Assignment 2: Evidence Based Practice

Evaluate the concept of evidence-based practice (EBP) and provide two examples of where Technivara could use it to ensure sound decision-making in people practice. (AC 1.1)
Evidence-based practice is the principle of using the best available evidence along with understanding the organisational goals to make well informed decisions.  This evidence can come from one or more of the following sources; professional expertise, organisational data, academic research and stakeholder values. (CIPD(a), 2025). 
The Rational Model can be used to help make informed decisions and encourage critical thinking; this model moves away from instinct and instead relies on facts and analysis.  The model is a structured step-by-step process, that uses logic, evidence and analysis to present a solution.  Using this model can be beneficial as it is systematic, it encourages research and data gathering and it can reduce bias. There can be challenges with this model as it relies on the accuracy of data, and assumes perfect information.  In real-world scenarios we often see limitations with the data available, or data being ‘out of data’ as the environments are quickly moving.  Using multiple sources can help strengthen the evidence and give insights as well as reassurance (Briner, 2019). This process can also be time consuming, moving through each step can be lengthily, which wouldn’t suit a fast-paced environment needed quick decisions (Uzonwanne, 2016).  However, with Technivara looking into an expansion this would be a good model to use when HR have to make complex decisions around workforce, that might come under scrutiny. Applying each stage- defining the risks, analysing people data, restructuring options and assessing which options are cost effective, feasible and meet the legal requirements. This would support the organisation in aligning the workforce with its strategic goals and would limit disruption.  It could also be a good model to use for policy development, amendments, or to review benchmarks.  Evaluating options for assessing the most effective approaches to the policies (Stephen Taylor, 2022).  
As well as using more structured processes for decision making, many successful business’s use data driven decisions (Natwestgroup, 2025), investing in data-driven technology for internal analysis can help Technivara keep a competitive edge in the market.  Implementing data driven analysis can help Technivara become more efficient by understanding how to reduce costs and optimise expenses.  The use of data can highlight trends, provide gap analysis and provide deeper and quantifiable insights into processes such as recruitment, helping to understand what attracted candidates to apply shaping employer branding.  It can also help to understand performance and where there might be training needs to help form Learning and Development strategies and prioritise focus (Jelvix, 2022).  


