whether its approach to people is actually working, rather than just assuming it is.


TASK TWO

2.1

[image: ]

2.2
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2.3

The evaluation feedback from the learning and development activity was well received. The 42 employees seemed clear on why the session was held and thought the content was relevant to their roles meaning they gained confidence. However, the survey also showed two areas where Technivara could strengthen their approach next time. These are supporting employees to apply what they learned once they return to work, along with taking individual learning preferences into account when planning training. The recommendations below have been developed directly from this data and will hopefully improve the impact of future learning activities.

Supporting employees to apply learning in practice

The information collected shows that confidence increased after the session but it was not as good when employees were asked about whether they thought they could use the learnings in their current job. This shows a gap between understanding the training given and then actually applying it day to day. This is a common issue with one-off workplace training days as per Nigel Cassidy’s comments, information retention rates can be as little as 10% (Cassidy, 2022, 3:20).

This needs to be addressed to ensure the training isn’t forgotten and that employees don’t go straight back to their old ways. They need to feel supported about trying out the new learnings to ensure Technivara maximises the time and money already invested in the training. Introducing a follow-up process after future development activities would be one idea as this gives employees time to action ideas plus allow a check-in on how they’ve been doing and identify any potential blockers. A short session, either in-person or virtually, about four to six weeks after the original training could help with this and revisit key points to instil the learnings. Line managers could also be given support on how to have conversations with their team about how they are finding putting the learning into practice and offering guidance or assistance where needed, to help staff truly connect the relevance of the training to their roles and make sure it’s effective. Even agreeing a couple of basic tasks or goals for people to achieve can help learning feel more relevant and improve post-training knowledge (Blume et al., 2010).

In terms of cost, UK training providers vary quite a bit depending on delivery but publicly available market data suggests that full-day in-house leadership workshops most often fall in the region of £800 – £2,500 per day, with shorter half-day options around £500 and open courses up to about £995 for one to two day events (Leadership Training Hub, 2024). Based on these kinds of ranges, running two shorter follow-up sessions each year would cost roughly £1,000 – £1,600 in total, plus a small amount of internal management time. Compared with the cost of delivering the original training, this would be a relatively modest additional investment to help protect and reinforce the value of what people have learned. 

A realistic timeline would be two to three weeks to design the follow-up format and manager guidance, delivery of a pilot session within two months and full integration into Technivara’s learning programme within four months. The outcome of the changes could then be reviewed through a short survey approximately three months after the training. This, plus informal conversations with managers to get feedback on any changes they notice in their team's confidence and how they are working day to day, should give a full insight into the success of the changes (Cassidy, 2022, 17:50).

Taking learning preferences into account before training

The evaluation data also showed lower agreement around whether learning preferences had been considered before the session took place. This suggests that the training was probably delivered in a fairly standard way. While this clearly worked for a lot of people, it didn’t suit everyone equally.

People do not all learn in the same way. Some prefer talking things through, others like practical examples and some are happier reading or working things out quietly (Knowles et al, 2020). If training only uses one style, some employees may switch off slightly, even if the session itself is well delivered. Over time, this can affect how confident people feel and how much they actually take away from it.

One way Technivara could improve this would be to ask employees a few simple questions before training takes place. This could cover how confident they currently feel in their role, what they find difficult and how they tend to learn best. This would give the trainer a better idea of what the group needs and help shape the session, rather than using the same format every time (Hayden, 2024).

The cost of doing this would be low. Tools such as Microsoft Forms are free and even paid survey tools are only a few pounds per person. For 42 employees, this would likely be under £250 in total (Online Surveys, 2025). The questions could be written within a couple of days and then used for the next training session, meaning this change could be introduced very quickly.

This could also be checked by looking at future feedback forms and seeing what people say about the sessions, such as whether they found them useful to their role. Over time, this should make it easier to see what kind of training tends to work best for different groups.

Improving future evaluation

Finally, although the current evaluation is useful for understanding how employees felt about the session, it only shows part of the picture. If Technivara wants to make better decisions about learning and development in the future, it would help to collect a bit more information over time (Jacobs, 2024).

This could include asking people how confident they feel before and after training, having conversations with managers about whether they have noticed any changes in how people are working and sending out another short survey a few months later to see if anything has actually stuck.

Doing this would help Technivara understand more than just whether people enjoyed the session on the day. It would give a better idea of whether the training is making any real difference once people are back in their roles.

Over time, this should also make it easier to work out what is worth spending money on and what might need changing, instead of relying on one set of feedback and hoping for the best. It supports a more evidence-based way of working too, as decisions are based on what is happening in practice rather than assumptions.



































