Question 1 (AC1.1): Briner (2015) defines evidence-based practice as the “conscientious, explicit, and judicious use of different sources of information “to make correct decisions”.  This aligns with CIPD (2025a) describing it as combining critical thinking with a range of credible evidence sources.  Technivara could apply CIPD (2025a) four sources of evidence; scientific, organisational data, practitioner experience and stakeholder perspectives using its six-step model; Ask, Acquire, Aggregate, Apply.  Together these sources can support informed decision making rather than relying on opinion or habit.  Evidence-based practice is particularly important within HR, where decisions impact on employee wellbeing and performance.  
As Technivara plans to expand, a successful recruitment process will be essential to attract the right applicant, quickly and efficiently.  At present the organisation is using paper-based recruitment methods with little data to judge its effectiveness, which could lead to decisions based on bias, which is supported by the CIPD (2023b) concern that relying on traditional approaches can lead to favoring past practices or deferring to senior opinions without questions, this could be a challenge for Technivara as they may not have access to high quality data and the founder is reluctant to change.  To reduce bias, I suggest Technivara uses a range of credible sources, for example cost per hire, feedback from managers and employees and HR professional expertise to support a successful and fair recruitment campaign.  As Technivara grows, having a structured and measured approach to employee performance will become ever more important.  Having a paper-based review system makes it difficult to track productivity, identify employee training/development needs and support progression within the organisation. According to CIPD (2024c), effective performance management includes clear goal setting structured feedback, and accountability, ensuring that employees understand and are supported in achieving what’s expected.  Introducing a structured performance system such as regular one-to-one, clear objectives with an opportunity for feedback from managers and employees will provide reliable data for decisions around promotions, training/development and work force planning.  This approach ensures that Technivara is managed fairly and consistently across the organisation supporting growth.  

Question2 (AC1.2): Taylor and Woodhams (2022, p. 46) describes analysis tools as methods that support different business functions including HR in making informed, evidence-based decisions. One environmental analysis tool Technivara could use is PESTLE.  According to CIPD (2025d) a PESTLE looks at the external factors that influence an organisation. PESTLE is an acronym for; Political, Economic, Social, Technological, Legal and Environmental.  It supports people professionals in making strategic decisions in a range of different scenarios by helping them to understand external risks and opportunities.  This is particularly important to Technivara as it prepares for expansion, as external factors such as skills shortages could directly impact workforce planning and recruitment strategy.  However, PESTLE has limitations - it does not address internal challenges and fails to address uncertainty Taylor and Woodhams (2022, p. 46).  For example, Technivara’s use of outdated paper-based systems may create inefficiencies and delays that PESTLE would not be able to highlight.  To be effective it would need to be repeated on a regular basis and used in combination with other analysis tools such SWOT (CIPD, 2025e), which considers both internal strengths and weaknesses as well as external opportunities and threats.
An appropriate analysis method Technivara may apply is people analytics. CIPD (2025f) says it can support organisations to analyse data about people such as employee turnover, absence rates and performance which can support Technivara to solve problems.  This method could help Technivara to identify patterns and inefficiencies with their current practices.  For example, high absence rates in a department may highlight underlying issues such as poor management, excessive workloads or low staff morale.  One benefit of people analytics according to CIPD (2025f) is that it can enhance employee morale, if Technivara can measure what drives engagement, they can boost employee morale by adapting practices.  However, people analytics relies on up-to-date data, which could be a challenge for Technivara as they still rely on paper-based systems.    
Together, PESTLE and people analytics would allow Technivara to assess both its external factors as well as internal inefficiencies, which will allow the organisation to be more evidence based to support its future strategic decisions.     