Evaluate one appropriate analysis tool and one appropriate analysis method that Technivara might apply to recognise and diagnose issues, challenges, and opportunities. (AC 1.2)
There are many tools and frameworks available that can help analyse and identify people practice issues, PESTLE a great tool for exploring the environment, SWOT great for internal reflections, however this evaluation will explore the use of Fishbone tool. 
With Technivara looking to expand the business staff engagement levels could become and issue.  Low engagement can have multiple impacts on a business; productivity, staff retention, efficiencies as well as customer satisfaction (CIPD(b), 2025). The use of Fishbone tool, also known as cause and effect can be a great way to understand more about staff engagement and what opportunities there are to improve. 
The fishbone name comes from the visual left after laying out the cause and effects of the problem (George, 2024).  To complete the diagram, agreement on the problem statement is needed, this will form the fish’s head. A horizontal line will then be drawn which depicts the fish’s spine, off this spine the ‘ribs’ are drawn often with 6 generic ‘M’s’ labelling each line; Material, Machinery, Method, Measurement, Manpower, Mother Nature although it is encouraged to be creative with these.  Having the different categories expands the focus encouraging people to think wider and broader about what might be causing the issues.  The businesses could look to use stakeholder feedback for this as well as academic research to better understand the effects of expansion for staff engagement (ASQ, 2026).   There are limitations to using this tool, as this will rely heavily on the knowledge and skillsets of the team. This tool can also be subjective to the team’s interpretations and might not always bed down into the root cause (LinkedIn, 2026). 
People Analytics is a method that can be used to analyse data on people to help identify issues. Digitalising people practices will provide datasets, allowing measurable data and better understanding of value and efficiencies, not only for People practices but also for the organisation (CIPD(c), 2024). Technivara could look to use staff surveys to gather data and gain insights, identifying engagement issues or opportunities to improve the culture or workforce, to prevent increased retention rates or increased absences.  To present valuable and actionable insights it’s advisable to be specific and clear with your metrics, so the information retrieved provided analysis in the right areas and is not too broad (CIPD(d), 2025).  Allowing a feedback option such as a comments box, can also be helpful in understanding the root causes.  However, when information is gathered in a free text box it can be time consuming to review, as there are no data points to identify trends and would need manual reviewing which can be resource heavy.  With staff surveys there is also the reliance on staff filling these out and feeling safe enough to be honest in how they are feeling.   
Explain the main principles of critical thinking including how these might apply to your own and others’ ideas to assist objective and rational debate at Technivara (AC 1.3)
To think critically demonstrates the ability to question, analyse and evaluate information, not to take information at face value.  Developing these skillsets in a people practice is important for both analysing the arguments and idea of others, and to critique and reflect on your own arguments and business cases you might present. Understanding how others might think critically of your work (CIPD(e), 2019).
Without critical thinking arguments and decisions made could be biased, formed from assumptions or be based on someone’s opinion.  The principles of critical thinking are to think rationally, to make a well-reasoned argument, to question and to be aware of bias. 
Thinking rationally emphasises, logic and a systematic approach to problem solving, it can involve analysing information or evaluating evidence.  Technivara might want to consider what evidence is available for analysis and if it is reliable they could consider how this compares to the market, in order to benchmark.
Understanding and being able to present a well-reasoned argument is important for ensuring, decisions are not based on emotion or impulse.  Technivara might want to consider ensuring a diverse group of people work on problem statements, this will help ensure multiple view points are considered, it can also help prevent hidden agenda’s or bias’s leading decisions.  
Questioning and checking the accuracy of the information is especially important in today’s society where information and misinformation is in abundance.  Information should be valid and accurate. 
Reflecting and understanding biases in yourself and others ensures decisions are not made from preconceived ideas or assumptions (DR Richard Paul, 2006). 
Critical thinking can be one of the most valuable skills in people practices it strengthens fairness, consistency and better decision making.  When critical thinking is applied it can open up conversations that allows us to ask the right questions, to make meaningful decisions.  Technivara could use critical thinking when presenting the business case for expansion, they could evaluate the evidence for expansion and how valid it is, comparing it to other market data.  Technivara might want to consider questioning the argument for expansion, to ensure a well-reasoned argument is presented, that all factors including environmental factors outside of the business has been considered.  They might want to consider if there are any biases in the business case for expansion, someone’s ego to make a big impact on the business for example. Taking this approach can ensure when problem statements, arguments or business cases are presented, they land better and the decisions made are successful ones (Stuart, 2023).

Explain two decision-making processes that Technivara could apply to ensure that effective outcomes are achieved. (AC 1.4) 

