Q1. (AC1.1) 
Evidence‑based practice (EBP), is a controlled decision‑making method that requires HR specialists to use the best accessible evidence from several sources, including scientific research, professional expertise, organisational data and stakeholder views to make more reliable, transparent and effective decisions. 
By combining HR data analytics with evidence‑based practice, HR professionals can strengthen their position as strategic partners within the organisation. Using data and proven evidence to guide decisions enables HR to clearly demonstrate its impact and support the organisation’s overall performance and success. (Patil and Priya, 2024)
Even when using research, our own biases could lead us to favour studies that support our views while ignoring stronger, conflicting evidence. This tendency is common even among researchers, which is why structured methods are needed to help us judge which evidence is most trustworthy. (CIPD, 2025) 
In conclusion, by using critical thinking, reducing bias and improving decision quality, evidence‑based practice supports HR in becoming a more strategic, reliable and ethical business partner. To ensure it is effective though, there are difficulties to overcome, for example limited skills, lack of access to high‑quality evidence and misconceptions about the nature of evidence‑based practice. (Barends, Rousseau, Briner, 2014).
Two examples of where Technivara could use evidence‑based practice to ensure reliable decision-making in people practice are: - 
The Board have indicated they wish to expand the business after sixteen consecutive years of growth. Technivara could use the CIPD’s Six Step Approach for workforce planning to support business expansion. By asking key questions, the Team could identify the challenges that growth may create. They should then acquire relevant evidence. This evidence must then be critically appraised, ensuring results are based on accurate and unbiased data. They must then aggregate the evidence by undertaking workshops with managers and stakeholders to assess any problems and agree on important issues. Technivara could then start to apply the evidence by constructing strategies that link to expansion targets. Technivara must then assess the outcomes to observe if they have been effective. (CIPD, 2025)
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(CIPD, 2025)