Bibliography

Adair, J. (2022) Decision Making and Problem Solving: Break Through Barriers and Banish Uncertainty at Work. London; New York: Kogan Page.

Armstrong, M. and Taylor, S. (2023) Armstrong’s Handbook of Human Resource Management Practice. Sixteenth edition. New York: Kogan Page.

Aylott, E. (2018) Employee Relations: A Practical Introduction. Second edition. New York: Kogan Page.

Barends, E. and Rousseau, D. (2018) Evidence-based management. London: Kogan Page.

Blume, B.D., Ford, J.K., Baldwin, T.T. and Huang, J.L. (2010) ‘Transfer of Training: A Meta-Analytic Review’, Journal of Management, 36(4), pp.1065–1105. Available at: https://doi.org/10.1177/0149206309352880 

Briner, R. (2023) Evidence-based HR and people analytics are the same, right? Afraid not. Available at: https://www.peoplemanagement.co.uk/article/1851101/evidence-based-hr-people-analytics-same-right-afraid-not (Accessed: 23 December 2025).

Briner, R.B., Denyer, D. and Rousseau, D.M. (2009) Evidence-Based Management: Concept Cleanup Time? Academy of Management Perspectives, 23(4). Available at: https://www.researchgate.net/publication/228576116_Evidence-Based_Management_Concept_Cleanup_Time (Accessed: 8 January 2026).

Brinkerhoff, R.O., Brethower, D.M., Hiuchyj, T. and Nowakowski, J. (2014) Program evaluation: a practitioner’s guide for trainers and educators: sourcebook-casebook. Boston: Kluwer-Nijhoff.

Britannica (2025) Deontological Ethics in Encyclopædia Britannica. Available at: https://www.britannica.com/topic/deontological-ethics (Accessed: 2 January 2026).

Cadle, J., Paul, D. and Turner, P. (2014) BUSINESS ANALYSIS TECHNIQUES 72 Essential Tools for Success. Available at: https://www.britannica.com/topic/deontological-ethics (Accessed: 29 December 2025).

Cameron, S (2021). The Business Student’s Handbook : Skills for Study and Employment. Sixth edition. Harlow, England; Amsterdam: Pearson.

Chatfield, T (2019). Think Critically. SAGE.

Cassidy, N (2022) CIPD Podcast 181: Evidence-Based L&D – Measuring Learning Transfer [Podcast]. 8 March. Available at: https://www.cipd.org/uk/knowledge/podcasts/transfer-of-learning/ (Accessed: 28 January 2026).

CIPD (2023) Code of Conduct and Ethics. Available at: https://www.cipd.org/globalassets/media/comms/code-of-conduct/2023-cipd-code-of-conduct-and-ethics.pdf (Accessed: 4 January 2026).

CIPD (2024) Ethical Practice. Available at: https://www.cipd.org/uk/the-people-profession/the-profession-map/explore-the-profession-map/core-behaviours/ethical-practice/ (Accessed: 30 January 2026).

CIPD (2024a) Using technology responsibly: Guidance for people professionals. Available at: https://www.cipd.org/uk/knowledge/guides/responsible-technology-use (Accessed: 7 December 2025).

CIPD (2025a) Evidence-Based Practice for Effective Decision-Making. Available at: www.cipd.org/uk/knowledge/factsheets/evidence-based-practice-factsheet/ (Accessed: 19 December 2025).

CIPD (2025b) PESTLE Analysis. Available at: https://www.cipd.org/uk/knowledge/factsheets/pestle-analysis-factsheet/ (Accessed: 28 December 2025).

CIPD (2025c) People Analytics. Available at: https://www.cipd.org/uk/knowledge/factsheets/analytics-factsheet/ (Accessed: 29 December 2025).

CIPD (2025d) Ethical Practice and the Role of People Professionals. Available at: https://www.cipd.org/uk/knowledge/factsheets/ethics-role-hr-factsheet/ (Accessed: 4 January 2026).

CIPD. (2025e) Absence Management Tools. Available at: https://www.cipd.org/uk/knowledge/tools/absence-management/ (Accessed: 13 January 2026).

CIPD (2025f) Employee voice channels: Guide for people professionals. Available at: https://www.cipd.org/uk/knowledge/guides/employee-voice-channels-guide-for-people-professionals/ (Accessed: 4 January 2026).

CIPD (2025g) Learning and development strategy and policy. Available at: https://www.cipd.org/uk/knowledge/factsheets/strategy-development-factsheet/ Accessed: 31 January 2026).

CMI (2020) Decision Making. Available at: https://www.managers.org.uk/knowledge-and-insights/resource/decision-making/ (Accessed: 2 January 2026).