Question 3: (AC1.3): Critical thinking is the process of solving problems and making decisions which depend on effective analysis and evaluation.  Armstrong and Taylor (2017, p. 610) describe critical thinking as analysing and evaluating ideas, theories and concepts to determine their validity, the strength of supporting evidence, and potential bias.  According to Chatfield (2020, p.9) “It’s important to know how to evaluate what you are being told or how to get hold of good information”.  This is where the core principals of critical thinking will help, including objective and rational thinking, forming reasonable arguments, questioning information, assessing validity of sources and evidence and being aware of bias, as Chatfield (2020, p.9) explains it is about pausing, evaluating and working out what is really going on. 
In my role as Office Manager, critical thinking supports both my personal development and my collaboration with the senior leadership team.  When developing ideas I try to base them on reliable evidence rather than personal opinion.  For example, when I recommended a new time management system, I didn’t not rely on my own views.  Instead, I reviewed data from recent project outcomes and gathered feedback from employees.  I listened to others, focusing on understanding the reasoning behind their suggestions and asked questions to ensure I fully understood their viewpoints. This approach aligns with the CIPD podcast (2019h), which highlights the importance of basing decisions on credible, diverse sources of evidence rather own opinions. This not only shows respect but also helps to find effective solutions.  Fairness is particularly important, as this allows everyone to voice their opinion without bias. Applying critical thinking at Technivara can promote a culture where ideas are based on reliable evidence rather than personal opinion.  For Technivara this is especially important, as the CEO and People Practice Manager have different views on being paper based; by applying critical thinking, questioning assumptions, seeking evidence and avoiding emotional reactions, they will be able to agree on a practical, evidence-based solution whether to transition to a digital system. Overall, this will lead to better outcomes supporting organisation goals and effective teamwork.  I suggest the practice manager presents her reasons why they should transition to a digital system in a report which the CIPD (2016i) recommends. They should clearly evaluate strengths and weaknesses, include details of the analysis, arguments and where appropriate, evidence based on recommendations and how it can improve current practices. 
   