Technivara could improve its approach to managing absence and employee wellbeing, by applying the theory of four sources of evidence, professional expertise, scientific research, organisational data and stakeholder views, rather than relying on personal knowledge or established practices. Technivara currently rely on paper based information which may not be accurate, and this increases the risk of biased and inconsistent decisions. Moving forward Technivara should start keeping reliable absence data which will allow them to analyse and target the root causes of absence and apply wellbeing initiatives. Using all four evidence sources would ensure more consistent, fair and effective decision making, helping Technivara build stronger work procedures for their modern, expanding organisation.
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Q2. (AC 1.2)
PESTLE is an appropriate analysis tool that Technivara could use to identify and diagnose issues, challenges, and opportunities. 
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(CIPD, 2025) 
Politically Technivara works in sectors such as electronics, medical and automotive so it has to keep up to date with regulations on product safety, quality standards and health & safety. Economically, rising production costs could impact their growth. Social aspects may also start to impact Technivara and its workers such as flexible working and wellbeing support. Technologically, Technivara will need to remain competitive by investing in new equipment and skills. Environmental factors may also affect Technivara as customers expect sustainable manufacturing processes. 
The disadvantages of PESTLE are if you use too little information, it can mean your conclusion is weak and inaccurate. You can also capture too much information, which could lead to ‘analysis paralysis’. Some information could also be based upon assumptions which could be wrong. External environments change fast, which makes it hard to predict future trends. PESTLE will need to be updated regularly to remain efficient. (CIPD 2025) 
By undertaking employee engagement surveys, Technivara could analyse issues, issues and opportunities. Employee feedback is important for an expanding company because it gives a factual understanding of what is working well inside the business and what might delay growth.
Employee engagement surveys would give a clear and honest picture of how staff are feeling. The company need to use more modern up to date methods to obtain reliable information about what motivates their employees and the difficulties their employees may be facing and the support needed. A well‑designed survey would allow Technivara to ask the right questions in a structured, consistent way, helping them understand key issues such as workload, wellbeing, leadership, teamwork and career development. The results could highlight areas that need improvement, such as communication, training, or absence management and give the People Practice Team real evidence to support positive changes. This would be useful as the business plans to expand, since understanding employee participation levels will help Technivara strengthen retention, improve morale, and create a supportive and productive workplace. (McIntosh, 2025)
There are a few issues that you have to be cautious of when using staff surveys. The information you get out of the surveys will only be as good as the questions you ask. So, lots of time needs to be put into the preparation of the questions. You have to ensure that the surveys aren’t too long otherwise this can lead to disengagement and low-quality responses. Managers will also have to act on the responses or there is a threat of the employees feeling disregarded and this could reduce engagement and confidence. 
Q3 (AC 1.3)
To think critically you must approach information in a logical, objective and reflective way so that conclusions are grounded in sound reasoning and evidence rather instead of assumptions or personal preference. 
There are three crucial elements to critical thinking for people professionals. The first is critiquing the ideas, opinions and arguments of others. The second is how arguments and opinions are constructed that are communicated to others. And the third is to identify when others are using critical thinking techniques that impact you. Critical Thinking calls for careful listening, questioning assumptions, and assessing whether evidence is relevant, complete, and logically connected to conclusions.  To think critically, we must identify common errors in reasoning, such as jumping to conclusions, relying on past practice without reasoning, selective use of evidence, or distracting the conversation with irrelevant points. (CIPD, 2019)
Being ‘critical’ does not necessarily mean disapproval or being negative, it means looking at and analysing in the evidence and information available and coming to an unbiased judgment. The judgement can be positive or negative. Critical thinking supports ethical and effective people‑practice decisions based on the best available evidence. (Armstrong and Taylor, 2023, p. 593)
In the past Technivara may have made decisions based on past working practices and senior influence, instead of objective evidence and critical thinking. There is a risk of decisions being made based on habit, personal preferences and past experience. If critical thinking were to now be applied the management team could assess if present approaches are appropriate for the expanding business. This should include scrutinizing assumptions, checking the reliability of current data and recognising potential bias in the historic organisational culture. 
By applying critical thinking and evaluating both their own ideas and those of senior leaders, comparing different evidence sources, and interpreting findings from organisational data, employee feedback, the People Team can make more balanced, unbiased and well‑reasoned decisions. This method will support Technivara in moving away from archaic practices and towards evidence‑based, ethical people‑practice outcomes that will work better for the modern, growing organisation.
In conclusion when trying to illustrate critical thinking, this is a useful quote, “am convinced of the urgent need for a democratic people to think clearly without the distortions due to unconscious bias and unrecognised ignorance”. (Stebbing 1939)
Q4. (AC 1.4) 
Technivara could apply both the De Bono (six thinking hats) process and the Best Fit process to ensure that effective outcomes are achieved. 
The De Bono (Six thinking hats) decision making process provides a practical structure for improving how individuals and teams think, communicate and make decisions. Each hat promotes a different perspective, such as concentrating on facts, emotions, risks, benefits, creativity or process. By deliberately shifting between these viewpoints, teams can reduce confusion, explore ideas more fully and reach more balanced, creative and effective decisions. (Hails, 2023)
Technivara could use De Bono (Six thinking hats) decision making process when making decisions on workforce planning as the business expands. Decision‑making at Technivara has traditionally been influenced by Bill’s personal preferences and long‑established ways of working. But by using this formalised process the People Team will take into account different viewpoints. For example, the white hat would ensure decisions are based on facts and data, the red hat would allow consideration of employee concerns and morale, while the black and yellow hats would help with looking at risks and benefits. The green hat would support creative thinking around modern HR practices, and the blue hat would help frame discussions and keep decision‑making focused. By separating different types of thinking, Technivara could reduce bias, test assumptions and move away from instinct-led decisions, resulting in more balanced, evidence-based and effective outcomes that support the organisation’s growth plans.
Technivara could also use Problem Outcome Framing as a decision-making technique to focus them on potential solutions and positive outcomes rather than the issue alone. The following steps should be following to apply this decision-making technique. Firstly, identify the desired outcome through clearly defining what success looks like, making sure the goal is specific and outcome‑focused. Secondly, describe the current reality by assessing what is happening now and gathering accurate information and perspectives from those involved. Thirdly determine the gap by comparing the current situation with the desired outcome to identify what is preventing progress. Next frame the problem as an outcome, shifting the focus away from blame and towards the positive result that needs to be achieved. Then generate options by exploring a range of possible solutions that directly address the defined outcome. And finally decide and act by selecting the most appropriate solution, now with the problem and solution clearly identified.  (Problem Framing Method in Decision-Making, 2025)
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(Problem Framing Method in Decision-Making, 2025)

We know that Technivara have archaic and inadequate approaches that need to be improved, including capturing and measuring people practices that are lacking data driven evidence, which increases the risk of poor decisions. Technivara need to define what “good” looks like and the steps to get there. Using problem outcome framing, the People Practice Team can reframe the conversation from “our HR processes are archaic” to “we will implement modern systems to collect accurate, up to date people data to ensure we make fair, consistent decisions that will support our growth.” This keeps conversations concentrated on solutions and improvements, rather than blame or negativity. This is critical for a business where long‑standing working practices and senior influence may otherwise control decisions. 

