AC 1.1 
Evidence-based practice (EBP) is a systematic and ethical decision-making process that utilises reliable evidence to improve organisational outcomes (Barends et al., 2017). Within people practice, EBP integrates four key sources of evidence: scientific research, organisational data, professional expertise and stakeholder perspectives (Chartered Institute of Personnel and Development, 2025a). Credible evidence reduces bias and ineffective decision-making, improving accountability and transparency. Unilever uses HR data and engagement metrics to inform recruitment and learning and development (L&D)decisions (CIPD, 2016). Without EBP, organisations like Technivara risk relying on intuition and outdated practices, leading to poor recruitment and ineffective training. EBP also supports ethical practice by considering stakeholder perspectives, supporting inclusion and fostering trust. However, EBP can be time-consuming and resource-intensive and may overlook specific cultural needs by risking cultural bias. It also requires skilled practitioners to evaluate research; without this, evidence may be misinterpreted, leading to decisions misaligned with the organisation. 
Technivara’s current L&D decisions rely on historical 55-year tradition, paper records and Bill’s opinion. As Technivara grows, this ‘outdated received wisdom’ approach (CIPD 2025a) becomes increasingly unsustainable as it limits the People team's ability to analyse employee data or measure training impact. To avoid ineffective practices, Sue should apply EBP by analysing organisational data, performance metrics and skills audits to build a strong case for modernising L&D that is rooted in evidence (Elder and Nikodem, 2023). EBP can also be used to evaluate the effectiveness of training programmes. Table 2 highlights clear patterns of dissatisfaction with how learning is applied at Technivara, which shows L&D resources are delivered ineffectively, limiting return on investment in this area. Combining this evidence with industry benchmarking, Sue has a strong argument to show the need for EBP in L&D to ensure investment is specific to business needs and aligned to Technivara’s growth strategy. 
Similarly, Technivara’s paper-driven recruitment process increases the risk of poor hiring outcomes. Converted to percentages, table 1 shows an 83.3% vacancy rate in the Casting Department, evidencingresource challenges. EBP could redesign recruitment by combining internal data with external market trends. For example, by capturing performance data and feedback from high performing employees and analysing labour market trends, Sue can ensure job descriptions and adverts give a true representation of the day-to-day at Technivara rather than relying on outdated templates which strong job seekers would simply overlook. EBP also supports the use of fair selection methods through implementing structured interviews with consistent questions (Bergelson, Tracy and Takacs, 2022), reducing bias and subjective decision-making. 
While intuition has supported Technivara’s long-term growth, continued reliance will risk bias and inconsistency. Sue has a strong case to justify applying EBP in areas such as L&D and recruitment, despite the time and resource demands. It would support better investment decisions, align people practices with organisational growth and improve resourcing. 