De Bono, E. (2017) Six Thinking Hats: The multi-million bestselling guide to running better meetings and making faster decisions. Penguin UK.

Hayden, D. (2024) Learning needs analysis. Available at: https://www.cipd.org/uk/knowledge/factsheets/learning-needs-factsheet/ (Accessed 26 January 2026).

Howlett, W (2019) CIPD Podcast 154: Critical Thinking [Podcast]. 5 November. Available at: https://www.cipd.org/uk/knowledge/podcasts/critical-thinking/ (Accessed: 30 December 2025).

Jacobs, A (2024) Proving Impact: Measure effectiveness and drive results. London: Amazon.

Kaplan, R.S. and Norton, D.P. (1992) The Balanced Scorecard: Translating Strategy into Action. Harvard: Harvard Business Review Press.

Khan, N. and Millner, D. (2023) Introduction to people analytics: a practical guide to data-driven HR. 2nd edn. London: Kogan Page.

Knowles, M.S. et al. (2020) The adult learner: the definitive classic in adult education and human resource development. Ninth edition. Abingdon: Routledge.

Leadership Training Hub (2024) Available at: https://www.leadershiptraininghub.com/leadership-training-costs-uk/ (Accessed: 28 January 2026).

Martin, M., Whiting, F. and Jackson, T. (2010) Human Resource Practice. Fifth edition. London: Chartered Institute of Personnel and Development.

Online Surveys (2025) Available at: https://onlinesurveys.jisc.ac.uk/buy/ (Accessed 28 January 2026).

Picardi, C.A. (2020) Recruitment and selection : strategies for workforce planning and assessment. Los Angeles, California: SAGE.

Revans, R. (2017) ABC of Action Learning. Abingdon: Taylor & Francis Ltd.

Rousseau, D. (2012) Evidence-Based Management. Available at: https://hstalks-com.ezproxy.uwtsd.ac.uk/t/2464/evidence-based-management-helping-managers-make-be/?business%20 (Accessed: 20 Dec. 2025).

Scribd (2024) The Six Thinking Hats. Available at: https://www.scribd.com/presentation/749067937/The-Six-Thinking-Hats (Accessed: 28 December 2025).

Taylor, S. (2011) Contemporary Issues in Human Resource Management. London: Chartered Institute Of Personnel And Development.

Taylor, S. and Woodhams, C. (2022) Human Resource Management: People and Organisations. Third edition. London: Kogan Page. 

The Open University (2024) The Open University. Available at: https://help.open.ac.uk/critical-reading-techniques/active-reading (Accessed: 29 December 2025).

Vulpen, E.V. (2018) 7 Human Resource Best Practices | A Mini-Guide to HRM. Available at: https://www.aihr.com/blog/human-resource-best-practices/ (Accessed: 13 January 2026).


Technivara Leavers by Department, 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 	Leavers for 2024	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	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 	0.23076923076923078	0.26666666666666666	0.125	0.5	0.26666666666666666	0.22857142857142856	0.5	0.33333333333333331	0.25	0.25	Department


Percentage



2

image2.emf
Department

Total in 

Department 

2024

Leavers for 

2024

Leavers as a 

% Against 

Total

Positions 

Vacant 

Vacancies as 

a % Against 

Total

Positions 

Filled 

Positions 

Filled as a % 

of Total

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%

Turnover and Recruitment Take-up for Technivara 2024 


image3.png
Technivara Turnover and Recruitment

Vacancies vs Filled by Department 2024
90%
80%

70%
60%

50%

40%

30%

20%

10%

0%
& o

& <

Departments

mVacancies ® Positions Filled




image4.png
Number of Employees by Department in
Technivara, 2024

mAudio Technical Department
= Offices and Administration
 Research and Development
= Quality Control

uDispatch

= Engineering

m Casting Department

Sales & Marketing

= Human Resources

Design




image1.png
Blue Hat - Process

Thinking about thinking.

Vi
2 Green Hat - Creativity
— Whatthinking s needed?

e

a

Ideas, alternatives, possibiltes.
Solutions to black hat problems.
Organizing the thinking.
Planning for action.
Yellow Hat - Benefits
Postives, plus points.
Why an idea s useful.
Logicalreasons are given.

- Facts
Informtion and data.
Neutral and objective.
Whatdol know?
What do I need tofind out?
How il get the nformation | need?

Red Hat - Feelings

Intuition, hunches, gutnstinct.
My feelings ight now.

Feelings can change.

No reasons are given.

Black Hat - Cautions
Diffcultie, weaknesses, dangers.
Spotting the isks.

Logical ressons are gven.

CAUTIONS BENEFITS CREATIVITY

val
o
=
—
Lt
2]
e