Question 4 (AC 1.4): Two decision-making processes that Technivara could apply to ensure they make informed, balanced and strategic choices are Edward De Bono’s Six Thinking Hats and Pareto Analysis.  These tools help HR professionals make balanced decisions around policies, systems and engagement strategies.  This is supported by the Chartered Management Institute (2015), which highlights that effective decision making often requires managers to balance analytical approaches with intuition, and to consult with stakeholders while considering risk, uncertainty and the impact of their choices.  Adair (2022) also notes the importance of applying structured decision-making strategies to improve clarity and outcomes, particularly in changing environments, like Technivara. 
According to Taylor and Woodhams (2022, p.115) Edward De Bono’s Six Thinking Hats is a technique which encourages decision-makers to consider many ways of thinking about problems and decisions using different colored hats.  According to the Podcast “What is thinking hats?”, each hat represents a style of thinking. For example, blue hat to consider organisation and planning and green hat to consider creativity.  As Technivara is considering transitioning to a digital system, the team can use Six Hats during meetings to explore the transition.  For example, the white hat could be used to gather data on costs on moving to digital systems.  The red hat would help staff to express their emotional concerns, how they feel about the change and how the organisation could support a smooth transition.  The black hat could be used to consider any risks involved such as data security to consider.  This structured approach reduces bias and ensures that decisions consider all relevant factors from different perspectives.  However, six thinking hats can be time consuming and may require training for teams that are unfamiliar with the method. 
If time is a factor, according to the Chattered Management Institute (2015) Pareto Analysis is a “shortcut” process that can be used if time is limited or the decision is less complex. It could help Technivara to focus on the most impactful issues as it expands.  It is based on the 80/20 rule, which translates to 80 percent of the problems are often 20 percent of the causes.  Technivara could apply Pareto Analysis to identify which of their paper-based processes are causing the most inefficiencies.  If Technivara addresses the main issues first, the organisation could quickly see an improvement.  Prioritising inefficiencies can ensure that time and resources are well managed to create the best outcomes during their transition. However,Technivara will need to be mindful that although its useful for prioritisation, it does depend on reliable data, which is a risk to Technivara being paper based, this concern aligns with Buchanan and Huczynski (2023) view that employees may become demoralised when managers seek to find evidence to fit their conclusions, rather than relying on facts, Technivara should be aware that not using a variety of credible evidence could negatively impact employee engagement with the change. 
If Technivara applied evidence-based practices during its expansion, Six hats will provide a structed way to explore different perspectives while Pareto Analysis will help to focus attention on the most impactful areas for improvements.   
Question 5 (AC 1.5): Ethics is concerned with making decisions and judgements about what the right course of action to take.  Ethical frameworks such as deontology and utilitarianism offer structured approaches that can guide Technivara in navigating moral dilemmas.  These frameworks can be particularly valuable in people practice, where decisions affect both individuals and the wider orgasniation.    According to Armstrong and Taylor (2017, p122) ethical decision-making in people practice involves assessing both policies and practices while the CIPD (2024j) highlights the importance of transparency and fairness in decisions made by the organisation with all other stakeholders. 
According to Taylor and Woodhams (2022, p.153), the ethical framework used can influence how a situation is judged. What is right under one framework may be seen differently under another.  As Technivara transitions to digital people practices, it will need to consider important questions, including those related to diversity and inclusion.
Deontological ethics is a framework that emphasises the importance of moral duties irrespective of their consequences.  For Technivara, this could mean ensuring that the rights and dignity of employees are respected throughout the transition to a digital system.  For example; ensuring that employee data is handled securely in line with data protection rules, offering training and support for all staff on how to use the new digital system and involving employees in the decision-making processes which would align with a dentological approach.  This would demonstrate respect and fairness, which could build trust and strengthen staff morale.  However this framework can be rigid, for example the organisation may feel obligated to keep some of the paper-based systems that the founder has in place, even though they are less efficient and could limit flexibility during expansion.    
Utilitarianism theory focusses on achieving the greatest good for the greatest number of people.  Decisions are made by their overall outcomes, doing the right thing to whatever brings about the best situation.  From this perspective, transitioning to a digital system at Technivara could be seen as ethically positive if it leads to increased efficiency, improved data accuracy, cost saving and has environmental benefits.  These outcomes can benefit the whole workforce and organisation, particularly if the money saved is reinvested into staff development and the expansion of the organisation.  However, utilitarianism risks overlooking minority groups, for example older employees that may struggle with digital systems.  To address this Technivara could phase the changes slowly, provide training and user-friendly systems.  
Both ethical perspectives offer guidance to Technivara.  A deontological approach ensures that rights and fairness and respect while utilitarianism helps maximise benefits to the wider organisation.  For Technivara using a combined approach could ensure that the transition is both ethical and effective.  This supports the development of a positive and inclusive workplace culture, as recommended by the by the CIPD (2024g), it emphasises that people professionals should make decisions based on fairness to support the organsation success and employee well-being.    
Question 6: (AC 3.1): Performance Management are essential tools that support an organisation track how well it is doing in key areas.  They track both financial and non-financial metrics to gain an understanding whether the organisation is meeting its goals and where improvements are required.    
According to Havard Business School financial metrics are used by organisations to track, measure and analyse financial health.  One way to measure financial performance is the balance sheet, which provides a snapshot of the state of the organisation’s finances, including its assets, liabilities and equity.  It is essential as it helps to determine its net worth and financial stability.  For example, large corporations such as TESCO use the balance sheet to show investors its assets, liabilities and equity such as how many stores they have or supplier debts, giving investors an understanding of their financial health.  As Technivara plans to expand, they could use the balance sheet to show valuable assets and manageable debt to attract investors to help fund their expansion plans.  Although the balance sheet provides a snapshot of the organisation at a point in time, it does not show profitability, Technivara could use a combination of metrics to give a full overview of their financial health such as an income or cash flow statement.  At my organisation, the Director of Finance provides the Trustees with a quarterly one-page financial report with an overview of income, expenditure, balance sheet and financial health during a financial period, this allows the Board to be fully aware of the organisation’s financial metrics.  
Non-Financial Performance measures are metrics used to evaluate success in various areas that do not directly involve financial values.  These can be both quantitative and qualitative and are crucial to Technivara as they provide insights that financial metrics may overlook. This is supported by the CIPD’s evidence review (2022k) that individual and team performance go well beyond financial indicators and include behaviors, skills, engagements and non-financial outcomes.  ACAS (2023a) supports this by noting the importance of reporting on issues like employee voice, job quality and wellbeing as they are aligned to organisations long-term performance, which is important when expanding, where people data can guide strategic decisions and outcomes beyond financial success.  Furthermore, the CIPD (2025l) factsheet outlines how tools such as objective settings, feedback and appraisals are used to manage financial and non-financial performance.  
One non-financial performance measure is employee engagement, which can be assessed through employee satisfaction surveys, turnover and retention rates, which is valuable to Technivara as it supports their strategic goal of expanding the organisation.  High levels of employee engagement can lead to increased productivity, lower recruitments costs and improve organisational culture, all important during expansion.  An example of this is the National Health Service (NHS), a public sector organisation that uses non-financial performance measures like patient satisfaction, waiting times to ensure the service they provide remains patient focused.  This shows that non-financial metrics are essential to evaluate service quality. However, while employee engagement data can provide valuable insights, gathering and analysing the data can be costly and time consuming.  There is also a risk that the results could be ignored or undervalued if not acted upon.  At my own organisation, a “You said, we did feedback” was introduced following a staff survey.  This not only made staff feel heard but also increased trust in management.  Based on this information I would say that although non-financial performance measures require more time and effort than financial ones, their impact on culture and long-term success can be beneficial. 
Question 7 (AC 3.2): Adding value in people’s practice refers to the ways in which people practice contribute to improving an organisations overall performance, productivity and long-term success.  At Technivara people practice can add value by ensuring the organisation attracts and retains highly skilled staff in a competitive industry.  As Taylor and Woodhams (2022, p.6) highlight, HR professionals evolved from carrying out day-to-today activities such as administration maintenance they have become more involved in strategic objectives.  At Technivara this could include developing inclusive recruitment strategies to address skills shortages, introducing wellbeing initiatives to reduce staff sickness.  These practices are not only supporting Technivara through routine tasks but are also playing a role in delivering long-term business objectives.  Additionally, Taylor and Woodhams (2022, p.135) emphasise that being able to effectively and efficiently find and analyse information is a key skill for HR professionals.  This enables them to provide detailed insights and overviews of situations, which adds value to the decision-making process.  
The CIPD (2024p) highlights that people analytics enables HR professionals to make evidence-based decisions by using workforce data to identify trends, assess impact and improve outcomes.  Return on investment (ROV) is an effective method Technivara could use to measure people practices by assessing the financial benefits of a recruitment campaign delivering a positive return.   As part of the recruitment strategy Technivara may invest in social media campaigns, staff referral programs or joining bonuses.  Technivara could use ROI to compare the costs of these investments with the benefits gained, for example, increased number of quality applications, lower agency costs, reduced time to fill skilled roles and improved employee retention.  If Technivara invests £10,000.00 to a targeted recruitment campaign, and the investments leads to the hire of 10 skilled workers, which contributes to £40,000.00 in productivity, the ROI can demonstrate the value of the initiative, clearly showing whether this has improved performance or reduced performance.     
Another method Technivara could use is cost benefit analysis (CBA).  To reduce sickness absence and lower lost productivity Technivara could introduce a wellbeing programme.  Initially an investment is required, however the potential savings in reduced absence and increase engagement could outweigh the costs.  CBA can compare costs of such investments with value of its expected benefit.  If Technivara invests £10k to implement a wellbeing programme but reduces sickness absences by one hundred days annually, and each absence costs the organisation £150.00 in lost productivity, the savings to Technivara is £15k.  Technivara can use CBA to show such investments can deliver measurable returns. 
Many organisations claim employees are their biggest asset.  However, Bassi and McMurrer (2007) argue that “Too many executives still regard and manage employees as costs” This is reflected in Technivara current situation, where paper-based HR processes limit their ability to attract and retain skilled workers.  Moving towards digital systems will allow Technivara to track and improve people practices, using methods like ROI and cost benefit analysis. As noted by CIPD (2024p) a well-thought-out and clearly articulated people strategy helps organisations focus on what really matters in relation to workforce actions, behaviours and structure.     





