 Q5. (AC 1.5) 
Technivara is a business preparing for expansion. To do this they will have to tackle their outdates practices and their need for more consistent evidence-based people management with an ethical perspective. 
Religion can shape ethical values by providing moral principles that guide how they behave and make decisions at work.
Ethical issues are impossible to separate from our working lives. For people professionals, ethical perspectives guide everyday decisions involving fairness, wellbeing, capability, performance, and organisational change. (CIPD, 2023)
Ethical issues often arise in workplaces when managers must choose between conflicting values or competing interests. For example, a manager may discover that an employee’s performance has dropped due to personal health issues, this would be difficult to deal with when considering applying policy consistently and showing compassion. Being supportive may improve wellbeing but there is a risk being inconsistent.
Utilitarianism is an ethical perspective which argues the most ethical option is the decision that gives the greatest overall benefit for the greatest number of people. You could interpret this as torture is acceptable, if it prevents terrorism. The focus is not on rules or individual rights, but on outcomes and combined wellbeing. In practice this encourages managers to consider all options, assess the wider impact of a decision and then implement the one that maximises positive outcomes. 
(Armstrong & Taylor, 2023)
Technivara could use a utilitarian ethical approach as it plans its expanding workforce needs. The People Team must consider which options bring the best long‑term value, such as developing existing employees’ skills rather than external recruitment. This could increase retention and staff morale. Utilitarianism encourages Technivara to base decisions on evidence of impact, focusing on decisions that improve collective wellbeing, fairness and organisational sustainability.
Deontology (from the Greek for ‘What is right’), says that ethical decisions are grounded in duties, principles and moral rules rather than consequences. What matters is doing what is right, even when the result may be less beneficial overall. “In the works of Rawls (1973:183), ‘We must treat persons solely as ends and not in any way as means’”. (Armstrong & Taylor, 2023) In practice this means acting with integrity, respecting individuals, and applying rules consistently. (Armstrong & Taylor, 2023)
At Technivara, a deontological method would direct how the business manages change as it grows. Deontological reasoning would also demand that policies, for example those relating to absence or discipline, are applied consistently, making it unacceptable for comparable cases to be treated differently based on bias or individual judgement. By grounding decisions in fairness and equal treatment, this ethical outlook would help Technivara gain trust, integrity and professionalism throughout the organisation. 
By using both perspectives together, Technivara will have a more balanced ethical framework. Utilitarianism helps choose options that support growth and wellbeing, while deontology ensures decisions are principled, fair, and respectful.

Q6. (AC 3.1) 
Organisations can use a range of financial and non‑financial measures to understand how well they are performing and to detect areas that need improvement. Financial performance is commonly assessed using a range of key indicators that show profitability, liquidity, solvency and efficiency, all of which can be reviewed through financial statements and cash‑flow statements. (Stobierski, 2020) Non‑financial indicators measure aspects of performance that go outside profit, such as employee engagement, customer satisfaction, service quality and operational proficiency
Performance measurement differs between the private and public sectors because each operates with different targets and priorities. Private sector organisations mainly assess success through financial indicators such as profit, revenue growth, return on investment and market strength, supported by non financial indicators like customer satisfaction and employee engagement. In contrast, public sector organisations focus less on profit and more on service quality, fairness, efficiency and social impact, using measures such as response times, service user satisfaction, compliance and community outcomes. These differences show the private sector’s emphasis on commercial success and the public sector’s responsibility to deliver value to society.
Technivara could measure performance financially by looking at its cash flow. This is important as cash flow tracks the movement of money in and out of the organisation and shows whether the business is able to meet its short‑term obligations; even profitable companies can be unsuccessful if cash flow is fragile. This is also useful as it helps managers identify cash flow matters early and put spending plans in place. 
However, cash flow on its own has weaknesses, as it does not show long-range profitability or overall business efficiency, and strong cash flow can sometimes hide underlying financial difficulties.
Technivara could use employee engagement feedback as a non‑financial performance measure to understand how motivated and committed staff feel during the company’s expansion. Tracking engagement feedback over time would help the People Team identify issues such as workload pressures, poor communication or low morale. This will be a good indicator of organisational health. (CIPD, 2023)
Employee engagement feedback can be unreliable because it may be affected by how questions are written or by employees giving answers, they think the organisation wants to hear. They also provide only a short‑term picture and do not explain the underlying reasons behind any problems, meaning further examination is needed.