Action Learning is a good process for decision making on real issues that are relevant, where the decision bares significant weight.  Effective decision-making skills improves understanding of how decisions can impact departments, organisational goals and bring value to a business (Managers, 2020).  This process is usually carried out in a small group setting where diversity is key, different roles, experience, and viewpoints can help shape discussions. The group then focus on asking questions around risks, clarify assumptions and explore options.  Through these sessions the group will then commit to an action, this decision is then tested in practice.  Following the test the group will then come together to reflect, consider what happened and what was learned and how this can influence and improve the decision needed (Gifford, 2005).  This process encourages critical thinking; it helps slow down the process of decision making and encourages a wider view.  This process supports ethical thinking which is particularly important in people practices.  Reflection encourages understand of the risks and implications to vulnerable people, encourages fairness and transparency and where there may be power imbalances. (Indeed, 2025). 
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Edward de Bono’s Six Thinking Hats is another great process for decision making, encouraging effective and deliberate thinking to make better decisions.  The process encourages intentional thinking on one direction at a time, helping to organise thoughts.  Each hat represents a different mode.  The person leading will start off with the blue hat, introducing the discussion points, the group then might be asked to wear the white hat to recall the facts about the issue.  After the facts are given, they might be asked to put on their green hat and think creatively to come up with ideas.  Next the group might be asked to put on their yellow hats encouraging positive thinking about the ideas they’ve presented and why they would be beneficial.  After thinking positively, the black hat might be worn next to discuss the challenges they might face with the ideas.  Last the group could be asked to wear their red hat do discuss their feeling and what idea or solution is best (Group, 2019). 
Often in people practices there are complex decisions needed that can affect multiple areas of the business.  Technivara embedding approaches like six thinking hats and action learning, ensures there is structure, balanced thinking, collaborative problem solving, logic, creativity and reduces bias.   
Assess two different ethical perspectives including how these could be used at Technivara to inform and influence decision-making. (AC 1.5)
People practitioners are influential in business decisions which impact staff and organisational goals, ethics and good morals should be at the heart of their professionalism to ensure they create a culture of trust and transparency (CIPD(f), 2025).  
Kantian duty-based ethics, is the principle of doing the right thing, because it’s the right thing to do, rather than focusing on the outcome. Empasis is put on the universal law formula; acting only on the principles you would want everyone to follow.  The humanity formula is also considered important in this ethical practice.  This formula encourages treating people as ends themselves, rather than a means to an outcome, not manipulating or exploiting people for example (Chris MacDonald, n.d.).  Although Kantianism can promote autonomy and fairness in people practices, this practice can be rigid and inflexible and can ignore consequences, even when they matter.
Utilitarianism is the ethical theory that dictates the morally right action is the one that produces the greatest happiness or least amount of harm.  The approach to this theory involves considering the options for decisions and the consequences and making a decision based upon which consequence delivers the better outcome for the greatest amount of people (Leontis, 2025). This theory is outcome focused; it promotes flexibility adapting to the situations and encourages professionals to weigh in on the benefit and harm to decisions it does have its limitations.  Making decisions based on the greater good, can-do harm to individuals in the minority.  This theory doesn’t consider to morality of the action only the outcome, this can be questionable. 
Considering both theories, neither of the ethical theories on their own are sufficient, Kantian offers more clarity and protects people’s rights, while utilitarianism offers more flexibility and is focused on outcomes.  Drawing on both of these theories will provide a better-balanced approach for making ethical decisions.
Technivara can use both of these theories to make fair and transparent people practice policies.  Using Kantianism to create fair and consistent recruitment processes, ensuring transparency of criteria and equal opportunities will strengthen the organisations values and employer brand.  They could use utilitarianism to support workforce planning and resource, making decisions that focus on maximising wellbeing and creating a health work life balance, benefits of this would be reflective in staff surveys, it could reduce absence volumes and strengthen the employer brand (Stephen Taylor, 2022).


Appraise two different ways that Technivara could measure financial and non-financial performance, providing one example of each. (AC 3.1)
Both financial and non-financial measures can offer diverse insights to organisational effectiveness, their value depends on how well it can be used to support informed and ethical decision making. 
Financial measures track quantifiable outcomes an example of this is Net Profit Margin, this is a measurable figure.  This figure highlights what percentage of revenue and other forms of income are left after the subtracting all the costs of the business (Stobierski, 2020).  
This measurement can be used to give a view of the profitability of the business, it can help benchmark against comparable businesses, this can build investor confidence.  As it considers the costs across the whole business it can identify areas that might need to focus on cost efficiencies.  However, this measurement does have its limitations, it can be sensitive to costs increasing.  It doesn’t provide a clear view of sales volumes.  Net profit margins can also look different in public and private sectors, in a public sector this there less scrutiny and can be more stable with government funding, in the private sector this can be more volatile and come under more scrutiny, a spike in inflated costs because of demand and availability for example can impact this measurement significantly (Latham, 2024). 
Non-Financial measures track qualitative or behavioural aspects, used to uncover patterns, trends or themes. Understanding employee engagement is an example of non-financial measures, this could be achieved through staff surveys.  Gaining insights and learning how employees are feeling towards the organisation can provide understanding on a wide range of areas for example, processes, the working environment, management behaviours.  Whilst qualitative measures can be challenging, often dependant on staff being honest, there is also a reliance getting good completion rates.  Analysis of the information is also time consuming. However, qualitative measures can help understand employee pain points, identifying opportunities for improvement that can impact a range of benefits from improved turnover rates, better productivity as well as improving the service delivered to the customer (CIPD(g), 2021). 
Conclusion, while financial measures remain essential for accountability and can help with prioritisation, non-financial measures can provide deeper understanding and better people-centred decisions