AC1.2 
Technivara could use PESTLE analysis as a tool to recognise external issues, challenges and opportunities that directly influence people practice. As Technivara operates across multiple sectors, PESTLE provides Sue with a structured overview of external influences impacting workforce strategy and HR decision making. By analysing Political, Economic, Sociological, Technological, Legal and Environmental factors (Brougham-Chandler, 2023), Sue can gather evidence to inform HR strategies that align with organisational needs. Political factors such as changes to trade agreements and government policies affecting engineering and manufacturing supply chains help Technivara anticipate potential challenges, such as skill shortages, and adapt recruitment and retention strategies accordingly. Economic factors highlight financial challenges such as labour market inflation and raw material costs directly impacting salaries, material demand and supporting workforce planning. Social factors allow Sue to benchmark competitors’ modern people practices and provide evidence for Sue to challenge Bill’s traditional and outdated methods. PESTLE can also identify technological opportunities, such as emerging electrical innovations, helping Technivara remain competitive. Legal factors support compliance with employment, health and safety and data protection legislation, whilst environmental factors emphasise growing requirements affecting the manufacturing sector. However, findings are a snapshot in time, which therefore must be updated regularly to remain effective (Hayden 2025a), which will be time-consuming for Sue to collate each time.
While PESTLE identifies external opportunities and threats, it doesn’t capture employee perspectives. To assess internal impact at Technivara, Sue could distribute employee surveys, a method which gathers both qualitative and quantitative insights using open-ended questions and rating scales. Answers can be quantified to diagnose internal challenges, understand employee perspectives, and reveal opportunities for improvement through trend analysis or comparison over time. Maintaining anonymity encourages honest feedback and a higher response rate as employees may not feel comfortable addressing directly to management, enabling hidden areas to be identified (Jackson, 2024). Surveys can identify potential challenges such as turnover, poor management practices or a lack of L&D opportunities. They are also a powerful way of enabling employee voice and engagement by showing that their opinions are valued.  
However, creating, distributing and analysing results can be admin-intensive and time-consuming. Consequently, the delay in actioning and providing feedback can damage employee trust. Also, a potential low response rate may bias results and not be representative of the whole organisation. Questions must also be designed to capture facts rather than opinions to prevent surveys from being used as ‘happy meters’ (Johnson, 2025).
In conclusion, PESTLE analysis enables Sue to identify external factors shaping people practice by identifying potential challenges and opportunities, while employee surveys are key for diagnosing and uncovering internal employee issues. Together, they would result in a balanced, evidence-based foundation for Sue to recognise and diagnose issues, challenges and opportunities within Technivara.

AC1.3
Critical thinking allows reflection on others’ ideas, opinions and arguments, helping us address more complex issues (Lamb, 2019), enabling objective decision-making. It’s the ability to objectively analyse dataand arguments using evidence to form a rational, bias-free debate. It empowers the need to analyse problems, create solutions and make informed judgements (Young, 2023). Critical thinkers don’t accept information at face value; they assess the reliability, relevance and potential bias of evidence to create credible arguments. 
One key principle of critical thinking is challenging assumptions, which form through habit and culture rather than evidence. A common assumption at Technivara is that current people practices, like paper-based systems, must be effective because the company has grown for sixteen consecutive years. Applying critical thinking to my own ideas means recognising that growth alone isn’t proof that people practices are effective or compliant. Questioning this assumption supports objective and rational debate, showing that tradition alone isn’t sufficient evidence, reflecting a critical-thinking mindset rather than a ‘shooting first, aiming later’ mindset (Haber, 2020). 
Another key principle is evaluating evidence to test assumptions which involves whether evidence is accurate, relevant, current and bias-free. For example, rather than stating that paper-based systems are outdated, I would collect and analyse data on printing, storage and administrative costs, as well as management time spent processing manual forms. Presenting quantified evidence allows Bill to evaluate current practices rationally and make informed, evidence-based decisions.
Applying critical thinking to the ideas of others is equally important in supporting objective data. Experience can lead to bias.  At Technivara, Bill’s long involvement in the business may lead to confirmation bias, favouring evidence supporting his opinions and dismissing evidence that contradicts him (Hoffman, 2024).  For example, Bill could believe that employee turnover in the Quality department is caused by poor management. This could be influenced by a strained working relationship with this manager. Applying critical thinking to this idea would involve recognising potential personal bias and analysing objective evidence such as exit interview data and turnover trends across other departments. Presenting this evidence reframes the issue from being seen as an individual failing to a systematic organisational challenge,ensuring conclusions are evidence-based and rational. 
Applying the principles of critical thinking at Technivara enables decisions to be based on objective evidence rather than opinion. Using a variety of sources, such as employee feedback, trends and metrics,allows conclusions to be triangulated and supports sustainable evidence-based decisions being made. Balancing this analysis with employee experience is crucial because a rational focus may overlook emotion and morale because growth and planned expansion can place pressure on employees.