Q7. (AC 3.2)
Effective people practice can add value at Technivara by improving employee experience, strengthening workforce capability and supporting fair, data‑driven decision‑making, all of that are important as the business expands and replaces outdated processes.
Impact refers to the visible changes or outcomes that result from a people‑practice intervention, for example, improved engagement, reduced absence, and better skills. It focuses on the effect of people practice.
Value refers to the benefit the organisation gains from those outcomes. Value can be financial, such as reduced turnover costs or non‑financial, such as higher morale.
To understand whether people practices are adding value, Technivara could assess changes in employee engagement results or monitor trends in absence data, both of which provide an understanding of organisational health and the effectiveness of people initiatives. Regular measurement aids constant progress by identifying gaps or future workforce needs, allowing informed and calculated business decisions. (Taylor, 2022)
Return on investment (ROI) is used to assess the value gained from implementing a people initiative by comparing the benefits achieved with the costs involved. It is usually applied in learning and development as a way of showing the short, medium and long-term impact of training or development activities on organisational performance. ROI is calculated using the formula: ROI (%) = (value of realised benefits – investment cost) / investment cost x 100. (CIPD, 2024) 
Employee turnover is the rate at which staff leave an organisation within a specific period, usually calculated annually. Turnover can be separated into different categories, such as planned departures, retirement, restructuring or performance-related exits and unplanned losses, such as moving to another employer or unexpected personal circumstances. For a defined period, the turnover rate can be calculated as:
Turnover rate (%) = number of employee separations / average number of employees x 100(CIPD, 2024)













TASK 2
Q8. (AC 2.1) 
Example of formula used:  =C1/B4 (the format cell to percentage)


	Turnover and recruitment take up for Technivara 2024 

	
	

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

	Audio technical Department
	26
	6
	23%
	8
	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%
	








Q9. (AC 2.2) 
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Q10 (AC 2.3) 
I have examined the evaluation data from the L&D activity for Technivara, and I have identified that the overall delivery quality was strong with facilitation and materials scoring highly. 13 fully agreed and 26 agreed that the facilitator was knowledgeable. 5 fully agreed and 34 agreed objectives were clearly set. Resource quality was also rated highly with 36 agreeing. 
The structure of the event was adequate with just 7 fully agreeing and 16 agreeing the learning event was appropriately structured. 
The lowest scoring areas were the learner experience and interaction. With only 2 people agreeing they were able to engage with meaningful questioning and answering on topics being discussed. And only 10 people agreeing their preferences were considered prior to the learning activity. 
Also, only 6 people agreed they were able to employ the knowledge skills and behaviours into their working roles. 
These scores tell us the learning and development activity was a well‑received event, but it did not adequately engage participation, link to performance targets, or drive transfer to working roles. 
When assessing the effectiveness, transfer and engagement of L&D activities I am mindful that there is a requirement for more than end‑of‑course surveys. The people team should work with employees to define what success looks like while using technology and AI to improve the quality of evaluation data. This also means challenging the value of traditional “happy sheets” and questioning whether learners should be rating facilitators or materials. Ratings don’t give us much information about real engagement or actual performance improvement. (CIPD, 2025a)
Based on my above findings I recommend that Technivara now modernises and expands their learning and development programme to not only support their planned growth but to also drive it. This would involve employing a full time Learning & Development Business Partner and invest in a People Analytics Dashboard. 
Investing in a dedicated in‑house Learning and Development Business Partner will fulfil a vital role in supporting organisational expansion by building the skills, capability and adaptability needed for growth. Effective L&D makes sure that employee development is aligned with performance gaps and business objectives, enabling the workforce to meet new operational demands as the organisation scales (CIPD, 2025b). Additionally, by using modern approaches such as “learning in the flow of work” this will allow employees to acquire skills quickly and apply them directly to real tasks, increasing productivity and supporting faster organisational development (Bersin, 2018a). By embedding continuous learning within daily work and ensuring development activities are strategically targeted, in‑house L&D can drive capability growth, improve efficiency and strengthen the organisation’s readiness for expansion.
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(Bersin, 2018b) 