Question 8 (AC 2.1):
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Question 9 (AC 2.2):
Diagram 1: Bar Chart (a) 
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Question 10 (AC 2.3):  The data showed a positive trend in facilitator performance.  93 % of staff fully agreed/agreed that the facilitator was clearly knowledgeable about the topics.  A further 91% agreed that clear objectives were set and 79 % agreed that clear explanations on the topics discussed were provided, evidence of a strength of the L&D activity. 
The data showed a neutral trend, highlighting uncertainty about personal relevance of the training provided.  57% said that they were not sure that the learning was linked to their performance target.  52% were not sure that they could apply the knowledge into their working role.  43% felt that their learning preference was not considered prior to the leaning activity.  Many employees and in some cases over half of the employees were not sure how the learning connected to their job roles or performance goals indicating a gap in personal relevance or post training application. This data is showing a disconnection between learning and development and performance management process. According to CIPD (2025j) performance management should support employees to understand what is expected of them, be managed to ensure they are motivated, have the skills, resources and support they need to succeed in their roles, clearly linking goals with the learning needs to achieve them.  I would recommend that Technivara align employees learning more closely with their performance objectives during the performance management cycle. The CIPD (2016m) suggests that although appraisals contribute towards performance, they recommend they check in with their employees. I therefore suggest managers have regular informal one-to-ones with their employees.  Giving managers the opportunity to review progress and change goals where necessary to ensure that learning and performance is connected.  Learning activities should be related to roles and development, this can be achieved during performance reviews, mangers should record employees’ goals and explain how training can support their success.This is supported by the CIPD (2025j) that performance management is the most effective when expectations and development needs are clear to the employee.  Finally, after training, managers should give feedback to employees on how learning can be applied to their role, CIPD (2022j) said that giving feedback as part of performance management is viewed as a positive method and most effective when focused and done in a timely manner.  The short-term benefits of implementing these actions would increase employee engagement during training and give employees a better understanding of the value of training, with improved performance in the long term.  These actions could be implemented with minimum costs; the main costs would be for training for managers.  “The Electronics Group” can offer tailored courses to suit the needs of Technivara, they offer remote teaching, which would save on costs for travel and accommodation, costs of courses varies depending on requirements. A 2-day course with up to 5 trainers costs between £2,500 - £4,000.  The advantage of train the trainer, means that the trainers could then use the skills they have learnt to train other trainers within the organisation.  The main risk would be increased manager time spent at informal reviews. However, Technivara could support the managers by providing structured templates, provide a session on how to conduct a meaningful supervision and review workloads. The free templates on recording and reviewing employee’s performance from ACAS (no date b), could provide useful advice for managers.  These two actions phased over a period would allow piloting the scheme and spread the costs.       