(AC 1.4) 
Structured processes, like the Six Thinking Hats and Deming’s PDCA Cycle, ensure effective outcomes and ethical decision making (CMI, 2020). The Six Hats separates emotions and creativity to make effective decisions. Each Hat represents a different mode of thinking: White focuses on data and facts, Red explores emotion and reaction, Black identifies risks and weaknesses, Yellow focuses on benefits and being optimistic, Green generates new ideas and Blue manages the thinking process (De Bono, 2000). Sue could use this theory to decide whether to move from a paper-based process to digital systems. The Black Hat would consider data security risks and high costs, whilst the Yellow Hat would explore improved reporting, workforce planning insights and easier access to information. This method will encourage inclusive and balanced decision-making, acknowledging emotions and different perspectives to achieve effective outcomes. For Technivara, this could result in better workforce planning, improved efficiencyand positive morale. However, strong personalities may still influence discussions, and poor decisions can still arise if decision makers lack relevant knowledge. 
Deming’s Wheel PDCA Cycle is another evidence-based approach Technivara could use to ensure effective outcomes. The cycle involves four stages: Plan, Do, Check and Act (Abbas, 2023). When a problem or opportunity is identified, a plan is developed and implemented on a small scale and results, including stakeholder feedback and any potential challenges, are evaluated against the objectives set out in the initial planning phase. A decision would then be made to either implement the plan or revise and repeat the cycle. For example, an automotive company demonstrated the use of this to improve assembly processes by identifying causes of defects, implementing corrective actions, and then monitoring their effectiveness through data-analysis (Malega et al., 2021). Technivara could adopt a similar approach as a framework for expansion by analysing market conditions, testing small-scale implementations such as product launches to a handful of target customers, evaluating results against objectives and then adjusting the plan accordingly. 
The PDCA Cycle is designed for sustainable and quality outcomes and reduces risk by testing and learning before full implementation. This allows Technivara to avoid costly mistakes and promotes a data-driven evaluation, which would help Sue integrate a new data-driven approach. On the other hand, disadvantages lie in its fixed stages, as it leaves little room for unforeseen variables. It can also be time-consuming, making it challenging for urgent problems. 
By implementing EBP through the above decision-making processes, Technivara can improve the quality of its decisions. Using the Six Hats method enables balanced and inclusive thinking whilst the PDCA Cycle’s evidence-based framework reduces risks through testing before implementation.