The cost of this hiring to Technivara involves far more than just paying their salary. Technivara must factor in a wide range of additional costs, including National Insurance contributions, pension payments, benefits, recruitment fees, and the overheads required to provide equipment, workspace and utilities. Technivara also need to budget for holiday pay, sick pay, parental leave and performance‑related rewards, alongside the productivity impact that comes with onboarding and supporting a new hire. When all these costs are combined, the true annual cost of recruitment will be 75% to 100% higher than their base salary, meaning systematic planning and awareness of statutory entitlements are essential to prevent unforeseen costs. (Personio, 2026)
The average base salary for a Learning and Development Partner in the UK is £41,000.00. (Glassdoor, 2026). So Technivara should budget the annual cost of £82,000.00 for the recruitment when taking into account the additional costs as detailed above.
The large cost of this hiring is one of the main risks of this recommendation, are we going to see a return on this investment. There is also the risk of cultural pushback and the risk the appointed individual having a skills mismatch and not holding the competencies needed to build the learning schemes to support expansion plans. 
My second recommendation is to implement a people analytics dashboard. This will significantly strengthen Technivara’s learning and development capability by providing current insights into skills gaps, training needs and behavioural outcomes. It will also provide other useful data that will add value to the business i.e. absence reduction. People analytics enable learning and development teams to highlight performance gaps, ensuring learning interventions are targeted and tactically aligned with organisational goals (CIPD, 2024a). 
Furthermore, integrating analytics with modern approaches like “learning in the flow of work” supports ongoing, embedded skill development that improves productivity during periods of expansion. Organisations with highly mature people‑analytics capabilities achieve markedly stronger outcomes, being three times more likely to surpass financial targets, eight times more likely to hit high workforce productivity, nine times more likely to adapt effectively to change, and seven times more likely to innovate successfully. (Bersin, 2018c). Overall, a people analytics dashboard enables learning and development practitioners to deliver more evidence‑based, responsive and powerful development strategies that directly aid the growing business’s success.
Some of the risks of implementing a people analytics dashboard would be the strict controls to protect sensitive employee data. Employers are required to handle employee information in HR systems in line with UK GDPR and the Data Protection Act 2018, ensuring that all data is collected, used, and stored in a lawful, transparent, and secure manner. (ICO, 2025) Also data quality and migration issues, change-management risk, operational disruption and under-utilising the system. Technivara will have to prepare for these risks with risk reduction strategies. 
There are many IT companies that offer many options for People Analytics Dashboards. As an example of costing if Technivara were to adopt PeopleHR’s Core package, which is priced at £5.50 per employee per month, the organisation would pay £6,600 per year to cover 100 employees (VAT can be reclaimed). The implementation of the system is included in this cost. I feel this option is a scalable and cost‑effective option as Technivara continues to expand. (PeopleHR, 2026)
The total annual cost of my two recommendations is £88,600. 
When implemented together there will be stronger costs benefit and ROI. Technivara can use the below calculation to identify the value gained for the initiative. It compares the benefits achieved with the cost of delivering it. In learning and development, it is commonly used to demonstrate the short, medium and long‑term impact of a programme on performance and organisational outcomes.
Return on investment (%) = (value of realised benefits – investment cost) / investment cost x 100
(CIPD, 2024b)
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Leavers as a % against total in each Department	
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Turnover and recruitment take up for Technivara 2024 



Total in Department 2024	

Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	26	15	8	4	15	35	6	12	4	12	Leavers for 2024	

Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	6	4	1	2	4	8	3	4	1	3	Leavers as a % against total in each Department	

Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	0.23076923076923078	0.26666666666666666	0.125	0.5	0.26666666666666666	0.22857142857142856	0.5	0.33333333333333331	0.25	0.25	Positions vacant 	
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