There was a negative trend, highlighting a weakness in engagement.  76% of employees either strongly disagreed/disagreed that they could not engage with questioning and answering during the activity, 79% did not agree that their learning outcomes were achieved at the end of the session.  These results suggests that learner engagement and outcomes require improvement.  Technivara should review their training sessions and introduce opportunities for group discussions and question and answer opportunities allowing for clear goal setting and feedback. This is supported by the CIPD (2022n) research on performance and learning effectiveness.  They could include active learning techniques such as small group activities, problem-solving, role pay and opportunity for question and answers.  Learning sessions should begin with a clear explanation or the learning objectives and end with a recap of what they learnt during the session. This could be achieved by proving handouts/slides of the sessions for employees to refer to, helping them track their progress and improve retention of information.  I also suggest encouraging ongoing feedback to the employees through the sessions, for example a fun quiz from Kahoot, which is a game-based learning platform. This would keep the sessions fun, keeping the employees motivated and improve engagement.  According to the CIPD (2025o) “many organisations benefit from the blend of methods used and the explicit inclusion of social collaborative elements”, for example face to face or technology based or learning directly at the place of work or away from the workplace.  In the short term these actions will benefit Technivara by improving employees focus and participation during sessions.  In the long term, they are likely to lead to better retention of information and stronger alignment with employees’ individual goals.  The risks involved are minor risks, such as the need to invest in upskilling trainers and reviewing current training sessions, however the costs involved would be low.  These investments would be cost effective in the future as improved learning can reduce the need for repeated training and improve performance. 
Technivara training session must improve to promote learner involvement and ensure employees objectives are achieved. According to Hibob (2025) “the ability of people to adapt, reskill and take on new roles was the most or second most critical factor in helping organisations face future disruptions” This highlights the importance of upskilling and training firstly for the employee’s personal development, but strategically to retain and attract new employees.  I would suggest that Technivara pilots a reviewed training session, including clear links to the employees’ goals and the workplace, this is supported by CIPD (2022p) podcast on learning transfer, which highlights that organisations are failing to measure whether training changes workplace behaviour. They suggest that embedding post-learning evaluation and follow up support through one-to-one conversations is crucial to ensure training leads to improved performance. 
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Turnover and recruitment take up for Technivara 2024 	Vacancies 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 	0.31	0.33	0.5	0.75	0.4	0.23	0.83	0.25	0.25	0.42	
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Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	0.23	0.27	0.13	0.5	0.27	0.23	0.5	0.33	0.25	0.25	


Turnover and recruitment take up for Technivara 2024 	Positions filled as a % of total in each Department	
Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	0.11	0.33	0.5	0.75	0.4	0.09	0.33	0.25	0.25	0.17	
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Audio technical Department 23% 31% 11%

Offices and Administration 27% 33% 33%

Research and Development 13% 50% 50%

Quality control 50% 75% 75%

Dispatch  27% 40% 40%

Engineering  23% 23% 9%

Casting Department  50% 83% 33%

Sales & Marketing  33% 25% 25%

Human Resources  25% 25% 25%

Design  25% 42% 17%
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Audio technical 

Department 26 6 23% 8 31% 3 11%

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%
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