AC1.5 
Continuing with paper-based systems increases Technivara’s risk of failing employee, customer and regulatory expectations. An ethical framework is needed to guide Bill in making fair, reasonable decisions. Adopting an ethical, evidence-based approach, such as utilitarianism or deontology, provides reliable data to support ethical organisational decision-making, whilst recognising that ethics is situational and each decision requires critical thinking (Winstanley and Woodhall, 2000, cited in Armstrong and Brown, 2023). 
Utilitarianism judges actions by outcomes, defining the most ethical choice as that which produces the greatest good for the greatest number of people. Utilitarianism is ethically important for Technivarabecause it encourages decisions that protect employee wellbeing and operational efficiency, as this theory considers the wider impact of a decision on all stakeholders. This aligns with the CIPD’s view of ethical practice in the workplace, which involves applying principles and values consistently in decision-making (Russell and Weeks, 2024). For example, new training programmes at Technivara are utilitarian becausethey improve employee skills, productivity levels and customer service, benefiting a majority and supporting an ethically justifiable decision. However, this theory can please a majority while unintentionally harming a minority, leading to feelings of injustice and dissatisfaction. To minimise this ethical risk, Technivara can provide additional support for employees who may need it, such as translation for non-English speakers, to ensure positive outcomes for all, strengthening fairness and inclusion. 
Secondly, a deontological perspective evaluates a behaviour as right or wrong based on the action itself, whereas utilitarianism focuses on the consequences that result from it (Jin and Peng, 2021). Sue could use a deontological argument to persuade Bill to invest in an HRIS system by emphasising Technivara’s ethical duty to ensure the secure and confidential management of employee data, protecting employee rights under the Data Protection Act 2018 (Data Protection Act 2018), which the current paper-based system doesn’t effectively provide. By framing the decision around ethical duty rather than outcomes (Frischhut, 2019), Sue can influence Bill to act in a morally consistent and legally compliant way, recognising that securing employee data is a key aspect of ethical decision-making at Technivara. In contrast to utilitarianism, a deontological approach to decision-making may prevent ethical breaches, as its priority is following government laws. However, the focus on rules can result in less favourable overall outcomes, such as higher costs, for the organisation and its stakeholders. 
Both utilitarianism and deontology provide valuable guidance for ethical decision-making. Utilitarianism encourages actions that benefit the majority, whilst deontology ensures ethical duties are upheld. By combining both approaches, Technivara can make decisions that maximise positive outcomes while maintaining a fair and respectful organisational culture.
AC3.1
Effective performance measurement requires both financial and non-financial indicators. Financial performance can be measured through Return on Investment (ROI), which calculates the financial return from an investment as a percentage: (Net Profit / Cost of Investment) x 100. For example, if Technivara invested in a digital HR Information System (HRIS) like HiBob, ROI would compare the costs with measured benefits such as lower printing costs, reduced administrative work and improved legal compliance. ROI is quantifiable, easy to interpret and supports Sue’s evidence-based decision-making by justifying, improving cost efficiency and enabling benchmarking. To remain competitive, Technivara should utilise ROI as more employers are now using it to measure processes such as recruitment, rising from 13% to 24% of employers over the past three years (Hogarth and McCartney, 2024). However, ROI risks oversimplifying HR outcomes as reducing people practices to quantitative figures ignores the qualitative value. Also, ROI focuses on recent financial returns, which can discourage long-term investment. The timing of ROI calculations can significantly affect its accuracy. Measuring too early may fail to capture the full impact of an investment, while measuring too late risks influence from future factors (Lemmon, 2024; Gowans, 2025). 
To contrast ROI, Technivara could use employee engagement as a qualitative measure of non-financial performance. Qualitative methods help to understand employee experiences and problems (CIPD, 2025b). Employee engagement surveys capture intangible factors such as motivation, satisfaction and morale which are significantly linked to productivity, retention and overall performance. Targeted improvements can then be implemented to improve these.  Technivara could implement a survey providing Sue with non-financial data to diagnose the high turnover identified in Table 1. Personalised questions can highlight communication and improvement opportunities and offer valuable insights into workforce behaviours and leadership. Surveys also improve employee engagement, which will lead to higher performance levels, innovative ideas and improved employee retention (Alfes et al., 2010; Gruman and Saks, 2011 as cited in Armstrong, 2021). However, survey results are subjective, relying on employee's honesty, which may not reflect their actual views so Sue may choose to implement anonymous ones. Poor participation also won’t provide an accurate representation of the whole workforce. This method can also be administratively intensive for Sue as creating, distributing and analysing complex data limits action and change (Garrad and Hyland, 2020), potentially damaging employee trust. To prevent this, ensuring Sue follows up with feedback is key. 
Appraising both measures, they are most effective when used together. While ROI provides quantifiable evidence of the financial benefits of an initiative, it doesn’t capture employee experience, which is crucial for long-term engagement and retention. In contrast, employee engagement survey results offer qualitative insights into morale but lack objectivity and may neglect measurable financial efficiency. For example, a new HRIS could demonstrate a positive ROI through reduced administration and paper costs; however, it would not consider the employee experience of the new system. Instead, combining ROI with employee feedback from surveys ensures decisions are evidence-based and balanced, meeting both operational and people-focused needs. 