Explain how people practices could add value at Technivara and identify two methods that might be used to measure the impact of these people practices. (AC 3.2)
The collapse of industry bargaining in the 1980’s allowed opportunities human resources to develop unique strategies that aligned to the needs of the organisation.  This freedom offered opportunities for people practices add value to organisations by developing their own policies and practices, which allowed businesses to become more competitive and flexible adapting to the changes and needs of employers.  People practices focusing on recruitment and retaining people, has resulted in business’s to developing competitive employer brands to attract talent and skilled employees (Stephen Taylor, 2022). 
Developing practices, policies and strategies in people practices that aligns with operational objectives ensures the structure of the organisation, the values of its employees and ethos work in unison, striving for the same key results.
A cost-benefits analysis is method that can be used to quantify decisions, allowing an organisation to judge whether something is worth doing.  People practices might use this method to understand and strengthen business cases for people initiatives, sometimes highlighting tangible and non-tangible benefits.  To measure this successfully it’s important to understand the scope and criteria, to ensure all costs are accounted for.  There can be difficulties with this method in identifying or measuring benefits, sometimes these will be as a result of regulatory or legal changes for example which doesn’t provide clear tangible measurements. 
People analytics can be used to measure and quantify decisions.  Understanding these measurements ensures a greater understanding of value and how it links to the objectives, if these are on track to be achieved or if there are areas of improvements needed.
An example of this could be return on investment, this is a quantifiable measurement that can help understand the benefits of implementing change.  Through people analytics a gap or improvement in the analysis might have been highlighted.  A solution might have been agreed based upon the evidence gathered.  Setting out the scope and criteria for the measurement of success it important, to ensure benefits are trackable.  
For example, through people analytics a pattern was identified that highlighted turnover rates have increased for employees with less than one year of service.  Exit interviews suggest that the employees lacked confidence in their abilities to effectively do their role.  Upon analysis of the evidence, it was agreed with the stakeholders that the induction training increase from 4 week to 6 weeks.  Return of investment would be a good method to quantify the benefits, by understanding what the increasing in training would cost, verses how much was gained by implementing this (Daniel, 2023). 


Table 1 shows Technivara's turnover and recruitment data for 2024. Sue has asked you to convert the data into percentage form, for each of the departments, to show:

•	leavers as a % of the total number of employees 
•	vacancies as % of the total number of employees
•	positions filled as a % of the total number of employees (AC 2.1)
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When you have completed Table 1, present your findings using a minimum of three different types of diagrammatical forms. (AC 2.2)
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Table 2 contains evaluation feedback from 42 employees who attended a recent learning and development activity. Sue would like you to review the feedback and identify patterns, themes or trends that might be occurring and make recommendations based on your findings. (AC 2.3)
From analysing the data there are some key themes and trends.  The main themes being around the lack of understanding of the topics discussed, not being able to engage in meaningful questioning and the lack of objectives achieved at the end of the session.  Before taking a closer look at these, there was reference to a third of the group not feeling like their learning needs were considered prior to the training. 
Effective learning needs analysis provides insight on the skills, talent and capabilities of the organisation, helping to improve business performance and considering regulatory and compliance aspects (CIPD(h), 2025). 
86% of the attendees reported not knowing how to employ the knowledge to their roles
Completing a learning needs analysis can help understanding how the training translates to the employer and their role ensuring the training is purposeful and relevant.  The AGES Model can be considered as an effective model for designing training.    
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This theory leans on the neuroscience behind learning and puts and emphasis on the learning making connections between the new information and their existing knowledge to help retain what they have learnt.  The trainer having a good understanding from the analysis on how this can be translated into the learner’s role, will help them build that connection, ensuring training if more effective. (CIPD(i), 2025) Delivering effective training can provide many financial benefits, for example it can improve business performance and can ensure a business remains complaint. 
Understanding how the brain absorbs information and becomes ready for learning by using the RAD (Regulate, Attend, Develop) framework can help create an effective training session.  Regulate: For learning to take place the brain must feel regulated, calm and safe.  Understanding the learner’s needs prior to the training activity can also help create an inclusive environment, reducing stress and anxiety, in which the learners’ needs can be met and support can me offered creating a psychologically safe environment.  Creating this learning environment also positively contributes to the culture of the organisation. 
Attend: neuroscience shows that only small amounts of information can be absorbed and attention is selective.  Using interactive methods or using discussions and problem-solving can help keep the brain engaged.
Develop: this is where deeper learning and skill development occur, neuroscience shows that learning becomes durable when learners apply and reflect.  The trainer could achieve this through role-play or apply knowledge to real-world examples, this will embed the understanding on how they apply this to their roles (Willis, 2007)
Despite the group feeling that the trainer had the relevant knowledge and the objectives were made clear, the learning outcomes weren’t achieved.
79% of the group felt they hadn’t achieved the learning outcomes
76% of the group felt they wasn’t able to engage with meaningful questioning
Neuroscience shows that discussions can help keep the brain engaged, limiting or a lack of opportunity to ask questions then there could be a missed opportunity here for the trainer to engage and for the learner to reaffirm their understanding.  Vygotsky and the social theory of learning put an emphasis on learning through social interaction and puts weight on language being a key tool (Mcleod, 2025).  
Using group activities for example could be a good opportunity for group discussions, allowing peers to learn from each other and support one another, this is great example of scaffolding, a learning method that is designed to provide the temporary support needed for learners so they don’t feel overwhelmed when learning something new. 
To summarise, this Learning and development activity was not effective.  The learners didn’t come away with the objective set out at the beginning of the session and they did not understand the relevance of the material and how it should be applied to their role.
Employing a skilled Learning & Development trainer can have many benefits and will ensure training sessions are effective and improves business performance.  It can ensure a business stays compliant and aligns with regulation.  Investing time into employees can grow a skilled workforce and can improve retention rates as the employee is likely to feel valued and more engaged with the business.  It can improve employee’s confidence which can result in better performance and can result in better customer service (Heinrich, 2025). 
There are also risks in this session with the lack of interactions, not allowing questioning might result in employees not having the correct understanding of the training material, depending on the content of what they are learning this could result in financial detriment to the customer of the business.  It could result in reputational damage for the business if the wrong information or incorrect processes are being followed.  It could even have legal implications if the lack of understanding leads to a legal or compliance breach.  Employees might feel demotivates, in this set of data a large portion of the group came away with a lack of understanding, but the individuals might believe this is down to their ability to learn, which could result in them losing confidence or become disengaged. 
Recommendations:
Short Term: 
Employ a Learning & Development Training, with the experience and qualification to write and deliver effective learning and development training.  A professional delivering training will know how different learners respond, will know best practices for delivery and will know how to ensure training is effective.
Cost Analysis: 
Learning & Development Trainer - £37,000 (full time) (Indeed, 2026)
 Total estimated cost: £37,000

Long Term:
Long term recommendations especially with the company looking to scale up, would be to consider a learning and development platform, that allows training to be designed using different methods of engagement, activities and exercises.  Competency tests can be set both before and after the sessions to allow better tracking and understanding and measurable results that add value.  This will help ensure employees are compliant, will keep a record of their training and will with analysing training needs and gaps.  It can also help provide consistency and regular training.  There would be larger cost implications with this solution, licence cost and licence management, expansion and development of a Learning & Development team would be needed to ensure, design, delivery and analysis was carried out.
Cost Analysis:
Non-integrated platform
Licences:  £9.50 per licence/per month (min 300) - £34,200 annually (Sana, 2026)
Learning & Development Trainer - £37,000 annually (Indeed, 2026)  min. 2 trainers
Product Owner - £54,000 (Glassdoor, 2026)
Head of Learning & Development - £66,000 annually (Glassdoor, 2026)
Total estimated cost: £228,000 
A full cost analysis would need to be carried out to provide a more accurate projection.
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Audio technical 

Department 26 6 23.1% 8 30.8% 3 11.5%

Offices and Administration 15 4 26.7% 5 33.3% 5 33.3%

Research and Development 8 1 12.5% 4 50.0% 4 50.0%

Quality control 4 2 50.0% 3 75.0% 3 75.0%

Dispatch  15 4 26.7% 6 40.0% 6 40.0%

Engineering  35 8 22.9% 8 22.9% 3 8.6%

Casting Department  6 3 50.0% 5 83.3% 2 33.3%

Sales & Marketing  12 4 33.3% 3 25.0% 3 25.0%

Human Resources  4 1 25.0% 1 25.0% 1 25.0%

Design  12 3 25.0% 5 41.7% 2 16.7%

Turnover and recruitment take up for Technivara 2024 