AC3.2
People practices create value for an organisation by aligning employee potential with objectives and supporting sustainable success through strategic recruitment, L&D and people management (Cassidy, 2022). Value can be financial, such as increased productivity and reduced turnover, or non-financial, such as improved organisational culture and morale. Technivara’s current historical people practices limit the ability to evaluate effectiveness and forecast future needs. Adopting modern, data-driven practices allows people practices’ impact to be measured and aligned with Technivara’s strategic growth objectives, enabling improved productivity, performance and reputation. Measuring their impact helps identify organisational needs and demonstrates their strategic value, a practice used by 75% of HR professionals(Houghton and Green, 2018). 
Impact and value of people practices can be measured using Cost-Benefit Analysis (CBA), which compares the financial cost of a people initiative with the measurable benefits delivered (Charlwood, Stuart and Trusson, 2017). If Technivara chose to implement an upskilling training programme to prepare engineers for expansion into new markets, the CBA would quantify costs, including course fees and employee time away from production. These would then be compared against financial benefits, including reduced employee turnover and lower recruitment and onboarding expenses, showing the measurable impact of the initiative. Non-financial benefits could also include fewer remakes due to errors and improved confidence and productivity among staff. The impact is demonstrated if the benefits outweigh the costs, providingTechnivara with a data-driven framework that ensures investments align with strategic objectives, identify risks and show the profitability of people practices. Measuring the impact of training helps Technivararemain competitive, as only 50% of organisations have a process for measuring the learning impact of people practices (Overton, 2023). However, it can be difficult to quantify intangible factors of practices,such as employee morale, which risks bias. 
Similarly, HR Metrics can also be used to measure impact. They assess the efficiency, effectiveness and impact of people practices by measuring organisational outcomes, such as turnover and productivity(Findlay et al., 2018). By introducing and measuring HR metrics, Technivara can gain clear evidence-based insights into workplace performance, engagement and development, enabling them to retain quality talent and optimise operations to inform strategic actions (Talent Management Institute, 2023), supporting their ongoing growth strategy. For example, if Technivara implemented a reward and recognition programme, they could use a five-item scale technique to measure its impact (Migneault et al., 2006, cited in Barends et al., 2022). 
In conclusion, people practices could add value to Technivara by improving skills, capability and reducing turnover while enabling better decision making. Although their impact may not be visible to stakeholders (Waverley, 2024), people practices contribute both tangible and intangible benefits. Measuring HR metrics balances the financial focus of CBA by capturing non-financial impacts such as morale and motivation, demonstrating the full value of people practices.  

Converting Table 2 to percentages, over 92.9% of employees agreed or strongly agreed that the facilitator was knowledgeable and 78.6% agreed or strongly agreed that topics were clearly explained. This suggests confidence in content, accuracy and trust in delivery, whilst also highlighting a small opportunity to improve clarity for all participants. Feedback also suggests clear objectives were set. As a rapidly growing organisation, it’s important for learning and development (L&D) initiatives to align with organisational goals (Hayden, 2025b). 

However, feedback highlights a disconnect between the delivered training and workplace application. Only 6 people agreed that learning was transferable, while 22 were unsure and 14 disagreed or strongly disagreed. Only 14.3% agreed or strongly agreed that learning linked to performance targets, aligning with research which suggests only 8% of organisations prioritise learning transfer (Lancaster, 2024). Also, only 23.8% felt their learning preferences were considered, which may lead to disengagement and demotivation. Feeback proves this as only 4.8% agreed they could engage with the discussions. Table 2 indicates Technivara’s L&D activity incurred significant costs, including time away from production and trainer costs, highlighting the need for evidence-based decision-making to evaluate the effectiveness of their L&D practices. 
 
Low engagement and poor learning transfer may indicate an ineffective delivery model, which may not meet diverse learner needs or enable active participation. Therefore, my first recommendation to Sue would be to introduce training through an e-learning platform. Delivered through a learning management system (LMS), e-learning would enable employees to be trained through digital content which can be tailored to employees’ roles, skill levels and career paths. A key cornerstone of many L&D strategies, particularly highlighted by its importance since Covid-19 (Lamb, 2020), e-learning has proven to be a flexible, scalable and effective method of training to date.

An LMS enables training to be tailored to individual needs, improving engagement and learning transfer. E-learning supports Sue’s drive towards evidence-based practice as an LMS generates reliable data such as employee feedback, completion rates and learning outcomes. Sue can use this data to evaluate the effectiveness of L&D initiatives and help identify skill gaps to then tailor training to individual or role-specific needs.  For example, in 2024, 25.5% of the workforce were in the Engineering department and 2.9% in Quality Control. LMS data could reveal that engineers require upskilling on a new part, while Quality employees need a compliance refresher. This ensures training resources are directed where they will have the greatest impact. Learning topics will be based on evidence rather than intuition (Taylor, 2025), aligning training investments with Technivara’s strategic goals. E-learning also supports these goals as accessibility allows employees to conduct learning around operational demands (Tuhey, 2024).

However, e-learning can be frustrating and ineffective for employees who lack digital capability, potentially leading to low participation rates, unequal learning outcomes and a skills divide. Sue can address this by choosing a user-friendly LMS and providing step-by-step navigation tutorials. Although initially time-consuming, they are a long-term investment, preparing the workforce for future digital initiatives like an online HR system, supporting Sue’s shift from Paper-based practices. Engagement risks associated with e-learning can also be reduced through short, manageable courses and interactive content rather than passive slide-based learning. 

Sue must consider costs such as licenses, implementation and administration, but acknowledge the long-term savings of e-learning outweigh face-to-face training. In-house courses by Corporate Coach Group cost £2,250 +VAT for 2-day courses (Corporate Coach Group, no date). With over 130 employees, and the recommended 12 learners per group (Regan, 2023), delivery would exceed £24,750 +VAT. In comparison, adopting an LMS like iSpring, reduces learner costs, enables flexible scheduling and supports targeted departmental courses. Central 1 halved onboarding time with 80% online training using iSpring. For up to 300 users, iSpring charges £3.48 per user per month, equalling £6,264 annually based on 150 employees (iSpring LMS, no date), proving a more cost-effective and efficient option for L&D at Technivara. 

Feedback indicates a misalignment between training, skills gaps and performance. Therefore, a second recommendation is to implement a structured training needs analysis (TNA) using surveys to align future L&D activities with individual skill requirements, performance objectives and strategic goals. This supports a recent study, which found only 33% of employees believe their skills align with organisational goals (Pacelli, 2024). The TNA should involve line managers and employees to target relevant and aligned needs (Hayden, 2025b). This approach helps to prioritise training investment on areas that deliver the greatest value to both employees and Technivara.

However, conducting a thorough TNA can be time-consuming, requiring time from both managers and employees, which may temporarily impact operational efficiency. Therefore, Technivara should ensure these activities are scheduled to minimise disruption to production. Also, TNA findings may not truly reflect actual performance gaps. Without triangulating data from various sources, findings may be inaccurate, as employees may over- or underestimate their capabilities and managers’ perceptions may be subjective, increasing the risk of bias.

The process is also resource intensive for Sue, requiring her to design and analyse surveys from hundreds of employees across multiple departments, which is labour-intensive and logistically challenging in a large organisation like Technivara. As a result, she may choose to engage the expertise of an external consultant. For example, Frazer-Nash Consultancy Limited provide end-to-end TNA services, identifying needs straight through to delivery and evaluation, but costing up to £2,100 per day (Digital Market Place, no date). While there’s a cost to engaging a specialist, the value is in the depth of analysis and supports long-term organisational capability. By identifying and addressing training needs now, Technivara can better align employee development with its growth strategy, maximising the return on future training investments.

To conclude, evaluating the feedback in Table 2 indicates that while employees had confidence in the vacillator's content and delivery, the learning failed to mirror workplace performance. Low levels of engagement, limited consideration of learning preferences and weak links to performance resulted in minimal measurable return on investment. To address the feedback, two evidence-based recommendations were proposed. Firstly, implementing a LMS through e-learning is a cost-effective, user-friendly delivery model, supporting diverse learner needs and targeted modules to improve learning transfer. Secondly, implementing a structured TNA involving employees and managers prior to future training which would ensure future L&D activities are aligned with individual skill gaps, performance objectives and Technivara’s strategic goals. Although both recommendations require investment, time and resources, the long-term benefits outweigh these limitations, providing an evidence-based L&D framework to strengthen performance and capability.

